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VISIONS OF THE FUTURE: HRIS  — 
AS EASY AS BAKING A CAKE  . . . . . . .6
By Robert H. Stambaugh 

In the late 1940s, products called
“cake mixes” began to appear on the
shelves of American stores. Consumers
simply had to “add water” to make a
cake. However, the products flopped —
nobody wanted them. The underlying
problem, it turned out, was that the
mixes required no personal effort, and
so consumers felt guilty. The solution
was to refine the product so that it re-
quired the addition of eggs (for added
flavor) and manual mixing (for personal
consumer involvement). This article
suggests that a fully automated HR
function is in danger of falling into the
same cake-mix trap. To meet consumer
requirements, HRIS must deliver more
than bland generalized solutions: a
high-tech, high-touch approach is
needed. A successful HRIS must deliver
a more personalized touch, must en-
gage the clients, and must provide lo-
calized flavor. The future of HRIS lies
not in producing bland cake mixes, but
in baking real cakes. 

THE KNOWLEDGE-CREATING HRIS:
LEARNING TO LIVE IN THE MESSY
WORLD OF WORK  . . . . . . . . . . . . . .8
By Robert H. Stambaugh

Like all hot topics, knowledge man-
agement (KM) has sprouted a number
of competing, partially correct, but still
inadequate definitions. Some vendors
sell workflow packages as KM. Others
offer data warehouses and tools for
“mining” the data in those warehouses.
What’s still missing is not only the un-
derstanding of how all this knowledge
we are so busy managing is created in
the first place, but also how we should
refit our infrastructure to facilitate
movement and display of our analyses
and learnings. Without a framework for
developing and applying these compo-
nents of KM to the rapidly changing HR
function, we can hardly aspire to a

more meaningful role in the business
of the future. This article discusses
some of the concepts that support the
business of knowledge creation in to-
day’s fast-paced and largely horizontal,
networked organizations and intro-
duces some of the early lessons about
knowledge creation. Next, it applies
some of the lessons learned elsewhere
to the HR practice as it exists today,
highlighting some current beliefs and
processes that may actually inhibit
knowledge creation. The article con-
cludes with a few recommendations for
developing a better HR-owned knowl-
edge incubator in the future.

KNOWING IN COMMUNITY:
10 CRITICAL SUCCESS FACTORS
IN BUILDING COMMUNITIES
OF PRACTICE  . . . . . . . . . . . . . . . . .19
By Richard McDermott, Ph.D.

Recent developments in informa-
tion technology have led many compa-
nies to imagine a new source of cost
savings and competitive advantage. By
using the Internet and other new devel-
opments in information technology,
they can link professionals across the
globe, share documents, and compare
different databases spread throughout
the organization. But many companies
are discovering that the real gold in
knowledge management is not in dis-
tributing documentation or in combin-
ing databases. It is in sharing ideas and
insights that are hard to articulate
without knowing who is going to use
them and for what purpose. Communi-
ties of practice are ideal vehicles for
leveraging such “tacit” knowledge be-
cause they enable person-to-person in-
teraction and engage a whole group in
advancing their field of practice. As a
result, they can spread the insight from
that collaborative thinking across the
whole organization. In this article,
Richard McDermott identifies and de-
scribes ten factors, which are critical to
the success of communities of practice.

MAKING CONNECTIONS  . . . . . . . .27
By Chris Collison

BP Amoco is placing a premium on
creating an environment where the
right connections between people are
made frequently and naturally. This ar-
ticle describes their approach to opti-

mise the flow of knowledge, reinforce a
culture of sharing, and drive up levels
of productivity. Connect is a corporate
knowledge directory which helps the
company “know what it knows”,
thereby enabling them to attain perfor-
mance levels which are greater than
the sum of its parts. The underlying
knowledge management philosophy is
based on the premise that the best
medium for knowledge is the human
brain, and the best networking proto-
col is conversation. Given this
premise, emphasis is placed upon
generating the connection (making it
easy to post information and search
for it intelligently) and building the re-
lationship (prompting for the right in-
formation to generate a conversation
and the trust for a relationship). As the
oil industry continues to adapt to
harsh market conditions, the ability to
harness the intellectual capacity of a
rapidly evolving workforce will be a key
competitive advantage.

THE ROLE OF HUMAN RESOURCES
ORGANISATIONS IN EFFECTIVE
KNOWLEDGE MANAGEMENT
PROGRAMMES  . . . . . . . . . . . . . . . .32
By Deborah L. Furey

Innovation, optimised perfor-
mance, and customer intimacy are crit-
ical to success in the new millennium.
Business leaders recognise that a key
to achieving these goals is effective
knowledge management (KM) the dis-
cipline of discovering and leveraging
the insights, experience, and collective
know-how of staff, partners and cus-
tomers. As companies get smarter
about knowledge and how to derive
value from it, they’re realising that ef-
fective knowledge management is
more than establishing a suite of
knowledge repositories or databases.
Pressed to deliver better performance,
quicker response, and a higher propor-
tion of competitive products and ser-
vices, companies are implementing
holistic knowledge management pro-
grammes that cut across all functional
areas, encompassing and leveraging
process experience, technology, staff
expertise, and external influences from
customers, suppliers and business
partners. This article discusses the in-
volvement of the human resources
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function in successful KM pro-
grammes and the reasons that in-
volvement is critical. Three specific
roles for the human resources func-
tion are discussed including key ac-
tions and benefits for both HR strate-
gies and KM programmes. 

ORGANIZATIONAL KNOWLEDGE
AS A WEB APPLICATION  . . . . . . . . .38
By Gary L. Durbin

Recent research shows that the
most effective learning takes place in a
community. The workplace is a com-
munity where knowledge is shared
within the context of the work. In order
for information systems to effectively
impart knowledge, this concept of
community must be part of the pic-
ture. With an understanding of the
workplace community and the intelli-
gence to effectively filter information,
a web-based information system can
help knowledge growth in the work-
place. By combining information man-
agement with data about people and
relationships, systems can become
knowledge systems that deliver infor-
mation in the context of the work-
place. The proposition presented in
this article is that one should consider
an organization’s goals and objectives
as a knowledge base, and that by ap-
plying information processing models
appropriate for such a knowledge
base, one can dramatically improve
the knowledge in the workplace com-
munity. The active knowledge manage-
ment system pipes information along
the human web creating knowledge
through the interactions of commu-
nity collaboration.

MANAGING HUMAN RESOURCES
KNOWLEDGE:A FRAMEWORK
FOR RESULTS  . . . . . . . . . . . . . . . . .43
By Tod Loofbourrow

Most HR executives and profes-
sionals think of knowledge manage-
ment in a traditional sense, primarily
the sharing of knowledge and use of
intellectual capital across the enter-
prise. Yet, they manage a subset of or-
ganizational knowledge every day in
serving employees, managers, re-
tirees, insurance companies, benefits
providers and other HR “customers.”
That HR knowledge applies and ex-

tends HR expertise across a company,
providing personalized responses to a
wide variety of questions or needs.
Through the use of technology, HR
knowledge can be made explicit and
managed across the enterprise to bet-
ter serve HR customers, enhance orga-
nizational productivity and help free
HR for more strategic work. This article
defines HR knowledge, where it comes
from, and how you can manage and
apply it across the organization to
support communications, administra-
tive processes/ transactions and inter-
active applications such as benefits
selection and manager self-service. It
also addresses the promise of HR
knowledge distribution beyond the
enterprise. The article concludes with
some requirements for an effective so-
lution and a challenge to HR to seize
leadership in this kind of knowledge
technology initiative for a more pro-
ductive organization and a competi-
tive advantage in recruiting, attracting,
motivating and serving employees. 

International Perspective - North America
SCIENCE, CENTURIONS AND MODERN
AMERICAN BUSINESS  . . . . . . . . . . .57
By Carl C. Hoffmann, Ph.D.

Spurred by rapid change in the
world economy, the last five years has
witnessed a great deal of effort to un-
derstand how organizations gather,
disseminate and use knowledge. It can
be argued that America’s current suc-
cess in the world economy is because
our organizations adapt to changing
markets and economics quickly. Amer-
ican companies gather vast amounts
of competitive and technical informa-
tion, assimilate it, and turn it into ac-
tion. In other words, American compa-
nies have been successful because
they learn quickly. Taking the view that
knowledge management is not just
knowing but also entails doing, this
article surveys the tools, processes
and concepts in the market today.
Companies can gather, categorize,
map, analyze, foster creation, teach
and disseminate, but they also must
execute. Knowledge management
must have at least these components:
knowledge creation, knowledge dis-
semination, and process change and
measurement of its effect. Effective

knowledge management requires
leadership to stir the knowledge pot
and mix ideas from different commu-
nities of practice.

International Perspective - Canada
CANADA - POSITIONED
FOR SUCCESS  . . . . . . . . . . . . . . . . .61
By Ian Turnbull

Technology knows no borders. In-
novation may begin in one nation, but
the dynamics of the world economy
dictate that technology follows eco-
nomic growth. And, as dynamic as the
growth of the Internet has been, it is
still an emerging technology with
huge untapped markets. As a nation of
early adopters and the U.S.’s largest
trading partner, Canada is positioned
for success. But it is also positioned
for failure as productivity lags, corpo-
rate offices move south, and so forth.
Economics and the impact of chang-
ing demographics puts new demands
on Canada’s human resource manage-
ment practices, and of necessity, its
human resources management sys-
tems. Regardless of technology, peo-
ple are the focus of success and orga-
nizations need flexible, creative
systems and solutions to manage
them in new and diverse ways.

International Perspective - Europe
THE INVISIBLE LANDSCAPES
OF EUROPE  . . . . . . . . . . . . . . . . . .65
By Jackie Penticost

It is immensely important for any
HRMS practitioner, particularly those
undertaking global implementations,
to understand the “invisible land-
scapes” of Europe — those groups tied
together by the desire to trade, to leg-
islate, to defend themselves, to tie
their fortunes together as single
“pseudo countries” by trade agree-
ments, by legislative harmony, and by
monetary union. Penticost’s article dis-
cusses some of the invisible ties that
bind Europe into communities of in-
terest and the ways in which changes
to those communities can affect hu-
man resources policies. Penticost
helps us see under the skin of the Eu-
ropean continent and to appreciate
that Europe wears a coat of many col-
ors and sizes depending on what ques-
tions you ask. In particular, the article
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focuses on the EU’s plans for expan-
sion to 28 countries and the challenges
of aligning countries that differ vastly
in economic strength, demographics,
health, welfare and use of technology.

International Perspective - Australasia
ASP GROWTH IN THE AUSTRALIAN
MARKET AND SOME NEW
LEGISLATION  . . . . . . . . . . . . . . . . .69
By John Macy

Australia is experiencing a growth
in the application service provider
(ASP) market and the rate of growth is
one of the highest in the world. There
are many reasons for this, but from a
human resource application perspec-
tive the ASP love affair does not help
solve some of the basic problems. In
this article some of the unresolved is-
sues are identified and some of the
benefits of the ASP model are dis-
cussed. The article looks at new draft-
stage legislation dealing with informa-
tion usage and personal privacy. The
catalyst that has aroused interest in
privacy issues is the formation of a
consortium to build a giant data ware-
house on individuals. On the subject
of legislation, the article discuses an
Australian domestic issue in regard to
illegal immigration and the increase in
the number of “boat people” being
smuggled into the northern part of
Australia. The government response is
to introduce legislation aimed at stop-
ping employers giving jobs to the ille-
gal immigrants and the article looks at
the likely impact on HR systems.

International Perspective - Asia
JAPAN: DEALING WITH THE NEW
REALITIES . . . . . . . . . . . . . . . . . . . .72
By Yumiko Christine Yokoi

Japan is well known for its lifetime
employment and seniority wage sys-
tem, components of  management that
supported businesses as its economy
grew to become the world’s second
largest. Recently, globalization and
deregulation have compelled compa-
nies to recognize the need to alter
their ways. Human resources manage-
ment has been slowly changing, and a
number of the new methods are intro-
duced here. Companies still primarily
pay and promote employees based on
seniority as well as potential, but in-

creasingly, compensation practices re-
warding  individuals based on perfor-
mance can be observed in Japanese
firms. It is understandably difficult to
successfully implement these prac-
tices in a society where lifetime em-
ployment and emphasis on group per-
formance have been the norm, and the
adoption rate for these practices is still
low, but it is expected to increase.

International Perspective:Africa
THE LIGHTS STAYED ON! 
(NOW WE NEED TO LEARN
TO USE THEM...) . . . . . . . . . . . . . . .76
By Phillip Booth

Despite the feeling that the Y2K bug
was over-hyped, many organisations
now have excellent systems and skilled
personnel in place. The opportunity is
now to show how these investments
can pay high dividends. And, nowhere
else but Africa does the prospect of
technology offer such rich rewards. In-
formation technology is the primary
enabler of the knowledge economy,
and allows delivery of education,
health, agriculture, industrial develop-
ment and commerce more effectively
throughout Africa. Perhaps the most
important benefit that it offers,
though, is the opportunity to focus on
human capital development through
the creation of standards and training,
as well as broad access to learning and
resources across the continent and, in-
deed, the globe.

International Perspective: Latin America
CONFLICTS ARISING OUT
OF SEXUAL HARASSMENT  . . . . . . .78
By Julián Arturo de Diego

This article summarizes the basic
aspects of sexual harassment in Latin
America. This includes the growing
awareness of this issue as well as its
implications for employers. Specifi-
cally, it addresses how sexual harass-
ment is defined in the Latin American
context, what it encompasses and the
policies more companies are adopt-
ing, which includes preventative mea-
sures and what to do when a harass-
ment claim is made. Finally, it
evaluates the measures generally
adopted to separate the harasser and
protect the victim. 

ON THE KNOWLEDGE FRONTIER:
YOU CAN BUILD IT, BUT WILL
THEY COME?  . . . . . . . . . . . . . . . . .80
By George M. Alliger and 
Scott I. Tannenbaum

New knowledge management (KM)
initiatives, often ingenious and using
state-of-the-art technology, are prolif-
erating in the workplace. There are no
reliable statistics of the percentages of
those that ultimately succeed or
founder. However, one real-world chal-
lenge that KM can face is, simply, lack
of use. But lack of use may not signal
lack of user interest. In today’s work-
place, people are busy, often harried.
Under such circumstances, is the ex-
pectation that people will modify their
working practices to include KM sim-
ply too much to ask? There are at least
10 major reasons why, even if you build
a great KM system, users may not
come. This article reviews what those
reasons are, how to recognize them,
and how to plan in advance to address
them so that your KM initiative can be
the success it deserves to be.

Working in the Connected World
BOOK NETWORK  . . . . . . . . . . . . . .87
by Valdis Krebs

As we move from the industrial
economy to the connected economy,
we have to adjust our rules of thumb
for sense-making and problem-solv-
ing. Many of the old rules just don’t
work anymore. In this article, Valdis
Krebs looks at one of the leaders in the
new economy — Amazon.com — and
considers the various value-added in-
formation services that it provides to
its customers. The concept of an “ego”
and “alter” network of community in-
terest is used to explore the links be-
hind a web page and to see how high-
lighted books might be inter-
connected. In particular, we examine
how online services could be en-
hanced, and how Amazon’s competi-
tors may “mine the data” which Ama-
zon provides to its customers. From
this case study, we derive new rules of
thumb for the networked environment.
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Executive Views on HR Technology 
INTERVIEW
WITH SKIP CULBERTSON  . . . . . . . .91
By Jay R. Stright

In the second of a regular series of
articles relating to the topic “Managing
people in a time of rapid change,” Jay
Stright interviews Skip Culbertson,
who has held senior management po-
sitions within the HR function at
Chevron corporation. This interview fo-
cuses on the effect that the informa-
tion age is beginning to have on peo-
ple management issues. Culbertson
begins by a discussion centered on the
recruitment, retention and motivation
of knowledge workers and moves on to
consider possible implications for cor-
porate compensation policy. The im-
pact of “pull” technology on training,
knowledge dissemination and man-
agement autonomy is reviewed, and
the importance of quick, easy access to
better data across an organization is
emphasized. Finally, Culbertson ad-
dresses the changing nature of organi-
zational structures, and possible con-
sequences for human resource
management systems are explored. Is
organizational structure really a route
to business success — or is effective
use of information the real key?

Legal Update — United States:
THE ADMINISTRATIVE EXEMPTION
UNDER THE FAIR LABOR
STANDARDS ACT  . . . . . . . . . . . . . .95
By Edward Lee Isler, Esq.

The minimum wage and overtime
requirements of the Fair Labor Stan-
dards Act (FLSA) apply to most em-
ployees in the United States who do
not otherwise fit within the Act’s listed
exemptions. To be exempt from these
requirements, employees must be
paid a salary and must perform duties
exempt under one of the listed exemp-
tions. The “salary basis” requirement
was discussed in the December 1999
issue of the IHRIM Journal. This article
addresses the second requirement, fo-
cusing in particular on the “adminis-
trative” exemption. The specifics of the
Act with regard to administrative em-
ployees are discussed. To qualify for
exemption, employees must exercise
discretion in performing work directly
related to the management and com-

pany business. Human resources pro-
fessionals need to be aware of the sub-
tleties of the FLSA in this area, and
should consult legal counsel in diffi-
cult cases.

HRIS Legal Update: Europe
IT’S GOOD TO TALK  . . . . . . . . . . . .98
By Phil Jones 

The need for ongoing, honest and
open communication is recognised as
a key factor in successful and mutually
beneficial relationships between indi-
viduals. This article argues that the
same is true for corporate relation-
ships between employers and employ-
ees. Reasons why the European Union
(EU) has taken an interest in this issue
are explored, and the development of
the legal framework that now governs
the formation of European Works
Councils (EWCs) is reviewed. The
method by which an EWC may be set
up is discussed. Its potential size,
mode of operation and the kind of is-
sues it might debate, are summarised.
It is suggested that — in the light of
planned EU legislation to extend the
principle to national (as opposed to
transnational) companies — the na-
ture of employee participation within
Europe is undergoing a steep change.
Companies operating within the EU
need to be aware of their obligations
regarding employee consultation.

HRIS Case Study:
LEADING THE RACE  . . . . . . . . . . .101
By Joel R. Lapointe

This case study (the third in a se-
ries) again focuses on the activities of
the HRIS strategic planning commit-
tee. Three strategic goals have been
agreed. These are to align HRIS initia-
tives with business objectives focus on
the attraction, development and reten-
tion of talent leverage the Internet/in-
tranet as the key technology enabler.
The organization’s executive commit-
tee has launched a “customer confi-
dence” initiative and identified prod-
ucts to be developed. Success will be
dependent on the human element and
HR will be active in executing corpo-
rate strategy. This installment exam-
ines individual perspectives as mem-
bers discuss how to proceed. Issues
considered include: (1) departmental

Web site consolidation; (2) enterprise
portal characteristics and challenges;
(3) an overarching theme for setting
application priorities; (4) trade-offs be-
tween efficiency-based initiatives and
other business drivers; (5) develop-
ment of functional leadership buy-in;
and, (6) performance measurement
based upon “progress indicators.”

BOOK REVIEWS  . . . . . . . . . . . . . .105
By Valdis Krebs

As KM has grown as a field of inter-
est amongst scholars and practition-
ers, so has the tide of books proclaim-
ing KM’s benefits. But what is this
world of knowledge management all
about? How does it work? How can we
take advantage of it? What is the com-
petition doing? Does it really add
value? Consulting firms of all shapes
and sizes claim to have THE answer to
all of these questions. Some consul-
tants push technology-driven ap-
proaches; others claim that people-
driven methodologies are superior and
others argue for a mixture of both ap-
proaches. Executives who wish to ac-
quire some expertise of their own in
this field may, therefore, like to con-
sider one or more of the books com-
pared and contrasted in this article:
Working Knowledge by Thomas Davenport
and Laurence Prusak; InfoSense by Keith
Devlin; and, The Knowing-Doing Gap by
Jeffrey Pfeffer and Robert I. Sutton.
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source systems. Henson was voted one
of the “Top 10 Women in Technology”
by Computer Currents. She has been a
frequent speaker at HR industry associ-
ation meetings, including IHRIM, AMR
International, IQPC, SHRM, APA, IIR,
ASPM, and HRMS Expo. Additionally,
she has been published in numerous
personnel and software periodicals
such as Personnel Journal, Software Maga-
zine, HR Executive, and Benefits & Compen-
sation Solutions. Prior to working in the
HR software world, Henson was a Di-
rector of Personnel for seven years with
a non-profit health agency. She has a

bachelor’s degree in Business Adminis-
tration, with an emphasis in Manage-
ment and Insurance from the Univer-
sity of Georgia. She can be reached at
row_henson@peoplesoft.com.

DR. MICHAEL J. KAVANAGH is a Profes-
sor of Management and Psychology at
the University of Albany where he
serves as Director of the Ph.D. program
in Organizational Studies and devel-
oped the M.B.A. specialization in
HRIS. Kavanaugh received his Ph.D. in
Industrial Psychology from Iowa State
University and is a licensed psycholo-
gist. He is a Fellow of the American
Psychological Society and the Society
for Industrial and Organizational Psy-
chology. He is a past editor of Group &
Organizational Management, and he has
published over 175 papers and articles
in the fields of management and in-
dustrial psychology. His major fields of
teaching and research are HRM and
HRIS, performance appraisal, training,
occupational classification systems,
implementation of new technology
and international 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
Gartner’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 Cor-
porate Product Marketing for Cyborg Sys-
tems, Inc., where she led the initiative in
global product strategies for advanced
development produts. Lehman holds a
Bachelors degree from the University of
Akron, Ohio. She can be reached at
jenni.lehman@gartner.com.

DR. NANCY PAULE MELONE, an acade-
mic for 15 years, recently abandoned
her tenured faculty position to write
and consult “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 Univer-
sity of Oregon’s Lundquist College of
Business where she taught courses in

information technology, including MIS,
HRIM and project management. Mel-
one was on the Information Systems
faculty at Carnegie Mellon University’s
Graduate School of Industrial Adminis-
tration, where she helped craft an inter-
disciplinary M.S. in Software Engineer-
ing. She has held professional
positions in the computer and financial
industries in strategic planning, plan-
ning and research, and human-com-
puter interaction. Melone earned her
MBA and Ph.D. in Information Systems
from the University of Minnesota’s Carl-
son School of Management where she
held an IBM Fellowship and was affili-
ated with the Center for Research in
Human Learning. She received an MLS
and MAIR from the University of Iowa,
where she held a fellowship in the Cen-
ter for Labor and Management. She can
be reached at nmelone@nauticom.net. 

VINNIE MIRCHANDANI is a Research Di-
rector in the Business Applications
Area for the GartnerGroup, Inc. the
world’s leading independent advisor of
research and analysis of IT industry de-
velopments and trends as well as the
packaging and distribution of such
analysis into subscription-based prod-
ucts to business professionals making
IT decisions, including users, pur-
chasers, and vendors of IT products
and services. His main focus is on fi-
nancial, human resources, procure-
ment, and order fulfillment processes
and systems, and he also oversees
package implementation service
providers and software project plan-
ning 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 soft-
ware 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
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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,
Olson spent nine years in manage-
ment consulting, specializing in busi-
ness process re-engineering and
knowledge management. Most re-
cently, she had global responsibility
for defining and bringing to market
knowledge management solutions for
Lotus Development Corporation. Ol-
son migrated to Australia in 1990 from
the U.S. Prior to that, she was a profes-
sor at the NYU where she taught MBA
students and did research on informa-
tion technology and organizational
change. Olson has a Ph.D. in Business,
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 Presi-
dent of SPECTRUM Human Resource
Systems Corporation, a Denver, Col-
orado-based provider of software for
use in human resource management,
benefits administration, and training
and development. Prior to forming
SPECTRUM in 1984, Spoor’s previous
responsibilities included a 25-year ca-
reer in both HR and line management
with various Fortune 500 corporations.
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 is-
sues. He has a B.S. in Industrial Psy-
chology from the University of Illinois.
Spoor has authored a number of arti-
cles, 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
consulting firm which specializes in
using information technology to im-

prove organizational effectiveness. He
has over 25 years of HR and IT experi-
ence. Before founding Kapa’a Associ-
ates in 1993, he was associated with
The Hunter Group, VRC Consulting
Group, Atari and Intel Corporation.
Stambaugh was a co-founder of HRSP,
IHRIM’s predecessor organization 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 fu-
ture challenges and direction. He can
be reached at stambaugh-kapaa@
worldnet.att.net.

JAY F. STRIGHT is the Executive Direc-
tor of Management Consulting for AG
Consulting, 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
management, integration, and human
resources. Prior to joining AG, he
worked for Chevron where he inte-
grated 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 tech-
nology 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 enterprise. He is an
executive guest lecturer and adjunct
instructor at several colleges and uni-
versities and a provider of professional
seminars. He has been an national of-
ficer and board member 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 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”
competitive advantage. He is also head
of the HR Strategic Forecasting Project,
whose goal is to forecast and antici-
pate HR issues and opportunities. He
can be reached at JohnS@sfsu.edu

DR. SCOTT I. TANNENBAUM Is Presi-
dent of the Group for Organizational
Effectiveness, Inc. (gOE). Throughout
his career he has consulted to numer-
ous organizations, supporting their ef-
forts to lead people, facilitate change,
and manage knowledge. A few of the
clients he has supported include:
Johnson & Johnson, Whirlpool, Tiffany
& Co., GE Capital, American Express,
PSEG, the U.S. Navy and Air Force.
Tannenbaum publishes and presents
extensively on HR, IT, OD, and knowl-
edge management topics. He has re-
viewed for over 15 professional jour-
nals and co-authored one of the first
university related texts on HRIS. His
research on HR-related topics has won
awards from the National Academy of
Management and the American Soci-
ety for Training and Development. He
has a Ph.D. in Industrial/Organiza-
tional Psychology from Old Dominion
University and maintains a part-time
faculty position in the School of Busi-
ness at the State University of New
York at Albany. He can be reached at
Scott.Tannenbaum@groupOE.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 Equipment Corporation, and as
an HR Director for Andersen Consult-
ing. He has been published in Comput-
erworld, PC Week, and Expansión. Vila has
a bachelor’s degree in Psychology and
a certificate in Industrial Psychology
from the University of Madrid. He can
be reached at  juanv@meta4.es.
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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
application of computer-based tech-
nology to HR and management func-
tions. Some of his clients include
Aetna, Citibank, IBM, Lucent Tech-
nologies, Motorola, Raytheon and
Sears Roebuck. 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 Society, and is an adjunct
university professor. Walker’s textbook,
HRIS Development, is considered the
seminal text in the HR systems field.
His second book, Handbook of HRIS: Re-
shaping The HR Function With Technology,
has been widely acknowledged for set-
ting the vision for technology-based
HR functions. He has a B.S. from Ford-
ham University, an M.B.A. in Econom-
ics from Seton Hall. In 1994, he was
given a Summit Award by IHRIM for
lifetime achievement to the HR sys-
tems field. He can be reached at
walkeaj@towers.com.

THOMAS H. DAVENPORT is a Professor
in the Management Information Sys-
tems Department at the Boston Uni-
versity Graduate School of Manage-
ment and is Director of the Andersen
Consulting Institute for Strategic
Change. He is a widely published au-
thor and acclaimed speaker on the
topics of information and knowledge
management, reengineering, enter-
prise systems, and the use of informa-
tion technology in business. He has a
Ph.D. from Harvard University in orga-
nizational behavior and has taught at
the Harvard Business School, the Uni-
versity of Chicago, and the University

of Texas at Austin Graduate School of
Business. He has also directed re-
search at Ernst & Young, McKinsey &
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 ap-
proaches to information and knowl-
edge management. He has recently
published two well-received books on
this topic, Information 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 enterprise sys-
tems, Connecting the Corporation, is
scheduled for publication by Harvard
Business School Press in 1999. His arti-
cles have appeared in Harvard Business
Review, Sloan Management Review, California
Management Review and many other pub-
lications. 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, Ger-
many, a company he co-founded in
1972. Prior to SAP, he was a systems
engineer at IBM in Mannheim, Ger-
many. With over 30 years of IT experi-
ence, including 15 years of human re-
source system development,
consulting, marketing and interna-
tional sales, Tschira is the member of
the board responsible for human re-
source product development. Tschira
studied physics in Karlsruhe, Germany
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 con-
ferences 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 practices for improved financial
performance and HR competencies.
He has published over 80 articles and
book chapters and is the author of Hu-
man 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 column for Human Resource Ex-
ecutive. He is a Fellow in the National
Academy of Human Resources, is a co-
founder of the Michigan Human Re-
source Partnership which was listed by
Business Week as one of the world’s “Top
10 Educations” in management. Ulrich
received the Pericles Pro Meritus
Award for outstanding contributions to
the HR field and has consulted and
done research with over half of the For-
tune 200. He can be reached at
dou@umich.edu.

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 South-
ern 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
Manager for Human Resources for SAP
Southern Africa in 1996 and has re-
sponsibility for all sub-Saharan opera-
tions. In this capacity, he addresses au-
diences on a variety of HR related
topics, from the changing role of HR in
people management to systems sup-
port for strategic people management
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throughout Africa. He is a member of
the Institute of People Management
and holds a variety of qualifications in
the HR field. He can be reached at
phillip.booth@sap-ag.de.

CANADIAN CORRESPONDENT
IAN TURNBULL is a senior consultant
with Computer Sciences Corporation
(CSC) 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, implementation and engineer-
ing/re-engineering of business
processes. 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 HR information
management systems within organiza-
tions. 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 Ontario and is a
Certified Human Resource Professional
(CHRP) in the Province of Ontario.
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 Re-
sources Management Systems, now in its
second edition. He can be reached at
iturnbu3@csc.com.

ASIAN CORRESPONDENT
YUMIKO CHRISTINE YOKOI is a product
strategy analyst for PeopleSoft, Inc., re-
sponsible for product planning for the
HRMS product line in Japan. She has
also worked as an HRMS consultant
and curriculum developer for People-
Soft. She spent three years at Ka-
makura Corporation, where her re-
sponsibilities included consulting,
sales support and quality assurance.
Before Kamakura, she worked for The
Bank of Tokyo, Ltd. in their capital mar-
kets division. She holds a B.A. degree
in Economics from Keio University in
Japan. She can be reached at
christine_yokoi@peoplesoft.com.

LATIN AMERICA CORRESPONDENT
JULIÁN ARTURO DE DIEGO is an attor-
ney graduate of the Universidad
Católica Argentina in 1975. At present
he is the owner and chief executive of-
ficer of a law firm which is a leader in
corporate labor consulting in Ar-
gentina and Mercosur. He is a full Pro-
fessor of Labor Law and Social Secu-
rity at the Universidad Católica
Argentina, and in the Human Re-
sources Masters Program at the Uni-
versidad del Salvador and the Univer-
sidad Austral in Buenos Aires,
Argentina. He also acts as a consultant
to international labor organizations,
such as the ILO, the United Nations
and the World Bank and has given nu-
merous 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 Trabajo y Seguridad
Social, an essential book for students
in undergraduate and graduate
courses, and for HR managers and di-
rectors. He has acted as counsel re-
garding legislation and has partici-
pated in numerous legislative and
research commissions to promote re-
forms for labor modernization in Latin
America.  He can be reached at
dediegoj@datamarkets. com.ar.

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

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 re-
search and consulting firm he founded
in 1978. With more than 20 years of ex-
perience in the fields of systems devel-
opment, statistical analysis, and busi-
ness process redesign, he is
recognized as an expert in the area of
human resource information systems.
Hoffmann provides consultation ser-
vices for corporate executives, HR
planners and HR information man-
agers on a wide range of workforce
planning issues, including job analy-
sis, employee selection and develop-
ment, competency and performance
management, and compensation. He
specializes in the design, develop-
ment, and strategic use of knowledge-
based reporting systems tailored to in-
dividual organizational requirements
and environments. Hoffman received
his master’s and doctorate degrees in
Sociology from the University of North
Carolina at Chapel Hill. Hoffmann also
has extensive experience in providing
litigation support services related to
employment practices, labor arbitra-
tion, and corporate ethics. He can be
reached at carl.hoffmann@us.
pwcglobal.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 responsi-
ble for the functional direction of  Ora-
cle’s Human Resources applications,
including the legislative extensions for
many countries. She can be reached at 
jpentico@uk.oracle.com.
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DR. GEORGE M. ALLIGER is Director of
Solutions for the Group for Organiza-
tional Effectiveness, Inc. (gOE). He has
taught, researched, published, and
consulted extensively in such areas as
work analysis, computerized testing
and support systems, and training
evaluation. His clients have included
IBM, American Express, Progressive In-
surance, The Computer Society of the
IEEE, and the U.S. Air Force. Dr. Alliger
received his Ph.D. in Industrial/Organi-
zational Psychology from the Univer-
sity of Akron. Most recently, he and
gOE have focused on several innova-
tive projects, including a performance
support system to assist HR profes-
sionals serve as better internal consul-
tants. He can be reached at George.Al-
liger@groupOE.com. 

EDWARD LEE ISLER is a Partner with
the law firm of Ray & Isler, P.C. in Vi-
enna, Virginia, a firm dedicated exclu-
sively to the representation of man-
agement in all aspects 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
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 be-
ginning private practice, Mr. Isler
served as judicial clerk to the Honor-
able James C. Turk, Chief Judge for the
United States District Court, Western
District of Virginia. Previously, he spent
seven years practicing labor, employ-
ment, and employee 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
consultant and the author of InflowTM,
a software-based social systems analy-

sis methodology that maps and mea-
sures knowledge exchange, informa-
tion flow, informal networks, commu-
nities of practice and emergent groups
within and between organizations.
Krebs is a collaborative researcher
with Ernst & Young’s Center for Busi-
ness Innovation and has degrees in
Mathematics, Computer Science and
Human Resources. He can be reached
at valdis@orgnet. com.

JOEL LAPOINTE’s career spans corpo-
rate, consulting and software vendor
perspectives, product design and de-
velopment, systems implementation
and strategic business transformation.
Educated as an industrial engineer, La-
pointe 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 hu-
man resource functions and he pio-
neered the creation of enterprise self-
service (ESS) concepts and technology.
In his current role, Lapointe directs the
management consulting resources for
Renaissance Worldwide, with a particu-
lar focus on assisting organizations in
managing and improving enterprise
performance. A frequent writer and in-
dustry spokesman, Lapointe is also a
long-time member of International As-
sociation for Human Resource Infor-
mation Management (IHRIM). He is a
past president of the New York Chapter,
and a former member of the New Eng-
land 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 M.S. in Information Systems
from George Washington University,
B.S. in Computer Science from the Uni-
versity of Wisconsin and ongoing train-
ing 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

MISSION
The mission of the IHRIM Journal is

to build a recognized body of knowl-
edge targeted to current and emerging
thought leaders and senior manage-
ment and dedicated to increasing indi-
vidual and organizational effectiveness
in the workplace through visionary and
evolving uses of technology.

READERSHIP
The IHRIM Journal content is specifi-

cally written for executive manage-
ment and senior-level human resource
and information technology leader-
ship (e.g., CEOs, CIOs, VPs, and Direc-
tors), university professors and stu-
dents, and other current or emerging
thought leaders and visionaries.

CONTENT OBJECTIVES
The goals of the IHRIM Journal are

to be:
◆ a visionary and scholarly publica-
tion, fostering innovative and strategic
thinking in the field of human resource
information systems;
◆ a forum for high-level (i.e., execu-
tive-level) discussion and debate of
current and controversial issues;
◆ a global publication with a focus on
multinational and regional differences
around the world; and,
◆ a vehicle to attract authors and read-
ers in related fields, outside human re-
sources and information systems.

CONTENT REVIEW
Articles are reviewed anonymously

by the IHRIM Journal’s Editorial Advi-
sory Board or by other professionals
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with content expertise in the article
topic. All submissions should be firmly
based on experience or research and
must be relevant to global issues.  Arti-
cles should be interesting and accessi-
ble to senior-level management, illus-
trated with graphics and tables,
limiting the use of mathematical sym-
bols and esoteric terminology.  Articles
are reviewed for publication based on:
◆ originality and innovation,
◆ broad strategic focus,
◆ depth of research and thorough-
ness in addressing the subject matter.
◆ quality, accuracy, clarity of writing,
and
◆ applicability for an international,
senior-level management readership.

Articles are accepted with the un-
derstanding that their content is the
author’s original work, not slanderous
or plagiarized, not previously pub-
lished (in electronic or print format),
and not being presented for distribu-
tion elsewhere.

SUBMISSION OF ARTICLES
All articles should be submitted to

the IHRIM Journal Articles Editor as fol-
lows (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 com-
prehensive treatment of the topic is re-
quired and a word count of 3,000-5,000
is preferred. Copy must be double-
spaced, single space after periods, and
paragraphs should not be indented.
Type size for submissions should be 12
point and margins should be one inch
around the page. Articles may be sub-
mitted on disk or via e-mail in no lower
version than Word 6.0. Hard copy must
also be sent with each electronic sub-
mission. Where necessary, articles will
be edited to conform to the Journal
style and to English best practice.

EXECUTIVE SUMMARY
The authors must include an execu-

tive summary (of approximately 150
words) with each article.

BIOGRAPHY
Each author is required to submit a

biography of approximately 150 words.
The biography should include the au-
thor’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
credentials.  The author should also in-
clude a complete mailing address and
telephone numbers for further corre-
spondence.

CITATIONS
Full information on all sources

cited in the article must be shown as
footnotes or bibliographic references.
Recommendations for further reading
on the topic are encouraged. Foot-
notes 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 Man-
agement (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.
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LANGUAGE
All articles are published in English,

either American or British English, de-
pending on the author’s submission.
Articles may be submitted in other lan-
guages, as long as an English transla-
tion accompanies the submission.
Such articles will be published in both
the submitted language and in its Eng-
lish translation.

CHARTS, FIGURES AND TABLES
All graphics (charts, figures, tables

and graphs, etc.) should be profession-
ally prepared and submitted in a form
suitable for reproduction. Each should
be captioned as figures or tables and
be numbered sequentially in the text.
They may be incorporated in the text
itself or presented separately. Please
indicate the file format. Camera-ready
art is also accepted and preferred. A
printed copy of all charts, figures, ta-
bles, and graphs must accompany any
electronic (e-mail or diskette) submis-
sion to ensure that the proper layout is
not lost in the transmission. Upon re-
quest, IHRIM Journal can provide sup-
port for creating final 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
author’s proprietary rights. The copy-
right transfer covers the exclusive rights
to reproduce and distribute the article,
including reprints, photographic repro-
ductions, or any other reproductions of
similar nature and translations, and in-
cludes the rights to adapt the article for
use in conjunction with computer sys-
tems and programs and online media.
Authors are responsible for obtaining
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from the copyright holder permission to
reproduce information or figures for
which copyright exists.

ARTICLE REPRINTS
Black and white reproductions of

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

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

US$10.00 (minimum order) for 1-2
copies

US$ 4.50 each for 3-49 copies
US$ 4.00 each for 50-99 copies
US$ 3.75 each for 100-499 copies
US$ 3.50 each for 500-999 copies
US$ 3.25 each for 1,000+ copies
Authors can receive five free repro-

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

IHRIM JOURNAL EDITORIAL POLICY
The following is the Editorial Policy

for the IHRIM Journal, which is used as
a guideline for all materials published
in this quarterly publication. The
IHRIM Journal is published for sub-
scribers who include both members
and non-members of the International
Association for Human Resource Infor-
mation Management (IHRIM).

The IHRIM Journal is specifically tar-
geted to executive management and
senior-level human resource and infor-
mation technology leadership (e.g.,
CEOs, CIOs, VPs, and Directors), uni-
versity professors and students, and
other current or emerging thought
leaders and visionaries.

Articles are anonymously peer-re-
viewed by the IHRIM Journal’s Editorial
Advisory Board or by other profession-
als with content expertise in the arti-
cle topic. All submissions are to be
firmly based on experience or research
and must be relevant to current is-
sues. Articles are reviewed for their
quality, length, content, and applica-

bility to an international, senior-level
management readership in keeping
with the IHRIM Journal Author’s Guide-
lines which are published in each
quarterly issue. 

Articles are accepted with the un-
derstanding that their content is the
author’s original work, not slanderous,
libelous, or plagiarized. All statements
of opinion and supposed fact in the
IHRIM Journal are published under the
authority of the authors. They are not
to be accepted as the views of the edi-
tors, the publisher, the IHRIM Board of
Directors, the IHRIM staff, or the
IHRIM membership. Under the guide-
lines of fair comment, everyone has a
right to comment on matters of public
interest and concern, provided they do
so fairly and with an honest purpose.
Such comments or criticism are not li-
belous, however severe in their terms,
unless they are written maliciously.

The IHRIM Journal does not gener-
ally pay for any editorial contributions
nor does it generally include any
IHRIM-specific administrative (chap-
ter/association-related) news.

All editorial contributions are pub-
lished in the native language of the
contributing author. If this language is
other than English, an English transla-
tion (e.g., American, British, Australian
English) accompanies the article.

The IHRIM Journal is supported
through subscriptions and corporate
sponsorships and thus does not con-
tain any advertising per se. Every effort
is made to ensure that individual com-
panies and individual authors are not
unduly represented. Articles are re-
viewed to ensure that there is no intent
to promote products, services, or spe-
cific companies. Such explicit promo-
tion is cause for rejection of an article.

No part of the IHRIM Journal may be
reproduced or transmitted in any form
or by any means, electronic or me-
chanical, including photocopy, record-
ing, or any other information storage
and retrieval system, without written
permission from IHRIM, Inc. or its rep-

resentatives.
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 mater-
ial for the authors, but does not relin-
quish the author’s proprietary rights.
The copyright transfer covers the ex-
clusive rights to reproduce and dis-
tribute the article, including reprints,
photographic reproductions, or any
other reproductions of similar nature
and translations, and includes the
rights to adapt the article for use in
conjunction with computer systems
and programs and online media. Au-
thors are responsible for obtaining
from the copyright holder permission
to reproduce information or figures for
which copyright exists.

Exceptions to this policy must be
approved by the IHRIM Journal’s Editor-
In-Chief, Steering Committee, and
Managing Editor.

SUBSCRIPTION INFORMATION
Annual subscription rates are in

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

US$70 IHRIM Members
US$40 Students
US$120 Non-member

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

(All countries outside 
North America)

Single copies of the IHRIM Journal
are US$25. IHRIM members receive a
10% discount.  Please visit our web site
for online subscription and more infor-
mation on the IHRIM Journal at
www.ihrim.org (under Resources/Pub-
lications) or mail your subscription to:

IHRIM JOURNAL

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