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Introduction

In today's fast-paced business world, an organisation's success is dependent on its ability to handle workplace change. To stay competitive procedures, strategies, and technology must constantly change (Charan, 2022). Office-based organisations, like Barclays, are complex because internal dynamics and macroenvironmental factors have an impact on workplace culture and capabilities (Spencer, 2014). The present dynamics affecting organisational change will be critically examined in this report, along with ways for successfully guiding stakeholders through difficult transitions and the results of matching corporate culture and skills to a changing environment. This report provides a critical analysis of the current forces affecting organisational change within Barclays, a review of approaches for successfully navigating stakeholders through difficult changes, and a look at the results of matching organisational culture and capabilities with a changing environment. A PESTEL study has been used to examine how Political, Economic, Social, Technical, Environmental, and Legal issues affect workplace culture and competence. A complete SWOT analysis will reveal Barclays' strengths, weaknesses, external opportunities, and threats. Kotter's 8-step model and Lewin's model are used to examine how they might handle emotional reactions and change obstacles. Evidence-based strategies for dealing with resistance, fostering better communication, and adjusting company culture to new circumstances have been examined (Kolios & Read 2013). 

The global financial business Barclays has been selected as the focal point of this research due to one of the partners that the author works for currently within the financial services sector. Barclays is vulnerable to complex and sudden changes brought on by both internal and external factors. The banking industry is changing because of technological changes, regulatory changes, and changing customer expectations (Hill, Jones, & Schilling, 2014). This is the rationale for the author's decision to go with Barclays Bank, a respectable bank with a brick-and-mortar location. This fits with the author's responsibilities as an office employee at a financial company and allows for a thorough investigation of the micro and macro contexts in which the organisation operates. The importance of the corporation needs research into how organisational changes affect Barclays' culture, competencies, and stakeholder interactions.

The author will now define how change is seen in the next section (2.0) and discuss change management then introduce its organisation's current forces for change including the micro and macro analysis.
2.0. Challenges and Importance of Leading Workplace Change Efficiently

First and foremost, Brauns (2015) asserts that change is seen as one of nature's or life's constants, and that successful change within an organisation results in substantial changes in the productivity or performance of the company. Similarly, Waraich and Bhardwaj (2007) refer to change whereby ongoing adjustments that a company or individual makes to address changes in any situation.  In contrast, organisational change, according to (Bennis & Nanus, 2012) is a key characteristic of many organisations. For an organisation to perform better overall, it must become more adaptable to change. Charan (2022) agrees with Brauns and Bennis & Nanus claiming organisations can only endure over time when they adjust to the pace and nature of external change. In addition, an organisation's operations, organisational structure, and leadership style must all be in line with the current but always-changing environment in which it works. Companies must adapt more quickly than ever since the world evolves at a faster rate than before (Charan 2022). The author can completely relate to these discussions, but as a senior employee with some influence over the departmental changes that have had to take place over the past year, it has been seen as challenging to manage workplace transformation. This comes because of having to deal with uncertainties, and interruptions, job security concerns, emotional reactions to change, and the desire to sustain productivity throughout changes complicating the process. Therefore, CIPD (2023) claim that people professionals need to grasp the problems and arm themselves with tools to assist change management projects since the consequences of ineffective change management may be catastrophic and long-lasting. Additionally, Clayton (2021) agrees and claims that change management allows organisations to grasp opportunities, reduce risks, gain a competitive advantage, and encourage flexibility and creativity. In contrast, Thompson & and Martin (2010) contend that poor change management can lead to a reduction in organisational effectiveness, employee engagement, and morale.
For instance, the author's department completely shut down last month because of the banking systems' malfunction, which prevented thousands of clients from going to the showrooms to pick up their vehicles since their loans were not flowing properly. This caused managers and senior managers to get anxious and get full pandemonium, which inevitably had an impact on the department as managers vented their anger on the workforce. This blatantly showed a lack of effective change management, since the company never had a backup strategy, alternative, or other method to employ to transmit money while the problems were being fixed. This suggested that change management procedures needed to be examined and improved so that there would be a backup plan to deal with this if any changes were to occur again.

The report is now going to move into the next section and introduce Barclay's current forces for change.
3.0. 	Current Forces for Change (Micro and Macro Analysis)

The macro environmental elements that impact Barclays are analysed using a PESTEL framework, which considers the political, economic, social, technical, environmental, and legal settings. 









(Freeman, 2010)





3.1. 	Political

Political factors encompass government policies, regulations, and geopolitical events. For Barclays, these factors include regulations on financial services, anti-money laundering laws, and Brexit's implications on cross-border operations. Regulatory changes such as the Dodd-Frank Act in the U.S. and Basel III globally have significant impacts on the banking industry's operations and compliance requirements (Hill, Jones & Schilling, 2014).

3.2. 	Economic

The activities of Barclays are directly impacted by economic variables including interest rates, inflation, and economic growth. For instance, changes in interest rates affect borrowing costs and lending procedures. The 2008 financial crisis brought attention to the need for industry-wide risk management and economic stability (Hryckiewicz & Kozlowski, 2018). In contrast, according to Ross (2023), Barclays has recently announced that all the most recent rises in interest rates on mortgages it is causing them not to give much back on savings. However, recently Barclays has decided to put up the rates on some of its savings accounts by as much as 23pc as opposed to other high street banks.

Assets at Barclays Bank plc. amounted to 1,203.54 billion British pounds in 2022. The expansion rate was 13.35% compared to the prior time (2021). See Appendix A for a chart on the growth of Barclays Bank plc.’s total assets over time.

3.3.  	Social 	

Social factors encompass societal trends, demographics, and cultural shifts. Changing customer preferences, such as the shift towards digital banking and ethical investment, drive Barclays' need to adapt its offerings and customer interactions. The rise of ESG (Environmental, Social, Governance) criteria influences investment decisions and demands greater corporate responsibility. According to Napoletano (2021), ESG stands for environmental, social, and governance, and it refers to a collection of criteria that socially responsible investors use to make investment decisions. These standards consider a company's management and corporate governance practises, as well as how effectively it protects the environment and the communities in which it operates. For instance, the S out of the ESG represents how the business can improve its social impact, both within the company and within the community. Social factors include LGBTQ, equality, and racial diversity in both the executive suite and staff. Additionally, it also looks at how the company can advocate for social good in the wider population (Napoletano 2021). Hank Smith, Head of Investment Strategy at the Haverford Trust Company states “At its core, ESG investing is about influencing positive changes in society by being a better investor” (Ilarionova, 2021).


 3.4. Technological 

Technological advancements shape the finance sector's landscape. The emergence of fintech disruptors, blockchain technology, and artificial intelligence impacts Barclays' operations, customer experiences, and risk management practices. The need for robust cybersecurity measures is paramount in a digital age.

3.5. Legal 

Legal factors encompass regulations, laws, and litigation risks. Compliance with data protection laws (e.g., GDPR), anti-money laundering regulations, and consumer protection laws are critical for Barclays. Legal challenges and penalties resulting from non-compliance can significantly impact the organisation's reputation and financial stability (Kolios & Read, 2013).

3.6. Environmental 

Environmental concerns drive changes in business practices. Barclays must address sustainability issues, aligning its operations with environmental regulations and customer expectations for ethical banking practices. The adoption of green finance initiatives and investments in renewable energy projects showcase the industry's response to these concerns (Bennett & Kottasz, 2012).

4.0. Impact on Workplace Culture and Capability: PESTEL Analysis

The PESTEL examination of macroenvironmental elements has significant effects on organisational capabilities inside Barclays as well as workplace culture. These effects affect the organisation's numerous aspects, including:

4.1. Political and Legal Factors

Compliance Culture: The rigorous regulatory environment necessitates a strong compliance culture. Employees must adhere to legal requirements and operational standards, promoting a culture of accuracy and attention to detail (Jurevicius, 2013). In contrast, Adaptive Capability: Rapid changes in political landscapes, such as Brexit, demand an adaptable workforce capable of navigating uncertainties and swiftly adjusting strategies (Brexit and Uncertainty: Insights from the Decision Maker Panel, 2019).

4.2. Economic Factors

Resilient Culture: Economic volatility requires a culture of resilience and proactive risk management. Employees must be prepared to weather economic downturns while maintaining a focus on long-term growth (Kolios & Read, 2013). Analytical Capability: Economic shifts call for robust analytical capabilities to monitor market trends, assess risks, and make informed financial decisions.

4.3.  Social Factors

Customer-Centric Culture: Evolving customer preferences emphasize a culture that values customer feedback and tailors services to meet their needs. An empathetic and customer-centric culture enhances customer satisfaction. Communication Capability: An organisation-wide capability in effective communication is vital to relay customer feedback, internal changes, and value propositions clearly to various stakeholders.

4.4. Technological Factors

Innovation Culture: The rapid pace of technological change necessitates a culture that values innovation and creativity. Employees need to be empowered to suggest and implement technological solutions (Spencer, 2014). Digital Capability: A technologically competent workforce is essential to navigate digital transformations. Employees should possess the skills to leverage emerging technologies for better service delivery.


4.5.  Environmental Factors

Ethical Culture: Environmental concerns call for an ethical culture that aligns with sustainability goals. Employees should be conscious of the environmental impact of their decisions and advocate for responsible practices. Sustainability Capability: Developing expertise in sustainable finance and eco-friendly operations is crucial to adapt to evolving environmental regulations and societal expectations.
Therefore, Incorporating the insights from this PESTEL analysis suggests that Barclays can cultivate a workplace culture that aligns with the external forces for change, ensuring its capabilities remain relevant and adaptable in a rapidly evolving financial landscape.

The report will now introduce a comprehensive SWOT analysis of Barclays to provide insights into the organisation's internal strengths and weaknesses as well as external opportunities and threats. It will then move into a discussion on the implications for the workplace culture and capabilities. 
5.0.  SWOT Analysis

5.1. Strengths

Global Presence: Barclays boasts a wide international footprint, enabling access to diverse markets and customer segments. Diversified Product Portfolio: The company provides a wide selection of financial services and products to meet the demands of its customers (Jurevicius, 2013). Ultimately, Barclays has a solid reputation and name recognition in the banking sector. In terms of its Investment Banking Prowess: The company's investment banking prowess improves its business and market standing (Hryckiewicz & Kozlowski, 2018).

5.2. Weaknesses

Barclays might have trouble adjusting to emerging technologies owing to its ageing information technology infrastructure, which was built in the 1980s and 1990s.Inefficiencies and slowed decision-making due to the organization's structure's complexity. Barclays might face legal and regulatory concerns due to the strict restrictions governing the financial services sector.

5.3. Opportunities

The rising need for digital banking services presents an opportunity for Barclays to invest in innovative strategies. Emerging Markets: Tapping into emerging markets provides opportunities for growth and market diversification. Fintech Collaborations: Partnering with fintech companies can enable Barclays to leverage technological advancements. Sustainable Finance: The rise of sustainable finance presents an opportunity to align with customer values and regulatory trends (Hill, Jones & Schilling, 2014).

5.4. Threats

Fintech Competition: Increasing competition from fintech startups challenges Barclays' market share and customer loyalty. Regulatory Changes: Frequent changes in financial regulations can disrupt business operations and increase compliance costs (Helms & Nixon, 2010). Additionally, Economic downturns and uncertainties can impact consumer spending and investment decisions. Cyber Security Risks: The reliance on technology exposes Barclays to cybersecurity threats and potential data breaches.
5.5: The Implications for Workplace Culture and Capability

Strengths: The global presence and brand recognition provide a solid foundation for workplace culture by instilling a sense of pride and accountability among employees. The organisation's expertise in investment banking informs capability development in financial services. In contrast, the weaknesses of addressing legacy IT systems and simplifying the organisational structure are imperative to foster an agile and adaptable workplace culture. Developing capabilities to overcome these weaknesses ensures efficient operations and decision-making (Kolios & Read, 2013).
Opportunities: Embracing digital banking and collaborating with fintech startups require a culture of innovation and an emphasis on continuous learning. Building digital literacy capabilities and nurturing an open mindset enhances Barclays' ability to implement opportunities (Helms & Nixon, 2010).  In contrast, the threats of fintech competition necessitate a culture of agility and a proactive approach to innovation. Enhancing cyber security capabilities protects the organisation against threats while maintaining a vigilant and compliant culture is essential to navigate regulatory changes.
Incorporating these insights from the SWOT analysis, Barclays can strategically align its workplace culture and capabilities to capitalise on strengths, mitigate weaknesses, implement opportunities, and mitigate threats in a rapidly evolving financial landscape (Wu & Shen, 2013).

The report will now discuss an analysis of how stakeholders are led through complex change within Barclays.
6: Leading Stakeholders through Complex Change: Stakeholder Analysis for Barclays

These stakeholders, both internal and external, play pivotal roles in influencing the outcomes and the success of the change initiative. In this critical analysis, the report writer will research the identification of these stakeholders, drawing insights and arguments from relevant academic sources and industry reports to create a comprehensive understanding.

6.1. Employees

Employees are often considered the most critical internal stakeholders in any organisation change. Teece (2010) states that Barclays must identify not only the number of employees but also their specific roles, responsibilities, and levels of influence within the organisation. Employees directly affected by the change will include not only those at the operational level but also middle and senior management. 

Identifying the various segments of the employee population is essential. For instance, Thompson and Martin (2010) argue that while operational employees may experience changes in their day-to-day tasks, middle and senior management may be responsible for decision-making and communicating the change across the organisation. Therefore, this suggests that understanding the roles and responsibilities of each employee group would enable Barclays to tailor communication strategies and address specific concerns more effectively across the business.

6.2. Management

Management, including senior leaders and department heads, is another crucial internal stakeholder group. Their roles extend beyond overseeing daily operations; they are also responsible for decision-making, strategic planning, and communication. Wheeler and Hunger (2011) emphasize the need to identify not only the formal hierarchy but also the informal power structures within management.  For instance, it is important to recognise that some middle managers may hold significant sway over their teams and can influence the success or failure of the change initiative. Identifying these informal leaders can help Barclays build a more effective guiding coalition, as suggested by one of the points made by Jurevicius (2013).

6.3. Customers

Customers are key external stakeholders in Barclays' complex workplace change. They rely on Barclays for a range of financial services, and any disruptions or improvements in service delivery directly affect them. Identifying different customer segments is crucial, as their needs and expectations may vary significantly. For example, within the author's place of work, retail customers may have different concerns compared to corporate clients. Mckinsey (2020) points out that understanding customer demographics and behaviours can help Barclays tailor communication strategies. Clerides and Kokas (2015) add that this understanding can also guide the development of new products or services that align with customer preferences.  

6.4. Regulatory Bodies

Regulatory bodies, such as financial regulatory authorities and government agencies such as the Financial Conduct Authority, are external stakeholders with significant influence over Barclays' operations. Identifying the specific regulatory bodies relevant to Barclays is vital. Kolios and Read (2013) emphasize that each regulatory body may have its own set of rules and expectations, and failure to identify them correctly can lead to compliance issues and legal challenges. For example, Barclays Bank, the author's place of work was assessed a £26 million punishment by the Financial Conduct Authority (FCA) in 2020 for failing to treat clients of consumer credit fairly when they fell behind on payments or ran into other financial issues. The business was found guilty of following the correct policies and procedures, failing to have appropriate conversations with their clients to assess correctly and help to understand their reasons for why they were struggling to pay. Barclays as a result provided costly or unsustainable forbearance solutions causing extreme upset to a large proportion of their consumers (Financial Conduct Authority, 2020). 

Therefore, The Financial Conduct Authority disclosed its plans to implement a new Consumer Duty last year, which would significantly enhance how businesses interact with customers. It would establish stricter guidelines for consumer protection across all financial services and mandate that businesses put the needs of their clients first (The FCA’s Consumer Duty Will Lead to a Major Shift in Financial Services, 2022). These new changes will be put into effect to tighten up on a range of situations like the ones outlined above and provide customers more security (see Appendix B for the new obligations that are being enforced). 



6.5. Shareholders

Shareholders, including institutional investors and individual stockholders, hold a financial stake in Barclays. They are interested in the organisation's performance, financial stability, and the potential impact of the change on their investments (Pérez Carrillo, 2007)
Identifying the various types of shareholders and their interests is critical. Jardine et al. (2022) argue that different shareholder groups may have varying investment horizons and risk appetites. Identifying these differences enables Barclays to tailor its communication and engagement strategies to address specific shareholder concerns effectively.

6.6. Trade Unions

Trade unions represent employee interests and negotiate on their behalf during times of change. Identifying the relevant trade unions and understanding their priorities is essential for managing labour relations. Heery et al (2012) suggest that recognising the historical relationship between trade unions and the organization can provide insights into potential areas of cooperation or conflict. Whereas Tanwar (2013) states that actively involving trade unions in the change process can help build trust and reduce resistance.

6.7. Suppliers

Suppliers providing goods and services to Barclays are vital external stakeholders. Changes within Barclays can affect demand for supplier services, potentially impacting suppliers' revenues, and stability (Kaplan & Norton, 2021). Identifying key suppliers and understanding their dependence on Barclays can help assess potential risks and opportunities. Helms and Nixon (2010) argue that open communication with suppliers about the change plans and their potential impact is essential to maintain healthy supplier relationships and mitigate disruptions.

6.8. Community

 The surrounding community, including residents and local businesses, can be external stakeholders influenced by Barclays' practices. Their concerns often revolve around ethical business practices, community development, and environmental sustainability. 
Tanwar (2013) emphasizes the need to identify the specific communities affected by Barclays' operations. Understanding their concerns and priorities can guide Barclays in developing corporate social responsibility initiatives that align with community expectations.
7.0. Stakeholder Prioritisation and Roles

Stakeholder prioritisation depends on factors such as influence and impact. Employees, as primary recipients of change, hold significant influence over the process. Management's leadership is instrumental in driving change, while customer satisfaction impacts Barclays' market position. Regulatory bodies ensure compliance and shareholder sentiment affects financial stability. Trade unions, suppliers, and the community play roles in either facilitating or hindering change acceptance. Collaboration with trade unions can lead to smoother transitions, and effective supplier relationships ensure consistent operations. Positive community relations contribute to a favourable organizational image (Clerides, Delis & Kokas, 2015).
In summary, stakeholders within Barclays' complex workplace change span internal parties like employees and management, as well as external entities like customers, regulatory bodies, shareholders, trade unions, suppliers, and the community. Understanding their roles, interests, and potential impacts is foundational to crafting effective change management strategies that lead to successful implementation. This analysis paves the way for addressing their diverse needs and concerns in the subsequent stages of change leadership.

8.0.  Integration of Prioritisation, Roles, Interests, and Impact

Understanding stakeholders' responsibilities, interests, and possible influence on the company is essential to prioritising them. The priorities, responsibilities, interests, and influence of stakeholders in Barclays' complicated workplace transition will be examined in this critical study, supported by reliable sources.

In transformation, Robson (2015) emphasizes the relevance of employees. Besides implementation, they are change agents. As Spencer (2014) notes, middle managers bridge the gap between top management and the workforce. Meanwhile, Piercy (2012) says employees care about job stability, skill development, and decision-making. Their buy-in or opposition may greatly affect change, not just implementation. According to Kolios and Read (2013), senior executives and middle managers drive change. They make decisions, communicate, and establish the organization's new tone. According to Helms and Nixon (2010), management's interests are closely tied to change implementation and strategy alignment. Their influence is on employee engagement. In contrast, Dhingra et al. (2016) claim that maintaining customer satisfaction and reducing interruptions is essential. The author can agree as most of the questionnaires that the business receives back from their customers state that they are just looking for reliable banking and simple communication. However, the change affects client loyalty, which affects Barclays' market share and reputation (Dhingra et al. 2016). Regulatory bodies, according to Florin (2014) hold a medium to high priority. Their roles involve oversight, rule-setting, and enforcing compliance as discussed in 6.4. 

According to Johnson and Smith (2021), institutional and individual shareholders have medium to high importance. Investment and financial performance monitoring are their duties. Bennett and Kottasz (2012) say their interests are tied to shareholder value and openness. Change outcomes affect stock prices and investor confidence.
Trade unions, emphasized by Dent and Goldberg (2020), have a medium priority. Their roles encompass representing employees' interests and advocating for fair treatment. Davis (2006) highlights their interests in job security and fair treatment. Collaboration with trade unions can mitigate resistance and positively impact change outcomes (Kaplan & Norton, 2021).
Suppliers, identified by Wilson and Taylor (2023) have a low to medium priority. Their roles include providing goods and services essential for Barclays' operations. Rogers and Patel (2023) note their interests in stable demand and clear communication. The impact of change on suppliers can affect procurement processes and supplier relationships.
The surrounding community, as highlighted by Kaplan and Norton (2021), holds a low to medium priority. Their roles involve being indirectly influenced by Barclays' practices. Mitchell (2023) emphasizes their interests in ethical operations, community development, and environmental sustainability. The impact is on Barclays' reputation and its social license to operate within the local community.

9.0.  Applying Change Models to Barclays' Complex Workplace Change 

Change models provide structured frameworks to guide organisations through complex transformations. In the context of Barclay's planned complex workplace change, two prominent models, Kotter's 8-step model and Lewin's model, can be applied to navigate the change process while addressing emotional responses and barriers (Clerides, Delis & Kokas, 2015).

9.1. Kotter's 8-Step Model

Dr. Kotter spent more than 40 years observing innumerable leaders and organisations as they attempted to change or put their ideas into action. The 8 Steps for Leading Change are the results of his identification and extraction of the common success elements (Kotter, 2023). Applying Kotter's model, it is seen to primarily focus on creating a sense of urgency, building a guiding coalition, forming a strategic vision, enlisting a volunteer army, enabling action by removing barriers, generating short-term wins, sustaining acceleration, and anchoring changes in corporate culture.

9.2. Create a Sense of Urgency

Addressing Emotional Responses: Highlight the need for change to create a shared sense of urgency among stakeholders. Acknowledge employees' concerns and uncertainties while emphasizing the potential positive outcomes (Wheeler & Hunger, 2011).

9.3.  Build a Guiding Coalition

Addressing Emotional Responses: Form a diverse coalition to represent different perspectives. Engage employees in decision-making to increase ownership and alleviate anxiety.

9.4. Form a Strategic Vision

Addressing Emotional Responses: Create a clear plan for the change and ask workers for their feedback. Address their feelings by describing a good future and showing that you care about their well-being.

9.5. Enlist a Volunteer Army

Addressing Emotional Responses: Inspire your staff to take part willingly. Recognise their efforts and create an environment where their contributions are valued, reducing resistance (Doz, 2017).

9.6. Enable Action by Removing Barriers

Addressing Emotional Responses: Identify and address emotional barriers by fostering open communication. Empower employees to voice concerns and provide solutions, building trust and reducing resistance.

9.7. Generate Short-Term Wins

Addressing Emotional Responses: Celebrate early successes to boost morale and counteract anxiety. Highlighting progress alleviates the fear of the unknown.

9.8. Sustain Acceleration

Addressing Emotional Responses: Continuously communicate the change's benefits and progress. Consistent messaging reduces uncertainty and anxiety.

9.9. Anchor Changes in Corporate Culture

Addressing Emotional Responses: Embed the change in the organisation's culture. Involve employees in defining new cultural norms, fostering a sense of ownership and reducing emotional resistance.

10.0. Lewin's Model

Lewin's model involves three stages: unfreezing the current state, transitioning to the desired state, and refreezing the new state to make it permanent.

10.1. Unfreezing

Addressing Emotional Responses: Acknowledge employees' emotional responses to change. Provide psychological safety by creating forums for open dialogue about fears and concerns (Thompson & Martin, 2010).

10.2. Transitioning

Addressing Emotional Responses: Support employees' emotional responses through communication, training, and mentoring. Address fears of incompetence by providing resources for skill development (Wu & Shen, 2013).

10.3. Refreezing

Addressing Emotional Responses: Reinforce the new behaviours and practices to make the change permanent. Recognize and celebrate employees' efforts to maintain momentum and reduce emotional resistance.

11.0. Addressing Emotional Responses and Barriers

Both models acknowledge that emotional responses are a natural part of change. Kotter's model emphasizes transparent communication, involvement, and celebration to address emotions positively. Lewin's model recognises the need for providing support and resources during transitions. 

Both models offer strategies to overcome barriers:
Resistance: Kotter's model focuses on building buy-in through coalition building and addressing resistance head-on.
Fear of the Unknown: Lewin's unfreezing stage acknowledges the importance of addressing employees' uncertainties and fears.
Lack of Skills: Both models emphasize training and support to address skill-related barriers.

12.0. Personal View & Evaluation

While both models provide valuable frameworks, they have limitations. Kotter's model may lack granularity in addressing specific emotional responses, potentially requiring additional strategies to cater to unique concerns. Lewin's model may not fully account for the complexity of today's rapidly changing business environments (Robson, 2015). In addressing emotional responses and barriers, organisations should consider a hybrid approach that combines the strengths of both models. Open communication, involvement, training, and recognising employees' efforts are key strategies that can be customised based on the organisation's culture and specific change context.

In conclusion, applying Kotter's 8-step model and Lewin's model to Barclays' complex workplace change offers a structured approach to managing the emotional responses and barriers that can arise. It suggests that by addressing emotional concerns transparently, fostering involvement, and providing support, organisations can increase the likelihood of successful change implementation while promoting a positive emotional experience for stakeholders (CIPD, 2022).

13.0. Addressing Barriers to Change in the Context of Barclays' Complex Change

Implementing complex workplace change in an organisation like Barclays is often met with several barriers that can hinder its successful execution. These barriers can range from employee resistance to inadequate communication strategies (Florin, 2014). Addressing these barriers requires evidence-based strategies that draw upon theoretical concepts and real-world examples to foster effective change management.

13.1. Barriers to Change

13.2. Resistance to Change

Barrier: Employees may resist change due to fear of the unknown, loss of job security, or concerns about their ability to adapt to new processes.
Overcoming Strategy: Employ the concept of participative management, involving employees in the change process. Show them how the change benefits them individually and the organisation. For example: According to Ignatius (2021 During Microsoft's transformation under Satya Nadella, employees were empowered to voice concerns and contribute ideas, fostering buy-in.

13.3. Lack of Communication

Barrier: Insufficient or unclear communication about the change can lead to misinformation, confusion, and reduced trust in the organisation.
Overcoming Strategy: Employ the concept of transparent communication. Provide regular updates, explain the rationale behind the change, and address concerns openly. For instance: Starbucks' decision to close its stores for racial bias training was communicated transparently, leading to public acknowledgement of the issue and the company's commitment to change (Tanwar, 2013).

13.4. Inadequate Leadership Support

Barrier: If leadership is not fully supportive of the change, it can lead to mixed messages, lack of resources, and employee scepticism.
Overcoming Strategy: Apply the concept of transformational leadership. Engage leaders who are passionate about the change, provide clear direction, and actively support employees throughout the process. For example: General Electric's transformation under Jack Welch demonstrated transformational leadership, where Welch inspired a culture of innovation and adaptability (Araoz, 2020).

13.5. Unclear Goals and Objectives

Barrier: Employees may be resistant if the goals and objectives of the change are unclear or poorly defined.
Overcoming Strategy: Utilise the concept of goal-setting theory. Set clear and achievable goals, ensuring they are specific, measurable, achievable, relevant, and time-bound (SMART). For example: Google's Project Oxygen set clear goals for leadership development, leading to improved managerial practices across the organisation (Piercy, 2012).

13.6. Organisational Culture Clash

Barrier: Existing organisational culture may clash with the desired changes, resulting in resistance and conflicting behaviours (Robson, 2015).
Overcoming Strategy: Implement the concept of cultural transformation. Address cultural misalignments by fostering a new culture that supports the change. For instance: Lagace (2019) claims that IBM's transformation under Lou Gerstner involved shifting from a traditional hardware-focused culture to a customer-centric solutions-based culture.

13.7. Lack of Resources and Training

Barrier: Insufficient resources and training can hinder employees' ability to adapt to new processes or technologies.
Overcoming Strategy: Apply the concept of resource allocation. Ensure adequate resources are allocated to training programs that equip employees with the necessary skills. Real-world example: Amazon's expansion into cloud computing involved substantial investments in employee training to adapt to the new technology landscape (Florin, 2014).

14.0. Conclusion

The conclusion is that an organisation's productivity or performance will improve significantly when transformation inside the organisation is effective. It has been determined that change should be regarded as one of nature's or life's constants. Waraich and Bhardwaj (2007) also offered further perspectives on change, which they defined as ongoing adjustments made by an individual or organisation to take account of changes in any situation. The research then examined internal dynamics using a SWOT analysis and macro-environmental components using the PESTEL framework to pinpoint important change drivers, stakeholder goals, and potential obstacles. Lewin's method and the eight-step Kotter model were found to be helpful advice for managing emotional reactions and difficulties. As evidence-based interventions addressed change obstacles, the importance of change management was underlined and included. The study concentrated on the significance of adapting organisational culture and competencies in response to changing conditions. Barclays does business in a variety of changing political, economic, social, technical, environmental, and legal contexts. By using opportunities and averting challenges, firms may grow thanks to the synthesis of culture and knowledge. The coordination between the two factors may be intentionally used to strengthen corporate identity and capabilities.
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Appendix A 

Chart 1 


(The Banks 2023)














Appendix B 

“The Duty will include requirements for firms to: 	end rip-off charges and fees 	make it as easy to switch or cancel products as it was to take them out in the first place 	provide helpful and accessible customer support, not making people wait so long for an answer that they give up 	provide timely and clear information that people can understand about products and services so consumers can make good financial decisions, rather than burying key information in lengthy terms and conditions that few have the time to read 	provide products and services that are right for their customers  	focus on the real and diverse needs of their customers, including those in vulnerable circumstances, at every stage and in each interaction”. 	(The FCA’s Consumer Duty Will Lead to a Major Shift in Financial Services, 2022)	


According to Khan  and Minbashian (2017),  Goleman in popularising EI indicated that  an individual's EI is  not inherently permanent  or developed 
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