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1.0 [bookmark: _Toc195210238]Introduction
Diversity and inclusivity have become increasingly important in the workplace. Diversity refers to the differences among employees, such as race, ethnicity, gender, sexual orientation, and age, ( Zeynep, et al.,2022 pp. 920-933.). Inclusion refers to creating a work environment where all employees feel valued and respected for their unique backgrounds, (Nguyen, et al., 2024 pp.334-356.). A diverse workforce brings together individuals with different perspectives, experiences and ideas, this variety can lead to more creative solutions and innovative approaches to problems. Inclusive teams that value diverse viewpoints tend to make better decisions, they consider a wider range of options and potential impacts, this leads to more effective and well-rounded outcomes. Employees that feel valued and included are more likely to engage and are more satisfied with their jobs, leading to  higher attention rates and lower turnover cost. Implementing strategies, rules, and processes that support diversity and inclusion is essential to creating an inclusive workplace. This can involve hiring a diverse workforce, educating staff members about diversity and inclusion, adjusting for workers with disabilities, and fostering a polite and safe workplace. Additionally, employers can promote inclusiveness by promoting teamwork, honest input, and open communication, ( Roberson, Q. M. 2006).
This case study will be studying IKEA and their policy for diversity and inclusion in the workplace. IKEA is a real-world organisation which has a clear policy of diversity and inclusivity. I will be looking at the business initiatives, studying these practices and how they align with the broader culture, and environmental contexts. Looking into how diversity and inclusivity has improved the organisation performance, it will also examine the jobs satisfaction and productivity of the employees working in IKEA stores around the world. It will conclude by considering how other companies could benefit from the diversity and inclusivity practices IKEA use that have improved their organisation success.
 


2.0 [bookmark: _Toc195210239]Main findings
2.1 [bookmark: _Toc195210240]Case study selection 
The name IKEA came from the founder Ingvar Kamprad, the letters I and K represented his own initials, the letter E stood for Elmtaryd which is the name of the farm he grew up on and the letter A stood for Agunnaryd, his hometown in southern Sweden, ( Cabral, 2024 ). The business IKEA has grown from a small furnishing company located in Sweden, to a multinational business with over 450 stores in more than 50 countries, with many national cultures and values, (IKEA, 2024). Initially IKEA sold small items like pens and wallets, in 1948 IKEA began selling furniture, this marked the beginning of IKEA’s journey into becoming a global home furniture brand, (IKEA, 2024). One of the key innovations that set IKEA apart was the  introduction of flatpack furniture in 1953, which helped reduce transportation costs and made furniture more affordable, (IKEA, 2025). IKEA’s mission has always been to offer a wide range of well-designed, functional home furnishing products at low prices that many people could afford. In June 1960, IKEA started to offer customers coffee and cold dishes, by the end of that year the IKEA restaurant had begun serving hot dishes like hamburgers to encourage customers to stay inside the stores for longer, ( Cabral, 2024).
2.2 [bookmark: _Toc195210241]Analysis of Diversity and Inclusivity practices
According to INGKA (2021), IKEA has made significant strides in promoting diversity and inclusivity within its organisation. IKEA is committed to achieving a 50/50 gender balance across all positions and levels, including leadership roles. IKEA is also part of the equal pay international partnership and has implemented a framework to ensure gender-equal pay. LGBT and inclusion are a commitment and core belief for IKEA, they stand up against hate and discrimination of any kind wanting to build a world that is inclusive of all sexual orientations and gender identities, learning more about minimising prejudicial thinking and fostering an LGBT+ inclusive workplace as a colleague or community member. All IKEA employees worldwide have access to online training programmes, paid medical leave for colleagues going through a transition is another illustration of their inclusive culture. In order to ensure that every one of their colleagues recognise themselves in the pronouns and descriptions they use language that is essential to establishing this culture. The term "co-mother" has most recently been added to IKEA vocabulary regarding parental leave to describe partners in same-sex relationships, (INGKA, 2021). IKEA is dedicated to fostering greater equality every day since they consider it a human right. At IKEA, everyone has a home. They claim that regardless of their differences, they want each employee and client to succeed in a different and welcoming workplace. Candidates with disabilities are given equal opportunities to apply and succeed in their positions because of IKEA's inclusive hiring practices. Throughout the employment process they strive to lower the risk of obstacles in their stores that may cause injury to members of staff.
While researching on IKEA’s diversity and inclusivity philosophy, it was discovered that there are numerous references to criticism of their work ethos. For example, IKEA’s campaign the “Wonderful Everyday” which has been running for the past four years, was credited for giving the UK market a greater sense of personality and awareness of what the brand stands for. It claims that its emphasis on diversity is a major factor in its success. The campaign was praised for featuring a black family, but it was criticised for being racist as it did not feature white people, (Vizard, 2017).
Another example of IKEA being criticised occurred in Saudi Arabia where the Swedish company edited out women from their catalogues as IKEA stated that it was a conflict with the company’s values of gender equality. IKEA catalogue advertising is culturally sensitive to the Saudi nation and keeping with the society’s values, (Klein. 2012). This decision sparked criticism from the Swedish government and the customers in the West, who argued that IKEA was not living up to its commitments to gender equality.
According to Ethical Consumer, IKEA has faced accusations of age discrimination and has faced lawsuits in the U.S. courts, employees stated they were refused promotion and discriminated against in terms of pay based on their age, ( Ethical consumer, 2025). IKEA has also been accused of exploiting Eastern European truck drivers, the drivers who were living in their cabs for months at a time reported their pay was less than £3 per hour, according to Ethical consumer, (2025) IKEA was breaking the law. Even though IKEA has faced various criticism over these issues, addressing these can help the company improve its reputation and operations. For example, exploitation of truck drivers, ensuring fair wages and better working conditions for all employees, including those in the supply chain. Discrimination regarding age and promotions, Ikea could establish clear and transparent criteria for promotions that are based on merit and performance rather than age. IKEA could conduct regular reviews on promotions decisions to ensure fairness and prevent bias. Another example, when Swedish company IKEA edited out women from their catalogues in Saudi Arabia for their society’s values, IKEA would have been better of engaging with the local culture and human rights experts to gain a better understanding of operating in different regions without compromising core values, While still promoting inclusivity, they could create region specific content that includes women in a respectful and culturally appropriate manner.
IKEA’s practices are strongly associated with greater environmental, socio-political and cultural contexts, (Dudovskiy, 2022). IKEA’s culture is rooted in Swedish values, emphasising simplicity, togetherness and cost consciousness, encouraging employees to find better ways to get things done, embrace a range of viewpoints and experiences. Caring for People and the Planet, IKEA's diversity and inclusivity initiatives are in line with its dedication to constructive change. By encouraging equality and inclusiveness, IKEA hope to have a profound and long-lasting effect on society, IKEA's inclusive and practical practices reflect its principles of simplicity and directness. They try to make their office open and friendly to everyone, IKEA is a firm believer in continuously improving methods. Their inclusiveness and diversity initiatives foster a more inventive and creative workplace, (Dudovskiy, 2022).
IKEA’s effectiveness of diversity and inclusivity their gender equality is evident in their goal to achieve a 50/50 gender balance across all levels and positions. In 2020 IKEA reported that 49.5% of all leaders and 54.7% of all co-workers were women,(Gupta, 2021). IKEA opened its store in India in 2020 it had already had a workforce of 44% women and 46% of women in the management roll, (Gupta, 2021). These numbers show notable progress in achieving gender balance, suggesting that IKEA's efforts to advance gender equality inside the company are successful. The UN Standards of Conduct, which address discrimination against LGBTQ+ people, were co-created and supported by IKEA. In order to help managers create inclusive teams, they have introduced worldwide trans-inclusion principles. These steps have contributed to the development of a more welcoming workplace. Numerous LGBTQ+ advocacy organisations have acknowledged IKEA's efforts, and staff members have given the company favourable comments on its inclusive atmosphere, (Gupta, 2021). 

2.3 [bookmark: _Toc195210242]Impact on Organisational Performance 
IKEA's inclusive practices, such as Co-worker Resource Groups (CRGs) and gender equality initiatives, have fostered a sense of belonging among employees. This has led to higher levels of employee engagement and satisfaction. At IKEA, diverse teams provide a multitude of viewpoints and ideas, which results in more original solutions and imaginative problem-solving. IKEA is better able to comprehend and satisfy the needs of its worldwide consumer base because of this diversity of viewpoints. Businesses with a diversified workforce typically have better financial results. IKEA's outstanding market performance and development can be linked to its dedication to diversity. Diverse teams are better able to manage the complicated nature of international marketplaces and are more adaptive (Gupta, 2021). 
Growing awareness of the benefits of a diverse workplace has led organisations to prioritise the creation of inclusive and diverse initiatives, creating a culture that embraces and encourages diversity. Having diversity and inclusivity in the workplace has several significant impacts, a diverse team brings together different perspectives and experiences, also ideas which can lead to more creative and innovation solutions, (Financial Conduct Authority, 2021). Organisations that value and supports diversity also promotes fairness and equity, creating an inclusive atmosphere where everyone feels valued and supported. There are several theories that explain the importance and impact of diversity and inclusivity in the workplace, social identity theory. According to this belief, belonging to a group gives people a sense of identity and self-worth. Employee motivation and a sense of belonging can be improved in a diverse workplace by acknowledging and appreciating various social identities, (Tajfel,& Turner.,2019). According to the Inclusion Principle, it is critical to have a welcoming workplace where all workers are treated with respect and feel appreciated. By guaranteeing that diverse workers have equal opportunity to participate and thrive, inclusion goes beyond diversity, ( Kroon, 2022 ). These theories highlight the multifaceted benefits of diversity and inclusivity, from improving employee well-being to driving organisational success. Companies with more gender diversity typically have better financial results, according to research. For example, it has been discovered that businesses with a higher percentage of women in leadership positions generate higher returns on equity, ( Hebl., & King, 2019). Teams with a gender diversity tend to be more creative and cooperative. Diverse viewpoints and methods can result in more innovative and efficient problem-solving. Enhanced contentment and retention of employees,  Whenever employees feel that their workplace is inclusive and fair, they are more likely to be happy in their roles and remain with the company longer, ( Birkelund, et al., 2021 pp 337-354). 
Although the majority of companies acknowledge the advantages of inclusivity and diversity, some organisations argue against these polices as their efforts regarding hiring or promoting individuals are based on their identity rather than ability, (Cultur54_wp, 2025). Many disabled people hesitate to admit their disability during an interview However not admitting to a disability they may struggle to get the support they need once they are employed, for example appropriate software, (Lindsay at el.,2018.). according to scope Companies don't consider how inclusive their workplaces are when it comes to hiring disabled people, some employers may have prejudices or unfavourable opinions. Many people think it is too costly, unsafe, or difficult, (Scope, 2023.). A graduate from university said, “ But I realised that I was disabled more by society’s view of disability than my actual impairment”, (Scope, 2023). When selecting businesses, a lot of job seekers give priority to inclusive workplaces. Businesses that don't prioritise inclusivity and diversity may find it difficult to draw in top talent, especially from a variety of backgrounds. Businesses risk damage to their brand if they don't promote diversity and inclusivity. Customers are increasingly choosing to support companies that share their values of equality and inclusivity, which can have an impact on brand perception and customer loyalty.
Mc Donald’s was doing this but now are rolling back, this could be due to the change in the political landscape and Donald trump opposition to diversity and programmes that involve equity and inclusion ( The Guardian, 2025. ) .
 






 
[bookmark: _Toc195210243]3.0 Conclusion 
KEA's commitment to diversity and inclusivity is evident through its various initiatives and policies aimed at fostering an inclusive workplace. The company's efforts to achieve gender balance, support LGBTQ+ rights, and provide equal opportunities for candidates with disabilities demonstrate a strong dedication to equality. Despite facing criticism and challenges, such as accusations of age discrimination and cultural insensitivity, IKEA continues to strive for improvement and inclusiveness. The positive impact of these practices is reflected in the company's ability to create a welcoming environment for all employees and customers, contributing to its overall success and reputation. By maintaining its focus on diversity and inclusivity, IKEA not only enhances its workplace culture but also sets a benchmark for other organisations to follow. The growing recognition of the benefits of a diverse workplace has driven organisations to prioritise inclusivity, creating cultures that value fairness and equity. Theories such as social identity theory and the Inclusion Principle underscore the importance of acknowledging diverse social identities and ensuring equal opportunities for all employees.
However, challenges remain. Some organisations resist diversity initiatives, arguing that they prioritise identity over ability. Additionally, disabled individuals may face barriers in the workplace due to prejudices and a lack of necessary support. Companies that fail to promote diversity and inclusivity risk damaging their brand and losing top talent, as job seekers increasingly prioritise inclusive workplaces.




[bookmark: _Toc195210244]4.0 Recommendation
IKEA has made significant strides in promoting diversity and inclusivity within their organisation, to further enhance their diversity and inclusivity efforts here are some recommendations based on their current initiatives. These steps can help IKEA maintain and strengthen their commitment to creating an inclusive and diverse workplace.
· Regularly update and provide mandatory training on unconscious bias, cultural competence, and inclusive leadership for all employees.
· Use blind hiring procedures to reduce prejudices and guarantee a diverse applicant range.

· Establish anonymous feedback channels for employees to report discrimination or suggest improvements in inclusivity practices.
· Continue to build partnerships with diverse organizations and communities to stay informed about best practices and emerging trends in diversity and inclusion.
· Create a supplier diversity initiative that includes companies run by women, minorities, veterans, LGBTQ+ people, and people with disabilities. This can foster diverse communities and encourage economic engagement.

· To evaluate the success of ongoing programs and pinpoint opportunities for development, undertake routine diversity and inclusion audits. Make use of the results to guide future plans and initiatives.

· Make sure that IKEA's marketing initiatives represent the variety of customers it serves. This involves using a variety of narratives and models that speak to various groups and cultures.
· Boost collaborations with neighbourhood groups that prioritise inclusion and diversity. Work together on initiatives and projects that benefit the business and the community.


By continuously evolving and expanding their diversity and inclusion efforts, IKEA can create a more inclusive and supportive environment for all employees and customers
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