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VISIONS OF THE FUTURE: YVAPORWARE .
..ORAROMATHERAPY? . . . ... 5
By Robert H. Stambaugh

Many consultants and practitioners
were brought up to be suspicious of ven-
dor claims that a future enhancement
would satisfy some part of potential buy-
ers’ needs. “Vaporware” was the typical
response to such claims. But, things are
not as they were. Stambaugh argues that
we need to judge vendors as much on va-
porware as on existing functionality.
Some vendors already listen closely to
users when prioritizing system enhance-
ments — recognition that the customer,
not the software producer, has the best
idea on what “real users” really need.
Keeping close to the customer during
rapid change is the name of the game.
This shift in vendor approach, plus the
growth of application service providers
(ASP), is sounding the death knell for in-
house HR systems. Stambaugh considers
strategic planning in this new environ-
ment and concludes that the previously
maligned vaporware will be an important
ingredient in such planning. Not so much
vaporware as aromatherapy!

VISIONS OF THE FUTURE:
THE WORKFORCE OF THE FUTURE . .8
By Alfred ]. Walker

The workplace will change dramati-
cally from today’s office centered envi-
ronment to a more dispersed wired
world, not restricted to a fixed schedule.
The workers of the future will be seeking
an environment in which they can find
interesting and challenging work, where
they have an opportunity for continuous
learning, and with sufficient scheduling
freedom to enjoy the lifestyles they want.
This article discusses some of the tech-
nology shifts and social and demo-
graphic forces that will change the work-
force and the way we conduct business,
along with the issues these changes por-
tend for the HR function and systems. In
this new environment, the future workers
will be able to pick and choose their own
level of training, whether they work at

home or in an office, as well as co-work-
ers, technology equipment, amount of
compensation, level of benefits, benefits
supplier, working schedule, etc. Walker
gives readers a better understanding of
the implications of these changes on the
employment landscape, the HR function
and the deployment of HR technology.

VISIONS OF THE FUTURE: BUILDING
THE HR BUSINESS PARTNER ..... 13
By Scott 1. Tannenbaum, Ph.D.

Will your HR function add more value
in the next few years? If your function
successfully transitions into a business
partner role, then the answer is probably
“yes.” HR business partners work closely
with internal customers to identify and
remove obstacles to business success.
They provide advice and implement so-
lutions. Regardless of their title, busi-
ness partners often serve as a type of in-
ternal consultant. This article explores
the near future of HR by tracking four HR
functions, three years into the future. It
elaborates on what it means to be an HR
business partner and describes the skills
and knowledge needed to succeed in
that role. It also describes some of the
challenges and opportunities to building
internal capabilities and successfully
transforming an HR function.

VISIONS OF THE FUTURE: THE PACE
OF TECHNOLOGY INNOVATION . .. .. 19
By Row Henson

In this vision of the future, Row Hen-
son takes a look at the future of HRMS
from the vendor's perspective. To really
appreciate the pace at which we are see-
ing technology emerge, Henson starts
with a quick reflection of the past from
an HRMS point of view. In the future, it's
no longer going to be enough just to do
transaction processing. We need a con-
vergent business model that combines
content with transactions. Workforce
analysis tells us what is happening in
the organization and hopefully can help
us predict rather the react. Marketplaces
are going to be the basis for content
around knowledge management and the
sharing of information within and be-
yond our virtual walls. The vendor com-
munity must begin to understand the
true value of their software and how to
price and package it accordingly. In the
future, customers will look for a better

return on their investment and a re-
duced price of ownership.

VISIONS OF THE FUTURE:
THE FUTURE OF EMPLOYEE
DATA MANAGEMENT ........... 21
By James W. Candler

Since the very beginning of HRIS in
the late 1960’s, accurate employee data
has been virtuously sought, with very few
companies achieving the ultimate goal.
Accurate people data was not exactly the
goal of these efforts but rather a notable
by-product of a well-planned and imple-
mented HRIS. We lived in a process-cen-
tric world where our success or failure de-
pended on the ever more efficient
reduction of the time and materials re-
quired to effectively complete a given
process or transaction. Today e-directo-
ries are totally missing “people-centric”
items such as home address, emergency
contact, who reports to whom and myriad
other important items just important to
the people, not the machines. We (HR)
are going to lose yet another opportunity
to add true value to the corporations we
serve. If we don’'t move now, the time will
pass for us to assume a leadership posi-
tion. We must put the people element
into the coming Internet Directory revo-
lution. If we don't, no one else will.

VISIONS OF THE FUTURE:
WE NEED LESS IM, MORE
OLD-FASHIONEDHR ........... 24
By Vinnie Mirchandani

Vinnie Mirchandani provides a per-
sonal perspective about the role of HR in
a startup. Myths abound about startups;
however, very little research has been
done around human resources and orga-
nizational development issues involving
them. People are vital to startups, so the
HR function is critical. On the other
hand, their HR technology needs are
fairly basic and the mix of HR
resource/technology is the reverse found
in larger companies. Mirchandani dis-
cusses three surprises for managing HR
in a startup: (1) HR technology has not
been overly impressive; (2) management
of growth spurts has been difficult and,
(3) benchmarks have been elusive. To
sustain the rich innovation startups can
deliver, we need to understand their spe-
cial needs and HR needs to spend more
time researching their unique needs to
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deliver technology, outsourcing and
other customized solutions. Startups de-
serve to be studied and benchmarked,
not just scorned nor envied.

HR TECHNOLOGY INTHE FUTURE . .27
By Row Henson

No discussion of technology can be-
gin without looking at the changing busi-
ness landscape such innovations must
address. In this article, Row Henson ex-
pands on her other articles, starting with
additional material on some of today’s
short-term business issues that depend
on technology. Technologies that are
simply sizzly Star Wars phenomena will
only grow and survive if they are truly
dealing with real-world issues. Some of
the technologies discussed in this article
— the ones closer to the next decade —
are unproven in their ability to really
solve business, economic or even per-
sonal issues. However, they give us
something to think about that may be a
little outside our comfort zone. Henson
looks out a little farther than might be
normally comfortable for anyone trying
to predict technology in an attempt to
help us see the issues facing us today
and to recognize the speed at which we
have to adapt and change in the future.

GLOBALIZING HRIS THE NEW
TRANSNATIONAL MODEL ........ 30
By Karen Beaman and Alfred | Walker

The term “global HRIS” has been used
to denote many different types of organi-
zations, systems and environments. In-
deed, the word “global” has become one
of the hottest “buzz words” of recent
years. With the accelerating pace of
change brought about by the Internet
and by high-speed communications and
transportation, distances are shrinking
and borders are breaking down. Every or-
ganization is now running into so-called
“global” issues. In this article, Beaman
and Walker define a new model for global
HRIS that encompasses a new organiza-
tional structure, alternative system archi-
tectures, and distributed methods of HR
service delivery. Drawing on the work of
Christopher Bartlett and Sumantra
Ghoshal, the authors attempt to eluci-
date and consolidate the myriad models
and architectures that have been talked
about over the past decade. The authors
also present the results of a small survey

of large global corporations used to test
the real-world fit between what organiza-
tions are actually doing and what consul-
tants and theorists say they are doing.

KNOWLEDGE NETWORKS:
WE ARE OUR ARTEFACTS ........ 44
By Charles Armstrong and Valdis Krebs
Extending organizational capability to
meet dynamic market demands contin-
ues to challenge most industries today.
The organization is expected to respond
rapidly and reconfigure itself to adapt to
the marketplace. This is a role that hu-
man resources is expected to do more
and more. Yet the strands of “organiza-
tional fabric” cannot always accommo-
date these demands. These strands must
be elastic to respond with agility, and
elasticity can only come from improving
the learning capability and learning ca-
pacity of an organization. Learning within
the enclosed confines of a static organi-
zation will only beget cloned mindsets
and will not extend organizational capa-
bilities sufficiently and rapidly. This is be-
cause a closed network is exposed to the
same sources of information and ideas.
Diversifying connections and extending
outside the local network is important for
bringing in new data that will fuel innova-
tion. This is the first step to making an or-
ganization porous and is essential for im-
proved learning capability. Is HR able to
help the captain of the corporation turn
the mighty ship in a new direction?

ORGANIZATIONAL KNOWLEDGE
MAPPING: BUILDING A KNOWLEDGE-
BASED ORGANIZATION ......... 48
By Gerald R. Falkowski

and Robert A. Ray, Jr.

Are your organization’s intellectual
assets being put to their best use?

Are people exchanging ideas freely
and learning from one another?

Are your centers of knowledge foun-
tains or fortresses?

With the growing importance of
knowledge management and resulting
reliance on knowledge workers (those
who generate intellectual rather than
physical output), executives today are
facing challenges in ensuring that knowl-
edge workers are able to maximize their
contributions to the organization in a
“penaltyfree” environment where they
are encouraged to take risks and learn

from their mistakes. Organizations that
establish learning as a priority, through
the sharing and reuse of the knowledge
and information of their employees, can
realize sustainable competitive advan-
tage. Using the Organizational Knowl-
edge Mapping assessment tool to deter-
mine if an organization is sharing and
reusing information and knowledge opti-
mally, organizations can pinpoint gaps in
knowledge sharing and reuse and ulti-
mately develop actions to achieving op-
timal knowledge sharing.

STRATEGIES FOR MANAGING THE
CONSULTANT RELATIONSHIP IN MID-
SIZE ENTERPRISE HR PROJECTS .. .52
By Pat Phelan and Jason Pitou

Today, many of the assumptions
about HR technology projects in the mid-
size enterprise (MSE) are in flux. MSEs
are faced with the same complex busi-
ness drivers that plague large enterprises,
but are more likely to be hampered by re-
source and budgetary constraints and a
risk-averse corporate culture. Contrary to
the market hype brought on by the ad-
vent of better implementation tools de-
signed for lower-cost implementations,
MSEs implementing an HR system re-
main at a high risk of implementation
cost overruns. With leaner staffing mod-
els and tighter budgets than larger com-
panies they often rely on third-party con-
sultants and system integrators (SIs).
MSEs will more effectively control costs
and effort by following certain project
guidelines when using these consultants
for HR package selection and implemen-
tation. This article examines strategies
for the MSE-consultant relationship
when using consultants for package se-
lection and implementation, rating con-
sultant teams and negotiating well-
planned system integrator agreements.
Best results are achieved when the enter-
prise and the vendor approach the pro-
ject as a part of a long-term relationship
with common realistic expectations.

AFTER THE VOLCANO ... OR LIFE
INTHE NEW HRVILLAGE ........ 56
By Sally Grande and Civi Jacobsen

Leaders in large HR and IT depart-
ments across North America who are
cited for HR best practices still struggle
with redefining HR success as measured
by contribution to shareholder value,
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growth in product and service innovation
and market dominance. It seems clear
that HR must realign its product offering
and service delivery to meet these new
metrics (the “Metamorphosis Strategy”) or
face becoming “HR NewCo.” The key dif-
ferentiator consists of embedding HR into
the business and wrapping the business
model around the client. From early data
mining efforts in the retail sector to one of
e-business’ most lucrative approaches,
the “life event model” is actually a tradi-
tional HR model. Business clients will
adopt the HR practices they find most
valuable, along with those that promote
the health of the organization and im-
prove the work-life of employees. These
two strategies are not mutually exclusive;
they may even be co-dependent. The au-
thors see the internal HR professional be-
coming more of a negotiator, compliance
governor or vendor manager, and envision
NewCo's HR staff with both the skills of
the past and the knowledge worker’s infor-
mation savvy and analytical abilities.

ALIGNING PEOPLE TO STRATEGY . .59
By Tim Bean and Bernhard Schweizer
Successful strategy execution requires
the engagement of each and every em-
ployee. This article describes how HR
practitioners need to embrace human
capital management (HCM) to communi-
cate, enforce, model and measure the hu-
man contribution and become strategic
advisors for all people-related processes.
A system linking all elements of strategy
definition, communication, and execu-
tion and simulation, both top-down and
bottom-up, is crucial for success. Since
change is the only constant in today’s
competitive environment, simulation ca-
pabilities for change readiness, as well as
integrated change management tools, are
required. These strategic tools will only
add value if they are simple to use, flexi-
ble to leverage and tightly integrated into
the current HRIS system infrastructure.

A SUCCESSFUL WORLDWIDE DECISION
SUPPORT SOLUTION -
ACASESTUDY ....cvvvveeennnn 64
By Bruce T. Jonson and Robert Rupar

The merger of Price Waterhouse and
Coopers and Lybrand created PwC on July
1, 1998. This milestone brought change
to its operating systems, business
processes, culture and management,

forcing the organization to face the same
complex business challenges it helps its
Fortune 1000 clients overcome. One of
the most significant challenges the com-
pany had to overcome was improving its
human resources data collection and
management process to efficiently sup-
port senior executives from seven distinct
lines of business along with other deci-
sion makers within the organization. PwC
successfully met its HR global data col-
lection and management challenges, and
is now sharing its story. This article pro-
vides an inside look at how two large,
global organizations combined their HR
systems into a successful solution for one
of the largest companies in the world.

Working in the Connected World
KISS OF THE LOVE SPIDER ....... 71
By Valdis Krebs

This article addresses the threat of
computer viruses, using the “LoveBug”
that recently caused global havoc as a
prime example. A distinction is made be-
tween computer networks, which carry
viruses and the social networks that fa-
cilitate their spread. Dense local clusters
of people, inter-connected by “bridges”
characterize social networks. A virus can
spread very quickly within a cluster, be-
cause of the multiplicity of infection
points available. It is at the bridges be-
tween clusters where a virus can best be
checked and here the issue of IT diversity
arises. The author notes that companies
with homogeneous Microsoft-based sys-
tems suffered most from LoveBug. An
analogy is made with the spread of bio-
logical diseases — the greater the diver-
sity, the more robust the population
against virus attacks. Diversity acts as a
firewall. Companies, it is suggested,
should introduce diversity at bridging
points, thus reducing their susceptibility
to virus attack.

In Their Own Words:
MICHAEL D. MCMASTER ........ 75
By Robert H. Stambaugh

In this new column, Bob Stambaugh
introduces us to some of the leading gu-
rus of knowledge management, organiza-
tional transformation, complexity theory
and a handful of other disciplines:
George Por, Arian Ward, Ron Burt, John
Seely Brown, Etienne Wenger, Michael
McMaster. In the next few issues, Stam-

baugh will talk about a few of them in a
way that allows you to decide if what they
say is relevant to your HRIS and your en-
vironment, by providing a representative
sample of their ideas, in their own words,
from their own books, articles and ad-
dresses. The first new face introduced in
this new series is Michael McMaster. He
has written two key books that address
organizations and their behavior in an in-
creasingly complex business environ-
ment. Both are centered around the con-
cept that organizations have their own
behavior and intelligence, and that it's
more than the sum of the behaviors of
the people in and around the entity itself.

HRIS LEGAL UPDATE: Europe
CATCHERINTHE NET .......... 80
By Phil Jones

Throughout the summer months, a
wide and prolonged debate has taken
place in the UK concerning the role of
governments in business, the growth of
e-commerce and the limits of state inter-
vention in a modern democratic society.
When the UK incorporated the European
Convention on Human Rights into British
law in October, it enacted the “Regulation
of Investigatory Powers (RIP) bill.” This al-
lows state security agencies to intercept
e-mails and mobile phone messaging,
and monitor what individuals and busi-
nesses are doing on the Internet. In con-
trast, employers who regularly monitor
their employees’ communications, as ap-
parently many UK companies do, could
find themselves in breach of the new law.
This column considers some of the its
implications, examines the potential ef-
fects for companies and individuals en-
trusted with decryption keys and the
strategic effect on e-commerce in the UK.

Executive Views on HR Technology:
INTERVIEW WITH PAT ] MENEELY . .84
By Jay F. Stright

The traditional career path for HR pro-
fessionals was to climb the ladder in one
or two firms, working toward a goal of be-
coming the leader of the HR function. It
has been suggested that HR executives of
the future will instead move among sev-
eral firms assisting with human organiza-
tion issues to create competitive advan-
tage. One factor impacting HR executives’
competencies in such a future is the com-
bining of HR and IT portfolios under a
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single executive. This issue is discussed
with Pat . Meneely, an executive who has
had responsibility for both of these func-
tions over the past 10 years. He contends
that both functions are critical compo-
nents for successful companies and each
area is a business within a business, op-
erating as a strategic partner to deliver
products and services that have value to
customers. Meneely suggests that in the
future, professionals will need a combi-
nation of IT and HR competencies.

HRIS Case Study:
DOWN THE STRETCH
THEYCOME! .....ciiveeennn. 87
By Joel R. Lapointe

This is the final case study segment on
issues faced in planning for the post-Y2K
era. It highlights issues and themes that
can be adopted to achieve HRIS objec-
tives. Many factors influence strategy, in-
cluding new information sources, features
and functions, ROl models and business-
aligned investments. Implementation of
Y2K solutions caused many organizations
to defer installation of modules and com-
ponents: their value now needs to be
tested against current business man-
dates. Proliferation of “information-only”
intranet sites is “cross-threaded” with per-
sonalized features now commonplace on
the Internet and the virtually unlimited
content of various databases has resulted
in new issues, particularly “info-glut.”
There is a consequent need to leverage in-
formation from all sources, notably from
data warehouses and ASPs are a new vari-
able in strategic planning. Justification-of-
investment (JOI) is the name of the game.
It is imperative that investments support
business objectives, provide competitive
advantage and empower better perfor-
mance throughout the organization.

BOOKREVIEWS .....vvvvenenn. 90
By Nancy Paule Melone, Ph.D.

The books reviewed in this issue’s col-
umn focus on electronic business and
electronic commerce. Because most
such books have a half-life of nanosec-
onds, the books are reviewed in decreas-
ing order of their probability of content
robustness over the long term. Informa-
tion Rules: A Strategic Guide to the Network
Economy, by Carl Shapiro and Hal Varian,
demonstrates in lay terms how the fun-
damental laws of microeconomics apply

in the information economy. The second
book, e-Business: Roadmap to Success, by
Ravi Kalakota and Marcia Robinson,
shows how conventional business prin-
ciples of information integration and co-
ordination apply in the “new economy.”
Finally, Digital Capital: Harnessing the Power
of Business Webs, by Don Tapscott, David
Ticoll and Alex Lowy, presents a taxon-
omy of future business models. Accord-
ing to the authors, this taxonomy pro-
vides direction for developing business
Web strategies. The book also includes a
chapter on human capital.

International Perspectives —
North America:
THE NORTH AMERICAN SCENE .. .94
By lan Turnbull

Recent observations of the North
American information systems industry,
and certainly the HRIS subset of interest
to IHRIM members, is the intensity of fo-
cus on “e-business” (e-biz). While not dis-
puting its relevance, there is a valid con-
cern that, just as with the client/server
explosion, there is far too much empha-
sis on the technology. In the experience
of many consultants, clients and
prospective client organizations have the
same issues today that they had five, and
even 10 years ago. We can certainly ex-
pect that the Internet in some form will
be part of “the solution” for most organi-
zations. But the technology of the Inter-
net should not be the focus nor should
any technology. A huge amount of this
business of HRIS/HRMS centers on
change management and not technology
of any kind. This column focuses on
“North American” issues, but clearly
there are global initiatives that will be
pivotal in North America. For example,
the highlights at the recent PC Expo were
prototypes of the Sony Palm OS-based
handheld computer, an expandable “SD”
(secure digital) platform for future Palm-
branded handhelds and expansion mod-
ules for the Handspring Visor. These non-
North American “drivers” will have a huge
impact on the business of HRIS/HRMS.

International Perspective — Europe
DOES THE UK WANT TO BE
EUROPEAN? ... .iiviiivnnnnnns 96
By Jackie Penticost

This article discusses how the im-
pending decisions of the UK on whether

to fully embrace Europe by adopting the
euro will affect human resources man-
agement. The next decade or so will
vastly change the shape and nature of the
EU, defining it not only in geographic,
monetary and political terms, but in its
attitudes to trading partners. The UK's
upcoming referendum will determine
whether the UK sits fully within the em-
brace of the EU and strengthens its trad-
ing power or whether it allies itself more
with the U.S. as it adopts a position on
the fringes of the EU and becomes a gate-
way for the U.S. into Europe. For the UK,
the choice is stark. By adopting the euro,
it can expect to be at the center of the Eu-
ropean Union fast track: wherever it is
heading, we will have a hand on the con-
trols. The UK will also have a voice in the
debate about what citizenship of the Eu-
ropean democracy really means. UK com-
panies will become part of the new wave
of European restructuring and will be
able to export more easily within Europe.
The price for joining is not insignificant.
The UK will miss out on a chance to de-
velop a role for itself independently of
the European framework. A U.S.-UK axis
might ensure a strong trading relation-
ship where the UK becomes the conduit
for goods and services from and to the
U.S. and mainland Europe. By adopting
the euro, the UK may distance itself from
its U.S. trading allies while competing
fiercely within Europe.

International Perspective — Australia
HRIS AT A JUNCTURE — THE FUTURE
OFE-HR! .......coviviviinnnn 99
By Ken Pritchett

The Australian experience is that HRIS
is at a critical juncture. Too many unmet
promises have been made! HRIS is very
underutilised. ERP implementations have
often been problematic and ESS has not
generally delivered the cost reductions or
utilisation. Vendors in Australia have not
been prepared to be solutions orientated.
Systems integrators have had difficulties
meeting user's expectations. Implemen-
tation costs have often been excessive.
The e-world is providing traditional busi-
ness and HR with its biggest challenge —
change or perish! Behind this is a funda-
mental paradigm shift — from gover-
nance founded on control to governance
founded on trust. This paradigm shift will
require HR to rethink and reform itself

October - December 2000 -

IHRIM Journal

IHRIM Journal -

October - December 2000




BIOGRAPHIES

and it must do so rapidly! The major
theme is that the real return for HRIS lies
in the fundamental workplace integration
and cultural change that will flow from a
shift to trust/universal access as the key
themes of our HRIS systems. This will re-
quire OD not HR.

International Perspective — Asia
FEEDING THE DRAGON: HOW THE
EMIGRANT SKILLED WORKFORCE
WILL PRIME CHINA’S PARTICIPATION
IN THE GLOBAL KNOWLEDGE
ECONOMY .. iviiiiinrnnnnns 101
By James Finlay

China’s free market reforms and flood-
ing foreign investment have given rise to
a plethora of startups and large multina-
tional enterprises (MNEs) operating in
the People’s Republic of China (PRC).
These organisations are the spearhead of
China’s entry into the global knowledge
economy. A key resource for successful
growth that is missing is skilled labour.
The short-term solution is to bring home
emigrant knowledge workers from over-
seas. China can adapt to the information
age faster than any other country still
founded in the manufacturing age,
thanks to the new breed of knowledge
worker. Returning up-skilled emigrants
will be the “starter” fuel for the PRC’s pen-
etration of the global knowledge econ-
omy. The tag “Made in China” could be
associated with technology developed
from a base of intellectual capital, rather
than low-tech manufactured goods.

International Perspective — Africa
KNOWLEDGE NEEDS
INANEWAGE ........cc0uun. 105
By Lorna Cook

This article examines emerging knowl-
edge requirements as organisations
strive to drive innovation, achieve opera-
tional excellence and improve customer
intimacy, and the relevance of technolog-
ical solutions in supporting internally
and externally focused knowledge man-
agement initiatives amongst African or-
ganisations. Although technology pro-
vides alternative learning solutions,
learning is significantly hampered by lack
of access to technology. In an African
context, poor adult literacy and computer
illiteracy, for example, hampers the
knowledge acquisition opportunities for
employees, particularly in the lower lev-

els of organisations. Knowledge manage-
ment can still work in African companies
if one looks beyond technology solutions
alone and seeks to harness the strengths
of an intrinsic collectivistic culture to
promote ongoing interpersonal and com-
munity-focused knowledge sharing.
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and was a recipient of the Summit Award
in 1995. Plantamura is an instructor for
IHRIM courses and an adjunct college in-
structor in systems analysis, HR manage-
ment, and HRIS. She is a frequent work-
shop presenter and has published several
articles on topics relating to HR informa-
tion systems. She holds and MBA in Per-
sonnel Administration and a Ph.D. in
Adult Education. She can be reached at
LMP_Phoenix@compuserve.com.

EDITORIAL

ADVISORY BOARD

MONICA BELCOURT, BAA, MA., M.Ed,,
Ph.D., and CHRP, is an Associate Profes-
sor of Human Resources Management at
York University. Her research is grounded
in the experience she gained as Director
of Personnel for CP Rail, Director of Em-
ployee Development, National Film
Board, and as a functional HR specialist
for other organizations. Belcourt was the
founding Director of the Human Re-
sources Research Institute, which has be-
come part of The Canadian Alliance for
HRM Research, based at York University.
Belcourt is Series Editor for the ITP Nel-
son Canada Series in HRM, which in-
cludes eight texts to date: Performance
Management through Training and Develop-
ment; Occupational Health and Safety; Human
Resource Management Systems; Recruitment
and Selection in Canada; Compensation in
Canada: Strategy, Practice, and Issues; Strategic
HR Planning; Research, Measurement and Eval-
uation of Human Resources, and The Canadian
Labour Market. She has published over 80
articles, and is lead author of three best
selling HRM books in Canada. She can be
reached at monicab@yorku.ca.

GARY L. DURBIN was formerly chairman,
founder and chief technology officer of
Seeker Software, which has now been ac-
quired by Concur Technologies. He is a
noted HR industry visionary with signifi-
cant experience in pioneering Web and
security technologies. Durbin is a re-
spected HR executive with a successful
track record of building innovative soft-
ware. He started Tesseract Corporation

and built it into a US$30 million human
resources application software company
widely known for technically advanced,
quality products. After the sale of Tesser-
act to Ceridian Corporation, Durbin led
several projects that developed parallel
and distributed processing applications.
Durbin also founded Cybernetic Devel-
opment, Inc., a company that designed
successful commercial software prod-
ucts, later acquired by Boole and Bab-
bage. He can be reached at hacker@
dnai.com.

DR. CHARLES H. FAY is the Director, Grad-
uate Program in Human Resource Man-
agement and Associate Professor of In-
dustrial Relations and Human Resources
in the School of Management and Labor
Relations at Rutgers University. Fay re-
ceived his MBA from Columbia University
and his Ph.D. in Business Administration
from the University of Washington. Cur-
rently, he is engaged in several research
projects including work redesign and its
impact on compensation practice, cost-
ing of human resource management
functions, determinants of wage differen-
tials in the new economy, international
wage structure comparison and the im-
pact of work redesign on HR practices. He
has co-authored and/or edited more than
100 articles in professional journals, peri-
odicals, books, and research papers. Dur-
ing his career, Fay has been a member of
eight professional associations on served
on the editorial board of nine business
and management journals. He also given
his time to public service organizations
including U.S. Federal Salary Council
(Presidential appointment), New Jersey
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 tailored to indi-
vidual organizational requirements and
environments. Hoffman received his
master’s and doctorate degrees in Sociol-
ogy from the University of North Carolina
at Chapel Hill. Hoffmann also has exten-
sive experience in providing litigation
support services related to employment
practices, labor arbitration, and corpo-
rate ethics. He can be reached at
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

October - December 2000 -

IHRIM Journal

[HRIM Journal -

October - December 2000




BIOGRAPHIES

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
maijor 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
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, CIO, 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 ClIOs to initiate, implement and
share knowledge management initia-
tives. Prior to joining Lend Lease, Olson
spent nine years in management con-
sulting, specializing in business process
re-engineering and knowledge manage-
ment. Most recently, she had global re-
sponsibility 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 Illinois.
Spoor has authored a number of articles,
been a contributing author to several
professional handbooks and textbooks,
and has been a regular speaker and pan-
elist on such topics as HR and HR sys-
tems, entrepreneurism, and emerging
trends in technology. He can be reached
at jspoor@spectrumhr.com.

BOB STAMBAUGH is Vice President of
HRchitect, Inc., an e-HRIS consultancy
and systems integrator headquartered
in Boston. Stambaugh has more than 30
years of experience with HR and HRIS.
Prior to joining HRchitect earlier this
year, he was President of Kapa’'a Associ-
ates, where he explored the role of
emerging technologies in future work
environments with more than 50 Fortune
1000 clients. He was previously em-
ployed as a financial industries analyst
and project leader at SRI International.
He has also developed and managed
HRIS capabilities and HR information
centers at Crocker Bank, Intel Corpora-
tion, and Atari. He was Vice President of
VRC Consulting Group and was Western
Region Manager and Vice President of
the Hunter Group. Stambaugh is a co-
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founder of IHRIM (formerly HRSP),
whose first meeting occurred in his of-
fice in San Francisco about 20 years ago.
He is a former Bay Area IHRIM Chapter
Director and President, and has served
four terms as a member of IHRIM’s
Board of Directors. In 2000, he received
[HRIM's Summit Award for his lifetime
contribution to the HRIS discipline. In
addition to IHRIM, he is a member of
ACA, ACM, AHRI, AMA, HRPS, IEEE,
SHRM, and the World Futures Society.
He is a frequent speaker and leader of
seminars dealing with alternative fu-
tures and the use of hard/soft science
tools and techniques in leading-edge
HRIS initiatives for organizational effec-
tiveness. He is the author of more than
75 reviews and articles and the editor of
21 Tomorrows, a recently published book
of articles about the future of HRIS. His
own book about managing post-modern
human resource information environ-
ments will be published in early 2001.
He can be reached at bstambaugh@
HRchitect.com.

JAY F. STRIGHT is Executive Director of
Business Solution Development for AG
Consulting, a wholly-owned subsidiary
of ADP, Inc., where he is responsible for
assisting human resources and finance
executives to take advantage of opportu-
nities 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
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 Expansiin.
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 J. 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 Systems De-
partment at the Boston University Gradu-
ate School of Management and is Director
of the Andersen Consulting Institute for
Strategic Change. He is a widely published
author and acclaimed speaker on the top-
ics of information and knowledge manage-
ment, reengineering, enterprise systems,
and the use of information technology in
business. He has a Ph.D. from Harvard
University in organizational behavior and
has taught at the Harvard Business
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School, the University of Chicago, and the
University of Texas at Austin Graduate
School of Business. He has also directed
research at Ernst & Young, McKinsey &
Company, and CSC Index.

Dr. Davenport wrote the first article
on reengineering and the first book —
Process 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
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 Consul-
tant and Managing Director of Competi-
tive Edge Technology, an Australian-
based consulting business specialising
in HRIS. He has over 30 years of experi-
ence 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 reg-
ular column on current HRIS issues for
the Australian Human Resource Insti-
tute’s HR Monthly magazine and has had
numerous articles published in Australia
and the U.S. He is a member of the
[HRIM.link Editorial Committee and
[HRIM’s Global SIG. He is also the Chair-
person of an Australian standards com-
mittee tasked with developing an infor-
mation exchange standard for personal
and organizational data. Macy has spo-
ken at many conferences in Asia, Aus-
tralia, New Zealand and the U.S. on HRIS
technology subjects. He can be reached
at CET7@Compuserve.com.

NORTH AMERICAN CORRESPONDENT
IAN TURNBULL is a Principal in Com-
puter Sciences Corporation (CSC)'s ERP
Practice. He assists organizations
through a wide variety of services includ-
ing: change management, strategic plan-
ning, requirements definition, system
assessment and selection, project orga-
nization, management, and implementa-
tion, and engineering/re-engineering of
business processes. Turnbull has exten-
sive cross-industry experience, includ-
ing: consulting engineering, distribution,
education, energy, health care, govern-
ment, manufacturing, mining, forestry,
and retail and specializes in the opera-
tional integration of human resources in-
formation management systems within
organizations. He is a founding and cur-
rent Director of IHRIM and is also a Di-
rector of the Canadian Council of Human
Resource Associations (CCHRA). He
holds a Bachelor of Arts and a Master of
Business Administration from The Uni-
versity of Western Ontario and is a Certi-
fied Human Resource Professional
(C.H.R.P) 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-au-
thored two books on human resources
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management systems, the latest of
which has just been published by Car-
swell: HRMS: A Practical Approach (2000;
ISBN 0-459-56370-X). He can be reached
at iturnbu4@csc.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
Express, Progressive Insurance, The
Computer Society of the IEEE, and the
U.S. Air Force. Dr. Alliger received his
Ph.D. in Industrial/ Organizational Psy-
chology from the University of Akron.
Most recently, he and gOE have focused
on several innovative 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, where he served as a member of
the Board of Editors of the William and
Mary Law Review and was inducted into
the Order of the Coif. Prior to beginning
private practice, Mr. Isler served as judi-
cial clerk to the Honorable James C. Turk,
Chief Judge for the United States District
Court, Western District of 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 Inflow™ 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 im-
pact on the workplace for over three
decades. His early work was on the de-
sign team that created the first packaged

applications for human resource func-
tions and he pioneered the creation of
enterprise self-service (ESS) concepts
and technology. In his current role, La-
pointe directs the management consult-
ing resources for Renaissance World-
wide, with a particular focus on assisting
organizations in managing and improv-
ing enterprise performance. A frequent
writer and industry spokesman, Lapointe
is also a long-time member of Interna-
tional Association for Human Resource
Information Management (IHRIM). He is
a past president of the New York Chap-
ter, 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 solu-
tions. With over 15 years of business,
technology and strategy consulting ex-
perience, he has worked to pioneer new
methods for HR service delivery. Mr. Link
is an industry thought leader and is cred-
ited with many early innovations in
kiosk, voice response and Internet based
HR solutions that dramatically improve
the way HR interacts with its customers
and serves the organization. Currently,
he serves as Vice President of the eWork-
place™ practice at The Hunter Group,
focused on helping organizations derive
maximum benefit from enterprise sys-
tems 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.
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AUTHORS’
GUIDELINES

MISSION

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

READERSHIP

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

CONTENT OBJECTIVES

The goals of the IHRIM Journal are to be:
O a visionary and scholarly publication,
fostering innovative and strategic think-
ing in the field of human resource infor-
mation systems;
O a forum for high-level (i.e., executive-
level) discussion and debate of current
and controversial issues;
O a global publication with a focus on
multinational and regional differences
around the world; and,
O a vehicle to attract authors and readers
in related fields, outside human resources
and information systems.

CONTENT REVIEW

Articles are reviewed anonymously by
the IHRIM Journal's Editorial Advisory
Board or by other professionals with con-
tent expertise in the article topic. All sub-
missions should be firmly based on expe-
rience or research and must be relevant to
global issues. Articles should be interest-
ing and accessible to senior-level manage-
ment, illustrated with graphics and tables,
limiting the use of mathematical symbols
and esoteric terminology. Articles are re-
viewed for publication based on:
O originality and innovation,
O broad strategic focus,
O depth of research and thoroughness
in addressing the subject matter.
O quality, accuracy, clarity of writing, and
O applicability for an international,
senior-level management readership.

Articles are accepted with the under-
standing that their content is the author’s
original work, not slanderous or plagia-
rized, not previously published (in elec-
tronic or print format), and not being pre-
sented for distribution elsewhere.

SUBMISSION OF ARTICLES

All articles should be submitted to the
IHRIM Journal Articles Editor as follows
(e-mail is preferred):

Lisa Marie Plantamura

P. O. Box 484

Mt. Tabor, NJ 07878

USA

Phone: +1.973.781.3317

Fax: +1.973.781.6361

E-mail: LMP_Phoenix@compuserve.com

MANUSCRIPT PRESENTATION
Although there is no minimum or maxi-
mum word count length, a comprehensive
treatment of the topic is required and a word
count of 3,000-5,000 is preferred. Copy must
be double-spaced, single space after peri-
ods, and paragraphs should not be 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 neces-
sary, articles will be edited to conform to the
Journal style and to English best practice.

EXECUTIVE SUMMARY

The authors must include an executive
summary (of approximately 150 words)
with each article.

BIOGRAPHY

Each author is required to submit a bi-
ography of approximately 150 words. The
biography should include the author’s
name, title, current company or organiza-
tion, academic or professional affiliations,
e-mail address, relevant experience in the
HRIM field, educational background, and
any relevant credentials. The author
should also include a complete mailing
address and telephone numbers for fur-
ther correspondence.

CITATIONS

Full information on all sources cited in
the article must be shown as footnotes or
bibliographic references. Recommenda-
tions for further reading on the topic are
encouraged. Footnotes must be num-

bered within the body of the article and
listed in order at the end of the article, ac-
cording to the following format:

FOOTNOTES:

Books

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

Magazine Articles

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

Journal Articles
3 Robert H. Stambaugh, “Cones of
Silence: The HR Systems ‘Body of
Knowledge’ 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, ei-
ther American or British English, depend-
ing on the author's submission. Articles
may be submitted in other languages, as
long as an English translation accompa-
nies the submission. Such articles will be
published in both the submitted language
and in its English translation.

CHARTS, FIGURES AND TABLES

All graphics (charts, figures, tables
and graphs, etc.) should be professionally
prepared and submitted in a form suit-
able for reproduction. Each should be
captioned as figures or tables and be
numbered sequentially in the text. They
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may be incorporated in the text itself or
presented separately. Please indicate the
file format. Camera-ready art is also ac-
cepted and preferred. A printed copy of
all charts, figures, tables, and graphs
must accompany any electronic (e-mail
or diskette) submission to ensure that
the proper layout is not lost in the trans-
mission. Upon request, IHRIM Journal can
provide support 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 au-
thor's proprietary rights. The copyright
transfer covers the exclusive rights to re-
produce and distribute the article, includ-
ing reprints, photographic reproductions,
or any other reproductions of similar na-
ture and translations, and includes the
rights to adapt the article for use in con-
junction with computer systems and pro-
grams and online media. Authors are re-
sponsible for obtaining from the copyright
holder permission to reproduce informa-
tion or figures for which copyright exists.

ARTICLE REPRINTS

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

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

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

USS 4.50 each for 3-49 copies

USS 4.00 each for 50-99 copies

USS 3.75 each for 100-499 copies

USS 3.50 each for 500-999 copies

USS 3.25 each for 1,000+ copies

Authors can receive five free reproduc-
tions of their own articles and a 10 per-
cent discount on all other reprints.

IHRIM ]OURNAL EDITORIAL POLICY

The following is the Editorial Policy for
the IHRIM Journal, which is used as a guide-
line for all materials published in this quar-
terly publication. The IHRIM Journal is pub-
lished for subscribers who include both

members and non-members of the
International Association for Human
Resource Information Management (IHRIM).

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

Articles are anonymously peer-
reviewed by the IHRIM Journal's Editorial
Advisory Board or by other professionals
with content expertise in the article topic.
All submissions are to be firmly based on
experience or research and must be rele-
vant to current issues. Articles are
reviewed for their quality, length, content,
and applicability to an international,
senior-level management readership in
keeping with the IHRIM Journal Author's
Guidelines which are published in each
quarterly issue.

Articles are accepted with the under-
standing 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 editors, the publisher,
the IHRIM Board of Directors, the IHRIM
staff, or the IHRIM membership. Under
the guidelines 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 pur-
pose. Such comments or criticism are not
libelous, however severe in their terms,
unless they are written maliciously.

The IHRIM Journal does not generally
pay for any editorial contributions nor
does it generally include any IHRIM-spe-
cific administrative (chapter/association-
related) news.

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

The I[HRIM Journal is supported
through subscriptions and corporate
sponsorships and thus does not contain
any advertising per se. Every effort is
made to ensure that individual compa-
nies and individual authors are not
unduly represented. Articles are reviewed

to ensure that there is no intent to pro-
mote products, services, or specific com-
panies. Such explicit promotion 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 mechanical,
including photocopy, recording, or any
other information storage and retrieval
system, without written permission from
[HRIM, Inc. or its representatives.

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 copyright
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
includes the rights to adapt the article for
use in conjunction with computer sys-
tems and programs and online media.
Authors 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:

USsS70 [HRIM Members
USsS40 Students
UsS120 Non-member

(U.S., Canada, Mexico)
USS140 Non-member

(All countries outside
North America)

Single copies of the IHRIM Journal are
USS25. IHRIM members receive a 10% dis-
count. Please visit our web site for online
subscription and more information on the
IHRIM Journal at www.ihrim.org (under
Resources/Publications) or mail your sub-
scription to:

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