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Understanding professionalism and ethics can be a complex concept to fully define, within construction, professional bodies publish guidance, and standards for members to follow. Each of these organisations have their own definition, but there are common themes between them all. This paper explores what is professionalism and ethics is within the construction industry, how can it be measured, how it can be improved upon and most importantly why it is needed, and what goes wrong when we don’t follow good professional practices or make sound, ethical decisions. 
Furthermore, a look into the importance of teamwork, leadership and the theories that surround these topics, and the importance of understanding my own role within a team, my leadership style, and philosophy, along with highlighting my weaknesses, strengths, and the actions I can take to develop them through personal professional development.
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[bookmark: _Toc135168947][bookmark: BRANCH_2][bookmark: _MV3BS_2]the importance of professionalism and ethics within decision-making 

Brindley (2022) defines professionalism simply as ‘Doing the right thing’, requiring skills, experience, and ethical values along with integrity. Applying that specialist knowledge and expertise that has been developed through specific training and qualifications; acting in an honest, trustworthy, and transparent manner that extends out to the wider public for the greater good. 
CIOB, (n.d.) believes that sustaining a level ethical principle improves transparency of the industry, and so promotes quality construction.  Whereas CABE (2021) focuses on behaviour, putting your own interests aside, and being civil and polite in any circumstance while acting fairly and openly. 
There is no definitive answer to what professionalism or ethics is, but many agree that it is a combination of skills and attitudes that is to be expected from an individual or organisation.
Professionalism ensures those in the industry possess the necessary skills, expertise, and knowledge to do their roles effectively. To deliver projects to the highest standards, follow industry standards, regulations, best practices and establish trust and credibility with clients and the public. 
It is crucial to elements of decision-making in the construction industry as long term it helps drive a positive reputation for the industry and builds confidence and integrity.
While professionalism may relate to specific qualities or attributes to be expected such as competence, adherence to standards, and conduct. Ethics on the other hand is the moral principles, and values we hold that drive and guide our behaviour to make choices, acting in a manner that is morally and ethically right with consideration of the organisation, the environment or society. Driving good, sound decisions. To act honestly, with integrity, transparency, and accountability. 
Hanley (2019) outlines the five ethical standards members of RICS must abide by.
· Act with integrity
· Always offer a high standard of service
· Act in a way that promotes trust in the profession.
· Treat others with respect
· Take responsibility.

By understanding ethics in construction and following guidance such as that from RICS, professionals can make better, more informed decisions in their work that align with societal values and can continue to improve and adapt within the industry. 
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The Grenfell Tower incident that occurred on June 14, 2017, where 72 people died in a fire in a residential high-rise building in London (Stein, 2022). May not have happened if good professional practise and sound ethical choices were made.
The incident resulted from a fire within the kitchen of one of the dwellings in the building, from there it burned through the uPVC window into the cladding system where it was met with the combustible materials of the cladding, its insulation and window surrounds. 
The design of the window arrangements in the refurbishment were designed to bring them forward, away from the original concrete fabric of the building, so that they could sit flush with the new external cladding system. This is thought to be a fundamental design weakness as the original design and placement of the windows flush to the concrete is believed would have successfully compartmentalised the fire to the dwelling as per its intended design (Moore-Bick, 2017).
Some matters of concern Moore-Bick (2017) raised were failures in compliance with the building regulations 2010 UK Government (2010), Requirement B4(1) Schedule 1 in relation to external walls where they did not adequately resist the spread of fire but instead were found to actively promote it, but also included the following:
· The decisions on the design elements of the refurbishment,
· Choice of materials used,
· Maintenance of the fire doors,
· Lack of rigorous testing enforced on materials with respect to combustibility and the certifications' reliability.  

Due to the industry’s shortfall in its building regulations, and fire safety standards at the time calls for stricter measures to be put in place, notably The Fire Safety Act 2021 UK Government (2021) and the new Building Safety Bill 2022 (UK Government , 2022) 


[bookmark: BRANCH_4][bookmark: _Toc135168949][bookmark: _MV3BS_4]How can professionalism be measured within the industry 

Measuring professionalism can be challenging and remaining objective would require a combination of quantitative and qualitative measures through a range of indicators to help gauge professionalism such as
[bookmark: _Toc135168950]Knowledge and Training
Memberships to professional bodies
· The Royal Institution of Chartered Surveyors (RCIS), 
· Chartered Institute of Building (CIOB), 
· Chartered Association of Building Engineers (CABE) 

These memberships have their own ethical and professional guidance for its members to adhere too, that demonstrates a commitment to professionalism within the construction industry. And continual development of knowledge through CPD, with high levels of education, and training, can show the necessary knowledge and expertise to carry out their professional roles well.
[bookmark: _Toc135168951]Quality of Projects
If projects are delivered to a high standard, meeting client requirements, and following industry standards and regulations this could be one metric used for gauging professionalism. 
[bookmark: _Toc135168952]Reputation 
A good reputation within the industry will reflect an individual or organisation’s professionalism and values through client satisfaction, the feedback they receive, testimonials, and repeat business.
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· [bookmark: _MV3BS_7]2010 - 2011 Completed NVQ level 2 in Bench Joinery

· 2011 - 2016 SDL Interiors, Tradesman. 
Office refurbishments, commercial builds, specialised spaces (laboratories, clean rooms) 
Metal stud partitions, Aluminium office demountable partitions, Firestop, 

· 2016 - 2017 Completed NVQ level 3 in Site Carpentry

· 2016 - 2018 Greens Carpentry, Tradesman. 
Roofing (slate tiles), Kitchen fitting, Interior remodels, general buildings work, joinery (built in furniture)

· 2017 - 2018 SHS Integrated Services / PTC Consulting, Rain-screen Cladding Installer. 
Whilst working with Greens Carpentry I would at times be sub-contracted out to the above companies. 
Worked on student accommodation in Cardiff and High raise domestic flats in Swansea installing rain-screen cladding. 

· 2018 - 2019 TAD Construction, Tradesman. 
Refurbishment of Port Talbot magistrates building that was repurposed into commercial offices. Demolition, general building works, internal & external carpentry works. 

· 2018 2020 Completed HNC (level 4) in Construction and Built Environment 

· 2019 Optimum, Tradesman.
New build of luxury student accommodation in central Swansea.
Beam encasement for fire protection, construction of shaft partitions and stud partitions, Drylining walls & ceilings. 


· 2020 TRJ, Tradesman. 
Interior fit out of new domestic builds.
Interior carpentry works, Drylining walls and ceiling
 
· 2020 AB Glass (Doors & Windows), Tradesman. 
New build of luxury student accommodation in central Swansea
Installation of aluminium windows on high raise student accommodation. 

· 2020 - 2025 UWTSD BSc Quantity Surveying at

· 2021 Options, Tradesman. 
Office refurbishment in Swansea enterprise park. 
Small carpentry works, Installation of acoustic ceiling baffles, fire protection & compartmentalisation - use of fire batten & barrier for raised floor and ceiling void. Dropped ceilings and partitions. 

· 2022 Moore Interiors, Tradesman. 
Interior fit out of new domestic builds. 
Carpentry works, stud partitions, drylining walls and ceilings

· 2022 Bradbar Construction Tradesman. 
New build luxury wedding venue for Oddwalls. 
Installation of dropped ceilings 

· 2022 LTT Construction, Tradesman.
Office refurbishment in centre of Wrexham.
Interior carpentry works, Installation and repair of dropped ceiling, stud partitions. 
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Understanding organisational behaviour helps understand employees and co-workers in a better way which helps support the management of those working within an organisation or team. It can help with motivating employees and build relationships. The theory behind organisational behaviour helps to predict, and control human behaviour, thus in turn can help with efficiency within an organisation. 
Research into organisational behaviour covers three main levels of analysis, micro (individuals), meso (groups) and the macro (organisations) 
Micro – Is analysis of the effects of individuals in the attitudes towards job satisfaction, engagement, and performance. Employee’s personalities, decision-making, values, emotions, emotional intelligence, motivation, and rewards and goals of the individual. 
Meso – This is the analysis of groups or teams, where two or more individuals come together.  Understanding how group dynamics work and the resulting behaviour.  
Macro – The analysis of the organisation itself, its performance, and productivity because of the teams that work under it, the individuals below that, and how their attitudes and behaviours shape the organisation (Ashkanasy, 2017).
Badubi (2017) states that for organisations to succeed and not derail through poor performance, poor turnover, and ill effects on their employees such as depression and burnout, is to make motivation a priority for its employees. Inspire employees to develop and give them the drive to achieve where they can attain job satisfaction and as a result can deter from catastrophic failure for organisations. 
Several theories exist around the topic of organisational behaviour at an individual level and their motivation, 
· Maslow’s hierarchy of needs theory
· Herzberg’s motivator-hygiene theory
· McClelland’s needs theory
· Expectancy theory by Vroom
· Turkmans stage of group development 
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Understanding organisational behaviour can help a person become aware of one’s strengths and weaknesses, within a company or team. The following are list of my own personal strengths and weaknesses, followed by possible avenues to help develop and strengthen these skills. This can be fed back into a personal development plan for personal professional growth. 
Strengths 
· Empathetic 
· Generous 
· Open-minded
· Creative 
· Passionate 
· Idealistic 
· Integrity 

Weaknesses 
· Unrealistic 
· Self-isolating
· Unfocused 
· Emotionally vulnerable 
· People pleaser
· Highly self-critical 
· Communication 

Taking a proactive approach to developing and strengthening the above can be done through strategies listed below,
· Set specific, measurable goals.
· Feedback, mentorship and supervision for guidance and support.
· Upskilling, acquiring new knowledge and skills through extra training.
· Periodic professional reflection. 

· 

[bookmark: _Toc135168960]Leadership
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[bookmark: _Toc135168962]The Importance of understanding leadership theories

Understanding leadership theories in construction is vital since the industry needs collaboration and effective management of teams to successfully deliver projects.
Early debates and theories as noted by Cherry (2022) suggested that ‘certain people were simply “born leaders.”’ But more modern theories are now indicating that whilst possession of traits may help make people natural leaders, experience and situation variables play a crucial role.’
Price-Dowd, (2020) states that the understanding of various leadership approaches can help understand what we do as leaders and why, which in turn leads us to be more efficient in our roles and identify the opportunities where a change of style is needed. This supports impactful personal development and can lead to compassionate and inclusive leadership behaviours which can have a positive outcome for employees.
Various leadership styles.
· Great Man theory
[bookmark: _MV3BS_10]Is the theory that people are naturally born leaders and not something that is learnt over time. Thought of nature as opposed to nurture style of understanding leadership, its name is derived from an outdated thought process of leadership being a primarily male quality. (Malakyan, 2014) 

· Trait theory
Comparable to the Great Man theory, it suggests there are inherent traits and qualities to suit leaders such as self-confidence, or extroversion. The theory identifies personalities and behaviours that are present in great leaders. (Grant, et al., 2011) 

· Behavioral theory
Can be thought of as the reversal of the Great Man theory, where leadership is something that can be learned through teaching and observation. Rooted in behaviourism. (Amanchukwu, et al., 2015) 

· Transformational/Management Theory
A style that is based on rewards and punishment, focuses on the role of supervision, organisation, and group performance. The exchange between leaders and followers. when employees are successful, they are rewarded and when they fail are punished. 




[bookmark: _Toc135168963]Reflection of a Leadership Experience I Have Experienced

Training as a bench joiner in a woodworking workshop. The business can be thought of as 3 separate entities, you had the machinist that would take the raw lumber and begin to plane, and shape timber into its basic components. The bench joiner who would read, understand the drawings, and help guide the machinist in developing the basis of the components needed, to receiving them, and preparation ready for glue and assembly, finishing off with filling and sanding ready for handover to the decorator for stain or paint. Lastly would be the fitter, which would be the site carpenter, who would then install the furniture out on site. 
As a trainee I would work under all 3, whenever I was needed. It is common for the roles to overlap. Overall, we would all work under the director, a respected time-served bench joiner himself. 
Each had they own style of leadership that coached and guided me through my training, along with taking team lead on projects depending on the expertise that was needed on the project at the time. 
The director’s personality and work ethic were one that was very strict, very demanding. He had a highly tempered personality, a difficult man to work under, knowing that most mistakes made would be met with a stern yelling off from himself, which felt like an almost weekly occurrence. It did not take long to realise that those who worked under him, were at the time, and still are in my opinion after thirteen years in industry, some of the best woodworkers I have ever worked with, and likely ever will. Which I believe was a direct result of the way they were managed and interacted with the director. Often the director would leave the running of the workshop to the highly skilled machinist and joiner, and only intervene to brief the team on the current job or catch up on its progress with most of the time spent procuring work and then hand drafting the drawings in the office. Reflecting back, the machinist and joiner had a collaborative style of working together. They listened to each other, valued one another ideas and opinions, and drew on each other’s experiences when needed. Never a sense of one is better than the other. They worked together to achieve a common goal and took immense pride in their work towards delivering the highest quality to clients. 
It is clear to see that the director fostered a Laissez-Fraire type leadership environment. He had immense confidence and trust in his employees to not only deliver on projects but deliver quality projects, in turn, this led to employees taking ownership and accountability of their work and motivated them to deliver to the best of their abilities. The team was self-sufficient with little need for supervision, intervention, or micro-management, they managed themselves for the most part. Collectively understood what needed to be done and by whom, utilising each of their own expertise to deliver on their part.
This style of leadership was an effective approach and highlights that a good team who is highly skilled and motivated towards a common goal, shares similar values, and has a good degree of autonomy in their decisions, solutions, and strategies, can excel, with minimal intervention from leadership. It is likely had a positive unconscious impact on my own leadership philosophy as the Laissez-Fraire leadership style is one that I gravitate towards, perhaps because I have witness just how effective it can be in the right situation, with the right team.


[bookmark: _Toc135168964]My own personal leadership Style

My own leadership style encompasses many styles, the three that I gravitate to is the Democratic, Servant and Laissez-Faire leadership styles. These styles have a lot of overlap between them as the three styles share qualities in collaboration and teamwork, open communication, and a level of autonomy with little to minimal supervision micromanagement. These styles are great in fostering creative, innovative ideas, solutions, and builds a positive working environment that can make members of the team feel empowered, listened too, and respected. Being drawn to a combination of different styles shows a willingness to adapt and be flexible in the approach to leadership, which can really help as projects evolve. Below is the breakdown of the three I agree with and the qualities and values I align with. 
	Key Characteristics
	Democratic leadership 

	Inclusive decision-making 
	· Value input and ideas from team. 

	Collaboration and teamwork
	· Emphasises on collaboration and teamwork.
· Share ideas.
· Naturally fosters innovation and creativity.

	Communication and active listening 
	· Welcomes open discussions along with expressing any thoughts or concerns.
· Genuine interest to listen.
· Promotes trust and transparency. 

	Empowerment and autonomy 
	· Grants autonomy over their work and decisions in areas of their expertise. 
· Trust in the abilities and competence of the team to deliver, provided any resources or support that is needed.

	Continual development
	· Value feedback for growth and development 
· Support for team members growth and development 
· Provide opportunities for learning new skills 


Table 1 - Characteristics of Democratic leadership style (Amanchukwu, et al., 2015)
	Key Characteristics 
	Servant Leadership

	Empathy
	· Deep understanding & empathy for other’s needs.
· Active listener.
· Seek to understand individual perspectives.

	Selflessness
	· Prioritise the needs of others, above own self-interest.
· Willingness to make personal sacrifices. 
· Take action that benefits the team and the organisation. 

	Collaboration & Empowerment 
	· Foster a collaborative approach. 
· Provide an environment of trust and autonomy. 

	Authenticity/Integrity
	· Lead with authenticity and integrity.
· Align own actions and values with those that are important to the team.
· Build trust with the team.
· Communicate openly and honestly.

	Development/Growth
	· Provide guidance, mentorship, opportunities for learning and growth.
· Support for individuals to reach their full potential 

	Service 
	· Big picture insight. 
· To serve the greater good for the organisation, community, and society. 


Table 3 - Characteristics of Servant leadership style (Saleem, et al., 2020)
	Key characteristics 
	Laissez-Fraire leadership

	Autonomy and freedom
	· Trust in team members to make decisions and complete work under minimal supervision.

	Limited direction and guidance 
	· Individuals to explore own solutions and strategies.

	Expertise, self-sufficiency
	· Teams are highly skilled and self-motivated. 
· Possess the expertise and knowledge to effectively carry out their roles. 

	Minimal intervention
	· Intervention when necessary or by request. 
· Avoids micromanagement.

	Trust and confidence 
	· Confidence in the team’s abilities.
· Trust to deliver results.
· Individuals are likely to feel more empowered, motivated, and take responsibility of their work. 


Table 4 - Characteristics of Laissez-Fraire leadership style (Amanchukwu, et al., 2015)
The above styles align with my own skills, and qualities which would explain the natural gravity towards these styles.
· Empathy 
· Creativity 
· Sense of freedom and latitude 
· Equality and fairness
· An environment of harmony and cooperation
· Passion
· Idealistic 
· Open minded. 

Whilst the above styles have been highlighted for the strengths there are inherent weaknesses as with any leadership style. Unfortunately, there is not a one size fits all. Scenarios where the above styles would be less effective would be on time sensitive or time of crisis situations where direct, decisive decisions are needed or a more coaching leadership. Where more supervisions and micromanagement are needed in a team that lacks confidence or expertise. It is important to understand the different styles so that there is a selection of tools that can be taken from each style to suit the project and team objectives.  
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Below is three of my strongest attributes I bring to a team, and expanding on what those skills mean to me within a dynamic workplace. 
Innovation 
· Enjoy seeking out new efficiencies that improve my life, the life of others, and the business as a whole.
· Presenting ideas to incorporate the use of new technology.
· Seek out ideas and listening to others to stimulate my own. 

Integrity
· Have strong morals and ethics that drive and motivate me. 
· Transparent and honest in my communication and actions. 
· Tackling challenging situations with fairness, empathy, and respect.
· Building strong, meaningful, and lasting relationships through genuine connections. 

Creativity 
· Developing methods and strategies in my work.
· Generate fresh, bold ideas.
· Adaptability and flexibility in my approach with openness and curiosity to explore new and exciting opportunities.  


[bookmark: _Toc135168968]Reflective Account of My Experience with Teamwork

My journey navigating teamwork when I first went on site as a Carpenter, still in training, but now under my two uncles. Both of which would train me individually and together as a unified team. Each would have their own style of mentorship and coaching but together we had to integrate and work in a team to be successful in delivering projects. With that, naturally came conflict, especially during the earlier stages of us coming together as a team, whilst we understand our new team dynamic. Each of us had come across some form of conflict with one another. 

Between the two uncles you have one who would be eager to jump in feet first, make a start and understand the job as it evolved, worried that it was too easily to let time slip away whilst trying to fully understand and define the project in its early stages before starting on site, the preference for him was to run these two in parallel, believing a better understanding came from being on the ground and getting your hands dirty right off the bat. The other would be more methodical in their approach, study the drawings, ask questions, have a plan of action, even if only a partial one before starting construction, and continually evaluating the project as it evolves. And then myself with limited experience and knowledge at the time, could only contribute so much whilst sapping resources away from them to coach and mentor me.

As we completed more projects, conflicts were less, and a sense of cooperation and collaboration developed leading to synergy between us all, we understood each other better, and each other strengths, weaknesses, approaches, and routines. We worked better, more efficiently, and more effectively. We continued to work together for several years together in the industry.

Reflecting on my time working as a tradesman with these two shows a clear link to Tuckman’s stage of group development. The five stages in this theory closely align with my experience, it is surprising to see how accurate the theory aligns with when we first worked together, where we were ‘forming’ the team, understanding our roles and what was to be expected of each of us. To ‘storming’ where after the initial teaming up, conflicts broke out between us whilst we get to know how each of us works together. And then going into Turkmans stages of ‘norming, and preforming’ where we began to reach a state of harmony, developing a synergy between us where we were successfully delivering on many projects for several years together as a team. (Ashkanasy, 2017)


Drawing from other theories, in particular Belbin’s Team Role Theory and completing a questionnaire to determine my role. I learned that I was designated ‘Plant’ which is the unorthodox team member, who comes up with new ideas and approaches. I agree with this and in comparison, to the other types of feels is the most fitting for me. To apply this theory to the above I found that the coordinator, the type who is confident, the stable member of the team, the one who clarifies goals and delegates tasks would be applicable to one of the uncles. Whilst the other I would be surprised to find if he was anything other than the ‘Implementer’: Practical, reliable one who turns ideas into action.  (Belbin, n.d.)



[bookmark: _Toc135168969]Brief summary

· The answer to what is professionalism and ethics can be subjective as everyone will have a different perspective of their own values, morals, and competence. This module has taught me that professionalism and ethics is a very complex concept, one that we will continue to develop and adapt as the industry and ourselves continual evole. 
· To measure professionalism and ethics requires a multi-faceted method, due to its subjective nature, and greatly benefits from both a quantitative and qualitative approach. 
· The importance of a personal development plan to keep yourself aligned on your personal career goals and aspirations. 
· How understanding organisational behaviour can help understand the hierarchy within organisations, the different roles of team members, their motivations, values, and overall group dynamics. With a better understanding of this leads to better and more effective leadership within an organisation, knowing the various theories can help understand and shape leaders into a more efficient, versatile, and respected leader. 
· How understanding leadership styles, I can understand my own, and highlight potential weaknesses and strengths so to develop on them or know how or when to adapt my style or approach, understanding these theories and the mechanisms will help me highlight and develop qualities and attributes that can lead to better leadership tactics. 
· Understanding my personal journey of teamwork over the years within the industry I am able to reflect and analyse myself and understand myself better. And how I have incorporated myself into different teams over the years, the roles that I naturally drop into, and the potential reasons as to why, in turn, this has allowed me to highlight my strengths and weaknesses and has fed back into my development plan so I can continue to improve and be efficient in my role and better integrate myself into to project teams, fostering good, healthy, lasting professional relationships. 
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Niki Hunwick | Student Quantity Surveyor
Location: Swansea

Telephone: 07870750233

Email: NikiHunwick@gmail.com

LinkedIn: https://www.linkedin.com/in/niki-hunwick

Professional Profile.

As a second year BSc Quantity Surveying student at UWTSD | am developing expertise in cost and
contract management together with value engineering to maximise cost efficiencies for clients. Also,
with growing skills in construction industry software such as Revit, AutoCAD and Excel. Additionally, |
am currently improving my skills and knowledge of MS Project through the LinkedIn learning
training.

My thirteen years’ experience in the construction sector as a time served carpenter and hands-on
tradesman has given me experience on small scale domestic builds to large, high value, luxury
student accommodation projects.

My roles have included bespoke joinery, carpentry, rain-screen cladding, and general building works

Currently work self-employed in the industry as a carpenter whilst looking for my next professional
role.

Core Skills.

e Cost Management e MS Excel
e (Contract Management e MS Project
e Value Engineering e Extensive Industry Knowledge
e Revit e Carpentry
e AutoCAD e Rain-screen cladding
Career Summary.
Shopfitter
LTT Construction Ltd - Self-employed Jun 2022 - Aug 2022 -
Office refurbishment
- Metal C Stud - Installation & repair - General carpentry
partition. of grid ceiling. work
Ceiling Fixer
Bradbar Construction Ltd - Self- April 2022 - Jun 2022 -
employed

New Build, luxury wedding venue.
- Installation of MF - - General interior
Ceiling system building works





Certifications.

CSCS Gold advanced craft, carpentry.
Registration number:
Expiry:

Education.

University of Wales Trinity Saint David
BSc Quantity Surveying, Construction Management
September 2020 — June 2024

NPTC Group — Afan Campus

HNC Construction & Built Environment, Quantity Surveying, Architecture, Project Management,
Engineering.

September 2018 — June 2020

NPTC Group - Neath Campus
NVQ Level 3, wood occupations, site carpentry.
September 2016 — June 2017

NPTC Group — Neath Campus
NVQ Level 2, wood occupations, bench joinery.
September 2010 - June 2012

Sandfields Comprehensive
GCSE
September 2000 - June 2005
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Action Plan Template

Issue (Please describe the issue you’re addressing. Think about less-to-more issues, principals for effective PD and strategies for professional learning.)

Goal (Be sure to write “SMART” goals (specific, measurable, attainable, relevant and time-sensitive.)

Completion Date:

Action Steps Responsibility Timeline Resources Communication Potential Barriers
(What will you do?) (Who will do it? | (By when?) | (list financial, human, (Identify who needs to know (What are the
MM/YYYY | organizational, other) about the action, and what potential
A. Resources available ways you will keep them challenges you
B. Resources needed abreast of information) face? How will you
overcome them?)
Graduate university Myself. 06/2025 Lectures, - Lecturers - Work and
library, student study life
services, peers. balance.
. Internet, Keeping good
transport scheduling,
(car/bike), consistent time
blocks for study.
Gain employment in professional Myself. 06/2022 . LinkedIn, work - Myself - Interviews
role placements, - Lecturers Overcome by
Networking - Career advisors doing mock
events, interviews, asking
peers about they
. Career advisor, experience. Ask
internet for advice from
lecturers, career
advisors and use
university careers
Upskill in industry standard Myself. . Youtube, - Myself - Access to
software LinkedIn software
- Excel Learning, (license)
- Revit Lectures, Overcome by using
- AutoCad Autodesk student email to

learning

gain educational






resources

B. Desktop,
internet, time.

licenses.

- Access to
computer
(desktop)

Overcome by using

university

computers or
remote log in.







