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SCOTLAND’S CONSTRUCTION SECTOR INQUIRY  

SUBMISSION FROM THE ASSOCIATION OF WOMEN IN PROPERTY 

  

Skills  

9. Does the sector’s skills planning model allow it to realise its full potential, in terms of 

attracting talent, meeting skill shortages, preparing for technological change? 

The Association of Women in Property is a membership-based not for profit organisation 

committed to overcoming gender imbalance in the property and construction industries. It 

was established in 1987. We have over 1,000 members across the UK and approximately 

125 in Scotland. Our members are predominantly from the professional sector, drawn from 

a wide range of disciplines including architecture, surveying, engineering, contracting.  We 

provide a range of services to members, including a mentoring scheme, training and 

networking events and an awards scheme for women studying built environment courses at 

undergraduate level. 

The main public sector initiative that we are aware of in relation to overcoming the lack of 

women in the industry in Scotland is the Scottish Funding Council’s Gender Action Plan. 

We were invited to take part in industry consultation events which took place during the 

preparation of this plan. We note from the 2019 progress report that there has been a lack 

of progress towards the GAP’s target in respect of construction courses.  

There is a range of other initiatives to encourage more women into construction, by 

individual employers and professional bodies, but lack of co-ordination between the players 

means that impact is limited. 

Our experience is that many young women are not aware of the range of professional 

opportunities in the construction sector and the positive impact that the sector can have on 

society.  Many of our members either enter the construction industry because of family 

connections or enter after having pursued other careers. We believe that much more needs 

to be done to make young people, teachers and parents aware of the range of opportunities 

in the sector and to publicise female role models.  This should involve public bodies working 

with employers, universities, schools and professional bodies. Many companies within the 

sector have encouraged their staff to become STEM Ambassadors and we believe that this 

network of volunteers could be used to better effect in relation to construction careers. 

The construction industry has a reputation for adversarial relationships and a robust 

working environment, which can be off-putting to many people, particularly women. It is our 

experience that some employers, while keen to attract and retain women, do not pay 

sufficient attention to their working culture. There is widespread unconscious bias against 

women working in the sector, which can result in women not progressing as fast as male 
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colleagues, undervaluing of their contribution and, in some cases, bullying and 

inappropriate sexual behaviour.  Unconscious bias also applies to other under-represented 

groups.  This leads to a loss of talent within the industry and inhibits innovation. We would 

welcome an initiative to publicise the importance of overcoming unconscious bias and 

bringing about an inclusive working culture, and to provide examples of the positive 

business impact of addressing these issues.  

We are also aware that many women leave the industry or leave their jobs to set up as self-

employed due to the lack of flexibility and challenges in accommodating childcare.    

Although there has been progress with staff having the legal right to ask for flexible working 

and some employers having the right policies in place, it is left to the employee to overcome 

any difficulties arising from flexible working. In practice, many women who are able to work 

part-time find that their careers stall and some chose to move to a more supportive 

employer, set up their own business or leave the industry altogether.  More should be done 

to make employers aware of good practice in this area. 

We are also aware that the women who have risen to leading roles in the professional 

institutions in recent years have been overwhelmingly women running their own businesses 

or in academia. This raises another area where employers need to become aware of the 

need to identify and encourage talented women to raise their profiles and roles generally in 

the professional arena, creating awareness and visible role models and ambassadors.  

We firmly believe that attracting and retaining a more diverse range of people into the 

construction industry will improve the range of talent, help to overcome the poor track 

record of the sector and improve working conditions for all. 


