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Tn terms of specific staffing practices that may help eliminate the glass ceiliy
we offer the following suggestions. Barriers to upward mobility can be addresy
and removed, at least in part, through internal recruitment activities, Intern
recruitment planning needs to involve the design and operation of internal laby
markets that facilitate the identification and flows of people to jobs throughout (t
organization. This may very well conflict with seniority-based practices or senio
ity systems, both of which are likely to be well entrenched. Organizations simpl
have to make hard and clear choices about the role(s) that seniority will play |
promotion systems. .

Recruitment sources have to be more open and accessible to far-ranging sets g8
candidates, Informal, word-of-mouth, and “good old boy” sources do not suffig)
Job posting and other Tecruitment strategies that encourage openness of vacang
notification and candidate application are necessary.

Recruitment changes must be accompanied by many other changes.? Top maf
Mmanagers need to folly understand that women executives differ from them i

what they perceive to be the major barriers to advancement. Research suggests .
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An example of 2 mmn.aomoanm\&%a@ initiative 1o expand the interna dive
sity pipeline is the “Championing Change for Women: An Integrated Strateg$
program at Safeway, a retail grocery giant. A focal point is the Retail Leadersh
Development (RLD) program, a formal full-time career development program fg
entry-level grocery store employees to prepare them for moving up into the mg ]
agement ranks (90% of store managers and above come throy gh the program). TH
program has a particular focus on women and people of color. Empioyees apply fg
the program by taking a retail knowledge and skill exam. Those who complete tH




