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[bookmark: _Toc237011860]1. Introduction
Human resource management is a pivotal role in human resource development, team management and ensuring business sustainability. Technology has been making a difference and remodelling the banking sector in change – making diversity and inclusion a top priority and attracting competitive talent. One of the big financial institutions in United Kingdom that operates in a highly competitive and techno literate world is Barclays PLC. Thus, it is important the organisation consistently has good HR practices around their employee to provide them with the tools, incentive and setting to help confirm the organisational objective. There are three current HR challenges which Barclays is facing: Technology, Talent Acquisition & Retention and Diversity, Equity & Inclusion (DEI). It assesses suitable HR practices and takes consideration of the way in which the departmental manager can carry these out.
[bookmark: _Toc237011861]2. Key Contemporary HR Challenges at Barclays PLC
[bookmark: _Toc237011862]Technological Advancement
Technology is transforming the banking industry through digital banking, automation, artificial intelligence, data analytics and other emerging technologies. Technology for Barclays, could be a better means of improving the service, efficiency and decision-making capabilities of their customers. It also brings huge HR issues as employees must also have new technical and digital competencies at all times (Kutaula et al., 2026).
Some of the basic administrative duties can be automated, while there are others like data analysis, cybersecurity, digital technologies and Artificial Intelligence (AI) that will experience increased demand for employees (Luthia, 2023). It can confuse employees on the changes that technology will bring to their jobs and establish a workplace that can make workers feel they are left out. This might contribute to a lesser employee involvement and morale, in the event that the uncertainty is not addressed correctly.
Technological change is therefore a business-as-usual issue for Barclays – but also a people management issue as well. HR planning needs to foresee future skill requirements and match these with existing skills and capacities. Depending on this, custom training & development should be designed and carried out for the employees. Effective management systems may also help managers determine what areas a worker needs to improve upon and create objectives for this job growth. The real issue is to have a human investment on a par with the technological one.
[bookmark: _Toc237011863]Talent Acquisition and Retention
Acquiring and keeping top talent is one of Barclays' challenges. Highly skilled employees may be drawn to the financial services industry by competition from technology firms, fintech firms and other financial institutions (Jaworek and Stuss, 2025). Staff who possess technological skills and knowledge, have strong background knowledge in finance, risk management, cybersecurity and data are instrumental assets for staff.
A failure to provide opportunities for employees to advance or feel managed in their jobs will result in their departure, as will poor management and job satisfaction. As a result, wherever possible, Barclays should be delivering a value proposition to employees that is sufficiently attractive to offer rewards and learning opportunities commensurate with the other attractive options on the market, growth, flexible working and a positive culture that befits such a large corporation (Hennekam et al., 2026).
Additional traits linked to effective performance administration are other worker retention. Provide frequent feedback, recognize employees' achievements and inform persons about the work done collaboratively to achieve the organization's goals. Effective ongoing employee training programs can engender loyalty and encourage talented employees to seek career advancement within the organization.
[bookmark: _Toc237011864]Diversity, Equity and Inclusion
Organisations are increasingly operating in a complex and diverse world and it is increasingly important to have DEI in place. The prediction of areas where effective DEI practice can support was identified by Barclays (2024) as TEO and innovation in the workplace. Barclays believe that good DEI practice can support their overall employee engagement and innovation, the organization's reputation and access to opportunities, all while maintaining fairness in the organization (Pradhan et al, 2026). A diverse team of people with different experiences and points of view, can provide value in the decision-making process, for a financial services organization involving customers.
Diversity cannot be put into place with recruitment targets. It's also important that staff also experience a workplace that is inclusive, where people are respected, treated fairly and have opportunities for career development. Equality should also be observed in relation to recruiting and selection, performance management and promotion, development and succession planning of existing leaders and staff- in the case of Barclays.
Managers need to be a key stakeholder in fostering inclusion as their experience of the culture through the people who they interact with, including managers, plays a strong and pivotal role in shaping how they feel. Bad management practises, lack of awareness of cultural differences or unequal opportunity to develop could hinder formal DEI polices.
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In response to these challenges, Barclays can employ some of the modern HR practices to have options. One of the strategies that must be adopted is the digital HR system and workforce analytics. HR analytics can assist managers to recognise patterns in the workforce, lack of key skills, employee turnaround and talent development. This can help organisation's workforce planning and enable Barclays to base their HR decisions on evidence. However, when there is too much data, then there is a problem – it can prevent that awareness of the context of each employee moving through the work. (Rugg-Gunn 2023) That wouldn't be workforce analytics replacing managers' decision making; it would be allowing the information of workforce analytics to complete the managers' decision making.
SWP is also relevant because it's crucial for Barclays to be well equipped with the appropriate skills in the future to run its banking operations. Reskilling and upskilling of the current workforce could help the organisation to build up its workforce internally instead of investing in external recruitment. This can help to reduce skills gaps, and improve employee engagement (Lawton et al, 2024). Financial investment and time into employees are also required in training programmes and not all employees will work as quickly with new technology.
Employee Engagement and Retention strategies can also be put in place to further improve the Barclays' workforce. Employees can have a better sense of being dedicated when their communication, recognition, career development and flexible working conditions are in place, as are positive management practices. Hence, frequent dialogue with employees about their aims and growth is recommended for managers, instead of letting it come at the end of an employee's performance reviewing time (Gaviyau and Godi, 2025). However, retention measures should be applied throughout with consistency as employees could feel singled out if the opportunities are only given to a specific group.
There is inclusive recruitment, as well. Fair employment practices allow Barclays to recruit a more diverse population of people who could fit the job, via a structured selection criterion. These practices can be used to reduce the likelihood of a bias in recruitment process. However, if employees do not receive equal opportunities to be promoted or there is a bad work atmosphere, the benefits will be negligible if there is no inclusive hiring. Thus, any action towards DEI should be a journey that is integrated into the employee lifecycle.
Essential as well is leadership development. Training Management on Inclusive Leadership Concepts, Communication Concept, Employee Development Concept, dealing with technological changes (Chindasombatcharoen, 2026).
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The truth is that one of the biggest challenges that Barclays is facing is due to the fact that technology is advancing at a rapid pace, and there are an increasing number of talent shortages along with the immense need for diversity, equity and inclusion (DEI). Here are challenges that have a direct impact on employee engagement, organizational sustainability and overall business performance. The digital transformation of the banking industry makes it crucial that Barclays' people have the skills, flexibility and passion on their own to stay competitive in an ever-changing business landscape. Meanwhile, the financial services sector has been virtually raiding talent, going to great lengths to recruit and retain top talent, since the go/no-go decision was made to plug skill gaps. Meanwhile, with a fierce race on talent, it is more challenging for financial services companies to attract and retain top talent in order to fill the skill gaps.
In tandem, some of their challenges may be addressed with improved Digital HR tools, through innovative technology that will facilitate HR processes and give the employee experience a whole new dimension. Workforce data can be aggregated into a work truism (also called workforce analytics) that can be used to inform and guide intuitive decision making which can result in more valuable information on employee performance, engagement, turnover and planned workforce needs. The following table (Table 20: HR restructuring) offers a similar outlook to strategic workforce planning on the potential for variation in skills requirements over the next 5 years in terms of variety, complexity, and the number of the required professions, trades and occupations.
Continually advancing the skills of employees should stay a priority. Educational programs, refresher training on how to access digital technologies, leadership training, and career development initiatives will impart new skills to staff and help to reduce turnover as technology advances, while also keeping those crews more satisfied. Moreover, topped by Barclays Investment in Inclusive Recruitment and Leadership development programmes to support diverse, Equity and Inclusion in all layers of the organization, Barclays should continue on its good practice of supporting diversity, equity and inclusion. There are some individuals who are more inclined to think of innovative ideas; which helps in making better decisions and also the bank becomes high valued among the bank customers, shareholders etc.
But, just implementing these HR programmes is not enough. It's a matter of leadership and team in order to be successful. Business targets should not be the sole focus of the manager and they should also take on the role of supporting the wellbeing of any members of their staff and coaching them, consistently giving feedback and fostering opportunities for their professional development. There should be regular performance monitoring and targeted performance conversations which should be used to branch strengths, challenge areas for development and incentive for performance. It's a mix of the two and it works to foster trust with employees, and motivation and commitment.
[bookmark: _Toc237011867]5. Recommendations
Firstly, Barclays needs to implement regular reskilling training initiatives for its staff in digital skills to combat technological advancement and ease concerns about automation. Second, there should be a proactive continuous effort in the direction of anticipating future skill requirements and creating in-house skills "cupboards" or skill bands (Pradhan et al., 2026). Thirdly Barclays must provide opportunities for individual progression, mentoring, recognition and career development, to increase the number of employees staying on. Finally, it is essential for managers to have clear DEI goals and measurable results to ensure inclusion becomes part of the recruitment, performance management and promotion process.


[bookmark: _Toc237011868]6. Conclusion
HR is one of Barclays's biggest challenges due to technological innovation, a talent shortage and the importance of DEI. These difficulties could directly impact staff engagement, future sustainability of the organization and its overall performance. Meaningful Solutions that can be provided by Digital HR, the workforce analytics, strategic workforce planning, employee development and inclusive recruitment and leadership development. However, effective management is key to good HR management. As a result, Barclays should be less inclined to combine being good managers with developing their staff along with regular tracking of employees' performance. A people centric approach to Technological and Organisational Change will give Barclays the opportunity to build capable, engaged and diverse teams to maintain a successful business.
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