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Introduction

Previous research carried out for the Raising the Ratio Task Force has identified
a significant drop in the number of women members post age 40.

Whilst some progress has been made in recent years in increasing the number
of women entering the profession, the impact of this progress in raising the ratio
of women within the membership will be severely weakened if the majority of
them leave half way through their careers. Furthermore, this perpetual loss of
talented, experienced professionals is extremely expensive for businesses.
Finding a way to reduce the exodus or attract these women back, makes
business sense on many levels.

In light of this, the Raising the Ratio task force commissioned this, its third piece
of research to investigate the major drivers behind women’s decisions to leave
the profession.



Summary

Raising the Ratio Research — what motivates
women to leave the profession: a study

of qualified surveyors currently holding
non-practising status with the RICS

The data collected through this questionnaire confirms the results of previous research, generates
more detailed information on issues already identified and also raises some new issues. In summary:

It is well known that the lack of flexible
working conditions available within the
sector is a significant barrier to women
remaining in and then returning to work
within the profession. Previous work
carried out for Raising the Ratio
suggested that working practices in this
area are changing (RICS, 2005) flexible
working is more available now, and also
that part-time working is a potentially
workable solution for surveyors (RICS,
2004). However there clearly remains

a strong perception amongst potential
women returners that flexible working
conditions are simply not available.
Indeed, those who have tried to return
are finding this to be their experience.

For women, nearby location of workplace
emerges as an important factor in
encouraging them to return to surveying
along with being able to work from home.
For men respondents, better pay remains
key as the second factor, but it only
emerges as important to the women
respondents when they are identifying the
third of the three factors motivating their
decision to leave surveying. Pay never
really emerges as a strong factor in
decision-making for women and is
certainly far less significant than flexibility
and the ability to work part-time.

flexible / part-time working conditions
location of workplace

reaching senior level positions with management responsibilities

family friendly working hours
returning after a career break

Whilst the high level of attrition amongst
women surveyors post age 40 is
acknowledged, this is the first investigation
of the career profiles of these women and
what they go on to do. The data generated
here shows the women within this
respondent group have often reached
relatively senior positions within the
profession and have management
responsibilities. These women are
commonly moving into other areas of
work rather than giving up completely.
They are often retraining to become
teachers in order to take advantage of
family friendly working hours or taking
administrative roles that enable them to

fit family responsibilities around work.

The responses here suggest that private
sector employers are being more affected
by this drop out rate than the public sector
by a considerable margin. There are two
important points to draw from this.

Firstly, this routine loss of qualified
experience personnel represents a
substantial business cost which deserves
much closer inspection. It is difficult to
reconcile the current industry concerns
over the limited availability of staff with
such a substantial and routine wastage
rate. Secondly, this sector could benefit
substantially through encouraging women
back after a career break by exploring the
practicality of offering more fully flexible
and part-time working options.

One of new issues to emerge is the
potential for local work opportunities in
enabling women to return to surveying.
Regional employers with local offices are
clearly extremely well placed to recruit
women if they are willing to accommodate
flexible working practices.
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Methodology

RICS has a non-practising membership scheme
for qualified surveyors who are no longer
earning an income from any activity related to
the profession, but have sufficient interest to
retain their membership, at a much reduced fee.
This scheme has been highly valuable in
providing a sample population for the research
to focus on and made a questionnaire based
exercise the most appropriate means of data
gathering. Fourteen follow-up telephone
interviews were also carried out with
respondents.

The membership data base provides the age

of the member and the date at which they
switched from practising to non-practising. This
enabled the research to divide the sample in
order to assess whether the age of the member
or the period of time for which they had been
non-practising had any particular impact on their
responses to the questionnaire.

Sample Population

Having analysed the database the questionnaire
was finally sent out to 539 women and 502
men aged 25 — 50. It was considered important
to question both men and women in order to
understand the similarities and differences

in the issues affecting the two groups.

The women within the sample set were further
subdivided as follows:

Group A: 146 women non-practising for 5+ years
Group B: 1566 women non-practising for 3-5 years
Group C: 237 women non-practising for <3 years

Once divided in this way the figures within the
database suggest that as time passes women
who have opted for non-practising status
eventually leave altogether, resulting in lower
numbers in groups A and B.

The Questionnaire

A questionnaire was designed that explored four
major areas:

* The respondent’s career pattern up to the
point of exit;

* What the respondent is doing now;

* What were the motivating factors behind their
decision to leave; and

* Their views on the possibility of returning to
surveying.

Of the 1041 questionnaires sent out 254 were
returned, a very encouraging response rate of
just over 24%. Of the total return 180 were from
women (33.3% response rate), and 74 from men
(15% response rate). The return rates across the
three target groups of women were:

Group A 49 (33.5% response rate)
Group B 84 (54% response rate)
Group C 47 (20% response rate)

The Follow-up
Interviews

Once the initial analysis of the questionnaire
data had taken place fourteen semi-structure
telephone interviews were carried out to
explore further some of the issues raised within
the data. This included their main reasons for
switching to non-practising, what their
experiences of trying to return to surveying

had been, if any, what they are currently doing
and if they were not planning to return to
surveying, what had put them off.

Such a strong response rate was extremely
encouraging and provided sufficient data to
support a meaningful analysis of what is
motivating these respondents’ decisions to leave
the profession. All age ranges from 26-30 up to
51-55 were represented within the returns, with
the majority falling within the 36-35 bracket.

A broad range of professional areas was also
represented (see table 1) with the majority
having worked within the commercial sector as
would be expected given that sector’s strong
representation within the profession as a whole.

Age profile of
respondent group

Age Frequency Percent
26-30 3 1.2
31-35 29 114
36-40 103 40.6
41-45 82 32.3
46-50 32 12.6
51-55 5 2.0
Total 264 100

Table 1: Age profile of respondent group

The high number of returns from Rural Practice
was not anticipated (see table 2). This may be
an anomaly within this particular data set but
may also suggest that

Rural Practice is struggling to retain qualified
surveyors for the whole of their careers.

The most common reasons given for leaving by
the men respondents from Rural Practice was a
prior interest in the current area of work and
working within a family business. The women
cited flexible working and a location nearer to
home as key reasons, similar to the other
practice areas.

Practice areas
represented within
respondent group

What was also surprising was the high
proportion of respondents who had worked
within the private sector. Some 74% of the
respondent group had worked in the private
sector prior to moving out of surveying, as
opposed to 20.5% in public sector and 5% in
the not-for-profit sector. When the responses
are analysed across gender the figures are
equally strong with the vast majority of both
men and women having left the private sector.
This would appear to suggest that the private
sector firms are suffering the most in losing
qualified, experienced men and women
approximately half way through their careers.
This is clearly an expensive and very wasteful
pattern of events.

Practice area Frequency Percent Sector Frequency Percent
Commercial 124 48.8 Private Sector 126 70.0
RP 32 12.6 Public Sector 43 239
Qs 28 11.0 Not for profit 11 6.1
Other 25 9.8 Total 180 100.0
BS 19 75

Agency 9 35 Table 3: Sector worked in (women)
Development 9 3.5 Sector Frequency Percent
LS 6 24 Private Sector 63 85.1
Minerals ! 04 Public Sector 9 122
Fine Art/chattels 1 0.4 Not for profit D) 2.7
Total 254 100 Total 74 100.0

Table 2: Practice areas represented within
respondent group

Figure 1: Sector split (all respondents)

What sector were you working in?

(All respondents)

200
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E
3
3 100
50
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Private Public Not for
Sector Sector profit

Table 4: Sector worked in (men)

It was considered important to gather
contextual data on careers to give some
indication of what sort of careers the
respondent group were giving up. If little has
been achieved in terms of promotion and
responsibility the decision to leave and pursue
an alternative career might appear unsurprising.
However, where significant progress has been
made with a career and where responsibility
has been taken for other employees, that
decision becomes much more surprising. It may
also impact on the respondent’s intention to
return to the profession at some point in the
future. The questionnaire therefore investigated
the level to which respondents had progressed
within their careers’ prior to moving out of
surveying and whether their role included
people management responsibilities.
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Career patterns up to the point of exit
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Reasons for leaving Surveying

Top Responses from Men

Percent Frequency Response

40% 26
26% 17

23% 15
20% 13
11%

9%

8%

3%

3%
2%

2%
0%

0%
0%

The pull of new work

Restricted career progression and lack
of opportunity

Poor pay/dissatisfied with salary
Other

Lack of variety in the work
Excessive bureaucracy
Redundancy

General inflexible working hours
and conditions

Workplace in poor location/far from home

Hours and conditions inflexible with the
need to look after children

To spend more time with children/family

Unequal opportunities and
‘male chauvinistic culture’ in the workplace

Concerned with lack of CPD

Lack of opportunities away from
the city/rural areas

Top Responses from Women

Percent Frequency Response

43%

39%
20%

16%

16%
10%
10%
10%
7%

7%
5%
3%
3%

2%

26

24
12

Hours and conditions inflexible with the
need to look after children

To spend more time with children/family

Restricted career progression and lack
of opportunity

General.inflexible working hours
and conditions

Other

The pull of new work

Lack of variety in the work

Workplace in poor location/far from home

Unequal opportunities and
‘male chauvinistic culture’ in the workplace

Redundancy
Excessive bureaucracy
Concerned with lack of CPD

Lack of opportunities away from
the city/rural areas

Poor pay/dissatisfied with salary

What the respondents are doing now

In order to investigate effectively what is
motivating people to leave a career in surveying
the research has to explore what they have
exchanged this career for. It is generally argued
that women often leave their surveying careers
in order to have and look after a family.
However, the career profiles of the women
within this respondent group suggest this will
not have been a straightforward decision and
the fact that these people are not working as
surveyors does not mean they are not working
at all. If members are leaving surveying to
pursue a different career the motivating factors
behind that decision could be very important in
reducing the drop-out rate amongst women post
age 40. Furthermore, these respondents having
retained RICS membership suggests they still
have a significant interest in the profession and
may consider returning to it. To explore these
issues in more detail the questionnaire asked a
series of questions looking at what the
respondents are doing now and if they area
working, in what field.

This respondent group was almost evenly split
between those working in another field and
those not working at all, at 51% and 49%
respectively. When disaggregated across gender,
the split changes with the vast majority of men
(919%) working in another field. However 356%
of the women respondents also indicated they
were working in another field, the remaining
65% not working at all.

This proportion changes according to age range
with 64% of women respondents aged between
46 and 50 now working but in an area
unrelated to surveying.

Thus we can see immediately that women are
not necessarily leaving the profession to give up
work altogether. The resource efficiency
argument that it makes economic sense for
women to concentrate their efforts on caring
responsibilities whilst their male partners who
have higher earning potential concentrate
efforts on providing financial support, does not
stand up if women are leaving but to work
elsewhere. Clearly their best earning potential
should be within the career for which they have
trained and qualified, so why have they left and
not returned?

Number of respondents
working in other sectors

Are you currently working in a business capacity
unrelated to surveying?

Frequency Percent
Yes 130 51.2
No 124 48.8
Total 254 100.0

Table 7: Number of respondents working
in other sectors

14
12
10

Count

o N MO

Yes No

Figure 2: Number of women respondents
working in other sectors

The questionnaire investigated what were the
main reasons behind the respondents’ decision
to leave the profession. This was an open ended
question with the responses collected into 13
categories (see table on left). The responses
varied substantially according to gender. The
major factors behind the male respondents’
decision to leave surveying were:

* The pull of new work (40%)

* Restricted career progression and lack of
opportunity (26%)

« Poor pay/dissatisfaction with salary (23%)

Our research

For the women respondents the main
influencing factors were:

* Hours and conditions inflexible with need to
look after children (43%)

« To spend more time with family (39%)

* Restricted career progress and lack of
opportunity (20%)

This pattern of responses is not unexpected.
Previous research done for Raising the Ratio
and in other professions (Greed, et al 2003) has
identified clear demand for more flexible
working conditions from both men and women.
What is perhaps surprising is the number of
women citing lack of career progress and
opportunity as a reason for leaving.

Whilst flexibility would clearly encourage many
women to stay, an unequivocal opportunity to
make progress with a career and be granted
the opportunity to succeed is also an
important factor.

The follow-up interviews confirmed this pattern
of responses. All except one of the interviewees
had given up work in order to look after a family,
five had also relocated at around the same time
as having children. In one case this made it
impossible to take up an employers offer of
flexible working. Another had asked for reduced
hours but been turned down flatly. She now
feels the career she strived for has ended

after 6 years.
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Industry now working

25

— - N
o ol o

Percent of sample

o

Local Voluntary Public Care
Government Sector Sector

Figure 3: Industry currently working in

Having identified why they are leaving and that
many of them are working in other areas, the
next stage of the research investigated what
those respondents who are working are actually
doing. As identified earlier, many have given up
apparently successful careers and all have
invested time, money and substantial effort in
becoming qualified. So where have they gone?

The returns showed the respondent group to be
working in an enormous variety of sectors
ranging from finance to the Church. Indeed four
men respondents had given up their Surveying
careers to be ordained. The variety of responses
makes the analysis indicative only but even on
this basis finance is the most common sector
for men to have switched to and education the
most common for women, followed by a role in
administration. For women to retrain as teachers
makes sense in light of their need to fit work
commitments around family life and childcare,

Business

Own Education CofE Agriculture  Entertainment /
Academia Leisure

indicated in the reasons many gave for leaving
surveying. Likewise it could be argued for the
male respondents that the finance sector offers
a greater number of people potentially higher
earnings than surveying.

The important point with regards the women
respondents retraining as teachers, however,

is that these people are clearly committed to
working in some capacity, have already trained
and gained experience as surveyors but are not
coming back into the industry. The opportunity
to work term-time only and school hours is
worth the additional investment in training

and the reduced earning potential of this
switch in careers.

The second most common job title reported by
the women respondents who are still working is
‘administrator’ suggesting there is a wealth of
well educated, qualified and experience women

Transport Retail Emergency

Services

surveyors working at below their potential
because they have not been able to make
surveying fit with family life. The research
pursued this issue further by asking what in
particular attracted the respondents to their
current field of work. This was another open
ended question which produced a wide range
of answers. These were grouped into 13
categories plus ‘other’ (see Table on left).

As might be expected the responses vary widely
across gender. They also confirm the reasons
given for leaving surveying, with flexible working
conditions the major attraction for women and
career development and better pay the major
attraction for men. Two new factors emerged
within this section of the work that were not
given as reasons for leaving surveying; location

of work and prior interest in current field of work.

Finance

women Il men M

Media / Other
Pharmaceutical

Tourism

Whilst flexibility would clearly
encourage many women to
stay, an unequivocal
opportunity to make progress
with a career and be granted
the opportunity to succeed is
also an important factor.
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Having a prior interest in the current field of
work has clearly attracted both men and women
into different careers and is not something the
profession can change. However, the
emergence of a better location nearer to home
as a significant factor in attracting women into
their current work is interesting. Long
commuting times are likely to be a major
disincentive to continuing to work whilst looking
after a family. Even if the decision is made to
return to work, adding a substantial journey time
to the working day may well tip the balance
against returning to a previous city or town
centre-based role.

This suggests that regional and local surveying
firms would be well placed to attract
experienced, well qualified women who are
looking for work more locally. If they combined
this with an offer of flexible working conditions
these practices may find themselves able to
select from a very talented pool of labour.

To follow up on the significance of flexibility
the questionnaire investigated whether
respondents were working part-time or full-time

and whether they had flexible working conditions.

As might be expected a high proportion of the
women respondents work part time (74%).
However, the majority of both groups have
flexible working conditions: 66% of the men
and 82% of the women.

Having explored what they are doing now and
what attracted them to it, the final section of the
research investigated the extent to which the

All respondents Men Women
Percent*

PAR)
106 42%
254 100%

Table 10: Are you interested in returning to work within Surveying

Group A (out for 5+ years) Group B (out for 3-5 years) Group C (out for < 3 years)
Percent* q Percent* Percent*
50%

20% 13%

45% 37%
100% 100%

Table 11: Women interested in returning to surveying split by time out of profession

Target group A Target group B Target group C

Frequenc Percent* Frequenc Percent* Frequenc Percent*
6 21.4% 6 9.5% i 7.1%
6 21.4% 22 34.9% 7 25%

5 17.9% 23 36.5% 9 32.1%
11 39.3% 12 19.1% 10 35.7%
28 100% 63 100% 28 100%

Table 12: When might you want to return to surveying?

respondent group was interested in returning to
a career within Surveying. Overall 38% of the
respondent group indicated they are interested in
returning. Once this is disaggregated by gender it
is clear that the women within this respondent
group are much more interested in returning to
the profession than the men, at 44% and 24%
respectively.

There is also a distinct lack of certainty on this
issue with 42% of the respondent group unclear
as to whether they are interested in returning or
not. This was more evenly split across gender
(see table 10).

This question has been further analysed by
disaggregating the data according to the length
of time the women respondents have been out of
the profession, i.e. across Groups A-C as outline
on page 1. This analysis show those women
most likely to be interested in returning to work
are those in the middle group who have been out
for between 3 and b years and that this interest
wanes as women spend longer out of the
profession, as might be expected. Those who
have been out the shortest time, less than 2
years, show greatest uncertainty (53% don't
know) but only 6% within this group were sure
that they did not want to return. This rises to
20% for those who have been out for more than
5 years. (see table 11)

This data suggests there are significant numbers
of qualified women surveyors who would like to
return to work within the profession but have yet

to do so. It was necessary to determine whether
this is because they have not yet tried or
because, having tried, they have not succeeded.
If the latter is the case it was also important to
find out what that experience had been like and
what barriers, if any, they are coming across.

The questionnaire asked when the respondents
thought they might want to return to the
profession. Approximately 30% of the women
respondents were ready to return to the profession
within the next 2 years, the rest expecting to be
ready in between 3 and b years time. This fits in
with many of the women respondents having left
to look after children. If the data is disaggregated
across the different groups we can see how the
time scale for returning to work changes

(see table 12 on left).

As might be expected, the respondents who have
been out of the profession longest, those in
Group A, are most likely to want to return to work
now. However, the urgency with which some of
the Group C respondents want to return is
surprising. These women have only been out of
the profession for up to 2 years.

Within the follow-up work two interviewees were
considering a complete switch in careers but
eight of the fourteen indicated that they would
like to return to surveying. However, none
considered it likely that they would be successful
in finding a position that accommodated their
flexible working requirements. One has returned
to work as a secretary instead.

A number of these women are clearly ready to
return to work now and many are anticipating
doing so at some point. There is strong potential
here for the profession to regain the active
membership of these qualified and experienced
people, if terms and conditions of employment
can be offered that suit them. It was important
therefore to understand what experiences these
respondents had where they had made an
attempt to return to their surveying careers.

The returns showed that 33 of the 78 women
respondents who want to return to surveying had
tried to do so (42%) and 8 of the 18 men (44%).
Their experiences of this vary. Both men and
women respondents found it hard to break back in
and had struggled to find a suitable job (75% of
men and 39% of women). However, the most
common response from the women was that they
found working conditions too inflexible to allow
them to look after children. Whilst 10 of the 33
women had found a generally positive response to
their attempt to find work within surveying again,
lack of flexibility is clearly a major barrier for them.

The follow-up interviews again produced similar
results. Two had asked their previous employer
if they could return with flexible or part-time hours
and been turned down, three had tried looking for
part-time or flexible working positions without
success. The three others who are interested in
returning to surveying all considered it highly
unlikely that they would find a position that

suited them.

Whilst this is not exactly news, what is significant
is that many of these women are finding the
solution in alternative industries and sectors.
There is substantial potential for Surveying as a
profession to regain a lot of talented women if it
can embrace flexibility and offer the part-time
and other alternative working arrangements

that many of these people need.

"..women within this respondent group
are much more interested in returning
to the profession than the men, at 44%
and 249% respectively."



What is discouraging respondents who do not want to return
to the profession?

Top Responses from Men

47%
20%
14%
11%
6%
5%
3%

2%
2%

2%
1.5%

Enjoy what doing now

Restricted career progression/opportunity in profession
Poor pay/want better pay

Excessive bureaucracy

Hours/Working conditions inflexible

Lack of variety in profession

Need flexible working conditions/hours to look
after children

Lack of part time posts in order to look after children

Unequal opportunities/‘Male chauvinistic culture’ in
the workplace

Concerned at lack of CPD in the work

To spend time with children/family

Top Responses from Women

43%
38%
20%
12%
9%
8%
5%

4%

4%
4%
3%

3%
1%

To spend time with children/family

Restricted career progression/opportunity in profession
Lack of part time posts in order to look after children
Enjoy what doing now

Concerned at lack of CPD in the work

Hours/Working conditions inflexible

Unequal opportunities/‘Male chauvinistic culture’ in
the workplace

Restricted career progression/opportunity in
profession for women

Poor pay/want better pay
Lack of opportunities in the rural environment

Need flexible working conditions/hours to look
after children

Lack of variety in profession

Excessive bureaucracy

Views on the possibility of returning to Surveying

Whilst flexible working conditions are clearly
paramount, it was also considered important

to understand what practical assistance
respondents would find helpful in returning

to work. The questionnaire offered the following
5 suggestions:

* Refresher courses;

* A mentoring scheme;

* Financial assistance with CPD:;

» Training in interview/presentational skills; and
* Links with employers.

These all received positive responses amongst
both groups with refresher courses the most
popular suggestion amongst both men and
women. It has been established anecdotally that
there is demand for refresher courses, but very
little is currently on offer. This data suggests
there is currently an untapped market for
refresher courses in surveying. Also popular
were links with employers and mentoring
schemes. This suggests that losing touch with
people working in the profession is one of the
barriers to re-entry. A practical solution could be
the organisation of networking events that link
employers with women wanting to return and
mentoring schemes enabling returners to be
supported through the process.

The figures show that the majority of non-
practising members surveyed who do want to
return to the profession have not actually tried
to do so. It was therefore important to
investigate what is discouraging them from
doing so. For the men respondents the major

factors discouraging them from trying to return
were that they are enjoying what they are doing
now (47%) and restricted career progression
opportunities with surveying (209%). Only 12%
of women respondents identified enjoying what
they are doing now as a contributing factor.

For them the major factors were: needing to
spend time with family, the requirement for
flexible working conditions and the lack of part-
time posts. There is clearly a strong perception
amongst these women that the flexibility they
need is simply not available to them from the
profession they trained for.

The questionnaire investigated this issue again
in a slightly different way by asking what three
factors would attract respondents back into the
profession. For the women respondents this
reinforced the findings from previous questions.
The first factor women identified as potentially
encouraging them back into surveying was
flexible working conditions and part-time
positions. For the men, the responses were
slightly different: the offer of a more interesting
role emerges as the most common single
response, followed by better pay.

In identifying second and third factors to attract
them back some different issues emerge again.
For women nearby location of workplace
emerges as an important factor along with
being able to work from home. For the men,
better pay remains key as the second factor,
but it only emerges as important to the women
respondents when they are identifying the

third of the three factors.

Pay never really emerges as a strong factor
in decision-making for women and is certainly
far less significant than flexibility and the
ability to work part-time. This attitude is also
possibly a contributing factor in the continued
disparity between men and women'’s pay
within the sector.

The follow-up interviews supported these
findings with the ability to work locally as a
key issue for respondents along with support
in the form of refresher courses and updates.
A key theme within the follow-up work was
the barrier presented by respondents feeling
out-of-touch with the workplace, ‘rusty’ in terms
of their skills and that their age and amount of
time out would make it very difficult to return.
One described the professions as not so
much have a glass ceiling as being ‘a glass
box with a hole in the bottom’ This may not
be typical but the overwhelming impression
given by these interviewees was that there
would be very little chance of them returning
to the profession however much they wanted
to as the opportunities simply are not there.

The final question explored why the
respondents retained their membership of
the RICS (see table 14). The results show
the importance both men and women
respondents place on the investment they
made in achieving their professional
qualifications. However, they confirm for the
women respondents that for the majority of
them, keeping the option to return open is
the key factor in retaining membership.

Our research

Reasons for retaining RICS membership

B All respondents B women men

Percent
20 40 60 80

Response

Worked hard
to achieve
it/proud

of it

Possibility of
returning in
the future

Use it as part
of general
qualifications/
holds status

Keep up to
date with
profession/inf
ormed of
changes

Table 14: Reasons for retaining RICS
membership



Raising the Ratio Research — what motivates
women to leave the profession: a study

of qualified surveyors currently holding
non-practising status with the RICS

Recommendations

The property sector could benefit
substantially through retaining women
surveyors or encouraging them back
after a career break by exploring
more fully flexible and part-time
working options.

One of the new issues to emerge
from this work is the potential for local
work opportunities in enabling women
to return to surveying. Local and
regional businesses could benefit
most effectively from offering
positions with flexible working
conditions to locally based women.
Local networking events could
generate good opportunities for both
businesses and women returners.

Suggestions for practical help made
within the questionnaire and follow-up
work, all received positive responses
amongst both groups. These included
refresher courses, mentoring, with
refresher courses the most popular
suggestion amongst both men and
women. It has been established
anecdotally that there is demand for
refresher courses, but there are very
few currently on offer. This data
suggests there is currently an
untapped market for refresher
courses in surveying.

Also popular were links with
employers and mentoring schemes.
This suggests that losing touch with

“...there Is no single most effective
answer other than being open to
the potential for flexible working

solutions to work!

people working in the profession is
one of the barriers to re-entry.

A practical solution again could be
the organisation of networking events
linking employers with women
wanting to return and mentoring
schemes enabling returners to be
supported through the process.

Successful examples exist of
businesses that have recruited locally
and offer flexible working conditions
as a means of attracting and retaining
highly qualified, experienced women
surveyors (RTR brochure, 2006).
Raising the profile of these examples
would be a practical means of
demonstrating to businesses the

recruitment opportunities that are
available to them if they choose to
take them.

One message that emerges from
this work is the range of individual
circumstances affecting women.

To tackle the barriers they face in
trying to return to surveying the
industry perhaps needs to
acknowledge that there is no single
most effective answer other than
being open to the potential for
flexible working solutions to work.



