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[bookmark: _Toc144413778]Chapter 1: Introduction

[bookmark: _Toc144413779]1.1 Introduction 

The construction industry is a vital sector especially within the economy of the United Kingdom. However, it has long been criticised for its lack of diversity and inclusion. This literature review aims to study and analyse existing research and scholarly articles to gain awareness into the current state of diversity and inclusion within the construction industry. By examining the barriers, benefits, and best practices associated with diversity and inclusion, this review highlights the importance of creating a more inclusive construction industry for sustainable growth and success.

[bookmark: _Toc144413780]1.2 Background study

Despite constructions importance on economy, the industry has been criticised for its lack of diversity and inclusion, particularly in relation to gender, ethnicity, and age. There is a growing recognition of the need to address this issue and make the industry more inclusive.

Several factors contribute to this, including a lack of role models, negative perceptions of the industry, and discrimination. Women are often not encouraged to pursue careers in construction, and those who do often face barriers and challenges that can make it difficult to succeed.

Ethnic diversity is another area that requires attention within the construction industry. Minority groups, including Black, Asian, and other ethnic groups, are underrepresented in the sector. This is partly due to historical exclusion and discrimination, as well as lack of exposure and awareness about career opportunities. Cultural differences can also create challenges in terms of communication and collaboration within construction teams.

Age diversity is also a crucial aspect of inclusivity in the construction industry. The industry is often perceived as an older man's profession, which can be a barrier for younger workers. In addition, older workers may face discrimination or be undervalued in terms of their skills and experience.

Efforts are being made to address diversity and inclusion within the construction industry. These include promoting diversity in recruitment and hiring, providing training and support for underrepresented groups, and creating inclusive workplace cultures. Some companies are also actively engaging with schools and colleges to encourage more diverse talent into the industry.

[bookmark: _Toc144413781]1.3 Problem Statement

Despite efforts to promote diversity and inclusion in many industries, the construction industry continues to struggle with a lack of representation and inclusion across various demographics. Women, people of colour, individuals with disabilities, and many more individuals are often underrepresented in the construction workforce. This lack of diversity can lead to a lack of different perspectives and ideas, which in turn can negatively impact innovation and creativity within the industry. Additionally, a lack of inclusion within the construction industry can lead to difficulties in attracting and retaining diverse talent. This problem can be exacerbated by workplace cultures that may be unwelcoming or hostile to those who do not fit the traditional meld of a construction worker. Addressing this issue through education and engagement efforts, as well as promoting financial incentives for diverse and inclusive hiring practices, can help to make the construction industry more equitable and welcoming to all individuals.



[bookmark: _Toc144413782]1.4 Aims, Objectives, Research Questions, Propositions
The aims and objectives of this study is to try and find a plan to develop and implement policies and practices that promote diversity and inclusion within the construction industry.
It is aiming to create a culture of respect, tolerance, and mutual understanding among all stakeholders in the construction industry. The objective is to understand how training and education to all employees on the importance of diversity, inclusion, and cultural awareness could be provided and to seek opinions from professionals within the industry.

[bookmark: _Toc144413783]1.5 Rationale/ Importance of the research

There are several reasons why research on diversity and inclusion within the construction industry is important. 

Firstly, the construction industry plays a significant role in shaping the built environment that we live and work in. It is essential that the workforce reflects the diversity of society and that all individuals have an equal opportunity to contribute to the development of a sustainable future.

Secondly, research suggests that diverse teams are more innovative, creative, and productive than homogeneous teams. A diverse workforce can also help to improve business performance, job satisfaction, and employee retention rates. 

Furthermore, the construction industry is facing a skills shortage, and diversifying the workforce can help to address this challenge by attracting new talent into the sector. 

Overall, research on diversity and inclusion within the construction industry is crucial to ensure that it remains relevant and competitive in a rapidly changing world and to create a more equitable and inclusive society.

[bookmark: _Toc144413784]1.6 Methodology (sources, population, sample, measuring instrument, data collection, data analysis) 		      

Data for this study is collected through semi-structured interviews and focus group discussions. The participants were selected using different scenarios in the literature review section, which involves selecting individuals who are likely to provide rich data on the topic of interest. Participants were selected from various occupational levels within the construction industry, including employees, managers, and executives. The data collected from the semi-structured interviews and focus group discussions will be transcribed and analysed using thematic analysis.

[bookmark: _Toc144413785]1.7 Scope of the Study/Demarcation (International, national, geographic area)

As the topic is focused within the UK, all information, data collection and analysis will be gathered from the capital city London. This research is aiming to investigate how large companies deal with the current state of diversity and inclusion. 

[bookmark: _Toc144413786]1.8 Structure of Dissertation

· Chapter 1: Introduction to topic 
· Chapter 2: Literature review
· Chapter 3: Research Methods & Methodologies
· Chapter 4: Data Analysis & Discussions
· Chapter 5: Conclusions, Limitations & Recommendations

[bookmark: _Toc144413787]1.9 Summary of Chapter 1

Diversity and inclusion are critical components of employees’ satisfaction, engagement, and productivity in any industry and sector. The construction sector is no different, yet it is far behind in terms of diversity and inclusion. The sector is predominantly male dominated, with little to no inclusion of other genders, races, or ethnic groups. This lack of diversity can lead to a homogenous work culture with limited creativity and innovation, which can negatively impact the sector’s growth and success. In this context, it is crucial to understand how diversity and inclusion can improve the construction sector’s performance and explore the challenges and opportunities for promoting diversity and inclusion in the sector. In the following chapters, we will delve into this topic and explore best practices, strategies, and approaches for achieving diversity and inclusive workplaces in the construction industry.

































[bookmark: _Toc144413788]Chapter 2: Literature Review

[bookmark: _Toc144413789]2.1 Introduction

This literature review chapter aims to explore the current state of diversity and inclusion practices within the construction industry, including the challenges and opportunities associated with promoting diversity and inclusion. The chapter will begin by providing an overview of the definitions, concepts, and theories related to diversity and inclusion. It will then review the literature on the current state of diversity and inclusion in the construction industry, including the underrepresentation of women and minority groups, and the impact of this underrepresentation on organizational performance.


[bookmark: _Toc144413790]2.2 Base theory of the sub-discipline/different background aspects to the concept
The construction industry is known for its male-dominated workforce and limited representation of individuals from diverse backgrounds. However, the industry is trying to improve. According to Donaldson ““Construction firms and contractors are focused on attracting more women into the sector, according to action plans lodged alongside this year's GPG data.” (Donaldson, 2019).

Diversity and inclusion have become increasingly important topics in the modern workplace, and the construction industry is no exception. However, despite some progress, there is still much work to be done to improve diversity and inclusion in the construction industry. One of the primary issues with diversity and inclusion in the construction industry is the lack of representation of women and people from minority ethnic backgrounds. Women make up just 15% of the UK construction industry workforce, with only an estimated 2% working on-site. (Howard, 2022). While people from minority ethnic backgrounds make up just 6%. 
As well as that factors like being gender bias, cultural stereotypes, lack of access to education and training, and the influence of organisational culture plays a crucial role too. By understanding these barriers, strategies can be developed to overcome them effectively. “Being more reflective of wider society would bring huge benefits to the construction industry. People drawn from a variety of communities could bring their experience to bear and design and deliver better buildings for those communities”. (Champ, 2022)

They are many benefits associated with diversity and inclusion in the construction industry. It highlights research findings that demonstrate how diverse teams enhance innovation, problem-solving capabilities, and overall organisational performance. The section also explores the positive impact of diversity and inclusion on employee satisfaction, retention rates, and client relationships. The company Mace understands this topic well by applying many strategies to develop the diversity and inclusion subject. “As an international industry, the built environment must make a conscious effort to reflect these markets and continue our efforts to recruit the brightest individuals across the sector. (Mace Group, 2020)

“In the twenty-first century, the corporate world has intensified its focus on diversity and inclusion. The major reasons for this shift are increase in the participation of women workers, involvement of people belonging to different backgrounds and multiple generations.” (Garg, 2020).  For this reason, many organisations in the construction sector started to offer more apprenticeship roles. Apprenticeship programs can help improve diversity and inclusion in the construction industry in several ways. Firstly, starting with the access to training. Apprenticeship programs can provide access to training and education for individuals from diverse backgrounds who may not have had the opportunity to pursue a career in construction otherwise. This can help to bridge the skills gap and create a more diverse workforce in the industry. Another related discipline is the outreach to underrepresented communities. Many apprenticeship programs actively recruit from underrepresented communities and provide outreach to organizations that work with diverse populations.
On the other hand, there is always something missing in the puzzle. “Inclusivity and diversity in the construction industry can significantly impact the recruitment and retention of employees. The industry must find ways to attract, train, mentor, and retain a diverse and talented workforce capable of meeting the industry's challenges.” (Smith 2021). Training and mentoring are important for diversity and inclusion because they offer individuals the knowledge, skills, and resources needed to promote and maintain a diverse and inclusive workplace culture. It raises awareness, builds empathy, promotes accountability, and encourages belief.

“To achieve diversity and inclusion in the construction industry, the leadership must be committed to creating a culture of inclusivity that values diversity in its workforce. It is also essential to provide career advancement opportunities for everyone within the organisation.” 


 “The construction industry operates in a low-margin sector and is often more focused on cost-cutting than investing in diversity and inclusion initiatives. Companies that prioritize diversity and inclusion often struggle to find the financial support for the programs necessary to create diverse and inclusive cultures” (McKinsey, 2018). This suggests that the sector is still not investing enough money to support this important matter, and for this reason many companies fail in the production.

[bookmark: _Toc144413791]2.3 Theoretical frameworks/models, and related research issues
[bookmark: _Toc144413792]Model of diversity and inclusion introduction

The construction industry plays a crucial role in shaping the built environment and contributes significantly to economic growth. However, the industry has historically faced challenges related to diversity and inclusion, with underrepresentation of certain groups and barriers to equal opportunities. This theoretical framework aims to provide a comprehensive model for understanding and promoting diversity and inclusion within the construction industry. The Diversity and Inclusion Model provides a complete framework for organisations and groups to support environments that support diversity, advance inclusion, and help equity. This model highlights the integration of key elements to drive important change and create spaces where every individual feels valued and can succeed.


[bookmark: _Toc144413793]Commitment from Leadership
The model emphasizes the critical role of leadership in championing diversity and inclusion. Leadership commitment is essential for setting the tone, establishing inclusive policies and practices, and allocating resources to support diversity initiatives. Leadership commitment should be visible, consistent, and embedded throughout the organization or society. According to a study by Deloitte (2018), leadership commitment is integral to employee engagement, retention, and productivity. The study found that organizations with high levels of leadership commitment experienced 59% less turnover, 21% higher productivity, and 22% higher profitability compared to those without strong leadership. This shows that a leader's commitment can have a significant impact on an organization's success.



[bookmark: _Toc144413794]Inclusive Policies and Practices
Creating inclusive policies and practices is crucial to remove barriers and promote equal opportunities. Organizations and societies should develop policies that address diversity, such as recruitment, retention, promotion, and training practices. Inclusive policies should be regularly reviewed and updated to reflect evolving needs and challenges. “Organisations that have well-established policies and practices experience several benefits, including increased productivity, better employee morale, and reduced turnover. Moreover, they also minimize the risk of legal action against the organisation by employees or other stakeholders. A study conducted by the Society for Human Resource Management (SHRM) found that organisations with comprehensive HR policies have a lower likelihood of experiencing complaints, grievances, and lawsuits.” (SHRM,2019)

[bookmark: _Toc144413795]Cultivating an Inclusive Culture
An inclusive culture is characterized by psychological safety, respect, and a sense of belonging for all individuals. The model emphasises the need to create an environment that encourages open dialogue, values diverse perspectives, and actively combats discrimination and bias. Organizations and societies should promote cultural competence, empathy, and awareness of unconscious biases to foster inclusivity.

[bookmark: _Toc144413796]Building Diverse Talent Pipelines
To achieve diversity and inclusion, organisations and societies should actively work on building diverse talent pipelines. This involves reaching out to underrepresented groups, engaging in targeted recruitment strategies, and creating opportunities for career development and advancement. Organisations and societies can collaborate with educational institutions and community organizations to expand the talent pool.

[bookmark: _Toc144413797]Education and Training
Education and training are essential components of the model to enhance awareness and understanding of diversity and inclusion. Organizations and societies should provide comprehensive training programs for employees, leaders, and stakeholders. Topics may include unconscious bias, cultural competence, inclusive communication, and creating equitable and inclusive work environments.

[bookmark: _Toc144413798]Employee Resource Groups and Networks
Employee resource groups (ERGs) or affinity networks play a crucial role in supporting diversity and inclusion efforts. These groups provide a platform for employees with shared identities or interests to connect, share experiences, and contribute to shaping inclusive practices. ERGs foster a sense of belonging and enable diverse voices to be heard within the organization or society.

[bookmark: _Toc144413799]Continuous Evaluation and Accountability
Continuous evaluation is crucial to assess the effectiveness of diversity and inclusion initiatives. Organizations and societies should establish metrics, collect data, and regularly evaluate progress toward diversity and inclusion goals. Transparent reporting and accountability mechanisms ensure that commitments are met, gaps are identified, and corrective actions are taken.


[bookmark: _Toc144413800]Collaboration and External Partnerships
Collaboration with external stakeholders, such as industry partners, community organizations, and government entities, strengthens diversity and inclusion efforts. Organisations and societies should actively engage in partnerships to leverage resources, share best practices, and collectively address systemic barriers to inclusion.

The Diversity and Inclusion Model provides a holistic approach to cultivate equitable and thriving environments. By prioritizing leadership commitment, implementing inclusive policies and practices, fostering an inclusive culture, building diverse talent pipelines, investing in education, and training, supporting employee resource groups, ensuring continuous evaluation and accountability, and fostering collaborations, organizations and societies can foster diversity, create inclusive spaces, and achieve greater equity.


Overall, while there has been some progress in improving diversity and inclusion in the construction industry, there is still much work to be done. By taking a more proactive approach, the industry can create a more diverse and inclusive workforce that is better equipped to meet the challenges of the modern construction industry. “Equity starts with inclusion. Inclusion refers to the intentional, ongoing effort to ensure that diverse people with different identities can fully participate in all aspects of the work of an organization, including leadership positions and decision-making processes.” (Katherine A. Lingras, 2021)


[bookmark: _Toc144413801]2.4 Previous studies and lessons learnt.

The construction industry in the UK is known to be lacking in diversity, with a predominantly male workforce and low representation of minority groups. Over the years, there have been efforts to address this issue and improve diversity and inclusion within the industry. Here are some key lessons learned from previous studies and initiatives:

There is a need for targeted recruitment and grassroots initiatives to increase diversity in the workforce. The Construction Youth Trust, for example, is a charity that supports young people from disadvantaged backgrounds to pursue careers in the construction industry.

The industry needs to challenge its own culture and norms to create a welcoming and inclusive environment. Initiatives like the CITB Be Fair Framework provide guidance for companies to improve their practices around equality, diversity, and inclusion.

There needs to be greater representation of diverse groups in leadership positions. The Royal Institute of British Architects (RIBA) has launched the Role Models initiative to showcase the experiences of successful architects from underrepresented groups.

Addressing the gender imbalance in the industry requires a long-term strategy that starts in education and training. The National Association of Women in Construction (NAWIC) promotes the recruitment, retention, and advancement of women within the industry.

[bookmark: _Toc144413802]2.5 Gaps identified to situate own research.
here is a need for targeted recruitment and grassroots initiatives to increase diversity in the workforce. The Construction Youth Trust, for example, is a charity that supports young people from disadvantaged backgrounds to pursue careers in the construction industry.

The industry needs to challenge its own culture and norms to create a welcoming and inclusive environment. Initiatives like the CITB Be Fair Framework provide guidance for companies to improve their practices around equality, diversity, and inclusion.

There needs to be greater representation of diverse groups in leadership positions. The Royal Institute of British Architects (RIBA) has launched the Role Models initiative to showcase the experiences of successful architects from underrepresented groups.

Addressing the gender imbalance in the industry requires a long-term strategy that starts in education and training. The National Association of Women in Construction (NAWIC) promotes the recruitment, retention, and advancement of women within the industry.

Overall, there is still much work to be done to improve diversity and inclusion in the UK construction industry. However, initiatives and lessons learned from previous efforts provide a roadmap for companies and industry bodies to make progress on this important issue.


[bookmark: _Toc144413803]2.6 Summary of Chapter 2 
In conclusion, the construction industry has a long way to go in achieving a diverse and inclusive workforce. While numerous initiatives and efforts have been adopted to attract and retain a more diverse workforce, the industry remains in one of the last places for managing this problem. Unconscious bias, lack of education and training, workplace culture, and lack of economic incentives are among the significant barriers to progress. Moving forward, it is essential that the industry takes the necessary steps to address these issues and promote a more diverse and inclusive culture.

































[bookmark: _Toc144413804]Chapter 3: Methodology

[bookmark: _Toc144413805]3.1 Introduction 
This chapter is focused on the methodology used to investigate diversity and inclusion within the construction industry. The construction industry is known to have a significant lack of diversity, particularly in terms of gender and ethnicity. This research aims to explore the factors that contribute to this lack of diversity and identify strategies that can be implemented to promote diversity and inclusion within the industry.

[bookmark: _Toc144413806]3.2 Philosophical position of the research and why
The philosophical position of diversity and inclusion within the construction industry in the UK involves valuing and respecting the differences in human identities, perspectives, and experiences. This includes creating a work environment that is accessible and equitable for all individuals regardless of their gender, ethnicity, nationality, religion, age, sexual orientation, or disability. The construction industry in the UK aims to promote diversity and inclusion by enhancing the representation of underrepresented groups, providing equal opportunities, and fostering a culture of inclusion that celebrates diversity and encourages collaboration and open communication. Additionally, diversity and inclusion are viewed as essential for improving productivity, increasing innovation, and building a more sustainable and resilient industry for the future.

[bookmark: _Toc144413807]3.3 Paradigm position of the research and why?
One of the key drivers of this paradigm shift has been the increasing recognition of the benefits of diversity in the workplace. Research has shown that diversity and inclusion can enhance innovation, foster creativity, and improve organizational performance. Therefore, construction companies in the UK are becoming more aware of the need to create inclusive workplaces that value and embrace differences such as gender, ethnicity, race, age, disability, sexual orientation, and more.
The UK government has also played an active role in promoting diversity and inclusion within the construction industry. For instance, the Construction Leadership Council (CLC) has adopted a Diversity and Inclusion Strategy that aims to promote diversity and inclusion within the construction industry. The government has committed to supporting the CLC to achieve its objectives, including increasing diversity across all levels of the industry, including leadership positions.
In addition, there has been increasing collaboration between construction companies, industry bodies, and educational institutions to improve diversity and inclusion. Initiatives such as apprenticeship schemes for underrepresented groups, mentoring programs, and awareness-raising campaigns are being implemented to encourage more diverse individuals to consider a career in construction.
Overall, the paradigm shift towards diversity and inclusion within the construction industry in the UK is still underway, but progress is being made. There is greater recognition of the benefits of diversity and inclusion, and concerted efforts are being made to create more inclusive workplaces that value and embrace differences.

[bookmark: _Toc144413808]3.4 Position of Research Approach and why?
The research approach used in this study is a qualitative research methodology. Qualitative research is a suitable approach for this study as it enables the researcher to gain an in-depth understanding of the experiences and perspectives of individuals involved in the construction industry. This research approach enables the researcher to collect rich data that provides insight into the views and experiences of people from diverse backgrounds.
[bookmark: _Toc144413809]3.5 Methodological stance of the Research and why?
Firstly, it's essential to identify the research questions and objectives to guide the interview structure and content. For instance, if the objective is to explore the experiences of diverse employees within the construction industry, the interview should focus on their perspectives, challenges, and recommendations for improving diversity and inclusion. 
Secondly, it's important to recruit a diverse sample of participants with different backgrounds, experiences, and perspectives. This can be facilitated by collaborating with employee resource groups, diversity organizations, or recruiting firms that specialize in diversity hiring.
Thirdly, it's crucial to ensure that the interview process is conducted in a culturally sensitive and empathetic manner. This can involve providing a safe and respectful environment for participants to share their experiences without fear of judgment or discrimination. Additionally, the interviewer should use inclusive language and avoid making assumptions or stereotypes.
Fourthly, the interview should be recorded and transcribed accurately to validate the data and ensure that it is reliable and credible. The interview can also be supplemented with a survey or other quantitative methods to triangulate the data.
Finally, after analysing and interpreting the data, it's essential to disseminate the findings to the relevant stakeholders in the construction industry to create actionable steps for improving diversity, inclusion, and equity. This can involve partnering with diversity and inclusion experts, policymakers, and industry associations to drive systemic change.
[bookmark: _Toc144413810]3.6 Stance of the Research Strategy and Design and why?
It is essential to have a well-planned research strategy and design to study diversity and inclusion within the construction industry. Qualitative research methods, such as interviews, can provide rich data and enable researchers to gain in-depth insights into the experiences of people from different backgrounds. Moreover, it would be necessary to use a diverse sample to capture a wide range of perspectives. The research design should address the ethical concerns, such as informed consent, confidentiality, and privacy of participants. Lastly, it is essential to undertake the study with an open and non-judgmental attitude towards the participants' experiences and views.

[bookmark: _Toc144413811]3.7 Research sample and population 
The sample population will be selected using a combination of random and purposive sampling techniques. The sample size should be large enough to ensure adequate representation of various backgrounds and roles within the industry. In this instance, professional bodies from Mace Group were selected to share their experience with diversity and inclusion within the construction sector in the UK.
[bookmark: _Toc144413812]3.8 Data Collection and Data Analysis Tools/Techniques
Semi-structured interviews were conducted with 5 participants, and focus group discussions were held with 2 groups of 2-3 participants each. The data collection process is conducted over a period of 2 months, with interviews and focus group discussions conducted at various locations, including construction sites, offices, and online.
The data collected from the semi-structured interviews and focus group discussions were transcribed and analysed using thematic analysis. Thematic analysis involves the identification of patterns and themes within the data. The themes identified were then used to develop a detailed analysis of the factors that contribute to the lack of diversity within the construction industry and the strategies that can be implemented to promote diversity and inclusion.
[bookmark: _Toc144413813]3.9: Ethical Consideration of the Research 
To maintain the validity and reliability of the study, several measures were taken. Firstly, the researcher maintained a reflexive approach throughout the research process. This involved regularly reflecting on the research process and the role of the researcher in shaping the data collected. Secondly, the participants were assured of anonymity and confidentiality to encourage them to provide honest and open responses. Thirdly, the data collected was triangulated to ensure consistency and accuracy. 
[bookmark: _Toc144413814]3.10 Summary of Chapter 3
In conclusion, this chapter has outlined the methodology used to investigate diversity and inclusion within the construction industry. The qualitative research approach, involving semi-structured interviews and focus group discussions, was used to collect rich data from individuals involved in the construction industry. The data was analysed using thematic analysis to identify factors that contribute to the lack of diversity and strategies that can be implemented to promote diversity and inclusion. Validity and reliability were maintained through various measures taken to ensure the consistency and accuracy of the data collected.







[bookmark: _Toc144413815]Chapter 4: Data Analysis and Discussions
[bookmark: _Toc144413816]4.1 Introduction

This data analysis and discussions section will explore the current state of diversity and inclusion within the UK construction industry, using existing research and industry reports to highlight key issues and challenges. It will also examine the potential benefits of greater diversity and inclusivity within the industry, both in terms of improving business performance and addressing wider societal concerns. Ultimately, this section aims to provide a comprehensive overview of the current state of diversity and inclusion in the UK construction industry, as well as recommendations for how stakeholders at all levels can work together to create more diverse, equitable, and inclusive workplaces.

[bookmark: _Toc144413817]4.2 Analysis and Discussions of your findings/data (supporting tables/figures/exhibits/diagrams/sample of transcript/interpretation/validity and reliability of the data)

From discussions with professionals in the industry, the most common answer to some of the questions was that the industry still has the problem, but the sector is heading in the right direction to change this. A lot of support from government, construction organisations and from Mace Group has been implemented to fight against the challenge. 
“We have a very diverse workforce and leadership team, which helps create a culture of inclusivity. We also have robust diversity and inclusion policies that are enforced across our organisation and regularly reviewed to ensure they are effective. Additionally, we offer diversity and inclusion training programs to our employees to help them develop skills that support diversity and inclusion.” (Chivers, 2023). Leadership can set clear diversity and inclusion goals. Leaders will need to establish clear goals and objectives that promote diversity and inclusion within the company. This can include increasing the number of women, minorities, and other underrepresented groups in the workforce and creating a more inclusive company culture.
“Our company has a written policy on diversity and inclusion that outlines our commitment to promoting diversity throughout our organisation. We also have a diversity and inclusion committee that meets regularly to review our policies and make recommendations for improvement to ensure they are effective.” (Ofori-Ansah, 2023). Organisations should provide support and resources for employees who may face discrimination or harassment. This can include employee assistance programs, mental health services, and access to legal support.
“Our position is very clear. We believe that diversity and inclusion are essential for the growth and success of the construction industry. Our company not only tolerates diversity but celebrates it in all its forms. We are committed to providing an inclusive environment, where everyone feels safe, respected, and valued, irrespective of their race, ethnicity, gender, religion, sexual orientation, or disability.” (O'Connor, 2023). It is essential to address the lack of diversity and inclusion as a matter of social justice. It is not only ethically correct but also necessary for a diverse country like the United Kingdom. The construction industry can play a vital role in creating opportunities for workers and communities, and inclusivity can lead to better outcomes for the larger society.
“We have implemented several initiatives to ensure that we promote diversity and inclusion within the industry. For example, we work with local schools and colleges to encourage more diverse individuals to pursue careers in construction. We also work with our suppliers and subcontractors to ensure that they share our values on diversity and inclusion and are committed to promoting these values throughout their organizations. Additionally, we celebrate diversity through events and activities, such as Pride Month and Black History Month.” (Ahmed, 2023). Promoting diversity and inclusion is crucial to the construction industry's success, and implementing several initiatives can help ensure that organisations create a welcoming and inclusive work environment that attracts and retains top talent.
[bookmark: _Toc144413818]4.3 Summary of Chapter 4
Data analysis and discussions are key components in promoting diversity and inclusion within the construction industry. By gathering and analysing data on diversity and inclusion metrics, organisations can identify areas for improvement, implement best practices, and measure progress over time. In addition, engaging in open and honest discussions on these topics can increase awareness, promote understanding, and create a more inclusive work environment. There is no doubt that diversity and inclusion are critical for the future success and sustainability of the construction industry. As such, it is important for all stakeholders to continue to prioritize these issues and work together to create positive change.














[bookmark: _Toc144413819]Chapter 5: Conclusions, Limitations & Recommendations

[bookmark: _Toc144413820]5.1 Introduction
The construction industry is under constant pressure to improve its diversity and inclusion practices, and for good reason. Research has consistently shown that diverse workforces outperform homogenous ones, and that inclusive workplaces are more productive and effective. However, achieving real diversity and inclusion in the construction industry requires more than just good intentions - it also requires a commitment to practical actions and ongoing evaluation. This is where conclusions, limitations, and recommendations come into play. By drawing conclusions about what has been learned from past efforts to improve diversity and inclusion in construction, identifying the limitations of current practices, and making recommendations for future action, we can create a more inclusive, equitable, and successful industry. It is incumbent upon all stakeholders in the construction industry to engage in this important work, and to continue to build a more diverse, inclusive, and thriving industry for all.
[bookmark: _Toc144413821]5.2 Conclusions on each research issues/objectives/proposition
Overall, the most important point of all interviews is that all professionals’ bodies within the industry understand that there is an issue in diversity and inclusion in their industry. What is more impressive, is that all of them seem to be on one page; and that is improvement and heading towards achieving one goal. Teamwork is also another set of attributes which the individuals have in common. Mace Group is also setting the right tone to all their employees, by providing advice, support, training and setting goals. Of course, there is always a space for improvement, which in this instance could be having 1 to 1 conversation once a week with your colleagues throughout the company, or even having lunch once a month.
[bookmark: _Toc144413822]5.3 Conclusion on the research problem
After conducting extensive research on the topic of diversity and inclusion within the construction industry in the UK, several conclusions can be drawn.
Firstly, despite some progress being made in recent years, the construction industry still has a long way to go in terms of achieving true diversity and inclusion. There are significant disparities in representation across gender, ethnicity, age, and disability, with these groups often experiencing barriers to entry and progression within the sector.
Secondly, there is a clear business case for improving diversity and inclusion within construction. Research has consistently shown that diverse teams outperform homogeneous ones, and that companies with inclusive cultures are more innovative, profitable, and attract and retain the best talent.
Thirdly, there are several key areas that the industry can focus on to drive progress in this area. These include improving recruitment and retention practices, developing more flexible working arrangements, investing in training and development, and increasing awareness and education around diversity and inclusion.
Finally, there is a role for government and industry bodies to play in driving change. It is believable that some of the organisations need a push and understanding on how important this subject is.

[bookmark: _Toc144413823]5.4 Summary of the research findings and outcomes
There have been some positive outcomes in recent years as companies within the industry work towards creating more inclusive workplaces. For example, some firms have implemented targeted recruitment and training programs to attract and retain diverse talent. Others have put in place measures to tackle unconscious bias, including diversity and inclusion training for employees. Additionally, there have been efforts to increase representation within leadership positions.
Despite these successes, there is still much work to be done to achieve true diversity and inclusion within the industry. This will require a sustained effort from all stakeholders, including employers, industry bodies, and government bodies, to create meaningful change and overcome the barriers to entry that many groups continue to face.
[bookmark: _Toc144413824]5.5 Original Contribution of the Research
Contributions within this report are mix and match of management articles, literatures, personal opinions, scholars, and professional body articles. It is believed that all contributions in this area of subject are important.
[bookmark: _Toc144413825]5.6 Limitations of the Research
The UK construction industry faces several limitations when it comes to research on diversity and inclusion. These limitations include a lack of reliable data and limited research, a focus on specific demographic groups rather than intersectionality, reluctance to participate, limited resources, and a lack of standardization in measuring and defining diversity and inclusion.
[bookmark: _Toc144413826]5.7 Recommendations/Areas for further/future research
Identifying the barriers to diversity and inclusion within the construction industry and developing effective strategies to overcome them. Conducting a comprehensive analysis of the current state of diversity and inclusion within the construction industry, including an evaluation of the existing policies and practices that support or limit progress. Developing a framework for evaluating the effectiveness of diversity and inclusion initiatives within the construction industry. Exploring the relationship between diversity and inclusion, innovation, and business performance in the construction industry. Investigating the impact of social stereotypes and biases on the hiring and promotion practices within the construction industry. Examining the experiences of minority groups and women in the construction industry, including their perceptions of the work environment, career opportunities, and barriers to success. Developing effective leadership and mentorship programs that promote diversity and inclusion within the construction industry. Identifying best practices for promoting diversity and inclusion within the construction industry, including effective recruitment, retention, and promotion strategies. Evaluating the impact of diversity and inclusion training programs on employee attitudes and behaviours within the construction industry. Assessing the impact of regulatory and policy changes on diversity and inclusion in the construction industry, including the effectiveness of government initiatives to promote diversity and inclusion.


[bookmark: _Toc144413827]5.8 Summary of Chapter 5
The construction industry in the UK is still facing challenges in terms of diversity and inclusion, particularly in regard to gender and ethnicity. There is a lack of representation in senior positions and a gender pay gap persists in the sector. Efforts to improve diversity and inclusion have been made, such as the creation of industry-wide initiatives and targets, but there is still much work to be done.
























[bookmark: _Toc144413828]Appendix

[bookmark: _Toc144413829]Planned Questions for interview.
[bookmark: _Hlk144411837]What is your name?
What is your age? 
In what sector are you currently working in?
What is the company you are working for? 
What are your roles and responsibilities within the company? 
How does the construction industry promote diversity and inclusion?
What are some of the benefits of having a diverse workforce in the construction industry?
How are minority groups represented in the construction industry, and what efforts are being made to increase diversity?
What challenges does the construction industry face in regard to diversity and inclusion, and how is it working to overcome them?
How does diversity and inclusion impact project development and management in the construction industry?
What strategies and initiatives can companies adopt to improve diversity and inclusion within the construction industry?
What role do training and education play in promoting diversity and inclusion in the construction industry?
How are companies held accountable for promoting diversity and inclusion within the construction industry?
What are some of the current trends and prospects for diversity and inclusion within the construction industry?
How can the construction industry support and encourage minority-owned businesses?
Do you ever think about diversity and inclusion within the workplace, if so, what are your thoughts?
Do you believe that your company and the team promote diversity and inclusion well, so it makes the work environment better? 
If you were one of the directors of the company, what idea would you bring up to support diversity and inclusion within the workplace? 
How can construction companies encourage diversity and inclusion in the subcontracting and supply chain process?
How can construction companies engage with and support underrepresented groups outside of the workplace, such as the local community and schools?
How can construction companies incorporate input and feedback from diverse employees in decision-making processes?
How can construction companies support diverse employees' career advancement and professional development?
How can construction companies support the underrepresented groups in their workforce, such as women and people of colour?
What is the biggest subject to focus on when thinking about diversity and inclusion within the construction industry?

[bookmark: _Toc144413830]Interviews
[bookmark: _Toc144413831]1st Interview
· My name is Diederick Pienaar.
· I am 46 years old.
· I currently work in the Construction industry.
· I work for Mace Construct Ltd.
· I am a Senior Health, Safety and Wellbeing Manager
· We are fully committed to promoting  equality,  preventing unlawful  and  unfair discrimination  at  work and creating an inclusive workplace, where everyone can contribute their best work and develop to their full potential. We do this initially through consultation and creations of policy in line with the law. We also have compulsory training all Mace employees need to complete every year. We also have a yearly Theme that is covered in our Strategy.
· The lack of diversity leads to decreased cognitive performance, such as in decision making.
· 40% of organisations with poor diversity in executive teams underperform their national industry average for profitability. Even within an inclusive organisation, individuals can still feel excluded because of the impact of their line manager on their team’s sub-culture.
· Reactions to rejection and social isolation operate via the same mechanisms as physical pain.
· 67% of job seekers consider workplace diversity an important factor when considering employment opportunities.
· The ratio is still low, but marketing runs are performed at Schools to promote Construction as a Sector where it does not matter who and what you are.
· The challenge is to get the ratios in line with the ethnic ratios of the country as well as the gender ratio. Construction seems like a hard dirty environment and although some sections of this is true, it is a financially rewarding sector.
· I don’t think there is a visible direct impact, more it is the potential we are losing from a diverse group of minds, growing up in different cultures.
· Training and education play a pivotal role in informing the workforce of these matters. This creates a moral responsibility and the need to comply not just legally but socially.
· Clients require a proactive strategy for diversity and inclusion in tenders. Social responsibility is an integral part of a construction company.
· There is a definite increase in the white-collar roles in construction, but not within the physical hard trades sector.
· We have Diversity training, Diversity and inclusion workshops throughout the year and a policy to work from
· Honestly, I would change the pay gap for specific occupations between genders immediately. If you are doing the same job, you should get paid the same within the pay structure.
· I think an understanding of the financial renumeration will help. People think they will get dirty with no money, which is far from the truth.

[bookmark: _Toc144413832]2nd Interview 
· Anonymous candidate 
· I am between 35-39 years old.
· I currently work in the Construction sector.
· I work for Mace Group.
· I am an Office Manager, ensuring the office is run in a smoothly and effective manner.   
· In general construction industry promotes itself by, Apprenticeships, Graduate schemes (young people) and women are promoted (face for promotions).     
· The benefits are encouragements in different approaches to work and thinking and not just one way.   
· In general, I don’t think minority groups are being represented by the construction industry. There is organisation that steam from people from minority groups that have previously worked in the construction industry and seen a gap.   
· Overall, the challenges are recruiting a diverse workforce on all levels. The higher up an organisation the less women and minority groups you find. There is a glass celling in the construction industry. Favouritism plays a large part when it comes to promotion opportunities it’s not always based on skills and acknowledge.  
· Diversity and inclusion help provide a diverse way of thinking not one size fits all approach/ “we have always done it this way”.  
· Most companies in the construction industry do not care about diversity and inclusion. For a start they need to understand what diversity and inclusion in. The benefits of a diverse workforce can have on them as a business.     
· Training and education play as essential role as it provides knowledge and understanding.  
· Maybe industry bodies can play a role in this. Construction companies are audited for various things such as modern-day slavery and health and Safety.  
· Personally, I am not aware of minority owned businesses within the industry but there is a problem overall when it comes to the supply chain. How larger companies treat them (payment).  
· Unfortunately, yes I do think about diversity and inclusion. Not just in my workplace but when considering even applying for a job in any industry. I think this is second nature to most people from a diverse background as we have all faced discrimination in the workplace. You ask yourself questions such us will I be accepted, how to wear your hair at work (braids, natural afro etc). If I speak up about an issue will I be listened to and supported? 
· It is encouraging to see a diverse workforce and minority groups and women getting promoted.   
· Yes, Mace doe promote diversity and inclusion well. Properly the only company I have worked for (10 years in Construction) that not only promotes diversity and inclusion but pushes and encourages for it (Mace Networks).  
· I can’t think of anything more Mace can do, Mace have an apprenticeship and graduate scheme. Employees go to schools to do career talks. They team up with organisations such as 100 black interns and BPIC. They also have organisations and charity that come to talk to use through the Mace Networks.  
· Talks in schools and career day events. Open doors – invite the local community for site walks and presentations to inform of vacancies and roles available. Contact local community groups, this is how I got into the construction industry.  
· By having a diverse board of directors and minority groups in senior positions. Being approachable and willing to listen to all employees. Having an open door policy. Being allies and voicing people’s feedback.    
· By letting employees know about opportunities that are available. Encouraging them to apply for promotions, courses etc and supporting their application.  
· By understanding that everyone’s needs are different, by not grouping minority groups as BAME. As this implies that everyone’s needs are the same.  
· Having flexible working opportunities for working parents for example or mother’s returning back to the office. 
· Having a pray room/multiple faith room this will accommodate Muslims for example especially during Ramadan.  
· Making the use of software to help people that have learning difficulties.  
· Having a reporting or whistleblowing system in place.    
· Inducting a speak up policy.  
· What is the biggest subject to focus on when thinking about diversity and inclusion within the construction industry? 
Discrimination and equality  
Additional information/demographic:
· Black Female  
· 10 years’ experience in construction   

[bookmark: _Toc144413833]3rd interview 
· My name is Ben Chivers.
· Currently I am 34 years old.
· Construction industry.
· Mace Group.
· My roles are focused on the engineering department.
· Construction overall, doesn’t give a lot. Although our company is doing a great job in it.
· Having a diverse workforce within the construction industry makes us perform better. It makes us achieve goals and redefine the boundaries of ambitions.
· Construction industry faces massive problems, it has a massive effect on completion dates, cost and quality.
· It definitely motivates you, and makes you think of all the opportunities you will have in future. Focus is the massive word in this answer, as team work makes the dream work.
· Apprenticeship programmes and Graduate programmes.
· Training and education play a massive role in promoting diversity and inclusion, as it makes you understand, how important it is to work together and earn achievement.
· I really don’t know, but at current state Mace are doing a great job in promoting diversity and inclusion.
· I really don’t think about it. Mace gives you enough training in this, and time to time you experience how important it is.
· I believe that our company and our team promote diversity and inclusion well.
· Bring more apprentices and graduates. Youngsters need to understand how important it is to respect diversity and inclusion.
· Training, education and communications are key part to encourage diversity and inclusion in the subcontracting and supply chain process.

[bookmark: _Toc144413834]4th Interview
· Kristian Kostov
· I am 24 years old.
· In the construction sector.
· Mace Group.
· Currently looking after substructure and superstructure on site
· Construction needs to improve in my opinion in promoting diversity and inclusion.
· Teamwork, Leadership, Achieving goal together and making relationships.
· As a previous apprentice, I believe the program makes a great effort in promoting diversity and inclusion within construction.
· Construction has many problems in facing diversity and inclusion. As mentioned our company is doing great, but the industry as a whole is not improving.
· The impact is massive. We need to understand that everyone is equal and different people can bring something into the team.
· Apprenticeship programmes, graduate schemes and visiting schools to promote job offers.
· Massive. I have experienced this, and I must say that it the key for promoting diversity and inclusion.
· Everyone should be held accountable not just the companies.
· As mentioned, apprenticeship programmes, graduate schemes and visiting schools to promote job offers.
· Always. We must respect everyone’s believes and thoughts.
· I believe that my company and the team promote diversity and inclusion well.
· Making sessions once a week on diversity and inclusion is a must for a company.
· Subcontractors need training and if not presentable with certification operatives shouldn’t be allowed to site. Like a construction card.

[bookmark: _Toc144413835]5th Interview
· Ryan O’Connor
· I am 31 years old.
· In the construction sector.
· Mace Group.
· Currently looking after substructure and superstructure on site package, screed and engineering surveying.
· Construction is definitely improving in promoting diversity and inclusion in my opinion. Future looks bright.
· Communications, Guidance, Motivation and training can improve diversity and inclusion.
· I believe that apprenticeships, learning courses, graduate schemes and meeting with new people from different cultures will improve diversity and inclusion.
· Mace is doing currently a great job in this sector, great example of how every company should promote this matter.
· Respecting everyone believes and making sure they are supported throughout tough times.
· Apprenticeship programmes, graduate schemes and visiting schools to promote job offers.
· Companies need to act together as one, competition in this subject should be the last resort. 
· I have already said that apprenticeship programmes, graduate schemes and the meet with new people with different cultures and understandings from around the world.
· Always. We must respect everyone’s believes and thoughts.
· I believe that my company and the team promote diversity and inclusion well.
· Building videos and scenarios can have someone to really think about. A film on this could be great.
· Subcontractors need to be managed on this. But at first, all managers need to understand the importance in promoting diversity and inclusion. With this, as leaders they need to show all trades how everyone should act in the work environment.
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