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[bookmark: _Toc136879926][bookmark: _Toc136880484][bookmark: _Toc137060338][bookmark: _Toc137113540][bookmark: _Toc137138860][bookmark: _Toc137232844][bookmark: _Toc137481391][bookmark: _Toc138939617][bookmark: _Toc136618620]This study is a critical assessment of the potential contribution of the change management model and leadership dominance to digital transformation at Barclays. Being one of the largest UK financial institutions, Barclays is experiencing the mounting competitive pressure posed by fintech companies, a changing customer demand, and stringent government regulations. The research relies on secondary qualitative research and a literature review to explore the application of the existing models of change including the 8-Step Model by Kotter, the Three-Step Model by Lewin and the 7-S Framework explained by McKinsey to help Barclays transform into a digitally enabled organisation. It turns out that the key to overcoming employee resistance, modernising legacy systems, and ensuring the innovation is integrated into the organisational culture lies in transformational leadership, effective communication, and spending on digital skills. The lack of consistency in the alignment of the middle management and regulatory limitations are persistent challenges. The research provides that the sustainability of digital transformation is dramatically improved with effective leadership and a set of change frameworks and gives the recommendations on how to make the strategic communication, capabilities building, and cross-functional collaboration more robust.
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[bookmark: _Toc198895804][bookmark: _Toc214632619]Chapter 1: Introduction 
[bookmark: _Toc198895805][bookmark: _Toc214632620]1.1 Background and Context
The banks are under pressure to become competitive in the environment where artificial intelligence (AI) is a fact, and the customer is evolving. Barclays is a multinational bank of over 330 years, and one of the key financial institutions that have been capable of handling this change. This on-going transformation trajectory at Barclays is what promises to make the implementation of huge digital initiatives within a highly conservative and regulated sector that difficult (Home.Barclays, 2024).
Digital transformation in banks is more than using technology and will include modifying fundamental culture and structure to adapt business models to existing digital ecosystems. Such transition has numerous issues, such as resistance, operational issues, and uncertainties that are the primary drivers of the necessity to possess an effective change management process and leadership. Such transitions can be handled through models of change management such as Lewin Model of change management, the Three-Stepped Model of change management, Kotter Eight Step Model of change management and McKinsey framework of change 7-S Framework. The success of their implementation heavily depends on the effectiveness of leadership in terms of how the leaders spread the vision, their capacity to push and retain employees as motivated as well as sustain the change process (Bellantuono et al., 2021).
This series of changes in Barclays can serve as a case to examine them. In order to access its clients, the bank has engaged in the heavy investment in digitalisation in the form of mobile banking applications, AI as a customer service tool, cybersecurity investment, and the delivery of data-driven decision-making systems. The process has not been devoid of problems in striking a balance between the innovation and compliance with the regulations, flexibility of the staff, and customer trust have all relied on proper leadership and systematic change programs (Karpik, 2018).
[bookmark: _Toc214632621][bookmark: _Toc198895807]1.2 Problem Statement
Several organisations are presently spending a lot of money on digital technologies but a good number of such organisations fail in successfully implementing strong change management and effective leadership. The fact that both technological and human factors are difficult to manage usually makes it difficult to realise the entire digital potential. The problems are worsened by the volume of operations, regulatory restrictions and customer confidence management in such large financial institutions as Barclays where the implementation of new systems is necessary. The transformation process in Barclays implies significant reorganisation and implementation of the modern digital solutions, in which leaders should strike the right balance between innovation and stability. 
The issue of employee resistance, centrality, and a sense of flexibility are crucial problems to manage by making sure that the digital goals align with organisational culture. The central research question is assessing the effectiveness of the application of the models of change management developed by different specialists in the context of a digital change at Barclays and discussing the leadership role in ensuring the sustainability of a change. The purpose of the study is to reveal the level at which leadership practices enhance the application of structured change frameworks and establish any barriers that could impede the process. Through secondary data analysis and theoretical approaches, the study intends to provide some insights to influence the practical strategies of effective leadership and advance the management of massive-scale digital transformation of financial institutions (Blair, 2024).	
[bookmark: _Toc214632622]1.3 Research Aim 
Digital transformation has been now a strategic requirement of financial organisations. Technology, people, culture and leadership are also important, without which nothing can be achieved. The gap in the current body of research that exists between the theory and the practice based on application of the current models of change in real organisational situations and the dictation of the results by the leadership behaviour is what makes the current study justifiable. The further aim of study is made to analyse the topic properly.
Aim: What is the effectiveness of change management models in enabling digital transformation at Barclays, and what role does leadership play in ensuring their successful implementation?
[bookmark: _Toc214632623]1.4 Research Question 
1. What is the application of change management models at Barclays in the context of digital transformation?
2. What is the role of leadership in facilitating and sustaining change?
3. What are the challenges and barriers to digital transformation in financial services?
4. What are some of the recommendations for leaders managing change in large-scale digital contexts?
[bookmark: _Toc214632624][bookmark: _Toc176516904][bookmark: _Toc198895817]1.5 Research Objectives
1. What is the existing academic literature on change management and leadership effectiveness in banking industry?
2. To analyse Barclays’ digital transformation using secondary data.
3. To evaluate leadership effectiveness in driving transformation at Barclays UK.
4. To propose recommendations for effective change leadership in Barclays.
[bookmark: _Toc214632625]1.6 Significance of the Research
The importance of this project is that it will be able to make contributions to the body of academic knowledge and practice in this area of finance. It also grants some academic worth by integrating the already existing literature on change management into the existing digital change plans with which we could obtain a more accurate idea of how they work in reality. In practice, the study will be beneficial to business leaders and managers interested in implementing technological change effectively as it describes the most appropriate leadership behaviours that can help in the commitment of employees and organisational resiliency. It contributes to the policy and governance frame because it positions leadership practices that can be expected to align within the regulatory compliance requirements, ethical behaviour and sustainability aims are key elements that are needed to drive responsible and sustainable digital transformation in the work of financial institutions (Cameron and Green, 2019).
There are academic and practical contributions of this study. At the academic level, it broadens the field of knowledge about the performance of the traditional change models in the contemporary digital environment. Practically, it teaches new lessons to business leaders and change practitioners operating in the financial services industry to manage complex digital initiatives in a better way. Being one of the earliest banks in the UK to implement mass-based digital innovation, the study of the strategy employed by Barclays can be regarded as a valuable piece of evidence of successful precautions and possible traps during change management.


[bookmark: _Toc214632626]Chapter 2: Literature Review
[bookmark: _Toc214632627]2.1 Introduction
This is a literature review of the connection between change management and leadership effectiveness in spearheading digital transformation in financial institutions, and in this case, Barclays Bank. It reviews major theories, models, and empirical research in order to comprehend the role of leadership strategies, organisational culture, and structured change processes on the successful and sustained transformation initiations.
[bookmark: _Toc214632628]2.2 Main Body
Reviewing change management and leadership effectiveness in banking industry
As per Cameron and Green (2019), Change management can be described as an organised and coordinated process by which organisations can transition to the desired state in future leaving their present condition but with minimal resistance and the involvement of employees. It involves planning, communicating as well as implementing change initiatives to have sustainable organisational performance improvement. Change management is critical in the current rapidly changing business environment, especially in the financial sector, to help in the proper incorporation of technological changes and digital systems into the current structures. It allows companies to react to market forces, consumer anticipations, and technological improvements in a versatile and tactical manner.
Meanwhile Bolden et al. (2023) explained that, leadership on the other hand is the driving force that makes change initiatives succeed or fail. Leaders who are effective do not just express the necessity of change but they also inspire and motivate their employees to work in a new way. Transformational leadership takes a blend of strategic decision making, emotional intelligence and interpersonal skills to establish an atmosphere of trust and common purpose among the employees. Leaders act as change agents and will help to invite the process of acceptance, decrease resistance and sustain momentum in the process of transformation.
According to Alqatawenh (2018), the efficacy of leaders and the effective implementation of changes are always highly correlated. Transformational leaders who inspire vision and enable employees could also prove to be more effective in the attitude of fostering engagement and innovation than transactional leaders who tend to be structurally, authority-focused, and compliance-focused. The transformational leadership also builds a culture in which members feel appreciated and are open to bringing in ideas that will aid in achieving organisational goals.
Meanwhile Mwamba (2023) stated that, it is important to incorporate leadership development into change management strategies hence guaranteeing the success and sustainability of transitions including digital transformations. Such leaders are those who can talk candidly, listen, and behaviourally demonstrate flexibility to move a team through the times of uncertainty. It has been seen that change management is built upon leadership efficiency, which connects strategic goals to the behaviour and performance of employees. This relation is critical in evaluating how organisations, especially those in the financial industry, manage the changes associated with digital transformation.
Change management theories like the Three-Step Model (Unfreeze-Change-Refreeze) of Lewin and the Eight-Step Model of Kotter provide systems to follow the change in the banking industry. As per Burnes (2020), the model by Lewin focuses more on ensuring that an organisation is psychologically ready to embrace change, actualising change, and supporting new behaviours to ensure that change is realized. This aids in the reduction of the resistance of employees in the financial institutions as well as the stability of the financial institution post transformation. But Engmann et al. (2024) stated that, the model by Kotter builds upon this emphasizing the need to create a sense of urgency, develop a guiding coalition, and circulate a shared vision to hold onto momentum. These theoretical models show that leadership behaviour, especially, transformational and participatory, is crucial in the process of motivating the teams and inculcating new digital processes. Banking leaders require both strategic vision and emotional intelligence to help staff by guiding them through turbulence and aligning the cultural preparedness to the change of technology.
Barclays’ digital transformation 
According to Home.barclays (2024), Barclays Bank is known to be one of the most established financial institutions in the world but has been on an extensive digital transformation of its operations in order to increase its operational efficiency, customer experience and competitiveness as a whole. Aware of the high rate of technological changes in the financial services sector, Barclays considered digital innovation as a business requirement, and not an addition. The Bank transformation strategy is focused on the trend of updating old systems, creating high-tech digital products and creating a culture of progression and change within the organisation, the philosophy of the bank so to speak.
As per Home.barclays (2018), the creation of the Barclays Mobile Banking App is one of the most prominent digital projects at Barclays that transformed customer engagement with financial services and helped to access accounts easily and securely. Also, the bank initiated contactless payment, created Rise Innovation Hubs in large cities and partnered with fintech start-ups and experimented with the latest technologies, including block chain, AI, and data analytics. Such actions have given Barclays the image of having become an innovative and customer centred organisation.
Meanwhile Leim and Chorna (2025) explained that, the digital transformation process has also been supported with numerous challenges. The transition to the new models of banking required mass re-training of the staff, redefining and resetting of the corporate culture, as well as workflows. Employees who were concerned about automation and job security, as well as additional complications occurred due to the need to act in accordance with strict financial regulations. The significance of the achievement of the technological innovation, but the ethical responsibility and data protection at the same time, was also of crucial importance.
Mansaray (2019) stated that, leadership has been used to address these challenges. The highest management communicated the vision of being a digital-first bank all the time, which fostered the necessity to be flexible and collaborative. Change was facilitated by efforts of digital literacy, staff empowerment and engagement in communication. The culture of transparency also was introduced by the leadership of Barclays that enabled discussing innovation and change openly.
According to Schwarzmüller et al. (2018), all these are evidenced by the digital transformation at Barclays that knowledge in revolutionising the digital world is not sufficient to foster sustainable growth. It is a successful story about the presence of effective leadership and change management practise processes, which are organised and steer the organisation to operate towards realisation in line with digital objectives and systems, culture and people. The experience of the bank can serve as a good example of how large financial organisations can change with regard to visionary leadership and continuous adaptation.
The change process at Barclays may also be interpreted by referring to the model of change proposed by Kotter, which coincides with the way the bank implemented its digital initiatives. The urgency was first created because leaders realised the competition pressure and increased customer expectations. Salvarli and Kayiskan (2018) explained that, it was led by a guiding coalition of top managers that managed to promote digital transformation, and short-term success, including the implementation of mobile apps, fostered trust among teams. In the same manner, aspects of McKinsey 7-S Framework, namely strategy, systems, and shared values describe why Barclays integrated structural and cultural elements to drive innovation. The effectiveness of leadership was manifested in the promotion of the shared values in collaboration and the digital literacy. These theories emphasize that successful digital transformation should be the combination of the synchronisation of organisational systems and empowerment and the range of communication led by the leadership. Barclays through these models presents a real-life example of how the theoretical concepts of change could be implemented in a practical sense in order to maintain any form of change in a large, regulated financial institution.
Evaluating leadership effectiveness in driving transformation at Barclays
As per Hayat (2024), Leadership efficacy is critical towards defining whether digital transformation efforts in big organisations are successful or not. Good leaders have the capability to define a clear vision, inspire workers and control technological as well as human elements of organisational change. Leadership effectiveness in the digital transformation perspective includes considering strategic foresight and operational flexibility to be aligned to make sure that innovation is in line with organisational objectives and employee capabilities.
Karpik (2018) explained that, in Barclays leadership performance is exhibited in strategic direction and commitment of the top leaders who have been spearheading the digital initiatives in various parts of the world. Leaders have been visionaries to ensure that they have a culture of innovation and facilitators who guide employees through times of uncertainty. Clearly defining the advantages of the digital transformation process and having an open communication line, the leadership of Barclays has managed to ease the opposition to change and instil a feeling of togetherness. The focus on teamwork and inclusion has enabled the employees to feel appreciated and included in the transformation process.
Barclays also requires leaders who are emotionally intelligent, understanding, and flexible. Meanwhile Coronado-Maldonado and Benítez-Márquez (2023) explains that, leaders who listen to employee grievances will express confidence and build resilience through such leaders especially during periods when the organisation is facing uncertainty. Besides, decentralised decision-making enhances leadership effectiveness as employees will become more active and offer ideas. Such participatory practices promote innovation and commitment at all organisational levels.
According to Burnes et al. (2018), some of the indicators that could be used to determine the effects of successful leadership include enhanced employee engagement, the ability to be innovative, and customer satisfaction. The effective implementation of digital banking facilities by Barclays and its ability to remain competitive in the financial industry depict the role of effective leadership in the realisation of transformation goals. There are still some problems, especially with the needed uniformity of communication between global teams and the desire to have all the employees equally advanced in the field of digital adoption.
The successful leadership approach in the transformation of Barclays is an indication of transformational leadership and the 7-S Framework model of McKinsey. Mansaray (2019) stated that, transformational leaders motivate followers to put organisational interests above personal interests through influencing them with vision, intellectual stimulation, and innovation. The leaders of Barclays used this approach by encouraging openness, empathy, and inclusion during the digitalisation process. Meanwhile Demir and Kocaoglu (2019) explained that, the 7-S model solidifies that leadership approach, employee competence and values need to be in line with strategy and systems to support consistency of change. This interrelationship guaranteed that leadership decisions had a proportional impact not only on the strategy implementation but also on the involvement of employees and the improvement of their skills. Barclays realised the synergy between culture and technology by combining both transformational leadership approach and McKinsey holistic approach. Accordingly, theory implies that the effectiveness of leadership in these transformations would be grounded on balancing visionary communication with operational and human integration at all levels of the organisation.
Leadership has played a pivotal role at Barclays in the execution of change management systems, innovation, and in maintaining digital transformation. This has enabled leaders to make sure that the organisation is competitive and strong within a period of technological advancement in an ever-changing world through strategic clarity, empathy, and empowerment.
[bookmark: _Toc214632629]2.3 Synthesis and Research Gap 
The literature review shows that the theoretical basis of change management and change leadership models is solid, but the gap is presented in the combination of the models in the larger financial institutions. Though theories such as Lewin, Kotter and McKinsey 7-S offer a good piece of information, the majority of studies present them separately and fail to address their interplay in digitalising organisations including Barclays. The research available mainly focuses on technical implementation rather than behavioural and cultural conformity of long-term success. Empirical studies have a low likelihood of evaluating the interaction of the effectiveness of leaders with the structured models of change to maintain digital transformation under regulated situations. This paper fills this gap through a critical analysis of how the leadership of Barclays used theoretical change models to overcome organisational resistance, champion employee engagement, and entrench innovation. The connection between leadership behaviour and structured change theories by offering such a relationship makes this study an addition to an overall understanding of successful digital transformation in the banking industry.


[bookmark: _Toc214632630]Chapter 3: Methodology
[bookmark: _Toc214632631]3.1 Introduction 
The chapter describes methodological approach followed to consider the performance of change management models in facilitating digital transformation at Barclays and what leadership can do in this process. Since the research is secondary and qualitative, the chapter details the philosophical position, research design, and the systematic literature review, which was applied to collect and synthesise the relevant evidence. It further elaborates data analysis process, ethical issues, and constraints to guarantee transparency, rigour and academic integrity.
[bookmark: _Toc214632632]3.2 Research philosophy and design 
The study uses interpretivist research philosophy which is suitable in understanding the relationship between leadership behaviours, organisational culture and the change management models in the digital transformation at Barclays. Interpretivism recognises that organisational change is a social construction and needs to understand subjective meaning, interpretation and contextual effects as opposed to quantifying variables. It is this position that allows the researcher to critically read second hand sources and gain more profound insights in regards to the qualitative reports, organisation reports and theoretical debates (Melnikovas, 2018).
Qualitative research design is also adopted, which aligns with the purpose of the study to examine leadership performance and use of change models. A secondary research type is implemented in the study, is solely a desk-based method and is aimed at the analysis of annual reports, regulatory reports, case studies, industry commentaries and peer-reviewed academic publications related to the digital transformation in Barclays. The design enables comprehensive interpretation of the available evidence without participation of any human subjects thus rendering the study to be viable, ethical and suitable in testing the theoretical application in actual organisational settings. The cross-sectional design is based on capturing modern trends up to 2025 (Turhan, 2019).
[bookmark: _Toc214632633]3.3 Systematic literature review process 
[bookmark: _Toc214632634]3.3.1 Search Strategy 
The systematic literature review plan was used to collect factual and recent evidence that is pertinent to the case of the digital transformation at Barclays and the use of change management frameworks. The main database was Google Scholar because it has a wide range of peer-reviewed academic articles, industry reports, and scholarly publications. Search terms were meticulously designed to indicate the research objectives, including variations like; Barclays digital transformation, change management in banking, leadership performance in financial services, Kotter model digital change, Lewin model digital change, and McKinsey 7-S transformation. In order to narrow and refine the search, the use of Boolean operators was helpful. The filtering of results was done based on the period of publication which had to be between 2018 and 2025 to make sure that the review encompassed the latest changes in digital transformation and leadership practices (Mardiana, 2020).
[bookmark: _Toc214632635]3.3.2 Inclusion and Exclusion Criteria 
The literature content in this review was to be directly related to digital transformation, change management models and leadership in big financial institutions, and Barclays in particular. The sources had to be academic publications that were peer-reviewed, a reputable industry report or official organisational publications that were published in English, between 2018 and 2025. Researches that failed to elaborate on the topic of organisational change, leadership behaviours and transformation in a similar corporate context were eliminated. Articles that do not have scholarly merit, materials that have expired dates, and those whose contents only concern sectors that have no relationship with leadership or change management were also filtered so as to ensure the analysis is analytically accurate and the topic is thematically relevant (Jia and Stern, 2025).
[bookmark: _Toc214632636]3.3.3 Study selection and data extraction 
The selection of the study used was done through a systematic screening process. Initial searches have formed a big pool of sources, which was then filtered with the removal of duplicates. Such screening against the inclusion criteria resulted in a narrowed list of the relevant studies in terms of titles and abstracts. Reviews on full text were then appraised to suitability to leave behind a final selection of good academic and corporate sources. To extract the data, a structured template was used to capture the author, year, aim, methodology, theoretical focus, leadership insights, and relevance to the models of digital transformation or changes. This aided the application of consistency in analysis and comparison of the manner in which various studies conceptualized the leadership and change processes (Büchter et al., 2020).
[bookmark: _Toc214632637]3.4 Data analysis and synthesis 
Thematic analysis was used to analyse data obtained during the systematic review as it is a common qualitative research technique that detects the recurring patterns, concepts, and relationships. The information identified in the chosen research was coded on a line-by-line basis in order to generate meaningful concepts associated with leadership efficacy, models of change management, digital transformation and organisational impediments (Lochmiller, 2021). These codes were later broken down into major themes as leadership behaviours, resistance management, cultural alignment, technological capability and how the Kotter, Lewin and McKinsey models were applied on the ground. These themes were connected to the research questions through the synthesis process, which allowed formulating a coherent narrative of the effectiveness of change models and leadership practices in the context of the digital transformation process at Barclays.
[bookmark: _Toc214632638]3.5 Ethical consideration 
Since this research study was secondary, publicly available and scholarly published materials were used. Personal and confidential information were not used. Academic honesty was ensured by citing the material appropriately, and all the materials reviewed were taken in responsible manner according to the institutional ethics (Pietilä et al., 2019).
[bookmark: _Toc214632639]3.6 Limitation 
The use of secondary data to carry out the study also served as a limitation, as it might not be sufficient in the study to bring out internal organisational dynamics within Barclays. Results are based on the reliability and access to published materials and non-English literature may narrow international outlook.


[bookmark: _Toc214632640]Chapter 4: Results and Discussion 
[bookmark: _Toc214632641]4.1 Introduction 
This chapter reflects the major findings which have been gained with the help of the systematic review of the secondary sources that are focused on the digital transformation, model of change management and effectiveness of leadership at Barclays. The chapter is aimed at relating the extracted evidence to the research objective which aims at evaluating the extent to which change management frameworks have been effective in supporting change management at Barclays and the contribution of leadership in facilitating sustainable organisational change. The chapter is structured and divided into three large sections. The results are introduced thematically with the first section on change management and leadership in the banking sector, then on an analysis of the digital transformation path of Barclays and lastly the questions of effectiveness of the leadership. Second, the analysis and interpretation section explicitly answers each of the research questions with a deeper understanding of themes. The discussion section concludes by providing a critical comparison of the findings with Chapter 2 academic literature. This framework promotes clarity, coherence and high level of consistency between previous studies, present evidence and the general goals of the study.
[bookmark: _Toc214632642]4.2 Presentation of findings 
Reviewing change management and leadership effectiveness in banking industry 
The fast pace of technological discontinuity, the growing expectations of customers, and the mounting regulatory demands have put change management in the banking industry under more pressure in recent times. Banks are highly sensitive environments that function in complex risk-prone environments, implying that digital innovation has to be undertaken with structured change processes as opposed to ad-hoc undertakings. The results demonstrate that Kotter 8-Step Model, Lewin Three-Stage Model and McKinsey 7-S Framework models are numerous change management models that are used to facilitate change (Engmann et al., 2024). The models assist banks in generating urgency, aligning organisational systems, resistance minimization as well as cementing long-term cultural change. This structural quality is especially useful in banking where rules and operations dictate that change activities must be sequenced carefully (Demir and Kocaoglu, 2019).
The results also point to the fact that effectiveness of leadership is a conclusive aspect that defines the success or failure of transformation programmes. Higher use of digital tools and processes are always associated with transformational leadership behaviours, including the ability to express a strong vision, employee empowerment, collaboration encouragement and the emotional intelligence (Coronado-Maldonado and Benítez-Márquez, 2023). The leadership has to instill trust and confidence and particularly when there is a technological shift questioning the long established working behaviours. Meanwhile, transactional leadership with its emphasis on rules, surveillance, and task accomplishment have demonstrated a lack of what is needed to enhance innovation or flexibility in the digital setting (Mansaray, 2019).
The exploration of resistance to change is one of the biggest obstacles in the banking business world. The major complaints that employees make are job insecurity, skills gap, and inexperience with new technology. It is implied in the findings that banks, which invest in digital skills programmes, transparent communication, and involvement of the workers, have less resistance and more engagement. Leadership can be used positively to ensure that uncertainty is minimized by setting expectations and reassuring the employees of their roles in the digital ecosystem that continues to change (Hayat, 2024).
The results show that the success of digital transformation in the banking sector is highly affected by the extent to which leadership can use its ability to align human, technological, and organisational factors towards one approach. Some studies point out that the banks that are long term and embrace a learning culture have greater performance in terms of being innovative (Bolden et al., 2023). This supports the notion that leadership should not merely spearhead the process of change in operations, but foster a culture that is constantly evolving to stay in touch with the market and technological changes, to make it resilient to the fast changing industry.
It is also evident that strategic, organisational culture, leadership, technology, and employee competencies should have a close alignment in order to achieve successful transformation. Banking institutions that do not incorporate these aspects tend to find it difficult to maintain digital projects (Schwarzmüller et al., 2018). There is often cultural implacability, top-down systems, and insularity in decision-making processes. Banks that adopt participatory styles of leadership will have a more favourable climate to innovations.
Altogether, the results show that change management model and leadership effectiveness are self-enhancing. The roadmap is given through structure and the motivation and direction through leadership. Banks that want to attain sustainable digital transformation in their ever competitive financial environment should be integrated (Bellantuono et al., 2021).
Barclays’ digital transformation 
Results indicate that Barclays is one of the safest implemented digital transformation programmes in the UK banking sector due to the increasing pace of digitalization of banking and increasing rivalry offered by fintech challengers (Blair, 2024). There is evidence indicating that Barclays had invested heavily in the modernisation of its technological body, legacy, and new digital products facing customers. One of the most popular examples of the bank to attain better customer experience is the mobile banking application that has gained recognition through its user-friendliness and security protocol. Barclays also adopted the application of artificial intelligence in fraud detection, risk analysis and customer service which assisted in streamlining business and increasing the accessibility of services (Home.barclays, 2024).
It was also significant to have internal transformation. Barclays focused on the cultural change by ensuring that digital literacy is spread throughout the organisation. Professional development, digital academies, and training programmes allowed the employees to familiarize themselves with new systems. In its Rise programme, the bank has also formed innovation hubs, which have increased cooperation with fintech start-ups, and internal experimentation. Those efforts demonstrate a vision of Barclays that the sustainable digital transformation will need not only investing in technologies, but also the changes in the organisational mentality (Bellantuono et al., 2021).
The results show that Barclays had serious problems even though the progress was significant. Employee resistance since employees were used to the traditional banking procedures was a challenge to using new technologies (Karpik, 2018). Agile working arrangements and digital workflows necessitated significant behavioural as well as cultural restructuring. The other issue was regulatory compliance. Barclays is one of the largest financial institutions, which is why all the digital tools provided by this company were to be of high quality in terms of the measures against data protection, cybersecurity, and monitoring of the transfer. 
Leadership was a key aspect that contributed to the alleviation of these. The leaders conveyed an effective digital vision, with the long-term advantages of change being stressed. Frequent reviews, consultation with staff and free communication forums were used to address problems and keep the momentum (Cameron and Green, 2019). Augmenting and enhancing investments in ESG reporting technologies and sustainable banking tools also correlated digital transformation with organisational values and societal expectations at large.
In general, the results indicate that the digital transformation at Barclays is a multi-layered process that incorporates elements of technological changes, employee reorientation, strategic management, and cultural re-alignment. The evidence indicates that the bank has, to a considerable extent, succeeded because of its integrated strategy in terms of integrating technology, leadership, and organisational learning. Barclays is constantly developing, which is due to the internal idea of consistent innovation and digital leadership in the financial market (Home.barclays, 2024).
Evaluating leadership effectiveness in driving transformation at Barclays 
The results show that the impact of the effect of leadership has been one of the key drivers of the digital transformation of Barclays. The senior leaders were key to establishing the strategic course, explaining a common vision, and encouraging the team to adopt new digital tools and processes (Bolden et al., 2023). Their regular communication assisted in the minimisation of uncertainty and made certainty known as pertained to the transformation objectives of the organisation. Leaders positioned the digital change as a growth opportunity, increased quality of services, and enhanced operational structures, but not as a threat to current roles or patterns of work (Mansaray, 2019).
Transformational leadership behaviours were especially notable. It promoted cooperation by leaders using cross-functional teams, digital innovation teams, and open communication lines. This strategy aided in dismantling hierarchical boundaries and there developed a culture of shared ownership of digital gains (Burnes et al., 2018). Empathy as a trait of leadership was also shown as the leaders recognized the issues of the employees, supported them through the changes, and promoted moral security. This served to increase the levels of employee engagement and more interest in trying out new technologies (Schwarzmüller et al., 2018).
Another key consideration in the leadership performance was training and capacity development. Barclay’s leaders took the initiative and made huge investments in up skilling their workforce, developing digital literacy initiatives, leadership development opportunities, and knowledge-sharing platforms. Such projects raised the volume of trust in digital systems in employees and reinforced the overcapacity of the organisation to manage change in technology (Bellantuono et al., 2021).
Nevertheless, the results also indicate that the effectiveness of the leadership did not differ throughout the organisational levels. Though the top management was effective in setting the course and moving forward, the responses of the middle-level managers were not as appropriate to the new digital demands. This lack of consistency at times stalled the implementation and led to areas of resistance among some of the teams (Mansaray, 2019). There were communication pitfalls between departments in certain places, which restricted the speed at which culture aligned.
In spite of these problems the overall leadership performance at Barclays is still evident. Leaders ensured they were visible during the transformation process, emphasizing on the need to innovate and also incorporating digital change goals into the organisation wide strategy. It is because their active participation and focus on ongoing learning contributed to keeping them motivated and guaranteed improvements (Hayat, 2024).
The results indicate that the digital transformation at Barclays is an indication of on-going change in the old banking framework to a more dynamic, innovative-oriented operating model. The fact that the bank has been investing on the research, customer insights, as well as technology-driven redesign of processes, is an indication of a forward-looking thinking mind here (Blair, 2024). The development of this suggests that Barclays is trying to not only address the existing digital compulsion but in the future to prepare its operations in a way that is more clever, experimental, and technologically intelligent by pillaging the organisational identity with adaptability, experimentation and technological savvy.
All in all, the change management of leadership at Barclays has played a significant role in designing organisational preparedness, decreasing opposition, and securing success in digital change in the long run (Cameron and Green, 2019). The fact that they have been able to match strategic goals with the cultural, operation and behaviour change, has provided them with a platform to continue innovating. Leadership ensures that the process of embedding digital capabilities and equipping the organisation to future technological development remains at the centre stage.
[bookmark: _Toc214632643]4.3 Analysis and Interpretation 
What is the application of change management models at Barclays in the context of digital transformation? 
Upon reviewing the data, it becomes evident that the digital transformation of Barclays presents the patterns that can be observed and traced in terms of the recognized change management models, which directly refer to Research Question 1. Apparently, successful change in large organisations that have their traditional culture is frequently based on the frameworks that were developed by Kotter, Lewin, and McKinsey (Salvarli and Kayiskan, 2018). When the comparison of these theoretical understandings and the practices recorded at Barclays is made, there is clear thematic alignment. Several secondary sources point at urgency-driven change, which started due to fintech competition as a response of banks in the first stage of Kotter’s change model. The fact that the digital disruption identified by Barclays as one of its strategic priorities corresponds closely to this model and is typical of the banking literature indicates its presence in the literature (Leim and Chorna, 2025).
Further discussion demonstrates that the use of associations with senior executives and teams involved in the digital business by Barclays parallels the focus of alliances by Kotter. It is consistently shown in literature about digital transformation in banking that leadership coalitions are required to address the resistance of hierarchical nature and circulated throughout the discussion that the strategy made by Barclays follows the usual trends. Correspondingly, in the case studies of organisational change in the finance sector, the unfreezing, changing and refreezing stages can be same repeatedly. The practices of staff training, raising awareness and reinforcing the culture used by Barclays are pretty consistent with these steps thus exhibiting thematic consistency with the literature (Karpik, 2018).
Another area of conformity is given by the McKinsey 7-S Framework. The modification of digital transformation is often emphasized to align systems, structure, and skills in literature. These themes are represented by Barclays investing in the digital infrastructure, transforming its agile bodies, and committing to digital competencies (Home.barclays, 2024). This supports the notion that change models are holistically applied to the organisation by Barclays and not an IT-driven project.
Although these consistencies exist, there exist some conflicts in the secondary data. Various researchers emphasize that change models must involve even managerial interaction, but the results reveal that it differs among the departments of Barclays (Mansaray, 2019). This gap indicates that theoretical models take the assumption of cohesiveness which in practical conditions is hard to observe in large and complex financial institutions. A second conflict is between the theoretical advice of quick-wins and the slow speed of regulatory requirements, such as regulatory requirements that are frequently central to the banking-specific literature but are not well represented in general change models.
As highlighted in the findings, Barclays leadership performance is not restricted to communication and capacity building but the promotion of long-term organisational resiliency. Leaders have contributed to establishing a culture in which employees feel empowered to go through change because they champion digital innovation and constant improvement (Hayat, 2024). This empowerment has also led to an increase in the degree of trust and commitment to make sure the transformation is not anchored on the technological advancements but the behavioural and cultural change entrenched so as to extend the digital advancement in the future.
The general suggestion is that the digital transformation of Barclays is not unreflective of the tenets of developed change management models but the reality factors of scale, regulation, and embedded culture are softening the ideal implementation of the models. This demonstrates that, as much as the theoretical models would be an effective source of structure, it is necessary to adapt in practice in controlled financial settings (Cameron and Green, 2019).
What is the role of leadership in facilitating and sustaining change?
The data analysis demonstrates that leadership is a key observer to digital transformation in Barclays and satisfies directly Research Question 2. Throughout the literature, transformational leadership seems an important facilitator of technology-induced change in banking. When contrasting these themes of study and research with facts regarding Barclays, one is able to see that these matters correspond strongly. Articulation of vision, cultural impact, and emotional intelligence are just some of the leadership qualities highlighted by literature in transformational leadership, and the leaders of Barclays portrayed all these qualities through effective digital communication policies and staff engagement campaigns, as well as the promotion of innovative operating cultures (Coronado-Maldonado and Benítez-Márquez, 2023).
The focus on capability development based on leadership is quite a popular tendency in several resources. According to studies, digital readiness of employees is highly associated with the commitment of leaders towards training and development. This theme is reflected by the reality that Barclays has invested extensively in digital literacy programmes. It is found in analysis that the bank leaders embraced practices that have been highly advocated in academic literature and include the establishment of psychologically secure environments, promotion of experimentation, and the constant focus on learning (Mwamba, 2023). 
The importance of distributed leadership is also identified in the literature where top-down communication is not enough in large financial institutions. In this case, there is a paradox between the theory and what Barclays has written. Research studies indicate that middle managers are very important in bridging but secondary data on Barclays shows that there should be consistency in adapting at the middle level (Karpik, 2018). This contradiction demonstrates a disjuncture between the principles of leadership and the reality challenges of reaching convergence in multi-level organisations which are complex.
Additional thematic analysis reveals that cultural change is closely related to leadership achieved in the banking field. Not only peers in literature but also experts underline that digital change demands the move towards more agile, communal cultures and the change of traditional hierarchical norms. These findings are well aligned with initiatives that have been made by the Barclays including cross-functional digital teams and innovation hubs. Reinforcement of innovation-friendly values by leaders is also symptomatic of the ideas also present in the literature on successful digital change.
But a number of gaps can be identified. Other critics within literature criticize transformational leadership as being too based on attractive behaviour, without giving instructions on how to maintain change in the long run (Alqatawenh, 2018). As the case of Barclays demonstrates, to continue with the transformation process, it was necessary to be inspired, but also to provide the infrastructure, including the integration of digital practices into the job roles and processes. This is an indication that the literature can be biased at times in owning up the operational aspect of digital leadership.
In general, the implication is that leadership at Barclays is in line with academic advice and plays a conclusive role in facilitating digital transformation, yet lacks findings in the application of leadership theories in real-life situations, and this is particularly demonstrated by middle management adaptation inconsistencies.
What are the challenges and barriers to digital transformation in financial services? 
The secondary data analysis has shown that there are various similar issues which financial institutions can experience when they are digitally transforming, and they answer the Research Question 3. Themes like staff resistance, aging systems, regulatory pressures, skill gaps and cultural inflexibility recur over the literature. These themes are also close when compared to the evidence found on the subject of Barclays meaning that the barriers of Barclays are an industry wide trend.
The resistance of employees is one of the most prevalent topics in both literature and secondary data on the Barclays Company. Several studies point out to job loss fears, uncertainty of the automation process and not being able to leave behind the routine patterns. The case with Barclays has been no different, with employee’s issues and different degrees of digital preparedness bridging gaps of opposition (Karpik, 2018). This correlation highlights what is quite a common phenomenon: human factors tend to trickle the change even more than the technological constraints.
Another good theme across sources is legacy IT systems. It has been projected in literature that old infrastructure is one of the major barriers to incorporation of new technology. The problems Barclays encountered when revising older systems can be seen in the same light showing how infrastructure constraints impact the pace of and the adaptability of the digital adoption (Salvarli and Kayiskan, 2018). 
Another manifestation of regulatory barriers in the literature is also present. Data protection, cybersecurity, and compliance are very strict requirements that hinder the implementation of digital business and limit experimentation. This is affirmed by the secondary data of Barclays which reveals the problems with regulatory review cycles causing difficulties with adoption schedules (Leim and Chorna, 2025). This finds a conflict between general literature on digital transformation that tends to encourage haste in innovation- and banking-specific needs that demand system stability rather than expediency.
Another barrier that is well known is skill gaps. In literature, it has been stressed that digital transformation demands up skilling and this theme is highly evident in how Barclays has invested in digital literacy programmes (Hayat, 2024). The secondary information reveals that skills development is a process that requires time and there is lack of alignment between the theoretical assumptions regarding workforce preparedness and the reality of organisations.
The last important barrier is the cultural barriers. It is repeatedly stated in the studies that hierarchical structures and risk-averse attitudes are one of the key barriers. The official attempts of Barclays to promote agility and teamwork emphasize the complexity of the transformation of entrenched culture.
The general implication is obvious; the systemic, interconnected pressures experienced by financial institutions cannot be solved simply by technological investment. With the help of the analysis, it can be seen that the digital transformation is confined by the complex of human, structural, and regulatory factors. In the case of Barclays, a combination of effective leaders, continuing upskilling, and comprehensive change management strategies acknowledging and addressing such industry-specific obstacles are the success factors.
[bookmark: _Toc214632644]4.4 Discussion 
The analysis and its findings all indicate that there is a strong connection between the already developed theoretical frameworks and the implementation of digital transformation in reality at Barclays. The literature has continuously underlined that the key to transforming the financial services successfully includes a systematic method of change, and a leadership with an ability to inspire employees, harmonise organisation systems and continue the pace. The case study of Barclays is very much indicative of such scholarly understandings and shows how theory can actually be converted to practice in a large and regulated business entity in financial services.
This is especially aligned to the 8-Step Model introduced by Kotter. The body of literature states that a sense of urgency and effective coalitions in leadership are the keys to change implementation, and Barclays exhibited both of those across the board by becoming aware of the threat of fintech companies at the beginning of their competitive engagement. The organisation created cross-functional digital and groups on top leaderships that were a guiding coalition like Kotter mentioned. Likewise, the focus on effective communication, vision development and the establishment of short-term wins is evident in the organised digital roadmap and communication plans of Barclays, which supports the notion that transformational change needs to be planned with engagement and not a single technological upgrade.
It is also possible to observe the Three-Stage Model which has been developed by Lewin. According to academic sources, unfreezing stage entails preparing employees to new behaviours by creating awareness and communicating. This preparation stage is evident in the digital literacy programmes, staff consultations, and transparent communication at Barclays. Change and refreeze phases can also be seen in the implementation of new technologies, agile practices, and integrating digital processes into the day-to-day work processes. This proves that preparation of culture and behavioural reinforcements are as significant as technical aspects of change.
The results also align the McKinsey 7-S Framework that focuses on alignment in terms of strategy, structure, systems, skills, staff, style, and shared values. The attempts of Barclays to align the organisational culture with the new digital systems are in line with this holistic approach. The literature continues to argue that digital transformation can never work when the technological investment rate is many times the cultural and skills development rate and Barclays gives an integrated approach which translates this principle.
The importance of Leadership becomes very critical in both the literature and findings. As demonstrated in numerous scholarly research works, transformational leadership, which entails having a vision, empathy, empowerment, and flexibility, is fundamental in influencing employee attitudes. The top management of Barclays exhibited these behaviours which supports the close correlation between change success and leadership effectiveness. 
n spite of these alignments, there are areas of tension as well as limitation that are brought into the fore through the findings. Some scholarly criticisms indicate that models of change tend to assume that there is a homogenous organisational involvement, which is not the case at Barclays, as inconsistency was more evident at the middle level of management, and this was the point of resistance. This proves the argument in literature that the implementation issues, rather than strategic design, are the most threat to transformation. The limitation to the legacy systems and regulation, which the literature indicates as the peculiarities in the financial services domain was also a leading challenge to Barclays.
[bookmark: _Toc214632645]4.5 Conclusion 
The chapter has clearly outlined the role played by change management frameworks and effectiveness in leadership towards the digital transformation of Barclays. The results indicate that the theoretical concepts are highly aligned with organisational practice, as Barclays relies on the key fundamental principles described by Kotter, Lewin, and McKinsey 7-S Framework in order to steer cultural, structural, and operational change. It was found that transformational leadership was a key facilitator that propelled the vision clarity, employee involvement and organisational preparedness and aided in eliminating resistance to a minimum. The challenges that were found to persist in the analysis include legacy systems, regulatory barriers, skills gap and cultural inertia, which reflect the problems encountered in the whole of the financial industry. Regardless of all these challenges, the case of Barclays proves that by merging well-designed change paradigms with proper leadership behaviours, it becomes possible to establish a strong ground exposing to long-term digital advances. All in all, this chapter emphasizes the importance of alignment of people, processes and technology as the key to successful digital transformation as it offers the guidance needed in the recommendations in the last chapter and the general conclusion.
[bookmark: _Toc214632646]Chapter 5: Recommendations, Conclusion and Limitation
[bookmark: _Toc214632647]5.1 Introduction 
The chapter contains some real-world suggestions based on the findings and analysis of the digital transformation of Barclays. It also gives a conclusion of the study and explains the main limitations that were attached to the research. A combination of these factors leads to the realization of the role leadership and change management can play in enhancing the implementation of massive digital transformation.
[bookmark: _Toc214632648]5.2 Recommendations 
[bookmark: _Toc214632649]5.2.1 Recommendation for Senior Leadership
Recommendation 1: Strengthening Middle-Management Alignment
The outcomes revealed that inconsistencies at the level of the middle-management undermined the general development of digital transformation at Barclays. The top leadership should thus focus on enhancing a greater congruence between the middle managers because it is their duty to change the strategic decisions into the everyday operational behaviours. Creation of high level leadership capability programmes that target the digital awareness, effectiveness of communication and team direction during change will help to make certain that middle managers will be more ready to assist with the initiatives defining the change. Through establishing a more robust and unified managerial support, Barclays can further cement the principles of the guiding coalition enabled by Kotter and make the change that the refreezing stage spearheaded by Lewin be more sustainable than short-lived by having all departments on board (Henderikx and Stoffers, 2025).
Recommendation 2: Enhancing Strategic Communication
The results also showed communication gap existing within the organisation. The top managers ought to implement a tighter communication system where they report on a regular basis about transformation efforts and progress made. It will assist in strengthening the organisational clarity, de-uncertainties and keep up the common vision necessary to adapt the organisation digitally over the long term. Improved messaging will guarantee that the employees of all ranks are aware of the purpose, advantages, and anticipations related to digital transformation (Olaniyi et al., 2024).
[bookmark: _Toc214632650]5.2.2 Recommendation for HR and Training Teams
Recommendation 1: Expanding Workforce Digital Capability
The high number of skills gaps shows that Barclays should increase its digital upskilling plan. The HR and training departments must introduce the employee to continuous learning programmes that help them to gain enthusiasm in new technologies and operations. These programmes are supposed to be incorporated into performance development programmes so as to make sure that digital capability is internalised in the organisational culture. Developing skills will overcome resistance and enable the employees to have a smooth transition to technological change (Alrasheedi et al., 2022).
Recommendation 2: Embedding a Culture of Innovation and Agility
The research findings highlight that cultural transformation is the core of supporting the digital change. HR must then strengthen the culture of teamwork, testing, and taking initiative to solve a problem. This involves integrating agile principles into training, encouraging innovation-oriented behaviours and rewarding those employees who have been flexible. This cultural reinforcement is consistent with the McKinsey 7-S factors of shared values, skills, and staff that ensure the organisation is futuristic (Goncalves et al., 2020).
[bookmark: _Toc214632651]5.2.3 Recommendation for Technology and Transformation Teams
Recommendation 1: Modernising legacy systems through a phased approach
Obstacles of technology particularly the legacy component are still hampering development. In this regard, the Barclays bank ought to initiate a gradual modernisation process focusing on high-impact systems. This minimizes the operational risk and digital upgrades move forward with a steady advance. Technology, risk and compliance departments will need to work closely in ensuring system upgrades are done in line with regulatory requirements and do not slow transformation (Ogunwole et al., 2023).
Recommendation 2: Strengthening cross-functional coordination
The results point to the fact that there are delays in the case of disjointed co-ordination. The advertisement of the technologies, compliance, and operations teams will have a cross-functional approach that will simplify the decision-making process, so the digital solutions will be incorporated faster and more cohesively. Enhanced flexibility will allow Barclays to balance innovation with operational and regulatory demands, which will help to achieve success in long-term transformation (Ahmad et al., 2023).
[bookmark: _Toc214632652]5.3 Conclusion
The study has evaluated how change management models can facilitate digital change at Barclays and the imperativeness of leadership that contributes to leadership in sustaining organisational change. The findings show that Barclays has used some of the main concepts of Kotters 8- Step Model, Lewins Three stage model and McKinseys 7-S Framework to administer its transformation in a strategic and systematic manner. The decisive factor influencing the preparation of the organisation, the conveyed vision, and the creation of the organisational culture that supports innovation, teamwork, and the constant learning process were leadership.
The analysis also indicated that although Barclays realized a great breakthrough, certain issues like resistance, legacy systems, regulatory restrictions and inconsistency in the middle management influenced the transformation process. Such results are in line with the general trends of the industry and indicate the socio-technical nature of digital transformation in the financial industry.
The study advances academic knowledge by providing support to the fact that structured change frameworks are interdependent with effective leadership behaviours. Technology alone does not facilitate successful transformation but rather it is a combination of the alignment of strategy, systems, people and culture. 
To conclude, the paper confirms that digital transformation is a process that takes time and needs a long-lasting commitment of leadership, organisational flexibility, and the effective use of change management models. This knowledge will be helpful in future practice and contributes to the further attempts to enhance digital capability in the sphere of financial services.
[bookmark: _Toc214632653]5.4 Research Limitation 
The main weakness of the study is the fact that the data used is entirely secondary; hence, it is not able to access internal organisational information, but the information that is available publicly. Primary data, including interviews with staff members or managers at Barclays, are lacking, which restricts the insights about lived experiences of digital transformation. The research relied on published materials, which might be biased and prone to less reportage by organisations or authors. The emphasis on the English-language publications could have omitted the pertinent international viewpoints. The results do not represent the setting within which Barclay’s functions, and the findings cannot be easily generalised to smaller institutions or those that are less regulated.
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