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VISIONS OF THE FUTURE:WHAT GOOD IS

LAPTOP SYSTEMS WHEN YOU’RE NOT SIT-
TING AT A DESK?  . . . . . . . . . . . . . . . . . . . . .4
Bob Stambaugh

Bob Stambaugh discusses the penetra-
tion of PDA’s (personal digital assistants)
and their use in HR organizations, and has
noticed a significant upturn in both areas
since the late third quarter of 1998. One in-
terpretation of the trend, validated by a se-
ries of interviews in three Fortune 100 firms,
is the desire of individual HRIS profession-
als to have a rudimentary analytical capabil-
ity that exists outside the overall Y2K vul-
nerable environment of corporate systems.
Another equally plausible explanation is the
HRIS “geek factor” – we just love new tech-
nology! Yet a third hypothesis revolves
around the beginnings of a profound shift in
HR business — not just what we do, but
how and when we do it. Stambaugh pre-
sents several scenarios of how work might
be done in HR in 2004. The issues raised
concern the role of the HR rep, the
cost/value of the company’s “human face”,
the attractiveness of the PDA-based admin
function in recruiting, and the potential for
knowledge capture through PDA “back-
ground” function.

ON THE KNOWLEDGE FRONTIER: OWNER-
SHIP OF KNOWLEDGE

MANAGEMENT–POINT/COUNTERPOINT  . .6
By Dr. Scott Tannenbaum

Should a designated person or function
be responsible for knowledge management
(KM) in your organization? If so, who? In this
column, Tannenbaum presents conflicting
views for and against establishing KM own-
ership, and for and against various KM own-
ers. He talks about the different elements of
KM ownership (content, technology, and cul-
ture) and suggests nine competencies that
effective stewards should possess. Argu-
ments can be made for establishing HR, IT,
or marketing as the primary function respon-
sible for KM, or for forming a new KM func-
tion. Tannenbaum presents these arguments
from the perspective of the various func-
tional leaders. He concludes that some form
of designated stewardship is probably desir-

able, but it should allow for local content
ownership and for cross-functional involve-
ment. There is not a single correct answer re-
garding ownership. Each organization must
assess its needs and the competencies of its
various functions to make the most appro-
priate ownership decision.

HUMAN RESOURCES: OUTSIDE THE “COM-
FORT ZONE”  . . . . . . . . . . . . . . . . . . . . . .11
By Jenni Lehman

HR organizations are now charged with
the goal of enterprise differentiation, forcing
successful HR organizations to redefine
their role, extend their span of control, and
leverage technology. Smart companies are
working toward reinventing HR so that it has
a direct and positive influence on business
performance. These increasing demands are
forcing HR outside of a well-established
comfort zone. However, the further HR
breaks out of its administrative comfort
zone into a more activist and strategic role,
the more it is finding that there is a serious
gap between traditional HR information sys-
tems and the solutions that are required to
support their new role. Successful organiza-
tions are managing this gap using a well-de-
signed HRMS portfolio of core HRMS appli-
cations, new technologies, and a select
group of targeted solution products.

WHAT HR NEEDS TO UNDERSTAND ABOUT

THE CHANGING IT 
WORKFORCE  . . . . . . . . . . . . . . . . . . . . . .16
By Diane Tunick Morello

The demand for specialized IT skills and
know-how is expected to continue to out-
strip supply during the next five to ten years;
virtually no enterprise can afford to ignore
the long-term implications of that predic-
tion on enterprise risk and market competi-
tiveness. The IT workforce, which is at the
forefront of systemic change in work, chal-
lenges assumptions associated with em-
ployee value, performance management,
employment models, and enterprise risk.
HR organizations, working with CIOs and IT
directors, have an opportunity to prepare
the enterprise by understanding the IT mar-
ket, guiding skill management initiatives,
and serving as innovators of new ideas
rather than enforcers of old policies. In this
article, Diane Tunick Morello looks at com-
petitive approaches to finding and keeping
talent, the changing role and profile of the IT
organization, the bridge between HR organi-
zations and IT organizations, and the result-

ing implications for HR organizations.
ENTERPRISE PERFORMANCE

MANAGEMENT: SEIZING THE Y2002 OPPOR-
TUNITY . . . . . . . . . . . . . . . . . . . . . . . . . . .22
By Joel Lapointe

Enterprise Resource Planning (ERP) in-
vestments have been made not only to ad-
dress the Y2K dilemma, but also to form the
information backbone that will enhance en-
terprise performance in the next millen-
nium. Four Enterprise Performance Manage-
ment (EPM) initiatives provide the
necessary framework for enhanced perfor-
mance.

The first initiative is Strategic Alignment.
This is focused on the “operationalization”
of the business unit strategies using Bal-
anced Scorecard methodologies. By com-
bining traditional financial metrics which
are “lag indicators” (they tell us where we’ve
been) with other metrics about customers,
internal processes and organizational
growth/knowledge, (which provide lead indi-
cators), the Balanced Scorecard is a valu-
able tool for articulating, communicating
and individualizing business strategies.    

The second key initiative is Process Inno-
vation. Successful process innovation initia-
tives achieve breakthrough performance im-
pact by strategically leveraging key process
enablers.  These enablers include business
strategy (linked to the Balanced Scorecard),
technology, knowledge management, and
measurement. 

The third component of the EPM frame-
work is Technology Deployment. New tech-
nology deployment comes from two major
sources. The first is the “phase two” mod-
ules that may have been acquired with the
original ERP purchase, but were deferred
beyond the initial critical implementation
effort. The second technology category is
that which leverages the “omni-present” e-
business phenomenon. Workplace-facing
applications like enterprise self service
(ESS) and knowledge management, plus
market-facing applications like one-to-one
marketing or sales force automation hold
great promise for significant enterprise per-
formance improvements.

The fourth initiative is People Mobiliza-
tion. Managing and improving the perfor-
mance of an enterprise cannot be accom-
plished without managing and improving
the performance of the individuals in the en-
terprise. Therefore, mobilizing people needs
to be an integrated, proactive initiative
which ensures the achievement of the other
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objectives. 
SECURE FLEXIBILITY IN

WEB-BASED EMPLOYEE/ 
MANAGERIAL SELF-SERVICE  . . . . . . . . . . .26
By Gary L. Durbin

As the shifting HR paradigm sees HR
taking on a more strategic role in driving
the company’s strategic initiatives, the need
increases for routine HR processes to be
automated. This frees HR to concentrate its
efforts on those areas where their value and
expertise can make the most impact toward
achieving business objectives. With the
changing environment and new virtual
workforce, self-service solutions are now
moving toward Web-based applications to
provide better access and scalability. This
widespread access, however, brings with it,
security concerns that HR professionals
must address when deploying self-service
throughout their organization. Gary Durbin
discusses the changing needs of enterprise
HR and how the flexibility of the Web and
intelligent Web-based self-service solutions
can help deploy secure HR self-service
throughout a global enterprise.

POST-MODERN HR 
SYSTEMS (PART 2)  . . . . . . . . . . . . . . . . . .30
By Robert H. Stambaugh

In “Post-Modern Systems, Part 1”, Bob
Stambaugh discussed a gradual unfolding
of new HRIS capabilities, culminating in a
new form of system, which he termed “post-
modern” because the environment in which
it operates goes beyond what vendor sys-
tems support with today’s “modern” pack-
age.  In view of this vastly expanded theatre
of operations, it is easier to think about
these systems not only as bulked-up soft-
ware and associated processes and proce-
dures, but also as a single component (al-
beit the dominant one) in an overall HR
information environment. This environment
extends so far beyond HR and, in fact, be-
yond the enterprise itself, that we should
view it as an “ecology” or ecosystem – a Hu-
man Resource Information Ecology (HRIE) –
reflecting its complexity and interconnect-
edness with other people and systems.

If we develop this model and add a
framework that allows us to create strategic
analyses and responses in today’s global
business network, we can become a truly
strategic segment of HR and a world class
asset to the corporation for years to come. If
we do not, our empty talk about alignment,
ROI (return on investment), and peer part-

nerships will not help us at all. Other busi-
ness areas will sense the vacuum that exists
where we have failed to manage, and “they”
will run “us” ... right out of our own business.
So we need to combine our systems man-
agement experience with HRIE concepts
and create a new and strategic approach to
managing the newly emerging (or post-
modern) HRIS. We stand to reap multiple
benefits from our involvement. 

In this second article of the series, Stam-
baugh discusses how to scan the complex
environments you confront today and will
confront in the future and to help you un-
cover some of the prerequisites to being ef-
fective in the role of HRIS manager. He also
introduces a framework for evaluating ahead
of time what you, as an HRIS manager, can
do to influence the future – to predict when
and where to introduce and advocate new
capabilities, not just in HR, but throughout
the enterprise.

International Perspective: North America
TOTAL STRATEGIC OUTSOURCING . . . . . .49
By Carl C. Hoffmann, PhD.

HR is experiencing rising levels of out-
sourcing. Increasingly, organizations are
outsourcing services such as outplacement,
training, pension management, and infor-
mation technology. By partnering with ven-
dors who excel in the services they provide,
internal HR departments can gain substan-
tial benefits including reduced costs, strate-
gic advantage, higher quality, the ability to
achieve organizational change, and im-
proved customer satisfaction. Additionally,
the burden to stay technologically current is
shifted to the outsource provider. However,
outsourcing may be accompanied by a vari-
ety of problems. The organization may feel
that it is losing control over its employees
and its data, or may feel that the costs of
full-service strategic outsourcing outweigh
the potential benefits. It is important that
both organization and vendor understand
the terms of the outsourcing partnership.
This article describes the outsourcing trend
and offers advice regarding the types of or-
ganizations that can benefit from outsourc-
ing and how vendors should be chosen.

International Perspective:Western Europe
THE YEAR OF THE EUROPEAN

INTERNET  . . . . . . . . . . . . . . . . . . . . . . . .54
By Paul English

The number of European users totaled
36 million last year, or almost 25% of world-

wide users. While 1998 was an exciting year
for the European Net, in the final analysis, it
came short of being the watershed we had
hoped for. Despite heavy gains in Germany
and the UK – and moderate gains elsewhere
— Internet usage levels did not reach the
critical mass necessary to make the Net a
part of daily life in most countries. While In-
ternet usage in Europe is lagging behind the
U.S. in acceptance and use as a means of
everyday work, it is clear that the Internet in
Europe is becoming a force to be reckoned
with. Europeans are no longer ignoring the
web society that is surrounding them. The
time is ripe for new products and services
that exploit the new technologies. The old
adage, “If you build it, they will come,” can
certainly be applied to the European Inter-
net situation today.

International Perspective: Central 
and Eastern Europe
THE HR MANAGER’S HOME PAGE:
“HR INFO CENTER”  . . . . . . . . . . . . . . . .57
By Gabor Erdi

HR managers in Central and Eastern Eu-
rope do not yet appreciate the Internet.
However, their Internet access is not com-
pletely non-existent, since their children
cannot wait until the weekend when Daddy
brings the company notebook home and
connects it to the Web. Then, Mom gets up-
set because the children suddenly become
deaf and impossible to handle, and the visit
to grandma’s house is cancelled. So, what
would it take to make HR people similarly
addicted? This challenge involves several
factors, but the first and most important
step is to support the HR community in
helping them find the information they need
easily, quickly and in a user-friendly manner.
This objective can be realized by setting up a
web site with the mission of integrating
chaotically spread HR information on the In-
ternet. This web site, which I have named
HR Info Center, guides the HR professional in
the shortest possible way to the required
sources, helping to make the Internet more
widely accepted in Central and Eastern Eu-
rope. The article presents some ideas on
setting up an attractive “integrator” site for
the HR community.

International Perspective:Asia Pacific
THE IMPACT ON ASIA OF ERP DRIVEN

GLOBAL SOLUTIONS  . . . . . . . . . . . . . . . .60
By John Macy

The current trend to implement Enter-
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prise Resource Planning (ERP) solutions
has resulted in a renewed emphasis on
Global HRIS initiatives. The complexity as-
sociated with trying to adapt a corporately
selected product to a global operation intro-
duces some very difficult systems issues,
particularly for Asia. This article examines
some of the issues relating to the suitability
to Asia of functionality required corporately,
and the higher importance placed on some
of the “marginal” HRIS modules. Addition-
ally, some of the issues associated with ven-
dor commitment locally to product support
when they have not been involved in the
selling process are discussed. The article
also mentions the economics associated
with solving the problems of the functional
gap and suggests that Asia will be a benefi-
ciary of the new trend towards component
development that will expand the range of
options open to companies not wishing to
embark on extensive product customisation.

International Perspective:Africa
WORKPLACE DEMOCRACY

IN AFRICA . . . . . . . . . . . . . . . . . . . . . . . . .62
By Phillip Booth

Within Africa, workplace democracy
takes on a wider role, reflecting the broader
political framework. It is critical that both
management and workers realise the value
and benefit of open access to information
within the workplace, enabling staff to make
effective decisions for the benefit of the
business, in turn benefiting themselves as
stakeholders. Technology is proving to be a
valuable tool in this process. Booth looks at
the African workplace and discusses how a
participative framework can benefit both
business and staff.

Working in the Connected World:
MANAGING CONNECTED

ASSETS  . . . . . . . . . . . . . . . . . . . . . . . . . . .64
By Valdis Krebs

Recent research on productivity and ef-
fectiveness in the knowledge economy pro-
vides insight into what works in the con-
nected workplace. Certain patterns of
connections were found around effective in-
dividuals and successful teams when per-
forming knowledge work. Other research re-
veals how “missing links” can change a poor
economic network into a better conduit for
information, influence, and knowledge.

Human resource (HR) professionals in
the past focused solely on the individual and
recently on collections of individuals called

teams. The economics of networks has no
place for unconnected objects whether they
are individuals, teams or systems. In the
connected economy we can no longer focus
on individual or single team performance.
HR professionals must adopt a “whole sys-
tems” mode of thinking and analysis if they
are to be effective in improving the effective-
ness of their complex human systems.

Krebs explores how new research into hu-
man networks can be applied by HR profes-
sionals working in a knowledge environment.

HRIS Legal Update: United States 
WITHHOLDING FROM

EMPLOYEE WAGES  . . . . . . . . . . . . . . . . . .68
By Edward Lee Isler, Esq.

Where an employee has engaged in con-
duct that has resulted in loss to the em-
ployer, employers often are tempted to re-
sort to self-help by taking deductions from
employee wages. Human resource profes-
sionals and payroll administrators should
be aware, however, that such deductions are
governed by state law in the United States,
with most states imposing some form of
prohibition on such practices. In some
states, deductions from wages, even with
employee consent, can be made only for
certain prescribed purposes. Other states
permit a broader range of grounds for the
withholding, but those states generally re-
quire that the employee has consented first
in writing to such deductions. This article at-
tempts to summarize the general law of the
various states on these issues while remind-
ing human resource and payroll profession-
als to check the applicable state law before
engaging in any such withholding from em-
ployee pay.

HRIS Legal Update: Europe
WORKSTATION ERGONOMICS  . . . . . . . . .70
By Phil Jones

Safety and health in the workplace is a
responsibility shared by employee and em-
ployer alike, and can be vital to long-term
business performance. But, within member
states of the European Union, there are
quite clear legal obligations imposed on
employers. This article explores some of the
health and safety requirements associated
with the use of display screen equipment, or
VDUs as they are often called. It discusses
both the issues that an employer must con-
sider, and the legal rights granted to all
workstation users. The issues are wide-rang-
ing, and touch upon risk assessment, eye-

sight tests, user training, office furniture, the
work environment and daily work routines.
Some of the obligations are quite specific,
while others are expressed in more general
terms, and so regulations may vary between
member states. But, because each member
state has to make a progress report to the
European Commission every four years, the
topic is not going to go away.

HRIS Case Study:
EUROPE CAUTION:
BPO CROSSING AHEAD!  . . . . . . . . . . . . .72
By Robert H. Stambaugh

In this case study, help Carrie Wellman,
Director of HR and Payroll systems for
Moonshine Industries determine the best
approach for her company in its evaluation
of the pros and cons of business process
outsourcing (BPO). Should she be an all-out
advocate of the new process? Should she
appear to support it for the time being, but
hedge her bets – internally and outside the
company as well? Should she oppose the
idea and hope it could be killed or severely
wounded before upper management even
got wind of the possibility? What kind of ROI
arguments could you make for BPO? How
well do you understand BPO and the issues
involved at the moment? What can you do
to be prepared when this approach to effi-
ciency comes to your company? What can
you request of your management to make
your environment a better place for HRIS?
Listen to the opinions of our panel of ex-
perts and send us your own opinion too.

BOOK REVIEWS  . . . . . . . . . . . . . . . . . . . .75
By Sharon Lampton

The Human Equation by Jeffrey Pfeffer re-
counts how companies can achieve better
bottom-line results by treating their em-
ployees with respect. It has many practical
suggestions, and will make you feel good as
you read it. Good Company by Hal F. Rosen-
bluth and Diane McFerrin Peters is a won-
derful book about how an established com-
pany re-invented itself to take advantage of
a changing environment, and is now poised
to take advantage of future changes. Distance
Training, edited by Deborah A. Schreiber and
Zane L. Berge, is a collection of case studies
about companies who have implemented
some form of distance training (i.e., training
that does not assume the physical proximity
of instructor and student). It’s a must-read
for anyone who is undertaking a distance
learning project.
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KAREN V. BEAMAN is Vice President of Euro-
pean Operations for AG Consulting, a wholly-
owned subsidiary of ADP, Inc., providing man-
agement and IT consulting services for hu-
man resources and finance. She has 20 years
of experience with information systems and
human resource management, the last 17 of
which have been specifically in the develop-
ment, implementation, integration, and man-
agement of enterprise-wide HR software.
Beaman has been responsible for all aspects
of AG’s business, including business strategy
and development, sales and marketing, prod-
ucts and services development, client deliv-
ery and customer satisfaction, consultant ad-
ministration, recruiting, hiring, training, and
staffing. She has degrees from Old Dominion
and Georgetown Universities and has com-
pleted all coursework and examinations for
the Ph.D. in Sociolinguistics and Historical
and Computational Linguistics. She is an in-
ternationally recognized speaker and has
published works in the fields of both Linguis-
tics and HRIS. She is currently the Editor-in-
Chief of the IHRIM Journal and Chair of the
IHRIM.link Magazine Editorial Committee
and a member of the IHRIM Board of Direc-
tors. She can be reached at kBeaman@ag-
consult.com.

BRIAN KIMBALL is Vice President of Sales for
Intellect Systems, Inc., a leading Canadian-
based firm that specializes in the develop-
ment of human resources and payroll man-
agement systems. He has over seven years
direct involvement in the development, sales
and implementation of human resources and
payroll management systems solutions. Kim-
ball has been an active member in the Inter-
national Association for Human Resource In-
formation Management (IHRIM) since its
inception. He frequently speaks at confer-
ences, including IHRIM, CHRSP, and other in-
dustry-related venues, on the implications of
technology as it pertains to HRMS. He has
published several articles on HRMS-related
issues in industry publications including the
IHRIM Journal “Invisible Asset Management,”
(March 1998). In addition to his writing and
speaking activities, Kimball has five years ed-
itorial experience. This includes his previous
work as editor for the CHRSP Resource and his

current role as International Editor for the
IHRIM.link. He can be reached at bkim-
ball@hrintellect.com

DR. LISA MARIE PLANTAMURA is Associate Di-
rector of Novartis Pharmaceuticals Corpora-
tion, East Hanover, New Jersey, and has over
20 years experience in the design, develop-
ment, implementation, and management of
HR information systems. Previously she was
the Manager of HR Systems for General Pub-
lic Utilities Corporation and a Systems Man-
ager for Merrill Lynch & Company. A founding
member of the Human Resources Informa-
tion Management Society (HRIMS), Planta-
mura served two terms as its President, and is
currently a Director. She served as both Edi-
torial and Professional Development Director
of the International Association for Human
Resource Information Management (IHRIM)
and was a recipient of their Summit Award in
1995. Plantamura is an instructor for IHRIM
courses and an adjunct college instructor in
both systems analysis and HRIS. She is a fre-
quent workshop presenter and has published
several articles on topics relating to HR infor-
mation systems. She holds an MBA in Per-
sonnel Administration and a Ph.D. in Adult
Education. She can be reached at lisa. plan-
tamura@pharma.novartis.com.

DR. THOMAS H. DAVENPORT is the Curtis
Mathes Fellowship Professor and Director of
the Information Management Program at the
University of Texas at Austin.  Davenport
wrote the first article on re-engineering and
the first book - Process Innovation: Re-engineering
Work Through Information Technology (Harvard
University Press, 1993). His articles have ap-
peared in the Harvard Business Review, Sloan
Management Review, and he is a regular colum-
nist in CIO and Information Week magazines.
His recent research has established mile-
stone perspectives on the issues of knowl-
edge management and business process. His
most recent works on the subject are Infor-
mation Ecology: Mastering the Information and
Knowledge Environment (University Press, May
1997) and Working Knowledge: Managing
What Your Organization Knows (Harvard Uni-
versity Press, October 1997). Davenport also
writes a monthly column created expressly

for him by CIO magazine called “Think Tank”,
and is one of the founding editors of Knowl-
edge Inc. He can be reached at davenport
@mail.utexas. edu.

GARY L. DURBIN is chairman, founder, and
chief technology officer of Seeker Software, a
leading provider of prepackaged workplace
Web applications that automate everyday HR
business transactions. Durbin, an executive
with a successful track record of building in-
novative software, started Tesseract Corpora-
tion and built it into a US$30 million human
resources application software company
widely known for technically advanced, qual-
ity products. After the sale of Tesseract to
Ceridian Corporation, Durbin led several pro-
jects that developed parallel and distributed
processing applications. Durbin also founded
Cybernetic Development, Inc., a company
that designed successful commercial soft-
ware products, later acquired by Boole and
Babbage. He has delivered Web-based self-
service presentations at several human re-
source industry events, including national
and local chapter IHRIM conferences, Tesser-
act User Group conferences, and the West
Coast Human Resource Conference. He can
be reached at gldurbin@seekersoft.com.

ROW HENSON is the Vice President of HRMS
Product Strategy at PeopleSoft where she is
responsible for the HRMS product line. Her
prior experience includes 15 years in the
computer software industry with Dun & Brad-
street Software and Cullinet (now part of
Computer Associates) where she was primar-
ily focused on sales, support, and develop-
ment of human resource systems. Henson
was voted one of the “Top 10 Women in Tech-
nology” by Computer Currents. She has been
a frequent speaker at HR industry association
meetings, including IHRIM, AMR Interna-
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HRMS Expo. Additionally, she has been pub-
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Magazine, HR Executive, and Benefits & Compensa-
tion Solutions. Prior to working in the HR soft-
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nel for seven years with a non-profit health
agency. She has a bachelor’s degree in Busi-
ness Administration, with an emphasis in
Management and Insurance from the Univer-
sity of Georgia. She can be reached at
row_henson@ peoplesoft.com.
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as HR and HR systems, entrepreneurism,
and emerging trends in technology. He can
be reached at jspoor@spectrum hr.com.

ROBERT H. STAMBAUGH is President of Ka-
pa’a Associates, a Hawaii-based consulting
firm which specializes in using information
technology to improve organizational effec-
tiveness. He has over 25 years of HR and IT
experience. Before founding Kapa’a Associ-
ates in 1993, he was associated with The
Hunter Group, VRC Consulting Group, Atari
and Intel Corporation. Stambaugh was a co-
founder of HRSP, IHRIM’s predecessor orga-
nization and is IHRIM’s immediate past-
President. He is the author of more than 35
HRIS articles and is a frequent speaker
about the discipline’s current and future
challenges and direction. He can be reached
at stambaugh-kapaa@ worldnet.att.net.

JAY F. STRIGHT is the Executive Director of
Management Consulting for AG Consulting,
a wholly-owned subsidiary of ADP, Inc.,
where he is responsible for assisting Human
Resources and Finance executives to take
advantage of opportunities rising from the
implementation of new application software
to employ business process automation to
increase the alignment of organizational
structures and processes to enterprise busi-
ness objectives. Stright has over 30 years of
experience in management, integration, and
human resources. Prior to joining AG, he
worked for Chevron where he integrated HR
processes, technology, and structures to in-
crease leverage with Chevron’s core busi-
ness. Stright is a recognized expert in strate-
gic human organization issues, the use of
technology in HR, the application of bench-
marking to HR processes, and balancing the
cost and value of HR products and services
to the business objectives of the enterprise.
He is an executive guest lecturer and ad-
junct instructor at several colleges and uni-
versities and a provider of professional sem-
inars. He has been an national officer and
board member of HRSP (now IHRIM), was a
founding board member of the Human Re-
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sources Technology Forum. He can be
reached at JStright@agconsult.com.

DR. JOHN SULLIVAN is head of the Human
Management Program in the College of
Business at San Francisco State University.
He is a well-known international speaker,
author and advisor to Fortune 500 and Sili-
con Valley firms. He specializes in making
HR “THE” competitive advantage. He is also
head of the HR Strategic Forecasting Pro-
ject, whose goal is to forecast and anticipate
HR issues and opportunities. He can be
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 manage knowledge. A few of
the clients he has supported include: John-
son & Johnson, Tiffany & Co., GE Capital,
Bergdorf-Goodman, American Express, the
U.S. Navy and Air Force, Citicorp, and Swiss
Bank. Dr. Tannenbaum publishes and pre-
sents extensively on HR, IT, OD, and knowl-
edge-management topics. He has reviewed
for over 15 professional journals and co-au-
thored one of the first university-level texts
on HRIS. His research 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 Psychology
from Old Dominion University and main-
tains a part-time faculty position as a
tenured professor in the School of Business
at the State University of New York at Al-
bany. Currently, he and ECG are working on
several innovative 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, Germany, a
company he co-founded in 1972. Prior to
SAP, he was a systems engineer at IBM in
Mannheim, Germany. With over 30 years of
IT experience, including 15 years of human
resource system development, consulting,
marketing and international sales, Tschira is
the member of the board responsible for
human resource product development.
Tschira studied physics in Karlsruhe, Ger-
many and received an honorary 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 Busi-
ness Administration at the University of
Michigan where he is the Co-Director of the
university’s Advanced Human Resource Ex-
ecutive Program. He has generated an
award-winning national database on organi-
zations which assesses how strategies
match HR practices for improved financial
performance and HR competencies. He has
published over 80 articles and book chap-
ters and is the author of Human Resource
Champions: The Next Agenda for Adding Value and
Delivery Results. He is the editor of Human Re-
source 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 Partnership
which was listed by Business Week as one of
the world’s “Top 10 Educations” in manage-
ment. Ulrich received the Pericles Pro Meri-
tus Award for outstanding contributions to
the HR field and has consulted and done re-
search 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 currently has offices in
Atlanta, Paris, Munich, Barcelona, Mexico,
Buenos Aires and Santiago. Apart from de-
veloping and implementing their own soft-
ware products, Meta4 is the HR solution
partner for Baan. Vila has 18 years of HR ex-
perience and has worked as a training man-
ager for CASA (a partner of Airbus), an inter-
nal consultant for Digital Equipment
Corporation, and as an HR Director for An-
dersen Consulting. He has been published
in Computerworld, PC Week, and Expansión. Vila
has a bachelor’s degree in Psychology and a
certificate 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 Per-
rin. He is the global thought leader and
leading technologist of the firm’s HR Trans-
formation and Technology practice which
specializes in the application of computer-
based technology to HR and management
functions. Some of his clients include

Aetna, Citibank, IBM, Lucent Technologies,
Motorola, Raytheon and Sears Roebuck. Be-
fore joining Towers Perrin in 1984, Walker
directed the HR systems operations 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 profes-
sor. Walker’s textbook, HRIS Development, is
considered the seminal text in the HR sys-
tems field. His second book, Handbook of
HRIS: Reshaping The HR Function With Technol-
ogy, has been widely acknowledged for set-
ting the vision for technology-based HR
functions. He has a B.S. from Fordham Uni-
versity, 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.

AFRICAN CORRESPONDENT

PHILLIP BOOTH has worked on a number of
HR and payroll packages within Southern
Africa, ranging from mainframe systems to
client/server-based applications. He comes
from a functional HR background within The
Anglo American Corporation, one of South-
ern Africa’s largest corporations, where he
moved into the HR systems arena in 1993.
He was appointed to SAP Southern Africa in
1994 as a consultant, specialising in the im-
plementation of personnel development
and planning functionality and the inte-
grated SAP R/3 HRIS. He was appointed
Product Manager for Human Resources for
SAP Southern Africa in 1996 and has re-
sponsibility 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 management
to systems support for strategic people
management throughout Africa. He is a
member of the Institute of People Manage-
ment 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
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Technology, an Australian-based consulting
business specialising in HRIS. He has over
30 years of experience in HR as both a prac-
titioner and HRIS professional, most of
which has been spent with Qantas Airways
where he managed the implementation of a
worldwide HR system. Macy writes a regular
column on current HRIS issues for the
Australian Human Resource Institute’s HR
Monthly magazine and has had numerous
articles 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 stan-
dards 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 man-
agement of human resource information.
Most recently, Doran was the Director of Hu-
man Resources Management Information
and Payroll at York University in Toronto. He
has over 25 years of experience in informa-
tion systems with particular emphasis in
personnel, payroll, and human resource
planning functions. In 1996, he received the
Summit Award, the highest award of recog-
nition by IHRIM. Doran is the co-author of
an HRMS book and is a frequent columnist
for many industry publications. He was Pres-
ident of the Canadian Association of Human
Resource Systems Professionals (CHRSP),
Vice President of the Greater Toronto Chap-
ter of the IHRIM, and Chair of the Higher Ed-
ucation Special Interest Group (HESIG) of
IHRIM. He can be reached at aldoran@
pmihrm.com.

EASTERN EUROPE CORRESPONDENT

GABOR ERDI is presently an HR consultant
at SAP Hungary. Prior to joining SAP Erdi
was the HR Director at the Hungarian sub-
sidiary of Tetra Pak, the Swedish packaging
technology company. He spent also several
years working as a general HR consultant af-
filiated with major multinational organiza-
tions operating in Central and Eastern
Europe. In addition to his Eastern European
experience, he worked in the U.S. for two

years at Rich Products Corp. His major in-
terest and specialty is in introducing 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 degree in Business Administration
and International Trade. He can be reached
at gabor.erdi@sap-ag.de.

UNITED STATES CORRESPONDENT

DR. CARL C. HOFFMANN is President of Hoff-
mann Research Associates, a research and
consulting firm he founded in 1978 in
Chapel Hill, North Carolina. With more than
20 years of experience in the fields of sys-
tems development, statistical analysis, and
business process redesign, he is recognized
as an expert in the area of human resource
information systems. Hoffmann provides
consultation services for corporate execu-
tives, HR planners and HR information man-
agers on a wide range of workforce planning
issues, including job analysis, employee se-
lection and development, competency and
performance management, and compensa-
tion. He specializes in the design, develop-
ment, and strategic use of knowledge-based
reporting systems tailored to individual or-
ganizational requirements and environ-
ments. Hoffman received his master’s and
doctorate degrees in Sociology from the
University of North Carolina at Chapel Hill.
Hoffmann also has extensive experience in
providing litigation support services related
to employment practices, labor arbitration,
and corporate ethics. He can be reached at
hoffmann@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 representa-
tion of management in all aspects of labor,
employment, and employee benefits law. He
graduated in 1983 from the University of Vir-
ginia with a BA in Government and Econom-
ics. 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 prac-

tice, Mr. Isler served as judicial clerk to the
Honorable James C. Turk, Chief Judge for the
United States District Court, Western Dis-
trict of Virginia. Previously, he spent seven
years practicing labor, employment, and em-
ployee benefits law in Washington, D.C. 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 ex-
perience in the airline industry, he has spe-
cialised in the business application of com-
puter 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 recent years, he has helped design and
implement a corporate HRIS for British Air-
ways, and provided world-wide consultancy
support on a range of associated issues. He
is a member of British Mensa, and holds de-
grees from three British universities - a
bachelors degree in Physics, and masters
degrees in Operational Research and in Eu-
ropean 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 consul-
tant and the author of InflowTM, a software-
based social systems analysis methodology
that maps and measures knowledge ex-
change, information flow, informal net-
works, communities of practice and emer-
gent groups within and between
organizations. Krebs is a collaborative re-
searcher with Ernst & Young’s Center for
Business Innovation and has degrees in
Mathematics, Computer Science and Hu-
man Resources. He can be reached at
valdis@orgnet. com.

SHARON LAMPTON is an independent con-
sultant who has been working in HRIS for 25
years. She has presented at both national
and local conferences, for both IHRIM and
various software vendors, and has written
articles in several publications. She was a
founding member 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
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Chair, Vice President, President, and Finan-
cial Officer. She can be reached at Slamp-
ton@pacbell. net.

MISSION
The mission of the IHRIM Journal is to

build a recognized body of knowledge tar-
geted to current and emerging thought lead-
ers and senior management and dedicated
to increasing individual and organizational
effectiveness in the workplace through vi-
sionary and evolving uses of technology.

READERSHIP
The IHRIM Journal content is specifically

written for executive management and se-
nior-level human resource and information
technology leadership (e.g., CEOs, CIOs,
VPs, and Directors), university professors
and students, and other current or emerging
thought leaders and visionaries.

CONTENT OBJECTIVES
The goals of the IHRIM Journal are to be:

◆ a visionary and scholarly, but not acade-
mic, publication, fostering innovative and
strategic thinking in the field of human re-
source information systems;
◆ a forum for high-level (i.e., executive-
level, not broad-brush) discussion and de-
bate of current and controversial issues;
◆ a global publication with a focus on
multinational and regional differences
around the world; and,
◆ a vehicle to attract authors and readers in
related fields, outside human resources and
information systems.

CONTENT REVIEW
Articles are reviewed anonymously by

the IHRIM Journal’s Editorial Advisory Board
or by other professionals with content ex-
pertise in the article topic.  All submissions
should be firmly based on experience or re-
search and must be relevant to global is-
sues.  Articles should be interesting and ac-
cessible to senior-level management,
illustrated with graphics and tables, limiting
the use of mathematical symbols and eso-
teric terminology.  Articles are reviewed for
publication based on:

◆ originality and innovation,
◆ broad strategic focus,
◆ depth of research and thoroughness in
addressing the subject matter.
◆ quality, accuracy, clarity of writing, and
◆ applicability for an international, senior-
level management readership.

Articles are accepted with the under-
standing that their content is the author’s
original work, not slanderous or plagiarized,
not previously published (in electronic or
print format), and not being presented for
distribution elsewhere.

SUBMISSION OF ARTICLES
All articles should be submitted to the

IHRIM Journal Articles Editor as follows (e-
mail is preferred):

Lisa Marie Plantamura
P. O. Box 484
Mt. Tabor, NJ  07878
USA
Phone: 973-781-3317
Fax: 973-781-6361
E-mail: lisa.plantamura@pharma.novartis.com 

MANUSCRIPT PRESENTATION
Although there is no minimum or maxi-

mum word count length, a comprehensive
treatment of the topic is required and a
word count of 3,000-5,000 is preferred.
Copy must be double-spaced, single space
after periods, and paragraphs should not
be indented.  Type size for submissions
should be 12 point and margins should be
one inch around the page. Articles may be
submitted on disk or via e-mail in no lower
version than Word 6.0. Hard copy must also
be sent with each electronic submission.
Where necessary, articles will be edited to
conform to the Journal style and to English
best practice.

EXECUTIVE SUMMARY
The authors must include an executive

summary (of approximately 150 words) with
each article.

BIOGRAPHY
Each author is required to submit a biog-

raphy of approximately 150 words.  The bi-
ography should include the author’s name,
title, current company or organization, acad-
emic or professional affiliations, e-mail ad-
dress, relevant experience in the HRIM field,
educational background, and any relevant
credentials.  The author should also include

a complete mailing address and telephone
numbers for further correspondence.

CITATIONS
Full information on all sources cited in

the article must be shown as footnotes or
bibliographic references.   Recommenda-
tions for further reading on the topic are en-
couraged.  Footnotes must be numbered
within the body of the article and listed in
order at the end of the article, according to
the following format:

FOOTNOTES:
Books
1 Robert K. Wysocki, Robert Beck, Jr., and
David B. Crane, Effective Project Management
(New York: John Wiley & Sons, Inc., 1995), p.
10.

Magazine Articles
2 John Kelly, “Distance Education: Closer
Than You Think!,” IHRIM.link, February/
March 1999, pp. 14-22. 

Journal Articles
3 Robert H. Stambaugh, “Cones of Silence:
The HR Systems ‘Body of Knowledge’ and
the Real HRIS Ecosystem,” IHRIM Journal,
vol. 2, no. 2, 1998, pp. 22-29.

BIBLIOGRAPHY
Books
Wysocki, Robert K., Robert Beck, Jr., and
David B. Crane. Effective Project Management.
New York: John Wiley & Sons, Inc., 1995.

Magazine Articles
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Journal Articles
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The HR Systems ‘Body of Knowledge’ and
the Real HRIS Ecosystem.” IHRIM Journal,
vol. 2, no. 2, 1998, pp. 22-29.

LANGUAGE
All articles are published in English, ei-

ther American or British English, depending
on the author’s submission.  Articles may be
submitted in other languages, as long as an
English translation accompanies the sub-
mission.  Such articles will be published in
both the submitted language and in its Eng-
lish translation.
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CHARTS, FIGURES AND TABLES
All graphics (charts, figures, tables and

graphs, etc.) should be professionally pre-
pared and submitted in a form suitable for
reproduction.  Each should be captioned as
figures or tables and be numbered sequen-
tially 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
transmission.  Upon request, IHRIM Journal
can provide support for creating final art-
work for graphics, tables, charts, and figures.

COPYRIGHT
By submitting an article to be published

in the IHRIM Journal, all authors agree to a
“Transfer of Copyright”.  This transfer agree-
ment enables IHRIM, Inc. to protect the
copyrighted material for the authors, but
does not relinquish the author’s proprietary
rights.  The copyright transfer covers the ex-
clusive rights to reproduce and distribute
the article, including reprints, photographic
reproductions, or any other reproductions of
similar nature and translations, and in-
cludes the rights to adapt the article for use
in conjunction with computer systems and
programs and online media.  Authors are re-
sponsible for obtaining from the copyright

holder permission to reproduce information
or figures for which copyright exists.

ARTICLE REPRINTS
Black and white reproductions of articles

are available by contacting Tom Faulkner,
Rector-Duncan & Associates, Inc., 314 High-
land Mall Blvd., Suite 510, Austin, TX 78752
USA, 1.512.454.5262, fax 1.512.451.9556, 
Ihrim_journal@rector-duncan.com

Prices are in U.S. funds, payable in U.S.
funds:

US$10.00 (minimum order) for 1-2 copies
US$ 4.50 each for 3-49 copies
US$ 4.00 each for 50-99 copies
US$ 3.75 each for 100-499 copies
US$ 3.50 each for 500-999 copies
US$ 3.25 each for 1,000+ copies
Authors can receive five free reproduc-

tions of their own articles and a 10 percent
discount on all other reprints.

EDITORIAL POLICY
All statements of opinion and supposed

fact in the IHRIM Journal are published under
the authority of the authors.  They are not to
be accepted as the views of the editors, the
publisher, the IHRIM Board of Directors, the
IHRIM staff, or the IHRIM membership.  Arti-
cles are accepted with the understanding
that they have not been published previ-
ously or made available electronically and
that they are submitted solely to the IHRIM
Journal.  (c) 1999 by IHRIM, Inc.  All rights re-

served.  No part of this publication may be
reproduced or transmitted in any form or by
any means, electronic or mechanical, in-
cluding photocopy, recording, or any other
information storage and retrieval system,
without written permission from IHRIM, Inc.
or its representatives.

SUBSCRIPTION INFORMATION
Annual subscription rates are in U.S.

funds, payable in U.S. funds:

US$70 IHRIM Members
US120 Non-member

(U.S., Canada, Mexico)
US$140 Non-member

(All countries outside 
North America)

US$160 Company or Organization

Single copies of the IHRIM Journal are
US$25. IHRIM members receive a 10% dis-
count.  Please visit our web site for online
subscription and more information on the
IHRIM Journal at www.ihrim.org (under Re-
sources/Publications) or mail your subscrip-
tion to:

IHRIM JOURNAL
IHRIM, Inc.
401 North Michigan Avenue
Chicago, IL 60611-4267 USA
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