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Overall Evaluation of IKEA’s HRM through the SWOT Framework

1. Introduction 
Human Resource Management (HRM) plays a critical role in aligning organisational strategy with employee performance and development. Core HRM functions—recruitment and selection, training and development, performance management, and employee relations—are essential to building a motivated, skilled, and committed workforce (Armstrong & Taylor, 2023). Recruitment ensures the attraction of talent compatible with company culture; training develops skills for innovation; performance management maintains accountability and alignment with organisational objectives; and employee relations enhance engagement and collaboration (Dessler, 2020).
In the modern global business environment, HR managers operate within increasingly complex internal and external contexts. Factors such as globalisation, cultural diversity, legislation, and technological change influence how HR functions are designed and implemented (Bratton & Gold, 2017). This makes analytical tools vital for understanding how environmental factors shape HR effectiveness.
This report applies the SWOT analysis model (Strengths, Weaknesses, Opportunities, and Threats) to examine how environmental factors affect HRM at IKEA, the world’s leading home furnishing retailer. Founded in 1943 in Sweden, IKEA operates in more than 50 countries, employing approximately 230,000 people across retail, logistics, and design divisions (Inter IKEA Group, 2024). Its HR philosophy centres on equality, sustainability, and empowerment.
The report is structured as follows: Section 2 explores the internal and external environment using the SWOT model. Section 3 introduces IKEA’s operations and HR practices. Section 4 applies SWOT to analyse how internal and external factors influence HR managers’ effectiveness. Section 5 concludes with insights and recommendations for global HRM practice.
[bookmark: _Toc213869114]2. Internal and External Environment 
The SWOT analysis model offers a structured approach for evaluating the internal and external environment of an organisation. In HRM, it helps identify how internal capabilities and external challenges affect the success of workforce strategies. The model includes four dimensions: strengths, weaknesses, opportunities, and threats (Hill & Westbrook, 1997).
Strengths represent internal resources and competencies that enable HR success—such as strong culture, effective leadership, and skilled employees. These factors provide HR managers with advantages in recruitment, motivation, and retention (Johnson et al., 2020).
Weaknesses highlight internal limitations, such as high turnover, inadequate training, or limited diversity. Recognising weaknesses allows HR leaders to implement corrective measures such as career development or engagement initiatives (Bratton & Gold, 2017).
Opportunities are external conditions that HR managers can leverage—such as emerging labour markets, technological innovation, or globalisation. For example, digital transformation has enabled HR to adopt AI-driven recruitment and remote working, expanding the global talent pool (Ulrich et al., 2021).
Threats are external forces that can hinder HR performance, including economic downturns, regulatory changes, and competition for skilled employees (Grant, 2019). These require strategic foresight to manage effectively.
The SWOT model’s key strength lies in its simplicity and versatility—it can integrate both macro- and micro-environmental factors into a single framework, providing HR managers with a holistic view of the organisation’s position. It helps link strategic planning with operational HR actions, such as workforce planning or training priorities (Kotler et al., 2022).
However, the model also has limitations. It is often criticised for being subjective and static, offering descriptive rather than prescriptive insights (Hill & Westbrook, 1997). It does not quantify the impact of each factor or account for interrelationships among them. Furthermore, SWOT’s conclusions rely heavily on managerial perception, which can introduce bias (Grant, 2019).
Despite these limitations, SWOT remains a valuable analytical tool in HRM, especially when complemented with other models such as PESTLE or the Balanced Scorecard. By combining qualitative insights with quantitative measures (e.g., turnover rates, engagement scores), HR managers can develop more strategic and evidence-based responses to internal and external challenges.
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Founded in 1943 by Ingvar Kamprad in Älmhult, Sweden, IKEA has grown from a small mail-order furniture business into one of the world’s largest and most influential multinational retailers. Today, IKEA operates over 460 stores across 50 markets and employs approximately 230,000 people globally (Inter IKEA Group, 2024). Its enduring vision—“to create a better everyday life for the many people”—reflects a deep commitment to affordability, innovation, and sustainability. IKEA’s pioneering flat-pack business model revolutionised the retail industry by combining functional design, cost-efficiency, and customer empowerment. The company’s global success stems from its ability to maintain operational excellence while remaining true to its Scandinavian values of simplicity, equality, and care for people and the planet.
At the heart of IKEA’s success lies its unique Human Resource Management (HRM) philosophy, known as “The IKEA Way.” This philosophy embodies a people-centred approach grounded in respect, inclusivity, and collaboration. The organisation views employees as co-creators of its culture rather than mere workers. Recruitment processes prioritise not only technical competence but also personality and cultural alignment. Candidates are selected for their humility, teamwork, and passion for sustainable living—values that reinforce IKEA’s ethical and environmental identity (Dessler, 2020).
Training and development are essential components of IKEA’s HR strategy. The company invests significantly in employee growth through structured learning programmes such as The IKEA Learning Offer and The IKEA Leadership Journey. These initiatives nurture leadership at all organisational levels, promote cross-functional learning, and prepare employees for global mobility opportunities (IKEA Group, 2023). Training is not limited to technical skills but extends to leadership, customer empathy, and sustainability awareness, ensuring a holistic development process.
Performance management at IKEA departs from traditional appraisal systems. Instead of rigid top-down evaluations, the company adopts a coaching-oriented, participatory model. Managers engage employees in regular two-way dialogues, encouraging innovation, feedback, and shared responsibility for results. This approach fosters trust, motivation, and a strong sense of ownership among staff.
Employee relations are another cornerstone of IKEA’s HRM framework. The organisation promotes work–life balance through flexible scheduling, generous parental leave, and wellbeing programmes. Its Diversity & Inclusion Strategy ensures equal opportunities and promotes cultural respect in every market (CIPD, 2023). Furthermore, initiatives such as gender equity targets and inclusive leadership training have positioned IKEA as a leader in ethical employment practices.
As a global organisation, IKEA’s HR managers face the ongoing challenge of adapting to varied labour laws, economic climates, and cultural expectations. Yet, through its strong values-driven HR philosophy, IKEA successfully maintains a unified corporate identity while empowering local teams to adapt policies to regional contexts. This balance between global consistency and local flexibility exemplifies IKEA’s excellence in strategic human resource management.
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Applying the SWOT framework highlights how internal and external factors shape IKEA’s HR practices and managerial effectiveness.
Strengths
IKEA’s HR strengths stem from its strong organisational culture, values-based leadership, and global learning infrastructure. The company’s “togetherness” culture promotes trust, equality, and respect, making it a desirable employer (Armstrong & Taylor, 2023). Its flat organisational structure encourages open communication, employee participation, and innovation. This cultural cohesion fosters loyalty and engagement across its global workforce.
IKEA’s investment in leadership development programmes ensures long-term sustainability of its talent pipeline. Managers are trained to lead with empathy and inclusiveness, reflecting the company’s mission-driven approach. The HR department’s commitment to sustainability also acts as a competitive advantage; initiatives such as “People & Planet Positive” align HR strategies with environmental and social goals (Inter IKEA Group, 2024). Furthermore, the brand’s strong employer reputation attracts motivated, socially responsible employees, improving retention.
Weaknesses
Despite its achievements, IKEA faces HR challenges such as high staff turnover in retail roles and managing consistency across markets. Frontline retail positions—often low-wage or part-time—experience high attrition, particularly in emerging economies (Statista, 2024). This creates pressure on HR to continuously recruit and train new employees, increasing operational costs.
Additionally, IKEA’s decentralised HR structure, while enabling autonomy, can lead to inconsistent implementation of global HR policies (Bratton & Gold, 2017). Some markets may interpret corporate guidelines differently, causing variations in performance management or diversity outcomes. Workload pressures in peak seasons can also affect employee morale, especially in logistics and customer service functions.
Addressing these weaknesses requires greater standardisation of HR information systems and the adoption of global engagement benchmarks to ensure alignment and equity across all markets.
Opportunities
Technological innovation presents major opportunities for IKEA’s HR development. The integration of digital HR systems, AI recruitment tools, and online learning platforms enhances efficiency and consistency (Ulrich et al., 2021). Remote working technologies allow HR managers to attract diverse global talent, while data analytics improve workforce planning.
Sustainability also provides growth opportunities. With increasing consumer and employee demand for ethical businesses, IKEA’s sustainability-focused HR policies—such as promoting gender equality and circular economy education—enhance its employer brand. Expanding these initiatives globally can further improve engagement and retention (Renwick, Redman & Maguire, 2013).
Additionally, globalisation offers opportunities to enter new markets, particularly in Asia and Africa, where rising middle-class populations create a demand for affordable home furnishings. This expansion requires HR managers to build culturally adaptive teams and establish inclusive recruitment practices.
Threats
IKEA’s HR operations face several external threats. Economic volatility, inflation, and fluctuating exchange rates can affect wage policies and workforce budgets (Grant, 2019). Global competition for skilled talent, particularly in supply chain and digital roles, intensifies pressure on HR to offer competitive compensation.
Legal and regulatory complexity also pose significant threats. Employment laws, such as EU Working Time Directives or U.S. labour rights, differ across jurisdictions (CIPD, 2023). Non-compliance could damage reputation and financial performance. Additionally, socio-political instability or trade disruptions may affect HR planning and expatriate management.
Technological change, while offering opportunities, may displace traditional jobs, requiring large-scale reskilling initiatives. HR managers must therefore balance innovation with inclusivity and ensure that automation enhances rather than undermines workforce stability.
Overall Evaluation
The SWOT analysis demonstrates that IKEA’s HR effectiveness depends on its ability to maintain equilibrium between powerful internal strengths—such as its deeply rooted organisational culture, inclusive leadership philosophy, and globally admired employer brand—and the continuous external pressures of regulatory compliance, digital transformation, and competitive labour markets. IKEA’s Scandinavian-inspired culture, which emphasises equality, teamwork, and humility, remains one of its strongest assets in fostering commitment and purpose among employees across different geographies. However, the company operates in a highly complex international environment where social, legal, and technological factors evolve rapidly, requiring HR managers to remain agile and forward-thinking in their strategies.
By leveraging technology and sustainability initiatives, IKEA’s HR leaders can turn potential weaknesses, such as decentralisation and high employee turnover, into avenues for innovation and resilience. For example, the implementation of integrated digital HR systems, artificial intelligence in recruitment, and predictive analytics for workforce planning can enhance data-driven decision-making and operational consistency across markets (Ulrich et al., 2021). Simultaneously, embedding sustainability within HR policies—through green training programmes, ethical leadership development, and employee engagement in environmental projects—strengthens IKEA’s position as an employer of choice committed to responsible business practices (Renwick, Redman & Maguire, 2013).
Furthermore, aligning global HR policies with local cultural and legal frameworks remains critical to IKEA’s continued success. Strong internal communication systems, cultural intelligence training, and leadership development initiatives enable HR managers to implement global standards while respecting local diversity. This balance of central guidance and regional autonomy ensures that IKEA retains its core identity without imposing a one-size-fits-all model. By reinforcing collaboration, transparency, and continuous learning across all markets, IKEA’s HR function not only enhances inclusiveness and cohesion but also ensures the company’s long-term adaptability and competitive advantage in a dynamic global retail landscape.
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This report examined how environmental factors influence HR managers’ effectiveness at IKEA through the application of the SWOT analysis model. The analysis identified that IKEA’s internal strengths—such as its inclusive culture, leadership development, and sustainability focus—serve as critical enablers of HR success. However, challenges including turnover, decentralisation, and cultural variation require ongoing adaptation.
Opportunities related to digital transformation, sustainability, and global expansion provide HR managers with strategic levers to enhance engagement and efficiency. At the same time, threats from economic volatility, regulatory complexity, and competition necessitate proactive risk management and continuous learning.
For HR leaders at IKEA, effectiveness depends on balancing global standardisation with local responsiveness. Strengthening HR analytics, promoting cultural intelligence, and reinforcing sustainability-driven leadership can help the organisation remain agile and values-driven in a rapidly changing environment.
Ultimately, understanding and managing the interplay between internal and external factors enables HR managers to design policies that sustain IKEA’s reputation as a responsible, innovative, and people-centred global employer. Integrating technology and ethics into HRM will ensure long-term competitiveness and reinforce IKEA’s mission to create a better everyday life for its employees and customers alike.
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