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[bookmark: _Toc228460164]1. Introduction
 This report explores key Human Resource Management (HRM) challenges faced by IKEA UK and evaluates how the organisation responds to them through contemporary HR practices. IKEA is a global retail company recognised for its strong values, collaborative culture and people‑centred approach to work (IKEA, 2024). As part of the People Planning & Resource function, I regularly observe how HR decisions influence scheduling, forecasting, recruitment support and the overall employee experience. This operational perspective provides valuable insight into how HR theories translate into real workplace situations.
The retail sector in the UK is highly dynamic, shaped by rapid technological change, labour shortages, increasing customer expectations and growing emphasis on Diversity, Equity and Inclusion (DEI). These external pressures require HR teams to remain flexible, strategic and responsive. For IKEA UK, three major HR challenges stand out: technological advancement, attracting and retaining staff, and ensuring strong DEI practices. Each of these challenges directly affects employee motivation, performance, engagement and long‑term organisational success.
To examine these challenges, the report refers to several foundational HR and motivation theories, including Maslow’s model of human needs, Herzberg’s distinction between hygiene factors and motivators, Vroom’s expectancy-based approach, principles of equity, and insights from the Hawthorne studies. These theories help explain employee behaviour and provide a framework for evaluating how effectively IKEA’s HR practices address current challenges. By combining academic theory with practical workplace experience, the report aims to provide a balanced and realistic understanding of HRM at IKEA UK.
[bookmark: _Toc228460165]2. Key HR Challenges in IKEA UK
[bookmark: _Toc228460166]2.1 Technological Advancement
Technological development has become a major HR challenge for IKEA UK, particularly as the organisation continues to digitalise its workforce planning, scheduling and recruitment processes. In daily operations, digital tools such as forecasting systems, electronic scheduling platforms and online recruitment portals are used to optimise labour planning and improve accuracy. These systems help managers match staffing levels with customer flow, reduce manual errors and support more efficient decision‑making. However, they also require employees and managers to continuously develop digital confidence and adapt to new ways of working.
Noe (2020) emphasises that ongoing learning is crucial for employees to remain effective during periods of technological change. Without adequate preparation, new systems can create uncertainty or resistance. Maslow’s theory suggests that employees need a sense of stability before they can focus on developing new skills. This is evident in IKEA stores, where some employees adapt quickly, while others require additional guidance and reassurance.
Vroom’s expectancy perspective also helps explain behaviour: employees are more willing to engage with new tools when they believe their effort will genuinely improve their work experience, such as simplifying scheduling or reducing workload.
In practice, managers also play a key role in reviewing draft schedules generated from forecasting tools. If the proposed staffing levels do not match operational expectations, managers must provide feedback to People Planning Specialists to ensure the forecast reflects real business needs.
Technological change also affects job roles. HR must regularly update job descriptions and person specifications to reflect digital competencies, such as system navigation, data accuracy and online communication. If these updates are not aligned with operational reality, recruitment becomes less accurate and turnover may increase.
Overall, technological advancement offers significant opportunities for efficiency and improved employee experience, but it also requires strong training, clear communication and consistent managerial support. Without these elements, digital transformation can create stress rather than progress.
[bookmark: _Toc228460167]2.2 Attracting and Retaining Staff.
Attracting and retaining staff remains a major HR challenge for IKEA UK, particularly within the competitive UK retail labour market. Retail roles often experience high turnover due to irregular working hours, physically demanding tasks and the availability of alternative employment options. As a result, IKEA must continuously strengthen its recruitment and retention strategies to ensure a stable and motivated workforce.
IKEA places strong emphasis on hiring individuals who align with its core values, such as togetherness, simplicity and caring for people. The recruitment process typically includes job analysis, clear job descriptions, person specifications and structured interviews designed to assess both skills and cultural fit. However, even with a well‑designed process, early turnover can still occur when job expectations do not fully match the reality of the role. This is particularly visible in operational departments, where new employees may underestimate the physical demands or the pace of the store environment.
Herzberg’s Two‑Factor Theory (1959) suggests that elements such as pay, working conditions and job stability must be adequate to prevent dissatisfaction, while long‑term motivation depends on factors like recognition, development opportunities and meaningful tasks. IKEA supports retention by offering structured learning pathways, internal mobility and cross‑departmental experience, helping employees build confidence and see clear career progression.
The Hawthorne Effect (Mayo, 1933) also applies: employees perform better when they feel valued and supported. In practice, positive communication, regular check‑ins and supportive leadership significantly improve engagement and reduce turnover. However, inconsistent management styles, workload pressures and limited clarity around career progression can still negatively impact retention.
Overall, attracting and retaining staff requires a balanced approach that combines strong recruitment processes with ongoing development, realistic job previews and consistent managerial support.
[bookmark: _Toc228460168]2.3 Diversity, Equity and Inclusion (DEI)
Diversity, Equity and Inclusion (DEI) is a central priority for IKEA UK and forms a key part of its people‑centred culture. A diverse workforce enables better decision‑making, stronger creativity and improved customer understanding, particularly in a multicultural retail environment. IKEA promotes fairness, equal opportunities and respect for all employees, ensuring that HR practices reflect both legal requirements and organisational values.
Equity Theory (Adams, 1965) is especially relevant to DEI. Employees continuously compare their effort and rewards with those of others, and any perception of unfairness can reduce motivation and engagement. This is particularly visible in scheduling, development opportunities and workload distribution. In my experience within People Planning & Resource, employees respond positively when they see that shift allocation, flexibility requests and training access are handled consistently and transparently.
Maslow’s social needs — belonging, acceptance and connection — also play a significant role. Employees want to feel included and respected, not only through formal policies but through everyday interactions. IKEA invests in DEI training to reduce unconscious bias and promote inclusive behaviour. However, long‑term change depends on leadership consistency. Managers must model inclusive behaviour, challenge inappropriate comments and ensure fairness in recruitment, performance discussions and team communication.
IKEA also emphasises the role of Safety & Security and People & Culture teams in supporting DEI. These teams ensure that HR decisions consider individual circumstances, wellbeing and accessibility needs, aligning with the Equality Act 2010 (UK Government, 2023). This approach strengthens trust and reinforces a culture where employees feel safe, valued and supported.
[bookmark: _Toc228460169]3. Evaluation of Contemporary HR Practices
IKEA UK uses a range of contemporary HR practices to address its key challenges, particularly in relation to technological change, talent retention and DEI. These practices aim to improve employee capability, strengthen organisational culture and support long‑term performance. However, their effectiveness depends heavily on implementation quality and managerial consistency.
[bookmark: _Toc228460170]3.1 Training and Development
Training and development are essential for helping employees adjust to new technologies and build long‑term career opportunities. At IKEA, this includes a mix of digital learning tools, practical coaching on the shop floor and structured programmes that support skill growth. Such approaches help employees feel more confident, improve their performance and adapt more smoothly to technological changes. Noe (2020) notes that ongoing learning is vital for keeping the workforce capable in fast‑changing environments.
However, training effectiveness varies. Employees learn at different speeds, and not all individuals feel equally comfortable with digital tools. For example, some colleagues require repeated demonstrations when learning how to navigate digital scheduling systems, which increases the training responsibility for managers during busy periods. This creates pressure on managers, who must balance operational demands with training needs. Additionally, training programmes can be costly and time‑consuming, which may limit access for some teams during peak trading periods.
[bookmark: _Toc228460171]3.2 HR Information Systems (HRIS)
HRIS supports data‑driven decision‑making across recruitment, scheduling and workforce planning. These systems reduce administrative workload, improve accuracy and allow managers to make more informed staffing decisions. For example, digital forecasting tools help align labour hours with customer demand, reducing both understaffing and overscheduling.
Despite these benefits, HRIS implementation presents challenges. Data privacy concerns require strict compliance with GDPR, and employees must trust that their information is handled responsibly. High implementation costs and the need for ongoing system updates can also create financial and operational pressure. Furthermore, if employees lack digital confidence, HRIS may become a source of frustration rather than efficiency.
[bookmark: _Toc228460172]3.3 Employer Branding
Employer branding is a key strategy for attracting high‑quality applicants in a competitive labour market. IKEA promotes its values‑driven culture, development opportunities and inclusive environment through recruitment campaigns and social media. A strong employer brand helps attract candidates who align with the organisation’s culture, which supports retention and engagement.
However, employer branding requires continuous investment. If the internal employee experience does not match external messaging, early turnover may increase. Realistic job previews and transparent communication are essential to ensure that candidates understand the demands of retail work before joining.
[bookmark: _Toc228460173]3.4 Performance Management
Performance management at IKEA includes KPIs, regular check‑ins and structured feedback systems. These practices help identify development needs, improve transparency and support employee growth. When implemented effectively, performance discussions strengthen trust and motivation.
However, performance management depends heavily on manager capability. Inconsistent feedback, unclear expectations or overly rigid KPI targets can create pressure and reduce engagement. CIPD (2023) highlights that line managers have the strongest influence on employee experience, making their training essential.
[bookmark: _Toc228460174]3.5 DEI Practices
IKEA’s DEI practices include inclusive recruitment, diversity training, equal opportunity policies and support for underrepresented groups. These initiatives help create a respectful and innovative workplace, reduce discrimination and strengthen employee belonging. DEI practices also support compliance with the Equality Act 2010.
However, training alone cannot change behaviour. Long‑term progress requires strong leadership commitment, consistent communication and accountability. Without these elements, DEI initiatives risk becoming symbolic rather than impactful.
[bookmark: _Toc228460175]4. Critical Evaluation: Role of Managers
Managers play a central role in translating HR policies into everyday practice. While HR departments create the overall structure, it is managers who shape employees’ real experiences through communication, guidance and daily decision‑making.
Supporting Technological Change
Managers must encourage employees to attend training, provide hands‑on guidance and model confidence when using new systems. If managers themselves lack digital capability they may unintentionally create resistance or confusion within their teams. Their ability to translate technical changes into practical, understandable steps is essential for successful digital adoption.
Improving Retention
Managers directly influence job satisfaction and engagement. CIPD (2023) highlights that line managers are the most influential factor in employee experience. Consistent communication, fair workload distribution and recognition significantly improve motivation. Conversely, inconsistent leadership or unclear expectations can undermine even the strongest HR strategies and contribute to early turnover.
Implementing DEI
Managers must ensure fairness in recruitment, scheduling and development opportunities. They play a central role in challenging bias, promoting inclusive behaviour and creating a respectful environment. DEI policies are only effective when managers apply them consistently and demonstrate inclusive leadership in everyday interactions.
Managing Change
Changes can be stressful, especially in fast‑paced retail environments. Managers must communicate clearly, address concerns early and support employees through transitions. Without this support, resistance increases and organisational change becomes more difficult to implement. Even routine schedule adjustments can be challenging. After schedules are published, managers must handle unplanned absences, shift swaps and sudden changes in business needs. This ongoing maintenance requires quick decision-making, such as opening extra shifts or reallocating hours to busier days.
Overall, managers are essential for successful HR implementation, but they require ongoing training, resources and support from senior leadership to perform effectively.
[bookmark: _Toc228460176]5. Conclusion
IKEA UK faces three major HR challenges: technological advancement, talent acquisition and retention, and DEI. The organisation has implemented a range of contemporary HR practices to address these issues, including digital learning, HRIS, employer branding, performance management and inclusive policies. These initiatives demonstrate a strong commitment to people‑centred HRM and continuous improvement.
However, the effectiveness of these practices depends heavily on consistent leadership, clear communication and ongoing investment in employee development. Digital transformation requires stronger support for employees with varying levels of digital confidence. Retention strategies must be more targeted, particularly for early‑stage employees who may struggle with job expectations. DEI initiatives are well‑structured, but long‑term progress relies on everyday managerial behaviour rather than policy alone.
Overall, IKEA has a solid HR foundation, but continued focus on leadership capability, fairness and employee experience will be essential for building a resilient, inclusive and future‑ready workforce.





[bookmark: _Toc228460177]6. Recommendations
 I would recommend that IKEA focuses on the following actions to improve its HR and recruitment processes:
· Increase digital training for employees and managers to help teams adapt to new systems with more confidence.
· Improve onboarding and reduce early turnover by adding structured check‑ins during the first 90 days.
· Strengthen employer branding and provide realistic job previews so candidates have a clearer understanding of the role before joining.
· Enhance DEI monitoring and reduce unconscious bias in recruitment, scheduling and development opportunities.
· Provide leadership and communication training for managers to ensure more consistent support across teams.
· Improve communication between HR and operational teams to align staffing, workload and wellbeing needs.
· Use structured performance feedback systems more consistently to support development and improve employee experience.
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