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Managing in context

Strategic HRM - Best practice (s)
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1 Ernployr_nenl security 9 Training and skill development
2 Selectivity in recruiting 10 Cross-utilisation and cross-training
3 High wages 11 Symbolic egalitarianism

4 Incentive pay 12 Wage compression

WO rke IS |nte res't Pfeffer's 16 "best practices” 9 Employe_ne owne{ship 13 Promotion from within
6 Information sharing 14 Long-lerm perspective
7 Partic:ipatiuq and empowerment 15 Measurement of the practices
8 Teams and job redesign 16 Overarching philosophy
Source: Pfeffer (1994)
Figure 3.8 Pfeffer’s 16 practices for ‘competitive advantage through people’
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Pfeffer's 7 practices for building

profits by putting people first 1 Employment security

2 Selective hiring

3 Self-managed teams or teamworking

4 High pay contingent on company performance
5 Extensive training

6 Reduction of status differences

7 Sharing information

Source: Pleffer (1998)
Figure 3.9 Pfeffer’s 7 practices for ‘building profits by putting people first’
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