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1. Introduction 
Balfour Beatty plc is a leading UK-based international infrastructure company specialising in construction, engineering, and support services. With over 27,000 employees, the company delivers major projects such as HS2, Sizewell C nuclear station, Net Zero Teesside, and various transport and utility schemes. As an HR practitioner, this report analyses three critical challenges: meeting technological advancement, talent acquisition and retention, and advancing Diversity, Equity and Inclusion (DEI). These issues are amplified in the UK construction sector by chronic skills shortages, an ageing workforce, rapid digitalisation, regulatory pressures, and societal demands for inclusive workplaces (Balfour Beatty, 2025a; CIPD, 2024; World Economic Forum, 2025). 
The report explains the specific factors at Balfour Beatty, evaluates contemporary HR practices, critically assesses how departmental managers can implement them urgently, and offers conclusions with recommendations. Analysis draws on the company’s Building New Futures Sustainability Strategy (updated 2025), Value Everyone UK D&I Action Plan 2023-2025, digital investments (including the £7.2 million Microsoft 365 Copilot rollout), recent annual reports, and peer-reviewed literature (Balfour Beatty, 2025b; Rana et al., 2021; Suresh et al., 2024). 
This structured approach demonstrates strategic HRM application in a real-world, project-based environment.
2. Explanation of Specific Factors 
Balfour Beatty operates in a complex, project-based industry influenced by UK net-zero goals, infrastructure investment, tight margins, and competition. The three HR factors are interlinked and impact productivity, innovation, and sustainability.
Meeting Technological Advancement
Construction has historically lagged in productivity. Balfour Beatty adopted a “digital-first” mindset, establishing a secure data lake in 2018. Key investments include BIM, VR/AR visualisation, OpenSpace reality capture, AI safety cameras, predictive analytics, and the major 2025 Microsoft 365 Copilot rollout — one of the largest AI deployments in UK construction (Balfour Beatty, 2025b). 
Specific factors include:
•  Digital skills gap — many site operatives and managers lack proficiency in AI, data analytics, and digital tools, causing under-utilisation and resistance.
•  Project-based workforce structure — frequent team changes hinder consistent training and knowledge retention.
•  Pressure for rapid ROI alongside CDM 2015 safety compliance and carbon reduction targets.
•  Cybersecurity risks and change management challenges, especially for older workers fearing job displacement (Zhang et al., 2023; Maliha et al., 2025). 
Without action, the company risks missing productivity gains and competitive positioning.
Talent Acquisition and Retention
The UK construction sector faces severe skills shortages due to Brexit, retiring workers, and competition from other industries. Balfour Beatty’s 2025 Annual Report identifies the widening skills gap as a strategic risk amid high infrastructure demand (Balfour Beatty, 2025a). 
Key factors include:
•  Negative industry perception as physically demanding, cyclical, and male-dominated, deterring young and diverse talent.
•  High turnover from long hours, site mobility, project endings, and poor work-life balance.
•  Demand for specialist skills in digital construction, green technologies, and STEM.
•  Erosion of psychological contract — employees expect development, wellbeing, and flexibility (Nazir, 2025; Presbitero, 2025; CIPD, 2024). 
The company exceeds The 5% Club target with strong earn-and-learn programmes, yet retention remains challenging.
Diversity, Equity and Inclusion (DEI)
Construction is one of the least diverse UK sectors. Balfour Beatty’s Value Everyone strategy sets 2030 targets under Building New Futures: 50% increase in female colleagues and 60% increase in Black, Asian, and Minority Ethnic representation (2021 baseline).
 In 2024, 26% of UK early careers hires were female and over 20% from minority ethnic backgrounds (Balfour Beatty, 2025b). 
Persistent factors:
•  Unconscious bias in recruitment and promotion.
•  Exclusionary site cultures (facilities, language, inflexible patterns).
•  Under-representation in senior and technical roles.
•  Measurement difficulties in a decentralised structure (Suresh et al., 2024; Zhao, 2025). 
Initiatives include Breaking Barriers Pathways, Evolve programme, Right to Respect, affinity networks, and reverse mentoring. These three areas interconnect: technology adoption requires skilled diverse talent, while DEI boosts retention and innovation.
3. Evaluation of Different Contemporary HR Practices 
Contemporary HR practices are strategic, data-driven, and inclusive. Balfour Beatty can adapt the following:
For Technological Advancement
•  Digital HRM integrated with the data lake for real-time skills-gap analysis and personalised learning (micro-credentials, VR simulations).
•  Agile workforce planning with university partnerships.
•  AI-supported change management and predictive analytics.
Strengths include productivity and safety gains (Rana et al., 2021). Limitations: high costs, digital divide, and privacy issues (Zhang et al., 2023; Deloitte, 2025). 
For Talent Acquisition and Retention
•  Skills-based hiring and proactive sourcing (e.g., Beamery platform).
•  Total rewards, career lattices, wellbeing programmes, stay interviews, and flexible models where feasible.
These enhance engagement in high-pressure environments (CIPD, 2024; Nazir, 2025). 
For DEI
•  Blind recruitment, AI bias-reduction tools, metrics-linked KPIs, targeted pipelines, and supplier diversity.
•  Cultural interventions via training, networks, and mentoring.
Evidence shows improved attraction, retention, and innovation in construction (Suresh et al., 2024; Zhao, 2025). 
Table 1: Comparative Evaluation of Contemporary HR Practices at Balfour Beatty

	Factor
	Practice
	Strengths

	Limitations
	Evidence/Source

	DEI
	AI Bias Tools & Accountability KPIs

	Improved diversity metrics, innovation

	Measurement challenges, superficial compliance

	Suresh et al. (2024); Zhao (2025)


	Technological Advancement

	Skills-based hiring & Total Rewards

	Higher engagement, reduced turnover

	Cultural resistance on sites

	
CIPD (2024); Nazir (2025)


	Talent Acquisition & Retention

	Digital HRM & People Analytics

	Real-time insights, personalised training

	
Cost, digital divide, privacy

	Zhang et al. (2023); Balfour Beatty (2025b)



 


Overall evaluation: Practices are synergistic — digital tools enable personalised talent and DEI interventions. Success depends on cultural alignment and leadership commitment.
4. Critical Evaluation of How Departmental Managers Can Ensure Implementation as a Matter of Urgency 

In Balfour Beatty’s decentralised, project-based structure, departmental and project managers are pivotal for urgent implementation.
Key mechanisms include:
•  Integrating digital upskilling, retention, and DEI targets into personal KPIs and bonuses.
•  Delivering regular toolbox talks, inclusive leadership training, and Right to Respect sessions.
•  Allocating ring-fenced budgets for site-specific training and pilots.
•  Monitoring via monthly local dashboards with escalation to senior leadership.
Critical perspective: Managers’ proximity enables contextual adaptation (e.g., neurodiverse site adjustments), yet project delivery pressures often deprioritise people issues. Over-reliance on metrics risks “tick-box” compliance. Literature highlights persistent tensions between short-term targets and long-term development in construction (Maliha et al., 2025; Deloitte, 2025). 
Success requires senior sponsorship, HR business partner support, quick-win communication (e.g., Copilot case studies), and phased rollouts tied to project milestones to prevent initiative fatigue.
5. Conclusion and Recommendations 
Technological advancement, talent management, and DEI are interconnected strategic imperatives for Balfour Beatty.
Addressing them holistically will enhance productivity, innovation, safety, and competitive advantage in delivering UK infrastructure.
Recommendations:
•  Launch a company-wide Digital & Future Skills Academy module by Q3 2026.
•  Embed DEI, upskilling, and retention KPIs in all managerial scorecards with quarterly reviews.
•  Pilot AI-enhanced blind recruitment across all business units within 12 months.
•  Commission independent annual audits of 2030 D&I targets.
•  Establish cross-functional “People, Digital and Inclusion” forums for knowledge sharing.
•  Deliver mandatory manager capability programmes on inclusive leadership and digital change management.
Urgent, coordinated action supported by HR, executives, and managers will position Balfour Beatty as an industry leader in sustainable and inclusive infrastructure delivery.
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