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Abstract
[bookmark: _Hlk156911096]Introduction: The study here focuses on the identification of the primary factors that enable IKEA to increase the satisfaction of its workforce. In addition, employee autonomy and giving them better opportunities can support the staff to grow personally as well as professionally in the workplace. Apart from that, the study also gives some challenges such as lack of leadership and ineffective communication that reduces the satisfaction levels of the staff. However, providing training and development programs and collaborative practices can mitigate flaws of employee satisfaction.
Purpose: The purpose of this research is to identify the strategies taken by organizations such as IKEA for ensuring employee satisfaction in their respective working systems. This research focused on the factors that helped in satisfying the employee needs, hindrances in implementing them, and possible action plans for mitigating the same.
Method: Pragmatism philosophy has been selected as it values analysis that has real-world relevance as well as assists in solving practical issues. Besides, the abductive research approach has been taken into consideration. Comparative data analysis has been used to explore the primary qualitative. Random sampling has been used to select the respondents for the interview. Thus, the strategic offering of the close ended questions within the interview helped in assembling more reliable information form the targeted respondents from IKEA. A cross-sectional time horizon has been selected and the interview is conducted in a specific period.
Result: The result has analysed There are crucial findings and important factors that helps to contribute Employee satisfaction Especially the employees who are working Currently in IKEA Here, the crucial factors that IKEA has considered are Work-life balance, workplace environment, employee benefits and well-being, employee autonomy and better career opportunities
Conclusion: The study here emphasizes a strong need to increase the satisfaction levels of the staff for better performances. Moreover, it also shows linking with the objective and recommendations that can help in getting a successful ending of the research. At the end, limitation and future scope has been described for future possibilities of the research.
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[bookmark: _Toc158657833]Chapter 1: Introduction
[bookmark: _Toc158657834]1.1 Background
IKEA is renowned for its innovative approaches to increasing employee engagement and employee satisfaction. IKEA promotes a simple organizational structure, employees have direct access to the decision-making process and management process (Metselaar et al., 2023). However, it can be stated that IKEA has focussed on employee development through comprehensive training opportunities and programs for skill enhancement. This investment helps to increase employee satisfaction and their confidence. IKEA offers rewards, recognition programs, and incentives to increase employee satisfaction.This research will be performed with an aim to find out the possible strategies that an organisation can implement in order to meet the standards of employee satisfaction. There are several cases where employees have to face exploitation from the company’s end which further results in reducing their levels of engagement and satisfaction. The claims of Wienekeet al.,(2019) confirm the fact that employee satisfaction can certainly lead to employee engagement in the long run. As seen in the case of Amazon by Thomas and Anigbo (2023), employees are overexploited for meeting the needs and demands of the customers. Such a situation can certainly result in lowering the satisfaction as well as engagement levels of the employees. Further, it is also observed that due to over-exploitation of the employees the possibilities of disrupting their work-life balance are increased which further results in reducing the levels of satisfaction by a significant margin. In the words of Steele (2019), work-life balance is one of the most important factors for employees in their professional lives which can get disrupted as a result of over-exploitation by the organisations. This factor can also result in decreasing the engagement levels of the employees in the long run.
Further, it is also observed that as a result of reduction in the engagement of the employees the overall performance of the concerned organisations will also decrease to a great extent. According to Biswaset al.,(2023), due to over-exploitation of employees, the overall performance of any organisation will decrease which further can lead to loss of competitive advantage in the market. On the other hand, failing to take care of employee satisfaction and wellbeing can also lead to degrading the overall brand image of organisations. According to the viewpoints of Luque and Herrero‐García (2019), exploitation of the employees is one of the key factors behind organisations’ losing competitive advantage. There are several examples where organisations had to lose market position and competitive advantage over the rival companies as a result of exploitation of employees. Such situations can also result in increasing employee turnover rate for the organisations which is not considered good considering the required performance in a competitive market. In this regard, Cáñez-Cota and Pineda-Pablos (2019) have mentioned that over-exploitation of the staff can play a crucial role in increasing the overall turnover rate. In this context, this research will focus on the factors that can help in enhancing employee satisfaction, challenges in implementing the same and the way forward to mitigate the challenges and hindrances.
1.1.1. [bookmark: _Toc158657835]Competitive Edge of IKEA
IKEA has employed numerous strategies to develop employee satisfaction. IKEA implements some strategies to maintain a competitive edge over its rivals. In addition, IKEA invests in training and development programs for its employees, by offering various opportunities for career advancements and skill enhancement, IKEA ensures that it’s all employees feel motivated and valued (Latiep, 2023). This company invests in sustainability, innovation, design as well as customer experiences in order to differentiate it’s all products to attract customers in the competitive market. Therefore, IKEA’s supply chain management, cost optimization, and operational efficiency enable it to maintain margins and competitive pricing. It can be stated that IKEA’s competitors include Target, Pier, Amazon, and Wayfair. The main strategy of IKEA is to achieve competitive advantages by producing at a lower cost. It can allow the company to change lower prices and enhance profitability. Ashley Furniture and Pottery Bran are the two biggest competitors of IKEA. IKEA engages in various types of sustainability strategies that are effective in order to preserve resources. Thus, IKEA achieves competitive advantages and stays connected with its competitors in the competitive market. 
1.1.2. [bookmark: _Toc158657836]Area of further research
As per the report of 2022, IKEA has managed 464 retail stores and generated around 90% of IKEA’s revenue.  During the pandemic, IKEA announced it would no longer pay full sick pay for various unvaccinated UK workers. As per the view of Vonderlin et al., (2020), IKEA has a vertical integration strategy that can allow it to control its costs. In addition, IKEA owns its suppliers and factories. This can allow the company to produce its products at a lower cost than its various competitors. Therefore, IKEA encourages their co-workers and this uniqueness of individuals makes IKEA better. On the other hand, Perlangeli and Rea (2023), argued that IKEA has implemented a CSR strategy in order to enhance employee engagement and the company's development. This article shows the significance of employees in the internal and external communication of an organization. IKEA also trains its employees to increase working quality and enhance employee satisfaction.
[bookmark: _e5xarfwdopqh][bookmark: _Toc158657837]1.2. Introduction
[bookmark: _hr0yg4928m2t]Ensuring satisfaction for the employees at the workplace is one of the most important factors that need to be taken into consideration by an organisation. This factor will certainly play a crucial role in enhancing the overall performance of the organisation and make it capable of sustaining the competition levels in both domestic and international markets. In this regard, Arifinet al., (2019) have mentioned that employee satisfaction can become quite crucial in enhancing the overall performance of an organisation. This research will aim at the essential factors that can improve employee satisfaction, the challenges in satisfying the employees and the possible strategies for overcoming the challenges in the long run.
[bookmark: _xi9w0rz5m4pr][bookmark: _Toc158657838]1.3. Research Aim
The aim of this research paper is to identify the strategies that can be taken by organisations such as IKEA for ensuring employee satisfaction in their respective working systems. In this context, the project will also focus on the factors that can help in satisfying the employee needs, hindrances in implementing them and possible action plans for mitigating the same. It has also been observed in this chapter of the project that employee satisfaction is extremely important in order to increase their engagement levels and reduce their turnover rate at the same time. Both these factors have also been found to be extremely consequential in terms of affecting the brand image and reputation of the concerned organisations, eventually resulting in losing competitive advantage in the long run.
[bookmark: _ji9b107hwweg][bookmark: _Toc158657839]1.4. Research Objectives
· To identify the concept of employee satisfaction in a large-scale business organisation
· To explore the essential improvement factors of employee satisfaction in IKEA
· To determine the flaws that emerge to maintain employee satisfaction in IKEA
· To find out fruitful countermeasures to mitigate the flaws and improve employee satisfaction in IKEA, constantly
[bookmark: _ke3sbbvteuz8][bookmark: _Toc158657840]1.5. Research Questions
· What is the concept of employee satisfaction in a large-scale business organisation?
· What are the essential improvement factors of employee satisfaction in IKEA?
· What can be the flaws that emerge to maintain employee satisfaction in IKEA?
· What can be fruitful counter measures to mitigate the flaws and improve employee satisfaction in IKEA, constantly? 
[bookmark: _pl8va3sygd5s][bookmark: _Toc158657841]1.6. Research Rationale
Employee satisfaction can be one of the most crucial factors that any organisation needs to take care of in order to maintain the level of performance and sustain in the competitive markets. In the words of Riyantoet al.,(2021), ensuring workplace satisfaction to the employees is the most important factor that can help in enhancing the overall performance and output of an organisation. In various situations, it has been observed that the employees within an organisation are not happy with their lives, conditions or situations that they are provided with in the workplace. As per the findings of O’Donovan (2023), there have been numerous complaints about the worst workplace conditions of Amazon in San Francisco where employees are exposed to the possibilities of ergonomic injuries and musculoskeletal disorders. Such a situation can certainly turn out to be one of the most negative factors for an organisation such as Amazon that can further decrease its brand reputation as well as performance levels at the global levels. In this context, Shams et al.,(2020) have argued that lack of employee satisfaction can turn out to be extremely consequential for companies as far as loss of brand reputation and degradation of performance levels are concerned.
[image: ]
[bookmark: _Toc157108188][bookmark: _Toc158657900][bookmark: _Toc158657948]Figure 1.1.: Employee retention capabilities of different companies across the globe
(Source: Venditti, 2023)
It can be observed from the above picture that there have been a serious lack of employee retention schemes among the reputed global companies with Apple leading the list with a median tenure of 1.7 years followed by Amazon and Meta with a median tenure of 1.8 years each (Venditti, 2023). There are several examples where companies have proved to be quite efficient in taking care of their employees’ benefits so that their satisfaction levels can be met in a proper way. As found by Nair et al. (2022), Unilever has been able to confront every issue and changes in nature of work that any of its 1, 49,000 employees has faced. This factor has certainly led Unilever to ensure employee satisfaction and engagement levels over the years. In this regard, this research paper will shed light upon the factors that can play a crucial role in increasing employee satisfaction. It will also illustrate the challenges and hindrances that any organisation may face in maintaining employee satisfaction while focusing upon the strategies and action plans that can be used for mitigating the challenges and hindrances in the long run.
[bookmark: _i591fiabfcaz][bookmark: _Toc158657842]1.7. Research Significance
As far as the significance of this research paper is concerned, it can be observed that the same will be extremely important in terms of spreading awareness among the organisations about the importance of ensuring employee satisfaction and the ways of implementing the same in an effective way. According to the viewpoints of Kamilet al.,(2020), research and analysis can prove to be quite effective in enhancing the level of knowledge regarding a particular topic. This research paper will provide both the examples of employee satisfaction as well as dissatisfaction so that the readers and audience can differentiate between the two in an efficient manner. This project will also turn out to be significant in terms of highlighting the challenges as well as the possible strategies of overcoming the same. Further, this research project will contribute in conduction of future projects regarding similar topics.
[bookmark: _kf79an9km9ov][bookmark: _Toc158657843]1.8. Structure of the Research
[image: ]
[bookmark: _Toc157108189][bookmark: _Toc158657901][bookmark: _Toc158657949]Figure 1.2.: Structure of the Dissertation
[bookmark: _nzlskuzhqgp1][bookmark: _Toc158657844]1.9. Chapter Summary
This chapter of the research project has tried to introduce the same in an effective way where clear aims, objectives and questions have been mentioned. It can also be observed that there is a clear rationale in this section of the research paper which justifies the conduction and purpose of the entire project quite significantly.

[bookmark: _32fnblhbsfxr][bookmark: _Toc158657845]Chapter 2: Literature Review
[bookmark: _lvhjh3m1ia3][bookmark: _Toc158657846]2.1. Introduction
In this section of the research paper, the focus will be on discussing the concept of employee satisfaction that the management of large organisations needs to follow and maintain. Further, this chapter will also focus on the various factors that can help in managing and maintaining employee satisfaction for the companies. Further, it will also elaborate the possible challenges that any organisation may face while striving towards ensuring employee satisfaction in the long run. On a positive note, the focus will also be on identifying the possible steps and action plans that any organisation needs to take in order to handle the challenges and hindrances.
[bookmark: _g0xx1az8w7bo][bookmark: _Toc158657847]2.2. Concept of employee satisfaction
Employee satisfaction is a term that can help in measuring and identifying the level of happiness employees are experiencing while working in an organisation (Salas-Vallina and Alegre, 2021). Several factors of an organisation are there that depend upon employee satisfaction and engagement. Factors such as employee engagement, turnover, performance and innovation are some of the most crucial ones that can be achieved through the means of employee satisfaction. In the words of Verčič (2021), ensuring satisfaction among the employees can turn out to be one of the core reasons behind increasing their engagement levels. This fact plays a crucial role in increasing the performance levels of the employees by a significant margin which further results in enhancing the overall output of the concerned organisation as well. According to the viewpoints of Uddin et al., (2019), engaging the employees by meeting their satisfaction levels can become helpful in increasing their performance and outputs quite significantly. Further, it is also observed that employee satisfaction can also lead to lower possibilities of employee turnover rate. In this regard, Kurniawaty et al.,(2019) have mentioned that being able to meet the satisfaction levels of the employees can become quite useful in terms of retaining them within the organisation, hence reducing the overall employee rate quite effectively.
There are several advantages and benefits that can be enjoyed by organisations by ensuring employee satisfaction within the workplace. One of the most crucial benefits of maintaining employee satisfaction is that of increased productivity. In the words of Ali and Anwar (2021), ensuring job satisfaction for the employees is the key factor behind increasing their productivity levels. In that case, the overall performance of the concerned organisations will also increase leading to ensuring a stronger competitive position in the market. On the other hand, ensuring a healthy workforce is another key benefit of maintaining employee satisfaction. As per the viewpoints of Wieneke et al., (2019), maintaining employee satisfaction can certainly ensure a healthy workforce which can further generate innovative and creative ideas for better performance and optimum outputs. This factor will surely help any organisation to gain a competitive advantage over the rival companies in an effective way. Further, lower turnover rate is also another key aspect of maintaining employee satisfaction that the organisations can enjoy in the long run. The fact is that with a healthy workplace environment, the chances of retaining employees’ increases to a great extent. This factor also enhances the overall brand image and reputation of an organisation in the competitive market.
[bookmark: _j2jqmojh5m5e][bookmark: _Toc158657848]2.3. Factors that can help in improving employee satisfaction in organisations	
· [bookmark: _n9uw4f6g20sj][bookmark: _Toc158657849]Workplace environment
Workplace environment is one of the crucial factors that can ensure employee satisfaction within an organisation. In this context, Caillier (2021) has mentioned that in several cases, excessive stress and workplace exploitation become the core reason behind reducing the satisfaction levels of the employees. As seen in the case of Amazon, overexploitation of the employees in its factories has turned out to be quite consequential in lowering the satisfaction level of the employees. The fact is that excessive exploitation of employees can create a negative atmosphere at the workplace, hence developing a negative environment at the same time. A Work environment is crucial to maintaining high productivity, and high employee retention. On the other hand, issues related to the workplace environment such as safety, poor communication, and bullying can create less motivation towards work, higher absenteeism and so on. In this regard, Mura et al., (2023) have criticised the verge of remote working, especially after the COVID-19 pandemic, a new normal trend has developed a new workplace environment, that has limited roles towards maintaining sustainable development, and socialisation, impacting one's well-being and so on and may lead to the negative impact of the work-life balance, that is over-exploitation. However, organisations failing to aim to contribute suitable person-environment fit in terms of both remote and on-site working conditions or failing to pay attention to developing ergonomic, sustainable and human-friendly work environments, cannot achieve higher productivity and organisational success.
· [bookmark: _giotbgqo9kqg][bookmark: _Toc158657850]Employee autonomy
Employee autonomy is also another factor that can contribute towards employee satisfaction at the workplace. In several cases, it is observed that employees are allowed to implement their creative and innovative ideas in the field so that they can be motivated to involve themselves in the working system. As seen in the case of Inditex, the authority has provided autonomy to its managers and employees for the development of the workplace and making the same sustainable at the same time (Inditex, 2022). This strategy has certainly turned out to be quite effective for the company in terms of earning the trust and respect of the employees. Employee autonomy helps employees to keep workers freedom and employees can decide the pace of work for completing tasks and having more control as well. Elsetouhi et al., (2023) criticised that poor autonomy among employees creates a situation where employees do not achieve decision-making power and independence in their roles. Therefore, they have to go through strict rules and guidelines and follow rigid processes and also achieve constant supervision and oversight from superiors. Therefore, it tends to increase stress and reduce productivity as employees may feel pressure to follow strict guidelines.
· [bookmark: _1pfjfthbqfby][bookmark: _Toc158657851]Employee benefits and wellbeing
Taking care of the employee benefits and wellbeing is considered one of the most crucial parameters that any organisation needs to consider in order to ensure employee satisfaction in the near future. In the viewpoints of Kurdi et al., (2020), ensuring benefits and wellbeing for the employees can become quite productive in increasing the satisfaction levels of the employees in an effective way. As seen earlier, Unilever has been extremely active in taking care of the benefits of the employees and modifying the working system accordingly so that they can experience a better environment at the workplace. Employee benefits and well-being are nothing but a compensation package which includes aspects other than monetary incentives in terms of health insurance, provident fund, retirement savings plans, paid vacation leave and so on. Considering the same tone, Farley et al., (2023) have criticised workplace bullying as being directly linked with the poor well-being of an employee. Moreover, the research also addressed issues related to the well-being exposed by workplace bullying in terms of workplace mistreatment, for example, abusive supervision, violence and incivility. 
· [bookmark: _bx4mnr1iged][bookmark: _Toc158657852]Work-life balance
Work-life balance is also considered one of the most essential factors that can ensure employee satisfaction within the workplace. According to the opinions of Latiep (2023), providing the employees with proper work-life balance can help in enhancing their satisfaction levels by a significant margin. In several cases, it can be noticed that a lack of work-life balance can become quite consequential for organisations as far as reducing the satisfaction levels of the employees are concerned. This factor further increases the output and results of the employees quite effectively for the betterment of the concerned organisation. Metselaaret al., (2023) criticised that work-life balance may cause employees to work overtime. Moreover, the research also mentions that daily workers have focused on maintaining high performance and considering a long-hours culture, which has impacted the likelihood of considering efficient HR policies where employees are not expected to work overtime. Additionally, the research by Latiep (2023), has mentioned that work overtime needs to be managed, which is why it comes to consider the equilibrium stage of maintaining work and life and having a satisfactory work-life balance employees can reap benefits where their innovativeness and productivity can be enhanced. Additionally, absenteeism can be reduced, mental and physical health can also be improved and they can motivate and commit to work efficiently.
· [bookmark: _Toc158657853]Effective communication
Effective communication with the employees is one of the crucial factors that any organisation needs to consider in order to ensure employee satisfaction in the long run. The fact is that with the help of proper communication, both the employees and the concerned authorities have a significant chance of exchanging ideas as well as concerns in an efficient way. According to the opinions of Stephens et al., (2020), proper communications and interactions between the employees and the authorities can help in sharing both concepts as well as issues. This factor also plays a crucial role in enhancing the level of transparency within the working system.
· [bookmark: _3xipa2rcevod][bookmark: _Toc158657854]Better career opportunities
Better career opportunities for the employees is also another key factor that can further employee satisfaction within an organisation. As per the findings of Djoemadi et al., (2019), better career opportunities for the employees can certainly play a very important role in ensuring an increase in their satisfaction level. The fact is that skill enhancement and better career opportunities can prove to be quite effective for employees in getting involved and engaged within the working system quite significantly. In that case, ensuring better career opportunities for the employees can certainly prove to be quite beneficial for organisations in the long run. Fouad et al., (2023) argued that poor career development can create negative consequences to both the employees and employers. Briganti et al., (2023) mentioned that an organisation fails to achieve its goal and objective efficiently. Moreover, it leads to job dissatisfaction and the attrition rate can be increased.
· [bookmark: _zcb6cywobf1u][bookmark: _Toc158657855]Better flexibility in the working system
Ensuring better flexibility in the working system is also another crucial factor that can help in enhancing the level of engagement of the employees within an organisation. In the viewpoints of Chatterjee et al., (2022), flexibility in the working system can certainly ensure remote work for the employees, hence increasing productivity in the process. This factor will also increase the involvement and engagement levels of the employees in the long run, hence benefiting the organisation quite significantly in terms of gaining a competitive advantage over the rival companies and strengthen its position further in the concerned market.
[bookmark: _t7snq08hx6im][bookmark: _Toc158657856]2.4. Challenges and flaws that can be faced by organisations in maintaining satisfaction levels among the employees	
· [bookmark: _Toc158657857]Excessive red-tapism in the working system
Red-tapism includes various rules, conditions, procedures, and laws that are imposed by the government on private and public firms in a nation. The imposition of various rules and regulations can negatively impact workers as it can result in employee burnout and can decrease their productivity. As mentioned by Rauf (2020) the presence of red-tapism in the working system can hamper job satisfaction as it can exhaust employees. This can result in increasing employee turnover and dissatisfaction. Fatima (2022), states that red tape is about a presence of formal policies, laws, and rules that prevents workers from performing their job role effectively. It is noted that red-tape impacts the performance of companies in various ways such as decreasing workplace creativity and delaying decision-making procedure. The presence of red-tapism impacts the attitudes and behaviour of workers negatively
· [bookmark: _Toc158657858]Lack of communication and transparency
The lack of communication and transparency in a workplace can hamper the capability of workers to understand their role in an organisation. It can also hamper the trust and satisfaction level of workers in a company. According to Einwilleret al., (2021), transparency is a crucial part in communication as it assists in promoting accountability, cooperation, commitment, and collaboration. Transparent communication between the management and employees is important to make all crucial information available to the workers. It is also noted that transparent communication is beneficial for enhancing openness during the procedure of change in an organisation. Maintaining effective transparent internal communication in a workplace is useful for better employee engagement and boosting their satisfaction level. Lee et al., (2021), states that effective internal communication is advantageous for making workers feel involved in the organisation and improve their satisfaction level.
· [bookmark: _Toc158657859]Lack of growth opportunities
The lack of growth and development opportunities in a workplace can hamper the satisfaction level of workers. As Kassu (2023), states that about 60% of the workers leave their jobs due to the lack of growth or development opportunities. Providing growth opportunities in a workplace helps companies to retain and engage talent. This is also useful for increasing the skill set and productivity of employees. Lack of development opportunities in an organisation can demotivate workers. It is analysed that lack of training and development can increase work-related stress in workers and decrease productivity. Inadequately trained workers are unable to perform their best that hampers their confidence level and motivation.
· [bookmark: _qc4a9zby8pk][bookmark: _Toc158657860]Lack of leadership
[bookmark: _qeitm9iuv7n0]Leaders provide workers with appropriate guidance and methods to improve productivity level. It is noted that leaders play a key role in motivating and engaging workers. According to Mugira (2022), leadership is one of the key sources of employee satisfaction. Good behaviour and attitudes of leaders towards workers have a positive influence on their psychological state. Lack of effective leadership in a workplace can hamper the growth of employees and decrease their engagement level. It is noted that good leadership can turn a workplace into a pleasant and productive work environment that promotes engagement and effective communication. The lack of leadership can decrease the interests of employees in an organisation. 
· [bookmark: _Toc158657861]Lack of micromanagement
Lack of micromanagement is one of the crucial challenges that any organisation faces during ensuring higher satisfaction levels for the employees. As per the opinions of Ndidi et al., (2022), micromanagement can help in proper monitoring of the employees within a working system. This factor can become quite effective as far as understanding their issues and problems while gathering insights about their performance and productivity levels at the same time. Therefore, it can be observed that lack of micromanagement is one of the crucial factors that is required to be considered in order to increase employee satisfaction.
· [bookmark: _8wlmdw7j2b16][bookmark: _Toc158657862]Biases in the workplace
Biases and lack of equality at the workplace are one of the most common challenges that can lead to employee dissatisfaction and degrade their engagement levels quite significantly. In several cases, there is evidence of lack of equality and biases in different workplace based on gender, payment, position and many more. In the words of Lekchiri et al., (2019), biases and inequalities at the workplace can be extremely consequential in losing the trust and confidence of the employees. In that case the chances of degradation in the employee satisfaction levels will increase quite extensively.
[bookmark: _whmadnsy97ld][bookmark: _Toc158657863]2.5. Strategies of handling and mitigating the flaws and challenges in meeting employee satisfaction levels
· [bookmark: _jtl3hjbjtrpl][bookmark: _Toc158657864]Reducing red-tapism at the workplace
Reducing red-tapism can be quite beneficial for the organisations as far as ensuring a satisfying workplace for the employees are concerned. According to the viewpoints of Campbell (2019), reducing red-tapism within an organisation can help in smoothing the overall working process and performance levels to a great extent. This factor can prove to be quite effective in making things fast within the entire process and convey the messages of the employees to the concerned management. In that case, the chances of maintaining transparency also increase to a great extent.
· [bookmark: _n5db6x5lf43b][bookmark: _Toc158657865]Enhancing the communication with the employees
Enhancing the communication levels with the employees can certainly turn out to be effective in understanding their state of mind and requirements. According to the statements of French et al.,  (2020), proper communication and interactions with the employees and workers is the key factor which helps the authority to underrate their needs and requirements in the long run. This factor can certainly help in framing appropriate strategies and action plans so that meeting the expectations of the workers can get easier. This factor further can help in earning the trust and confidence of the employees which also enhances their levels of involvement and engagement at the same time.
· [bookmark: _opnm3y4wio2q][bookmark: _Toc158657866]Training and skills development for employment and growth opportunities
Providing the employees with proper training and skills development programs is also another key factor that can become effective in reaching their satisfaction levels. The fact is with the help of effective training and development programs; skillsets of the employee and workers can be enhanced to a great extent which further can ensure better employment and career opportunities for them (Xie et al., 2020). As can be observed in the case of Inditex, proper training and development programs for the employees have made it possible to enhance their career through the means of skills growth.
· [bookmark: _kf2cgbqyf55l][bookmark: _Toc158657867]Leading the employees towards inclusive growth
Inculcating the values and concepts of inclusive growth among the employees can also help in meeting their satisfaction levels. As per the opinions of Lee (2019), inclusive growth ensures simultaneous growth of both organisations and employees. This strategy by a leader can certainly gain the trust and confidence of the employees in the long run which also proves to be quite effective in increasing their engagement levels as well. Further this strategy will also prove to be quite beneficial as far as enhancing the overall output of an organisation in the competitive market.
· [bookmark: _Toc158657868]Ensuring proper monitoring through micromanagement
Ensuring proper monitoring through the means of micro management is also considered to be one of the key strategies in ensuring employee satisfaction. It is observed by Szast and Morska (2023) that proper monitoring of the employee needs and requirements can be ensured through the means of effective micromanagement within a working system. In this case, it can be noticed that understanding the issues and problems of the employees can become easier for the authority of an organisation. Henceforth, framing appropriate strategies and action plans will also get easier in the long run. This factor can certainly play a crucial role in increasing the satisfaction levels of the employees and engaging them within the working system.
· [bookmark: _xenkct71yu1d][bookmark: _Toc158657869]Maintaining equality within the workplace
Maintaining equality within the working system is one of the crucial steps that any organisation needs to be focused on in order to ensure a better work environment for the employees. According to Hafeez et al., (2019), treating the employees with equality and unbiased manners can help in earning their respect and providing them with a proper and healthy work environment. This factor can certainly turn out to be quite beneficial in terms of increasing their satisfaction levels and retaining them within the organisations in the long run. In this way, the chances of maintaining a strong brand reputation in the market as well as a competitive advantage can also be increased in future.
[bookmark: _ijkzl72cb00w][bookmark: _Toc158657870]2.6. Theoretical Framework	
· [bookmark: _6fym0dyf81by][bookmark: _Toc158657871]Maslow’s Hierarchy of Needs
Using this particular theory is quite helpful for an organisation in terms of motivating the employees towards enhancing their performance levels and meeting their satisfaction levels quite effectively. As per the findings of Ștefan et al., (2020), using Maslow’s hierarchy of needs can help in ensuring satisfaction of the employees by meeting their needs at different levels in their professional careers. Considering the picture below, it can be observed that providing the workers with physiological needs at the basic level can certainly make an organisation able to ensure a comfortable and pleasant environment at the workplace. This factor can certainly help in increasing the performance levels of the employees by a significant margin. Considering the safety needs of the employees, organisations also need to provide them with job security so that their trust can be earned in an effective way. In this regard, Basit (2021) has mentioned that providing the employees with safety and security in job can certainly meet their satisfaction and engagement levels.
[image: ]
[bookmark: _Toc157108190][bookmark: _Toc158657902][bookmark: _Toc158657950]Figure 2.1.: Maslow’s Hierarchy of Needs
(Source: Inspired from Ștefanet al., 2020)
Belongings and love needs are also quite important for the employees as they seek to protect their families and friends in the long run. Further, esteem needs such as prestige and reputation in the society is also required for the employees so that they can have a good image through the means of their positions in jobs. In the words of Oubibiet al., (2022), meeting the esteem needs of the employees can certainly help in increasing their engagement and satisfaction levels by a significant margin. On the other hand, the need for self-actualisation is also required for the employees for securing their future along with their families and relatives.
According to the research of Oubibi et al., (2022), employee satisfaction starts with the basic needs such as food, water, shelter; these are the basis needs for survival. In most organizations, when these needs are met or any initiation made by the management to meet these needs employee move on to the next level. Along with that, keeping open communication, and maintaining an equal and inclusive work place culture which influence the management in direct as well as in indirect way. On the other hand, according to the research of Oubibi et al., (2022), employee satisfaction does not always reflect the same concept of Maslow’s model. In some cases, it can be seen that, the need of an employee can go in multiple direction at a particular time, whereas the Maslow’s hierarchy theory always suggests us a sequential pursuit of needs. Another point can come here as a major argument which is, when Maslow’s hierarchy presents a streamline mapping of needs in theories. While in real life scenarios the need of individual and the priorities of individual can never be equal. 
Hence, it can be said that, maintaining the work life balance throughout the operations is crucial. Keeping the equal and inclusive nature in teams always increases the operational efficiency and output of the process.
[bookmark: _pgtqyeo6omy][bookmark: _Toc158657872]2.7. Literature Gap
There have been certain gaps in this literature review as several challenges for meeting employee satisfaction have not been covered such as lack of transparency and employees feeling unheard. Proper time management would have made it possible to meet all these parameters in an effective way. Further, there are several gaps in this literature review as many parameters have remained unexplored as a result of lack of time and financial support. Considering the factors that can improve employee satisfaction, the parameter of health security of the employees has not been covered in this section. Challenge in employee satisfaction such as discrimination, racism and harassment are not explored in a proper way which would have made this review much diverse and conclusive. This factor would also lead the team to explore more strategies of overcoming such challenge in the long run. As far as the theories are concerned, the Two-factor Theory by Herzbergwould also have provided another angle and perspective regarding employee satisfaction and motivation within the workplace.
[bookmark: _5fpg5cwikhv9][bookmark: _Toc158657873]2.8. Chapter Summary
This chapter of the dissertation has focused on elaborating several research papers for justifying the topic. Factors that have a significant impact on employee satisfaction have been discussed in this chapter while focusing on the challenges at the same time. The possible strategies and action plans have also been shaded light upon in this section.


[bookmark: _Toc158113242][bookmark: _Toc158657874]Chapter 3: Research Methodology
[bookmark: _216nrxrnbcd3][bookmark: _Toc156400285][bookmark: _Toc158113244][bookmark: _Toc158657875]3.1 Research Design
This is the third chapter of this dissertation and it assists in ducting the method of data gathering, collection, and analysis. Readers can understand the mode of data collection and its importance in meeting the research objectives through this chapter. The framework of research onion is used in this chapter so that the philosophy, strategy, and design of the dissertation can be discussed in detail. Research onion is a framework that helps in organizing the methodology of a dissertation (Seuringet al., 2021). The chapter has outlined the ethical considerations that are taken up in this study in order to ensure that data is collected by following moral principles. This part of the dissertation also shed light on the research approach and philosophy that is utilised in the work to gather and analyse the concept of employee satisfaction and the way it influences performance and productivity of firms such as IKEA.
[image: ]
[bookmark: _Toc157108191][bookmark: _Toc158657903][bookmark: _Toc158657951]Figure 3.1: Research onion
(Source: Seuring et al., 2021)
Research philosophy appears to be a set of assumptions and beliefs about the evolution of knowledge and the essence of reality that leads a research project. Four types of research philosophy are positivism, realism, interpretivism and pragmatism. In this context, interpretivism philosophy has been selected as it assists in viewing the importance and impact of strategies on the satisfaction level of workers through the perceptions or experience of the participants. Positivism philosophy is not selected as interpretivism focuses on including richness in the insights (Alharahsheh and Pius, 2020). Interpretivism philosophy is picked as it can help in gathering information and understanding the perceptions as well as the experiences of the participants regarding employee satisfaction level. This philosophy can assist in viewing participants as active rather than passive, that is beneficial for focusing on personal motivations and meanings. It can help in producing data that are high in validity. 
Interpretivism philosophy is beneficial for interpreting the responses that are collected through the interviews. Interpretation of the data and information gathered through the interview of the employees in IKEA is advantageous in understanding the concept of employee satisfaction and different aspects of it. Additionally, the strategic choice of the mentioned philosophical decision has also guided in assembling more realistic findings from the primary qualitative data. It allows researcher to analyse the strategies that are utilised by the management of IKEA to motivate and retain workers. This also helps in uncovering relevant and interesting research questions that are beneficial for understanding the way the concept of employee satisfaction is handled. Pragmatism philosophy is not selected as it is not capable in interpreting from the information collected through interview (Maarouf, 2019). On the other hand, realism is not selected for this work as this emotion (Ravi, 2021). This can hamper the collection and interpretation of the emotion of participators regarding employee satisfaction in IKEA.
A research approach signifies the entire plan of action and strategy that directs the research procedure in terms of achieving its objectives and aims. According to the insight of Kistruck and Slade (2022), it entails justifying and identifying methodological options based on the essence of the research issue under investigation. Three types of research approaches are inductive, deductive and abductive approach. In this regard, the inductive research approach has been taken into consideration while conducting this research regarding the strategies and methods deployed by IKEA to improve employee satisfaction level. 
The usage of the inductive approach is effective for generating theories that can be advantageous for interpretation and analysis of the information gathered through the interview of the employees of IKEA. It supports the researcher in extracting specific conclusion that is useful for proving the truth (Fleischmann, and Ivens, 2019). This approach is picked for the work as it can be advantageous to understand and build a conclusion regarding the satisfaction level of workers in IKEA and the weak spots and strengths of the strategies utilised by the firm for satisfying employees. Therefore, it has been added that the strategic choice of the said approach has also facilitated in assembling more accurate findings from the qualitative information that obtained from the selected respondents from IKEA. Deductive approach is not selected for this research as it is prone to mistakes. As mentioned by Shin (2019), deductive approach is more likely to lead in errors than inductive method. 
The usage of the inductive approach can add flexibility to the outcomes of the research and it can generate new theories related to the research topic. It can also be stated that an inductive approach can help the researchers to generate new ideas and information to add richness to the research (Proudfoot, 2023). Apart from that, this specific research approach provides a holistic point of view as it also gives importance to the collected data rather than focusing on the theories. In a similar aspect, an inductive approach can also help the researchers to discover possibilities that can allow the researchers to understand the primary factors that increase employee satisfaction in IKEA. It can also be noted that an inductive approach can help the researchers to develop deep insights regarding the research findings. In addition, an inductive approach is also regarded as a flexible approach that can modify the research topic as well as the context (Mohamed et al., 2023). The implementation of the inductive research approach can help the concerned researchers to add accessibility to the collection of the relevant data and information for the research. 
[bookmark: _Toc156400287][bookmark: _Toc158113246][bookmark: _Toc158657876]3.3 Participants
[bookmark: _Hlk156939939]The research study has utilised the data collection method of primary qualitative data as the primary data collection method can encourage the system of developing real life insights. Secondary data collection method has not been encouraged in this case as the gap in the data collection method could have given rise based on the secondary involvement of data. This might give rise to gap in gathering unbiased real-life information, as secondary sources present the findings and opinions of other researchers but does not directly involve the research participants. A research strategy is the overall plan for executing a research project, including how data will be collected and analysed in terms of answering research questions or satisfying study objectives. In this research context, primary qualitative data has been utilised for the research purpose in this case, as qualitative data can give rise to detailed understanding and primary data keep the observations completely relevant to real life observations.  

[bookmark: _Toc157108192][bookmark: _Toc158657904][bookmark: _Toc158657952]Figure 3.2: Research Strategy
(Source: Created by the author)
[bookmark: _Hlk156940290]An interview has been conducted which consists of the employees of IKEA. They are capable of delivering authentic insight regarding the pursuance of certain employee satisfaction strategies by the organisation. As per the views of Thambinathan and Kinsella (2021), interviewing workers directly assists researchers in capturing their unfiltered experiences, insights and perspectives related to the company’s employee satisfaction strategies. Besides, workers can explain the reasons, backstories and context encompassing IKEA's strategic decisions concerning employee satisfaction through open-ended interviews. It can be stated that Interviews also assist in delving into the nuances as well as personalised aspects of workers' motivations and perspectives on the organisation. Usage of primary qualitative research also impose restrictions over the process of including a detailed visual presentation of research finding as the data gets restricted to the usage of only one method. However, the usage of the primary data that is qualitative in nature fulfils the expectations in terms of detailed observations due to the nature of the data type. 
[bookmark: _Hlk156940318]This specific research has utilised only primary research that is qualitative in nature. Primary research has been conducted through interviews. Interviewing workers directly assists researchers in capturing their unfiltered experiences, insights and perspectives related to the company’s employee satisfaction strategies. In this case, the inclusion of the IKEA employees in the system of data analysis and gathering is important as this can benefit the development of detailed insights about the human experiences. Employees experience has been assessed in this case to understand their level of satisfaction.  On the other hand, it can be challenging to get approval and access to interview workers across locations and stores, particularly with executives along with key decision-makers regarding organisation IKEA’s strategies. In addition, IKEA can also restrict access in case they perceive interviews as related to employee dissatisfaction or organised labour interests. 
The research study has utilised the data collection method of primary qualitative data as the primary data collection method can encourage the system of developing real life insights. Secondary data collection method has not been encouraged in this case as the gap in the data collection method could have given rise based on the secondary involvement of data. This might give rise to gap in gathering unbiased real-life information, as secondary sources present the findings and opinions of other researchers but does not directly involve the research participants.  
Therefore, the strategic choice of the primary data assembling from the employees of IKEA has immensely helped the researchers to understand the primary factors that impact employee satisfaction within the company. It can also be noted that taking the interview through online platforms has supported the researchers to save time as well as resources. In addition, primary qualitative data also adds richness to the outcomes of the research and also helps to provide a positive outcome to the research (Alagarsamy et al., 2023). It can also be noted that the concerned researchers have collected primary qualitative data in order to get in-depth knowledge regarding employee satisfaction with IKEA. It can also be observed that the usage of primary qualitative research adds authenticity to the outcomes of the research.
[bookmark: _Hlk156941184][bookmark: _Hlk156941335]A research methodology decision refers to a researcher's overall strategy to conducting their study. According to the insight of GHR and Aithal (2022), it discusses how and why they want to combine various components of their technique. This selection of methodology is influenced by various factors such as objectives, aims, accessible resources along with researchers’ expertise. Based on the research philosophy, approach, and development of theory, this study has selected mono-method qualitative research as only the primary data collection method will be encouraged while conducting this research. The method of primary qualitative data will be encouraged based on the utilisation of the real-life data. The sole dependency upon the primary data which is only qualitative in nature is important. 
[bookmark: _Toc156396139][bookmark: _Toc158113254][bookmark: _Toc158657877]3.3 Ethics
The Ethical considerations of this study include the maintenance of confidentiality and data integrity. As per the Data Protection Act, of 2018, all data has been stored safely in computers so that risks of cyber breaching can be prevented (Legislation.gov.uk, 2024). As for primary data, no participant has been forced to participate in this study. Only voluntary participation has been encouraged and no modes of bribing the respondents have been conducted. Similarly, the personal data of the respondents has not been collected. Strong passwords have been used to protect the data and all gathered data must be deleted within 1 year of the final dissertation submission. 
[bookmark: _igjnrks9hesp][bookmark: _hzv0q6yl6nmj][bookmark: _Toc156396136][bookmark: _Toc158113251][bookmark: _Toc158657878]3.5 Data Gathering and Materials used
[bookmark: _Hlk156941615][bookmark: _Hlk156941625][bookmark: _Hlk156941739]The sampling process helps in selecting a respondent size for a larger population. For this research, only 10 employees have been selected from IKEA. The employees have been selected based on their experience in the company. For instance, employees who work in IKEA for 4-5 years (minimum) have been selected here and employees with less work experience than 4 years have been excluded from this research. The main reason behind the selection of the primary qualitative data that has been gathered through the interview process sis that this encourages the respondents to directly get involved in the process of research. On the other hand, this method also encourages better knowledge and experience regarding the approaches of IKEA to maintain employee satisfaction. Moreover, the employees will be employed considering their age group. All participants will be within the age group of 30-40 while each of the participants has been selected using the random sampling method. The random sampling method encouraged the scope of recruiting participants randomly with less tension for participant shortage. As per Stratton (2021), random sampling takes minimum time to choose a significant size of respondents from a larger population. As a consequence, the random sampling method has been followed in this research as it helps in removing any form of bias in the selection of the respondents. The utilisation of the random sampling method is required to be encouraged as this is required to be managed well based upon the utilisation of the individual participants who are a part of the IKEA brands and have adequate knowledge about what goes on within the firm. This also reduced the scope of limited response, as only willing individuals has been employed for the research. 
Inclusion and exclusion criteria
	Inclusion criteria 
	Exclusion criteria 

	[bookmark: _Hlk156941926]Personalised responses of individuals.
The individual opinions of the respondents selected for the research are encouraged for sharing their opinions.  
	Secondary resources that do not pertain to the chosen topic of employee satisfaction and do not have proper abstracts have been excluded. 
In general, the secondary data are also not encouraged. 

	[bookmark: _Hlk156941989]Opinions of employees are considered. The employees of the organisation and their long-term experiences are considered. 
	Blogs and unreliable sources have not been used in this study. 

	[bookmark: _Hlk156942076]The employee opinions regarding the organisational development of IKEA have been considered. 
	Articles and journals published before 2019 or written in leagues other than English have been excluded. 


[bookmark: _Toc156396585]Table 3.1: Inclusion and Exclusion Criteria
(Source: Developed by the author)
[bookmark: _Toc158657879]3.6 Procedure
[bookmark: _Hlk156941405][bookmark: _991a5ib4kwx1]An interview has been conducted which consists of the employees of IKEA. They are capable of delivering authentic insight regarding the pursuance of certain employee satisfaction strategies by the organisation. Therefore, it has been determined that the adequate offering of the open-ended questions has assisted in acquiring reliable findings from the human respondents that have added credible value to the final research outcome. However, the major research concerns are limited yet detailed and authentic based on the inclusion of primary qualitative data.
The time frame of the study can be analysed through the time horizon. There are two main types of time horizon and they are cross-sectional and longitudinal. Cross-sectional study helps in data collection over a short time whereas longitudinal data is repeated for a longer duration (Alturki, 2021). Longitudinal time horizon aims to compare and contrast the data in different periods. The research objective of this study is to determine the challenges faced by employees in IKEA. These issues can be identified by gathering data from the employer base over a specific time. Henceforth, a cross-sectional time horizon has been used in this research, and data is collected from all the respondents at a specific time. 
A cross-sectional time horizon is considered as an important research approach that can help the researchers to collect relevant information within a specific time. It can also be stated that the researchers also implemented this specific time horizon in order to get relevant information from the participants (Mohamed et al., 2023). Hence, it is considered as an important tool for providing a successful ending to the research. It also delivers a convenient way of delivering larger amounts of information from the research participants. Apart from that, the concerned researchers have selected this cross-sectional time horizon as it is less expensive than other types of time horizons. It can also be stated that cross-sectional time horizons help the concerned researchers to understand the relationship between the independent as well as dependent variables. In addition, the usage of the cross-sectional time horizon can take less time as compared to the other time horizon. 
[bookmark: _kp8jwg7thu9c][bookmark: _Toc158657880]3.7 Analysis
[bookmark: _Hlk156942693][bookmark: _rzr3ntm4y53e]Data collection assists in gathering information and facts about the research topic. There are two main types of data and they are primary and secondary. Primary data involves gathering information from respondents which in this research has been done through interviews (Gunawan et al., 2022).With the help of qualitative data, challenges of employees are identified and the information obtained from the said sources has also been used to explore the concept of employee satisfaction. Permission for the interview has been taken from the senior management of IKEA and a consent form has been signed by the employee before participating in the study. Online meetings were held so that respondents could be informed about the research aim and objectives. The interview has been conducted using the zoom interview method as this tool has helped to develop a clear understanding of the multiple association of online tool. This can help in conducting interview from distant locations. 
[bookmark: _Hlk156942488]Data analysis helps in exploring the gathered data to meet the past research gaps. The detailed comparative analysis of responses has been treated as this develops a sound comparison between the observations and experiences of the individuals. This is required to be managed to ensure that detailed observations gathered through human responses are compared to generate a common understanding about the employee satisfaction practices in the operational environment of IKEA.  
[bookmark: _8e9747v0z6u1][bookmark: _sc13w3ajd7s6]The layers of the research framework have been discussed critically in this research so that adequate justification for the researcher’s voice can be identified. The aim is to analyse the employee satisfaction of IKEA and it was necessary to choose random sampling methods so that the proponent group represents the whole employee base of the company. The usage of the inductive approach and interpretivism philosophy for research is beneficial for understanding the perspectives of employees in IKEA. Interpretivism philosophy supports in studying and gaining deep insights regarding emotions and motivations. The selection of the inductive approach is effective for drawing conclusion based on the knowledge and information gathered through the workers in IKEA. Thus, it has been stated that the strategic choice of the interview process for assembling primary qualitative information from the respondents that currently working in IKEA has illustrated more chances of assembling reliable information related to the selected research area. This is useful for analysing the influence of strategies used by IKEA for motivating and satisfying employees.


[bookmark: _Toc158657881]Chapter 4: Findings and Analysis
[bookmark: _Toc158657882]4.1 Introduction
This chapter is about the analysis of the findings from the interviewees understanding the perception of IKEA employees and understanding several strategies for improving employee satisfaction constantly. Here, 10 employees, who are currently working at IKEA, have been interviewed, and the analysis has been measured efficiently. This chapter aims to explore also to provide an in-depth analysis of maintaining employee satisfaction and similar spaces, based on addressing perceptions from selected interviewees. 
[bookmark: _10czl9q5rniu][bookmark: _Toc158657883]4.2 Primary findings and analysis
Primary findings and analysis were done by interviewing 10 participants of IKEA. There are 3 questions related to demographics and 12 contextual questions in terms of analysis of employee satisfaction, engagement and satisfaction, enhancing is a core effort and so on have been analysed.
Contextual
Q1. What are the modes of employee satisfaction gained by you in IKEA? 
On asking the question, of whether participants achieved satisfaction while working in IKEA, most of the participants have selected that Workplace environment and Employee benefits and wellbeing are the key factors that can help to achieve employee satisfaction. The figure below is illustrated below, where the perception of participants 2, 3 and 4 has been assessed. 
[image: ]
[bookmark: _Toc157108193][bookmark: _Toc158657905][bookmark: _Toc158657953]Figure 4.1: Responses of 2nd, 3rd, and 4th participants
(Source: Interview transcript)
Latiep (2023), mentioned that work-life balance helps to increase employee satisfaction and poor work-life balance reduces employee satisfaction level which is considered the key mode to achieve satisfaction in large-scale business operations like IKEA the similarities between the responses from the participants in terms of giving importance in work-life balance having suitable workplace environment fulfil the key business objective that is exploring the essential improvement and need of employee's satisfaction in IKEA.
Q2. What strategies do you recommend further to improve employee satisfaction?
While asking about the strategies that employees are willing to recommend improving employee satisfaction. Most of the employees have mentioned that maintaining work-life equilibrium or work-life balance, workplace environment, employee benefits and well-being, better career opportunities and employee autonomy are the key factors that most of the employees have mentioned. The figure below has stated that employee automation may increase decision-making power as per Participant 4 and Participant 5 has mentioned efficient work-life balance can reduce anxiety.
[image: ]
[bookmark: _Toc157108194][bookmark: _Toc158657906][bookmark: _Toc158657954]Figure 4.2: Responses of 4th and 5th participants
(Source: Interview transcript)
Metselaar et al., (2023) stated that a suitable number of employee benefits and well-being can attract top talents, retain more skilled employees and help to improve employee engagement and productivity. Such analysis is also similar to the employee autonomy presented in the literature where employees increase their satisfaction while giving power to control and make decisions. Therefore, such observation and perception intersect each other and address the research objective about essential improvement factors of employee satisfaction. 
Q3. What aspects of your job at IKEA do you judge contribute most to your engagement and satisfaction as a staff?
The 6ths question is about key factors that contribute to employee satisfaction and engagement while working at IKEA, which are employee well-being, positive workplace environment employee benefits and work-life balance workplace environment. Mura et al., (2023) addressed that remote working has created a new working station or workplace that has limited socialisation and also implies our stress to come back to onsite after spending much time at home. Therefore, developing organisational aims helps to mitigate issues, implies work-life balance and maintains employee satisfaction, which fulfils the research objective.
Q4. What are the main things would you suggest they concentrate their efforts on enhancing?
In concentrating their efforts on enhancing employee 2 said that work-life balance reduces the stress level of the staff and helps to perform better. On the other hand, employee 6 thinks that employee autonomy helps to create trust among the staff and hierarchy and it develops satisfaction of the staff.
[image: ]
[bookmark: _Toc157108195][bookmark: _Toc158657907][bookmark: _Toc158657955]Figure 4.3: Response of participants
(Source: Interview transcript)
The above figure shows responses of employees 4 and 5 as they think employee well-being and work-life balance increases both the performance and happiness of their employees and decrease stress levels. Thus, this works in fulfilment of 4th objective which is fruitful countermeasures to mitigate the flaws and improve employee satisfaction in IKEA as this is focused on constructing the efforts to enhance. 
Q5. What situations or situations, areas have you witnessed the organisation struggle with handling well?
In answering this question employee 3 thinks that a positive workplace environment gives birth to a harmonious relationship among the staff and it increases employee satisfaction. Employee 5, on the other hand, thinks that the well-being of the staff can help to achieve their personal goals. Thus, IKEA suffers the most in handling work-life balance situations insight their workplace. Thus, multiple strategies were suggested by the employees in order to handle the situation. 
[image: ]
[bookmark: _Toc157108196][bookmark: _Toc158657908][bookmark: _Toc158657956]Figure 4.4: Response of participants
(Source: Interview transcript)
The above figure shows the responses generated by participants in mitigating challenges identified in IKEA. Thus, both the aim and objectives of current practice have been achieved as employees think that, the workplace environment impacts the productivity of the staff and it increases employee. Work-life balance helps employees to achieve their professional goals.  
Q6. Can you explain some situations where you felt IKEA had prominent drops in consistency where workers became unhappy?
In answering this question employee 1 thinks that IKEA had prominent drops in their workplace environment in consistency where workers became unhappy. Employee 4, on the other hand, thinks that better career opportunities were the scenario where IKEA had prominent drops.  Employee 6 observed that IKEA had prominent drops in maintaining their work-life balance. Therefore, most of the employees highlighted the factors such as, work environment as the situation where they felt that IKEA had prominent drops in consistency where workers became unhappy. 
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[bookmark: _Toc157108197][bookmark: _Toc158657909][bookmark: _Toc158657957]Figure 4.5: Response of participants
(Source: Interview transcript)
The above figure shows, that employees 1 and 2 responded to the workplace environment as the situation where IKEA had prominent drops in consistency where workers became unhappy. This research aims to highlight the initiatives that can be taken by IKEA to ensure employee satisfaction in their respective working systems. Thus, IKEA needs to take quick initiatives to improve its workplace environment. Excessive exploitation of staff creates negative circumstances at the workplace. Therefore, developing a negative environment in the workplace creates instantly. Thus, the responses of the employees help in achieving 3rd objective of this research identify the flaws that emerge to maintain employee satisfaction in IKEA, by identifying the workplace environment as the scenario where IKEA had prominent drops in consistency where workers became unhappy
Q7. Do you believe that over-exploitation of employees’ leads to employee disruption? 
Employee 2 stated that difficulties in the work-life balance of the employees caused due to their over-exploitation led to their ultimate disruptions. Employee 6, on the other hand, thought that the work-life balance of employees has been hampering the most because of their over-exploitation in their organisation such as IKEA. However, employee 7 approached this situation differently, as he thinks that, employees can handle their over-exploitation by maintaining their work-life balance effectively. By going through the employee feedback in the form of interview transcripts, it has been seen that most of the participants pointed to the work-life balance of the employees that has been hampered the most due to over-exploitation which leads to their ultimate disruptions. 
[image: ]
[bookmark: _Toc157108198][bookmark: _Toc158657910][bookmark: _Toc158657958]Figure 4.6: Response of participants
(Source: Interview transcript)
The above figure shows that the maximum participants were concerned reading their work-life balance. Thus, work-life balance is approached as the most suitable element that specifies employees' satisfaction insight their workplace. Latiep, (2023) stated that giving employees with effective work-life balance helps them develop margins of their satisfaction level. By going through this analysis, it has been found that 2nd objective of this research the essential improvement factors of employee satisfaction in IKEA has been achieved. In this context, maintaining work-life balance has been identified as the essential factor that needs to be improved in encouraging employee satisfaction at IKEA. In multiple cases, less work-life balance becomes quite consequential for companies as far as decreasing the satisfaction levels of employees are focused. Work-life further develops the outcomes related to the employees for the betterment of the focused organisation. 
Q8. According to you what initiatives does your company take to ensure that no employee over-exploitation is practiced?
In finding the response to this question 10 employees of IKEA have been recorded. Out of these 10 participants, most of the employees of IKEA think that Work-life balance and Workplace environment were the most suitable initiatives taken by the company in order to ensure no such employee over-exploitation is practiced. 
[image: ]
[bookmark: _Toc157108199][bookmark: _Toc158657911][bookmark: _Toc158657959]Figure 4.7: Response of 1st participant
(Source: Interview transcript)
The above figure shows that the 1st participant or employee observed that, IKEA has been working on their work environment in order to specify that no employee over-exploitation was practiced. Caillier, (2021), stated that a positive work environment plays a pivotal role in companies improving present skills and productivity levels among their employees. Work-life balance, on the other hand, was used by the maximum number of employees in answering this question. The workplace environment is the crucial element that specifies employee satisfaction insight the organisation. 
[image: ]
[bookmark: _Toc157108200][bookmark: _Toc158657912][bookmark: _Toc158657960]Figure 4.8: Response of 8th participant
(Source: Interview transcript)
The above figure shows that, in answering this question another participant in this research thought that, maintaining work-life balance by companies would be a suitable step to specify that no employee over-exploitation is practiced. This research aims to highlight the initiatives that can be taken by IKEA to ensure employee satisfaction in their respective working systems. Thus, this aim has been achieved by answering this question as participants pointed out that, work-life balance and maintaining work-life balance are suitable to ensure that no employee over-exploitation is practiced. Additionally, by the identification of initiatives by reviewing employees' feedback certain fruitful countermeasures were also identified in order to mitigate flaws and develop employee satisfaction in IKEA. 
Q9. Why do you think that equality and inclusion foster the internal workplace culture and impact employee performance?
The adequate information that has been assembled from all the 10 participants from IKEA has highlighted the significance of equality and inclusion in the maintenance of effective workplace culture which has been positively reflected through employee performance. 
[image: ]
[bookmark: _gyixip1z0dyu][bookmark: _Toc158657913][bookmark: _Toc158657961]Figure 4.9: Response of 3rd participant
(Source: Interview transcript)
The effective demonstration of the reaction obtained from the 3rd employee, it has been understood that the adequate offering of equal career opportunities by IKEA has been playing an incredible role in attracting more employee interest which enables better success of the company in the competitive market. According to the findings generated from past research by  Briganti et al., (2023), it has been found that the adequate offering of attractive career opportunities improves the growth of employee satisfaction which adds better value in maintaining a better scope of credible employee engagement. Thus, it has been understood that the existence of equal job opportunities has helped make the employees feel adequately valued which increased their contribution to support the organisational growth adequately.  
[bookmark: _Toc158657914][bookmark: _mq101vrp4fth][image: ]
[bookmark: _Toc158657962]Figure 4.10: Response of the 8th respondent
(Source: Interview transcript)
The above-highlighted image signified that the appropriate offering of an adequate work-life balance is the most suitable aspect that secured better employee performance within IKEA. After going through past research by Metselaar et al., (2023), mentioned that offering better work-life balance helped employees stay highly focused by improving their physical and mental health conditions. Apart from that, the credible maintenance of this specific factor assisted in increasing better involvement of employee commitment which positively reflected in their working efficiency. 
[bookmark: _Toc158657915][bookmark: _i71cyjinfjee][image: ] 
[bookmark: _Toc158657963]Figure 4.11: Response of the 6th respondent 
(Source: Interview transcript)
Apart from that, in the above image, it has been understood that the management of IKEA offered a better scope of autonomy which provided better motivation to their employees which reflected in their positive productivity growth. Thus, Elsetouhi et al., (2023), added that the appropriate offerings of employee autonomy assisted the workforce in giving better freedom to work independently which decreased the existence of workplace stress among the employees. Thus, the entire evaluation of the collected findings has provided more accurate support to the second research objective which has majorly focused on highlighting the major factors that improve the presence of employee satisfaction in IKEA. Therefore, it has been added that the secured presence of inclusion and workplace equality attracted more success for IKEA by securing the appropriate presence of positive employee performance internally.   
Q10. What initiatives does IKEA take to ensure that equality and inclusion are practised within the workplace?
The answers gathered regarding this specific question can be effective in giving a more in-depth understanding of the different views of the 10 employees that have been targeted for accomplishing more credible evidence through interviews regarding the targeted research area. The reaction of the second employee has implied that the effective maintenance of organisational equality is the most essential to support the growth of better employee engagement in IKEA.  
[image: ]
[bookmark: _gbqv7ov0j8qa][bookmark: _Toc158657916][bookmark: _Toc158657964]Figure 4.12: Response of the 9th participant
(Source: Interview transcript)
After going through the above image it has been determined that the appropriate maintenance of efficient and open communication assisted in establishing trust among the workforce which helped in maintaining a productive workplace. Furthermore, the contribution of equality increased the existence of more focus among the employees towards achieving the targeted organisational goals adequately. As per the views generated from the past research by French et al.,(2020), added that the proper establishment of open interaction can be effective in guiding employers towards considering more strategic organisational decisions that might be equally valuable for the organisation and employees by providing effective respect to their changing needs and expectations. Thus, it can be helpful to secure better growth of employee trust and confidence which has been essential for promoting inclusion and equality within the business process that was obtained by IKEA. 
[image: ]
[bookmark: _d0wcw7s08o0f][bookmark: _Toc158657917][bookmark: _Toc158657965]Figure 4.13: Response of the 8th participant
(Source: Interview transcript)
Along with that, the above image highlighted that the effective offering of skill development training might have the credibility to secure profitable growth of equality which might attract a better scope of employee motivation in IKEA. According to the findings obtained from past research by Xie et al., (2020), the offering of the innovative training program secured equal skill growth among the employees which reflected positive performance outcomes that supported long-term organisational progress. The existence of profitable organisational inclusion attracted more chances of competitive opportunities for IKEA from the existing market environment. Therefore, the elaborated discussion of all the assembled findings that have been gathered through the reactions of the targeted employees, has justified the fourth research objective that was selected for finding more strategic measures that are required to support the existence of equality and inclusion by satisfying all the employees from IKEA.  
Q11: How does IKEA enhance the individual performance of their employees? 
In the context of the particular question, the first employee stated that the proper work allocation and management of IKEA helps to maintain a better work-life balance for the entire employees which is crucial to developing their performance. Among the 10 participants, it has also been stated that fair and equal opportunities for the employees are provided by IKEA and for this reason, the job satisfaction and performance of the employees are increased. This answer is given by the 3rd participant of the interview. On the other hand, the answer of the fourth employee is related to the development of the proper inclusion that develops the work environment and influences the satisfaction of the employees. 
[image: ]
[bookmark: _Toc158657918][bookmark: _Toc158657966]Figure 4.14: Response of 6th participant 
(Source: Interview transcript)
Based on the above-mentioned figure, the 6th participant's response in the context of this question is the creation of a work-life balance increases employee satisfaction and decreases employee turnover. On the other hand, the answer of the 7th employee is almost similar and the answer of the 8th employee is related to the mitigation of work stress and distribution of proper work that helps to enhance employee performance and satisfaction. As per the past literature, Kurdi et al., (2020), stated that the main benefit of proper employee well-being and performance is to develop the productivity range of the organisation. On the other hand, this particular question is related to the 3rd objective of the research which tries to identify the flaws that emerge in maintaining employee satisfaction in IKEA. in this context, the answer of the 10th employee is related to the mitigation of organisational discrimination for the development of employee performance and for this reason, the employee stress and the decreasing organisational result has been mitigated. Therefore, the main ways to enhance employee performance in IKEA are identified through this particular question. 
Q12: How does IKEA maintain work engagement? 
This is the 12th interview question of this dissertation and the main importance of this question is to notice the proper way of IKEA work management. The entire 10 participants responded and among them, the first participant answered that the proper leave and wage policies of the organisation are effective for the maintenance of employee work management. In other words, the second employee answered that chances of proper career goal creation by the organisational management is the other essential work management policy of IKEA. the responses of third and fourth employees are associated with the development of IKEA’s equal work opportunity and employee satisfaction level for the maintenance of proper work management. 
[image: ]
[bookmark: _Toc158657919][bookmark: _Toc158657967]Figure 4.15: Answer of 6th and 7th participants 
(Source: Interview transcript)
Based on the above-illustrated figure, it has been noticed that the 6th employee answered that the above-mentioned organisational management tries to develop creativity for work management improvement. The answer of the 7th employee is associated with the proper reuse and refurbishment of the departments that help to minimise the business cost and culture. As per the past literature section, it can be stated that the creation of proper value for the employees who work overtime is effective in increasing the work engagement of the organisation. It can be stated that one of the essential objectives of this research is to identify the essential employee satisfaction improvement factors in IKEA and this objective is associated with the particular question. In this specific context, the 8th and 9th participants of the interview answered that the development of career aspirations and uniqueness of employees as well as the proper employee reviews are trying to improve the work engagement of IKEA. Henceforth, the proper answers to this question should be met the appropriate research objective. On the other hand, the proper research result has been created through the appropriate answers. 
Q13: What changes do you expect to be applied in the case of IKEA to ensure that the employees are loyal and the internal culture is improved? Please specifically refer to the challenges IKEA is facing and respond accordingly. 
The 13th question of the survey is also equally important for the dissertation as this question helps to notice the expected changes of IKEA to ensure the employee loyalty and the development of the internal business culture. Among the 10 respondents, the answer of 1st employee is related to the positive transformation of salary and other facilities which are changing the work environment of IKEA. The second employee answered that the promotion of work-life balance and the contribution of job satisfaction are the proper factors of this organisation for the positive and expected changes.  As per the answers of the third and fourth employees, it has been stated that the proper training, organisational efficiency and the interaction between different departments of IKEA help to increase the expected changes to maintain the appropriate work environment. The fifth employee responded that increasing corporate social work and brand reputation helps to enhance the positive changes of the company. 
[image: ]
[bookmark: _Toc158657920][bookmark: _Toc158657968]Figure 4.16: Answers of 7th and 8th participants 
(Source: Interview transcript)
In the context of the above-illustrated figure, the 7th employee answered that the person cannot see any improvement area of the particular organisation as, in his opinion, all of the management of this organisation is good. On the other hand, the 8th employee suggested that resource allocation development is crucial for the positive transformation of this company that helps to maintain organisational efficiency. In the context of the previous literature, the inclusive growth of the employees and organisation is effective in maintaining the transformation of IKEA (Lee, 2019). On the other hand, the proper monitoring of the organisational micromanagement is also effective in developing the transformation. The 4th research objective of this dissertation is matched with this question as the fruitful countermeasures of this organisation to mitigate the business threats. On the other hand, the application of these strategies is also trying to enhance the business profitability and revenue level and to retain the level of employees. Therefore, this question is significant for this dissertation. 
[bookmark: _Toc158657884]4.3 Summary
Specifying the satisfaction level of the employees at the workplace has become the most significant thing that needs to be approached by any organisation. Along with the consideration of employee satisfaction, this research aims at the essential factors that can improve employee satisfaction, the challenges in satisfying the employees, and the possible norms for decreasing the issues in the long run. In order to achieve this aim primary qualitative data analysis technique has been taken by the researcher. In this context response rate of the participants was 100% as 10 out of 10 employees of IKEA showed their full responses to all the interview questions.
[bookmark: _Toc158657885]
Chapter 5: Discussion
[bookmark: _Toc158657886]5.1 Introduction
The chapter has discussed the crucial findings from the interview analysis and discusses how these findings are linked to the research objectives, observation from different literature and analysis of the most crucial factors that impact employees' satisfaction, especially for the employees who are working in IKEA. Additionally, this chapter is also about developing a vigilant discussion, considering the most affluent factor of employee satisfaction, recommendation strategies, issues that emerge to maintain employee satisfaction and mitigation strategies to reduce issues. 
[bookmark: _7bmmqiqs8dp9][bookmark: _Toc158657887]5.2 Discussion
RO1
The research objective is to identify the key concepts that help to increase employee satisfaction. In this case, based on the findings from the primary qualitative analysis, it was observed that employees have chosen work-life balance as the most crucial aspect that can help to enhance their satisfaction level. In this case, from the study literature, it was assessed that work-life balance is crucial as it helps to increase employee satisfaction levels and lack of work-life balance, create stress and reduce productivity (Kurdi et al., 2020). Caillier (2021) mentioned workplace environment is also crucial and can help to reduce stress and over-exploitation is a reason that reduces stress aspects as well. Other literature has also addressed that employee well-being and benefits increase productivity (Latie, 2023). 
In addition to this, employees have also considered the workplace environment, employee benefits and well-being, employee autonomy and better career opportunities in a sequential order that can help to enhance their satisfaction level, as observed from the findings. Therefore, similar findings were also achieved from the interview analysis where most of the employees have chosen work-life balance rather than other factors. Therefore, it can be mentioned that work-life balance and a suitable workplace environment help to increase employee satisfaction levels while addressing the first objective of the research 
RO2
The objective here is to explain the key improvement factors of employee satisfaction in IKEA to help identify the need for employee satisfaction to increase productivity and fulfil organisational goals. The finding of the research has mentioned several modes of employee satisfaction and aspects that contribute mostly to employee engagement and satisfaction with work-life balance as most of the participants have responded to considering this factor. Apart from this, some other participants have also mentioned the workplace environment followed by employee benefits and well-being can also help to manage employee satisfaction. In this case, the literature has mentioned that work-life balance helps to enhance productivity; the workplace environment helps to manage stress, focuses on employee's well-being and other similar aspects (Verčič, 2021). Apart from that, it has become quite essential to discuss that the effective offerings of the proper work-life balance and the scope of autonomy make the employees feel equally valued which leverages the growth of focus that generates positive outcomes from the employees. Thus, it has been stated that the appropriate maintenance of all the above-highlighted factors might enable more chances of credible success for IKEA in the current changing market dynamics. Moreover, the findings have also mentioned that better career opportunities followed by employee autonomy can help to increase employee satisfaction rate this similar aspect has also been found in past literature where it was mentioned that increased satisfaction not only helps to increase productivity level but ensures healthy workforce, better performance along with provide optimum outputs (Uddinet al., 2019). Therefore, turnover rate can also help to manage organisations by creating a healthy workplace environment to enhance employee retention. Hence, it can be mentioned that workplace environment and work-life balance are the most crucial factors that most of the participants have mentioned which was also observed in past literature that help to fulfil the research objective of understanding essential improvement factors for employee satisfaction.
RO3
The research objective related to analysing the flaws which may emerge in maintaining employee satisfaction in IKEA has also been discussed while considering the perception of employees of IKEA and analysing the past research papers as well. In this case, while going through the past research and following the perception of employees, there were similarities in both of the aspects.
Based on the findings of the primary qualitative interview analysis, it can be said that issues related to overexploitation can lead to employee disruption. In this case, it was also researched by the study by Mura et al., (2023) in the literature section, where it was mentioned that the new normal after COVID-19, has caused over-exploitation of human resources, and reduced the aspects of the work-life balance. Apart from this, the findings have also assessed that lack of work-life balance or poor equilibrium of work-life may be the main cause of such over-expectation. The evaluation of the findings generated from the 13th and 14th interview questions, it has become quite essential to discuss that the existence of increased operational costs and the lack of work-life balance has been considered as the major influence that damages the performance progress of IKEA in the current market. Therefore, the existence of all these issues has leveraged the risk of high employee turnover in IKEA. Moreover, based on the findings of the primary analysis, it was also assessed that work-life balance can help to manage the aspects related to over-expectation and employees can enjoy their personal life while also focusing on professional lifestyle. In addition to this, it was also rated that work-life environment implies benefits and well-being, implies autonomy, better career opportunities are crucial and lack of such aspects implies a less likely to be satisfied.
RO4
Based on the context of the fourth objective of the research, it is observed that it is essential for the hierarchy of IKEA to keep a strong focus on such factors to maintain employee satisfaction for the long term. Based on the literature section, it has been observed that leading employees for inclusive growth, appropriate training, maintaining equality, enhancing communication, and reducing red-tapism are fruitful strategies for promoting employee satisfaction within an organization (French et al., 2020). However, based on the findings, it has been observed that maintenance of the work-life balance of workers is the most essential factor to enhance employee satisfaction in IKEA. It has been also found out from the findings that the workplace environment is the second most important factor in promoting employee satisfaction. Based on the illustrated evaluation of the findings of 12th and 15th questions it has been understood that the offering of equal skill development training and the establishment of a good management system might decrease the severity of the identified threats. Thus, the strategic choice of credible measures might attract more success in employee engagement at IKEA.
In this regard, the research of Morska (2023) highlighted that proper monitoring in the workplace is most important whereas, at the same time, it is essential to maintain employee autonomy. It is quite clear that employee autonomy positively impacts the psychological well-being of the staff as well and therefore, it can help them to execute their tasks without fear. Hence, from the overall context, it can be evaluated that IKEA has to keep a strong focus on the aforementioned factors identified from the interview to maintain employee satisfaction constantly, and in this way, the fourth research objective has been met by providing clear answers about the fruitful counter measures of employee satisfaction. 
[bookmark: _Toc158657888]5.3 Reestablishment of theory
Maslow’s Hierarchy of Needs is considered as an important theoretical framework that can analyse the context of supporting the staff of IKEA to increase their motivation and satisfaction. The principles of this specific theory mainly work on the various areas of an individual's life such as physiological needs, safety needs, belongingness, esteem needs, and self-actualization (Ștefan et al., 2020). Based on the findings, it has been observed that work-life balance, positive workplace environment, employee autonomy, employee benefits, and well-being, and the presence of better career opportunities can maintain the satisfaction level of the employees of IKEA. In addition, creating safe workplaces and managing security concerns can positively impact the well-being of the staff (Caillier, 2021). Based on the previous literature, it has been identified that fostering a sense of belongingness as well as collaborative practices in the workplace can fulfil the needs of belongingness of the staff and that can help them to increase their employee satisfaction (Wieneke et al., 2019). Hence, the theoretical aspect is quite beneficial to develop new insights for IKEA to increase the satisfaction of their staff by giving them promotions, rewards, working flexibility, and others. In the end, it can be stated that the theory is quite significant for conducting an in-depth analysis to examine the aspects of employee satisfaction which is the main aim of the research. 
[bookmark: _Toc158657889]5.4 Summary
From the above discussions, it can be concluded that employee satisfaction is considered as an important aspect of IKEA that can help in measuring the satisfaction of the staff within the company. It can also be stated that increasing the satisfaction of the staff can also be considered as a significant way for employee engagement in the workplaces of the company. In addition, the usage of the principles of Maslow’s hierarchy of needs can support the company to increase the satisfaction of the staff by allowing them to achieve their personal as well as professional goals.



[bookmark: _Toc158657890]Chapter 6: Conclusion and Recommendations
[bookmark: _ozhaxxgh9q24][bookmark: _Toc158657891]6.1 Conclusion
The above chapter gives a detailed description of the key factors that enhance employee satisfaction within the workplace of IKEA. Sometimes, IKEA promotes collaborative practices in their workplace that can support in establishing an amicable relationship between the staff and a better work environment. Presence of specific aim, objectives and research questions are quite relevant to evaluate the main context of the research quite clearly. In addition, taking care of the employees and promoting work-life balance can increase both the performance and satisfaction of the staff. Apart from that, employee autonomy fosters a sense of commitment of the staff and it also generates trust among the senior executives for their employees. However, providing employees with better opportunities such as promotions as well as rewards can increase the happiness of the staff to the utmost level.One of the most crucial aspects of an employee's professional life is work-life balance, which can be upset by an employer that overuses their power. In the long run, this element may also lead to a decline in employee engagement. Employee satisfaction increases the company’s standardization as well as the company’s profitability in the competitive market. In this research, an interview has been conducted among the 10 staffs of IKEA and 15 open-ended questions have been used for collection of information. Based on the above findings, it has been summarized the identification of the key factors that impact employee satisfaction at IKEA. Identification of the aim and objectives of the research are suitable for highlighting the main context of the research. Moreover, the primary factors that enhance the satisfaction of the staff in the workplaces of IKEA include work-life balance, workplace environment, employee autonomy, employee benefits and wellbeing, and better career opportunities. It has been observed that the workplace environment positively impacts the wellbeing of the staff and it can help to enhance their satisfaction. 
[bookmark: _xi4evhm03eni][bookmark: _Toc158657892]6.2 Linking with Objectives
Objective 1
This objective has been linked with point no. 2.2 in the literature section and questions 4, 6, and 7 from the finding section. Based on the existing literature, it can be stated that employee satisfaction is considered as a significant concept that measures the level of happiness of the staff in the workplace (Salas-Vallina and Alegre, 2021). Moreover, based on the findings, it has been observed that work-life balance makes the staff feel satisfied in their jobs and fosters a sense of commitment to their company (Mura et al., 2023). Hence, with the high level of employee satisfaction, it can be possible for IKEA to increase the performance of the staff and their retention for a long time (Latiep, 2023). Based on the findings, it can also be stated that the satisfaction of the staff also depends on creating a positive workplace within the company and focusing on employee engagement.
Objective 2
This objective has been associated with point no. 2.3 in the literature section and question 4 from the finding section. Based on the existing literature, it can be stated that ensuring well-being increases the satisfaction level of the staff (Kurdiet al., 2020). Hence, these two factors help in enhancing the satisfaction of the staff. However, based on findings, it has been observed that giving better opportunities such as promotion as well as reward system can impact on the satisfaction of the staff (Latiep, 2023). In addition, employee autonomy and workplace environment positively impact the mindset of the staff and this helps enhance their performance and job satisfaction.
Objective 3
The following objective has been connected with point no. 2.4 of the literature review section and questions 8, 9, and 10 from the finding sections. Based on the existing literature, it has been observed that excessive red-tapism and lack of communication among the staff are considered as primary challenges for the company to maintain employee satisfaction (Rauf, 2020). In addition, a lack of leadership as well as growth opportunities for the staff can reduce the level of satisfaction among the staff. However, based on the findings, it can be stated that biases in the workplace have been the primary challenge to maintain employee satisfaction (Latiep, 2023). In addition, excessive exploitation of the staff lowers the level of happiness within the workplace of IKEA.
Objective 4
This objective has been linked with point no 2.5 of the literature review section and questions 11, 12, 13, and 14 from the finding section. However, based on the existing literature, it can be stated that improving communication among the staff can mitigate the challenges in meeting the satisfaction of the staff (French et al. 2020). Based on the findings section, it can be stated that creating a positive workplace can help in mitigating the flaws of employee satisfaction levels. In addition, a positive workplace builds harmonious relationships among staff.
[bookmark: _5j1tfamnggrm][bookmark: _Toc158657893]6.3 Recommendations
It is mandatory to keep focus on some suitable recommendations that can help IKEA to increase the level of satisfaction among their staff.
· Providing training and development programs to the staff can help in enhancing the satisfaction of the staff. It has been observed that development programs for the staff can improve their communication skills and promote collaborative practices in the workplace (Alagarsamy et al., 2023). Hence, it is recommended to apply training and development programs to the staff for increased satisfaction.
· Maintaining equality within the workplace is also considered as an important factor that can elevate the positive emotions of the staff. In this context, providing promotions and rewards on the basis of their performance can increase the satisfaction of the staff.
· Reducing red-tapism in the workplace can enhance the satisfaction of the employees (Geiger et al., 2023). It can help in reducing complexity in the work process and increase the performance of the staff.
[bookmark: _fze0spnikdxe][bookmark: _Toc158657894]6.4 Limitations
[bookmark: _6m5fj3e0cm0j]The concerned researchers have faced some sort of limitation that hampered the conduction of the research. However, short research time is the primary limitation of the study and due to lack of time; the researchers had to finish their research as soon as possible. In addition, financial constraint is another limitation of the research that also causes hindrances while selecting the number of interview participants for the research. The presence of a limited number of participants is responsible for raising questions regarding the reliability of the research.
[bookmark: _anmxmsthz7x][bookmark: _Toc158657895]6.5 Future scope
Future research can be conducted in a comparative way among the employees of different companies including IKEA to identify which organisation is able to maintain employee satisfaction effectively. In addition, the number of participants in the future research can be increased while conducting the interview by taking adequate time to avoid finishing the research in a hurry.
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Appendices
The questionnaire targets to take the responses from both male and female participants thus removing any sort of gender biasness. Besides, the questionnaire has been developed capturing the various aspects of the strategies deployed in the IKEA and the organisation struggle faced by the employees. As stated earlier, only employees of IKEA or other furniture retail sectors have been considered these particular questions have helped in capturing the prominent drops in consistency of the employees and the ways in which the employee happiness has been affected. Overall, these particular questions help in gaining a detailed insight of the employees regarding the internal culture of IKEA that helps in adding more value to the topic as well as helps the organisationin providing better employee satisfaction.
[bookmark: _Toc158657898]Appendix 1: Interview Questions
Contextual questions
1. How many years of experience do you have?
2. What are the modes of employee satisfaction gained by you in IKEA? 
3. What strategies do you recommend further so as to improve employee satisfaction?
4. What aspects of your job at IKEA do you judge contribute most to your engagement and satisfaction as a staff?
5. What are the main things would you suggest they concentrate their efforts on enhancing?
6. What situations or situations, areas have you witnessed the organisation struggle with handling well?
7. Can you explain some situations where you felt IKEA had prominent drops in consistency where workers became unhappy?
8. [bookmark: _Hlk156939728]Do you believe that over-exploitation of employee’s leads to employee disruption?
9. According to you what initiatives your company takes to ensure that no employee over-exploitation is practices.
10. How much equality and inclusion do matters for an organisation?  
11. Why do you think that equality and inclusion foster the internal workplace culture and impacts employee performance? 
12. What initiatives does IKEA take to ensure that equality and inclusion is practiced within the workplaces?
13. How does IKEA enhance individual performance of their employees?
14. How does IKEA maintain work engagement?
15. What changes do you expect to be applied in case of IKEA to ensure that the employees are loyal and the internal culture is improved? Please specifically refer to the challenges IKEA is facing and response accordingly.

[bookmark: _Toc158657899]
Appendix 2: Interview transcript
	
	Q1
	Q2
	Q3

	P1
	I have more than 5 years of work experience in IKEA
	I believe that providing benefits and different well-being programs in terms of incentives, leave and others increases employee satisfaction
	I think work-life balance helps to reduce burnout and stress and also promotes good physical and mental health and leads to higher satisfaction

	P2
	I have been involved with working in IKEA for more than 6 years
	While working at IKEA, I have noticed that training and developing a suitable workplace environment can help to increase employee satisfaction
	I have gained immense opportunity working in IKEA as this company can create a positive workplace environment that has led to good motivation and satisfaction

	P3
	I have 7 years of work experience in IKEA
	While working at IKEA, I have noticed that training and developing a suitable workplace environment can help to increase employee satisfaction
	I believe that work-life balance is crucial as it can help to promote higher job performance and satisfaction

	P4
	I have been involved with IKEA past 10 years
	I think that the Employee Wellbeing Program is much more effective as it can help to develop a sense of commitment and loyalty within myself.
	As per my perception, I think that giving employees more power to make decisions and control their work may lead to higher employee satisfaction

	P5
	I have been working with this company for more than 4 years 
	IKEA has postulated several well-being programs such as flexible working days, health checks in intervals of 2 or 3 years, and providing good meals to employees which I believe are key aspects to increase my satisfaction.
	I believe work-life balance can help me to separate my personal life and work and therefore I am less likely to face depression and anxiety

	P6
	I have been working with this company for more than 5 years 
	I think that IKEA has a diverse workplace that also promotes a healthy and safe work environment, which is essential to increase my satisfaction while working in this company.
	IKEA can promote good work-life balance to maintain a personal life and professional life efficiently and they can consider the employee benefits policy that has helped me to be satisfied

	P7
	I have been working with this company for more than 7 years 
	I believe that having a good workplace environment helps to create positive, productive and collaborative circumstances and reduce stress. Therefore, it helps me to increase satisfaction.
	I think that work-life and flexible working can help me to engage and increase my satisfaction

	P8
	I have been working with IKEA for more than 7 years. 

	I have faced several aspects that have helped me to increase my satisfaction while working in IKEA and they have created a positive work environment.
	I believe that employee wellbeing and the benefits-related program can help to enhance, and create better opportunities in their career and learning environment and also reduce absenteeism.

	P9
	My work experience is more than 6.5 years with IKEA. 
	I have faced several aspects that have helped me to increase my satisfaction while working in IKEA and they have created a positive work environment.
	IKEA can develop a strategy to promote work-life balance, which is their decision-making ability to feel employees more satisfied and engaged

	P10
	I have 9 years of work experience with IKEA. 

	I have faced several aspects that have helped me to increase my satisfaction while working in IKEA and they have created a positive work environment.
	I would like to recommend providing better career opportunities in terms of good compensation, fostering workplace relations, learning opportunities


(Source: Created by author)
	
	Q4
	Q5
	Q6
	Q7
	Q8
			Q9 

	P1
	I think that employee benefits and well-being perceptions in my job at IKEA help to enhance my satisfaction level and engagement as a staff. 
	As per my observation, work-life balance helps to achieve professional goals and builds a positive workplace within the company.
	I believe that providing employee benefits and focusing on their well-being can enhance employee satisfaction.
	I felt IKEA had prominent drops in the workplace environment in consistency where workers became unhappy.

	I think that the over-exploitation of employees is hampering the work-life balance of the employees. 
	While working at IKEA, I have observed that IKEA is working on their work environment to specify that no employee over-exploitation is practiced. 

	P2
	Based on my observation, creating a positive workplace within IKEA can impact the satisfaction of the staff.
	I think work-life balance can reduce the stress level of the staff and help to perform better.
	In my viewpoint, employee autonomy can generate innovative ideas and creative thinking among the staff which helps in employee satisfaction.
	I also think that, in terms of workplace environment IKEA had prominent drops in consistency where workers became unhappy. 
	In my opinion, disruptions in terms of employment happen due to hampering the work-life balance of the employees. 
	I think that IKEA is working on improving their work environment to specify that no employee over-exploitation is practiced. 

	P3
	I believe focusing on the employee benefits and opportunity can help the staff to increase employee engagement.
	As per my opinion, the workplace environment impacts on the employee engagement of the staff in IKEA.
	I think a positive workplace environment can give birth to a harmonious relationship among the staff and it increases employee satisfaction.
	I think that IKEA had prominent drops in maintaining their employee benefits and well-being in consistency where workers became unhappy. 
	Employee disruption happens in my opinion due to uncertainty in the work-life balance of the employees. 
	IKEA is giving better career opportunities to their employees to ensure that no employee over-exploitation is practiced.

	P4
	As per my observation, focusing on the work-life balance can help the staff to achieve their professional goals of the company.
	I think employee well-being can increase the performance of the staff.
	I think work and life balance can reduce the work pressure of the staff.
	In my opinion, better career opportunities are the scenario where IKEA had prominent drops.  
	Yes, I think that over-exploitation of employees’ leads to employee disruption in their work environment. 
	IKEA is giving their employees autonomy in my opinion to ensure that no employee over-exploitation is practiced.


	P5
	As per my observation, workplace environment can impact on happiness of the staff
	I think work -life balance can increase the happiness of the staff and reduce stress levels.
	I believe the well-being of the staff can help to achieve their personal goals.
	In giving their employees autonomy IKEA had prominent drops in my opinion where workers became unhappy. 

	In my opinion, over-exploitation of employees hampers the work-life balance of employees which leads to their ultimate disruption. 
	I have seen that, IKEA prioritises work-life balance to ensure that no employee over-exploitation is practiced.

	P6
	I think work life balance can impact on the commitment of the staff 
	I believe that employee autonomy can help to generate trust among the staff and hierarchy and it increases satisfaction of the staff.
	I think the workplace environment can impact the productivity of the staff and it increases employee satisfaction.
	In my opinion, IKEA had prominent drops in maintaining their work-life balance. 
	I think that the work-life balance of employees hampers the most because of their over-exploitation. 

	I must say, that IKEA is doing great in giving their employees autonomy to ensure that no employee over-exploitation is practiced.


	P7
	I think work-life balance is essential to keep the staff motivated and engaged with job responsibilities.
	According to me, the workplace environment increases creativity of the staff and amicable relationships.
	I think work-life balance can help the staff to achieve their professional goals.
	The situation is better career opportunities where I felt that IKEA had prominent drops. 

	I beg to differ, as I think employees can handle their over-exploitation by maintaining their work-life balance effectively. 
	I think that IKEA is more focused on work-life balance to demolish the over-exploitation of their employees. 

	P8
	I believe employee benefits and well beings can establish a suitable workplace and it can help in increasing satisfaction. 
	Work life balance can positively impact the health of the staff.
	Based on my information, the workplace environment can impact employee engagement.
	I believe employee benefits and well beings can establish a suitable workplace and it can help in increasing satisfaction. 
	While working at IKEA, I have observed that the work-life balance of the employees hampers the most which leads to their ultimate disruption. 
	I think that maintaining work-life balance by companies would be a suitable step to specify that no employee over-exploitation is practiced.

	P9
	As per my opinion, the workplace environment can enhance the well-being of the staff and their satisfaction.
	As per my views, employee autonomy increases motivation of the staff and it can help to enhance employee satisfaction.
	As per my observation, work life balance can promote the wellness of the staff in the company.
	As per my opinion, the workplace environment can enhance the well-being of the staff and their satisfaction.
	No, I think that, in the work environment over-exploitation of employees can be taken as a good step to share the productivity and skills of employees. 
	Employee benefits and well-being, in my opinion, is the best initiative taken by my company. 


	P10
	I can say that work-life balance can impact employee engagement within the workplace.
	As per my observation, work life balance can make the staff more satisfied in the workplace.
	I think focusing on the work-life balance can create a positive workplace within the company.
	I also agreed that IKEA had prominent drops in employee benefits and well-being in consistency where workers became unhappy. 

	In my working horse, I have seen my colleagues struggle to maintain their work-life balance due to their over-exploitation. 
	During my time working at IKEA, I have noticed that the company is making efforts to ensure that there is no practice of over-exploitation of employees. I believe that IKEA is making improvements to its workplace to ensure that there is no practice of over-exploitation of employees.



	
	Q 10
	Q 11
	Q 12
	Q 13

	P 01
	In large organizations, to keep work environment healthy, building trust and open communication is very important.
	I think work method, work allocation, and proper management help to maintain better work-life balance.
	I think the leave policies and wage policies make their work environment better.
	According to me, salaries and other facilities make the environment healthy.

	


P 02
	I think equality helps to create an organizational objective for all.
	Equality makes a workplace more creative and performing.
	I was open to share my career goals with my management, so I got a job role according to my goal, it influences me in a positive manner.
	It promotes work-life balance, which in my opinion raises contentment. In my opinion, it contributes to increased job satisfaction for employees. and brings down the turnover.

	P 03
	According to me, equality increases the work efficiency.
	Equality brings more equal opportunities for all.
	IKEA authority always treats us fairly, and gives us equal opportunity, which increases our job satisfaction.
	Provide training based on the weak points of every employee will improve the organizational efficiency more.

	P 04
	An inclusive culture always reduces the employee turnover, and maintains the quality of work.
	I think inclusion fosters the workplace environment that influences employee satisfaction.
	IKEA management always give value and celebrate the individual differences, that increase the job satisfaction among us.
	IKEA management needs to maximize the interactions between different departments to increase the efficiency.

	P 05
	It also increases the brand awareness and corporate social responsibility of the organization.
	According to my view, it helps an employee to get more satisfaction.
	The management always collects review from us, it reduces the space between us and the management and increase the job satisfaction.
	It needs to increase its corporate social works to get more brand reputation.

	[bookmark: _Hlk158651279]P 06
	In large organization, management always looks to increase inclusivity to maintain the employee satisfaction.
	I think, it fosters the work life balance, hence increases the satisfaction and decreases the turnover.
	[bookmark: _Hlk158652657]IKEA management always push us to become more creative that influence us the most.
	IKEA management should focus more on its lower-level employees, they need more training.

	P 07
	I think it is good for work life balance.
	In my opinion, it promotes a work-life balance, which raises contentment. In my opinion, it contributes to an employee's increased level of satisfaction. Also, it lowers the rate of turnover.
	[bookmark: _Hlk158652677]I have been taught to reuse, repair, and refurbishment departments, while minimizing costs associated with the use of modular parts. These kinds of jobs create an inclusive culture among us towards objective.
	[bookmark: _Hlk158654737]I think, they have a good management already, no areas to improve.

	P 08
	It Equality is maintained by training.
	I think it helps to reduce work stress, and distribute the P 04work load equally.
	I was honest with my management about my career aspirations, and as a result, I was given a job that helped me achieve my goals. The management at IKEA consistently values and celebrates each employee's uniqueness, which boosts our level of job happiness.
	[bookmark: _Hlk158654752]I think they need to focus more on resource allocation in some sector to get better efficiency.

	P 09
	Fostering a climate of open communication and trust is crucial for maintaining a positive work environment in large organisations.
Equality, in my opinion, contributes to the development of an organisational goal that benefits everyone. 
	I think inclusion fosters the workplace environment that influences employee satisfaction.
	The management always requests our reviews, which improves job satisfaction and narrows the gap between us and the management.
	IKEA management needs to train their employee on machine maintenance as well, because during overhauling the operation gets shut down, it reduces the productivity.

	P 10
	I think that equality makes work more productive.
	I never feel devalued or discriminated against by the management, which always gathers our feedback in meetings. This can be a significant cause of stress for workers, which can result in burnout and lower productivity.
	The management at IKEA consistently values and celebrates each employee's uniqueness, which boosts our level of job happiness. Employee satisfaction with their workplace is higher when they feel like they fit in and are valued for who they are.
	I think they are giving enough support.
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