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ON THE KNOWLEDGE FRONTIER:
EVALUATING A KNOWLEDGE MANAGE-
MENT INITIATIVE NEEDS A GOOD
BEGINNING ......ccoveeeeennnns [
By George M. Alliger, Ph.D.

Not all knowledge management
(KM) initiatives should be evaluated.
Should you be requested to undertake
an evaluation, you should conduct a
careful, independent analysis of the cir-
cumstances surrounding the initiative.
This article presents an approach to
such an analysis, including defining and
understanding the initiative, identifying
the customers of the initiative and clari-
fying their expectations for it, determin-
ing the purpose(s) of the evaluation and
confirming the appropriateness of an
evaluation given the obtained informa-
tion. The importance of engaging in an
up-front analysis of this type cannot be
overestimated; the result will either be
avoiding an evaluation that would be
useful to the organization or engaging
in an evaluation that illuminates the
KM initiative in ways that otherwise
would not have been possible.

VISIONS OF THE FUTURE:
A PANEL DISCUSSION ........... 11
By Karen Beaman (moderator), Gary L.
Durbin, Jenni LeAiman, Robert H. Stam-
baugh, John Sullivan, and Alfred ]. Walker
This panel discussion was an IHRIM
Journal-sponsored session given at the
annual [HRIM Conference in Salt Lake
City, Utah in June 1999 moderated by
Karen Beaman. The IHRIM Journal asked
industry thought leaders from the field
to talk about their vision of HRMS in the
future: Gary Durbin (Concur/Seeker-
Soft), represented the vendor commu-
nity, Jenni Lehman (GartnerGroup), the
analyst community, Bob Stambaugh
(Kapa'a Associates), the consulting
community, and Dr. John Sullivan (San
Francisco State University), the acade-
mic community. Al Walker of Towers
Perrin was unable to participate on the
panel, but sent in his thoughts for inclu-
sion in this article.

NEW DIRECTIONS IN SELF-SERVICE:
A PANEL DISCUSSION . .......... 21
By Row Henson (moderator), Jim Spoor,
Jeff Comport, Jim Candler, Jay Stright and
Al Walker

This panel discussion was an IHRIM
Journal-sponsored session given at the
annual IHRIM Conference in Salt Lake
City, Utah in June 1999 that focused
around new and emerging directions in
the self-service arena. It was moderated
by Row Henson, from PeopleSoft and
included four panelists representing
differing interests in this subject. Jim
Spoor, Spectrum HR Systems, repre-
sented the vendor community, Jeff Com-
port, (GartnerGroup), the analyst com-
munity, Jim Candler, Federal Express
Corporation, the user/customer com-
munity, and Jay Stright, AG Consulting,
the consulting community. Al Walker, of
Towers Perrin, was unable to participate
on the panel, has sent in his thoughts
for inclusion in this article.

ISSUES AND DIRECTIONS FOR HR IN THE
NEW MILLENNIUM: IMPLICATIONS FOR
HR OF THE MIGRATION FROM PRODUC-
TION TO KNOWLEDGE-WORKER ... .29
By Jay F. Stright and David H. Goodman,
Ph.D.

This article reports preliminary find-
ings of a practices and attitudes study
among HR executives. The first phase of
the research consisted of a question-
naire filled out by HR executives; later
phases will collect data through open-
ended interviews and focus groups. The
preliminary findings of Phase One are
discussed and placed in a conceptual
context. This context centers on the
challenge to the HR function to move
from dealing with the mass production
paradigm — a paradigm for which effec-
tive HR solutions have been developed
extensively — to dealing with post-pro-
duction paradigms, for whose demands
HR solutions are only beginning to
emerge. This is the first in a series of ar-
ticles on the results of this extensive,
multi-year HR executive survey. The sec-
ond article will center on Phase Two,
and the third on findings from Phase
Three findings.

GLOBALIZATION OF HUMAN
RESOURCES .....ciiivvvnnnnnns 39
by Row Henson

After being a “global, mobile and

sometimes ‘virtual”” employee over the
past 15 months, living in both Asia and
Europe, Henson shares some of her
perspectives and personal experiences
on the topic of the globalization of hu-
man resources. This article focuses on
four major differences in a globally-fo-
cused HR deployment over a domestic
one; 1) differences in the HR function,
2) differences in the legal and regulatory
environment, 3) differences in the tech-
nology infrastructure, and 4) differences
in the cultures impacted.

“EUROPEANISATION”’ AND THE NEW
EUROPEAN HRIS BUSINESS
ENVIRONMENT . ...covivieeeennnnn 44
By Karen V. Beaman

Prediction is tricky when analysing
the human resource information sys-
tems (HRIS) scene in Europe, because
of the many conflicting forces the conti-
nent is subject to. In general, these
forces can be summarised as dialectic
of two trends. On the one hand, Europe
has many nations, languages, cultures,
histories, and nationalistic tendencies
that are pushing it in one direction; on
the other, there are significant “Euro-
peanisation” forces that are pulling it in
another, more unified direction with the
subsequent emergence of a pan-Euro-
pean business environment. If there is
anything we can safely predict about
HRIS in Western Europe, it is that its
growth will be a far more complicated
process than it has been in the U.S. This
article discusses the major HRIS trends
developing throughout Europe, at both
the pan-European and national levels,
and attempts to unravel these opposing
forces by synthesising the key trends
likely to dominate European HRIS in
the next millennium.

DRIVING YOUR COMPANY DOWN A
DATA MINESHAFT WHILE USING AN
EXECUTIVE DASHBOARD ......... 51
By Carl C. Hoffmann, Ph.D.

This article discusses executive
dashboards and data mining and the
contribution that each can provide to
an organization and its business opera-
tions. There are, however, problems and
pitfalls associated with these tools. Ex-
ecutive dashboards can be an effective
way to represent complex data in the
form of key performance indicators to
the end user. The dashboard is excellent
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at identifying the key performance indi-
cators that are most important, but this
is only the first step. It is also important
to understand what contributes to
those indicators, analyze the cause, and
take the necessary actions to bring the
indicators to line. Data mining can un-
cover “hidden predictive relationships”
within intricate databases and provide
exciting insight to many difficult HR
problems. Like other scientific models,
data mining requires the formulation of
a test or hypothesis to validate the re-
sults. Finally, if this new trend for dis-
covery and change is enacted with disci-
pline, data mining and decision support
can have a profound positive effect on
the business.

THE COMPONENT REVOLUTION .. .57
By John Macy

Component Based Development
(CBD) is the latest technology revolu-
tion. Not since client/server technology
first emerged in the early 1990s has so
much interest been aroused in an appli-
cation development technique. How-
ever, the technology is very closely
aligned to Object-Oriented Technology
(OOT) that burst onto the scene a few
years ago to promise greater efficiency
and better rewards for application de-
velopers, and cheaper systems for the
HR community. OOT failed to convince
the HR industry and only partially deliv-
ered on its promises. Will CBD succeed
where OOT failed and if it does succeed
what will be the impact on HR? The
Component Revolution article describes
the architecture and the concepts that
underpin the technology and examines
the likely impact the technology will
have on the HR industry, in particular on
the way HR systems will be developed,
selected and sold in the future. The arti-
cle also looks at some of the issues in
relation to standards and licensing that
will need to be resolved if the technol-
ogy is going to be successful.

WHEN SELF-SERVICE BECOMES
SELF-DEFEATING . .....ccovvveeenn 62
By Vinnie Mirchandani

As HR executives know, self-service
is not a new concept. But, it has gained
significant momentum as the Web facil-
itates extending many processes to
“true” end users. Knowing its limits is a
key to successful deployment — and, as

early adopters of this concept, HR exec-
utives have a responsibility to present
an objective perspective to their col-
leagues in procurement, finance and
other functions where self-service is
gathering steam. In spite of huge IT in-
vestments and reengineering efforts
over the last few years, HR still spends
too much time in transaction process-
ing and not enough in forward looking
activities. Against this backdrop, self-
service, especially the Web- facilitated
version (compared to previous kiosk or
IVR-deployed versions), shows consid-
erable promise.

POST-MODERN HR SYSTEMS
(PART3) .. .civiiiiiiiiiinen.. 64
By Robert H. Stambaugh

In the initial installment of this arti-
cle, Bob Stambaugh introduced the
concept of multi-tiered HRIS and ex-
plored a few of the complications these
increasingly sophisticated information
environments or “ecologies” have cre-
ated for HRIS management. He de-
scribed how successive generations of
HRIS retained all the key components of
each preceding generation, and how as
a result, even everyday situations be-
come potential points of conflict. Ac-
cording to Stambaugh, we — HRIS
management and our vendor commu-
nity — have to understand the different
types of processing behaviors that are
appropriate for centralized and core sys-
tems, decentralized operations and
truly distributed environments.

In the second article in the series, he
added the concept of information
“ecosystem” or “ecology” as an analyti-
cal framework and a graphic depiction
of the emerging HRIS environment. The
framework portrayed our primary sys-
tems and major stakeholder constituen-
cies as they transition over time from
traditional and rigid IT and manage-
ment mindsets and models into the
more informal, interconnected networks
that presage the Internet age. To help
differentiate movement from one sys-
tem to the next, he divided the ecologi-
cal framework into a landscape with four
quadrants — four microclimates of the
ecosystem or “situations”. These quad-
rants/microclimates represented the
dominant types of HRIS activity at each
stage of the overall HRIS lifecycle. In
this part of the series, Stambaugh also

introduced an approach for estimating
how well the components in today’s
generic HRIS tool kit will work when de-
livered to a specific stakeholder group
in a unique environmental niche: this
technique involved plotting CPT (con-
cepts, processes, tools) power against
stakeholder skill scores, using the four-
quadrant, “ecosystem” map.

In this third installment, Stambaugh
looks at the stakeholders, bystanders,
peripheral participants and predators
who inhabit the HRIS ecosystem with
us. He provides a framework to help us
effectively identify and manage most of
them, and how to live with or defend
ourselves from the rest. During this tour
of the HRIS ecology, we are reminded of
two important components to the
ecosystem — the impact of natural
forces (those beyond our control) and
time. He tells us that how we experience
time, and what we are expected to do
with it, is changing as the true scope of
the Internet and World Wide Web opens
to view.

International Perspective — North America
PROOF THAT DESIGNS COME TRUE .87
By Carl C. Hoffmann, Ph.D.

In order to create effective organiza-
tions, HR departments must work to-
gether with line management and
shared services in several important ac-
tivities including recruiting and serving
employees, planning, policy develop-
ment and risk reduction. This article dis-
cusses these processes and the division
of labor that is involved in performing
them. One facet to creating an effective
organization involves building a HR
structure that includes Corporate HR,
Business Unit HR and Shared Services.
The functions of each sector as well as
the technologies and methods of ser-
vice delivery that are employed to fulfill
those functions are reviewed. The arti-
cle also discusses the role of multiple
interfaces which allow access to core
technologies (data stores and data
warehouses) to retrieve information
specific to the needs of different users.
Finally, a company’s HR and technology
reorganization efforts are presented as
an example of the model discussed in
the article.
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International Perspective - Western Europe
EMPLOYMENT RIGHTS - RECENT
CHANGES IN EU LEGISLATION AND
How THEY MAY AFFECT YOUR HRMS
IMPLEMENTATION .....ccvevvuunn 92
By Jackie Pentecost

The European Union (EU), post-
euro, has announced an aggressive pro-
gram of legislation, combined with
mechanisms to speed up the imple-
mentation of EU directives as law in in-
dividual countries. Since the process of
conversion to the euro over the next few
years for many EU members will involve
key management decisions and an allo-
cation of significant resources, HRMS
practitioners should look ahead to con-
sider how this legislation will impact
existing HR processes and what re-
sources will be needed. Significant
changes in existing and pending law in-
clude the Working Time Directive, the
entitlement of part-timers and fixed-
contract staff to many more employ-
ment rights, and new family leave rules.

International Perspective - Central and
Eastern Europe
MAJOR DEVELOPMENTS IN HUMAN
RESOURCES MANAGEMENT ....... 95
By Dr. Jdzsef Poor

The transition process from social-
ism to capitalism is unusual in the his-
tory of mankind. The difficult political
and economic process associated with
this transition has been hampered by a
dramatic decrease in the output perfor-
mance of the separate economies in
Central and Eastern Europe. Today,
most of countries within the region
have begun to grow. When a company is
privatised or governed by Western-like
business law, there is no guarantee that
the value systems and mindsets of the
employees will change. When all the fi-
nancial, legal, technical and sales
frameworks are in place in a privatised
local company or in firms with foreign
participation, it is only the first stage in
the creation of a Western-like enter-
prise. Once in place, one must ask, How
do we intend to get people and organi-
sations to perform competitively? The
best financial infrastructure in the world
won’'t make companies moving from a
command economy to a market econ-
omy successful if the people and the or-
ganisation don’t deliver.

International Perspective - AsialPacific
UNDERSTANDING HRIS IN THE ASIA-
PACIFIC ......ciiiieeennnnnns 98
By John Macy

During the June 1999 IHRIM Journal
panel discussion in Salt Lake City, the
Asia-Pacific correspondent, John Macy,
described four points about the Asia-
Pacific environment specific to the sta-
tus of the HRIS industry. First, there are
many organisations in the region im-
pacted by global HRIS projects that face
success barriers. Benefits and risks are
not always assessed before an imple-
mentation commences. Second, payroll
often drives the final HRIS selection in
the Asia-Pacific region. Some of the
value-added HR features are not as
heavily weighted in product selection.
Third, cost justification for customising
an HRIS product in Asia requires a dif-
ferent approach to the model used in
the USA. And finally, Australia and New
Zealand are well prepared for the Year
2000 changeover, but some countries in
Asia will be at risk because of the ten-
dency to modify HRIS products and the
low priority that has been assigned to
the Y2K problem.

International Perspective - Africa
RISING TO THE CHALLENGE OF THE
CHANGEAGENTS ....ccvvvvnnnn 100
By Phillip Booth

While HR practitioners within the de-
veloped countries look to implement
sophisticated HR systems that take em-
ployees to new levels of self-service,
within Africa, practitioners are dealing
with far more basic yet absolutely vital
issues. These include workplace democ-
racy and educating employees on basic
rights. Within the developing world, HR
embraces far broader issues than those
encountered in developed nations. Yet,
this in itself, is a challenge that many in
Africa are more than willing to meet.
This article explores the implications of
some of these key issues driving change.

International Perspective - Latin America
DEREGULATION, MODERNIZATION,
NEW TECHNOLOGY AND
FLEXIBLE SALARIES BASED
ONPRODUCTIVITY v v vvvvnnnnnn 102
By Julidn Arturo de Diego

This article summarizes the trends
observed in the main Latin American
countries that are leading the change

process in HR systems — specifically
Mexico, Chile, Venezuela, Brazil and Ar-
gentina. The major area of change fo-
cuses on updating the existing labor re-
lations model, where variable wages,
multiple competencies, flexible hours of
work, and the rest combine with the goal
of improving productivity and competi-
tiveness. Technological upgrades and
the participation of international con-
sultants are essential elements to ease
the change process in Latin America.

Working in the Connected World:
MINING FOR KNOWLEDGE ....... 105
By Valdis Krebs

In the network, your pattern of con-
nections reveal who you are and what
you are trying to accomplish. We don't
need to see inside the node; we can de-
duce much from how it is connected to
other nodes and in return how they are
connected. Understanding an individual
or group by investigating their connec-
tions is not a new science. It has been
going on for a few decades. But, Krebs il-
lustrates how “clandestine” methods
employed by the CIA, FBI, and other in-
telligence-gathering organizations can
also be used within organizations to en-
able and invigorate knowledge sharing
and innovation.

HRIS Legal Update: United States
EMPLOYER SEVERANCE PAY PLANS

AND PRACTICES MAY CONSTITUTE
ERISAPLANS ........cci0ivunn. 109
By Edward Lee Isler, Esq.

In the last 20 years, many employers
have begun to include severance pro-
grams within their personnel policies.
This development likely has resulted
from the increasingly fluid business en-
vironment in the U.S., where companies
are bought and sold, and employees are
frequently subjected to layoffs and re-
ductions in workforce. While maintain-
ing such a policy may be good business
practice and good for employee rela-
tions (by informing employees of the
severance they will receive if laid off),
employers may not be aware that such
programs generally must be considered
as “employee welfare benefit plans” un-
der the Employee Retirement Income
Security Act of 1974, as amended
(ERISA). This article discusses the cir-
cumstances under which such pro-
grams will be covered by ERISA and ex-
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amines the attendant burdens and ad-
vantages of treating such programs as
ERISA plans.

HRIS Legal Update: Europe
FAMILYVALUES . ......ccivvunnn 11
By Phil Jones

Do expressions such as “family val-
ues” or “support for the family” have any
practical meaning within business?
And, might the answer to this question
be of interest to HR practitioners? This
article considers European Union (EU)
attempts to reconcile the sometimes
conflicting spheres of work and family
life. In particular, it examines the
Parental Leave Directive which gives
employees legal rights to time off work
for social responsibilities such as bring-
ing up children and dealing with family
emergencies. The article discusses why
and how the EU has taken legal initia-
tives in this area and considers the im-
pact of the directive in two EU countries
— Sweden and Germany — that have
long had generous provisions relating
to family leave. This is contrasted with
the UK, where little or no such provision
existed previously. Some of the issues
for HR practitioners in monitoring fam-
ily leave are examined, and arguments
for and against such initiatives are
briefly summarised.

HRIS Case Study:
WELCOME TO THE STARTING LINE ...
]UST WHEN WE THOUGHT WE
WEREFINISHED ........cccvv... 113
By. Joel R. Lapointe

As practitioners, consultants and
vendors in the HRIS arena, we are all
tempted to enjoy a big sigh of relief as
we approach the new millennium. The
new system is in place, we've tested it
every way possible, our parallel cycles
have been proven out to the penny, our
users are trained, and we have finally
finished the largest, most time-critical
project that we've ever done. Lest we
celebrate too much, it must be realized
that while the primary objective of Y2K
compliance may have been accom-
plished, all that time and money was
also expended to establish the infor-
mation backbone that would serve the
business needs for a much broader
agenda — increased enterprise perfor-
mance. Lapointe’s case study allows us
to be a “fly-on-the-wall” at a series of

HRIS strategic planning meetings. After
listening in, we have the opportunity to
determine what the three key objec-
tives should be for post-Y2K strategic
planning.

Data Protection:

THE FORMULATION OF AN HR DATA
CONSORTIUM .....ccivvennnnn 116
By Don Harris

This article describes a consortium of
multi-national companies, HR associa-
tions and software vendors that is being
formed to addess the growing chal-
lenges global firms face in complying
with data protection laws and require-
ments. The most immediate impetus to
forming the consortium is the challenge
of the European Union’s (EU) Privacy
Directive that continues to threaten all
transborder flows of personal data from
Europe. A major objective of the consor-
tium is to ensure that HR data receives
appropriate treatment in the on-going
U.S.-EU “Safe Harbor” talks over imple-
mentation of the Directive.

Other regulatory challenges the con-
sortium will address include a new sec-
tor-specific EU directive on HR data and
proposed national privacy legislation in
Canada, Australia and Japan. In addi-
tion, the consortium will develop two
self-regulatory instruments that compa-
nies can use in protecting privacy and in
demonstrating regulatory compliance: a
model contract customized to HR and
an HR information code of practice. The
article concludes with a description of
the consortium’s current objectives, de-
liverables and time frame, along with
contact information.

BOOKREVIEWS .....ccviveunnns 118
By Sharon Lampton

Peter G. Peterson’s Gray Dawn will
depress you, but you can then be up-
lifted by Thomas Petzinger’'s The New Pio-
neers. Depressing as it may be, Gray
Dawn is well worth the time you will in-
vest in reading it. We all need to under-
stand the world economic conditions in
the era we are now entering — trust me,
it'’s not what you learned in high school.
Petzinger uses more than 40case stud-
ies from small and medium sized busi-
nesses to advance his concepts in The
New Pioneers.
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opments and trends as well as the pack-
aging and distribution of such analysis
into subscription-based products to
business professionals making IT deci-
sions, including users, purchasers, and
vendors of IT products and services. His
main focus is on financial, human re-
sources, procurement, and order fulfill-
ment processes and systems, and he
also oversees package implementation
service providers and software project
planning issues. Mirchandani has more
than 15 years of experience evaluating
and implementing enterprise applica-
tion software across multiple hardware
platforms in the U.S. and Europe. Prior
to joining The Gartner Group, Mirchan-
dani was a director of application soft-
ware market analysis and support for
Price Waterhouse. He holds an M.B.A.
from Texas Christian University and is a
CPA. He speaks extensively at software
industry forums, is widely quoted in in-
dustry publications. He can be reached
at vinnie.mirchandani@gartner.com.

DR. MARGI OLSON is General Manager,
knowledge-based systems for Lend
Lease Corporation. In this role, she is
responsible for defining the company’s
global knowledge strategy framework.
In addition, she works with the busi-
ness unit CIOs to initiate, implement
and share knowledge management ini-
tiatives. Prior to joining Lend Lease, Ol-
son spent nine years in management
consulting, specializing in business

process re-engineering and knowledge
management. Most recently, she had
global responsibility for defining and
bringing to market knowledge manage-
ment solutions for Lotus Development
Corporation. Olson migrated to Aus-
tralia in 1990 from the U.S. Prior to that,
she was a professor at the NYU where
she taught MBA students and did re-
search on information technology and
organizational change. Olson has a
Ph.D. in Business, specializing in Infor-
mation Systems, from the University of
Minnesota. She can be reached at
Margi_Olson@lendlease.com.au.

JIM SPOOR is the Founder and President
of SPECTRUM Human Resource Systems
Corporation, a Denver, Colorado-based
provider of software for use in human re-
source management, benefits adminis-
tration, and training and development.
Prior to forming SPECTRUM in 1984,
Spoor's previous responsibilities in-
cluded a 25-year career in both HR and
line management with various Fortune
500 corporations. His experience also in-
cludes over 15 years of executive-level re-
sponsibility for global HR operations.
Spoor has earned a reputation as an in-
novator who focuses primarily on ad-
dressing strategic organizational busi-
ness issues. He has a B.S. in Industrial
Psychology from the University of Illinois.
Spoor has authored a number of articles,
been a contributing author to several
professional handbooks and textbooks,
and has been a regular speaker and pan-
elist on such topics as HR and HR sys-
tems, entrepreneurism, and emerging
trends in technology. He can be reached
at jspoor@spectrumhr.com.

ROBERT H. STAMBAUGH is President of
Kapa'a Associates, a Hawaii-based con-
sulting firm which specializes in using
information technology to improve or-
ganizational effectiveness. He has over
25 years of HR and IT experience. Be-
fore founding Kapa'a Associates 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 pre-
decessor organization and is IHRIM's
immediate past-President. He is the au-
thor of more than 35 HRIS articles and
is a frequent speaker about the disci-
pline’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 Con-
sulting, a wholly-owned subsidiary of
ADP, Inc., where he is responsible for
assisting Human Resources and Fi-
nance executives to take advantage of
opportunities rising from the imple-
mentation of new application software
to employ business process automa-
tion to increase the alignment of orga-
nizational structures and processes to
enterprise business objectives. Stright
has over 30 years of experience in man-
agement, integration, and human re-
sources. Prior to joining AG, he worked
for Chevron where he integrated HR
processes, technology, and structures
to increase leverage with Chevron’s
core business. Stright is a recognized
expert in strategic human organization
issues, the use of technology in HR, the
application of benchmarking to HR
processes, and balancing the cost and
value of HR products and services to
the business objectives of the enter-
prise. He is an executive guest lecturer
and adjunct instructor at several col-
leges and universities and a provider of
professional seminars. He has been an
national officer and board member of
HRSP (now IHRIM), was a founding
board member of the Human Re-
sources Technology Forum. He can be
reached at JStright@agconsult.com.

DR. JOHN SULLIVAN is head of the Hu-
man Management Program in the Col-
lege of Business at San Francisco State
University. He is a well-known interna-
tional speaker, author and advisor to
Fortune 500 and Silicon Valley firms. He
specializes in making HR “THE” com-
petitive advantage. He is also head of
the HR Strategic Forecasting Project,
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 Group for Organizational Effec-
tiveness, Inc. Throughout his career, he
has consulted to numerous organiza-
tions, supporting their efforts to effec-
tively lead people, facilitate change, and
manage knowledge. A few of the clients
he has supported include: Johnson &
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Johnson, Tiffany & Co., GE Capital,
Bergdorf-Goodman, American Express,
the U.S. Navy and Air Force, Citicorp,
and Swiss Bank. Dr. Tannenbaum pub-
lishes and presents extensively on HR,
IT, OD, and knowledge-management
topics. He has reviewed for over 15 pro-
fessional journals and co-authored 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 Soci-
ety 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 University of
New York at Albany. Currently, he and
ECG are working on several innovative
projects in the field of knowledge man-
agement. He can be reached at
Scott.Tannenbaum@ecgweb.com.

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 Expansidn. 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 Roe-
buck. Before 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 So-
ciety, and is an adjunct university pro-
fessor. Walker's textbook, HRIS Develop-
ment, is considered the seminal text in
the HR systems field. His second book,
Handbook of HRIS: Reshaping The HR Func-
tion 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.

HONORARY
EDITORIAL

ADVISORY BOARD

THOMAS H. DAVENPORT is a Professor
in the Management Information Sys-
tems Department at the Boston Univer-
sity Graduate School of Management
and is Director of the Andersen Consult-
ing Institute for Strategic Change. He is
a widely published author and ac-
claimed speaker on the topics of infor-
mation and knowledge management,
reengineering, enterprise systems, and
the use of information technology in
business. He has a Ph.D. from Harvard
University in organizational behavior
and has taught at the Harvard Business
School, the University of Chicago, and
the University of Texas at Austin Gradu-
ate School of Business. He has also di-
rected research at Ernst & Young, McK-
insey & Company, and CSC Index.

Dr. Davenport wrote the first article
on reengineering and the first book —
Process Innovation: Reengineering Work
through Information Technology (Harvard
Business School Press, 1993). His most
recent work focuses on new approaches
to information and knowledge manage-
ment. He has recently published two
well-received books on this topic, Infor-
mation Ecology: Mastering the Information and
Knowledge Environment (Oxford University
Press, May 1997) and Working Knowledge:
Managing What Your Organization Knows

(November, 1997). His next book on en-
terprise systems, Connecting the Corpora-
tion, is scheduled for publication by Har-
vard Business School Press in 1999. His
articles have appeared in Harvard Busi-
ness Review, Sloan Management Review, Cali-
fornia Management Review and many other
publications. Tom also writes a monthly
column created expressly for him by CIO
Magazine called “Think Tank,” is one of the
founding editors of Knowledge, Inc, and is
a board member for a variety of organi-
zations. He «can be reached at
thomas.h.davenport@ac.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
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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.

INTERNATIONAL

CORRESPONDENTS

AFRICAN CORRESPONDENT

PHILLIP BOOTH has worked on a num-
ber of HR and payroll packages within
Southern Africa, ranging from main-
frame systems to client/server-based
applications. He comes from a func-
tional HR background within The Anglo
American 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 man-
agement to systems support for strate-
gic people management throughout
Africa. He is a member of the Institute
of People Management and holds a va-
riety 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 practitioner
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 standards
committee tasked with developing an
information exchange standard for per-
sonal 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

IAN TURNBULL is a senior consultant
with Computer Sciences Corporation
(CSQ) in their Toronto office. He assists
organizations through a wide variety of
services including: change manage-
ment, strategic planning, requirements
definition, system assessment and se-
lection, project organization, manage-
ment, and implementation, and engi-
neering/re-engineering of business
processes. Mr. Turnbull has extensive
cross-industry experience, including:
consulting engineering, distribution,
education, energy, health care, govern-
ment, manufacturing, mining, forestry,
and retail and specializes in the opera-
tional integration of human resources
information management systems
within organizations.

Mr. Turnbull is a founding Director
and current CFO of the International As-
sociation of Human Resource Informa-
tion Management (IHRIM), and is also a
Director of the Canadian Council of Hu-
man Resource Associations (CCHRA).
He holds a Bachelor of Arts and a Mas-
ter of Business Administration from The
University of Western Ontario and is a
Certified Human Resource Professional
(C.H.R.P) in the Province of Ontario.
Mr. Turnbull has taught courses in
HRMS at The Centre for Industrial Rela-
tions at The University of Toronto and
has co-authored a book entitled Human
Resources Management Systems, now
out in 2nd edition from Carswell. You
can reach him at iturnbul@
pinnaclegroup.com.

WESTERN EUROPE CORRESPONDENT

JACKIE PENTICOST has spent more than
20 years involved with all aspects of
HRMS — as an end user HR profes-
sional, as a consultant and most re-
cently as Product Architect for Oracle
HRMS Applications. She is responsible
for the functional direction of Oracle’s

Human Resources applications, includ-
ing the legislative extensions for many
countries. She can be reached at
jpentico@uk.oracle.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 mar-
kets 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.

LATIN AMERICA CORRESPONDENT
JULIAN ARTURO DE DIEGO is an attorney
graduate of the Universidad Catdlica Ar-
gentina in 1975. At present he is the
owner and chief executive officer of a
law firm which is a leader in corporate
labor consulting in Argentina and Mer-
cosur. He is a full Professor of Labor
Law and Social Security at the Universi-
dad Catdlica Argentina, and in the Hu-
man Resources Masters Program at the
Universidad del Salvador and the Uni-
versidad Austral in Buenos Aires, Ar-
gentina. He also acts as a consultant to
international labor organizations, such
as the ILO, the United Nations and the
World Bank and has given numerous
lectures and seminars at foreign univer-
sities. He has published more than 600
articles in specialized magazines and
newspapers as well as several books, in-
cluding the Manual de Derecho del Tra-
bajo y Seguridad Social, an essential
book for students in undergraduate and
graduate courses, and for HR managers
and directors. He has acted as counsel
regarding legislation and has partici-
pated in numerous legislative and re-
search commissions to promote re-
forms for labor modernization in Latin
America. He can be reached at
dediegoj@datamarkets.com.ar.
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UNITED STATES CORRESPONDENT

DR. CARL C. HOFFMANN is a partner with
PricewaterhouseCoopers. Prior to this,
he was President and CEO of Hoffman
Research Associates, a research and
consulting firm he founded in 1978.
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 in-
formation systems. Hoffmann provides
consultation services for corporate exec-
utives, HR planners and HR information
managers on a wide range of workforce
planning issues, including job analysis,
employee selection and development,
competency and performance manage-
ment, and compensation. He special-
izes in the design, development, and
strategic use of knowledge-based re-
porting systems tailored to individual
organizational requirements and envi-
ronments. Hoffman received his mas-
ter's and doctorate degrees in Sociology
from the University of North Carolina at
Chapel Hill. Hoffmann also has exten-
sive experience in providing litigation
support services related to employment
practices, labor arbitration, and corpo-
rate ethics. He can be reached at
hoffmann@hoffmannresearch. com.

CONTRIBUTING

COLUMNISTS

EDWARD LEE ISLER is a Partner with the
law firm of Ray & Isler, PC. in Vienna,
Virginia, a firm dedicated exclusively to
the representation of management in all
aspects of labor, employment, and em-
ployee 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.
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.

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 Financial
Officer. She can be reached at Slamp-
ton@pacbell.net.

JOEL LAPOINTE's career spans corporate,
consulting and software vendor perspec-
tives, product design and development,
systems implementation and strategic
business transformation. Educated as
an industrial engineer, Lapointe has
been an ardent advocate of technology’s
impact on the workplace for over three
decades. From his early work on the de-
sign team that created the first packaged
applications for human resource func-
tions to his pioneering creation of enter-
prise self-service (ESS) concepts and
technology, he has provided his exper-
tise to scores of organizations. In his
current role, Lapointe directs the man-
agement consulting resources for Re-
naissance Worldwide, with a particular
focus on assisting organizations in man-
aging and improving enterprise perfor-
mance. A frequent writer and industry
spokesman, Lapointe is also a long-time

member of International Association for
Human Resource Information Manage-
ment (IHRIM). He is a past president of
the New York Chapter, and a former
member of the New England Chapter
Board of Directors. He can be reached at
joel_lapointe@hunter-group.com.

DAVID A. LINK has over 15 years of Tech-
nology and Strategy consulting exper-
tise. The last 11 years have been fo-
cused on assisting clients in developing
the strategies and solutions to create
HR Self Service environments including
work with many of the early pioneers in
this field. He is a frequent speaker and
author on issues driving e-business and
e-commerce across all ERP functions
and the Extended Enterprise. He di-
rects the Enterprise Self Service practice
for Renaissance Worldwide, addressing
client needs for the next generation of
business solutions in the digital era
with emphasis on self service and call
centers. His credentials include an Ex-
ecutive MS in Information Systems from
George Washington University, BS in
Computer Science from the University of
Wisconsin and ongoing training at the
Harvard Graduate School of Business.
He is an active member and past board
member of the IHRIM Mid-Atlantic
chapter. He can be reached at
david_link@rens.com

AUTHORS’

GUIDELINES

MISSION

The mission of the IHRIM Journal is
to build a recognized body of knowledge
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
evolving uses of technology.

READERSHIP

The IHRIM Journal content is specifi-
cally written for executive management
and senior-level human resource and in-
formation technology leadership (e.g.,
CEOs, ClOs, VPs, and Directors), univer-
sity professors and students, and other
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current or emerging thought leaders and
visionaries.

CONTENT OBJECTIVES

The goals of the IHRIM Journal are to be:
[l a visionary and scholarly publication,
fostering innovative and strategic thinking
in the field of human resource information
systems;
1 a forum for high-level (i.e., executive-
level) discussion and debate of current and
controversial issues;
1 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 con-
tent expertise in the article topic. All sub-
missions should be firmly based on expe-
rience or research and must be relevant to
global issues. Articles should be interest-
ing and accessible to senior-level manage-
ment, illustrated with graphics and tables,
limiting the use of mathematical symbols
and esoteric terminology. Articles are re-
viewed for publication based on:
[ originality and innovation,
[ broad strategic focus,
[l depth of research and thoroughness in
addressing the subject matter.
[l quality, accuracy, clarity of writing, and
[ applicability for an international, se-
nior-level management readership.
Articles are accepted with the under-
standing that their content is the author’s
original work, not slanderous or plagia-
rized, not previously published (in elec-
tronic or print format), and not being pre-
sented 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
maximum word count length, a compre-
hensive treatment of the topic is required
and a word count of 3,000-5,000 is pre-
ferred. Copy must be double-spaced, sin-
gle space after periods, and paragraphs
should not be indented. Type size for
submissions should be 12 point and mar-
gins 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 organiza-
tion, academic or professional affiliations,
e-mail address, 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 fur-
ther 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
encouraged. Footnotes must be num-
bered within the body of the article and
listed in order at the end of the article, ac-
cording 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 Si-
lence: The HR Systems ‘Body of Knowl-
edge’ 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

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

Journal Articles

Stambaugh, Robert H. “Cones of Silence:
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, depend-
ing on the author's submission. Articles
may be submitted in other languages, as
long as an English translation accompa-
nies the submission. Such articles will be
published in both the submitted language
and in its English translation.

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 se-
quentially in the text. They may be incor-
porated in the text itself or presented sep-
arately. Please indicate the file format.
Camera-ready art is also accepted and pre-
ferred. 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 fi-
nal artwork for graphics, tables, charts,
and figures.

COPYRIGHT

By submitting an article to be pub-
lished in the IHRIM Journal, all authors
agree to a “Transfer of Copyright”. This
transfer agreement enables IHRIM, Inc. to
protect the copyrighted material for the
authors, but does not relinquish the au-
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thor's proprietary rights. The copyright
transfer covers the exclusive rights to re-
produce and distribute the article, includ-
ing reprints, photographic reproductions,
or any other reproductions of similar na-
ture and translations, and includes the
rights to adapt the article for use in con-
junction with computer systems and pro-
grams and online media. Authors are re-
sponsible for obtaining from the copyright
holder permission to reproduce informa-
tion or figures for which copyright exists.

ARTICLE REPRINTS

Black and white reproductions of arti-
cles are available by contacting Tom
Faulkner, Rector-Duncan & Associates,
Inc., 314 Highland Mall Blvd., Suite 510,
Austin, TX 78752 USA, 1.512.454.5262, fax
1.512.451.9556, Thrim_journal@
rector-duncan.com

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

USS10.00 (minimum order) for 1-2
copies

USS 4.50 each for 3-49 copies
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