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1.0 [bookmark: _Toc131671193][bookmark: _Toc131672489]Executive Summary 

This report discusses the importance of professionalism and ethical principles within the decision making during a construction project, highlighting the need for standards to be able to measure professionalism. The report will also include a Personal development plan and Continued Personal Development Plan and share owns reflective account of my journey to date within the industry, discussing owns responsibility and perceived management style and how the authors own experiences and understanding contribute to the organizational behaviour of the team around me and how I could improve myself as a professional and aid my company to strive to achieve better results. 

[bookmark: _Toc131671194][bookmark: _Toc131672490]2.0 Procedure 

Content within this Assignment has been derived from the background reading, books, online resources, revision of corresponding course lecture notes, Previous work experiences, Individual self-development plan, Online resource lists given, and content uploaded onto Microsoft Teams. 

[bookmark: _Toc131671195][bookmark: _Toc131672491]3.0 Findings 	
[bookmark: _Toc131671196][bookmark: _Toc131672492]3.1 Professionalism and Ethics

[bookmark: _Toc131671197][bookmark: _Toc131672493] 3.1.1 Importance of Professionalism and Ethics 

Ethics can be defined as a set of “moral principles that govern a person’s behaviour or the conducting of an activity, and reflect on what that means for you as a professional in the industry and for your business” (CIOB, Ethical standards, 2023).Professionalism and ethics is important in the construction industry because ethics and ethical behaviour are crucial to professionalism. Regardless of how skilled or experienced a person becomes in the industry, behaving dishonestly and without regard for the rights of others, could insinuate that person is not a professional person. 
Within the construction industry Ethical standards can be used to implement a more ethical culture. Ethical standards are vital for delivering rules for expected behaviour within a company and should be a main aspect of any company’s corporate social responsibility to its workforce and wider community. A company may have subsidiary policies covering ethical principles. My own company policies include, Health and wellbeing, Anti-bullying and harassment, Anti bribery and corruption, Modern slavery, Anti-competitive and Equality and diversity policy. I strongly believe implementing these policies into an organisation will provide a more ethical and professional working environment, thus improving the culture within, and improve performance and decisions.
 Male dominancy is an issue as “Construction is one of the most male dominated industries in virtually every developed society. Men dominate both craft trades and professional and managerial positions within the sector. This reliance on male employment leads to many challenges, such as skills shortages caused by recruiting from only a portion of the population, difficulties in the management of equal opportunities and workforce diversity” (Martin Loosemore, 2012).
A recent study completed by the CIOB see figure 1, I was shocked to find out the results of a survey regarding the opinion on who are more likely to be leaders, where the findings showed that 54% of all respondents both male and female considered that leaders are more likely to be male, while 45% considered leadership opportunities to be equal. Analysis of the female responses shows the author that a larger proportion of 58% considered leadership opportunities to be equal, furthering 42% of female respondents considered males as more likely to be leaders. However, female respondents did not feel that women were more likely to be leaders, which came in at a surprising 0%. The main outlook regarding this survey for the author made me question, why females feel they cannot be leaders? Was it due to poor ethical decisions made in the industry previously, which has made females feel they cannot be leaders? 
[image: Chart, pie chart

Description automatically generated]Figure 1







(CIOB, Leadership in the construction industry, 2023)

It is a view from a global ambassador and mentor Sarah Shafqat that “Women Leaders differ from men in the area of ethics, morals, and trustworthiness in several ways. Women are generally more compassionate, have greater emotional intelligence, and are more likely to take a collaborative approach to decision-making. Women also tend to be more open to feedback and criticism, display greater self-awareness, and show more empathy” (Shafqat, 2023). This is an opinion I would strongly agree with as I believe women are more inclined to take a longer-term perspective than men when making decisions. Therefore, more likely to acknowledge the potential implications of a decision further down the line and to ensure that it is consistent with the company's values and ethical principles. 
The authors own company has four directors, two of whom are females and I strongly believe the success of the organisation has been down to the input they have inputted as leaders. Furthering the Ethical principle of Equality. The authors own Company has an Equality and Diversity policy, see Appendix A. The aim of this policy, as stated within, is to ensure “no job applicant, employee or worker is discriminated against either directly or indirectly on the grounds of age, disability, gender reassignment, marriage or civil partnership, pregnancy or maternity, race, religion, or belief, sex or sexual orientation (Morganstone, 2022).

[bookmark: _Toc131671198][bookmark: _Toc131672494]3.1.2 Measuring Professionalism within Industry  

Professionalism can be defined as an occupational value that is “important for the stability and civility of all social systems. In those interpretations, professional relations were characterized as collegial, cooperative, and mutually supportive” (Brittanica, 2023). 
Professionalism can be measured by the use of standards, policies and adoption to good practices. However, it is good to note, even having policies in place, does not mean individuals within an organisation would follow them. It is down to the individual to have the capacity to reflect on their own actions and virtues. A Virtue denotes a disposition to act in certain ways, being a virtuous person in work is a core value I deem to have on myself. I try to consistently behave in accordance with all the company policies and the core values. Integrity is about self-restraint and “not always doing what you feel like doing, but about doing what you believe is right” (Geschwindt, 2006). Integrity cannot be taught, however it can be acquired or learned. This is why it is vital companies ensure constant checks the policies and standards are being adhered to throughout the business or more importantly identify individuals whose integrity or values differ to the companies and put in place learning workshops to help aid the individuals to learn. 
A good way my company measures this is by the use of yearly appraisals. My own appraisal three years ago highlighted the need for more, in common terms to push back and stand up for my beliefs and to not be pressured by senior figures into completing tasks I was not happy in completing. There was an instance when I was put into a situation in work where I was asked to complete a job quicker than originally programmed as resources on another site where low and the other site team needed resources from the site I was covering as an Assistant site manager. At the time I was looking to impress and without thinking, tried to push the job on to meet the needs of the senior management. I knew at the time this was hard to do and that certain corners where to be cut to execute in the shortened time frame. I mentioned this in my appraisal as a possible weakness. This was when ethics and professionalism was brought to my attention and my view changed. 
Fulfilment of desire to be a person of integrity, and not to be to bothered if the answers I give will not be welcomed by the other party. The need for being a likeable person, and need to impress does not fall under the core values I now hold, and approval of sticking to my own values outweighs the approval of others. I strongly believe this helps my current role in the company as a figure of integrity and promotes the company in a good light. 
“Construction services have a direct and vital impact on the quality of life for all people. Therefore, all parties engaged in the construction industry are expected to safeguard this quality life. The best way of achieving this is by ensuring that all concerned parties perform under a standard of behaviour that requires adherence to the highest principles of professionalism and ethical conduct” (Council, 2023).
Another good way of measuring Professionalism would be by the use of charterships. During chartership and joining a body, it shows that an individual has met certain criteria in obtaining chartership. This will include proving academic competency and proof of continued personal development carried out. This strengthens that individual’s capacity in showing professionalism in that individual’s area or expertise.

[bookmark: _Toc131671199][bookmark: _Toc131672495]3.2 Personal Development
[bookmark: _Toc131671200][bookmark: _Toc131672496]3.2.1 CV
Please see Appendix B for current CV
[bookmark: _Toc131671201][bookmark: _Toc131672497]3.2.2 PDP
Please see Appendix C for current PDP

[bookmark: _Toc131671202][bookmark: _Toc131672498]3.2.3 Brief summary of career to date 

I started as an electrical apprentice for a local company straight from leaving school. This included one day a week classroom learning in Swansea College and four days on site learning my trade. After completing my apprenticeship, I then progressed to an electrician, working for two electrical contractors in the area building my knowledge with differing levels of responsibility. I moved to my current employers in 2014 as an in-house electrician where I was then swiftly promoted to electrical supervisor, taking on a management role along with my day to day on site works for 6 years. After a discussion with my Managing director, he felt my work ethic and professionalism would be suited in a higher management role, and it was mutually agreed that I would move into construction management. I was put on a higher apprenticeship in part time University and four days on site as an assistant site manager. To date I have been given higher levels of responsibility and recently been awarded my own construction site to deliver. 

[bookmark: _Toc131671203][bookmark: _Toc131672499]3.2.3 Importance of understanding Organisational behaviour within own area of responsibility and development 

Firstly, to understand the importance of organisational behaviour within owns area of responsibility, it is important to understand the principles. Organisational behaviour can be split into the individual’s expectations of the organisation but also what the organisation expects from you as the individual, acting in their own area responsibility. Figure 2 shows examples of these expectations.

Figure 2 
[image: ]         (J.Mullins, 2016)

 It is important to study the behaviour of the people within the organisation and employees you are in control over as it gives an understanding of the interrelationships with variables that collectively compromise the organisation. There must be an understanding of the nature and purpose of the organisation along with its aims and objectives, social responsibilities and business ethics, business strategy, organisational processes and execution of works.
 As my role as assistant site manner entails managing many aspects of construction with a wide scope of works, it is important for myself to understand these behaviours of the team I manage to ensure efficient working and more importantly safety. I strongly feel having my company policies and processes aid me in directing the team to work safely and efficiently and act as a good template to follow. These policies have definitely aided my development in highlighting the processes I need to follow to not only better my workforce but to develop myself to manage and behave in a way that will benefit the company and myself. My company has helped me by slowly adding responsibility to my role. I started off on a trainee rotation program that entailed working in different sectors of the business, from accounts, technical, pre development and on-site construction. This gave me an insight to all aspect of the business and showed me the differing pressures and stresses each sector was under. 
The main learning outcome made from this was that whatever the individual’s orientations to work or the differing cultural influences or nature of work undertaken, management within each sector was the cornerstone of the organisational success and effectiveness. During my research I came across a book which stated “at the heart of successful management is the problem of integrating the individual and organisation, and this requires an understanding of both human personality and work organisations” (Christy, 2013). This made me think about my own development in the company and how well it has been managed to ensure I was given the opportunity to work in the different environments. This gave me an understanding to the work load and stresses individuals were under. This makes me think twice before scrutinising another member of the company for possibly not returning emails as quick as I would like as it made me understand each section of the company had their own stresses and work to complete before my needs. 
This has taught me to act in kindness and to relate to the others with compassion and to work collectively in reaching the desired outcome together and not against each other. It was important to realise that not all expectations of the individuals within the company will be fully met. There is a balancing act needed. Successful companies are those that have the ability to balance the unwritten needs of its employees with the needs of the company. To get the balance correct it’s important to demonstrate genuine concern for the workforce, listening to the employees and hearing not only the words, but what lies behind the words, knowing the employees background, their personal life, personal wishes and development needs, desires and ambitions and rewarding them appropriately, whether through a reward such as money, but also recognition or simple things such as saying thank you. Understanding the motivation behind each individuals’ needs is critical in ensuring the correct reward is given.

[bookmark: _Toc131671204][bookmark: _Toc131672500]3.3 Leadership
[bookmark: _Toc131671205][bookmark: _Toc131672501]3.3.1 Understanding leadership Theories 

Understanding leadership theories is vital in construction because effective leadership is crucial to the success of construction projects. Construction projects are complex and involve many stakeholders, including clients, contractors, architects, and subcontractors. Effective leadership is required to ensure that these stakeholders work together effectively to achieve the project goals (Wendy Briner, 1994).
Leadership functions in relation to task, team and individual can be seen in figure 3.
Figure 3
[image: ] (Adair, 2011)

Leadership theories provide a framework for understanding what makes a good leader and how leadership can be improved. By understanding these theories, construction professionals can develop their leadership skills and create a more positive and productive working environment. They can also learn how to motivate and inspire their team members, communicate effectively, manage conflicts and make the correct decisions make decisions.
Moreover, construction projects involve a significant amount of risk and uncertainty, and effective leadership is needed to manage these challenges. Leaders need to be able to adapt to changing circumstances, make decisions quickly, and manage conflicts that may arise during the project. By understanding leadership theories, construction professionals can learn how to lead effectively in challenging situations and ensure the project's success.
To conclude, understanding leadership theories is important in construction because it can help construction professionals develop the skills and knowledge they need to lead effectively and achieve project success. “There is no such thing as an ideal leadership style. It all depends. The factors affecting the degree to which style is appropriate will be the type of organisation, the nature of the task, the characteristics of the individuals in the leader’s team and the group as a whole and, importantly the personality of the leader (Armstrong, 2012).

[bookmark: _Toc131671206][bookmark: _Toc131672502]3.3.2 Various leadership styles 

[bookmark: _Toc131672503]3.3.2.1 Autocratic

Autocratic leaders lead in an authoritarian way meaning you make decisions without consulting your team members. You tell people what to do, and how you want it done. The benefit of authoritarian leadership is that it's very efficient when needing quick decisions, and people don't have any say on what they do.
The Disadvantage is that an authoritarian work environment is often demoralizing and demotivating for people. You also run the risk of missing key input from knowledgeable, skilled team members. This approach can severely limit innovation and performance in your team and lead to high absenteeism and staff turnover (MTCT, 2023).




[bookmark: _Toc131672504]3.3.2.2 Democratic

The Democratic leadership style is a type of leadership in which the leader seeks to include their team or group in decision-making processes. In this style of leadership, the leader encourages participation and input from their subordinates, listens to their ideas and opinions, and takes them into consideration when making decisions. The leader also delegates tasks and responsibilities to their team members, giving them autonomy and accountability. Democratic leadership is often characterized by transparency, collaboration, and inclusivity. This style of leadership can foster a sense of teamwork, trust, and loyalty among team members, as they feel that their opinions are valued and their contributions are important. It can also lead to more creative solutions and better decision-making, as a diverse range of perspectives are taken into account. However, it can be time-consuming and can be less effective in situations where a quick decision is required (Brigid Carroll, 2019).

[bookmark: _Toc131672505]3.3.2.3 Delegative

Delegative leadership, is a less intrusive style where a leader delegates tasks and initiatives to individual team members, Delegative leadership entails leaders to put trust in their employees and their skills. Delegative leadership is primarily hands-off and can only be successful and sustainable when there is complete trust between a leader and their employees. Delegative leaders try to refrain from using micromanaging to allow team members to rely on their own judgment for the best actions and strategies, although needs to be overseen by the project manager. Delegative leadership can be successful if a team is composed of members that are consistently reliable and take responsibility for the work they present. Although delegative leadership is a valuable leadership, the laid-back attitude can be challenging for some employees to adapt to, making effective and clear communication and familiarity between team members essential (IMD, 2022).
“Where it is successful, delegation brings efficiency, shared responsibility, and even happiness. Where it is not, it brings conflict, corruption, and a absence of accountability” (Mitchell, 2012).



[bookmark: _Toc131672506]3.3.2.4 Why it is important to understand Individuals needs and adapting leadership styles

Understanding individual needs and adapting leadership styles accordingly is important for several reasons. Improved Performance can be obtained by understanding different individuals have different needs, motivations, and work styles. By understanding their needs, a leader can adapt their leadership style to better align with their team members' strengths and preferences, leading to improved performance and productivity.
This understanding can also improve employee engagement and effective communication as employees who feel understood and valued are more engaged and motivated to perform at their best. By taking the time to understand individual needs, a leader can create a positive work environment that fosters engagement and promotes job satisfaction. By understanding individual needs, a leader can communicate in a way that is most effective for each team member, promoting clear understanding and collaboration.
Conflicts can arise when team members' needs are not being met. By understanding individual needs and adapting leadership styles, a leader can proactively address conflicts and promote effective resolution for problems on site.
Maslow’s hierarchy of needs is a motivational theory in psychology containing a five-tier model of human needs, often depicted as ranked levels within a pyramid as shown in figure 3. It is Very important to understand everyone’s level to ensure the correct leadership style is tailored to everyone to gain maximum efficiency from that individual.
Figure 3
[image: Diagram
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(Mcleod, 2023)









[bookmark: _Toc131672507]3.3.2.5 Personal incident and critical event 

A personal incident or experience which unfolded recently as a critical event within my own work area included an issue regarding quality during my training. The event in question was due to the quality of the dryline finish during a snagging exercise pre NHBC pre handover inspection. The site manager and I were conducting a snagging exercise to ensure the plot was to the standards we required. There was a conflict in the acceptable standard to the finish of the property where by myself and the site manager felt the standards were not good enough. The main area of concern was the plumbness of the window reveals. On inspection, using a level, it was showing a slight deviation and we insisted the reveal by feathered out to complete plumbness. 

[bookmark: _Toc131672508]3.3.2.6 Management model used and what could have been done differently 

The management model clearly used in this instance was an autocratic leadership style in which myself and the site manager made a decision based on our own beliefs and do not involve others for their suggestion or advice. This is where conflict management should have been introduced. “Conflict management is the process for handling disputes and disagreements between two or multiple parties. The goal of in a mutually beneficial outcome that's agreed upon by each party” (Amaresan, 2021). After heated discussions with the Director of the drylining company to resolve the issue as a matter of urgency and that the sub-contractor would not be paid for the works, it was agreed that the works would be completed after a second opinion. It was during the second opinion it was highlighted to myself that although complete plumbness of reveals would be the best outcome, there was a tolerance allowed in the finishing which on second inspection meant the window reveals were in fact up to the NHBC standards, given the allowance for tolerances as shown in figure 4.






Figure 4 

[image: ]
(NHBC, 2023)

The approach to this matter could have easily been avoided had a delegative management approach been used along with adopting the collaborating management style, a method of conflict management in which “a collaborating style attempts to find a solution that will meet the needs of all parties. Rather than trying to find a middle ground solution, you would aim for a solution that actually satisfies everyone and ends up being a win-win situation” (Amaresan, 2021), the conflict could have been resolved better.
 I have learnt from this by ensuring all future conflicts are aided by a second opinion, and that the relevant subcontractors are brought into discussions at an earlier stage. This would have helped identify the relevant standards being worked to prior to the snagging exercise, ensuring all parties involved are working to the relevant standards and not personal opinions. I will in future revert to the working standards and policies prior to any conflicts arising. To also aid this, I will hold frequent meetings on site to ensure the standards are reviewed and all members of the site team are fully briefed prior to work commencement through toolbox talks, spot checks and internally checking for any standards updates with the NHBC.

[bookmark: _Toc131671207][bookmark: _Toc131672509]3.3.3 Personal Leadership style 

From online leadership style tests the following conclusion was made from the answers given to the online test.
“You lean toward a democratic or participative style of leadership. You tend to set the parameters for the work and have the final say on decisions, but you actively involve your team members in the process. This style can build trust between you and your people, as they'll likely feel engaged and valued. But it's not great in a high-pressure situation that requires a fast turnaround, as it will slow you down. And, if you dislike disagreement or conflict, you might struggle with how people respond to consultation” (MindTools, 2023).
I both agree and disagree with the conclusion as I feel a key attribute to my own leadership style is actively involving team members in discussions and obtaining as many opinions as possible and wider expert input prior to making a final decision. I believe this method is the most efficient and provides the best working environment and meets motivational needs. 
This view is also shared by the Constructing Excellence whereby they perceive a leader as needing to create a supportive climate of openness, trust and mutual respect that promotes loyalty and cooperation and provides a 'blame free' culture. The need to assist the team to forge a clearly articulated vision with clear objectives and goals and to Identify team goals and objectives that are compatible with individual members own goals. Another view was that a leader should devise a workplan in which each member is allocated clearly defined tasks that are meaningful and challenging for that individual and to gain commitment from team members to complete the task and, on occasion, inspire them to go the extra mile. (Excellence, 2004). 
The area of the conclusion I disagree with is where the conclusion highlights this style as not being good in high pressure situations. I disagree with this as I believe making rash quick decisions while only drawing owns expertise is a poor decision. Irrelevant for the needs of a quick turnaround, a wrong decision on a project can have a monumental consequence and I would rather delay a project by a few days to have a thought-out decision-making strategy with inputs from all areas of expertise to maximise the effectiveness of the decision than potentially a wrong decision being made. 
Communication is at the forefront of successful leaders and projects. This is backed up by the CIOB in which the results of a survey as shown in figure 5 shows communication was the Top listed survey result for the best leadership qualities.
Figure 5
[image: Graphical user interface, text, application

Description automatically generated]
(CIOB, Leadership in the construction industry , 2008)
The Survey also showed a survey in which the greatest impact on developing leaders was the individuals themselves, followed by other leaders figure 6. Another report I would agree with as in my own work I look up to my operation mangers for advice and as role models to follow. For this to be successful its imperative clear communications between myself and line mangers are transparent and clear objectives and collectively worked to. I strongly believe my development and leadership key attributes has been a mixture between owns values along with being taught through good leadership throughout my development to date.
Figure 6
[image: Chart, bar chart
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(CIOB, Leadership in the construction industry , 2008)
[bookmark: _Toc131671208][bookmark: _Toc131672510]3.4 Teamwork
[bookmark: _Toc131671209][bookmark: _Toc131672511]3.4.1 Reflective account and teamwork theories

My own experience as working as part of a team has made me understand the mindsets of the individuals in the team and the need for change. “The individuals who will succeed and flourish will also be masters of change, adept at reorientating their own and other activities in untried directions to bring about higher levels of achievement” (Maxwell, 2002). I have found whilst chairing meetings on site that certain individuals have fixed mindsets, thus viewing their talent, intelligence and capabilities as unchangeable. This mindset is prone to comparing their own accomplishments unfavourably to others success and discourage themselves to try or learn new things, ignore feedback which can impede their ability to achieve their goals. By teaching the team to have a growth mindset to view their abilities as constantly evolving through various efforts as practice and development, it can improve their attributes by developing a growth mindset and achieve more in a teamwork environment. even when confronted, those with a growth mindset may feel inspired to work through setbacks despite mistakes and exert more effort towards learning or helping the team. The benefits of growth mindsets in a team can help you to learn more skills, expand your comfort zone, be more flexible to your approach to work and improve your ability to listen and communicate (Team, 2022). 
Improving communication in your team is important as it can provide increased collaboration, improve productivity, increase moral, impose greater loyalty, achieve greater motivation and reduce conflicts (Editorial, 2022).
Communication skills can be improved by improving listening skills which you practice active listening, a technique that requires you to use verbal and nonverbal techniques to hear and interpret what your conversational part is paying and to show you are paying attention. It can also improve nonverbal communications and vital I communicate clearly and regularly and be receptive to feedback. Clear communication ensures your audience has all the relevant information they need to understand the task (Herrity, 2022). “The goal of active listening is to provide feedback to the sender of a communication so as to clarify the communication and promote discussion” (Levi, 2001).
Benefits of a successful team can be found in figure 7, and are vital to construction projects being operated efficiently. However, team work can have its disadvantage if members of the group leave all the work to the others. This is why I find it important to incorporate all team members into the discussions and delegate tasks to each member clearly so the whole team works as a unit. 
A year ago, we had an issue where the wrong heating system was installed at first fix stage. This raised conflict and blame within the site team. The wrong heating system was put in even though we had chaired meetings discussing the element in question. On reflection, the meetings held had no direction and were hours to long. This meant attendees lost focus and got pre occupied in other work. The main learning points identified was to ensure all meetings where no longer than an hour in duration and that the meetings would be subdivided into critical tasks in order or urgency. This has meant we have clear objectives while complete focus in a time frame suitable for all team members. A growth mindset has been installed and these techniques regularly promoted and encouraged to new team members. I believe to the team I have brought a working environment that promotes collaboration by using a democratic leadership style within my team and a key attribute is understanding each team members motivational traits to get the most out of them. The self-development course in university has taught me a wealth of understanding and practices to chair meetings with a much greater output. 
 Figure 7
[image: ] (Excellence, 2004)


An effective team work matrix can be used to see where you are as a team and identify areas for improvement, the aim is to get a balance and ideally hit all level 4s as per figure 8.
Figure 8
[image: ]

(Excellence, 2004)




[bookmark: _Toc131671210][bookmark: _Toc131672512]4.0 Personal learning Conclusion 

The personal learning conclusions this module has taught the author is as follows
· Ethics and professionalism have a major part in an organisation. Company policies should be at the forefront of the organisations core values and every effort made by all parties to ensure these policies are not only being adhered to, but also welcomed and believed in.

· Self-development should not be forced on, instead should be a collective decision by employee and employer to understand the needs of the individual and not to put employees into tasks they are not happy to do or not competent in achieving. It is a journey built on mutual respect for both party’s needs. 

· Every individual has differing ambitions and motivational needs. Understanding these for each individual within the business is critical while deciding on the development plan needed.

· The VARK test completed in class has help me understand my type of personality, therefore understanding the best suited leadership and conflict management style best suited to my personality.

· Having heard from construction experts and chartered institutes, it has highlighted to me the importance and advantages of being a member, and how it will aid my self-development not only in the industry but as a professional person through continued development and goal setting by developing, supporting, regulating and promoting professional standards for technical and ethical competence.

· From a critical event on site, I have learnt to adapt my conflict management and leadership style to best suit conflict and my own personality.

· Team work theories have made me understand the advantages and disadvantages and the basic matrix for generating a balanced team at maximum efficiency.



[bookmark: _Toc131671211][bookmark: _Toc131672513]5.0 References 
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