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sector

technology in industry

size & structure Economic & Technological

capital

general economic conditions

labour scarcity

expectations & power uf employees (unions

etc.)
Social & Political

laws

educational levels

omit deadly combinations like : develop

teamwork but reward individual
policies & practices

avoid "over-designed" selection process
which duplicates costs

Forcing and Fostering needed

Companies which have high expenses for
recruitment, should aim for low turnover and
loyalty --> invest in training & development

_ _ Baron & Kreps (1999)
single employee consistency 1 complementary

Strategic HRM

Boxall, P & Purcell, J (2003a,b,c)

Design to fit certain critical
contingencies in the firm's specific
context --> best for HR strategy

3 types of consistency

Competitive strategy ~

Operations strategy \

Interrelation of strategies

Finance strategy

Configurational thinking
HR strategy

Factors influencing HR strategy

| The best fit
- "Contingency theory'

Boxall, P & Purcell, J (2003a) Strategy and
Human Resource Management

internal fit

same conditions for all employees at 2 among employee consistency
same level -

3 temporal consistency

"In general, how employee A was treated
today shouldn't differ radically from how she
was treated yesterday"

Baron and Kreps (1999)

external fit

multidimensional not only 1 posture

Innovative companies pay more than Cost
leadership companies

focus not only on current strategy --> new skills
for building new business as strategy in
recruitment process

competitive advantage
"In a changing environment, there is always a

strategic tension between performing in the
present context and preparing for the future”
Baron and Kreps (1999)

align HR with competitive advantage e.g Cost leadership

1 Defenders
harrow and stable product market

———

- Prospectors

N T T ——— search for product and markets
~— P innovation

3 Analysers
stable operation but also innovation

"‘--..._‘____“H_

Cost leadership

Porter / Differentiation
Innovation \ Focus

Quality Enhancement

\ Cost reduction

Schuler & Jackson

efficiency important

Company mission and values

|

Desired compelitive strategy
(cost leadership, differentiation or focus)

|

Required employee behaviours
(for example, extent of predictability in behaviour, degree of teamwork, extent of
concern for quality, propensity for risk-taking)

Supportive HR practices
(choices in staffing, appraisal. remuneration, training etc)

|

HR outcomes
(employee behaviour aligned with company goals)

Source: Adapted from Schuler and Jackson (1987)

Figure 3.5 Linking HR practices to competitive strategy
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