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Abstract

This report critically evaluates how internal and external business environments influence
Human Resource Management (HRM) and Talent Management (TM) at Barclays Bank UK.
By integrating strategic HR theories and models such as the Resource-Based View (RBV),
Ulrich’s HR model, and the AMO framework, the analysis provides insights into how
Barclays strategically aligns its HR practices with evolving environmental pressures. It
examines the role of HRM in supporting digital transformation, regulatory compliance, and
organisational culture amidst changing political, technological and economic conditions.
The report includes expanded case studies and analysis of Barclays’ post-pandemic hybrid
model and digital talent strategies. It concludes that proactive, data-driven HR leadership
is crucial to sustaining competitive advantage in the modern banking sector.

Executive Summary

The report explores the influence of internal and external business environments on Human
Resource Management (HRM) and Talent Management (TM) practices at Barclays Bank UK.

Through the lens of strategic HRM models and current industry thinking, it provides a
critical evaluation of Barclays' approach to workforce planning, learning and development,
employee engagement, and change management. External challenges such as post-Brexit
regulation, hybrid work culture, and Al adoption are analysed alongside internal factors
such as organisational culture and strategic leadership. Barclays' HR strategy is found to
reflect a blend of traditional compliance functions and future-focused talent initiatives. The
report offers evidence of how HR policies are leveraged for competitive advantage and
concludes by emphasising the strategic importance of agility and innovation in HR
leadership.

The report explores how Barclays Bank UK strategically aligns its HR and Talent
Management practices with internal capabilities and external market forces. From digital
transformation and hybrid working to DEIl and employer branding, HR has evolved into a
value-adding function embedded within the bank’s leadership structure. The use of
strategic models such as the RBV, Ulrich’s framework, and AMO theory demonstrates how
Barclays leverages its people strategy for competitive advantage.

As business environments become increasingly uncertain, the capacity of HR to act with
agility, foresight, and inclusiveness will define organisational success. Barclays’ journey
exemplifies the transformative role of HR in banking and offers a model for adaptive,
resilient people leadership
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1. Introduction

Human Resource Management (HRM) has evolved from a transactional support function to
a strategic cornerstone for organisational success. In the banking sector, characterised by
high volatility, rapid digitalisation, and shifting regulatory frameworks, effective HRM
ensures not only operational continuity but also long-term competitiveness. Talent
Management (TM), a critical subset of HRM, focuses on attracting, developing, retaining,
and deploying employees to meet current and future organisational goals (Collings et al.,
2019).

This report aims to critically analyse how internal and external environmental factors
influence the HRM and TM strategies of Barclays Bank UK. The discussion is grounded in
relevant theories, including the Resource-Based View (RBV), Ulrich’s HR Model, and the
AMO framework, and supported by industry data, case studies, and academic literature.
The objective is to understand how HR contributes to value creation in a dynamic financial
environment.

2. Organisational Context: Barclays Bank UK

Barclays Bank UK is a major subsidiary of Barclays PLC, serving over 24 million customers
and employing more than 80,000 individuals globally (Barclays, 2023). Operating in a highly
regulated environment, Barclays provides personal, corporate, and investment banking
services. The organisation has undergone significant structural changes in recent years,
focusing on digital transformation, sustainability, and customer-centric strategies.

HRM at Barclays is central to managing this transformation. The HR division is responsible
for driving inclusion, learning and development, and leadership alignment, while ensuring
compliance with labour laws and ethical standards. It acts as a strategic partnerin
achieving business goals, especially in areas such as hybrid working, employee wellbeing,
and digital skills development (Ulrich, 2022).

3. External Environment and HRM Impact

The external environment in which Barclays operates is multifaceted and rapidly changing.
These dynamics shape HR strategy and people management decisions, requiring a
proactive and adaptive approach. A structured PESTEL analysis offers a robust lens to
examine the externalinfluences on Barclays' HRM and TM practices.



3.1 PESTEL Analysis

- Political: The UK’s post-Brexit labour market and financial regulations have impacted
talent mobility and cross-border recruitment. Barclays has had to revise its compliance
structures and align HR strategies with new UK-EU frameworks (CIPD, 2021).

- Economic: Inflation, interest rate fluctuations, and global economic slowdowns directly
influence hiring budgets, workforce restructuring, and compensation strategies. The 2008
financial crisis and COVID-19 pandemic tested Barclays' workforce resilience (OECD,
2023).

- Social: Demographic changes and employee expectations around flexibility, inclusion,
and well-being have pressured Barclays to adopt hybrid working models and strengthen its
DEI (Diversity, Equity, and Inclusion) initiatives (Barclays, 2023).

- Technological: The rise of FinTech, Al, and automation is reshaping the skills required in
banking. Barclays has invested in reskilling, cybersecurity awareness, and digital
leadership as part of its HRM transformation (Ulrich, 2022).

- Environmental: With rising ESG regulations and expectations from various stakeholders;
Barclays has embedded sustainability into HR initiatives, including green job creation,
carbon literacy training, and ethical leadership development.

- Legal: Compliance with employment laws such as GDPR, the Equality Act 2010, and FCA
requirements informs all Barclays HR policies. The bank has also prioritised transparency
in pay structures and grievance handling (ACAS, 2020).

3.2 Regulatory and Economic Shifts

Barclays operates under the scrutiny of regulatory bodies including the Financial Conduct
Authority (FCA) and Prudential Regulation Authority (PRA). Post-2008 reforms and more
recent post-Brexit financial governance have reinforced risk mitigation and workforce
accountability. HR’s role in ensuring regulatory compliance through employee training and
conduct monitoring is crucial (FCA, 2022).

Additionally, macroeconomic trends such as the Great Resignation and talent shortages
have compelled Barclays to innovate in reward systems, enhance employer branding, and
leverage data analytics to predict workforce attrition risks (Mercer, 2023).



3.3 Technology, Al and Automation

Al and machine learning are transforming Barclays’ operations and, consequently, its HR
function. The introduction of Al tools in candidate screening, customer service bots, and
algorithmic performance metrics requires HR to address concerns of transparency, bias,
and ethics (CIPD, 2022).Tech tools and Al are not humans that can apply some level of
flexibility and empathy, there is risk of bias depending on how the Al algorithms are set.

Barclays’ HR leaders have adopted a human-centric approach, combining technology with
empathy to build trust, especially in change management and leadership development.
This aligns with recommendations from McKinsey on creating agile, tech-integrated HR
systems (McKinsey, 2023).

4. Internal Environment and HRM Dynamics

The internal environment of Barclays reflects its global structure, strategic ambitions, and
corporate culture. HRM plays an integral role in aligning people strategy with internal
change processes and business performance.

4.1 Organisational Culture and Structure

Barclays employs a matrix structure combining centralised leadership with decentralised
business units. This structure necessitates effective communication, cross-functional
collaboration, and talent mobility across borders (Barclays, 2023). HR must coordinate
development frameworks that operate across cultural and geographical boundaries.

The organisation promotes a high-performance, ethical culture grounded in its five core
values: Respect, Integrity, Service, Excellence, and Stewardship. HR initiatives are
designed to reinforce these values through structured onboarding, ethics training, and
performance appraisals aligned to behavioural expectations (Barclays, 2023).

4.2 Strategic Vision and HR Alignment

Barclays’ strategic priorities include digital innovation, customer-centricity, sustainability,
and inclusive leadership. HR strategies are directly linked to these ambitions, with talent
pipelines and succession planning focused on building future-ready capabilities (Charan et
al., 2015).

By integrating HR into executive decision-making through structures such as the G3
framework (CEO, CFO, CHRO), Barclays positions HR as a co-architect of organisational
transformation. This elevates HR’s influence in shaping long-term growth, risk culture, and
governance (HBR, 2015).



5. Strategic HRM and Talent Management
Approaches

Barclays adopts a strategically aligned HRM model that balances compliance and
operational support with people-focused innovation. Several strategic HR theories guide its
approach.

5.1 Resource-Based View and Competitive Advantage

The Resource-Based View (RBV) posits that organisations gain sustained competitive
advantage from unique internal capabilities that are valuable, rare, inimitable, and non-
substitutable. Barclays treats its talent, leadership capital, and organisational culture as
core resources.

Investments in internal career mobility, reskilling, and engagement platforms (e.g., Barclays
Learning Lab) exemplify how Barclays enhances its human capital advantage. This aligns
with studies linking HR innovation to improved profitability and market positioning (Wright
etal., 2001).

5.2 Ulrich’s HR Model and the G3 Framework

Ulrich’s model (1997) identifies four key HR roles: strategic partner, change agent,
administrative expert, and employee champion. Barclays operationalises all four through
distinct teams and initiatives, balancing centralised strategy with employee-centric
services.

The G3 structure; comprising the CEO, CFO, and CHRO enables integrated planning, talent
forecasting, and rapid response to performance risks. Case studies at Marsh and Tata
Communications demonstrate how G3 fosters alignment between people metrics and
business outcomes (Charan et al., 2015).

5.3 AMO Theory and Workforce Productivity

The AMO model (Ability, Motivation, Opportunity) suggests that employee performance is a
function of having the right skills, incentives, and environment (Boxall & Purcell, 2016).

Barclays embeds the AMO principles into its HR programmes: ability is addressed through
learning and development; motivation through performance pay and career progression;
and opportunity via job enrichment and inclusive leadership practices.



6. HR Policies, Procedures and Value Creation

HR policies at Barclays are developed to support both compliance and strategic workforce
development. These policies are embedded within broader frameworks for wellbeing,
diversity, and leadership, and are regularly reviewed to reflect emerging best practices and
regulatory standards.

6.1 Learning, DEl and Wellbeing Strategies

Barclays runs comprehensive learning and development initiatives through its 'Barclays
University' and 'Learning Lab' platforms, promoting continuous skill development, digital
literacy, and leadership growth (Barclays, 2023). Employees are encouraged to undertake
self-paced modules and attend live webinars addressing future-of-work competencies.

The Diversity, Equity, and Inclusion (DEI) strategy at Barclays is guided by a clear mission to
'build a culture where everyone feels included.' Targets for gender diversity, disability
inclusion, and racial equity are supported by mandatory bias training, employee networks,
and transparent progress reports (CIPD, 2023).

Employee wellbeing is addressed holistically via flexible working policies, mental health
support services, and health and safety protocols. In 2022, Barclays introduced the
'Wellbeing Pulse Check' ; a survey tool used to assess employee sentiment and stress
levels in real time.

6.2 Employer Branding and Retention

To compete in the war for talent, Barclays has repositioned its employer brand around
values such as innovation, inclusion, and purpose. The bank leverages platforms like
Linkedln and Glassdoor, alongside campus engagement programmes, to attract early-
career professionals (Universum, 2023).

Retention strategies include personalised career pathways, leadership mentoring, and
agile performance review processes. The shift from annual appraisals to continuous
feedback aligns with modern motivational psychology and productivity trends (CIPD, 2022).



7. Case Studies of HR Response at Barclays

Barclays’ recent HR strategy is best understood through practical examples of how the
organisation has responded to macro-environmental changes. The following case studies
highlight the adaptability and strategic alignment of HR initiatives.

7.1 Hybrid Working Model

In response to COVID-19, Barclays pioneered a hybrid working model, combining remote
and office-based arrangements. The 'Dynamic Working' policy provides flexibility while
maintaining productivity through digital collaboration tools (Barclays, 2021).

The hybrid model prompted Barclays to redefine performance metrics, focusing more on
outcomes and less on presenteeism. Training for managers on leading remote teams was
also scaled up to ensure inclusion and equity.

7.2 Digital Talent Academy

To address the digital skills gap, Barclays launched the Digital Talent Academy in
partnership with universities and tech firms. This academy offers internal employees and
new recruits structured programmes in Al, cybersecurity, and data analytics (Barclays,
2022).This proactive investment in talent mirrors best practices from the financial services
sector and has positioned Barclays as a future-ready employer.

7.3 Crisis Management and Post-COVID HR

During the pandemic, HR led business continuity by implementing remote onboarding,
well-being hotlines, and emergency leave schemes. Lessons from this period have shaped
Barclays’ approach to future crises, embedding greater resilience and agility.

The HR crisis response was coordinated through scenario planning and cross-functional
HR taskforces, echoing theories of strategic agility (Ulrich, 2022).



8. Challenges and Future Outlook

Despite notable progress, Barclays’ HR function faces several challenges. These include
managing employee engagement in a hybrid model, maintaining psychological safety
during rapid change, and closing digital skill gaps amid global talent shortages. The evolving
expectations of younger generations and the push for ESG accountability also necessitate
constant HR innovation.

Looking ahead, HR at Barclays must deepen its analytics capabilities to support predictive
workforce planning and embed ethical Al frameworks into talent processes. A renewed
focus on human-centric leadership, agile structures, and environmental sustainability will
shape the future of HR strategy at the bank. Partnerships with academic institutions and
startups may also enrich its learning and innovation ecosystems.

9. Conclusion

In putting together this report, there has been an exploration of how Barclays Bank UK
strategically aligns its HR and Talent Management practices with internal capabilities and
external market forces. From digital transformation and hybrid working to DEl and employer
branding, HR has evolved into a value-adding function embedded within the bank’s
leadership structure. The use of strategic models such as the RBV, Ulrich’s framework, and
AMO theory demonstrates how Barclays leverages its people strategy for competitive
advantage.

As business environments become increasingly uncertain, the capacity of HR to act with
agility, foresight, and inclusivity will define organisational success. Barclays’ journey
exemplifies the transformative role of HR in banking and offers a model for adaptive,
resilient people leadership.
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