2


Component 2 Individual Report: Developing and Managing Individuals and Teams





by 
SHTERIYAN ZOEV
University of Walles Trinity Saint David
	BA (Hons) Leadership and Management Skills for the Workplace 

	Developing and Managing Individuals and Teams 





Samson Oladejo
14/07/2026













Report: Developing and Managing Individuals and Teams
Introduction
Human resource management (HRM) is the way to support the organisation's goal by managing the people to reach that goal. The ever-growing technological landscape has occasioned increased need for skilled workforce, a significant push for equality and inclusion. In pacing these changes, HR teams are forced to innovative methods to boost employees' productivity so that the organization can thrive over time. Armstrong and Taylor (2023) argue that HRM adds value when it helps to achieve organisational targets.
This report assesses Barclays, a financial institution`n that is ranked as one of the top financial institutions in the UK. The bank is facing transformation due to digital banking, changing customer expectations, and regulations, while also operating in a very competitive industry. Against this backdrop, it is necessary for the organization to hire new employees who can contribute skills to the company, keep experienced personnel, and foster an inclusive working environment. Barclays understands that these are the key areas to gaining customer trust and ensuring long-term growth (Barclays, 2025).
This paper identifies the three main HR issues at Barclays: Keeping up to date with technological changes, acquiring and keeping the best talent, and Diversity, Equity and Inclusion (DEI). It then analyzes current HR practices that can help solve these problems, and then critically analyzes how department managers can make these practices work.
1. Explanation of Key Factors
1.1. Adapting to technological advancements
Organisations are changing their ways of working as a result of technology. For the banking industry, customers today demand quick, secure and convenient digital services. The incorporation of mobile banking, use of artificial intelligence (AI), cloud computing, and data analytics have become necessary tools in not only improving customer experience but also enhancing business efficiency. Since technology keeps on changing jobs and how processes are performed, it is imperative for firms to continually train their staff (Armstrong & Taylor, 2023).
Barclays has appraised digital methods leveraging its strengths in digital banking, cybersecurity and data as a base to support the customers' decision-making process (Barclays, 2025). This is the biggest reason for the primary transactional and customer services providing operations and their efficiency enhancement. But they also create a constant demand for training and development of the workforce, with staff needing to learn new systems. Hence, technological investment is not enough if there is no capability building of the employees.
The need for digital skills is one challenge. Staff have to master new systems and work new processes. It may be difficult for some staff to acquire these skills, particularly those who have been using traditional systems for a long time. As Dessler (2020) describes it, companies that do not invest in employee learning will have reduced productivity and high resistance to change.
About the effect of technology on workers' morale, it is well known that automation will decrease the number of monotonous clerical tasks. Though, it is also linked to the employees' fears of job loss and reduced motivation. These effects can be mitigated by effective communication from management about changes in technology. Managers should be able to explain not only the introduction of new technology but also the potential positive effects on employees.
Lifelong learning has become a necessity for Barclays. Digital banking is rapidly changing and staff need to constantly expand their knowledge. Organisations which invest in continuous learning are “more likely to build adaptable and resilient workforces” (CIPD, 2024). This helps employees grow and for the long-term organisation to perform.
Still, technological innovation can be considered as a great source of opportunities for Barclays to enhance its work efficiency and provide high-quality services. Yet, without employees' training, support, and proper guidance, benefits of the newly introduced technology cannot be realized.
1.2. Talent acquisition and retention
One of the main challenges that the HR departments face in various industries is attracting and keeping workers with the required skills. Skilled workers in finance, technology, cyber security, AI and data science are on the demand side and are being sought after by financial organisations across the world for their work.  There has been an increase in the competition for such workers in the recent past (CIPD, 2024).
One way for Barclays to stay ahead in the competitive market is by hiring top-notch professionals. But finding competent workers is not all that it takes. It is also crucial to retain experienced employees, as their absence results in recruitment expenses, compromises productivity, and decreases the knowledge of the organisation (Bratton and Gold, 2022).
There are a number of employee retention factors. The importance of career development opportunities and flexible working arrangements are growing in importance as is supportive leadership, competitive salary, wellbeing programmes, and organisational culture. Currently, flexible and hybrid working are considered important factors in employee satisfaction since the COVID-19 pandemic (CIPD, 2023).
Barclays has put into operation several initiatives for staff development, career growth, and work flexibility. Though, talented employee retention is still a problem as competitors not only offer higher salaries but attractive career paths as well.
Besides, the impact of staff turnover on customer relations cannot be ignored. Skilled employees hold crucial organizational knowledge and have their professional networks. Losing them translates to drop in customers' satisfaction and rise of costs related to recruitment and training.
Companies that manage to combine recruitment development recognition and career management very well, stand a better chance to have a long-lasting pool of talented employees (Dessler 2020). So, talent management nowadays is a move beyond a HR task to being one of the most important strategic objectives.
1.3. Diversity, Equity and Inclusion (DEI)
A lot of companies are emphasizing their diversity, equity and inclusion (DEI) approaches. Diversity refers to the variety among staff members, for example gender ethnicity, disability age religion, social background etc. Equity provides fair opportunities, and inclusion provides for an environment where everyone is valued and able to participate to their full capacity (Shore, Cleveland and Sanchez, 2018).
Studies have indicated that a diverse company usually, and sometimes invariably, makes better decisions as they bring different experiences and ideas to the table. As stipulated by McKinsey and Company (2023), companies with diverse leadership teams are more likely to make higher profits than their competitors. This is a sign of the fact that DEI is a social responsibility and a business benefit.
DEI is a key element of Barclays' people strategy offering more leadership roles to underrepresented groups and promoting equal opportunities through inclusive recruitment, employee networks and leadership initiatives (Barclays, 2025). These programs build corporate brand and appeal to potential talent from broader talent pools.
A diverse workforce is the first step, however. Staff need to feel a part of it too. Diversity will not enhance organisational performance if people feel they are discriminated against, biased against or have limited opportunities for career progression. “Inclusion promotes inclusion” and “inclusion encourages employees to contribute confidently and boosts organisational commitment” (Shore, Cleveland and Sanchez, 2018, p. 181).
Also, it is the duty of Barclays to continue developing an inclusive culture wherein managers recognize the value of diversity of thought and practice equitable employment over and over. Strengthening DEI strategies leads to better innovation, employee wellbeing and organizational sustainability.
2. Evaluation of Contemporary HR Practices
2.1. Digital HR systems and workforce analytics
A current HR practice that is tackling technology evolution is the implementation of digital HR systems with the help of HR workforce analytics. Many HR functions such as recruitment, learning management, payroll and performance management are automated using Human Resource Information Systems (HRIS). According to Stone et al. (2024), digital HR systems enable organisations to make quicker and more correct choices relating to their workforce.
Digital HR systems streamline the administrative burden and offer managers instant access to employee data, making the process more efficient for Barclays. Workforce analytics can also help forecast future skill gaps, track employee engagement, and forecast turnover patterns prior to them becoming severe issues (Marler and Boudreau, 2017). This enables HR managers to make better plans for recruitment and development.
Another benefit is enhanced employee education. Digital learning platforms allow employees to take advantage of training opportunities at times that work for them, and help them build digital skills needed for today's banking landscape. This facilitates ongoing professional development and enables Barclays to keep up with technological change.
Despite the huge advantages of digital HR systems, they also have disadvantages. If the data used for training algorithms is that of old recruitment patterns, it can unintentionally result in making recruitment bias a part of AI. Besides, if employees feel that their actions are being monitored very closely, they can also be very much concerned about privacy. Also, starting the shift to advanced HR technology involves substantial investments in software, training, and cyber security. Stone et al. (2024) thus propose technology to be used in parallel with professional judgment in HR decisions and not a substitute.
The best solution for Barclays is to integrate digital systems with human supervision. Human resources professionals and managers should check recruitment processes, listen to employee feedback and assess the results of digital processes periodically. Such a way is just, efficient and able to build up trust and fairness as well.
2.2. Employer branding and strategic workforce planning
Engaging in employer branding is also one of the vital HR activities that aids in attracting top talent to an organisation. It is the image an organisation has as an employer and the contribution it makes to the existing and future employees. As Backhaus and Tikoo (2004) note, an excellent employer brand assists recruitment activities as skilled workers tend to seek job opportunities in companies with positive reputations.
Being an employer that is devoted to inclusion sustainability innovation, and career progression is what Barclays describes itself as. Being known as a good graduate employer is enhanced by Barclays through leadership development, work-life balance, and apprenticeships (Barclays, 2025). Such activities make it easier for the organisation to attract highly skilled employees.
By aligning recruitment with business requirements, strategic work planning reinforces the employer's brand. HR managers are not just looking to hire staff when they have an opening but also looking at the future needs of the business, workforce trends and demographics. This validates the strategic HRM stance that believes that "people investment" leads to sustainable competitive advantage (Armstrong and Taylor, 2023).
Employer brand is not a solution to recruitment or retention issues, though. Once the employees receive high workloads, inadequate leadership or lack of career advancement opportunities, the employer brand instantly gets lost in the credibility chart. Similarly, in an uncertain economic climate, workforce planning relies on reliable forecasting, which can be challenging.
In summary, employer branding and workforce planning are an effective way of giving Barclays a proactive route to managing its talent. However, their impact is measured by providing the employee experience that the organisation guarantees.
2.3. Employee engagement and retention strategies
In modern HRM, the focus is on employee engagement, as it is associated with increased productivity, commitment, and retention of employees. According to CIPD (2023), employees are more engaged when they feel a sense of value, support and participation in decision making.
Barclays is dedicated to employee engagement with flexible working, wellbeing programmes, learning and career development. These initiatives are an acknowledgment of the fact that individuals are increasingly seeking opportunities for personal development and for a balanced life along with monetary compensation. Further, continuous learning supports employees to be prepared and be flexible in the face of the coming changes in the banking sector.
Managing performance is fundamentally a main element in HR engagement. However, Bratton and Gold (2022, p. 398) back up the notion that “practical feedback has a motivational effect and leads to stronger attachments to the organisation.”While these benefits exist, there is a set of limitations for engagement strategies. If communication is not good, flexible working might diminish the level of collaboration. There is also a substantial investment in development programmes and there may be a turnover among employees as a result of the transfer of skills. It is therefore important that Barclays regularly review the data of its engagements to analyse which ones are the most valuable.
2.4. Inclusive recruitment practices and DEI initiatives
Reducing employment barriers and making the recruitment process more inviting are two ways of inclusive recruitment that can help organisations hire more diversified staff. Yet, other actions are also possible. Like developing inclusive job descriptions, using structured interviews, having diverse recruitment panels and providing unconscious bias training for managers (CIPD, 2024).
Based on its sustainability reports, Barclays has been making great changes to be more of an inclusive company. They are focusing on promoting equal opportunities, employee resource groups and leadership programmes that raise better representation in different groups (Barclays, 2025). These are the kinds of initiatives that help to elevate the company's image and encourage innovation with different viewpoints.
But it takes more than a recruitment target for success in DEI. It is the duty of managers to ensure that everyone who works for them has opportunities to be promoted, developed and lead in the organisation on the same terms. Organisations that only look at diversity statistics could still be failing employees in terms of the culture in the workplace.
In Barclays' case, DEI need not be a function of HR; it should be part of everyday management decisions. Meaningful progress will be achieved through ongoing monitoring and accountability from leadership.
3. Critical Evaluation of Managerial Implementation
Human resource practices are incredibly important. The execution of these practices Still really falls on the managers of the individual departments. HR departments write up the policies, but it is the managers who implement them on the ground level. Their behaviour has a direct influence on an employee's engagement, organisational culture and performance of the business. Line managers are vital as HR policies can only be effective if they are consistently applied by line managers (Armstrong and Taylor, 2023).
The first thing that is needed for successful implementation is leadership accountability. Lead by example in embracing digital transformation, staff development and inclusion, as managers. Clear communication from managers, willingness to learn and to offer practical assistance are more likely to be accepted by employees when faced with organisational change.
There is also an importance in communication. If employees are not aware of the need for technological change, they may be reluctant to it. Therefore, managers should inform employees about the objectives of the organisation, explain the benefits of the action and welcome concerns. During change, open communication helps to minimize uncertainty and establish trust.
Managers, however, should be alert to the effectiveness of HR practices. Frequent check-in meetings, employee engagement surveys, results of training, staff turnover and diversity analysis are used to determine areas for improvement. Workforce Analytics is a tool that lets managers make decisions with confidence, based on evidence, instead of on assumption, (Marler and Boudreau, 2017).
Successful implementation is further developed through a positive organisational culture. Encourage teams to cooperate, respect each other, take advantage of learning and sharing knowledge with other departments. When employees are sure that they are appreciated for who they are, inclusive leadership helps to build their confidence.
Managers do have some obstacles, however. Investment in training and technology may be hindered by huge budgetary requirements. If the workload is significant, time for employees coaching may very well be unavailable. And, some managers may not be very confident in digital transformation and managing diverse teams, too.
Another obstacle is that of employee resistance. The others may be scared that the reason for automation is to make certain jobs redundant and this fear, others may also be frightened of new technology. The only way to handle these kinds of issues is through training, mentoring and an ongoing dialogue and not just only through policies.
Regular management training, clear performance expectations and reviewing implementation in all departments can help to overcome these obstacles for Barclays. Regular leaders will ensure HR strategies are contributing to organisational performance and not written policies.
Conclusion
Drawing from the report, Barclays has set strong foundations in HR to tackle the challenges of the modern work force. The impact of such initiatives over time, however, will not be dependent on the introduction of extra policies, but on the degree to which departmental managers adhere to these policies. As such, good leadership, continuous learning and decision making that is based on evidence will remain crucial to the performance and competitiveness of the organisation.
Recommendations
1. Increase required digital skills training for all customer facing staff by 12 months. Training completion rates, employee competency assessments and customer satisfaction scores should be used to measure progress. 
2. Enhance career development and internal promotion to create job retention. 
3. Sustain DEI initiatives with tangible metrics, leadership buy-in and periodic tracking of recruitment and promotion results. 
4. Track HR outcomes to evidence-based decisions with workforce analytics. 
5. Regularly review DEI initiatives to ensure equal opportunities in the process of recruitment, promotion and employee development. 
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