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VISIONS OF THE FUTURE:
I HEAR FOOTSTEPS ... .......... [

By Robert H. Stambaugh

This article suggests that a new
trend is taking shape in the workplace,
and HRIS professionals need to be
aware of its approach. Major corpora-
tions are starting to provide their em-
ployees with computers and Internet
connections for personal use - the be-
ginning of a new electronic workplace
contract between knowledge-intensive
companies and their employees. This
trend has implications for HR, since it
will increase employees’ exposure to
state-of-the-art information sources,
and employees may demand the same
personalized, responsive and informa-
tive communication style exhibited on
leading commercial sites. Corporate
HR will need to consider how to design
system interfaces and automated, in-
teractive reports that attract attention,
tell a story and encourage debate on
corporate issues. The future will re-
volve more than ever around the
process of communication. Correctly
managed, this new paradigm will help
deliver a new learning environment. HR
needs to be alert to the possibilities.

2020:A LOOK AT HR TECHNOLOGY
INTHE NEXT 20YEARS . .. ... 8
By Row Henson

Row Henson reflects on the past 25
years in HR and HR systems, showing
the shift in both HR as a practice and
in technology as a supporting frame-
work for HR systems. The human re-
sources organization, and its partners
in HRIS, will look very different in the
future. As technology becomes an
even more integral part of our work
life, and even a part of our workforce,
all of human resources must become -
in a sense — technologists! The role of
HRIS, or at least the role of intermedi-
ary between HR and IT, will disappear
as HR professionals use technology as
their corporate counterparts do - sim-
ply the necessary tools of the trade.

Even the name human resources may
disappear, as the mix of the human
and the genetically engineered work-
force converge. The workforce of the fu-
ture may be a mixture of humans with
microchip implants and robots with
DNA implants. These “Knowledge
Managers” of the future will have a
whole series of issues to deal with that
make today’s “war for talent” issues
seem insignificant.

THE 5C MODEL FOR MEASURING
HRM IMPACT .....ccvvvvnnnns 14
By Monica Belcourt, Ph.D., CHRP

The contribution of the Human Re-
source Management (HRM) function to
the achievement of organizational goals
must be measured by similar standards
as other functional departments. The
advantages of this process, as well as
the reasons most HR managers resist
measurement, are outlined in this pa-
per. Belcourt delineates an approach to
the evaluation of the value of HRM, us-
ing both hard and soft measures that
capture the complexity and diffusion of
the HRM role. The “5C model” mea-
sures HRM impact in these areas: com-
pliance, client satisfaction, cost control,
culture management, and contribution.

HUMAN RESOURCES SELF-SERVICE/
PORTAL VALUE PROPOSITION —
BEYOND ROITOJOI ........... 20
By Alexia Martin

It is challenging to perform return on
investment (ROI) calculations for HR
self-service and portal solutions. Tradi-
tionally, the ROI from HR technologies
requires headcount reduction, but in a
tight labor market this is not an option.
Yet, management still expects cost jus-
tification. A new approach to justifying
investments in technology is required
for innovations like self-service and por-
tals. Pay attention scalability and us-
ability of the solution, otherwise dissat-
isfied users will reduce return on any
investment. This article describes an ac-
tivity-based, traditional ROI approach
and proposes an innovative justifica-
tion of investment (JOI) approach. It
shows how soft benefits (such as im-
proved employee satisfaction or mak-
ing HR a strategic resource) can also
yield hard dollar returns. With this ap-
proach, management will see other in-

centives to invest adequately in HR self-
service and portals.

HR C-COMMERCE PERSPECTIVE:
MANAGING HUMAN CAPITAL ASSETS
IN A COLLABORATIVE
ENVIRONMENT . ....ivvennnnns 28
By Jenni Lehiman

E-business impacts nearly every in-
dustry. Major business model shifts
with e-business transformation are
changing the culture and traditional
structures of the enterprise. But, it will
be difficult to move to new organiza-
tional models without adjusting the
underlying strategies for administrative
functions. Just as organizations can
leverage the Internet and e-business
models for primary lines of business,
these same changes can be applied to
the business of Human Capital Man-
agement (HCM) to create new organi-
zations for e-business. The collabora-
tive environment is defined by
supporting the information exchange,
transactions and processes using net-
work technology. The enterprise deliv-
ers value to customers and employees
by enabling collaboration among part-
ners, providers and services within a
trading community. In this article,
Lehman provides us some insight into
how HR organizations can deploy c-
commerce applications during the next
five years, particularly those with an or-
ganizational need to innovate and re-
spond to competitive practices.

MANAGING HR IN THE NEW BUSINESS
ENVIRONMENT: PARADIGMS, PARA-
DOXESAND PROFIT . ..ccvveenn. 32
By Brian Kimball

The world of business is fundamen-
tally different from that of 15 years ago.
It is characterized by new business par-
adigms that present organizational
management with paradoxes of a de-
cidedly unnerving character. Profitabil-
ity, however measured, is only attained
through unlearning former sound busi-
ness practices. Only then can today’s
leaders provide the direction needed
to ensure tomorrow’s success. Central
to this new business environment is
information and knowledge manage-
ment. This article looks at the key para-
digm shifts confronting companies to-
day. These shifts provide human
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business managers with new opportu-
nities to unleash total organizational
potential to realize greater success
and stakeholder profit.

ISSUES AND DIRECTIONS FOR HR

IN THE NEW MILLENNIUM:
IMPLICATIONS FOR HR OF THE MI-
GRATION FROM PRODUCTION-TO
KNOWLEDGE-WORKER ( PART 2 ) ..37
By Jay F. Stright and David H. Goodman,
Ph.D.

As we enter the new millennium, a
new wave of empowering technology
and expanded markets offers unprece-
dented economies, transaction-cost
reductions and growth possibilities.
Since late 1998, Jay Stright and David
Goodman have surveyed more than
300 HR executives on the issues and
directions facing the HR field. The
findings of phase one of their study
(September 1999 IHRIM Journal) con-
cluded that while most HR executives
had a sense of the trends and issues
facing the field, most were not fully
prepared to embrace innovation in
such areas as self-service and out-
sourcing. In the current article, the au-
thors examine the data and discover
that the picture is more complex than
first analysis revealed. In phase two, a
subset of the executives were inter-
viewed more in-depth, using an open-
ended narrative format. The data sug-
gest that companies vary across
several dimensions in how rapidly
they adopt innovative HR technolo-
gies. The findings are discussed not
only in terms of technological revolu-
tions, but also in terms of organiza-
tional maturity.

RESPONDING TO WORKPLACE CHANGE:
NEW ROLES FORTHEHRIS ....... 44
By Charles H. Fay

The last decade has seen signifi-
cant change in work design, organiza-
tional structures and the implicit em-
ployment contract. Environmental
contexts of organizations are also un-
dergoing radical change. These pre-
sent significant consequences for hu-
man  resource processes and
departments, although the impact on
the model HRIS is less clear. While
transaction processing remains criti-
cal, the variety of new work models,

employee classifications and em-
ployee expectations (and the organi-
zational responses) requires different
capabilities. Increasingly, the value-
add of information systems will come
from the support they lend to deci-
sions about the acquisition and de-
ployment of human capital through-
out the organization, and the
identification and analysis of manage-
ment issues affecting the organiza-
tions” human capital.

ORGANIZATIONAL DESIGN AT BRITISH
AIRWAYS:A CASE STUDY . ........ 53
By Naomi Stanford

BA is among many airlines facing
the demands of sophisticated cus-
tomers and learning to work in a world
of e-commerce, requiring the organisa-
tion to be flexible, adaptive and capa-
ble of meeting rapidly changing cir-
cumstances. At BA (as in other
comparably sized organisations) there
is on-going upsizing, downsizing, out-
sourcing, delayering, increasing spans
of control, changing from functional
units of work to process units, starting
up new departments, etc. Recognising
the difficulties inherent in trying to
manage the “constant rearrangement”
and keeping the business running,
British Airways uses internal human
resource consultants collaborating
with line staff to design and implement
appropriate structures. They use the
“British Airways organisation design
and development methodology”
known as “OD Lite.” OD Lite has con-
sistency of approach, language com-
monality related to change, the ability
to monitor and adjust the imple-
mented design over time and the ca-
pacity to practice the lessons learned
from each design project. The article
examines the opportunities in e-work
consulting and HR systems in line with
the “continuous organizational flux.”

HR SYSTEMS: GOODBYE EDUCATION,
HELLO LEARNING .......c0cvu. 58
By Robert H. Stambaugh

Bob Stambaugh revisits “Internet
U” and the body of reading that he first
wrote about in the IHRIM Journal an
Internet generation ago (and nearly
three years ago according to calendar-
based timekeeping standards). In this

updated article, Stambaugh has up-
dated the original courses’ book lists
and other required readings with
about 60 new texts and requalified an-
other 50 classics from the initial list-
ings. He has also added a group of ar-
ticles and short discussion topics as
supplementary material — all drawn
from Web sources and current maga-
zines and journals. The overall scope
of the program itself has also been re-
vised and expanded to better address
several new areas that were not even
part of mainstream HR/HRIS thought
three years ago (Net/networking and
Information Design, to identify two
blossoming areas of interest). Stam-
baugh hopes that HR professionals
will embrace the need to focus more
on communicating information
among the people who make up the
workplace, and a little less on the nuts
and bolts of information is storage
and delivery.

International Perspective — North America
OLD ECONOMY TO NEW ECONOMY:
LEADING THE CHARGE OR LAGGING
BEHIND .....coviieeerennnnns 72
By lan Turnbull

Both Canada and the United States
have been dominant players in the old
economy. This column examines
whether it is realistic to expect this
trend to continue. One of the major
reasons for North America’s success
has been its world leading telecom-
munications infrastructure - some-
thing that may have little value with
the current global rush to wireless. In
a world where the Internet is becom-
ing the modus operandi, those who
will be most successful will be the
ones who make most effective use of
the Web toolkit. ICF Consulting ranked
the three largest North American
cities as Alpha cities. Finally, XML has
formed the basis for needing to have a
common language. The economic im-
pact has far reaching results.

International Perspective — Europe
EUROPE AND THE “SOCIAL PARTNER-
SHIP” — CAN WE RESKILL FOR E-BUSI-
NESS? . i it iiiiiiiinnnnnnnns 74
By Jackie Penticost

This article examines the efforts of
France and Germany, both of whom
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have influential “social partners” in the
shape of unions and employer associa-
tions, to introduce change in their vo-
cational education systems to skill for
e-commerce and to encourage Internet
penetration into the workforce. Can
Germany and France, with a strong
“welfare state” mentality and facing
opposition and powerful leverage from
the unions, break free of traditional ed-
ucational systems that have evolved
from a strong manufacturing base?
Can they overcome union resistance to
retrain workers quickly and cost-effec-
tively with the right skills for the ser-
vices sector? As governments seek to
introduce change and promote com-
petitiveness, they are encountering
opposition and resistance at many
turns. In reviewing the tensions that
governments must maintain between
powerful interest groups, change from
the top can come too slowly for such
countries to ride the seismic upheaval
caused by e-commerce. It seems that
one must look for radical change to
come from a direction other than the
government: from employers associa-
tions, from new job entrants and from
foreign investors.

International Perspective — Australasia
NEW GST LEGISLATION AND LABOR
CLASSIFICATION IN AUSTRALIA . ...77
By John Macy

Australia is about to experience a new
form of taxation known as the Goods and
Services Tax (GST). Although there are
many countries throughout the world
who already have a similar tax, it is
something new for the Australia. The
scope of the tax has caused a lot of con-
fusion, even during the last Federal elec-
tion, and difficult to explain to the Aus-
tralian public. Now that it is about to
become law, collection and refund ad-
ministrative details are causing a lot of
confusion to business, bringing about
many changes. This means that many of
the current HR strategies need to be re-
viewed. This article looks at the most im-
mediate issue, use of contract labor,
since contract labor is now likely to incur
a GST payable status.

International Perspective — Asia
SINGAPORE’S MANPOWER 21:
How CAN EMPLOYERS CAPITALISE
ON A GOVERNMENT’S “VISION OF A

TALENT CAPITAL? .. viiiiennnnn 79
By Stacy Chapman
Singapore’s government has

launched a major initiative designed to
stimulate both private and public sectors
to create a “talent capital” in Singapore.
This article looks at ways employers can
leverage Manpower 21 to build their
HRM practices in areas like training, de-
velopment and competency manage-
ment. Manpower 21 is one initiatives
that Singapore is using to position the
country as Asia’s Silicon Valley — gov-
ernment stimulation to create a talent
capital. How close does Manpower 21
take Singapore to world best practice in
HRM? How much work will employers
have to do to put Manpower 21's plans
into place? And how much will they ben-
efit? To really capitalise on Manpower
21, employers must focus on directing
their own strategy, infrastructure, culture
and programmes and use government
programmes to their benefit.

International Perspective — Africa
TECHNOLOGY - TAKING AND MAXI-
MIZING THE HR OPPORTUNITIES
BEFORETHEY’RE ALL GONE ...... 82
By Phillip Booth

This article explores the business op-
portunity to consolidate HR content and
services across the continent to focus
global “viewers” on the possibilities
Africa has to offer. Increased access to
the Internet makes such a vision possi-
ble, but there are numerous obstacles to
overcome, including a poor telecommu-
nications infrastructure and national se-
curity monitoring. A current risk for
Africa is that entrepreneurs wanting to
start such operations often look abroad
for hosting services. High charges by lo-
cal service providers have played a large
part in forcing African businesses, look-
ing to capitalize on the successes of in-
ternational Internet players, to turn to
locate overseas. It is a slow process of in
Africa — transforming employees into
knowledge workers capable of using
technological advances but, more impor-
tantly, identifying new opportunities for
organisations to participate in global
economies. Philip Booth makes the

point that, as HR professionals, our task
is to take the learning from the emerging
economy and turn this into real business
opportunities within the African context.

International Perspective — Latin America
NEW TECHNOLOGIES AND CENTRAL-
IZED SERVICES FOR INFORMATION
AND LIQUIDATION OF SALARIES
AND SOCAIL CHARGES ......... 84
By Julidn Arturo de Diego

A process to improve registration and
control systems has started to take place
in Latin America to eliminate the clan-
destine labor economy. As such, new
mechanisms centralize and unify com-
pany and employee registration informa-
tion. This single registry comprises all
data and disseminates it among control
agencies, social security entities and the
fiscal bodies. Authorities can access it
with a judicial order or express legal au-
thorization. This updated registration
process poses other advantages: signifi-
cant administrative improvement and
the reduction of unnecessary processes
and documentation. This process imple-
ments a banking system to pay salaries.
The company estimates compensations,
benefits and taxes and sends the mag-
netic tape to the bank. The bank then
credits payments to authorized accounts
or pays by check, and enters contribu-
tions and taxes. The authority of applica-
tion controls liquidations and payments
through bank registers. Finally, employ-
ees receive their salary by check or by
credit in a bank account, comparing the
details of their income against the ac-
count statement to verify accuracy. It is
only a matter of time until the entire la-
bor system shall adopt these processes.

ON THE KNOWLEDGE FRONTIER:
KNOWLEDGE MANAGEMENT FOR HR:
HEY,WHAT ABOUTUS? ......... 86
By Scott 1. Tannenbaum and George M. Alliger
We encourage HR professionals to
launch a knowledge management (KM)
effort for their own community of prac-
tice. HR jobs can be prime candidates for
a KM initiative because they are usually
knowledge-and information-intensive.
Moreover, field-based HR professionals
can often benefit from access to tools,
resources, information and expertise
that exists elsewhere in the organization.
To foster effective knowledge manage-
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L

ment HR can apply some of the same
steps and practices if conducting a KM
initiative for another group. A case study
illustrates how HR can apply KM to en-
hance the effectiveness of HR general-
ists. Even if HR has not been involved in
prior KM efforts, then an opportunity to
build its own KM process may be the
lever that HR needs to participate in KM
initiatives in other domains.

Working in the Connected World:
SOCIAL CAPITAL — THE KILLERAPP
FOR HR IN THE 21ST CENTURY .. .89
By Valdis Krebs

In the 20th century, the human re-
sources function evolved and became
quite adept at managing human capital
defined as the skills, knowledge and expe-
rience of individual employees within the
firm. Just as HR was gaining competen-
cies in this arena, the new economy came
along and moved the goal posts. It is no
longer sufficient to manage individual as-
sets. The HR professional of the 21st cen-
tury must manage connected assets —
human capital plus social capital. HR
once focussed only on within-employee
factors. In the new competitive landscape
they must also consider between-em-
ployee factors, connections that combine
to create new processes, products and
services. Social capital encompasses
communities of practice, knowledge ex-
changes, information flows, interest
groups, social networks and other emer-
gent connections between employees,
suppliers, regulators, partners and cus-
tomers. Social capital is what connects
various forms of human capital. In the
networked economy, the organization
with the best connections wins!

Executive Views on HR Technology :
INTERVIEW WITH SUSAN ]

BYINGTON . ....civeieeennnnnn 92
By Jay F. Stright

The healthcare industry is changing
more rapidly than at any other time in
its history. Management layers are be-
ing taken out, new technologies are
evolving almost every day, and merg-
ers and joint operating agreements are
becoming accepted as a normal course
of business. Cost pressures resulting
from these changes increase the need
to generate high value from all funding
allocated to support the HR function.

This scenario is discussed with Susan
]. Byington, system vice president of
human resources for Providence
Health System, an organization with
more than 34,000 employees in loca-
tions from Alaska to Southern Califor-
nia. Providence is currently in the plan-
ning stage for a phased deployment of
an integrated human resources man-
agement system (HRMS) approach.
What issues are being considered?
This interview in our HR Technology
series covers topics ranging from orga-
nizational development, management
culture and training to the changing
needs of knowledge-workers in a
highly knowledge-intensive industry.

Legal Update — United States :

WHEN EMPLOYEES COMPETE —
DUTY OF LOYALTY IN THE
WORKPLACE ......coiieeeennn 95
By Edward Lee Isler, Esq.

The relationship between employers
and employees in the United States has
changed over the past 30 years. While a
sense of loyalty still permeates many
workplaces, employees now rarely hesi-
tate to leave employment if a better op-
portunity presents itself. The law has al-
ways sought to protect employers from
employees’ harmful activities by requir-
ing that employees observe a duty of loy-
alty toward their employer. Recently,
courts have looked anew at the balance
between an employee’s right to work for,
or set up, a competing enterprise, with
an employer’s right to expect employee
loyalty. This article outlines duties im-
posed on employees as they serve their
employers and examines issues associ-
ated with a breach of these duties. Often
such duties are spelled out contractually
in some form of restrictive covenant.
This discussion focuses on claims that
may arise in the absence of, or in addi-
tion to, such a covenant.

Legal Update — Europe:
BESTVALUEINTHEUK ......... 97
By Phil Jones

In April 2000, the business goal of
“best value” acquired legal force within
the United Kingdom (UK), marking a key
stage in a drive by the UK government to
modernise local government and im-
prove public services. The UK Local Gov-
ernment Act 1999 imposes on what are

termed “best value authorities,” a duty of
continuous improvement in the way their
functions are exercised. These authorities
are not private or commercial enter-
prises, but manifestations of national
government in its various local guises.
The authorities concerned are required to
secure continuous improvement in the
economy, efficiency and effectiveness of
the way in which they discharge their var-
ious duties. One consequence of this de-
velopment may be that public sector
managers give greater consideration to
outsourcing IT functions. This article dis-
cusses related issues and considers
whether the application service provider
(ASP) model may be one beneficiary of
this new legislation.

HRIS Case Study:
PICKING UPTHEPACE .......... 99
by David A. Link

This case study (the fourth in a series)
focuses on the activities of the HRIS
Strategic Planning Committee. Strategic
objectives have been agreed upon and
the Committee is establishing a frame-
work for aligning priorities with these ob-
jectives. Using dialogue within this rep-
resentative team, the study traces
participants’ views as they discuss how
to proceed. The committee is focused on
developing actions based on objectives
agreed with the EVP of HR and the exec-
utive committee of the firm. Recent ac-
tivity has focused on providing better re-
cruitment and retention processes. The
team has discovered opportunities to
dovetail with the Corporate Portal initia-
tive. Better understanding of the linkage
between the HRIS and Corporate Portal
has revealed good synergy, but has also
uncovered gaps that need to be filled
quickly. To accommodate high priority
applications in the midst of other press-
ing activities, the team is considering
moving some processes to an applica-
tion service provider (ASP) model.

BOOKREVIEWS ......cov0vuen 102
By Lisa Marie Plantamura, Ph.D.

The three books reviewed in this col-
umn focus on career development in the
themes of networking, searching for —
and changing — jobs. Dig Your Well Be-
fore You're Thirsty by Harvey Mackay of-
fers practical advice on improving your
career by building and maintaining a
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personal network throughout life. In Quit
Your Job Often and Get Big Raises, Gor-
don Miller presents his model and a jus-
tification for frequent job changes to in-
crease salary exponentially. While his
assessment of the current business cli-
mate is fairly accurate and some of his
advice is quite pragmatic, Miller does
not delve deeply enough into each topic
to provide real value. In contrast, Richard
Nelson Bolles’ Job Hunting on the Inter-
net is full of realistic information and
guidance to hundreds of web sites with
career and position information: this lit-
tle reference book is a real treasure for
job seekers.
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Department of Personnel: Commis-
sioner's Executive Task Force on the Se-
nior Executive Service and Title Consoli-
dation. He is a frequent speaker at
meetings and conferences of such orga-
nizations as the American Compensation
Association, Academy of Management,
International Federation for Information

Processing and the Society for Industrial
and Organizational Psychology. He can
be reached at cfay@rci.rutgers.edu.

ROW HENSON is Vice President of HRMS
Product Strategy at PeopleSoft where she
is responsible for the HRMS product line.
Her prior experience includes over 15
years in the computer software industry
with Dun & Bradstreet Software and
Cullinet (now part of Computer Associ-
ates) where she was primarily focused on
sales, support, and development of hu-
man resource systems. Henson was voted
one of the “Top 10 Women in Technology”
by Computer Currents. She has been a
frequent speaker at HR industry associa-
tion meetings, including IHRIM, AMR In-
ternational, IQPC, SHRM, APA, IR, ASPM,
and HRMS Expo. Additionally, she has
been published in numerous personnel
and software periodicals such as Personnel
Journal, Software Magazine, HR Executive, and
Benefits & Compensation Solutions. Prior to
working in the HR software world, Henson
was a Director of Personnel for seven
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. CARL C. HOFFMANN is a partner with
PricewaterhouseCoopers. Prior to this, he
was President and CEO of Hoffman Re-
search Associates, a research and con-
sulting firm he founded in 1978. With
more than 20 years of experience in the
fields of systems development, statistical
analysis, and business process redesign,
he is recognized as an expert in the area
of human resource information systems.
Hoffmann provides consultation services
for corporate executives, HR planners
and HR information managers on a wide
range of workforce planning issues, in-
cluding job analysis, employee selection
and development, competency and per-
formance management, and compensa-
tion. He specializes in the design, devel-
opment, and strategic use of
knowledge-based reporting systems tai-
lored to individual organizational re-
quirements and environments. Hoffman
received his master’'s and doctorate de-
grees in Sociology from the University of
North Carolina at Chapel Hill. Hoffmann

also has extensive experience in provid-
ing litigation support services related to
employment practices, labor arbitration,
and corporate ethics. He can be reached
at carl.hoffmann@us.pwcglobal.com.

DR. MICHAEL J. KAVANAGH is a Professor
of Management and Psychology at the
University of Albany where he serves as
Director of the Ph.D. program in Organi-
zational Studies and developed the
M.B.A. specialization in HRIS. Ka-
vanaugh received his Ph.D. in Industrial
Psychology from lowa State University
and is a licensed psychologist. He is a
Fellow of the American Psychological So-
ciety and the Society for Industrial and
Organizational Psychology. He is a past
editor of Group & Organizational Manage-
ment, and he has published over 175 pa-
pers 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 sys-
tems, implementation of new technology
and international HR management. He
can be reached at BigMickAlbany@
postoffice.worldnet.att.net.

JENNI LEHMAN is a research director and
an industry analyst with Gartner Group,
Inc. a leading organization for IT research
and advisory services, in the area of Ad-
ministrative Applications Strategies. Her
research focuses on human resources
business practice, human resources man-
agement systems and advanced tech-
nologies for the HR market. 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
consult “in the real world.” Her clients in-
clude for-profit corporations recruiting
high-tech job seekers and the academic
institutions and programs producing
them. Previously, she served as an Asso-
ciate Professor at the University of Ore-
gon’s Lundquist College of Business
where she taught courses in information
technology, including MIS, HRIM and
project management. Melone was on the
Information Systems faculty at Carnegie
Mellon University's Graduate School of
Industrial Administration, where she
helped craft an interdisciplinary M.S. in
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Software Engineering. She has held pro-
fessional positions in the computer and
financial industries in strategic planning,
planning 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 Hu-
man Learning. She received an MLS and
MAIR from the University of lowa, where
she held a fellowship in the Center for
Labor and Management. She can be
reached at nmelone@nauticom.net.

VINNIE MIRCHANDANI is President of
IQ4hire, a digital marketplace for con-
sulting projects around e-commerce,
customer relationship management,
ERP and other IT markets. He is well
known as an IT industry thought leader
and has an impressive rolodex of con-
tacts in the technology and financial
marketplaces. Prior to this entrepreneur-
ial effort, Mirchandani was a Vice Presi-
dent at GartnerGroup, analyzing applica-
tions software vendors, and systems
integrators. Prior to joining Gartner-
Group, he had a 13-year, multi-national
consulting career with Price Waterhouse.
Mirchandani has written and presented
extensively on trends in the IT market.
He wrote many influential research re-
ports for GartnerGroup and has been
published in CFO Magazine, ExecutiveEdge,
Information Week, and IHRIM Journal,
among others. In addition, he has been
quoted in over 15 leading business and
technology publications including Busi-
nessWeek, C1O, Computerworld, Integration-
Management and the New York Times
among others. He is a regular speaker at
the annual Forbes CFO conference. In
addition he is a featured speaker at a
number of GartnerGroup and other in-
dustry events. Mirchandani holds an
MBA from Texas Christian University and
a CPA certificate from Texas. He can be
reached at vinniem@iq4hire.com.

DR. MARGI OLSON is General Manager,
knowledge-based systems for Lend
Lease Corporation. In this role, she is re-
sponsible for defining the company’s
global knowledge strategy framework. In
addition, she works with the business
unit CIOs to initiate, implement and

share knowledge management initia-
tives. Prior to joining Lend Lease, Olson
spent nine years in management consult-
ing, specializing in business process re-
engineering and knowledge manage-
ment. Most recently, she had global
responsibility for defining and bringing
to market knowledge management solu-
tions for Lotus Development Corpora-
tion. Olson migrated to Australia in 1990
from the U.S. Prior to that, she was a pro-
fessor 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 President
of SPECTRUM Human Resource Systems
Corporation, a Denver, Colorado-based
provider of software for use in human re-
source management, benefits adminis-
tration, and training and development.
Prior to forming SPECTRUM in 1984,
Spoor's previous responsibilities in-
cluded a 25-year career in both HR and
line management with various Fortune
500 corporations. His experience also in-
cludes over 15 years of executive-level re-
sponsibility for global HR operations.
Spoor has earned a reputation as an in-
novator who focuses primarily on ad-
dressing strategic organizational busi-
ness issues. He has a B.S. in Industrial
Psychology from the University of lllinois.
Spoor has authored a number of articles,
been a contributing author to several
professional handbooks and textbooks,
and has been a regular speaker and pan-
elist on such topics as HR and HR sys-
tems, entrepreneurism, and emerging
trends in technology. He can be reached
at jspoor@spectrumhr.com.

ROBERT H. STAMBAUGH is President of
Kapa'a Associates, a Hawaii-based con-
sulting firm which specializes in using
information technology to improve orga-
nizational 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

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 future challenges and direction. He
can be reached at stambaugh-kapaa@
worldnet.att.net.

JAY F. STRIGHT is the Executive Director
of Management Consulting for AG Con-
sulting, a wholly-owned subsidiary of
ADP, Inc., where he is responsible for as-
sisting human resources and finance ex-
ecutives to take advantage of opportuni-
ties rising from the implementation of
new application software to employ
business process automation to increase
the alignment of organizational struc-
tures and processes to enterprise busi-
ness objectives. Stright has over 30 years
of experience in management, integra-
tion, and human resources. Prior to join-
ing AG, he worked for Chevron where he
integrated HR processes, technology,
and structures to increase leverage with
Chevron’s core business. Stright is a rec-
ognized expert in strategic human orga-
nization issues, the use of technology in
HR, the application of benchmarking to
HR processes, and balancing the cost
and value of HR products and services to
the business objectives of the enterprise.
He is an executive guest lecturer and ad-
junct instructor at several colleges and
universities and a provider of profes-
sional seminars. He has been an na-
tional officer 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” competi-
tive advantage. He is also head of the HR
Strategic Forecasting Project, whose
goal is to forecast and anticipate HR is-
sues and opportunities. He can be
reached at JohnS@sfsu.edu

DR. SCOTT I. TANNENBAUM Is President
of the Group for Organizational Effective-
ness, Inc. (gOE). Throughout his career he
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has consulted to numerous organiza-
tions, supporting their efforts to lead peo-
ple, facilitate change, and manage knowl-
edge. 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 knowledge management topics. He
has reviewed for over 15 professional
journals and co-authored one of the first
university related texts on HRIS. His re-
search on HR-related topics has won
awards from the National Academy of
Management and the American Society
for Training and Development. He has a
Ph.D. in Industrial/Organizational Psy-
chology from Old Dominion University
and maintains a part-time faculty posi-
tion in the School of Business 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 currently
has offices in Atlanta, Paris, Munich,
Barcelona, Mexico, Buenos Aires and
Santiago. Apart from developing and im-
plementing 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 Corpo-
ration, and as an HR Director for Ander-
sen Consulting. He has been published
in Computerworld, PC Week, and Expansidn.
Vila has a bachelor's degree in Psychol-
ogy and a certificate in Industrial Psy-
chology from the University 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 Technol-
ogy practice which specializes in the ap-
plication of computer-based technology
to HR and management functions. Some
of his clients include Aetna, Citibank,
IBM, Lucent Technologies, Motorola,
Raytheon and Sears Roebuck. Before
joining Towers Perrin in 1984, Walker di-
rected the HR systems operations at

ATET for 17 years. He is a well-known au-
thor and lecturer, a founder and board
member of IHRIM and the Human Re-
sources Planning Society, and is an ad-
junct university professor. Walker's text-
book, HRIS Development, is considered the
seminal text in the HR systems field. His
second book, Handbook of HRIS: Reshaping
The HR Function With Technology, has been
widely acknowledged for setting the vi-
sion for technology-based HR functions.
He has a B.S. from Fordham University,
an M.B.A. in Economics from Seton Hall.
In 1994, he was given a Summit Award by
IHRIM for lifetime achievement to the
HR systems field. He can be reached at
walkeaj@towers.com.

HONORARY
EDITORIAL

ADVISORY BOARD

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

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

(November, 1997). His next book on en-
terprise systems, Connecting the Corpora-
tion, is scheduled for publication by Har-
vard Business School Press in 1999. His
articles have appeared in Harvard Business
Review, Sloan Management Review, California
Management Review and many other publi-
cations. Tom also writes a monthly col-
umn 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 organiza-
tions. 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, Germany and received an
honorary Ph.D. from the University of
Klagenfurt, Austria. He has been a mem-
ber of HRSP since 1991 and has spoken
at numerous conferences and events. He
can be reached at Klaus.Tschira@kts.
villa-bosch.de.

DR. DAVID ULRICH is a Professor of Busi-
ness Administration at the University of
Michigan where he is the Co-Director of
the university's Advanced Human Re-
source Executive Program. He has gener-
ated an award-winning national data-
base 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 au-
thor of Human Resource Champions: The Next
Agenda for Adding Value and Delivery Results.
He is the editor of Human Resource Man-
agement, serves on the editorial board of
five other journals, and writes a monthly
column for Human Resource Executive. He is
a Fellow in the National Academy of Hu-
man 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. Ulrich received the Peri-
cles Pro Meritus Award for outstanding
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contributions to the HR field and has
consulted and done research with over
half of the Fortune 200. He can be
reached at dou@umich.edu.

INTERNATIONAL

CORRESPONDENTS

AFRICAN CORRESPONDENT

PHILLIP BOOTH has worked on a number
of HR and payroll packages within
Southern Africa, ranging from mainframe
systems to client/server-based applica-
tions. He comes from a functional HR
background within The Anglo American
Corporation, one of Southern Africa’s
largest corporations, where he moved
into the HR systems arena in 1993. He
was appointed to SAP Southern Africa in
1994 as a consultant, specialising in the
implementation of personnel develop-
ment and planning functionality and the
integrated SAP R/3 HRIS. He was ap-
pointed Product Manager for Human Re-
sources for SAP Southern Africa in 1996
and has responsibility for all sub-Saha-
ran operations. In this capacity, he ad-
dresses audiences on a variety of HR re-
lated topics, from the changing role of
HR in people management to systems
support for strategic people manage-
ment 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.

AUSTRALASIA CORRESPONDENT

JOHN MACY is the Principal HR
Consultant and Managing Director of
Competitive Edge Technology, an Aus-
tralian-based consulting business spe-
cialising in HRIS. He has over 30 years of
experience in HR as both a practitioner
and HRIS professional, most of which
has been spent with Qantas Airways
where he managed the implementation
of a worldwide HR system. Macy writes a
regular column on current HRIS issues
for the Australian Human Resource
Institute’s HR Monthly magazine and has
had numerous articles published in
Australia and the U.S. He is a member of
the IHRIM.link Editorial Committee and
IHRIM's Global SIG. He is also the

Chairperson of an Australian standards
committee tasked with developing an
information exchange standard for per-
sonal and organizational data. Macy has
spoken at many conferences in Asia,
Australia, New Zealand and the U.S. on
HRIS technology subjects. He can be
reached at CET7@Compuserve.com.

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
Catélica Argentina, and in the Human
Resources Masters Program at the Uni-
versidad del Salvador and the Universi-
dad Austral in Buenos Aires, Argentina.
He also acts as a consultant to interna-
tional labor organizations, such as the
ILO, the United Nations and the World
Bank and has given numerous lectures
and seminars at foreign 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 Seguri-
dad Social, an essential book for stu-
dents in undergraduate and graduate
courses, and for HR managers and direc-
tors. He has acted as counsel regarding
legislation and has participated in nu-
merous legislative and research commis-
sions to promote reforms for labor mod-
ernization in Latin America. He can be
reached at dediegoj@datamarkets.
com.ar.

NORTH AMERICAN CORRESPONDENT
IAN TURNBULL is a Knowledge Manager
for HR.com, a knowledge hub for human
resource management. Turnbull has con-
sulted throughout North America on the
selection, implementation and strategic
and operational integration of human re-
sources information management sys-
tems within organizations. He has held
senior HR positions in healthcare, engi-
neering, consulting and education, and
has consulted in manufacturing, mining,
forestry, hospitality and government. He
is a founding director and current chief
financial officer for IHRIM and a director
of the Canadian Council of Human Re-

source Association (CCHRA). Turnbull
has co-authored two books on HRMS,
has taught HRMS at the Centre for In-
dustrial Relations at the University of
Toronto and is a frequent speaker at hu-
man resources, payroll and general man-
agement conferences worldwide. He can
be reached at iturnbull@hr.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 recently
as Product Architect for Oracle HRMS
Applications. She is responsible for the
functional direction of Oracle’s Human
Resources applications, including the
legislative extensions for many coun-
tries. She can be reached at jpentico@
uk.oracle.com.

CONTRIBUTING

COLUMNISTS

DR. GEORGE M. ALLIGER is Director of
Solutions for the Group for Organiza-
tional Effectiveness, Inc. (gOE). He has
taught, researched, published, and con-
sulted extensively in such areas as work
analysis, computerized testing and sup-
port systems, and training evaluation. His
clients have included IBM, American Ex-
press, Progressive Insurance, The Com-
puter Society of the IEEE, and the U.S. Air
Force. Dr. Alliger received his Ph.D. in In-
dustrial/Organizational Psychology from
the University of Akron. Most recently, he
and gOE have focused on several innova-
tive projects, including a performance
support system to assist HR professionals
serve as better internal consultants. He
can be reached at George.Alliger@
groupOE.com.

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 em-
ployee benefits law. He graduated in 1983
from the University of Virginia with a BA
in Government and Economics. In 1987,
he graduated from the College of William
& Mary, Marshall-Wythe School of Law,
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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 pri-
vate 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. Previ-
ously, he spent seven years practicing la-
bor, employment, 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 con-
sultant and the author of InflowTM, a
software-based social systems analysis
methodology that maps and measures
knowledge exchange, information flow,
informal networks, communities of prac-
tice and emergent groups within and be-
tween organizations. Krebs is a collabo-
rative researcher with Ernst & Young's
Center for Business Innovation and has
degrees in Mathematics, Computer Sci-
ence and Human Resources. He can be
reached at valdis@orgnet.com.

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 applica-
tions for human resource functions and
he pioneered the creation of enterprise
self-service (ESS) concepts and technol-
ogy. In his current role, Lapointe directs
the management consulting resources
for Renaissance Worldwide, with a partic-
ular focus on assisting organizations in
managing and improving enterprise per-
formance. A frequent writer and industry
spokesman, Lapointe is also a long-time
member of International Association for
Human Resource Information Manage-
ment (IHRIM). He is a past president of
the New York Chapter, and a former
member of the New England Chapter
Board of Directors. He can be reached at
joel_lapointe@hunter-group.com.

DAVID A. LINK is a recognized leader in
transforming the HR function via self ser-
vice, call center, workflow automation and
enterprise information portal solutions.
With over 15 years of business, technol-
ogy and strategy consulting experience,
he has worked to pioneer new methods
for HR service delivery. Mr. Link is an in-
dustry thought leader and is credited with
many early innovations in kiosk, voice re-
sponse and Internet based HR solutions
that dramatically improve the way HR in-
teracts with its customers and serves the
organization. Currently, he serves as Vice
President of the eWorkplace™ practice at
The Hunter Group, focused on helping or-
ganizations derive maximum benefit from
enterprise systems across HR, Finance
and Supply Chain. Mr. Link is a frequent
speaker and author on technology issues
affecting the HR function. He is an active
member, past board member and 1999
member of the year with the Mid-Atlantic
IHRIM chapter and a frequent contributor
to IHRIM.link. He can be reached at
david_link@hunter-group.com.

AUTHORS’

GUIDELINES

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 ITHRIM 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 OB]ECTIVES

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;

[1 a global publication with a focus on
multinational and regional differences
around the world; and,

[] avehicle 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
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,
[1 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-

[HRIM Journal < June 2000

113




AUTHORS’ GUIDLEINES

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

EXECUTIVE SUMMARY

The authors must include an 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 author's name, title, current com-
pany or organization, academic or pro-
fessional affiliations, e-mail address,
relevant experience in the HRIM field,
educational background, and any rele-
vant credentials. The author should
also include a complete mailing ad-
dress and telephone numbers for fur-
ther correspondence.

CITATIONS

Full information on all sources
cited in the article must be shown as
footnotes or bibliographic references.
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,
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