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Abstract: Climate change will lead to widespread adverse global impacts on nature, peo-
ple and economies. The importance of gender in tackling climate change is becoming
increasingly evident, with the Paris Agreement highlighting this. According to the evi-
dence base, women typically show higher levels of concern and action towards climate
change within the general public, within politics and on company boards. However, few
studies have investigated the influence of gender on climate concerns and action within
the workforce. The construction industry is one of the biggest emitters of greenhouse gases;
therefore, this is a key sector to focus on with respect to decarbonisation. Simultaneously,
construction is dominated by men and has significant gender inequity issues. Given the
importance of including women in climate change decisions, it is important to assess
construction employees’ knowledge and awareness regarding this key issue. Quota and
snowball sampling techniques were used to recruit UK-based participants (n = 30) from
a large engineering/construction company to explore the perceived concern, importance
and action towards climate change, and qualitative analysis using NVivo 14 software was
employed to identify key themes. This qualitative work provides initial important insights
for an industry with one of the largest carbon footprints in the world and that also reports
significant gender inequities.
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1. Introduction
Climate change is a critical global issue, with worldwide adverse impacts on nature

and people [1]. If no action is taken to reduce climate change, it is estimated that economic
losses will continue to rise, costing 18.1% of the world’s GDP in 2050 [2].

The public believes climate change to be a global emergency [3]. The UK has responded
the most critically, with 81% of the British public believing that climate change is a global
emergency and 77% indicating that we should do everything necessary to tackle this
problem [3].

1.1. The Importance of Women in Climate Change Plans and Actions

Women have been shown to play an important role when it comes to climate change
plans and actions, and the United Nations advocates for gender equality. In fact, the Paris
Agreement, an international climate change treaty highlighted by the United Nations [4],
stipulates that “Parties should, when taking action to address climate change, respect,
promote and consider. . .gender equality, [and] empowerment of women” [5].
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Having more women involved in climate change plans has been shown to be ben-
eficial in a number of ways. For example, political representation of women tends to
have a positive impact on the adoption of stricter climate change policies [6] and climate
footprints [7]. Also, the presence of woman board members has been linked to increased
climate change disclosure [8–10] and improved environmental performance [11,12]. One
of the reasons for this could be that woman board members select more environmentally
positive companies [13].

Taking all this together, the evidence shows that a holistic consideration of gender—in
particular, including women in climate change plans—is beneficial for organisations [14].
There are other reasons, however, as to why women have a positive impact when it comes
to this global emergency.

1.2. Women Tend to Be More Concerned About Climate Change

The genders also seem to have differential perceptions related to this phenomenon. In
the UK, women are 6% more likely to consider climate change a real issue than men [3].
If people perceive something to be a real issue worth tackling, then this often translates
into action. Also, women are more likely to adjust household behaviour to address climate
change through behaviours such as decreased or alternative energy use and greater uptake
of ‘green’ methods of transportation [15,16].

To this end, the evidence shows why including women in climate change decisions and
intervention development is vital. However, significant challenges remain. Barriers include
continued gender inequality [17] and the underrepresentation of women in industries with
high carbon footprints [18,19], such as construction. This could slow down the progress
of tackling the climate agenda. In fact, the evidence indicates that although gender equity
(and having more women involved) increases climate impact, only 50% of employees think
that their organisations consider this aspect in climate change decisions [20].

1.3. The Construction Industry Is a Major Contributor to Climate Change

Construction is the largest global industry, contributing 13% of world GDP [21] and
6.3% of UK GDP [22]. Buildings contributed to approximately 21% of global emissions
in 2019 [23]. According to the UN Environment Programme, the construction industry
is not making sufficient changes to reduce climate impact [23]. Concurrently, the sector
lacks gender equality and equity, with women making up only around 14% of the UK
construction workforce [24,25]. This may influence how women within the industry act;
one of the coping mechanisms for women in male-dominated environments is to adopt
typically male characteristics [26].

1.4. Brief Comparison with Other Industries

When it comes to other industries, women in the energy sector show motivation with
respect to their sector’s role in climate change; this is based on research by POWERful
Women, an initiative to increase the representation of women in the latter industry [27]. In
contrast, previous research into environments dominated by men (transportation [28] and
energy [29]) shows that women do not significantly contribute to climate decision-making,
with one hypothesis being that masculine norms prevail in male-dominant environments.

1.5. Gender-Related Norms

The construction industry is an excellent example of masculine norms prevailing in
male-dominant environments. This sector is well-recognised for its macho culture [30] and
gender inequity issues. The “male-dominated nature” of the sector has been the subject
of extant research [31]. In 2020, interviews with industry stakeholders from medium and
large firms across the UK highlighted the culture within the construction workplace: it is



Challenges 2025, 16, 3 3 of 14

characterised by toughness, bravura, and stoicism [31]. Other researchers have described
the ‘ideal worker’ within the construction setting as someone who does not pay particular
attention to pain, carries on working despite potential difficulties, and shows stamina [32].
Masculinity, self-reliance, and machismo are defining factors of the industry, and not
much appears to have changed over the years. Add to this the fact that 86% of the UK
construction workforce is composed of men [24,25]; this can contribute to the propagation
of masculine norms (gender-related issues have also been reported in construction). Other
male-dominated environments show similar patterns. An example is the military. In
fact, researchers at the U.S. Force Academy explored in an academic article “how cadets
perpetuate the military masculine-warrior narrative in sense-making and the construction
of gender differences” [33].

The same thing can happen when it comes to climate change decision-making and
action in contexts dominated by one gender group. While each gender brings valuable
characteristics to the table, workplace environments with a low proportion of women
can make it hard to have women’s voices and opinions heard. In addition, qualities such
as compassion and empathy—which research tends to associate with women—may not
be as evident in male-dominated contexts. This is important, as empathy is often a key
ingredient when it comes to driving social change and taking environmental action. In
fact, a piece published by the Oxford University Press [34] has alluded to the fact that
positive environmental action is not only driven by public education—this is not enough.
We also need to think about ways of incorporating empathy within awareness strategies.
Additionally, Oliver Wyman presented customer research that showed that women are
more likely to consider that action against climate change is motivated by being “a decent
human being” [35]. Given that women are more likely to display altruism and empathetic
decision-making, it is crucial to incorporate this gender group in key societal decisions,
actions and plans [36]. This is even more essential in traditionally macho workplace
cultures, such as construction.

1.6. The Gaps in Evidence

It is clear that women need to be involved in climate-related work, and in particular,
in construction. However, to inform further action in this domain, it is important to first
determine people’s level of knowledge, awareness and attitudes related to climate change—
but using a gender lens. This is important as awareness and attitudes are key determinants
of action. At present, there are no known studies on this in the construction sector.

Objective: To address the gaps in the literature, the objective of this study is to assess
attitudes, knowledge and awareness related to climate change within the construction
context among women and men.

2. Materials and Methods
The research undertaken used snowball and quota sampling techniques to recruit

participants from a large multinational engineering/construction and project management
organisation. The company of 36,000 employees comprises multiple divisions and practices,
with the infrastructure design practice selected due to the variety of infrastructure projects.
The practice consists of 630 UK-based employees, with 22% being female. Therefore, quota
and snowball sampling techniques were adopted to ensure a relatively equal gender and
experience representation.

Also, as mentioned earlier, in order to effectively understand the human experi-
ence [37]—which includes deep-seated values and beliefs [38]—qualitative analysis is
needed. The optimal sample size for a qualitative study is 9–17 participant interviews (with
only some studies recruiting more than 17 participants) [39]; this allows the researcher to
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reach data saturation and explore themes in depth. To be sure of data saturation and ensure
the highest level of rigour, we recruited a larger sample size than would have typically
been needed for qualitative work. As such, we conducted 30 in-depth interviews with
participants in a variety of roles, with different levels of experience and equal representation
of genders. We reached data and theme saturation after 24 interviews—this confirmed that
our sample size (n = 30) was sufficiently large.

Data Collection and Qualitative Content Analysis

Thirty individual, in-depth, semi-structured interviews were conducted in February
and March 2024. The interview guide was developed by a senior engineer at the company
with feedback from a mental health researcher at the University of Cambridge; it focused
on participants’ perceptions, knowledge, and awareness of climate change and zeroing in
on five main areas: (1) concern (towards climate change), (2) importance in working for
a company that positively contributes to net zero, (3) personal understanding of climate
change, (4) company action towards this issue, and (5) personal action (i.e., are women
or men more likely to take personal action?). These areas were selected in accordance
with the extant evidence base (Table 1). Interviews with participants were audio-recorded
and transcribed; data analysis was organised according to these five main areas, and the
responses to interview questions were coded to main themes using NVivo 14 [40]. An
inductive approach guided the data analysis, and stratification by gender allowed the
research team to explore insights for each of the five main areas. Steps that took place in
our research included data familiarisation, coding, theme development, charting, mapping,
and interpretation, as well as retaining links to the data at each phase.

Table 1. Interview Questions.

Five Climate Change
Areas Assessed Question Literature Basis

Concern Are you worried about climate change? [16,41–43]

Importance Is it important to work for a company that
positively contributes to net zero? [44]

Understanding What is your understanding of climate
change? [16,42,43]

Company Action Is your company doing enough to tackle
climate change? -

Personal Action Are women or men more willing to act
when it comes to climate change? [15,16]

The questions asked by the survey are presented in Table 1. Demographic data was
also collected, and this included gender, job role, the length of time spent in the construction
industry, and country of nationality.

Qualitative content analysis was used to explore the transcribed interviews.

3. Results
The characteristics of the participants who took part in this qualitative study are

presented in Table 2. In total, 15 women and 15 men were involved, ranging in experience
and having worked in the sector for 0.5 to 25 years. Thirty interviews were held: this
number was considered appropriate in accordance with similar qualitative studies [45] and
enabled the capture of equal numbers of men and women to allow comparison between
genders. Saturation occurred after 24 interviews. Participants self-reported as being of
different nationalities, with most respondents self-identifying as British.
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Table 2. Participant Characteristics (n = 30).

Men (M) Women (W)

Participant Number 15 15
Experience Range (years) 1.5–25 0.5–25
Mean Experience (years) 11.0 9.6

British 10 9
Other European 1 2

Asian 3 2
African 1 2

The qualitative analysis revealed key themes within each of the five climate change areas.

3.1. Concern

Key findings highlighted that 83% of participants (12 men, 13 women) reported being
‘very worried’ about climate change.

Themes that arose included concern about the impact of climate change, the future
impact of this global emergency on humanity and current action not being sufficient to
address the issue. One engineer (a woman) noted that climate change is the issue of the
future and alluded to the fact that being made aware of the consequences of this global
emergency instils a sense of responsibility to act:

“It’s the future isn’t it? As an engineer, I sort of have things in my control that I can
influence. So I think that’s probably why I’m more worried about it [more] than if I wasn’t
in the industry. I think you hear about the bad side of it more, and then you’ve got more
of a responsibility to do something about it.” Civil Engineer (woman)

A minority of participants reported being only ‘slightly worried’ about climate change
(3 men, 2 women); they saw this issue as having more to do with the future rather than an
immediate concern, and they did not perceive climate change to have a personal impact.

3.2. Importance

Most participants (87%) placed high importance on tackling climate change: 14 women
and 12 men thought it was very important to work for a company that positively contributes
to net zero (Figure 1). The remaining participants placed some (minor) importance on
the issue; no participants responded that the issue was not important. Themes that arose
included the value derived from positively contributing to climate change, the influence of
the construction sector in the climate change agenda and the importance of tackling climate
change on an organisational scale rather than an individual scale. For example, in response
to this question, one participant touched on deriving meaning as a result of working for a
company that values such aspects:

“It’s really important [to work for a company that positively contributes to net zero]
and I actually feel that it gives fulfilment and meaning to my job.” Senior Civil Engi-
neer (man)

While another brought in the fact that construction is a big contributor to climate
change, so employees of the sector have a responsibility to act:

“Yes, 100%, especially as [construction makes] a big impact in net zero. So. . .if we’re not
doing our bit, then who’s going to?” Graduate Civil Engineer (woman)
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Figure 1. Participant responses to survey questions on importance of tackling climate change.

The remaining participants (3 men, 1 woman) thought it was of minor importance
to work for a company taking steps towards this societal issue (Figure 1); the following
theme was apparent: climate-related work was perceived as a bonus rather than something
essential. One participant simply did not want to work for a company that negatively
contributed to the issue (instead of seeking to work for an organization that actively took
steps to combat it).

3.3. Understanding

Compelling evidence shows that about half of the men (7 men) rated their knowl-
edge of climate change as ‘excellent’ or ‘good’, while only three women did so (Figure 2).
Moreover, there were more women who believed their knowledge on the topic was lack-
ing compared to men; in fact, four women in this sample rated their understanding of
climate change as ‘unsatisfactory’ or ‘poor’ in comparison with only one man who did
so. One woman associate engineer reflected on why she considered her knowledge to be
unsatisfactory, stating:

“My general knowledge is reasonable, but I can’t quote numbers.” Associate Engi-
neer (woman)
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Another quote by a civil engineer (a woman) summed up the sentiment in the sample
of women: “Probably not as good as it should be”, when asked about her level of knowledge
on climate change.

There were roughly equal numbers of men and women who rated their knowledge of
climate change as ‘neutral’. A theme that arose was that participants are not ‘experts’ on
climate change and, therefore, should not be required to know more on the topic.

3.4. Company Action

There was considerable variation in participants’ opinions of the company’s action
towards climate change.

All thirty participants believed the company was doing something to contribute to
climate change. The majority of participants considered that the company was either
outperforming (7 men, 5 women) or on par (6 men, 8 women) with the industry average.

A central theme was that climate change reduction strategies needed to be integrated
into projects. Barriers to implementing such strategies were inaction from government and
clients, and high cost of strategy implementation; these were sub-themes that emerged.

Additional themes included the prominence of the company’s messaging around
strategies to combat climate change, climate targets on projects (such as reduction in carbon
emissions) and the sectors that the company is operating within (with particular mention
of reduced work in the oil and gas sector). With respect to the company’s messaging on
organisational action for climate change, one participant observed:

“I think our messaging is getting better. . .we’re moving in the right direction. However,
I don’t think we’re doing enough, and I especially think [this to be the case] on an
operational level.” Senior Civil Engineer (man)

‘Doing more’ is something that emerged in this study—whether in the context of
individual steps or wider organisational action:

“Everyone always needs to do more. We’re clearly not doing enough globally, nationally.
I’d say the same of the company.” Civil Engineer (woman)

3.5. Personal Action

Half of the participants (8 men, 7 women) believed there was no difference in action
towards climate change by gender. However, a number of participants (7 men, 6 women)
believed that women were more likely to act on the issue than men, whilst no participants
thought men were more likely to act (Figure 3).

“I genuinely think that women will take more action on it because they will see the human
side of the impact quicker than the males.” Director (man)

Where participants discussed that women were more likely to act, a key theme that
arose included empathy as being a key ingredient in driving action to address climate
change, which is a humanitarian issue. Men and women were also seen as having skills
that complemented each other, which could positively contribute to the tackling of cli-
mate change.

“Women, on the whole, approach problems like this [climate change] with more
. . .potentially more empathy; [they] see climate issue as [having] an impact on hu-
manity. Men might approach this as a practical problem. We, as an industry, need to
make sure that both women and men are involved in the problem-solving because. . .if you
leave it up to just men, we will have. . .[a] non-human response to this very human crisis.
But if you leave it up to just women, we might not have the practical solutions.” Senior
Engineer (woman)
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Additionally, participants noted that women might be more likely to approach the
problem holistically or there tended to be more women in environmentally positive roles.

“Environmentalists tend to be women, more so than men”, one participant (a man)
noted, who was in a management role.

Another participant highlighted the skillset of women as important in tackling the
climate change agenda:

“When you’re talking about policy creation and thinking outside the box in different
ways that we can do things . . .that is normally within the standard female skillset.”
Engineer (man)

Nevertheless, as a previous participant quote suggested, it is worth reiterating that men
and women can both bring important skill sets to the table to address this global emergency.

4. Discussion
For the first time, we show that women and men working in an engineering/construction

context tend to have differential attitudes and self-perceptions of literacy around climate
change, as well as potentially different awareness levels regarding their company’s actions
towards climate change and related issues.

One of the key findings of this study was that women tended to respond with a higher
level of concern and importance towards climate than men. This is consistent with studies
of the UK public, which showed that women were more likely to be concerned about
environmental issues [46] and think climate change is a severe problem [41] compared to
men. While such gender-based research has previously been conducted, no such studies
have been undertaken in the engineering/construction context; this is a gap addressed by
the current work. Our finding is also noteworthy, as women make up only a small fraction
of construction employees (or, for that matter, STEM employees in general)—and this study
adds to the evidence base on the topic.

Similar to the gender-based findings of this research, National Grid—a UK electricity
and gas company [44]—showed that women were more likely than men to agree that
it is crucial to play a role in the UK’s journey to net zero. However, in contrast to our
work, National Grid [44] found no gender differences in terms of working for a company
that contributes to achieving net zero. Women in our research, however, believed it
was very important to work for a company that positively contributes to net zero. One
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of the reasons for the discrepancy in findings between our work and National Grid’s,
could be that people are more likely to respond positively to this question when they
work for companies/industries that have a significant impact on climate change (such as
the participants of our study who work for the construction industry, a large emitter of
greenhouse gases).

Although half of the participants in this study believed that there were no gender
differences in actions towards climate change, it is noteworthy that 43% of respondents
thought that women were more likely to act than men. Studies of the public support this
and show that women are, in fact, more likely to take personal actions towards climate
change mitigation, such as changing travel patterns [15,16].

The gender differences observed could be a result of fundamental differences between
the behaviours and reactions of women and men. Women may be more concerned in
general about the environment and the role they play in it; they may also show greater
willingness to help (whether that pertains to helping the planet and positively contributing
to climate goals or helping others). For example, women are more likely to donate to
charitable causes than men; also, empathy and compassion tend to be more pronounced in
women [47]. In fact, the recently-launched report by OfCom, the UK government-approved
authority of communications services, showed that women were more likely to worry
about online harm compared to men [48]. In June 2024, women showed greater concern
about various online harms, such as suicide content and human trafficking, compared to
men [48].

Women’s heightened levels of concern not only pertain to their social environment,
but also their own welfare. Harvard Health Publishing of Harvard Medical School has
highlighted that women are more likely to eat healthier and seek medical care compared
to men [49]. A study published by researchers at the Department of Internal Medicine at
Lausanne University Hospital showed that women tended to have healthier diets than
men [50]. In addition, researchers from the Department of Internal Medicine and Clinical
Nutrition at the University of Gothenburg showed that women were more likely to avoid
eating food additives because of perceived unhealthiness [51].

Taken together, the extant evidence base shows that women and men may exhibit
different levels of concern about many factors, including their own welfare and that of
the people around them. This can explain why the genders also appear to have different
attitudes and motivations to act on goals related to climate change.

4.1. Other Key Themes from Our Research

In our research, the main themes that arose for women being more likely to act were
‘perceived characteristics’ (women thinking more laterally and showing more empathy com-
pared to men) and ‘observed behaviours’ (women being more prominent in environmental
positions). These themes highlight the importance of gender equity in tackling climate
change to ensure that fair solutions are developed. Some of the observed differences are
shown in the other question responses. For example, when asked about company actions
towards climate change, women were more likely to discuss external barriers (including
cost, as well as government and client inaction), while men were more likely to discuss
internal factors (including company messaging and project sectors).

In terms of general findings that emerged from our research, this study observed
much higher engagement towards climate change than the general public. In fact, 83% of
participants in this study reported being ‘very worried’ about climate change compared
to 51% of the UK public, who think climate change is a serious problem [41]. Also, 87%
of participants said that they thought it was very important to work for a company that
positively contributes to net zero compared to only 57% of the UK public [44]. This may
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indicate a higher awareness and responsibility of those in the construction industry towards
climate change, particularly as this issue has increasingly become a key target for the
construction agenda [52]. There is also increasing media attention on climate change [53],
which can drive awareness.

Another key finding of our work was that most respondents (83%) reported their
knowledge of climate change as being ‘neutral’ or ‘good’. To provide a point of comparison,
73% of the UK public reported that they felt well-informed about climate change (however,
this research is somewhat older, and we expect self-reported knowledge levels in the general
public to be even higher at present) [41]. Climate change media coverage could be one of
the factors driving levels of awareness and knowledge, among other factors [53]. Also, the
industry’s focus on climate change as a key target on the construction agenda is expected
to have played an important role in driving awareness levels among its employees [52].

It is worth mentioning that self-reported data may be subject to recall bias; however,
valuable insights can still be obtained from the research. Our work showed similar trends
to McCright [42] and Salehi et al. [16] in that the men from this survey showed a slightly
higher perceived knowledge of climate change than women. One of the reasons for this may
be systematic gender inequalities driving lower self-belief in the level of one’s knowledge
among women. In other words, it may be that women’s and men’s actual knowledge of
climate change is on par, but women have less confidence in what they know because of
chronic exposure to harmful determinants across the life course (e.g., early life educators
and caregivers contributing to gender inequality through messaging, teachings, and role
modelling). However, this is an area of work that deserves further exploration.

There were other compelling themes that arose in this research. Participants tended to
believe that their company was doing insufficient work towards tackling climate change.
Conversely, the opinion on the extent of the company’s progress towards climate change
varied significantly among respondents. This is surprising as all participants work within
the same division and for the same company. This suggests that participants may have
different exposures and awareness of what the company is doing towards climate change
or have different expectations of what is required. This flags an important point: companies
may need to place greater effort in making their employees aware of the actions it is taking
to address this important issue. If people feel proud to work for a company (because they
believe that the company is contributing positively to society), then this may also increase
retention—something future research could disentangle and explore further.

In order to reach the conclusions for this work, the following steps took place: as is
common practice in research, an overview of the literature informed the selection of our
objective and questionnaire design (please see Table 1 in Section 2 for the questions asked
of participants with cross-referencing to the relevant literature); and NVivo software was
used to undertake the qualitative analysis of the interview transcripts. Following data
saturation and thematic analysis, the themes were finalised and conclusions reached.

4.2. Limitations

This research has a limitation that deserves mentioning. Findings from this work
are based on a sample of participants in the UK from one company, thus leading to
possible issues with generalizability. Nevertheless, this work is based on qualitative—
not quantitative analysis—and the overarching purpose of the work was to understand
participant views from a major company that is representative of the UK construction
sector. While new insights were obtained from this work, future research should repeat this
study in other companies, industries, geographical locations and other settings to identify
if similar patterns are observed. We would like to emphasise that our sample, drawn
exclusively from a single British construction company, may be limited in scope and does
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not sufficiently justify broad or categorical claims about women’s greater awareness and
concern regarding climate change. The exploratory nature of the research and its restricted
context warrants further investigations.

While this work provides a foundation for research on the way gender influences
motivation and action towards climate change, additional studies are needed to cover the
topic in different geographical and workplace settings. While every effort was made to
ensure random selection of participants, it is possible that healthy volunteer effect was
present in our study—however, this tends to be the case in all research studies that recruit
participants. Further limitations of our work might include social desirability and recall
bias—again, these tend to be common limitations in interview-based research. As such, we
suggest replication of our work with other samples and in other settings.

4.3. Strengths

This study has several strengths. In-depth interviews were conducted with partici-
pants in a range of roles. Quota and snowball sampling techniques were used to recruit a
sizeable proportion of women (and men) for this in-depth qualitative work; this overcomes
the limitations of previous research [54], which recruited insufficient women for analyses.

5. Conclusions
This is the first known study looking at the implications of gender on tackling climate

change within the construction industry. Within the interview sample, women showed
higher concern and perceived action, which reflects the gender trends in the general public
despite the gender imbalance in the construction industry. The rationale for more women
showing higher levels of action is linked to approach (women considering the problem
more holistically), empathy (women being more likely to see the human impact) and
observed positions (women more prominent in climate-positive roles). The survey also
showed that there is significantly more importance and concern placed on climate change
in this sample of construction/engineering professionals than in the UK public, but the
level of knowledge is aligned.

This study highlights the key role of gender equity in tackling climate change in
the industry. Most extant studies focus on gender equality at the board level. However,
this study highlights that differing opinions and behaviours differ among women and
men throughout the sample, which may impact a company’s climate change performance.
Therefore, these findings should be considered when identifying measures to better respond
to climate within the construction sector.

As the study measures perceived knowledge and action, additional research to mea-
sure the actual knowledge and action would evaluate the validity of the respondents’
perceptions and inform future work. Additionally, further research is recommended to un-
derstand if the reported differences are reflected across the industry alongside quantitative
research to identify if the trends identified by the participants in this study are observed
in practice. These can help to inform how the identified differences in the behaviour of
women can maximise the potential gender equity benefits to tackle climate change. Addi-
tional studies investigating the influence of other measures (such as age, education, and
nationality) could improve climate change strategies.

Without action, climate change will significantly impact future generations. A gender-
equitable construction sector may be an essential key step towards meeting the challenge.
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