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VISIONS OF THE FUTURE: POWER TO
THE PEOPLE!  . . . . . . . . . . . . . . . . . .4
By Robert H. Stambaugh

Beginners in the scenario planning
game often develop detailed descrip-
tions of events that are likely to occur,
and then use the resulting scenarios
as an alternative to traditional plan-
ning activities. While such an ap-
proach certainly creates an interesting
perspective for planning, it is not as
effective as using a radically different,
less likely starting point — and freeing
up planners’ minds to look at a wider
range of organizational response. Try-
ing to attack problems in a traditional
planning approach yields fairly pre-
dictable results: scenario develop-
ment adds little if any value to the
process. It is only through coming up
with “outside-the-box” possibilities
that we can achieve real breakthrough
thinking. Stambaugh envisions a time
in the year 2001 (after the Y2K efforts
are over) in order to illustrate that
what’s important is to raise everyone’s
awareness of their starting point and
to generate a completely new set of
ideas that can be used in developing
the company’s strategic long-term ini-
tiatives.

ON THE KNOWLEDGE FRONTIER:
BIGGER IS NOT ALWAYS BETTER  . . . .6
By Dr. Scott Tannenbaum

When it comes to knowledge man-
agement (KM) initiatives, bigger is not
always better. Despite business trends
towards organizational transformation
and system integration, large-scale, or-
ganization-wide KM efforts are not al-
ways possible or advisable. Tannen-
baum argues that it can often better to
“think small” and focus attention on a
tighter community of jobs. Smaller,
more focused KM efforts can proceed
with limited resources and greater
speed. They provide an opportunity to
pilot test concepts, demonstrate value,
and create momentum. The premise
behind the “think small” approach is

that a team of people from a focused
community of jobs is familiar with the
knowledge-related issue within that
community. They know the knowledge
gaps and can often identify solutions
that can address those gaps without a
major organizational change. Solutions
from credible, knowledgeable sources
are more likely to address the needs of
the community and are more likely to
be accepted. Tannenbaum describes a
seven-step process for launching a suc-
cessful, smaller KM effort.   

E-HR – A WALK THROUGH A 21ST
CENTURY HR DEPARTMENT . . . . . .11
By Dr. John Sullivan

Everyone knows that technology is
playing a bigger role in HR, but few
see how it will totally change the way
we do HR work. This article “literally”
walks us through a 21st century HR
department and shows, in a narrative
way, how HR jobs will be radically
changed by this exciting (but some-
what threatening) new technology.
Imagine a HR department with no HR
staff, where all HR work is done by line
managers, and HR people are consul-
tants and strategists to the organiza-
tion. Imagine an environment where
the HRIS is managed remotely by the
software vendor through the Internet
and where HRIS is just a normal part
of everyday IT business. Imagine a
company where HR is not just a busi-
ness partner but a true leader in orga-
nizational change and innovation.
This article is a “heads up” for all
those who think only HRIS people
need to learn about technology.

COMPETENCY BASED MANAGEMENT:
MEETING THE CHALLENGES OF
IMPLEMENTATION  . . . . . . . . . . . . .16
By Susan Hayden

Competency-based management
(CBM) works by ensuring that the skill
sets required for each job or role are
measurable and that they are tied to
the overall strategic goals of the orga-
nization. Once implemented, the CBM
model can become the foundation for
other HR functions. Corporations im-
plementing CBM can face a series of
challenges including design, global,
and technological issues. State-of-
the-art CBM software helps organiza-

tions to overcome some of these chal-
lenges by cutting across the tradi-
tional HR “silos” and weaving func-
tionality together in a holistic,
integrated approach, allowing data to
be accessed across the organization to
support workforce-related decisions.
Perhaps the best bottom-line advice
to human resource managers contem-
plating CBM is to keep it simple at
first. Once the CBM model is in place
and the results are favorable, man-
agers can continue to build, basing
more HR programs on the competency
model and expanding the programs to
cover additional regions and divisions.

BEYOND DEVELOPMENT: USING 360º
FEEDBACK RESULTS IN
HR PLANNING . . . . . . . . . . . . . . . . .25
By Marcia L. Jones, Ph.D.

Human resources professionals
have used multi-source assessment
processes for individual coaching and
development for over 20 years. De-
spite a tremendous investment in
dollars and “person hours”, most or-
ganizations make minimal use of this
valuable information. The 360º as-
sessment process provides organiza-
tions with a less-biased, more
accurate means of evaluating the hu-
man capital in their organization. A
properly designed and administered
program encourages collaboration,
promotes cooperation, reinforces in-
novation, and facilitates corporate
agility. Technology now allows organi-
zations to administer, protect, analyze
and integrate assessment informa-
tion into corporate strategic plans. In-
cluding 360º feedback appraisals in
strategic staffing decisions can in-
crease the effectiveness of organiza-
tional development. This article
explores the misconceptions sur-
rounding 360º  assessment processes
and the potential advantages of using
the information in strategic staffing
decisions. By taking 360º data beyond
development and into the HR plan-
ning function, organizations can
leverage their investment in the as-
sessment process and create more ef-
fective organizations.
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POST-MODERN HR SYSTEMS
(PART 1)  . . . . . . . . . . . . . . . . . . . . .31
By Robert H. Stambaugh
Most HRIS activity in “the old days” was
designed to automate, then streamline
the collection of HR-related informa-
tion. It was, and remains, a technical oc-
cupation, the evidence of which is its
failure to become even a small “blip” on
executive management’s radar screens.
Current systems retain so much of their
predecessors’ assumptions and archi-
tecture that they cannot fully support
the emerging business environment of
the 21st century. Changing this view
means developing a framework for post-
modern systems. It needs to start now
with a shift of emphasis from collection
to transfer and application of informa-
tion. It may need to shift again in the fu-
ture, when we know more about turning
information into knowledge. This article
is the first step toward the definition of a
post-modern HRIS structure. How to ap-
ply the new tools and concepts intro-
duced in the article will be the subject of
Part 2, to appear in a future issue of the
IHRIM Journal.

International Perspective:
North America
PROGNOSTICATIONS  . . . . . . . . . . . . .42
By Carl C. Hoffmann, Ph.D.

This article looks at the impact that
integrating e-commerce with standard
human resource, benefit and payroll in-
formation will have on the organization,
its employees and its HR function. By in-
tegrating information from the Web with
its own home web page, a company can
provide access to the full range of ser-
vices that employees need. This can cre-
ate a “virtual community” for employees,
making them feel well-cared for and
binding them more closely to the orga-
nization. The HR function will become
gatekeepers and quality controllers,
monitoring the wide variety of informa-
tion available and ensuring that the ser-
vice providers are servicing employees
and the organization well. Organizations
should be aware that e-commerce can
break down the boundaries of the com-
pany by providing a vast amount of com-
peting information to employees. But, if
companies design their systems careful-
ly, e-commerce can provide them with
the mechanism for reinforcing the cor-

porate culture and community, and for
integrating and controlling its employ-
ees. 

International Perspective:
Western Europe
THE YEAR OF THE EURO  . . . . . . . . . . .46
By Karen V. Beaman

1999 will forever be known as the year
of the euro. The introduction of Europe’s
new common currency can certainly be
considered one of the most important
economic events of the 20th century. The
euro binds the eleven European coun-
tries into a strong political and economic
force rivaling the United States. The new
common currency will hasten the
process of European integration, pro-
moting a convergence of the eleven na-
tional economies. With diminishing
trade barriers, the progress toward a
common business environment and the
ongoing movement toward “Europeani-
sation” will grow even stronger. However,
European Monetary Union is besieged
with a plethora of business, systems, so-
cial, cultural, and psychological issues
that must be dealt with. This column ad-
dresses the business, system, and socio-
cultural issues brought about by the in-
troduction of the euro, and the impact
that these issues will have on our human
resource information systems and per-
sonnel. 

International Perspective:
Central and Eastern Europe
HR AND THE INTERNET  . . . . . . . . . . .50
By Gabor Erdi

As a result of its global expansion,
the Internet has inevitably invaded the
countries of Central and Eastern Eu-
rope. Slowly but surely, the Internet is
penetrating into the mind and everyday
business of HR professionals operating
in the region. Although a wide variety of
HR services such as online training and
employee self services are already avail-
able through the Internet, the most
commonly used functionality is still re-
cruitment. Unfortunately the vast num-
ber of job sites tend to lack any logical
structured links between them, and
consequently make it difficult for the
users to apply these services effectively.
The chaotic situation could be im-
proved by the development of central
web sites (integrators) which would

help the Internet surfers access the re-
quired information in a structured man-
ner. Although, in both qualitative and
quantitative terms, the Internet utiliza-
tion in CEE is still lagging behind the
west, due to the fast economic develop-
ment of the region, the gap is shrinking
and will gradually fade away. 

International Perspective:Asia Pacific
MALAYSIA:A 20/20 VISION FOR PEOPLE
MANAGEMENT  . . . . . . . . . . . . . . . . .54
By John Macy

Malaysia is small country with a big
vision for the future. The country has
managed to support the vision with a
technology infrastructure development,
known as the Multimedia Super Corri-
dor (MSC), and a government policy that
ensures training to develop the local
population is carried out by industry.
From a human resource information
system’s perspective, all of the cultural
and technological ingredients are there
for successful implementations. How-
ever, there are very few HRIS vendors ac-
tually selling their product in that coun-
try. Some of the reasons HRIS vendors
have not really broken into the market
are the cost factor and the absence of lo-
cal HRIS expertise. There is nothing par-
ticularly special about HRIS require-
ments and most vendors’ products will
go a long way to addressing the func-
tional needs. However, systems need to
cater for the additional types of data col-
lected, different data formats (such as
name records) and specialty modules to
support people management functions.

International Perspective:Africa
WORKPLACE EQUITY RAISES THE NEED
FOR A BROADER APPROACH  . . . . . . . .57
By Phillip Booth

Workplace equity must take on a far
broader meaning within the African
continent. Due to the economic, social
and political imbalances of the past, so-
cial equity is required to assist in creat-
ing a more equitable society. Within
South Africa, the private sector must
play an active role in addressing equity
within the workplace while simultane-
ously assisting in greater economic in-
tegration. In this scenario, HR profes-
sionals need to develop flexible plans
that not only involve their immediate
environment but also the broader com-
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munity. We take a look at this complex
situation as well as the role of HR sys-
tems within this scenario.

WORKING IN THE CONNECTED WORLD:
SENSE-MAKING AT INTERNET SPEED . .59
By Valdis Krebs

Theorizing about the Internet has
reached a fever pitch.  Everyone is pre-
dicting how the Internet will change the
rules of communication and commerce.
Two things are certain; first, the Internet
will change the world and second, we
have no idea how!

Three simple, interrelated rules are
being bantered around the Internet with
promises that they hold the key to our
future: Early Mover Advantage – the first
competitor to market uses the law of in-
creasing returns to dominate a market
segment. Metcalf’s Law – any node added
to a network increases the network’s
utility not by 1 but by n2 [n being the
number of nodes in the network]. Disin-
termediation – the network will remove all
intermediaries as we participate directly
with each other in friction-free ex-
changes.

Krebs explains how these simple
rules lead to false results and how mod-
eling our interconnected economic sys-
tems is the only way to get at the real
rules operating in complex adaptive sys-
tems.

HRIS Legal Update: USA
GUIDELINES FOR MONITORING
EMPLOYEES IN THE WORKPLACE  . . . .61
By Edward Lee Isler, Esq.

Employers have long been involved
in monitoring the workplace perfor-
mance of their employees. Technologi-
cal changes in the last 20 years, how-
ever, have significantly enhanced an
employer’s ability to monitor employ-
ees in the workplace for performance
and security purposes. Specifically, to-
day’s employers increasingly find them-
selves in possession of technology that
permits them to record telephone calls,
track an employee’s use of the Internet,
review employee e-mail, and monitor
keystrokes. Before availing themselves
of such technology, however, employers
should consider laws relating to the pri-
vacy rights of employees to ensure that
the use of such technology does not re-
sult in unwanted employee litigation.

Thoughtful, well-articulated policies will
not only prevent inadvertent violations
of employee privacy rights, they will
also undermine any claim that the em-
ployee was unaware that monitoring
was taking place. The purpose of this ar-
ticle is to provide employers with some
practical guidelines for the monitoring
of employees in the workplace.

HRIS Legal Update: Europe
CLOCK WATCHING  . . . . . . . . . . . . . . .63
By Phil Jones

On 1 October 1998, the UK joined
the rest of its European neighbours in
regulating the number of hours which
employees can work. The driving force
behind this was the European Union’s
(EU) Working Time Directive, of Novem-
ber 1993, which the previous conserva-
tive UK government had challenged in a
case before the European Court of Jus-
tice. The purpose of the directive is to
protect working people by limiting un-
reasonable working hours, promoting
family life, and reducing the risk of acci-
dents caused by tiredness. The directive
confronts the fact that persistent long
hours result in diminishing returns in
productivity and quality of output. The
directive may provide the impetus to re-
shape corporate culture via greater em-
phasis on efficiency and flexibility.
Training and development programmes
to improve time management and dele-
gation skills may also be relevant. Ei-
ther way, clock watching is set to be-
come a hot issue — not just for
impatient or overworked employees,
but for diligent employers too

HRIS Case Study:
PERFORMANCE MANAGEMENT
DISCRIMINATION? A CORPORATION
DEFENDS ITS PRACTICES . . . . . . . . . . .65
By Carl C. Hoffmann, Ph.D.

The case study presented here is dif-
ferent from the case studies presented
in this column previously. It focuses on
the use of data stored within HR infor-
mation systems to analyze a specific is-
sue – in this case, race discrimination.
The case and expert analysis demon-
strate that powerful analyses can be
generated from this data, but that, to be
understood, the data must be properly
analyzed. Currently, warehousing and
decision support tools provide individu-

als within companies access to this kind
of data and analysis, and it is important
that HRIS professionals develop the
skills to use this information effectively.
Hoffmann illustrates how a company
defended itself against a race discrimi-
nation suit by presenting both sides of
the legal argument.

BOOK REVIEWS . . . . . . . . . . . . . . . . .69
By Sharon Lampton

This column has something for
everyone: two very different works on
Knowledge Management, an explo-
ration of the virtual Human Resources
department, a novel about project man-
agement, and finally a book on improv-
ing your personal effectiveness. If Only
We Knew What We Know explores how to
turn your company into one that trans-
fers best practices effectively through-
out the organization, and the Harvard
Business Review on Knowledge Management
helps you understand why this is impor-
tant. Virtual HR: Human Resources Manage-
ment in the Information Age is filled with ex-
amples of companies employing
intranet technology to turn HR into a
virtual organization. The Deadline is an in-
ventive novel illustrating the principles
of project management. And, if you’re
feeling a little overwhelmed, perhaps
The High-Tech Personal Efficiency Program is
just what you need.
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reached at JohnS@sfsu.edu

DR. SCOTT I. TANNENBAUM is President
of the Executive Consulting Group, Inc.
(ECG). Throughout his career, he has
consulted to numerous organizations,
supporting their efforts to effectively
lead people, facilitate change, and man-
age knowledge. A few of the clients he
has supported include: Johnson & John-
son, Tiffany & Co., GE Capital, Bergdorf-
Goodman, American Express, the U.S.
Navy and Air Force, Citicorp, and Swiss
Bank. Dr. Tannenbaum publishes and
presents extensively on HR, IT, OD, and
knowledge-management topics. He has
reviewed for over 15 professional jour-
nals and co-authored one of the first
university-level texts on HRIS. His re-
search on HR-related topics has won
awards from the National Academy of
Management and the American Society
of Training and Development. He has a
Ph.D. in Industrial/Organizational Psy-
chology from Old Dominion University
and maintains a part-time faculty posi-
tion as a tenured professor in the
School of Business at the State Univer-

sity of New York at Albany. Currently, he
and ECG are working on several innova-
tive projects in the field of knowledge
management. He can be reached at
Scott.Tannenbaum@ecgweb.com.

KLAUS TSCHIRA is a Supervisory Board
Member of SAP AG in Walldorf, Ger-
many, a company he co-founded in
1972. Prior to SAP, he was a systems en-
gineer at IBM in Mannheim, Germany.
With over 30 years of IT experience, in-
cluding 15 years of human resource sys-
tem development, consulting, market-
ing and international sales, Tschira is
the member of the board responsible
for human resource product develop-
ment. Tschira studied physics in Karl-
sruhe, Germany and received an hon-
orary Ph.D. from the University of
Klagenfurt, Austria. He has been a
member of HRSP since 1991 and has
spoken at numerous conferences and
events. He can be reached at Klaus.
Tschira@kts.villa-bosch.de.

DR. DAVID ULRICH is a Professor of
Business Administration at the Univer-
sity of Michigan where he is the Co-Di-
rector of the university’s Advanced Hu-
man Resource Executive Program. He
has generated an award-winning na-
tional database on organizations which
assesses how strategies match HR prac-
tices for improved financial perfor-
mance and HR competencies. He has
published over 80 articles and book
chapters and is the author of Human Re-
source Champions: The Next Agenda for
Adding Value and Delivery Results. He is the
editor of Human Resource Management,
serves on the editorial board of five
other journals, and writes a monthly
column for Human Resource Executive. He
is a Fellow in the National Academy of
Human Resources, is a co-founder of
the Michigan Human Resource Partner-
ship which was listed by Business Week as
one of the world’s “Top 10 Educations”
in management. Ulrich received the
Pericles Pro Meritus Award for out-
standing contributions to the HR field
and has consulted and done research
with over half of the Fortune 200. He
can be reached at dou@ umich.edu.

JUAN VILA is the Vice Chairman of the
Board for Meta4, a company he co-

founded in Madrid in 1991 that cur-
rently has offices in Atlanta, Paris, Mu-
nich, Barcelona, Mexico, Buenos Aires
and Santiago. Apart from developing
and implementing their own software
products, Meta4 is the HR solution
partner for Baan. Vila has 18 years of HR
experience and has worked as a training
manager for CASA (a partner of Airbus),
an internal consultant for Digital Equip-
ment Corporation, and as an HR Direc-
tor for Andersen Consulting. He has
been published in Computerworld, PC
Week, and Expansión. Vila has a bache-
lor’s degree in Psychology and a certifi-
cate in Industrial Psychology from the
University of Madrid. He can be reached
at  juanv@ meta4.es.

ALFRED J. WALKER is a Senior Fellow in
the Parsippany, New Jersey office of
Towers Perrin. He is the global thought
leader and leading technologist of the
firm’s HR Transformation and Technol-
ogy practice which specializes in the ap-
plication of computer-based technology
to HR and management functions.
Some of his clients include Aetna,
Citibank, IBM, Lucent Technologies,
Motorola, Raytheon and Sears Roebuck.
Before joining Towers Perrin in 1984,
Walker directed the HR systems opera-
tions at AT&T for 17 years. He is a well-
known author and lecturer, a founder
and board member of IHRIM and the
Human Resources Planning Society,
and is an adjunct university professor.
Walker’s textbook, HRIS Development, is
considered the seminal text in the HR
systems field. His second book, Hand-
book of HRIS: Reshaping The HR Function
With Technology, has been widely ac-
knowledged for setting the vision for
technology-based HR functions. He has
a B.S. from Fordham University, an
M.B.A. in Economics from Seton Hall.
In 1994, he was given a Summit Award
by IHRIM for lifetime achievement to
the HR systems field. He can be reached
at walkeaj@towers.com.
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AFRICAN CORRESPONDENT
PHILLIP BOOTH has worked on a number
of HR and payroll packages within
Southern Africa, ranging from main-
frame systems to client/server-based ap-
plications. He comes from a functional
HR background within The Anglo Ameri-
can Corporation, one of Southern
Africa’s largest corporations, where he
moved into the HR systems arena in
1993. He was appointed to SAP South-
ern Africa in 1994 as a consultant, spe-
cialising in the implementation of per-
sonnel development and planning
functionality and the integrated SAP R/3
HRIS. He was appointed Product Man-
ager for Human Resources for SAP
Southern Africa in 1996 and has respon-
sibility for all sub-Saharan operations. In
this capacity, he addresses audiences on
a variety of HR related topics, from the
changing role of HR in people manage-
ment to systems support for strategic
people management throughout Africa.
He is a member of the Institute of Peo-
ple Management and holds a variety of
qualifications in the HR field. He can be
reached at phillip.booth@sap-ag.de.

ASIA PACIFIC CORRESPONDENT
JOHN MACY is the Principal HR
Consultant and Managing Director of
Competitive Edge Technology, an Aus-
tralian-based consulting business spe-
cialising in HRIS. He has over 30 years
of experience in HR as both a practi-
tioner and HRIS professional, most of
which has been spent with Qantas
Airways where he managed the imple-
mentation of a worldwide HR system.
Macy writes a regular column on cur-
rent HRIS issues for the Australian
Human Resource Institute’s HR Monthly
magazine and has had numerous arti-
cles published in Australia and the U.S.
He is a member of the IHRIM.link
Editorial Committee and IHRIM’s
Global SIG. He is also the Chairperson
of an Australian standards committee
tasked with developing an information
exchange standard for personal and

organizational data. Macy has spoken
at many conferences in Asia, Australia,
New Zealand and the U.S. on HRIS
technology subjects. He can be reached
at CET7@Compuserve. com.

CANADIAN CORRESPONDENT
AL DORAN, CHRP, is the President of
Phenix Management International, a
Toronto-based management consulting
firm specializing in the effective use of
technology in the management of hu-
man resource information. Most recent-
ly, Doran was the Director of Human
Resources Management Information
and Payroll at York University in Toron-
to. He has over 25 years of experience in
information systems with particular
emphasis in personnel, payroll, and hu-
man resource planning functions. In
1996, he received the Summit Award,
the highest award of recognition by
IHRIM. Doran is the co-author of an
HRMS book and is a frequent columnist
for many industry publications. He was
President of the Canadian Association
of Human Resource Systems Profes-
sionals (CHRSP), Vice President of the
Greater Toronto Chapter of the IHRIM,
and Chair of the Higher Education Spe-
cial Interest Group (HESIG) of IHRIM.
He can be reached at aldoran@
pmihrm.com.

EASTERN EUROPE CORRESPONDENT
GABOR ERDI is presently an HR consul-
tant at SAP Hungary. Prior to joining
SAP Erdi was the HR Director at the
Hungarian subsidiary of Tetra Pak, the
Swedish packaging technology compa-
ny. He spent also several years working
as a general HR consultant affiliated
with major multinational organizations
operating in Central and Eastern Eu-
rope. In addition to his Eastern Euro-
pean experience, he worked in the U.S.
for two years at Rich Products Corp. His
major interest and specialty is in intro-
ducing HRIS in the newly emerging
markets of Central and Eastern Europe.
He is the founder of the Hungarian HR
Managers Club and holds a masters de-
gree in Business Administration and In-
ternational Trade. He can be reached at
gabor.erdi@sap-ag.de.

UNITED STATES CORRESPONDENT
DR. CARL C. HOFFMANN is President of

Hoffmann Research Associates, a re-
search and consulting firm he founded
in 1978 in Chapel Hill, North Carolina.
With more than 20 years of experience
in the fields of systems development,
statistical analysis, and business
process redesign, he is recognized as an
expert in the area of human resource
information systems. Hoffmann pro-
vides consultation services for corpo-
rate executives, HR planners and HR in-
formation managers on a wide range of
workforce planning issues, including
job analysis, employee selection and
development, competency and perfor-
mance management, and compensa-
tion. He specializes in the design, de-
velopment, and strategic use of
knowledge-based reporting systems
tailored to individual organizational re-
quirements and environments. Hoff-
man received his master’s and doctor-
ate degrees in Sociology from the
University of North Carolina at Chapel
Hill. Hoffmann also has extensive expe-
rience in providing litigation support
services related to employment prac-
tices, labor arbitration, and corporate
ethics. He can be reached at hoff-
mann@hoffmannresearch. com.

EDWARD LEE ISLER is a Partner with the
law firm of Ray & Isler, P.C. in Vienna,
Virginia, a firm dedicated exclusively to
the representation of management in
all aspects of labor, employment, and
employee benefits law. He graduated in
1983 from the University of Virginia with
a BA in Government and Economics. In
1987, he graduated from the College of
William & Mary, Marshall-Wythe School
of Law, where he served as a member of
the Board of Editors of the William and
Mary Law Review and was inducted into
the Order of the Coif.  Prior to beginning
private practice, Mr. Isler served as judi-
cial clerk to the Honorable James C.
Turk, Chief Judge for the United States
District Court, Western District of Vir-
ginia. Previously, he spent seven years
practicing labor, employment, and em-
ployee benefits law in Washington, D.C.
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with a national firm and two years with a
regional firm. Isler is a member of the
Virginia and the District of Columbia
Bars. He can be reached at eisler@
erols. com.

PHIL JONES is an HR Systems Manager
with British Airways in London. With 25
years experience in the airline industry,
he has specialised in the business appli-
cation of computer systems. During this
time, he has held training seminars in
Europe, the USA, India, and the Far
East, and has spoken on HRIS topics at
several international conferences. In re-
cent years, he has helped design and
implement a corporate HRIS for British
Airways, and provided world-wide con-
sultancy support on a range of associ-
ated issues. He is a member of British
Mensa, and holds degrees from three
British universities - a bachelors degree
in Physics, and masters degrees in Op-
erational Research and in European
Employment & Management Law. He is
co-author of a university-level text book
on legal aspects of employment policy
within the European Union. He can be
reached at philip.g.jones@british-air-
ways.com

VALDIS KREBS is an organizational con-
sultant and the author of InflowTM, a
software-based social systems analysis
methodology that maps and measures
knowledge exchange, information flow,
informal networks, communities of
practice and emergent groups within
and between organizations. Krebs is a
collaborative researcher with Ernst &
Young’s Center for Business Innovation
and has degrees in Mathematics, Com-
puter Science and Human Resources.
He can be reached at valdis@orgnet.
com.

SHARON LAMPTON is an independent
consultant who has been working in
HRIS for 25 years. She has presented at
both national and local conferences, for
both IHRIM and various software ven-
dors, and has written articles in several
publications. She was a founding mem-
ber of IHRIM, was the first president of
the San Francisco Bay Area Chapter,
and was on the San Francisco board
from 1989 to 1997, acting as Program
Chair, Vice President, President, and Fi-

nancial Officer. She can be reached at
Slampton@pacbell. net.
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to build a recognized body of knowl-
edge targeted to current and emerging
thought leaders and senior manage-
ment and dedicated to increasing indi-
vidual and organizational effectiveness
in the workplace through visionary and
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The IHRIM Journal content is specifi-
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Articles are reviewed anonymously
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evant to global issues. Articles should

be interesting and accessible to senior-
level management, illustrated with
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◆ originality and innovation,
◆ broad strategic focus,
◆ depth of research and thoroughness
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◆ quality, accuracy, clarity of writing,
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fessional biography of approximately
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clude the author’s name, title, current
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professional affiliations, e-mail address,
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educational background, and any rele-
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ally prepared and submitted in a form
suitable for reproduction. Each should
be captioned as figures or tables and be
numbered sequentially in the text. They
may be incorporated in the text itself or
presented separately. Please indicate
the file format. Camera-ready art is also
accepted and preferred. A printed copy
of all charts, figures, tables, and graphs
must accompany any electronic (e-mail
or diskette) submission to ensure that
the proper layout is not lost in the trans-
mission. Support for creating final art-
work for graphics, tables, charts, and fig-
ures can be made by IHRIM Journal, upon
request.

BOOK REVIEWS
The IHRIM Journal solicits reviews of

all books of relevance or interest to its
readership.

CASE STUDIES
The IHRIM Journal accepts case stud-

ies, either real or fictional — but firmly
grounded in real experience. The style of
the case study should follow the format
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should set the scene in terms of what
business the organization is in, the con-
ditions of the market and what the orga-
nization is trying to achieve. The prob-
lem presented by the case study should
be clearly stated and relevant to the au-
dience of the IHRIM Journal. The opin-
ions of four to six professionals should
be given with a clear explanation of the
individual’s background and why he/she
has taken that point of view. The re-
sponses and opinions of the IHRIM Jour-
nal readership will be printed in subse-
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