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Abstract

The construction industry in the North West of Emgl is one of the region's largest industries and
fundamental to all other economidigities. However, a scarcity of ween in leadershipositions in
construction has persistatespite their increasing numbers donstruction training. The lack of
women leaders in construction has been a concern for many years, attracting government and industry
wide attention. This issue has been made more prominent recently due to the potential managerial
skills shortage facing the industry. Hence, aagsh project was carried out in order to study the
underlying reasons for the scarctiywomen in leadership positioimsthe construction industry, and

to discover ways to impwre the current position of women leaglér construction, with a particular
emphasis on the North West ofdand.The researgbroject conducted bottritical literature review

and case studies in order to understand the role of female leaders, the barriers faced by women in
leadership positions, the present status of organisational pdiciefacilities and their suggestions

for further improvement in construction and tooyide effective practicgyuidelines. This paper
presents the overall findings from this projectd the recommendatiorts improve the current
position of women leaders in mstruction. Although, the recommdations to ayanisations are

mainly focusing on developing women leaders it recognises the importance of gendéearaing

to facilitate all employees’ caer within the organisation.
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1. Introduction

The construction industry is a sifjoant industry which contribute approximately, a tenth of the
nation’s gross domestic product and employs lillom people in the regin (Office of National
Statistics, 2002). As per the Department of Trade and Industry (2002) the UK construction industry is
one of the world’s strongest indtiss with an output which is rantteat global top ten. However,
although the female population accounts for 51% and over 13 million women are employed in the
UK, they still constitute only 1% of the construction industry'workforce (CITB 2006). Women

have progressed slowly and have confronted a greater number of barriers to thenlesriegment

than their male counterparts. One of the maimiéa is the under-repsentation of women in
leadership positions in senior mgeaent to act as role models dodacilitate the entrance of more
women in to the industry (Jacks®Q01). Further, previous studigstill 1994; Univerdy of Salford,

2007) have found that the presemenomen in leadership positiomsin assist themprovement of
women’s representation within ghconstruction industry. Howeveadvancement opportunities for
women for leadership positis had also been confronted with many barriers.

The literature on constrtion and women suggesthat the obstacles tevomen's progress in to
leadership positions are derivédm several sources such asnpsiaints imposed upon them by
society, by the family, by employers, and by women themselves. There is also a growiegeasar

that, women face various forces that prevent them from being seen as leaders or as leadership
candidates in significant roles. iEhindeed, needs to be addresffeddomen particigtion is to be
increased in the industry. Therefore, there is a necessity to find out the obstacles preventing women in
taking leadership positions in tlsérategic apex in the constructiordustry to attract talented young
females with different styles of management. In this context, the undertaken research project was
aimed to study the underlying reasons for tharaty of women in leagfship positions in the
construction industry, and to dmseer ways to improve the curteposition of women leaders in
construction, witha particular emphasis on the North West of England. This project contained four
work packages. This paper presents the findings of work package 4 of the project which aims to
provide recommendations and good practice guidelines to address the barriers confronting women
leaders in the construction industry. These recommendations and good practice guidelines are based
on the findings from the earlier work packages of the research project.

2. Literature findings on improving the current position of
women in leadership positions

Governments to individuals havecognised that they need to tgkmctical initiatives to overcome
the barriers to women in senior management eryeaspect of education, training, recruitment and
retention and, th culture to breakhe “glass ceiling” and “glass wal(White, 1997). This section of
the paper summaries the findinfyjem previous studies related temedies to facilitate women in
management of organisations in construction and other sectors. The Fedemaingovef Australia
expressed the view that,vifomen wished to breakaHglass ceiling” ten they need tbecome a part



of solution. Another research states that, while legal remedies could provide a mechanism, women are
needed to provide the content (Sneéthal 1992; Still, 1994).

Literature reveals that policies with the objective of fadili;@a women’s caraeretention and
advancement in organisations have a great impact on women'’s career. As Evetts (1997) indicates,
‘Opportunity 2000’ attracted great deal of medgttention for its objective® increase the quantity

and proportion of women’s participan in higher levels of managemntein public aw private work
organisations.

Further, commencing from the secondary education, young women should be namdeofithe
opportunities in constructinto avoid the creation ainy negative percepticabout the industry by
having visits to the construction indgsto create their interest (Fieldehal 2001). The visits should

be designed to create thaiterest to find more information abt the industry. During their training

in construction proper placements should be igiexi to overcome the gative perception of the
culture and structure of construction organisations. The workers can also be encouraged to take their
children to construction sites withdequate safety measures. Further the representation of women
should be evidenced by the young women to find sagemodels in the indust at least at middle

level of management. Most importantly the brochures and the hoardings regarding thecions

firms or the industry should reflect the presence of women by having their values and interest on them
(Fieldenet al 2001).

The reluctance to recruit women by the contractarganisations should be changed by having
legitimate requirements and edjugportunities policies (Ellison,@®1). Further industry can make

the recruitment and promotion processes transparent in order to provide equal chances to every
qualified employee at open positions. The culture and practices of the organisation should change, so
that they require managers to conduct performaacews solely based oroncrete results, rather

than double standards, which can serve to undermine and undervalue women’sifepdezstial. It

was proposed in a research by Fielden and his colleagues (2001) that the employroergrofnithe

industry could help to @nge the attitudes within the industhyough challenginghe stereotypes and
encouraging the other women'’s entry.

Women should be provided with egliate training to iprove and devefotheir competencies (Still,

1994). However discrimination should be avoided in providing different levels of traimiwgmen

and men. Although earlier theories stated that leaders are born, present theories state it could be
developed by proper training. The organisation shoeddgnise and curb stereotyping of women by
instituting rigorous performance @&wation measures and accountabilitgchanisms to ensure that
women are evaluated on performance and not on perception. During their pregnancy women can be
allowed with flexible hours of wil to continue theiwork without taking lager breaks. Further
according to Aitchisonet al (1999), above three egjories (Table 1) present the additional
measures that the employers in leisure services could take to enhance women'’s prospects of career
progression.



Table 1: Measures to enhance women’s career progression in leisure services

Cultural Change Training Improving Working Conditions

Greater recognition Mentoring The employment of more women
managers

Allowance for family Training for women

commitments managers More flexible working conditions with

more home-working, flexi-time, job-
sharing, workplace childcare, career
breaks and flexible contracts

Better consultation and Awareness training for men | The identification of role models
communication through team working

More information on training

More respect and recognition for] opportunities Workplace job shadowing and
women employees from senior secondments

management and local authority

councillors

More help with career
planning A greater focus on job specifications

More encouragement to women L
9 rather than person specifications

returners

The restructuring of bonus schemes

More encouragement for persongl
development

Greater opportunities for
informal networking

Further previous studies call fédocus on leadershigkills because it highllgs that leaders can
become better leaders, in part because skills represent capabilities that can be developed and by
focusing on leadergh skill requirements, the focus is shiftedm the person holding the job to the

job itself on leadership (Mumford2007). From previous conceptisations of leadership skill
requirements Mumforénd colleagues (2007) sugtgss that these skills care understood in terms

of four general catgries. They are Cognitive skills, Interpenal skills, Business skills and Strategic
skills. Cognitive skills are the fumadnental skills comprised of #k related to basic cognitive
capacities, such as collecting, processing, and disseminating information (Zaccaro, 2001).
Interpersonal skills involy the interpersonal and social skilfelating to interacting with and
influencing others (Mumforet al, 2000). Further Business skillg@rements involve skills related

to specific functional areas (Zaccaro, 2001) that create the context in which most leaders work.
Finally Strategic skill requirementse highly conceptualkills needed to take systems perspective



to understand complexity, deal with ambiguity, and to effect influence in the organisation (Zaccaro,
2001). These skills requirement are relatively méoe senior job as it includes the important
planning-related skills of visiongnand systems perceptitimat require the del@ment of an image

of how a system should work and determining when important changes to the system have occurred
or are likely to occur (Mumford2007). However skill requirementhanges with th work carried

out, situations and the pgle involved in work.

3. Research methodology

The study was carried out usingngerehensive literature review andse studies to collect primary

and secondary data. Literature ¢ime current status of women ieadership positions in the
construction industry and the bans confronting women leadekgas critically examined. Case

studies were selected as the most appropriate research strategy for this study because they provide an
opportunity for studying real-life phenomenon in detail, without any control over the phemameno

Yin (2003) defines case study as an empirical inygilat investigates a contemporary phenomenon
within its real-life context, egeially when the boundaries between both are not clearly evident. A
case study is strong in elaborating a real-life context because it is a veélgddetsearch enquiry into

a powerful, single example of a social process, organisation or collectivity seen as a social unit in its
own right, and as a holistic entity and not inteample of one (Fae and Payne 2004).

Four female leaders representing eliéint disciplines of the construatindustry were selected as the

four main cases. Views regarding the selected leaders’ leadership and the barriers encountered by her
were also obtained from their superiors, peers and subordinates. The unit of analysis, the central
concept in connection with understanding, preparing and implementing a case study (Yin 2003) was
determined as the female leader because conctugiere drawn from them at the end of the study.
Semi-structured interviewand documentary analysis were useddata collectioninterviews were

chosen due to their appropriateness, ‘for capturing the experiences and meanings of the subjects in the
everyday world’, and as they allow subjects to @ynto others their ownitsation, from their own
perspective, and in their own words (Kvale 1998@mi-structured type ahterviews were used
because they allow for the collection of both structured information and people’s views and opinions,
allowing spontanigy in the intervewer’s questioning and the intégwee’s response (Moore 2000).
Different interview guidelines werormulated in this research tbtain details from the women
leaders, their superior and subordinates, and their peer employees.

The analysis of the inteiew responses of this researchidwed the process outlined by Hall and
Hall (1996) whichinvolves three activities: dataduction, data display, drconclusiordrawing. The

first stage was a process of selecting, focussang, simplifying the interew transcripts. Before
starting the analysis, all the inteews were transcribed. The data reduction was done by reading
through the transcripts dnextracting the most relevant data fdl of the questions listed in the
interview guidelines, and any additial questions that weraised during the terview. The second
stage in the interview analysis process was the data disphés.was done by producing a data
matrix. A data matrix is producely tabulating the interview datéhe respondents were listed as
columns and the questions as rows. This systekesnit easy to identify pattes in the responses.



The matrix was also useful as a reference toa@nvproviding recommendatis, as it is simple to

refer back to respondents that noted such issues, and to extract quotatidimal Etegge of analysing
interviews was to displathe data and draw conclusions. The analysed data were broken into relevant
themes rather than a detailed account of eaelstimun, which would makthe section very lengthy

and unstructured. Additimlly, organisational charts, emplognt records and other relevant
documents from the respondentsganisations were stigdl in order to undstand their positions
within the organisational hierelny; their duties, roles and total number of females employed.

4. Findings

The project research findings suggest thatilfamnd work commitmentschildcare problems, old

boys networks and feelings of isolation whennieetings/events as the only female; are the most
common barriers found within tletudy. Furthermore, male dominated cultures preitirthe work

place, gender stereotyping or attitudinal barriergkvpatterns like long hours of work, inequalities in
advancement opportunitieswere solely identified w#hin the constructionite environment. Thus

female leaders who work on thenstruction site need to overcommre hurdles to progress in their
careers. The acceptance of female leaders’ instructions by other employees is quite often a
challenging task fothe leaders within atstruction site offices. Howevéemale leaders who work in

office environment do not face this problem within their organisation. A career break, for a female
leader, is a major barrier that can challenge her career continuity unless she has a greater commitment
and better understanding from her employer. Although this was quoted only by one of the respondents
the importance of her experience needs to be considered for practice guidelines. A lack of women
leaders in organisations presentany barriers for other emerging female leaders, since they may
later need to challenge @demand their rights from their employeshich in turn can lead to lose of
interest in moving ughe career ladder. Furthasomen’s personality andelf-motivation are also
important factors that need to be developed from the beginning of their careexeltup deomen

leaders within the construction industry.

The findings of the first three work packages of this project were analysed in detail and compiled in
order to provide recommendations and good practice guidelines to overcome the barriensimgnfro
women leaders in the construction industry. Thst fivork package which raied to understand the

role of women leaders in the congtion industry were used todditify the strategi skills including
leadership styles which facilitatgomen to advance in their care&/ork package 2 with the aim of
identifying the barriers confromtyj women leaders in constructiomdeto provide recommendations
through identifying remedie® overcome the barrg Providing opportunitie® explore the barriers

faced by the women leaders in atrdifferent sectors with annderstanding olimilarities and
differences of culture of different industries, work package 3 captured gmm&e® be learnt from the

other sectors, specifically from education and health, where there is a greater representation of women
in the higher positions of orgaations to promote womés career advancement in construction. This
section of the paper presents the recommendations and practice guidelines to address the barriers
faced by females in leadership positions in thastwiction industry from the lessons learnt from
education and health sectors as well. The recommendations, good practice guidelines and strategies



which are provided below are based on both liteeaand case study findis of the earlier work
packages.

4.1 Family and work life balance

The issue of balancing work and family commitments has been found as a major barrier faced by
females across many sectors. Most of the main regpémdnd their co-employees in this study stated

it as a barrier to females’ careevadcement. Further thisrrier has a significanmpact on females’

career towards leadeiiphpositions especially when they ateciding the importase which they need

to give to their family and workinterestingly one of the malespondent from the construction
industry also mentioned that he is currently facirig barrier as his wife ialso has important work
commitments. This indicates the inopement in the support given by husbands or partners of female
leaders. However, this has a lot of room for ioy@ment especially duringdditional work period

and critical times in f@ale leaders’ career.

Recommendations

Although the understandirgf the task of balancgnfamily and work commitments in women'’s career

has changed from the past there is a needuidher improvement in the understanding of the
significance of work family balance in employees’ career advancement between employers and
people in the senior management. This studygsep the following recommendations by considering

the suggestions and problems of female employees.

¢ Develop a flexible working policto encourage females to come for work when they are
in a critical time without allowing them feave the organisatioithis may include,

0 Flexitime, which allows the employees tonoe for work where thy can vary their
start and finish times and lumbreaks within agreed limits

o Part time working, which alles them to work less thahe standard full time hours
with different options

o Compressed working week, whielows them to carry outfall time job in less than
five working days per week

e Allow them to work from home when theyeally need to spend time for family
responsibilities

¢ Allow Parental leave to employees who have a child or adopt, as an unpaid leave to
assist them to bring up till a ¢ain age of thehild or adopt

o Encourage employees to have mentors or provide mentoring, which is providing
guidance and advice to personal and work rdlégsues to employees in order to assist



them to over come barriers, to adviserthabout the existing paths for their career
development and make them aware of the available training and development
programmes and the policies and supportesystto improve theicareer with better
family life

e Personally employees can plan their world &amily activities weliin advance and build
a good coordination beeen family members about tfemily and workresponsibilities
to improve their life

4.2 Career break schemes a nd child care facilities

The study found that women tend to suffer from eafweaks due to child Beng. Respondents felt

that some women do nget their original job titlevhich they were occupyg before their break or

some do get degraded. Especiallyrat initial period after aaer break they find difficult to cope up

with child care respnsibilities which ultimately make them teave the organisans. In addition,

some females take longer career break which eventually leaves them with less competence and
benefits to demand for their rigghafter their career break. Further when females come back to their
job after the gap in career they seem to be lesBdamt and find difficultis due to their knowledge

gap. Moreover, due to lesser support from their empdogesuperiors they tertd lose their interest

in their career progress.

Recommendations

The above problems have led the female employees to realise the need for a better maternity structure
and support system® facilitate theircareer. Althoughcurrently constructio organisations have
maternity and paternity policies,gtadditional provisions to the jumdary requirements and the extent

of its implementation need improvement. Therefore this study proposes the following
recommendations and practice glides for the betterment tdmale leaders’ career.

e Provide better Maternityolicies in addition to theugicial requirements which may
include,

o Allow them to work fom home with a few office visit® enable them to get to know
the current practices and changes

o Provide support systems such as a laptdh connections taveb and with limited
access to the office network to work from home

o Develop a flexible working policy to encourage them to come for work when they are
fit to work without taking a longer ceer break due to early child rearing
responsibilities. This may include,



= Part time working, that is workinggess than the standard full time hours
depending on the company work demands

» Flexitime that is a system whereby stedin vary their start and finish times
and lunch breaks within agreed limits.this case staff can usually build up a
debit or credit of hours work

= Flexible working hours, which allowstatal flexibility overwhen the job is
carried out depending on the type of work the female employee, is carrying
out. Further in order tencourage them to come for work, a small payment
can be given with a requirement of minimum number of hours or some
measures to indicate theiompletion of work given

e Provide workshops to superiors and submatBs to improve theiunderstanding to
create a cooperative working environment

e Provide childcare facilities near to their skgplace which should try to accommodate
additional working times to assist employeeso have to work folong hours rather
than for very limited hours which does not fit for employees from construction
environment to cover the difulties from both personaind organisational dimensions.

4.3 Self development

From the study it was found that many women tend to lose their courage to advance hethtray

reach a level in the management structure. One of the main reasons behind this is their lack of
confidence in carryingut the tasks as some caes it as an intense sponsibility and as scary.
Therefore there is a need to develop their confidence, self aspiration and courage to move forward and
take responsibilities in their aar. In addition femate should be encourad to develop their
competencies to create their demand for further effective management roles within the sector while
they progress in their career.

Further the study identifiethe need to develop women'’s leaderssils in order to carry out their

roles and to advan@nd retain their leadershgmsitions within organisens. Many respndents felt

that women leaders neé¢d possess skills related to team wogs communication, inter personal
management, multi tasking, organising and [if@ng, negotiation, listeing, delegation, time
management, sound knowledge on rthpgbfession and the ability &tand on your gund with not

feeling intimidated in aggressive situations. In addition they sthessieed to have a broader and
better understanding of work and people since they need to work with people whdifferemt
responsibilities as well. Besides leasl must be able exgss the ideas well andflmence others in a

more democratic way as this approach is been considered as better way of leading by other
employees. However female respondents insisted the need to change their style of leadership
depending on the people and thguations. Moreovethe strategic leadership skills that were
highlighted within this study wolve planning, evaluat@ problem solving sks, decision making,



figurehead, spokesperson, liaisamtellectual competence, systgmrspective andhigher cognitive
capacities such asmplex investigations and judgements.

Recommendations

Females’ lesser confidenaecontinuing their career to highgositions found to be a common barrier

in different sectors. However in order to prate more women in cotrsiction the construction
industry should further takeare about building the confidence and courage of all its female
employees and provide training and development programmes to increase their potential. Especially it
should assist female leaders to tackle the ditfiesiarising immediately tdr their careebreak due

to child bearing and when they are applying fampotions. As previouslyjentioned women need to

be encouraged to develop their competencies. In order to address the above issue the study
recommends following suggestions.

e Provide special training programmes to create employees perseverance to improve their
competencies and confidence

o Provide a better employer support to encourage women to develop their career further in
the management structure

¢ Provide mentoring to all empyees or grant additional thefits to have mentors

e Conduct training programmes to allow eomyges to get familiarised with the current
organisational practices and developments or provide induction programmes to new
employees or to employees who are after their career break

e Encourage female studentsget involved in extra curricat activities from their school
life to create their interest and thhility to hold leaérship positions

e Conduct training programmes tievelop leadership skills teffectively carry out their
roles and develop other employees

4.4 Improved working environment

The culture of the organisationha significant impact on employees. Lack of inhospitable culture
within the construction organisations is one of the most sigmifibarriers to wmen’s advancement

and also a major factor in diminishing theirtiskaction in work. Althogh the culture of the
construction industry is slowly changing, the resonance of the macho culture can be found in many
activities carried out flough out the construction lifgycle. Gender stereotyping one of the barriers

found in the construction industrgome female respondents felt théthough they hid leadership
positions men tend to expect them to carry out certain activities which they normal expect from
females such as preparing tea forefirggs. In additiorthey said thathey feel they are isolated in
certain events and meetings from other employee®nstruction environment as opposed to other



sectors. Men’s network between themselves acta harrier in allowingwomen to network well
among other employees. Further they felt that the acceptance of their instructions is sometimes being
challenged specially inonstruction sites.

Recommendations

It was found that the above problems have not been addressed well in organisational policies
addition few respondes felt that generally the consttion industry have minimal facilities
compared to other sectors such as maternity smejcflexible working hots, etc. which help to
maintain a better working enviroramt through out their career. Thatdy considers the following in
addressing the above issues.

o Build committee to conder gender issues arisirigpm harassment anbullying and
grievances cases

e Provide a better mentoring facilities and @ayers support to employees who suffer
from harassment

¢ Organisations should recogeithe obligations under Sexsdrimination act, Equal pay
act and relevant Equal oppanity policies and legislationand ensure its compliance
within the organisation

e Provide training which willenhance the understanding tife need for an equal
opportunities programme

4.5 Recruitment pol icies and advancem ent opportunities

Although formal announcements do not reflect disgrimination some respdants felt that there are
instances where promotion has taken place through word of mouth which resulted in demotivating
their interest in career progress. Further some feel there are occasions where the recruitment has taken
place through the network between exiting employees. However since construction is a male
dominated industry females feel that there are inequitable procewitingsorganisations. In addition

they feel employers support is a significant fastbich helps to implemerquitable recruitment and
advancement policies.

Recommendations

In order to address the above ssthis study proposes the follmgiby considering the policies from
other sectors considered for the study.

¢ Recruitment policies must betde ensure that the selemti criteria and its policies and
procedures are maintained to treat individusolely on the basis of the merits and
abilities which are approjate to the job. The above lpmies should indicate that the



organisation is offering gmrtunities to people of boteex and it must avoid any
stereotyping of roles. Most importantly ongsation should avoid ¢hrecruitment solely

by word of mouth or through recommendations of existing employees to avoid unlawful
activities

e Training and development programmes should be circulated widely to employees and
should be monitored for any imbalances for corrective actions irrespective of gender
difference

¢ All employees should be provided career guidance

e Access to advancement opportunities should be maaiéable to suitable employees
irrespective of gender or marital status.

e Organisation should have individuals in planning and monitoring the human resource
management policies who are open minded in order to promote lesser gender
discrimination, to develop better understanding of employee status and to encourage
delegation of work for empowering employees

4.6 Arrangements to accommodat e different work patterns

It was quite often noticed within the study thatriwpatterns within congtiction environment hinder
women'’s career progress. Some respondents expribesetw that women tend lose their interest
in applying for promotions as they feel that thegn't be able to spenchore time towork. A long
hour of work is a major challenge to women leaaethin construction espedlig when theyneed to
look after their pernal and family responsibilities. Besiddgke construction industry requires its
employees to allocate time to carry out thektavithin the speciéd period of time.

Recommendations

Within other sectors which weremgidered for the studyyomen have the flexility to overcome the
obstacle related to work patterfi&ucational sector has the flexibjlito accommodate their family
and work responsibilities which ultimately assist women leattehave better work family life. This
study proposes the following recommendations to overcome to above problem.

e Allow compressed working week. Howevar specific timeline should be given to
improve the work performance and to emstihe completion of the task given

¢ In critical situations organisation can allgeb sharing, which is a full time job shared
by two or more employees where salary and benefits are also shared.



o Allow flexible working polioy which may include flexible working hours and home
working. However the organisan should give the respsibility to the employee to
ensure the completion of the task given

e Develop a better understanding between employees and senior management to accept
and overcome the difficulty of sharing more time at wgldce to complete the tasks

e Conduct workshops to employees to adopt different arrangements between family
members for a better work life

5. Conclusions

The Constructing Women Leaders project was established to identify the role of women leaders and
to recognise the barriers encountebgdvomen in leadergh positions in the agstruction industry in

order to provide recommendations. This paper kwh& based on the finabork package of this
project was aimed to provide recommendations aradi gwactice guidelines taddress the barriers
confronting women leaats in the construction indtry and to identify the sitegic leadership skills

which need to be develoghevithin women leaders for their career progression.

The study found that women leadeeed to develop skills related tsam working, communication,
inter personal management, mulisking, organising and pritising, negotiation, listening,
delegation, time management and #iidity to stand on your groundgith not feeling intimidated in
aggressive situations. In additigrhighlights the need for broadenderstanding of work and people
with different resposibilities. Finally the reseah identified the strategieadership skills such as
planning, evaluating, problem Ising skills, decision making, durehead, spokesperson, liaison,
intellectual competence, systeperspective and higher cognitiveapacities that need to be
highlighted when providig training to employees who woslpecially in managerial positions.

The findings suggest different recommendationd amactice guidelines t@rganisations and to

female leaders under different categories based on the challenges face by female leaders. They are
family and work life balancecareer break schemesdawhild care facilitiesself development,
improved working environmén recruitment polies and advancement opportunities and
arrangements to accommodate different wqphtterns. Although # recommendations to
organisations are mainly illustrag about developing women leadatgecognises the importance of
gender mainstreaming to facilitaéél employees’ careers within tleeganisation. Thefore some of

the suggested recommendations for career development consider all employees irrexgetider

or sex.
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