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VISIONS OF THE FUTURE: HACKERPROOF
SYSTEMS, UNICORNS AND OTHER MYTHI-
CALBEASTS ...t iiiiinnnnennnnnns
By Robert H. Stambaugh

Two trends are increasingly in the fore-
front of business consciousness, though
their future convergence hasn’t been exam-
ined in any detail. When these trends col-
lide, there’ll be a significant rethinking of
many of the underpinnings of HR and IT
that exist today. The two trends are: (1) in-
creasing acceptance by companies of a ra-
tionale for controlling, limiting, and even
censoring employee communications over
the Internet and the World Wide Web; and
(2) the alarming increase in serious system
hacking and the inept efforts of authorities
to make their systems tamper-proof. Hack-
ers will exist as long as systems exist to
challenge them — especially systems
trumpeted as tamper-proof. Really serious
hackers will stay ahead of any regulations
and mechanisms developed to control
their behavior. This article suggests that
threats posed by hackers can usefully be
dealt with by a scenario planning approach
and illustrates the sort of events that HRIS
and IT managers should consider.

ON THE KNOWLEDGE FRONTIER:
TIPS FOR DEVELOPING A SUCCESSFUL
PERFORMANCE SUPPORT SYSTEM ......
By George M. Alliger and Scott 1. Tannenbaum
Performance Support Systems (PSS)
can represent a moderate-sized but poten-
tially powerful step on a company’s road to
total Knowledge Management (KM). This
article reviews several issues to consider
when planning for a PSS, including the
choice of job and aspect of job to be sup-
ported, the choice of the type of PSS, feasi-
bility of development, the PSS develop-
ment team, and piloting and deployment.
Special attention is paid to the persons
and roles of the PSS project team —- pro-
ject leader, implementation group, con-
tent experts — because the nature of the
team will determine the success of the
project. Development of a PSS can be a
relatively quick, timely “hit.” If you can im-
prove job performance with a PSS, then

ROI should follow automatically. A PSS ad-
dresses, in a local way, the KM needs of a
company, and can provide a useful impe-
tus to the company’s overall KM strategy.

HUMAN RESOURCES’ MOST EFFECTIVE
PRACTICES ACROSS BEST COMPANIES ...
By Joseph H. Boyett, Ph.D. And Jimmie T. Boyett
With Introduction By Row Henson

This article looks at eight of the most
important workplace trends and HR prac-
tices:1) Organizing organizations. “Hand
work is out. Brain work is in, and brain
work requires a different way of organiz-
ing.” 2) Proactive recruiting. “The best
companies are resorting to a wide range of
proactive recruiting practices, including
hiring bonuses, employee referral pro-
grams, long-term relationships with uni-
versities and colleges and electronic can-
didate searching.” 3) Creating a culture
where people want to work. “How do orga-
nizations make their company the ‘em-
ployer of choice?” 4) Self-led teams.
“How to make the flat organization work.”
5) Just-in-time/just-where-needed train-
ing. “How to get the most out of employee
developmental activities.” 6) Harnessing
technology to enable HR self-service at a
distance. “Face-to-face HR cannot sup-
port the global, mobile, virtual employee
— self-service allows the “knowledge”
worker to get what they need, when they
need it from anywhere at anytime. 7)
Value-added compensation. “The Genera-
tion X, Y and N worker will require more
flexibility in compensation than any in our
past.” 8) Global HR. “Every organization
today is affected by the ‘distance is dead’
theory. Knowledge workers will be re-
cruited based on value, not location!”

THE BUSINESS CASE FOR AN EFFECTIVE
HUMAN RESOURCES FUNCTION (OR YES,
VIRGINIA, HR DOES ADD VALUE) .......
By John Johnston

The human resources function can add
a significant amount of value to the orga-
nization. To prove its value, HR must first
provide solid evidence of a return on in-
vestment in HR activities and then con-
tinue to measure its ability to improve
business competitiveness. Recent studies
have provided greater insight into the
value of HR in achieving business success.
This article summarizes the findings of se-
lected studies and comments on the limi-
tations of HR departments in measuring
their contributions. The implications on

HRMS technology are considered, and the
author makes recommendations for future
research studies in this field.

ELICITING OPAQUE OPINIONS:
A VISION THROUGH MULTINATIONAL
PERSPECTIVES « oot viiieeeenannnnnns
By John Kidd and Xue Li

The Western “eliciting models” such as
Checklands” SSM (Soft System Model-
ling), Linstone’s TOP (Technical, Organi-
sational and Personal) and the Chinese
WSR (Wuli, Shili, Renli) approaches have
become more common in the academic
press. This paper discusses the similari-
ties and differences in the modelling of
uncertain situations that developers or
clients and consultants must consider if
they are to proceed with confidence on a
multinational project. Western manage-
ment literature tends to be prescriptive,
and while we might critique the theories
of process change in organisations and in-
dividuals, often we state simply that Ori-
ental firms face the same fundamental is-
sues. We understand each side
approaches these changes quite differ-
ently, thus the task for the international
team managing change is to first learn
about their own perceptual differences
and then to learn to speak and listen to
each other so collectively they are better
able to interact with their client's own
fuzzy perceptions. Our conclusions sug-
gest that the real key to success will be
through the development of the aware-
ness of each person for the other. Individ-
uals in the firm will learn how to be sup-
portive of each other even when the other
seems to be clumsy and missing the
point. This will be achieved though the
use of models common to and under-
stood by all. These will act as open depo-
sitions of knowledge.

NETWORKING EMPLOYEES FOR SUCCESS
IN GLOBAL TEAMS: A CASE STUDYI .....
By Aparna Joshi

Successful interpersonal communica-
tion in global teams presents challenges
for human resources professionals de-
spite advances in communication tech-
nology. From an HR perspective, interper-
sonal interaction in global teams is
complicated by the different national, cul-
tural and linguistic backgrounds of team
members. In an attempt to address these
concerns, a study explored the nature of
interpersonal interaction among the
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members of a global HR team. This article
discusses the characteristics of formal and
informal communication patterns within
this global team, the outcomes of team
members’ interaction with each other, and
the experiences of team members based
on geographic location.

THE CONTRIBUTION OF HR INFORMA-
TION SYSTEMS TO THE STRATEGIC
MANAGEMENT OF HUMAN RESOURCES:
A SOUTH AFRICAN PERSPECTIVE .......
By Paul Krige

This article investigates the extent to
which human resource information sys-
tems (HRIS) support the latest trends in
strategic human resource management
from the perspective of HR professionals. A
framework of strategic HR management is
developed and used to measure the current
position of HRIS in South Africa. The com-
ponents of an ideal HRIS are also mea-
sured to eliminate those factors of strategic
HR that are not compatible with informa-
tion technology. The article identifies sig-
nificant gaps between the actual utilisation
of HRIS and what HR professionals require.
It also finds that many of the functions re-
quired by HR professionals are present in
modern HRIS. This suggests that there are
issues of understanding and implementa-
tion of systems that are not mutually un-
derstood by the parties involved. The arti-
cle makes some suggestions as to how
these can be resolved so that businesses
can obtain greater value from their invest-
ment in HRIS.

RECRUITING AT THE SPEED OF LIGHT:
ONLINE RECRUITING AND THE IMPACT

OF GLOBAL ELECTRONIC MARKETS

FOR HUMAN RESOURCES . . .. cvvvvvvnn
By Nancy Paule Melone, Ph.D. and Kathleen S.
Hartzel, Ph.D.

Many corporate notables, Intel's Andy
Grove among them, have declared that the
labor market has undergone a fundamen-
tal shift brought on by online recruiting
and related digital technologies. But Mel-
one and Hartzel note that this is only the
latest in a long series of such “fundamen-
tal shifts” in the labor market. In the arti-
cle, the authors consider the strategic im-
plications of global electronic labor
markets for corporate recruiting and em-
ployee retention practices. They identify
six areas in which global electronic mar-
kets for human resources are likely to in-
fluence corporate recruiting and corporate

competitiveness. Using a framework bor-
rowed from economics, they explore how
online recruiting: (1) creates opportunities
for recruiters looking to buy skills and job
seekers looking to sell them; (2) amplifies
the competitive relationship among com-
panies; and (3) generates intense internal
pressure for human resources to align its
activities for maximum strategic impact.

THE SECOND INDUSTRIAL REVOLUTION:
HRIS AND HUMAN CAPITAL AUTOMATION
By James W. Candler

Traditional roles are changing more
rapidly in this new world than most of us
can fathom. It’s time for an HRIS profes-
sional’s vision so that we can capitalize on
the changes to help ourselves, our compa-
nies and the very worlds we must change.

We are entering a fourth generation of
human resource information systems
(HRIS). This fourth generation is that of
Human Capital Automation (HCA). It rep-
resents a significant departure from the
traditional “productivity enhancements”
of previous generations. Those wise
enough to recognize this generational
shift from traditional productivity to new
opportunities will reap rewards far greater
than any before.

POST-MODERN HR SYSTEMS
(PART4) .o iiiiiiiii it
By Robert H. Stambaugh

The first three installments of this se-
ries about “post-modern” systems have
suggested a framework for looking at the
patchwork of systems, processes, tech-
nologies and ideas that an HRIS manager
confronts and must make sense of every-
day. But, technology has, in some areas,
moved even faster than this series of arti-
cles. A year ago, there was no meaningful
dialogue about what has since emerged as
“e-HR”: Web-based HR and HRIS. E-HRIS
is here now. Even though it is still not fully
formed, it's already changing everything
about how HR manages on a day-to-day
basis. It has the potential for changing the
HRIS ecosystem as dramatically as giant
meteorites colliding with the earth
changed our planet’s ecosystem in times
gone by. The current article addresses
modifications that can be make to the
post-modern model — extensions that
make use of scenario planning techniques
along with our post-modern concepts and
create a way of managing strategically in
an environment where strategy is missing.

International Perspective — North America
STRATEGIC HR, E-BiZ AND THE DATA
JANITOR .. ooiiiiiiiiiiiiiinennnnn.
By Dr. Carl C. Hoffmann

E-biz is clearly the trend of the day with
organizations embracing the Web to
streamline internal processes and provide
better service to their customers, business
partners and employees. At the same
time, many companies are harnessing
powerful analytical tools to their data-
bases to understand how to manage their
customer, supplier and employee relation-
ships better and more effectively meet the
needs of the business. Both of these
trends are being hampered by bad data.
This article provides a fictional, yet repre-
sentative case study to illustrate how the
implementation of a tiered, shared-service
model never achieved its projected cost
savings due to bad data. It then concludes
with specific steps and guidelines as to
how this situation can be avoided.

International Perspective —Canada
THE CANADIANSCENE ..............
By lan Turnbull, CHRP

Canada is the neighbor and largest
trading partner of the United States. Both
countries have enjoyed dynamic growth
through the 90s, with Canada being
named by the United Nations four times
in a row as the best country in the world in
which to live. The HRMS market in Canada
has thrived on a parallel trend with the
USA. But, the underpinnings of both the
USA and Canada may be less solid than
we suspect, and Canada, with its consider-
ably smaller size, has much less cushion
on which to fall back. Despite a reputation
for being a pro-technology country,
Canada lags USA growth in e-commerce
and in computer-oriented industries, indi-
cations of an uncertain future.

What is the reality of Canada? Is it an
economic power in it's own right? Is it
merely riding the coat tails of the USA or is
it a country that is a player in world affairs?
What are the implications of Canada’s sta-
tus with respect to human resources man-
agement systems of today or tomorrow?

International Perspective — Western Europe
THE IMPACT OF THE EMU ON HR
AND PAYROLL SYSTEMS ..........u...
By Thomas Otter

While U.S. organizations have been
preoccupied with the Y2K problem, many
European organizations have to face the
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double challenge of the Y2K problem and
euro adoption. The euro places some
considerable demands upon HR systems.
It's reasonable to expect that the euro will
accelerate cross border mobility amongst
employees and increase transparency in
comparing earnings between countries.
This will lend an impetus towards greater
uniformity in pay practices between coun-
tries. It may also encourage the adoption
of multi-country company medical and
pension plans. The euro changeover de-
mands a massive educational input from
the HR function. HR needs to be at the
forefront of explaining to employees how
their payslip, benefits and other deduc-
tions will change and how the euro will
impact day-to-day business practices.
This article shows that the euro is more
than another entry in the currency table,
and that it's an issue even for countries
not in the first wave of euro adoption.

International Perspectives - AsialPacific
AUSTRALIA’S PORTAL MARKET .........
By John Macy

Portals are emerging as the right busi-
ness solution to access the massive
amount of information available now
within an enterprise and throughout the
Internet. Businesses have recognised the
importance of such a facility to provide a
solution to the most critical computing
problems facing them today. In particular,
portals are popular because of the growth
in popularity of Enterprise Resource Plan-
ning for corporate data and applications,
the acceptance of electronic commerce as
a way of doing business, the growing in-
formation requirements of knowledge
workers, and the need to tailor informa-
tion access according to the role an em-
ployee plays within an organisation. How-
ever, in spite of all the apparent benefits,
Australia is falling behind in embracing
the portal concept for business applica-
tion. This article defines portals and de-
scribes their benefits while also explain-
ing some of the advantages and
disadvantages of the technology. The arti-
cle then focuses on why Australia will be
slow to adopt the portal concept.

International Perspectives - Africa
BALANCING ACCESS TO INFORMATION
WITHSECURITY ..ot iiiiinnnnnnnnnns
By Phillip Booth

Access to information within compa-
nies is today seen by employees as a right

rather than a privilege. As organisations
look to broaden access to information
within their companies, they run the risk
of losing control, and issues regarding se-
curity are raised. Within Africa, the prob-
lem is exacerbated by the lack of legisla-
tion regarding the control of information
and the use of the Internet as a means of
enabling information freedom in coun-
tries where the media is state-controlled.

International Perspective - Latin America
FORMS OF AGREEMENT, SEVERANCE PAY
SYSTEMS AND WORK CONTRIBUTIONS
INCRISIS ....uvtiiiennnnnnnnnnanns
By Julidn Arturo de Diego

This article reviews common social
and labor problems in Latin American
countries. This review is followed by an
analysis of the system of contracts of em-
ployment, stability and dismissal issues,
and work taxes or contributions in Chile,
Brazil and Argentina. This review identi-
fies the existence of common patterns
and includes the problem of a clandestine
economy (evasion), a certain rigidity in
the forms of agreements and the inci-
dence of taxes that quite uniformly affect
organizational competitiveness. The need
for change is clear, as is the urgency for
improving administrative controls and
preserving and strengthening the admin-
istration of justice.

Working in the Connected World
HOW THE INTERNET CHANGED
MYLIFE . ... iiiiiiineiiiennnnnnns
By Valdis Krebs

In this article, the author describes the
impact that the Internet has had on his
personal business experience. It has, for
example, changed the groups with whom
business is conducted, including business
suppliers and intermediaries. It has low-
ered the barrier for collaboration across
time zones, making possible a sharper in-
teraction between customer and supplier.
The article discusses how the Internet re-
duces the need for electronic printers, for
the accessories they require, as well as
eliminates the need to physically trans-
port documents. Businesses currently
providing these support services are thus
effectively — if somewhat surprisingly —
in competition with Internet Service
Providers (ISPs). The author goes on to ar-
gue that Web * html formats will eventu-
ally become the standard for all electronic
documents, replacing myriad variants

such as *.doc, *xls and *.doc in use to-
day. The author concludes that the Inter-
net is facilitating the emergence of a new
human resource — the free agent.

HRIS Legal Update: United States

THE SALARY BASIS TEST REQUIREMENT
OF THE FAIR LABOR STANDARDS ACT ... ..
By Edward Lee Isler, Esq.

For an employee to be exempt from
the overtime pay requirements of the Fair
Labor Standards Act (FLSA), the em-
ployee must satisfy two tests: first, the
employee’s duties must consist primarily
of exempt work, and, second, the em-
ployee must be paid on a salary basis.
This article discusses the salary basis test
and explains some of its nuances. While
FLSA allows corrective action to be taken
by an employer who inadvertently makes
improper deductions from an exempt em-
ployee’s pay, employers wishing to main-
tain the exempt status of an employees
should have a working understanding of
FLSA’s intricacies regarding the salary ba-
sis test and apply that understanding to
their day-to-day activities. As a general
rule, deductions from the pay of an ex-
empt employee should be made with in-
formed caution and never in increments
of less than one day. Specific questions
regarding proper deductions should be
discussed with legal counsel.

Legal Update: Europe
EUROPEONTHEMOVE ..............
By Phil Jones

This article considers issues arising
from the free movement principle of Arti-
cle 48 of the 1957 EEC Treaty. The principle
allows European Union (EU) nationals the
right — subject to certain exceptions — to
take up employment anywhere within the
EU, on the same terms and conditions as
those enjoyed by nationals of the host
state. In the context of globalisation of
work and changing employment patterns,
the need to give fresh impetus to the free
movement objective has led the European
Commission to launch a communications
programme aimed at informing individu-
als and business of the rights and oppor-
tunities which a single European market
will provide. The main points of this pro-
gramme are highlighted, and some of the
factors which individuals and businesses
need to consider are discussed. It is sug-
gested that, when combined with the im-
minent use of a common European cur-
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rency, the free movement principle could
set the stage for a sea change in European
employment practices.

Executive Views on HR Technology:
ToBI D’ANDREA OF GENERAL AMERICAN
TRANSPORTATION CORPORATION ......
By Jay R. Stright

As the focus on human capital in-
creases opportunities to apply information
technology to the portfolio of human re-
source products and services, the natural
tie between the functions will continue to
strengthen. The combination of HR execu-
tive roles with other previously “silo” exec-
utive positions are becoming more com-
mon as the connection of IT, HR and
communication to achieving success in
the knowledge marketplace becomes bet-
ter understood. This is the first of a series
of interviews with leading edge human re-
source executives. The interviews will
stimulate dialog on policy issues gener-
ated by the emergence of knowledge work-
ers and the resulting increase in the im-
portance of human capital management.
The need for non-transaction-oriented
HRMS applications will be explored to
gain insight on long-term direction tech-
nology requirements for the human re-
source function. This interview is with Tobi
D’Andrea, Senior Vice President of General
American Transportation Corporation, the
railcar leasing and management sub-
sidiary of GATX Corporation. Ms. D’Andrea
is responsible for the HR, IT and communi-
cations functions at General American.

HRIS Case Study :
OUT OF THE BLOCKS ...THE NEW RACE
BEGINS . ..ooiiiiiiinnnnnnessoannns
By David A. Link

This is the second case study segment
in a series focusing on issues HRIS profes-
sionals face in the post-Y2K era. (The first
segment, “Welcome to the Starting
Line...Just When We Were Finished” ap-
peared in the September 1999 issue of
IHRIM Journal.) This case study is pre-
sented in a dialogue format, representa-
tive of the initiatives underway in many
organizations. The scenario is that of a
meeting between the Executive VP of HR
and members of the Post-Y2K HRIS
Strategic Planning Committee. Discus-
sions revolve around the need to match
HRIS initiatives with business objectives.
Central to this is the requirement to sup-
port business growth and to deliver im-

proved HR services at lower cost. A Web-
based approach, bringing together previ-
ous initiatives such as self-service, work-
flow and knowledgebases in the form of
an Enterprise Information Portal is
agreed. But, how might the required part-
nership with IT best be taken forward?

BOOKREVIEWS ......cciivieeerenns
By Sharon Lampton

This issue of IHRIM Journal features two
books that are quite diverse in content.
Following a review of Peter Senge’s previ-
ous book The Learning Organization (in the
June 1998 IHRIM Journal), this issue in-
cludes a review of his latest publication,
The Dance of Change. The book aims to help
companies meet the various challenges
which often accompany the transition into
a learning culture. After making your way
through all 570+ pages of this interesting
— but sometimes intellectually challeng-
ing — tome, you may want to enjoy a little
“business lite” reading with Direct from Dell
by Michael Dell. This fascinating account
of the history and probable future of a re-
markable company offers many lessons
that can be applied to other organiza-
tions. In particular, the author advocates
specific metrics for the measurement of
success and the forging of strong links be-
tween customer and supplier.
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years with a non-profit health agency. She
has a bachelor’s degree in Business Ad-
ministration, with an emphasis in Man-
agement and Insurance from the Univer-
sity of Georgia. She can be reached at
row_henson@ peoplesoft.com.

DR. MICHAEL J. KAVANAGH is a Professor of
Management and Psychology at the Uni-
versity of Albany where he serves as Direc-
tor of the Ph.D. program in Organizational
Studies and developed the M.B.A. special-
ization in HRIS. Kavanaugh received his
Ph.D. in Industrial Psychology from lowa
State University and is a licensed psychol-
ogist. He is a Fellow of the American Psy-
chological Society and the Society for In-
dustrial and Organizational Psychology. He
is a past editor of Group & Organizational
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Management, and he has published over 175
papers and articles in the fields of manage-
ment and industrial psychology. His major
fields of teaching and research are HRM
and HRIS, performance appraisal, training,
occupational classification systems, im-
plementation of new technology and inter-
national HR management. He can be
reached at BigMickAlbany@postoffice.
worldnet.att.net.

JENNI LEHMAN is a Research Director at the
GartnerGroup. She is an analyst with Gart-
ner's Administrative Applications Services
specializing in human resources business
practice, human resources management
systems and advanced technologies for the
HR market. Prior to joining Gartner, she was
Director of Corporate Product Marketing for
Cyborg Systems, Inc., where she led the ini-
tiative in global product strategies for ad-
vanced development produts. Lehman
holds a Bachelors degree from the Univer-
sity of Akron, Ohio. She can be reached at
jenni.lehman@ gartner.com.

DR. NANCY PAULE MELONE, an academic
for 15 years, recently abandoned her
tenured faculty position to write and con-
sult “in the real world.” Her clients include
for-profit corporations recruiting high-tech
job seekers and the academic institutions
and programs producing them. Previously,
she served as an Associate Professor at the
University of Oregon’s Lundquist College of
Business where she taught courses in infor-
mation technology, including MIS, HRIM
and project management. Melone was on
the Information Systems faculty at Carnegie
Mellon University's Graduate School of In-
dustrial Administration, where she helped
craft an interdisciplinary M.S. in Software
Engineering. She has held professional po-
sitions in the computer and financial indus-
tries in strategic planning, planning and re-
search, and human-computer interaction.
Melone earned her MBA and Ph.D. in Infor-
mation Systems from the University of Min-
nesota’s Carlson School of Management
where she held an IBM Fellowship and was
affiliated with the Center for Research in
Human Learning. She received an MLS and
MAIR from the University of lowa, where
she held a fellowship in the Center for La-
bor and Management. She can be reached
at nmelone@nauticom.net.

VINNIE MIRCHANDANI is a Research Direc-
tor in the Business Applications Area for

the GartnerGroup, Inc. the world’s leading
independent advisor of research and
analysis of IT industry developments and
trends as well as the packaging and distrib-
ution of such analysis into subscription-
based products to business professionals
making IT decisions, including users, pur-
chasers, and vendors of IT products and
services. His main focus is on financial, hu-
man resources, procurement, and order
fulfillment 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 application soft-
ware across multiple hardware platforms
in the U.S. and Europe. Prior to joining The
Gartner Group, Mirchandani was a director
of application software market analysis
and support for Price Waterhouse. He
holds an M.B.A. from Texas Christian Uni-
versity and is a CPA. He speaks extensively
at software industry forums, is widely
quoted in industry publications. He can be
reached at vmirchan@att.net.

DR. MARGI OLSON is General Manager,
knowledge-based systems for Lend Lease
Corporation. In this role, she is responsi-
ble for defining the company’'s global
knowledge strategy framework. In addi-
tion, she works with the business unit
CIOs to initiate, implement and share
knowledge management initiatives. Prior
to joining Lend Lease, Olson spent nine
years in management consulting, special-
izing in business process re-engineering
and knowledge management. Most re-
cently, she had global responsibility for
defining and bringing to market knowl-
edge management solutions for Lotus De-
velopment Corporation. Olson migrated
to Australia in 1990 from the U.S. Prior to
that, she was a professor at the NYU where
she taught MBA students and did research
on information technology and organiza-
tional change. Olson has a Ph.D. in Busi-
ness, specializing in Information 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 administra-
tion, and training and development. Prior

to forming SPECTRUM in 1984, Spoor’s
previous responsibilities included a 25-
year career in both HR and line manage-
ment with various Fortune 500 corpora-
tions. His experience also includes over
15 years of executive-level responsibility
for global HR operations. Spoor has
earned a reputation as an innovator who
focuses primarily on addressing strategic
organizational business 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 panelist on such topics as HR
and HR systems, 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 in-
formation technology to improve organi-
zational effectiveness. He has over 25
years of HR and IT experience. Before
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 predecessor or-
ganization 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 Consult-
ing, 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 applica-
tion software to employ business process
automation to increase the alignment of
organizational 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
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of benchmarking to HR processes, and
balancing the cost and value of HR prod-
ucts and services to the business objec-
tives of the enterprise. He is an executive
guest lecturer and adjunct instructor at
several colleges and universities and a
provider of professional seminars. He has
been an national officer and board mem-
ber of HRSP (now IHRIM), was a founding
board member of the Human Resources
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 Univer-
sity. He is a well-known international
speaker, author and advisor to Fortune
500 and Silicon Valley firms. He special-
izes in making HR “THE” competitive ad-
vantage. He is also head of the HR Strate-
gic Forecasting Project, whose goal is to
forecast and anticipate HR issues and op-
portunities. He can be reached at
JohnS@sfsu.edu

DR. SCOTT I. TANNENBAUM is President of
The Group for Organizational Effective-
ness, Inc. 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 sup-
ported include: Johnson & Johnson, Tiffany
& Co., GE Capital, Bergdorf-Goodman,
American Express, the U.S. Navy and Air
Force, Citicorp, and Swiss Bank. Dr. Tan-
nenbaum publishes and presents exten-
sively on HR, IT, OD, and knowledge-man-
agement topics. He has reviewed for over
15 professional 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 Acad-
emy of Management and the American So-
ciety of Training and Development. He has
a Ph.D. in Industrial/Organizational Psy-
chology from Old Dominion University
and maintains a part-time faculty position
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 management. 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 currently
has offices in Atlanta, Paris, Munich,
Barcelona, Mexico, Buenos Aires and San-
tiago. Apart from developing and imple-
menting 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 Equipment Corporation, and as
an HR Director for Andersen Consulting.
He has been published in Computerworld,
PC Week, and Expansion. Vila has a bache-
lor's degree in Psychology and a certificate
in Industrial Psychology from the Univer-
sity of Madrid. He can be reached at
juanv@meta4.es.

ALFRED ]. WALKER is a Senior Fellow in
the Parsippany, New Jersey office of Tow-
ers Perrin. He is the global thought leader
and leading technologist of the firm’'s HR
Transformation 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, Lu-
cent Technologies, Motorola, Raytheon
and Sears Roebuck. Before joining Towers
Perrin in 1984, Walker directed the HR sys-
tems 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 professor.
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 Tech-
nology, has been widely acknowledged 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 Sum-
mit Award by IHRIM for lifetime achieve-
ment 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 Systems De-

partment at the Boston University Gradu-
ate School of Management and is Director
of the Andersen Consulting Institute for
Strategic Change. He is a widely published
author and acclaimed speaker on the top-
ics of information and knowledge manage-
ment, 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 Graduate
School of Business. He has also directed
research at Ernst & Young, McKinsey &
Company, and CSC Index.

Dr. Davenport wrote the first article on
reengineering and the first book — Process
[nnovation: Reengineering Work through Informa-
tion Technology (Harvard Business School
Press, 1993). His most recent work focuses
on new approaches to information and
knowledge management. He has recently
published two well-received books on this
topic, Information Ecology: Mastering the nfor-
mation and Knowledge Environment (Oxford
University Press, May 1997) and Working
Knowledge: Managing What Your Organization
Knows (November, 1997). His next book on
enterprise systems, Connecting the Corpora-
tion, is scheduled for publication by Harvard
Business School Press in 1999. His articles
have appeared in Harvard Business Review,
Sloan Management Review, California Manage-
ment 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 organizations. He can be
reached at thomas.h.davenport@ac.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.
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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 Re-
source Executive Program. He has gener-
ated an award-winning national database
on organizations which assesses how
strategies match HR practices for im-
proved financial performance and HR
competencies. He has published over 80
articles and book chapters and is the au-
thor of Human Resource Champions: The Next
Agenda for Adding Value and Delivery Results.
He is the editor of Human Resource Manage-
ment, serves on the editorial board of five
other journals, and writes a monthly col-
umn 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 management. Ul-
rich received the Pericles Pro Meritus
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.

INTERNATIONAL

CORRESPONDENTS

AFRICAN CORRESPONDENT

PHILLIP BOOTH has worked on a number
of HR and payroll packages within South-
ern Africa, ranging from mainframe sys-
tems to client/server-based applications.
He comes from a functional HR back-
ground within The Anglo American Corpo-
ration, one of Southern Africa’s largest
corporations, where he moved into the
HR systems arena in 1993. He was ap-
pointed to SAP Southern Africa in 1994 as
a consultant, specialising in the imple-
mentation of personnel development and
planning functionality and the integrated
SAP R/3 HRIS. He was appointed Product
Manager for Human Resources for SAP
Southern Africa in 1996 and has responsi-
bility for all sub-Saharan operations. In
this capacity, he addresses audiences on a
variety of HR related topics, from the
changing role of HR in people manage-
ment to systems support for strategic
people management throughout Africa.
He is a member of the Institute of People
Management and holds a variety of quali-

fications 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 Australian-based
consulting business specialising in HRIS.
He has over 30 years of experience in HR
as both a practitioner and HRIS profes-
sional, most of which has been spent with
Qantas Airways where he managed the
implementation of a worldwide HR sys-
tem. Macy writes a regular column on cur-
rent 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 devel-
oping 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

IAN TURNBULL is a senior consultant with
Computer Sciences Corporation (CSC) in
their Toronto office. He assists organiza-
tions through a wide variety of services in-
cluding change management, strategic
planning, requirements definition, system
assessment and selection, project organi-
zation, management, implementation and
engineering/re-engineering of business
processes. Turnbull has extensive cross-in-
dustry experience, including consulting en-
gineering, distribution, education, energy,
health care, government, manufacturing,
mining, forestry, and retail and specializes
in the operational integration of HR infor-
mation management systems within orga-
nizations. Turnbull is a founding member
and current Director of IHRIM, and is also a
Director of the Canadian Council of Human
Resource Associations (CCHRA). He holds
an MBA from the University of Western On-
tario and is a Certified Human Resource
Professional (CHRP) in the Province of On-
tario. Turnbull has taught courses in HRMS
at the Centre for Industrial Relations at the
University of Toronto and has co-authored
a book entitled Human Resources Management
Systems, now in its second edition. He can
be reached at iturnbu3@csc.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 packag-
ing technology company. He spent also
several years working as a general HR con-
sultant affiliated with major multinational
organizations 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 interest and specialty is in in-
troducing HRIS in the newly emerging
markets of Central and Eastern Europe.
He is the founder of the Hungarian HR
Managers Club and holds a masters de-
gree in Business Administration and In-
ternational Trade. He can be reached at
gabor.erdi@ sap-ag.de.

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 Mercosur. He
is a full Professor of Labor Law and Social
Security at the Universidad Catdélica Ar-
gentina, and in the Human Resources
Masters Program at the Universidad del
Salvador and the Universidad Austral in
Buenos Aires, Argentina. He also acts as a
consultant to international labor organi-
zations, such as the ILO, the United Na-
tions and the World Bank and has given
numerous lectures and seminars at for-
eign universities. He has published more
than 600 articles in specialized magazines
and newspapers as well as several books,
including the Manual de Derecho del Tra-
bajo y Seguridad Social, an essential book
for students in undergraduate and gradu-
ate courses, and for HR managers and di-
rectors. He has acted as counsel regarding
legislation and has participated in numer-
ous legislative and research commissions
to promote reforms for labor moderniza-
tion in Latin America. He can be reached
at dediegoj@datamarkets. com.ar.

UNITED STATES CORRESPONDENT

DR. CARL C. HOFFMANN is a partner with
PricewaterhouseCoopers. Prior to this, he
was President and CEO of Hoffman Re-
search Associates, a research and consult-
ing firm he founded in 1978. With more
than 20 years of experience in the fields of
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systems development, statistical analysis,
and business process redesign, he is recog-
nized as an expert in the area of human re-
source information systems. Hoffmann
provides consultation services for corpo-
rate executives, HR planners and HR infor-
mation managers on a wide range of work-
force planning issues, including job
analysis, employee selection and develop-
ment, competency and performance man-
agement, and compensation. He special-
izes in the design, development, and
strategic use of knowledge-based reporting
systems tailored to individual organiza-
tional requirements and environments.
Hoffman received his master's and doctor-
ate degrees in Sociology from the Univer-
sity of North Carolina at Chapel Hill. Hoff-
mann also has extensive experience in
providing litigation support services related
to employment practices, labor arbitration,
and corporate ethics. He can be reached at
carl.hoffmann@us.pwcglobal.com.

CONTRIBUTING

COLUMNISTS

EDWARD LEE ISLER is a Partner with the
law firm of Ray & Isler, PC. in Vienna, Vir-
ginia, a firm dedicated exclusively to the
representation of management in all as-
pects of labor, employment, and employee
benefits law. He graduated in 1983 from
the University of Virginia with a BA in Gov-
ernment and Economics. In 1987, he grad-
uated 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 judicial clerk to the Honorable
James C. Turk, Chief Judge for the United
States District Court, Western District 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 Vir-
ginia and the District of Columbia Bars. He
can be reached at eisler@ erols. com.

VALDIS KREBS is an organizational consul-
tant and the author of InflowTM, a soft-
ware-based social systems analysis
methodology that maps and measures

knowledge exchange, information flow, in-
formal networks, communities of practice
and emergent 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 na-
tional 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 Fran-
cisco board from 1989 to 1997, acting as
Program Chair, Vice President, President,
and Financial Officer. She can be reached
at Slampton@ 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. His
early work was on the design team that
created the first packaged applications for
human resource functions and he pio-
neered the creation of enterprise self-ser-
vice (ESS) concepts and technology. In his
current role, Lapointe directs the manage-
ment consulting resources for Renais-
sance Worldwide, with a particular focus
on assisting organizations in managing
and improving enterprise performance. A
frequent writer and industry spokesman,
Lapointe is also a long-time member of In-
ternational Association for Human Re-
source Information Management (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 expertise.
The last 11 years have been focused on as-
sisting clients in developing the strategies
and solutions to create HR self-service en-
vironments including work with many of
the early pioneers in this field. He is a fre-

quent speaker and author on issues dri-
ving e-business and e-commerce across
all ERP functions and the extended enter-
prise. He directs the enterprise self-ser-
vice practice for Renaissance Worldwide,
addressing client needs for the next gener-
ation of business solutions in the digital
era with emphasis on self-service and call
centers. His credentials include an Exec-
utive M.S. in Information Systems from
George Washington University, B.S. 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 mem-
ber 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 tar-
geted to current and emerging thought
leaders and senior management and dedi-
cated to increasing individual and organi-
zational effectiveness in the workplace
through visionary and evolving uses of
technology.

READERSHIP

The IHRIM Journal content is specifically
written for executive management and se-
nior-level human resource and informa-
tion technology leadership (e.g., CEOs,
CIOs, VPs, and Directors), university pro-
fessors and students, and other current or
emerging thought leaders and visionaries.

CONTENT OB]ECTIVES

The goals of the IHRIM Journal are to be:
[] a visionary and scholarly publication, fos-
tering innovative and strategic thinking in the
field of human resource information systems;
[] a forum for high-level (i.e., executive-level)
discussion and debate of current and contro-
versial issues;
[ a global publication with a focus on multi-
national and regional differences around the
world; and,
[] a vehicle to attract authors and readers in
related fields, outside human resources and
information systems.
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CONTENT REVIEW

Articles are reviewed anonymously by the
[HRIM Journal's Editorial Advisory Board or by
other professionals with content expertise in
the article topic. All submissions should be
firmly based on experience or research and
must be relevant to global issues. Articles
should be interesting and accessible to se-
nior-level management, illustrated with
graphics and tables, limiting the use of math-
ematical symbols and esoteric terminology.
Articles are reviewed for publication based on:
[] originality and innovation,

[] broad strategic focus,

[ depth of research and thoroughness in ad-
dressing 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
[HRIM 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 peri-
ods, 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 elec-
tronic 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 biogra-
phy of approximately 150 words. The biogra-
phy should include the author's name, title,
current company or organization, academic
or professional affiliations, e-mail address,
relevant experience in the HRIM field, educa-
tional background, and any relevant creden-
tials. The author should also include a com-
plete mailing address and telephone
numbers for further correspondence.

CITATIONS

Full information on all sources cited in the
article must be shown as footnotes or biblio-
graphic references. Recommendations for
further reading on the topic are encouraged.
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!,” ITHRIM.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

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, 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.

CHARTS, FIGURES AND TABLES
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