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1. [bookmark: _Toc226494200]Introduction
[image: ]Human Resource (HR) is referred to as the backbone of an organisation. It includes all the functions and processes. The global firms do these functions to foster and ensure the effectiveness of HR (Song, 2021). In addition, recruitment and selection, training and development, performance management and employee relations are the primary functions of HR in global firms. The importance of the human resource functions is duly recognised and reflected in the organisational approach globally. Human resource professionals in organisations are mainly involved in these functions for the success of organisation. Recruitment and Selection involve the activities undertaken to source and identify the right job for the right organisation. It is essential for global organizations to address employee shortages and effectively meet organizational requirements (Song, 2021). Candidates are evaluated for their fit with organizational values and strategy. In addition, the candidate must reconcile the sides of the culture and society perspectives Diversity protects and values for an organisation. This process affects the workings of the company. Evidence supports the connection between recruitment, selection and organisational innovation. Most importantly, the evidence is operationalised by benefit to usage of innovative design. Training and development equip employees with the right skill sets aimed at reducing ever widening knowledge gap towards continuing changing needs. With the evolving technology and market, workforce knowledge enhancement is crucial. The report then presents IKEA, including its worldwide operations and human resource practices. Afterwards, this model is being applied to investigate impacts and country differences. In conclusion, the report identifies its key implications.

2. [bookmark: _Toc226494201]Internal and External Environment
One of the analytical tools which help an organization to understand the impact of macro environmental factors on strategies and functionality of HR is PESTLE. PESTEL is a tool to assess and analyze the major forces that have changed in an external environment. Additionally, this proven strategic planning tool considers Political, Economic, Social, Technological, Legal and Environmental forces (Ramsudeen, 2025). It differs from analytical frameworks like SWOT, for example. In other words, it does not look at key strengths and weaknesses and will also not identify the key success factors of the situation. In addition, PESTLE will investigate key drivers or forces that the organisation cannot control. Human resource managers must consider all the ways in which an external force can significantly disrupt or help a workforce or organization.
Table 1 PESTLE Framework – Key Factors and Implications for HR Functions
	PESTLE Factor
	Key Macro-Environmental Elements
	Influence on HR Functions
	IKEA-Relevant Insight (2025 data)

	Political
	Trade policies, labour migration rules, government stability
	Affects recruitment pipelines and employee relations
	Varying labour laws across 60+ markets require localised compliance (Inter IKEA Group, 2025)

	Economic
	Inflation, wage growth, unemployment, exchange rates
	Shapes compensation, training budgets, and retention strategies
	The wage policy and COLA are influenced by the cost of living of the co-workers.

	Social
	Demographics, cultural values, diversity expectations
	Drives training needs and engagement initiatives
	The plan aims to initiate a gender-balanced and inclusive in a 222000+ co.

	Technological
	Automation, digital HR tools, AI in performance tracking
	Transforms performance management and upskilling requirements
	Training via digital platforms can be international, developing a new range of digital competence.

	Legal
	Employment contracts, equality laws, data protection
	Mandates compliant policies in recruitment and relations
	Conformity to labour laws and equality norms

	Environmental
	Sustainability regulations, climate goals, green practices
	Integrates into employee relations and development programmes
	Since the FY16, Inter IKEA Group has reduced its climate footprint by 70.6% and established green HR standards through its IWAY supplier code.


Source: (Inter IKEA Group, 2025; Ramsudeen, 2025)
What is the best way to assess a clothing brand’s culture? Who relates the term “culture” to a clothing brand? I am sure that when you think ‘culture you do not have a particular thing in mind like a clothing brand.  Most people think culture belongs to a certain group of people. For instance, the culture of Indians is that of Sikh whereas of Hindus it is of any other culture and so on. People identify their culture through clothing, beliefs, language, arts, music, and much more.
The choices of clothing and the biological characteristic of the people of a community tell a lot about their culture. Communities are distinguished by their clothing, facial features and physical structure. Also includes hair colour, body shape, eye colour, and more. In other words, the profile has everything biological. The people of the south of India have a darker skin colour tone as compared to the people of the north. The dry climate and exposure to the sun may be the reason. People residing in the north have a fair complexion with light brown hair.



3. [bookmark: _Toc226494202]Organisation Application
IKEA operates in 63 markets worldwide and is a franchise system. It provides excellent home furnishings at affordable prices. IKEA provides home furnishing products through more than 500 consumer meeting points worldwide. These meeting points consist of full-size stores, smaller formats, plan-and-order points or digital channels (Inter IKEA Group, 2025).
IKEA is a Swedish Company It was founded in the year 1943 Total IKEA retail sales in FY25 were €44.6 billion (Approx $51 billion in the USA) .(IKEA Global, 2025; Ingka Group, 2030) IKEA has 222,000 co-workers all over the world means workforce engagement. Ingka Group has operations in 31 countries and is the largest IKEA group franchisee. Ingka Group's 166458 workers have an 87.4% retail sales ratio (Ingka Group, 2026). IKEA's value chain is entirely vertical, encompassing design, sourcing, manufacturing, and retail processes.  Above all, IKEA’s business strategy focuses on sustainability as well as democracy in relation to designs.
Human Resource Management of IKEA.
IKEA's human resources activities are mainly actuated by its “co-worker” ideology (Song, 2021). IKEA boasts a non-hierarchical and flat management structure. This company welcomes diversity, has a culture of trust and empowerment, and is inclusive in nature.
Employee relations policies place great emphasis on honest communication, work-life balance and fair wages with all co-workers earning above or at the local sufficient-wage roundtable index mark (100%) (Ingka Group, 2026; Song, 2021). (Song, 2021; Ingka Group, 2026). The practices on Christmas co-workers in subsidiaries vary according to their local labour legislation and social context (Korea and Japan.





4. [bookmark: _Toc226494203]Application of Model
[bookmark: _Toc226494204]4.1 Impact on Organisation
PESTLE framework tells how the macro environment affects actions of Ikea on HR functions and affects the ability of its HR Managers to deliver recruitment, training and development, performance management, employee relations.  Employment laws, government regulations, and other related policies impose compliance costs which in turn means that nature these factors severely restrict HR policies (Nayeem and Faheem, 2021; Mohamoud, 2024).  According to Li (2020), the political and economic forces that pervade the US market have forced O4G (Organisation for Growth) to create a Commonwealth of roles and a realignment of salaries and benefits packages. The resultant solution leads to dissatisfaction within the staff as the employees choose to opt out voluntarily and exit the organisation and the remaining suffer from horrible retention problems. Such a scenario indicates that the politico-legal factors make HR managers compromise between fulfilling the regulatory requirements and motivating and retaining employees under the performance management and employee relations functions. The compensation policies and training and development are impacted by market conditions in labour and cost pressures. According to Li (2020), uncertainties in the economy led to adjustments in salaries under the O4G initiative that linked individual performance goals with organisation cost-control goals while risking short-term low levels of engagement (Li, 2020).
 The recruitment and development program are affected by social and technological forces. The contribution of research such as Pérez-Pérez (2023) shows that IKEA’s humanistic management model in Spain responds to other stakeholders’ social concerns of meaningfulness in work, diversity and inclusion, through internal communication and employer branding. By incorporating these factors into their training and employee relations functions, the firm is able to convert social pressure into firm commitment and talent attraction (Pérez-Pérez, Berlanga and Victoria, 2023).
Sustainability regulations and climate pressures are making Green HRM relevant today.  As noted by Pérez-Pérez in 2023, IKEA incorporates consciousness about the environment in training and evaluation conversations to turn ecological pressure into a common purpose.  The power of the environmental forces to create meaning enhances each of the four HR functions to align employee behaviours with sustainability objectives. The forces of PESTLE do not have purely independent effects but interdependent effects. When HR managers respond accordingly, they create strategic advantage with their integration of responses (Wang, 2024). 
Value connection is linked to reduced turnover and similar problems (Li, 2020; Pérez-Pérez, 2023). The competitive edge gained is about other firms who will simply follow or reactively/partly engage which will increase their costs and weaken effectiveness. The model essentially reminds you that not just any environmental factor is.

[bookmark: _Toc226494205]4.2 Country Differences
The project analyses how do different country-level PESTLE factors, create different impacts on IKEA’s HR policies. Argue how this requires IKEA to use a subsidiary-level agency that is consistent with the key. Analysis the agency’s use of the diverse workforce from the host country. Finally, discuss how this issue creates HR problems and the final conclusion.
Table 2 PESTLE Influences on IKEA HR Practices – Selected Country Comparison
	Country
	Dominant PESTLE Factors
	Key HR Adaptation Example
	Outcome for HR Effectiveness

	Sweden
	Social (egalitarian norms), Legal (union rights)
	Flat hierarchy with co-determination in decisions
	Seamless global-standard transfer; high trust

	China
	Social (collectivist values), Technological (digital economy)
	Group-oriented training + culturally sensitive digital performance tools
	Enhanced emotional bonding and upskilling; active cultural bridging required

	India
	Economic (rapid growth), Social (hierarchical expectations)
	Localised recruitment drives and extended parental leave
	Higher training investment but stronger diversity and retention


Source: (Li, 2020; Mansouri, 2025)


Sweden, as the country of origin, is noted for its strong social emphasis on equality combined with supportive legal set-ups. Thus, one could transfer the democratic “co-worker” model virtually unchanged. The performance management processes in Sweden have very limited adaptation, as have employee relations producing ultra-alignment and trust.  On the other hand, China has collectivist social norms which are rapidly changing with technology. The combination of PESTLE influences in this presenter is causing deliberate and sustained change. According to high-grade empirical material evidence, IKEA China has adapted considerably its communication practices as well as training and imported digital performance materials (Mansouri, 2025). Globalized adaptations strengthen employee relations through collective purpose which however requires continuing to strive to reconcile expectations of higher powers with global empowerment values. This raises the strategic role of HR managers. The swift economic growth in India is imposing various pressures on hierarchical social norms.
The successful absorption of variety helps the HR managers to utilize the variation as strength which works as a competitive advantage. On the contrary, the failure to localize can lead employees to disengagement which may cause higher turnover rates (Li, 2020; Mansouri, 2025).

5. [bookmark: _Toc226494206]Conclusion 
IKEA must conduct a critical PESTLE analysis as the political- legal element directly affecting human resource practice. Each nation has a particular labour law that governs issues ranging from a person’s employment and dismissal to discrimination. The penalties for violating the employment act require legal procedures to follow the discharge of a worker. Other violations which refer to sexual or workplace harassment must comply with the law of that country. The economy is evolving quickly, and HR practices are under direct impact of it. For instance, throughout COVID-19, the resort was unable to lay any people off without compensation for many days (Javed et al., 2025). However, Recruitment Training, and Development gets under the influence of Economic Activities. It has been noted that, due to cutbacks, the department in fear of layoffs and everyone’s job at high risk. According to Tiwari, (2025), the pay levels strategy is detrimental to interns’ psychological safety (Tiwari, 2025).
The social factor is another short but a powerful element that impacts the HR practice. For example, the management has implemented gender-based and pay equality in IKEA due to the increasing consciousness of gender equality. This leads to a more diverse talent pool, which spurs competition between companies (Irad, Kadir and Kadir, 2025) In addition, technology is enabling HR services to reach more diverse communities and offer equal remuneration and benefits. However, technology in HR will only improve the role. As we live in a world of exponential growth in technology and rapid changes. New skills are required which have not been needed for centuries.
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