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Introduction
This assessment is going to represent four main topics that I will bullet point below. I will cite the literature I think will support my views and display what I think is Relevant to the brief. 
· Professional ethics
· Professional development
· Leadership styles
· Teamwork Theories 
Professionalism and ethics in decision making.
[bookmark: _Int_o5PXRHUT][bookmark: _Int_J92xXB5C]When talking about the importance of professionalism and ethics within the construction industry, I would suggest it would be wise to look at what the industry regulators have to say about the topic. The Chartered institute of building (CIOB) state that the construction sector has a bad name for some unethical practices used in the past. The CIOB go on to state that it is very important to the future of construction that there is a clear lay out of rules of behaviour regarding ethical behaviours as this adds to the company’s corporate social responsibility (CSR) (CIOB, 2023) A direct quote from the CIOB stated “Ethics and ethical behaviour are central to professionalism. It does not matter how skilled and experienced a person becomes: if they behave dishonestly and without regard for the rights of others, they are not a professional person”. The CIOB state that their position on ethical standards is to maintain ethical principles by focusing on the transparency of the industry and thus promoting high standards of construction. The CIOB have been setting standards in the construction industry since 1834 and have been involved in projects from the parliament buildings in London to the construction of the Petronas towers in Kuala lumpur. They are an organisation that work for the future of construction by focusing on the science, ethics and environment and state that it has all done to improve quality of life for those using and creating environment (CIOB, 2023). When looking at the most common unethical decisions in construction, we must look at over pricing, lack of safety, bid cutting, late and short payments, sub-contractors lack of safety ethics, poor documentation, unfair treatment of contractors, using cheaper materials that quoted and over statement of experience, capacity and qualifications (adnan, et al., 2011). The side effects of these unethical approaches to the processes involved in the construction industry are lack of transparency, trust, safety and more importantly the loss of reputation all these side effects add up to a sum that no company wants to pay, it slows down projects, restricts new working relationships and hinders current working relationships. So, in the end there is no long-term winners as everyone will be tarnished with the same name. I worked as a bricklayer for a big construction company that I will not name in the assignment, the company is a big house builder in the United Kingdom and is known for its unethical approach to construction works. While I worked for this company in the capacity of an apprentice bricklayer and as a qualified brick layer I seen and experienced a lot of unethical scenarios, I will go through a couple of them in this assessment to highlight how they made me feel. 
Scenario one
While working as an apprentice bricklayer on a large construction site in Wales as a bricklayer. Me and several other bricklayers were employed direct by this company to learn how to construct houses from masonry and were placed in a bricklaying gang that also directly employed. There was also sub contracted bricklayers working on the site to make the numbers up. When the company had a meeting with the sub-contractor of the bricklayers, the manager of the brick work firm demanded all the brickwork jobs, or he would pull his brick layers of the site I was on. It was about one month later that the company I was employed by started to get rid of all its directly employed bricklayers. This decision cost a lot of guys their jobs just before Christmas now it is debatable if this was unethical or just good business. But during this stage of my apprenticeship, we were then asked to work for sub-contractors to finish our training. At this stage we were also put on a bonus scheme, this was designed around the idea the more bricks you laid the more money you got on your wages. But a lot of apprentices lied about their brick count to inflate their wages. This decision led to a serious backlash as the company was paying twice for the same brick to be laid, as apprentices where claiming bricks they never laid. This led to an investigation and several meetings, at this point the company I worked for started to charge the subcontractor for the use of apprentices, and 90 percent of them refused, this led to a lot of apprentices being left unattended with no work. The side effect of this was that a lot of them lost their jobs or were fired for going home early as they had nothing to do all day, some even changed their jobs to labourers. My view on this is if the chain of events regarding unethical decisions never happened, no one would have lost their jobs. So, if we look at the reason it all came about, it was due to apprentices taking advantage of the company, by booking in work they never done. The company noticed they paid twice for the same work and investigated, the sub-contractor did not want the headache so refused to have the apprentices and then the main company had no choice but to bench their apprentices. So, looking at the cause and the outcome we can see through unethical decisions made by apprentices they lost their jobs.
Scenario 2
This scenario involved a scaffolding that was tagged as complete by a manager but was never checked in person. The scaffold had been built but the access ladder was not fixed correctly. While a bricklayer was finished work and on the way down the ladder, the ladder came loose making him fall from a heigh high enough to break both ankles, The company then declared the scaffolding as never been signed off, so they could attempt to cover the breach of health and safety. The brick layer went on to sue the company I worked for and won on an out of court settlement but was told he would never work for them again. Personally, I find this completely unethical and unprofessional on every level. If it was not bad enough there was an accident, they had to try to cover it up, and when caught out they paid out and fired the bricklayer.

Scenario 3
I have worked for some big companies in the construction industry, over the years I have been asked to breach health and safety, use tools and equipment with no training or tickets and drive machinery with no licences. I was asked to do this because the site was in a rush, so that managers and board members can get their bonuses on time. Its unethical and unprofessional to ask people to risk their lives, break the rules and commit crimes to reach deadlines that they should have planned for. I would be curious to how many construction workers have been injured to these demands on them from management. 

How do we measure professionalism in the construction industry
Professionalism can be measured with, image, emotional maturity, empathy, compassion, trustworthiness, responsibility, accountability, and respectfulness. To measure this, we look at professionals to be involved with governing bodies such as the CIOB and RICS. These organisations make sure the individuals register with them follow a strict code of conduct relating to ethics and professionalism. If the individual does not follow them, they will have their membership removed. Being registered with these organisations is a professional standard in the construction industry (essays, n.d.).
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Experience
	may2019-june2021
Bricklayer, JM Building Services
My responsibilities daily were to source, tender and complete small projects on a self-employed basis. The projects consisted of small masonry jobs such as house extensions. 

	febuary2016-May2019
Bricklayer, PERSIMMON hOMES
My responsibilities included, following drawings and specification instructions to construct various size building out of masonry products such as brick, block, and stone.


Education
	2021-2023
Building Surveing BSC, University of wales trinity saint david
During my first year I was asked to be a class representative. 

	June2015-September2017
Bricklaying Apprenticeship, Pencoed collage
I was offered a three-year apprenticeship, I was skipped the first year of my apprenticeship as I was miles ahead of the benchmark, during my third year I oversaw younger apprentices and would regularly have them with me, as I had my own brick laying gang at this point. I was completing the construction of houses on my own to a high standard before I finished my apprenticeship.


Skills
	Communication
Team organization
	Time Management
Decision making
Organization skills


Licenses and certifications
City and guilds Advanced craft NVQ3 Bricklaying
Construction site safety supervisor (CSST)
Gold CSCS card
Emergency first aid at work
CIOB student membership
RICS student membership
My work summary
When I left school, I started work as an apprentice joiner, I never finished my apprenticeship as the pay was not enough, so I went to work as a ground worker but never enjoyed the work, so I went to work in sales, I done this for many years working my way up to a manager’s position. I loved the job but needed to work outside again. So, I got a job as a labourer with a brick layer who I worked for, for years. I was asked to become an adult apprentice and I attended college, but while at collage I was asked to go to work for a big construction firm and my boss said I would learn more if I left as he was a small builder. After completing my apprenticeship, I started my own company and went to work for myself. During this time, I relished I liked the structure of working for a large company and within a team, I knew I would not be a bricklayer all my life and wanted a more professional occupation, so I looked at what degrees where available and be useful with the skills I already possess. I discovered that bricklaying and building surveying complement each other, that is when I applied to UWTSD.  

My personnel development plan
	What are my development objectives
	[bookmark: _Int_prwgXDvY]What activities do I need to undertake to achieve my objectives
	What support/resources do I need to undertake to achieve my goals
	Target date for achieving my objectives
	Actual date of achieving my objectives

	To gain confidence in talking in large groups
	practice
	Attend university classes
	ongoing
	

	Learn more about Revit
	practice
	Attend university classes
	ongoing
	

	To gain more technical knowledge 
	Research, attend university and attend guest speakers
	Attend university classes
	ongoing
	

	Professional writing
	Practice, research and reading
	Attend university classes
	ongoing
	




Importance of understanding organisational behaviour
To understand the importance or organisational behaviour we must look at what it is, organisational behaviour is described as the study of human behaviour in an organisational setting. It looks at how people and the organisation work together and how. This is done in three main ways individuals in organisations, work groups and how organisations behave (Moorhead, 1995). Organisational behaviour uses different research methods to identify working approaches, Quantitative simulation is the main method and involves the use of time series analysis, multiple regression, meta-analysis, computer simulation and qualitive methods to measure performance relating to individual and interpersonal cognitive behaviour and teamwork (Crowder, 2012).
 
The history of organisational behaviour can be traced back to the industrial revolution and is said to come from a multi discipline background made up from sociology, psychology, economics, and organisational psychology. Weber explains that due to the way industry worked with new techniques in industry that focused on uniformity that it took the workers identity away (Weber, 1993).
Organisational behaviour is very important because it covers some of the most important aspects of our working life and bad management can Cause serious issues over time to personnel, professional and organisational success. Some of the main topics that are covered are counterproductive work behaviour, decision making, effects of diversity and inclusion, employee mistreatment, abusive supervision, bullying, incivility, sexual harassment, job related attitudes and emotions, leadership, managerial roles, motivation, public relations, culture, stress, and work family conflict.

How organisational behaviour would benefit my personal development.
Organisational behaviour would benefit me because, it is a system that Is designed to create inclusion, diversity, trust, motivation. It also looks at me as an individual measuring if I am performing to the best of my ability, and if I am not how they could help me achieve this. The system is also designed to look at my team and management to make sure I am being treated fairly.

what is leadership theory?
Leadership theory is based on research of the approaches, concepts and framework that details how leaders act and how they influence their team towards achieving the objectives set out. The theory is set out to demonstrate what makes a good team leader, how different situations adapt theories to fit different scenarios and how skills can be developed. Leadership theory is made up from a mixture of management, psychology, sociology and other fields and the different fields of leadership theory can be broken down into different sections such as, situational theory, transformational theory, contingency theory, and behavioural theory. Leadership theory is a framework designed to understand what makes a good leader and what can be done to adapt to different situations within leadership and how leaders can be trained to maximise performance. The study of teamwork theory lets us look at the best course for individuals to meet their maximum efficiency as well as there down falls to highlight where further training would benefit the most, thus allowing them to fit in to the best style that compliments their style. The outcome to following the theories is a successful way to spot good leaders and use them to achieve maximum results for their company (J, 1993).

What is the history of leadership theory?
Trait era: Great Man theory (1840s)
In the 1840s the belief was that a leader was born and not made, it was believed that individuals were born with the traits needed to be a competent and successful leader. Such leaders of that era that were thought to be born into their roles where, Abraham Lincoln, Julius Caesar, and Napoleon Bonaparte.
Trait theories (1930s–1940s)
Between 1930 and 1940 the great man theory morphed into the trait theory, this theory describes that leaders can be born or made, in other words people could reach full potential by being born with the characteristics needed to be a successful leader or they could be trained to meet full potential (Buchanan DA, 2017). 
Behavioural era: behavioural theory (1940s–1950s) 
Between 1940 and 1950 studies revealed that there were no constant traits found from earlier research that made a successful leader, this then evolved into behavioural theory. Behavioural theory is the theory that good leaders are trained and not made. The theory focuses on training and not personal traits (DENISON, et al., 1995).
Situational era: contingent and situational theories (1960s)
In the 1960s the theory evolved into the theory that every situation can have a different theory applied to it to, this means that specific scenarios have a best fit theory, this approach maximises results as there is no one fits all theory, and the style can be adapted (Fiedler, 1974). 

New leadership era: transactional, transformational theories (1990s) and (2000s)
Between 1990 and 2000s it was found that the previous theories no longer fitted the modern era, it was found that they could not cover all aspects of leadership. This was based on the ever-changing technology changes and rapid changes in organisations. It was deemed that there was a need for leadership theories that where build around globalisation, technology changes and rapid changes in organisations. This led to the birth of the transactional and transformational theory. Transactional leadership relies on reward and punishment, so rewards are given for good work and punishment for bad work. This theory works best with organisations with clear procedures and framework in place to keep the team on track (DA Van Seters and Field, 1990). Transformational theory is when a leader motivates and inspire their team. The theory is best used when a team needs revitalised and a new direction. This theory is important in modern organisations that are fast paced and change a lot (Bass, 1990). 

The result of using it?
The result of studying and applying leadership theory to an organisation is understanding what the best route to a successful team is. By following and adapting the theories of leadership you maximise the performance and happiness of the team and the success of the organisation the team represents. 

My leadership style and philosophy
When looking at leadership styles there are six main categories
· Autocratic or authoritarian is a leader’s ship style that involves one person making the decision for the whole group and only revealing decisions when they think the group needs to know. This style promotes fast decision making as only one person makes the decisions.
· Participative or democratic is a leadership style that involves making decisions together as a group and focusing what is best for everyone thus practicing social equality.
· [bookmark: _Hlk133379215]Laissez-faire or free rein leadership is a leadership style that involves letting the subordinates make the decisions and finding the answers to problems, thus giving them free range.
· Task oriented and relationship orientated is a leadership style that involves the leader being focused on the task and the order to complete them on time and to the standard needed. Relationship orientated leadership is when the leader is focused on the group and how they are performing feeling and will give feedback. Task orientated leaders focus solely on the task and their completion and less on the team, this may lead to an underperforming group, but the relationship orientated leader will focus more on the team. Sometimes this can lead to the team being side-tracked and not completing their task on time or to standard.
· Paternalism is a leadership styles that involves the leader taking a so-called father role, this means they will be view as higher in the team than the other, they will offer advice personally and professionally to their team. Due to lack of options from the leader due to their strong directional focus teammates can be left without a lot of choices of their own.
· Servant leadership is a leadership style that involves the same principles as Laissez-faire or free-rein leadership as in, the team all work together to complete tasks and have free reign to make decisions, this sometimes led to little direction on what tasks need done (Samosudova, 2017).



My Leadership style. 
My leadership style is based on participative or democratic as I believe it is important to draw from the experience of others, The sharing of skills and experience is important for completing tasks to a deadline and the desired result. This way of leading includes the group in all decisions making them feel like they have a say thus promoting wellbeing. It is also important to add that, I would expect all members of my team to have been trained or qualified to decide on what is the best approach and if they have not been, then to train them to the level they need. This also promotes inclusion and builds a strong repour between leaders and the group as they will feel like you are helping them achieve their own goals as well as yours. CMI have shown that you can make your team more productive by giving autonomy, job design, tailer rewards, recognise staff value, support through personal and professional development and encourage innovation (CMI, 2023). 

Leadership scenario and critique 
While working for a bricklaying company we had a boss who would never be on site, he would leave his staff to organise the work for the job. This meant a lot of the organising was done by the tradesmen, this type of leadership is referred to as Laissez-faire. This approach led to a lot of miscommunications as there where several different trades working on site, working at different times and on different stages of the job. It also led to staff not working, arguing with each other and the job falling behind on time. I think if the leadership type was changed to a Participative type, then the work force would have been working to the same goals. This would have shown itself as the manager communicating with all staff and listening to what they all needed to do their job on time and cooperatively with other workers. By doing this the outcome would have been a happy work force all working together to achieve the goals set out by the manager.

Teamwork theory
Teamwork theory is a framework that describes people can work together to complete objectives. The teamwork theory is made up from several different theories and principles that set out behaviour and performance of individuals in a team. One of the main theories for teamwork is Tuckman’s stages of group development (Tuckman, 2021)), his theory is that a team will go through four stages of development, forming, storming, norming and performing. In the forming stages the team get to know each other and form their roles and goals. In the storming stages this is when the team is likely to fall out and have disagreements as they put across their ideas and opinions. In the norming stage the team start to form and follow the same ideas and objectives and start to work together more fluently. In the performing stage the team work together efficiently and together as a team. 
[bookmark: _Int_Yc5yjBbU]Belbin also has a theory called Belbin’s team role theory. Her theory categorises the teams’ strengths and weaknesses thus putting them into a role that suits them. The reason for this is that there will be a greater measurement of performance as every team member is where they should be based on their strengths and weaknesses, this is done by following the nine Belbin roles, these are Resource Investigator, Team worker and Co-ordinator (the Social roles); Plant, Monitor Evaluator and Specialist (the Thinking roles), and Shaper, Implementer and Completer Finisher (the Action or Task roles). You can find more detail about each Team Role below.  (Belbin, 2023).
Hackman also has a theory called Hackman’s input process-out put process model. Other theories of teamwork include Hackman's Input-Process-Output Model, which emphasizes the importance of task design, team composition, and team processes in achieving effective teamwork (Landy & Conte, 2006). Similarly, the Five Cs Model of Team Competency emphasizes the importance of five key competencies: communication, cooperation, coordination, conflict resolution, and cohesion. Overall, understanding and applying teamwork theories can help individuals and organizations improve their collaborative efforts and achieve better outcomes.

Conclusion 
To make any organisation successful we must look at several different topics ranging from professionalism and ethics, personnel development, leadership, and teamwork. By focusing on all these topics, we can maximise the organisational productivity and happiness of the staff. If we look through the topics mentioned it has been proved in the research that a well-functioning team with a competent leader that promotes self-development, professionalism and ethics is the recipe for success. This is reinforced with the standards that organisations such as the charted institute of buildings promotes all over the world. It is also proved with the mistakes companies have made over the years relating to ethics, training, and professionalism. What is the future for the construction industry if it manages to follow the correct route and practices professionalism, ethics, professional development for staff, teamwork, and good leadership?
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