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Benchmarking HRM and the benchmarking of benchmarking
Organisations with low absenteeism and low turnover can be distinguished from organisations with high absenteeism and turnover through the identification and implementation of sophisticated and strategic best practices such as benchmarking relative cost position, developing a corporate ethic, valuing the negotiation of an enterprise agreement, and not having a written OH&S policy. Several of the remaining 16 practices identified in the literature as best practices, including benchmarking customer service, having a policy addressing recruitment, selection and promotion, were shown to be standard industry practice in the AFI. The findings suggest that benchmarking allows organisations to identify and replicate the innovations of competitors, but competitive advantage requires innovation rather than replication.
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With the deregulation of the industry, Australian Finance Industry (AFI) organisations can now compete across sectors and foreign contenders can freely enter Australian finance markets. The deregulation of the AFI, a 15-year legacy of the Campbell Inquiry, strengthened recently by the Wallis Inquiry, has intensified competition within all sectors of the industry (Standard and Poor's, 1995). Previously, foreign-owned financial organisations had limited competitive capacity as a result of the protectionist policies of the Australian government. Australian banks now face competition not only from international banks, but also from other sectors of the finance industry, both Australian and foreign (Teo and Shadur, 1995).

Australian banks will need to streamline their internal processes and change their relationship with their domestic customer base as part of their efforts to become more competitive both domestically and internationally (Wood, 1996). Labour costs are typically the largest cost item for banks, accounting for 50-60 per cent of costs (White et al., 1998). Faced with increased competition from overseas banks and other sectors of the AFI, Australian banks would, Benchmarking therefore, benefit from research that explores the contributions of human HRM resource management (HRM), and benchmarking in general, to organisational success (Mohrman et al, 1995).

Benchmarking 
A commonly used tool of management practitioners in the late twentieth 357 century is the tool of benchmarking (Bogan and English, 1994; Greengard, 1995). Although definitions of benchmarking may vary slightly, the key aspect is generally accepted: benchmarking is the process of comparing oneself to the best relevant competitors. For example. Overman (1993) defines benchmarking as measuring the practices of one's own company against the best practices of the competition. Similarly, Camp (1989) proposes that the process of benchmarking requires establishing operating targets based on the industry best practices.

Benchmarking contributes to an organisation's ability to attain a competitive position by monitoring industry best practices and determining measures of productivity (Camp, 1989; Fitz-enz, 1993). A further benefit is that the self-analysis required by benchmarking encourages the identification of more efficient ways of operating. Benchmarking, by monitoring how other organisations function, offers alternatives to an organisation's current business practices and, thus, can assist the performance of the organisation (Fitz-enz, 1993).

However, benchmarking is not without disadvantages. The changes needed to implement benchmarking require a great deal of teamwork, commitment, an objective focus on the issues concerned, and the willingness and ability on the part of the organisation, and individuals, to change (Fitz-enz, 1993; Greengard, 1995). It can also be expensive and difficult to implement (Overman, 1993). Further, the use of the wrong approach to benchmarking can be counterproductive for the organisation or organisations involved and can ultimately undermine an organisation's benchmarking efforts (Wolfram-Cox et al, 1997).

Importantly, Hamel and Prahalad (1994) suggest that benchmarking may only be a way of remaining "on par" with the practices adopted by other organisations, where such practices are necessary, but not sufficient, for enhanced organisational performance (Vedder, 1992). That is, benchmarking may only reveal industry practices that have been widely adopted by organisations, but not necessarily identify those that make for competitive advantage. It appears then that benchmarking itself may need to be benchmarked. The unclear and uncertain benefits of benchmarking as a practice are examined here by the benchmarking of benchmarking itself, to determine if benchmarking is a best practice and, if so, what practices should be benchmarked in the AFI. Practices that can distinguish groups by level of performance are then necessary for success (Vedder, 1992). That is, the practices that can be described as the "best" practices are those that differentiate between good and bad performers.

Best practice 
Through the process of benchmarking, the best workplace practices may be identified (Camp, 1989; Fitz-enz, 1993). Best practice is generally accepted to involve the internal processes of best-in-class firms, industries, or competitors as benchmarks towards which other organisations may align their own practices in a bid to become more competitive and close the performance gap (Camp, 1989; Mohrman et al, 1995). The range of practices examined may surface best practices that have a direct impact on performance and/or best practices that are indicators of deeper forces.

The typical components of best practice include the adoption of quality programs such as total quality management, the implementation of teamwork-based organisation, a continuous improvement philosophy, the adoption of just-in-time systems and the development and implementation of close supplier-customer relationships (Dertouzos et al, 1989; Oliver and Wilkinson, 1992). Given the importance of labour costs and productivity in the AFI, typically accounting for 50-60 percent of costs (White et al, 1998), HRM could provide a pivotal list of best practices. Best practices in the case of HRM refers to high performance work practices (e.g. training, recruitment and selection) that may, in turn, have an impact on firm performance and ultimately on the competitive advantage of an organisation (Huselid, 1995; Schuler and MacMillan, 1984). Further, evidence highlighting the value of HRM to the organisation may help the personnel function gain strategic status (Torrington and Hall, 1996).

HRM practices that have been examined recently in Australia that are not typically included in best practice studies may also be a source of new best practices and the potential for new competitive advantages (Kramer, 1998). By trying to think "outside the square" a set of practices may be found that could stimulate creative, new thinking about best practices. For example, the extent to which organisations are aware of their occupational health and safety (OH&S) practices and whether or not these practices are seen as important has been the focus of specific HRM research (e.g. Nelson, 1994) and safety management (Fuller, 1999), but is often excluded from studies of best practice.

Similarly, studies examining the extent to which all employees are valued by the organisation are exemplified by the research into equal employment opportunity and affirmative action (EEO/AA) policies (Wiersma and van den Berg, 1999), although the possibility that EEO/AA policies may be an indicator of a best practice has not been extensively examined. Perhaps the incorporation and institutionalisation of EEO/AA policies in an organisation may be an indicator of the extent to which all of the employees (i.e. human resources) are being utilised by the firm. Subsequently, this proxy of (human) resource utilisation could be a best practice, particularly in the relatively labour-intensive AFI industry.

A bleak picture has been painted in recent HRM studies about the effectiveness and accessibility of EEO/AA policies in Australian and New Zealand organisations (e.g. Pringle and Tudhope, 1996). Further, the benefits to be obtained from managing diversity may not have been tapped, or realised, to the extent that they could be and a more sophisticated understanding and practice of managing Benchmarking diversity may need to be developed (Thomas and Ely, 1996). The practices HRM involved in developing a more thorough understanding of managing diversity, for example through the extent and nature of EEO/AA policies -- as a minimum (Dickens, 1994), is examined in detail here in order to obtain a more widespread and generalisable perspective of their use across Australia.

Other practices that are not typically included in best practice research can be found in employee relations studies, especially those issues that may be important due to conditions in Australia. Further, the value that management place on employee relations issues (Legge, 1995), such as the degree of union contact with management, may be potential best practices. Nelson (1997) has gone so far as to argue that the energy and importance placed by management on employment relations issues, especially enterprise bargains, is a reflection of the standard of management in the organisation.

Together, the use of written EEO/AA policies and employment relations issues such as the organisation's approach to enterprise bargaining, represent examples of non-standard practices that may be best practices in the future. The inclusion of practices from outside the mainstream sets of best practices provides an opportunity to complement and extend prior research into best practices. Similarly, not only is the utilisation of the firm's human resources critical, the importance attributed to HRM is a key issue in the AFI (Teo and Shadur, 1995).

The relationship between HR best practice and firm performance

In general, a positive relationship has been found between certain key HRM practices and firm performance (Arthur, 1994; Huselid, 1995; Huselid et al, 1997; Shadur et al, 1994). These studies have generally taken the form of examining the HRM practices proposed as possible best practices affecting performance (e.g. employee welfare schemes and performance pay) and their relationship with measures of firm performance (e.g. quality and efficiency).

A range of HRM practices were often incorporated into these analyses. HRM practices such as incentive plans, training and development, recruitment and selection, compensation, industrial relations, and performance appraisals have been identified as high performance work practices that can lead to lower employee turnover, greater productivity, and better corporate financial performance (Huselid, 1995; Huselid and Becker, 1996). Of the new potential best practices discussed above, OH&S has also been found to impact on performance (Nelson, 1994). Enterprise bargaining, as an indicator of management quality, and EEO/AA policies, as an indicator of human resource utilisation, could be indicators of best practices and/or are best practices in their own right.

Performance has been examined from several different perspectives in the best practice literature, particularly where performance is the criterion used to distinguish best practices. For example, Huselid and Becker's (1996) study aimed to develop a model where the effects of HR strategy on firm performance were unbiased. They included measures of firm investment in physical. intangible, and human assets as well as recent sales growth to establish the impact of HR strategy on firm performance. There have also been several studies that have used efficiency and quality as measures of productivity (e.g. Shadur et al., 1994). Similarly, absenteeism has been used as a key indicator of HRM performance, for example, when investigating enterprise bargains (Seen and Liesch, 1997). Given the HRM focus of this study and the AFI context, the most HRM-oriented performance criteria, absenteeism and labour turnover, are used here as the most direct measures of human resource performance.

Research questions

The ultimate benefit of strategic HRM to an organisation is its ability to facilitate HRM's contribution to the organisation in the acquisition and maintenance of a sustainable competitive advantage (Teo, 1998). One way to achieve improvements in competitiveness is through benchmarking HRM best practice (Camp, 1989; Fitz-enz, 1993; Greengard, 1995). As yet, little research with regard to HRM best practice has been conducted on companies within the AFI, especially research that examines the nature of many of the relatively accepted practices such as benchmarking. Coupled with the fact that there is increasing competition within the industry, it would greatly benefit both practitioners and academics to determine HRM best practice in the AFI. This research seeks, therefore, to investigate which practices are HRM best practices in the AFI (beyond the mainstream practices examined in prior research).

H1: HR best practice systems will distinguish workplaces with low absenteeism from workplaces with high absenteeism.

H2: HR best practice systems will distinguish workplaces with low labour turnover from workplaces with high labour turnover.

Method 
Sample

The sample consists of 64 workplaces drawn from the 1995 Australian Workplace Industrial Relations Survey (AWIRS95). Each workplace had 20 or more employees and was classified as "73 -- Finance" according to the Australia and New Zealand Standard Industry Classification system. AWIRS95 provides a comprehensive national survey of employee relations practices in more than 2,000 Australian workplaces (Morehead et al., 1997). The AWIRS95 sample was drawn from the Australian Bureau of Statistics register of all establishments in Australia so as to be representative by industry (excluding agriculture, forestry and fishing and defence) of the economy for all workplaces with 20 or more employees. For each of the chosen workplaces, the HRM manager or the manager with responsibility for HRM, sometimes a general manager, was interviewed and asked structured questions.

Measures 
Performance measures

The dependent variables used to measure firm performance are similar across many studies of benchmarking. The dependent variables common to these studies include turnover, productivity, and corporate financial performance (Huselid, 1995; Huselid and Becker, 1996; Huselid et al, 1997; Shadur et al, 1994). The performance measures used in this study are turnover and 361 absenteeism, which serve as measures of HRM-oriented productivity.

Absenteeism was measured by the question "On an average working day, what percentage of all employees here are typically away from work or on sick leave without leave being approved in advance?" Turnover was measured by the current number of employees minus the number of employees at that time (June) in the previous year, plus the number of new employees hired in the previous year, all divided by the number of current employees.

Measuring the benchmarking and HRM practices

To investigate the issues that companies benchmark, especially those issues that may comprise a best practice, a range of items about benchmarking were asked. That is, "In which of these categories listed below does this workplace benchmark?" The categories were: relative cost position, operating processes, technology, quality procedures, customer service or satisfaction, labour productivity, and occupational health and safety. Between them, these issues examine most variations of what services firms may be looking at when they examine their performance and their practices. By examining the use of these benchmarks across levels of performance in companies the extent to which benchmarking any given issue in a best practice can be assessed.

Key HRM issues were measured in AWIRS95 by the questions, "Is this workplace covered by a written policy dealing with occupational health and safety?" and "Which of these aspects are specifically addressed in this workplaces written policy on equal employment opportunities or affirmative action?" The specific issues asked for in the equal employment opportunity or affirmative action (EEO/AA) policy were: recruitment, selection or promotion, training, monitoring the composition of the workforce, and employment targets for particular groups. A further set of questions asked the respondent to assess the extent to which they agreed or disagreed with statements ranging from a measure about the amount of resources the organisation devoted to developing a corporate ethic, through to the amount of resources the organisation devotes to the management of its human resources. The full range of questions is provided in Tables II and IV.

Results 
For the analyses reported below, three groups were used to separate low, from medium, from high scores. That is, the performance measures were broken into the categories of low, medium, and high for both absenteeism and turnover, such that there would be approximately a third of the workplaces in each of the categories. Absenteeism had 15 workplaces in the low group, 11 in the medium and 13 in the high group. Turnover was broken up such that there were 15 workplaces in the low group, 14 in the medium and 17 in the high group.

Both Tables I and III illustrate categorically scored practices as differentiators of low, medium, and high absenteeism and turnover companies respectively. The data are expressed as a percentage of all the companies in each group (low, medium, or high) that answered "yes" to the questions relating to the variables. Tables II and FV illustrate numerically-scored practices as differentiators of low, medium, and high absenteeism and turnover companies respectively. The data are expressed as means and standard deviations. AH the tables shown here use the Jonckheere-Terpstra test to examine the differences in the independent variables across the dependent variables. All analyses were obtained using the statistical package for the social sciences (SPSS).

The significant difference found for the "benchmarking relative cost position" variable in Table I highlights that low absenteeism workplaces benchmark relative cost position more than high absenteeism companies. Another significant difference found was for whether the workplace was "covered by a written policy on occupational health and safety". Results indicate that 82.4 per cent of low absenteeism workplaces were covered by a written policy on occupational health and safety while 100 per cent of high absenteeism workplaces were covered by the same policy. The variable of "benchmarking quality procedures" showed a tendency to differentiate between low absenteeism companies, with 66.7 per cent of the workplaces in this category benchmarking quality procedures, and high absenteeism workplaces, with 30.8 per cent of the workplaces in this category benchmarking the same practice.

The results from Table II illustrate a statistically significant difference between low absenteeism and high absenteeism workplaces that devote considerable resources to developing a corporate ethic. Low absenteeism workplaces devote more resources to the development of a corporate ethic than high absenteeism workplaces. Another statistically significant difference revealed is that more low absenteeism workplaces believe that the valuing of the negotiation of an enterprise agreement is important to achieving organisational goals in contrast to high absenteeism workplaces. It is interesting to note that the responses relating to whether management thinks that the award system has worked well in the past are consistently low across workplaces regardless of their level of absenteeism.

In Table III, the results suggest low and high turnover workplaces covered by a written policy on occupational health and safety tended to be differentiated. Low turnover workplaces were less likely to be covered by a written policy on occupational health and safety than high turnover workplaces. Both "benchmarking customer service or satisfaction" and "policies addressing recruitment, selection and promotion" were observed to be consistently high in both low and high turnover workplaces. Similarly, all workplaces had a very high presence of "policies addressing recruitment, selection and promotion".

Although there were no significant results found in Table IV, the valuing of the "negotiation of an enterprise agreement as an important consideration in achieving organisational goals" showed a tendency to differentiate between low and high turnover workplaces. It is notable that the responses regarding "management here thinks that the award system has worked well in the past" are consistently low in all low, medium and high turnover workplaces.

Discussion 
The core purpose of a business is to identify factors that contribute to a competitive advantage and use these factors to attain a competitive advantage for the individual business. Benchmarking best practice has been shown to identify the best industry practices which other organisations have used to attain competitive advantages. This research has also identified some new best practices for the AFI.

The results indicate that HR best practice systems did distinguish workplaces with low absenteeism from workplaces with high absenteeism. However, HR best practice systems did not distinguish workplaces with low turnover from workplaces with high turnover.

In general, the results identify four variables as actual HR best practice in the AFI:

(1) benchmarking relative cost position;

(2) the presence of a corporate ethic;

(3) the workplace not being covered by a written OH&S policy; and

(4) valuing the negotiation of an enterprise agreement.

Benchmarking relative cost position distinguished between low and high absenteeism workplaces. Low absenteeism workplaces benchmarked relative cost position significantly more than high absenteeism workplaces. Workplaces that adopted the practice of the development of a corporate ethic had low levels of absenteeism and were significantly distinguished from high absenteeism workplaces. The development of a corporate ethic and benchmarking relative cost position appear, therefore, to be two of the principal "best" practices that emphasise the innovative and intangible elements of HRM. The positive impact of "having a corporate ethic" on absenteeism supports Legge's (1995) view of the "soft" approach to HRM, which posits that organisations view their human resources as a valued asset and invest in them in the belief that employees are a source of competitive advantage. The results suggests, therefore, that taking a "soft" approach to HRM contributes to enhanced organisational performance.

In the AFI, not having a written OH&S policy appears to be best practice as the results indicate both a statistically significant difference between low and high absenteeism workplaces and a tendency to differentiate, or a "trend", between low and high turnover workplaces. This finding presents an unusual problem of interpretation for safety management (Fuller, 1999) as discussed later. The remaining employment relations issue that was highlighted in the results above was also relatively unusual. That is, a further best practice indicated by the results was that of the workplace valuing the negotiation processes associated with enterprise agreements.

A statistically significant difference was shown to exist between low and high absenteeism workplaces that negotiated an enterprise agreement, while a trend was suggested for workplaces that valued negotiating an agreement in the low and high turnover categories. This result is in the context of the consistently low perception, across categories, of how well the award system has worked in the past. The contrast between the two variables emphasises the importance of valuing the negotiation of an enterprise agreement. An explanation applicable here is an extension of the assertion by Hamel and Prahalad (1994) that enhanced organisational performance can result from best practice for only a short period of time (i.e. until competing organisations identify the best practice and implement it, thereby annulling its ability to provide enhanced performance). In other words, best practices only provide competitive advantage until competitors adopt the practices that have been identified as best. It is therefore possible that valuing an enterprise agreement previously identified as best practice and thus has not yet been adopted as a standard industry practice.

A possible reason for the failure of some of the HRM models to incorporate union-related issues is that union presence was previously not considered as an important influence in HRM (Legge, 1995). Subsequently, these results suggest that union-related issues and their impact on organisational performance and HRM, particularly within the AFI, is an area that requires more research.

One practice showed a trend across only absenteeism. This borderline variable was whether the firm benchmarked quality procedures and low absenteeism firms did so to a slightly greater extent.

Other, more general, patterns in the results show that groups of variables were either consistently high or consistently low across the various outcome levels. Two practices adopted at a consistently high level in both low and high absenteeism and low and high turnover workplaces were: "benchmarking customer service or satisfaction"; and "having a policy addressing recruitment, selection, and promotion". Most low and high absenteeism and low and high turnover workplaces were found to benchmark customer service or satisfaction. All low and high absenteeism and low and high turnover workplaces had a policy addressing recruitment, selection and promotion. The consistently high level of adoption of these practices suggests that they are a necessary requirement for enhanced firm performance.

Conversely, several practices had consistently low levels of adoption in both low and high absenteeism and turnover workplaces: "benchmarking other areas" and "having a policy on setting employment targets for particular groups" within the organisation's policy on EEO/AA. Further, having so few workplaces with policies on setting employment targets for particular groups suggests that the practice forms another possible area for practitioner and researcher consideration and, as posited by Dickens (1994), it is a practice used to obtain a minimal level of utilisation of the organisations resources.

The results presented here indicate that out of the range of variables considered, only four practices were best practices in the AFI. A few practices tended to differentiate by performance, but do not yet clearly distinguish between performance levels. These "borderline" practices appear to be either becoming best practices or were best practices that have become more commonplace.

The remaining practices were found to be merely normal practices (i.e. practices that did not differentiate between high performing organisations and low performing organisations). As discussed above, the normal practices may constitute a group of practices that have been adopted by large numbers of organisations (i.e. the practices that were found to be adopted at a consistently high level) and, therefore, fail to provide competitive advantage to any individual organisation. These practices have become "standard" and are subsequently necessary but not sufficient for competitive advantage.

Several of the above findings are relatively surprising, especially those dealing with not having a written OH&S policy and perhaps, to a lesser degree. management valuing enterprise agreements. The lack of a written OH&S policy Benchmarking is perhaps an indicator of the firm's having a relatively sophisticated OH&S HRM system. That is, the OH&S practices (e.g. committees, representatives) may have been present and active to the extent that many OH&S procedures were subsumed -- although this explanation may be doubtful from the perspective of common safety management approaches (Fuller, 1999). The representatives may have had the written documents, but the systems present were such that there 367 was not a specific, formal OH&S policy. Alternatively, the workplace may have had so few OH&S claims, due to the array of prevention systems present, that they did not feel a written policy was needed. However, the OH&S laws, rules and regulations are such that for a firm not to have any formal OH&S guidelines, the firm would be taking its assets into its own hands if there were serious reports made against it. Perhaps the more likely answer is that the workplace does not operate in a formalised manner. Particularly within the mainly white collar workforce in the finance industry, it may have been felt that a written OH&S policy would be unnecessary formalisation and potentially contradictory within a workplace environment that valued flexibility.

Similarly, the finding that management valued the enterprise bargain negotiation process may also have been an indicator of a softer, more sophisticated approach to HRM. By valuing the process of enterprise bargain negotiating the management are entering themselves into a context where the emphasis is on negotiations rather than adversarial relations or a reliance on government-set minimum conditions. Further, the negotiations are oriented towards achieving organisational goals and, therefore, have a clearly strategic emphasis.

The consideration of not having a written OH&S policy as a reduction of formalisation and the valuing of negotiation above adversity reflect the other, more explicit, findings presented in Figure 1. A less formal, softer approach to HRM is congruent with the finding that firms need to put a lot of effort into developing a strong corporate ethic and that the firm undertake strategic activities such as the benchmarking of relative cost position. In combination, the best practices highlight the value of a sophisticated, soft, yet strategic, approach to HRM confirming and extending the research literature (e.g. Schuler and MacMillan, 1984; Teo, 1998).

In contrast, the issues noted at the bottom of Figure 1 represent a different set of practices. That is, the main reason for benchmarking is to identify the practices of the best relevant competitors (Camp, 1989). However, practices that were adopted by a consistently high number or all of the workplaces surveyed may be a requirement of business in the AFI but not sufficient to provide competitive advantage. The need for the universal adoption of these common practices in the AFI may be legally mandated (e.g. EEO/AA policies) or have become standard practice as a result of the widespread adoption of practices previously identified as best practice (e.g. benchmarking customer service/ satisfaction), and are therefore necessary, but not sufficient, for enhanced organisational performance (Hamel and Prahalad, 1994; Vedder, 1992).

The limitations of the findings are particularly linked to the source of the data (AWIRS95) and the focus on the finance industry. The use of an extant dataset constrains exploration of other factors important to explaining both the implementation of specific best practices and whether the practices improved other criteria, for example overall organisational performance. However, large-scale surveys such as AWIRS95 allow researchers to investigate broader patterns that, in turn, can act as a guide or source of suggestions for research wishing to go into richer detail about the issues presented here.

The focus on the finance industry is a second major constraint on these findings, especially in terms of generalisability. That is, the specific best practices found in this study may not be best practices in other industries. However, the broader message here -- to be inclusive when considering practices that may be best practices -- would be transferable to other industries and should be taken up in studies of other industries. The focus of this study on the finance industry was because this industry could be used as a prototypical context within which HRM is critical to organisational success.

Conclusion 
Organisations in the AFI characterised by low absenteeism and low turnover distinguish themselves from organisations with high absenteeism and turnover through the identification and implementation of innovative best practices such as "benchmarking relative cost position", "developing a corporate ethic", valuing "negotiating an enterprise agreement", and not having a written OH&S policy. Several of the other 16 practices identified in the literature as best practices, including "benchmarking customer service" and "having a policy addressing recruitment, selection and promotion," were shown Benchmarking to be standard industry practice in the AFI and thus could not be classified as a HRM best practice within the AFI. While these common practices may, in the past, have been practices that provided competitive advantage, they now appear to be required practices necessary for any organisation in the industry.

At a broader level, this study found that human resource issues are being treated as business concerns with implications for an organisation's business strategy resulting directly in an emphasis on concerns like the development of a corporate ethic and the strategic use of benchmarking relative cost, and the strategic use of bargaining. In particular, benchmarking appears to lead to the establishment of new industry standards, but does not produce competitive advantages for the replicating organisations. Organisations need to research their competitors' policies and practices to identify factors that produce their competitive advantage, but they can only achieve competitive advantage themselves by the development and innovation of new practices, within their industry. In short, this rigour and innovation may be a key mechanism for HRM to obtain strategic recognition (Torrington and Hall, 1996). Benchmarking offers organisations the opportunity to determine what practices enable competitors to achieve a competitive advantage and, in turn, superior performance, but to avoid being caught on the treadmill companies need to avoid being a follower and become innovative in their management of their human resources.
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