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1. EXECUTIVE SUMMARY

In this report I researched and identified a business case for LPR construction company’s lack of diversity. The report talks about the different statistics in ethnicity in employment and gender diversity in construction.   



































2. INTRODUCTION

2.1. REPORT REMIT

In this report I will be establishing a business case for diversity for LPR construction company. LRP is a sizable company which has poor record of diversity within their management population. 



2.2. BACKGROUND OF LPR

LPR Construction Co. was founded by three entrepreneurs in 1979, primarily as a local steel erector in the Rocky Mountain area.  Based in Loveland, Colorado, LPR’s set their goal to provide quality product and service to their customers at a competitive price. They established themselves as a premier steel erector throughout the United States. Rocky Turner, who is one of the three founding members, began transitioning LPR to the next generation of leaders when his son, Linc Turner, took over as President of LRP in 2013 (LPR Construction, n.d.) The construction company which can handle up to twenty five projects at a time have an average number of around 560 staff members, which peaked last year to 750 which includes executives, sales, estimating , project managers, safety managers, apprentices, concrete labourers and more (Hoshowsky, 2018)


2.3. DIVERSITY AND INCLUSION
DIVERSITY

Diversity is generally defined as acknowledging, understanding, accepting, valuing, and celebrating differences among people with respect to age, class, ethnicity, gender, physical and mental ability, race, sexual orientation, spiritual practice and public assistance status  (Green, et al., 2002). There are many problems that can develop from a lack of knowledge about diversity in the workplace.  Employers and employees both should have understanding on their diverse peers to make the workplace more effective. 

In a book written by (Robinson & Deechant, 1997) almost 23 years ago states “developing a business case for diversity is more difficult than for other business issues because evidence of diversity’s impact on the bottom line has not been systematically measured and documented for easy retrieval and use.” More so, an article on the Forbes states that “Diversity gives you access to a greater range of talent, not just the talent that belongs to a particular world-view or ethnicity or some other restricting definition. It helps provide insight to the needs and motivations of all your client or customer base, rather than a small part of it” (Shemla, 2018). That shows how far diversity in the workplace has come over time, however in the same Forbes article it states that it is still hard to achieve in the workplace because “Despite a genuine will on the part of most major organisations to implement productive diversity strategies, few, if any, have to date come up with something that really works”. Recognising and understanding your peer’s different cultures will help you establish a diverse workforce which gives a positive effect on the workers making them more beneficial in the workplace.

Diversity in a workplace can be achieved by going beyond good intentions, found on a job advertisement website it is quoted “A diverse workforce is more likely when diversity goals are included in strategic-planning processes and managers are held responsible for specific objectives” (Woog, n.d.). There are defiantly more advantages than disadvantages of having a diverse workplace. One of the many advantages are that your workforce will have a massive increase in creativity, as there is such a diverse workforce, people have experienced different things and would have a different prospective. Another advantage would be that there would be faster problem-solving in your workforce, A Harvard business review by (Reynolds & Lewis, 2017) put this to the test by “running the execution exercise around the world more than 100 times over the last 12 years”. Another massive advantage of having a diverse workforce is that it can increase your profits. An article written in 2012 by (Quarterly, 2012) shows that “between 2008 and 2010, companies with more of a diverse top teams were also top financial performers”.  And another important advantage is that there is a reduced employee turnover. If a workplace is diverse, there would be more individual characteristics and when employees feel accepted and value they tend to stay with their employers. From personal experience in a workplace where there was little diversity, I noticed that the company’s staff turnover was high. 


INCLUSION
(CIPD, 2019) States that “Inclusion is where difference in seen as a benefit, and where perspectives and differences are shared, leading to better decisions. A inclusive working environment is one in which everyone feels valued, that their contribution matters and they are able to perform to their full potential, no matter that their background, identity or circumstances.” 

A fact found in (Wright, Colgan, Creegan, & McKearney, 2006) book, Lesbian, gay and bisexual workers: equality, diversity and inclusion in the workplace, that research indicated that for LGBT employees the extent to which homophobia was accepted or challenged within the workplace was a key indicator for inclusion and that where were particular concerns expressed about lack of enforcement of policy within organisations and the way in which they relied on LGBT people to come forward and “whistle blow” before tackling problems. My opinion that LGBT community have the biggest issue with workforces showing. There is an article written by (Miller, 2018) that has a survey showing that in 2014 30% of parents said that they were either “very” or “somewhat” uncomfortable having their child placed in a class with an LGBT teacher, with the statistic rising to 31% in 2017. 

An article by Forbes, (Yu, 2018), suggests that “Inclusion is the only scalable way to build diversity within an organisation. They also asked students and alumni’s “What does inclusion really look like and how can you build it” and these are some of the answers given;
· Gender-friendly bathrooms: There are many mixed reviews about gender- friendly bathrooms I found on an article from (Lawford-Smith, 2019) that gender neutral bathrooms are a bad idea in the work-place if they are the only bathrooms. But from a workplace situation, having gender neutral toilets can show inclusion for gender identity. 
· Using gender-neutral language throughout a company: Such as “They” instead of “him/her”. Doing this will eliminate gender-biased expressions.
· Sanitary products for ladies such as tampons and pads: This has always been a big topic throughout the news and social media. Found on an article written by (Larbi, 2018) she states that many American companies accept and provide various in-office benefits (such as tampons and pads) to keep their workforce on site for the maximum amount of time. Companies who provide these products to their workforce would be beneficial. 
· Acknowledge all religious and cultural holidays celebrated by the organisations employees: If an organisation has a diverse workforce, employees would have different beliefs and religions meaning not everyone celebrates the same cultural holidays, if an organisation had a policy to offer to designate your holiday days to employees.

LPR construction company have a poor record of diversity within the company. (Russell, 2018) suggests that “inclusion is essential for high performance but to many organisations only pay it lip service” he also suggests that if your employees do not feel part of the organisation that their personal performance will decline. In the article he talks about ways an organisation whom have an issue with inclusion can address the problem within;
· Starting with recruitment - While supporting diversity, the recruitment process should target candidates whose personal values match those of the organisation. Also, looking at the ‘meet the team page’ on LPR’s website (LPR, n.d.) out of the 19 higher management staff they have, only one is female. This shows massively that LPR have poor diversity. 
· On-boarding -  When new recruits are starting in an organisation instead of handing out booklet after booklet of diversity and inclusion in the workplace, create a training day / course. This way it will give employees a better understanding and knowledge. 
· Communication – is the biggest key factor to make sure any organisation runs smoothly and effectively. Keeping employees informed of any new projects/ news that they organisation has will make employees feel included meaning a more beneficial workforce. 
· Leadership – without good leadership, you will not have an effective and operational workforce. Leadership teams should be role-models to a team.
· Exit interviews – When employees decide to leave, there are more inclined to be honest about any problems or issues that may have led to their departure such as not feeling included or about the lack of diverse staffing.


2.4. ETHNICITY IN EMPLOYMENT 
The term ‘Ethnic group’ refers to a group of persons whose members identify with each other through such factors as common heritage, culture, ancestry, language, dialect, history, identity and geographic origin according to (Dyson, n.d.). He also states that companies can communicate new racial and ethnic diversity policies by creating a consistent message delivered and sent to all hierarchical levels through email, internal media networks, and placing posters in high traffic areas.

According to (GOV.UK, 2018) in 2017, the total working age population in (aged 16-64) in England, Wales and Scotland was just under 40 millions – of those just over 34 million were White, and nearly 6 million were from all other ethnic groups combined. A news article in The Guardian states that “Black, Asian and minority ethic people in the UK face a significant jobs gap and pay penalty despite an increase in the number of obtaining degrees (Slawson, 2017)

2.5. GENDER DIVERSITY IN CONTRUCTION
According to (Alderson, 2018) one in five construction companies have never employed a woman into a senior position, with half of all firms claiming they have never had a female manager in their business. It also states that 28 percent of women reported that they had experienced inappropriate comments or behaviour from a male colleague. (Richardson, 2018) suggests in her report that 42% of construction companies do not monitor equal pay between genders in the business and 68% were not aware of any initiatives to support women transitioning into senior roles.

(Richardson, 2018) also states that in 2005, there were only 6% of women in senior roles within the UK’s construction industry. However, in 2015, the number rose to 16% and is expected to grow by next year. One argument for the lack of gender diversity in the construction industry could be that there could be a lack of female representation. 



3. CONCLUSSION
To conclude this report, I think that it is clear that LPR need to change their company policies and start taking on-board the ways you can adapt your workplace to be diverse and include employees. I have analysed different ways LPR can bring diversity and inclusion into the company, doing this will bring more benefits to the company. 
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