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VISIONS OF THE FUTURE:
FROM “BUILD OR BUY”’TO “RENT
ORPAINT” . i iiiienennnns 6
By Robert H. Stambaugh

Within HRIS, solid data models and
robust software were once likened to
solid foundations put down prior to
building a house. But this analogy fal-
tered when PC-based systems arrived
and became less relevant still in the
world of LANs, client/servers and lap-
tops. It wasn’'t so much that big houses
with foundations disappeared. Rather, a
demand for the freedom of luxurious
mobility became the norm. In HRIS
terms, this has resulted in greater com-
moditization (ASPs), mobile communi-
cation and disposability (Palm Pilots
and the like). Business information is
available as never before — but with a
catch. To compete with finite attention
spans, HRIS practitioners need to per-
sonalize the information and services
they provide. This doesn’'t mean aban-
doning the large HRIS mansions of yes-
teryear — but it does mean updating
their contents, making them more ap-
pealing, and tailoring their features to a
modern clientele. Given a suitable
makeover, even fusty old enclaves can
be re-invigorated.

TECHNOLOGY IN HR:
How KNOWLEDGE CAN NARROW
THE GAP BETWEEN TECHNOLOGICAL
INNOVATION AND ITS WIDESPREAD
L L 9
By Jay Stright and David Goodman,Ph.D.
Typically, technology advances lead
our ability to use it. We tend to work by
the old rules for years before we under-
stand the laws of the new discipline, sys-
tem or media. The lag time between
technological innovation and exploita-
tion differs between industries, corpo-
rate functions and cultures. Core profit
centers tend to grab technology dollars
and HR is left in the dust with antiquated
systems that are expected to solve mod-
ern problems. It is especially crucial in
HR to narrow this technology gap if we

are to fulfill strategic goals by hiring and
training the “right team.” This is the third
article based on the “Beyond the Millen-
nium — Issues and Directions for HR in
the 21st Century” research project. The
first two articles focused on analyzing
data derived from the two-year effort in-
volving over 400 HR vice presidents. The
current article highlights an opportunity
for a new technology direction for human
resources. It suggests transforming HR
from a transaction-centric to a human
capital-centric value proposition. The
authors offer a path to apply today’s
massive computing power to the key is-
sue facing business leaders in the
emerging knowledge workplace — the
discovery, quantification and application
of human performance variables to dra-
matically impact business results.

MAJOR KEYSTONES
IN BUILDING HIGH PERFORMANCE
HRISTEAMS . .........ccevvunn 13
By Nick Messerschmidt

“Major Keystones in Building High
Performance HRIS Teams” addresses a
common dilemma prevalent in the cor-
porate world today: “What should I
know and what should I be doing to at-
tract and keep key employees?” The arti-
cle provides practical concepts and
ideas that HRIS managers can use to
combat the negative turnover onslaught
of employees due to the shortage of
technical labor. Listed in the article are
eight “human essentials”, also known as
the “Major Keystones in HRIS Teams,”
which have been designed to signifi-
cantly impact the building and keeping
of HRIS teams. Since many of us are dri-
ven to release HRIS products at “e-
speed,” we lose sight that employees
act out of behavior and need more than
just technical stimuli to remain content
and well engaged at their jobs. Even
high performers achieve elevated re-
sults when they operate in an environ-
ment of trust and cooperation and are
fully informed of both their purpose and
value to the company. The author incor-
porates his own insights and experi-
ences to this article to help us effec-
tively accomplish the HRIS’s mission in
today’s world. High performance does
not just happen — it needs to be nur-
tured and cultivated!

VALUE CREATION THROUGH HUMAN
CAPITAL: THE ROLE OF THE HUMAN
RESOURCE ORGANIZATION ...... 20
By Todd D’Attoma

Today's business executives find
themselves torn between the immediate
delivery of shareholder value and sus-
taining the long-term viability of their or-
ganizations. In an attempt to balance
these sometime conflicting objectives,
we have tackled a variety of initiatives to
drive process improvements, reduce cy-
cle times to create operational efficien-
cies and cut costs from our business.
One of the last opportunities to truly
maximize value creation lies in the
hands of our people. In most organiza-
tions, the human resource department is
best positioned to help win the hearts
and minds of employees, build the skill
sets required to achieve the strategic vi-
sion, position each employee to con-
tribute to the business initiatives, and
measure progress through defined feed-
back processes. In short, the human re-
source department is the linchpin to
building a strategy-focused organization.
This article addresses the role of the hu-
man resource group in human capital
value creation and walks through the
process of engaging each and every em-
ployee in the organization to ensure the
achievement of your business objectives.

MAXIMIZING THE KNOWLEDGE
SUPPLY CHAIN FOR THE HIGH
PERFORMANCE KNOWLEDGE
WORKER .....ciiieieennannns 28
By Susan Hayden

In the Internet workforce, how can we
leverage self-service, business intelli-
gence, and role-based tools to enable
our employees to tailor their information
experience to their specific needs? Do we
have the means to equip today's knowl-
edge worker with the information, knowl-
edge and data for ultimate performance?
There are some emerging B2E (Business-
to-Employee) automation strategies that
can enhance the performance of today’s
knowledge worker. These include the
knowledge supply chain, the delivery of
role-based business intelligence and
job-enhancing content to our knowledge
workers via content providers and per-
sonalized employee portals, and an “em-
ployment of one” work experience, build-
ing a personalized knowledge supply
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chain and enhancing the employer brand
in order to retain and attract the knowl-
edge worker. This article explores how to
deliver information to knowledge work-
ers for increased performance and deci-
sion-making in order to achieve the high-
est possible return.

BUILDING THE RIGHT WORKFORCE
STRATEGY WITH ANALYTICAL
APPLICATIONS . ....uveeennennn 36
By Norma Penson and Tracy Martin

Companies can put together a bril-
liant new business strategy, but without
people as part of the equation, organiza-
tions cannot change the way they do
business and adopt new strategies. To
connect the business strategy with the
talent in the workplace, companies need
to align, engage and measure their peo-
ple strategy. Aligning people with the
company’s business strategy means
more than pointing people in the right
direction. Engaging your talent means
to foster commitment to the company’s
basic purpose and direction. Measuring
your people to deliver on the company’s
strategy means providing connected and
balanced ways for your company and
employees to keep score about how they
are doing. When organizations combine
all three people strategies, managing
the company’s talent will help organiza-
tions achieve results and add long-term
value. In today's fast-paced e-economy,
organizations are also focused on the
value-add activities of their workforce: Is
the function this employee performing
contributing to the overall profitability
of the enterprise? Are we developing a
workforce we will need tomorrow? Are
they costing too much and if so, how
could we adjust activities to reduce
waste? Analytical applications are
quickly becoming the accepted standard
to solving these questions.

ENTERPRISE PORTALS,
ORGANIZATIONAL CHANGE
AND THE EMPLOYEE EXPERIENCE:
WORKFORCE MANAGEMENT
AT INTERNETSPEED . ......ccv... 4]
By Michael Campbell

New digital technologies and the In-
ternet have fundamentally changed the
workplace: how and where we do our
work, the kinds of tools available to help
us as we work and the way we divide our

time between work and personal life. As
businesses ramp up to work at Internet
speed and as the employer-employee re-
lationship continues to evolve, human
resource organizations are called upon
to redefine their own role within the
company. At the same time, they are
asked to manage and measure the
changes that technology brings to a
company's workforce.

The enterprise portal captures the
power and potential of the Internet, not
just to maximize business efficiencies,
but also to redefine, restructure and
revalue the employee experience, a key
responsibility of the human resource or-
ganization in the Internet economy. En-
terprise portals are proving to be an in-
creasingly valuable tool to human
resource professionals as their compa-
nies seek to manage and maximize their
human capital.

MOVING FROM MEASUREMENT

TO ACTION: AN INTRANET-BASED
PROCESS FOR DISSEMINATION

OF BESTPRACTICES . ....ccvveunn 45
By Steven P. Kirn, Ph.D.

Sears, Roebuck and Co. created its
own balanced scorecard for business
performance, building a set of opera-
tional measures for its vision of becom-
ing a “Compelling Place to Work, Shop
and Invest.” These measures have been
linked empirically through several years
of research, demonstrating a clear con-
nection between the company’s efforts
at creating a satisfying and stimulating
work environment, the shopping experi-
ence and satisfaction of its customers
and, ultimately, the company’s financial
performance. This article shows how
Sears has created an intranet-based re-
porting system for the “Three Com-
pellings,” otherwise known as its Total
Performance Indicators. Further, the
site immediately links users to a library
of over 800 best practices known to
characterize stores with either superior
or greatly improved performance on a
variety of assessment dimensions.
Thus, managers are able to immedi-
ately connect an identified problem or
improvement opportunity with practi-
cal action tools contributed by other
store managers.

A NEW INFRASTRUCTURE
FOR KNOWLEDGE WORKERS:
THE KWORLD EXPERIENCE ...... 50
By Gary Abramson

For anyone today who runs a large,
complex organization, works deep inside
one, or collaborates across enterprises
to get work done, the problem of how
knowledge is acquired, shared, and acted
upon to create value is a matter of criti-
cal interest — and frequently, of frustra-
tion. Lacking the knowledge-enabling in-
frastructure that today’s problem solvers
consider their natural working environ-
ment, organizations will fail to attract
and retain the very workers on whose
creativity and proficiency they most de-
pend. This article is a look at the ratio-
nale, experience, lessons learned, and
future prospects of the knowledge man-
agement initiative at KPMG. The busi-
ness problem that led the firm to devote
two years, more than USS100 million and
a staff of more than 200 employees to
the task of building a new knowledge in-
frastructure was simple enough to un-
derstand, and potentially overwhelming.
A century-old federation of national
practices had to be transformed into a
unified, cohesive, global organization or
risk becoming unable to compete in the
new global economy.

BUILDING A WORLD CLASS
WORKFORCE: GETTING PERSONAL
WITH EMPLOYEE SELF-SERVICE .. .56
By Tod Loofbourrow

In this article, Tod Loofbourrow ad-
dresses the need for companies to edu-
cate their employees on the true value of
their benefits, both monetary and ser-
vice-related, and on the policies and ex-
pectations of the organizations they work
for. Doing so, he says, is not only cost-ef-
fective, but is a significant factor in em-
ployee retention, one of the cornerstones
for building a world class workforce. The
best way to get relevant, personalized
knowledge to employees is by instituting
e-workforce communications, i.e., by
making reliable, up-to-date HR informa-
tion accessible via the Internet, corporate
portals and/or call centers. Loofbourrow
discusses the value added to the HR ex-
perience by sophisticated communica-
tions technology that empowers employ-
ees to make the most advantageous
decisions. Employing a case study of the
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Wells Fargo/Norwest merger, the author
also discusses how e-workforce commu-
nications can help smooth over culture
clashes in corporate mergers. Finally, he
addresses how e-workforce communica-
tions can assist telecommuters.

CONVERSATION WITH DEE HOCK . .59
By Robert H. Stambaugh

In an interview with Robert Stam-
baugh, Dee Hock, founder and CEO
Emeritus of Visa, discusses his theory of
chaord, which he presents in his autobi-
ographical book Birth of the Chaordic Age.

"Chaord," a derivation of the words
"chaos" and "order," is defined by three
principles: the behavior of people, orga-
nizations or systems is based on the
combination of chaos and order; the pat-
terns of an entity cannot be explained by
its constituent parts; and, an entity is
characterized by the fundamental orga-
nizing principles of nature.

Another important characteristic of
the chaordic theory is the principle that
everyone is born a leader. Hock defines
true leadership as a four-step process
process of managing self, superiors,
equals and subordinates. Under this
management system, there are no true
leaders or followers.

The chaordic theory emphasizes that
good business is built on human ingenu-
ity and the unexpected, rather than tradi-
tional, mechanical management prac-
tices and leadership roles.

On the Knowledge Frontier:
DEVELOPING AND IMPLEMENTING

A WEB-BASED PERFORMANCE
SUPPORT SYSTEM FOR HIGH-
DISCRETION ]OBS.‘

LESSONS LEARNED . ............ 64
By George Alliger, Scott Tannenbaum and
Winston Bennett, Jr.

In the context of performance support
systems (PSS), jobs fall into two main
types. Some have stable, routine respon-
sibilities, involve repetition, and can be
said to have low discretion. Other jobs
have less routine, and tasks are partly de-
termined by dynamically changing busi-
ness demands. Where work demands
cannot be foreseen, employees normally
exercise autonomy in decision-making,
and such jobs may be said to have high-
discretion. This article discusses lessons
learned from implementing PSS for high-

discretion jobs. It is argued that the high-
discretion employee is an autonomous
agent who knows his or her job better
than anyone else and has developed spe-
cific ways of accomplishing work. For any
PSS to be useful to such an individual, it
cannot over-simplify reality nor can it dic-
tate solutions. However, if it provides
useful support for the complex, changing
environment of the modern autonomous
professional, it will be used.

Working in the Connected World :
THE SOCIAL LIFE OF ROUTERS:
APPLYING KNOWLEDGE OF HUMAN
NETWORKS TO THE DESIGN
OF COMPUTER NETWORKS ...... 69
By Valdis Krebs

We often forget that computer net-
works are put in place to support human
networks — person-to-person ex-
changes of information, knowledge,
ideas, opinions, insights and advice.
This article looks at a technology that
was developed to map and measure hu-
man networks — social network analysis
— and applies some of its principles
and algorithms to designing networks
composed of routers and switches. The
article explains some standard network
metrics, discussing concepts such as
“activity,” “betweenness” and “close-
ness.” Standard internetwork topologies
are evaluated using these metrics, re-
vealing the strengths and weaknesses of
each network design. Some of the con-
clusions are counter-intuitive. A well-
known and successful backbone topol-
ogy is analyzed revealing that social
network measures accurately describe a
well-designed network. Human network
metrics are useful rules of thumb in
evaluating computer network designs!

HRIS Legal Update: Europe
ELUSIVENESS OF EQUALITY ...... 75
By Phil Jones

In the light of recent suggestions that
many women still encounter prejudice
and alleged discrimination in their ca-
reers, this article reviews how such dis-
crimination is increasingly being con-
strained by European social legislation.
Taking the equal opportunity provisions
of the founding EEC treaty as a starting
point, the article traces the development
of legal directives in this area. In particu-
lar, the contribution of the European

Court of Justice in this field is explored,
and landmark cases are outlined. It is also
noted that, within Europe, a future de-
cline in the working population is antici-
pated — on top of an existing shortage of
skills in the technology field. An obvious
solution, it is suggested, is action to in-
crease the participation of women in all
areas of employment. Evidence suggests
that many women remain unaware of the
legal rights that are steadily being put in
place to support their full contribution to
economic prosperity.

HRIS Case Study:
SCUTTLE YOUR BOATS
BEFOREADVANCING . ....cvuvuunn 78
By Robert H. Stambaugh

This case study considers the

dilemma facing Marcy, an HRIS manager
fielding demands for corporate funding
from an existing customer base and a
new corporate VP. Her problem of deliv-
ering as much work as possible with
meager resources is a familiar one. The
specific difficulty is an aftermath of the
Y2K era — an avalanche of pent-up de-
mands dating back to the 1999 develop-
ment “freeze.” This challenge is com-
pounded by the fact that the new VP
wants electronic copies of business re-
ports sent to every business manager
within 24 hours of the close of each busi-
ness week. What is Marcy supposed to
do? She needs to keep traditional cus-
tomers supplied with data, but also sat-
isfy her new boss — and the two de-
mands seem in conflict. This study
considers Marcy's options. What
emerges is a win-win transition to a new
reporting and analysis environment.
Sometimes, burning your boats is the
best stimulant to progress!

BOOKREVIEWS .....ccevveennn 8i
By Sharon Lampton

Three widely different books are re-
viewed in this issue. The first, Net Worth
by John Hagel Ill and Marc Singer, ex-
plores how to create a profitable Internet
business. The authors posit the creation
of a new entity — “infomediary” — that
might track surfing and shopping habits
and make recommendations based on
this information. The second book, The
Five Temptations of a CEQ, is a charming
book with lessons for leaders, expressed
in the form of a fable. It lists five possible
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traps for the unwary CEO, and suggests
some counter-strategies. Finally, Champi-
ons of Change by David A. Nadler describes
the role that top managers play in lead-
ing organizations through a change ini-
tiative. The author offers a model to clas-
sify types of change and discusses
possible responses to the various chal-
lenges they each bring. Both Net Worth
and Champions of Change use extensive ex-
amples throughout, making their points
very interesting and understandable.

International Perspectives -
North America:
LEARNING TO SHARE THE DRIVERS

By lan Turnbull

Although North America, and in par-
ticular the United States, has prided it-
self in being the world's economic leader
and the seedbed of development and in-
novation, this can no longer be main-
tained with the same degree of certainty.
At the time of writing this article, both
Canada and the U.S. were in the midst of
elections that will continue to shape the
legislative frameworks of both nations.
What is clear, however, is that the forces
that will impact HRIM are not so much
legislative but economic and technical.
How effectively will our organizations
utilize the capabilities of the Web, sift
through the overwhelming access to in-
formation to build knowledge, and com-
pete with new labour markets that oper-
ate with less expense and redefine how
and where companies produce prod-
ucts? These are the issues that will make
or break North America in the coming
years and need to occupy the minds of
HRIM professionals.

International Perspectives -
Western Europe:
TERMINATION AND HIRING
PRACTICES ....covveieeennennn 86
By Jackie Penticost

In Europe, countries place significant
restrictions, which vary by country, on
who may or may not work in any particu-
lar country, in what category and for how
long. Consequently, HRM systems need
to assist users in complying with hiring
and termination restrictions defined in
individual contracts of employment, by
collective agreements or by national or
European Union (EU) law. For the most

part, the law falls firmly on the side of
protecting an employee’s rights within
an employment relationship, and the
trend is towards increased protection of
those rights, especially for part-time and
non-permanent workers. Non-compli-
ance can mean heavy penalties, espe-
cially when dismissing employees. HR
professionals would be wise to plan any
large scale hiring or restructuring cam-
paigns well in advance, and take special-
ist advice where collective agreements
have many local exceptions. This article
explores the issues around termination
and hiring practises in Europe, while ad-
dressing key systems issues that will as-
sist HR professionals in managing this
delicate matter effectively.

International Perspectives - AsialPacific:
MANAGING THE HR REPERCUSSIONS
OF MALAYSIA’S WAVE OF BANKING
MERGERS . .....ciiiiieennnnnn 89
By James L. Finlay

The Malaysian Government has man-
dated that the country’s 58 financial insti-
tutions must merge into 10 mega banks
by December 31, 2000. This is, by far,
Asia’s largest-ever single instance of cor-
porate mergers. Whilst the reasons are
many (ostensibly to prepare the finance
market for the WTO enforced liberalisa-
tion of the banking sector in 2003), the
repercussions for the workforce em-
ployed in the industry will be significant
by Malaysian standards. Although “right-
sizing” will be inevitable, cultural expec-
tations and legal requirements dictate
that this will occur in a manner that min-
imises the negative impact on workers.
Whilst managing the HR repercussions
will be work in progress for at least the
next year, the systems, plans and
processes being put in place have already
proven to be successful in mergers within
the financial services industry of other
economies. They will, however, require
some modification to adapt to Malaysian
cultural sensitivities, but are expected to
be successful despite the daunting scale
of the exercise. This article examines the
challenges for management in helping
one of Malaysia’s largest communities of
skilled workers adapt to significant cul-
tural change, whilst ensuring the busi-
ness success (from an HR perspective) of
the plethora of mergers occurring in this
compact timeframe. This will inevitably

become one of the great HR challenges
to unfold in Asia in years.

International Perspectives - Africa:
AN AFRICA RENAISSANCE? . ...... 93
By Sarel Snyman

Africa is a continent of contrasts.
Colonies have come and gone. Freedom
wars have left deep scars on the conti-
nent. And yet, Africa is still one of the
richest continents in the world — rich in
natural resources, the diversity of its
people, the contrasts of land, resources,
religions, philosophies and cultures.
New ideologies were brought to Africa.
Unemployment is high, poverty is high
and HIV is killing off its most valuable
asset — its people. Why then is it possi-
ble to refer to Africa as an awakening gi-
ant? Because there are pockets of posi-
tive development and growth all over the
continent, putting Africa in a good posi-
tion to leapfrog ahead with the aid of
technology. While computerized payroll
and basic people administration sys-
tems have been around for some time,
HRMS is a relatively new development in
Africa. Since South Africa’s recent entry
into the international markets, new tech-
nologies and sophisticated HRM sys-
tems have flooded the market. Many
companies have used the opportunity to
beef up their systems for the interna-
tional competition. Many have success-
fully implemented ERP systems. Many
are still struggling to extract value from
their newly acquired HRM systems. The
giant is slowly awakening ... a real Africa
Renaissance is awaiting the world.

International Perspectives - Latin America:
HRIS ISSUES IN LATIN AMERICA . . .96
By Vicky Nunes and Gloria Rodriguez

In most HRIS implementations
around the world, the strategic human
resources issues can burden a project a
hundred times more than the technical
issues. While the technologies utilized
may be immature or imperfect, resolu-
tions to such issues can usually be found
within the relatively close-knit technical
community. Strategic issues, on the
other hand, require participation from
various functional areas, often escalating
to senior management. The failure to
properly manage the strategic issues
presents a high degree of risk to any pro-
ject, whether they involve changes in
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HR'’s philosophy and mission, transition
to outsourcing, redistribution of HR re-
sponsibility to the line organization or a
complete redefinition of HR's goals. For
HRIS implementations in Latin America,
the project may very well face all of those
risks plus some that are unique to the
history, economy and culture of this
proud and colorful region. This article
identifies some of the more difficult as-
pects of application localization as well
as the change management issues asso-
ciated with implementing an HRIS in a
region where the pride and history of the
Latin culture will always come first.
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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, IIR, 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
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
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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 CIOs 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-
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
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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 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@metad.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
Department at the Boston University

Graduate School of Management and is
Director of the Andersen Consulting In-
stitute for Strategic Change. He is a
widely published author and acclaimed
speaker on the topics of information
and knowledge management, reengi-
neering, 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 Uni-
versity of Texas at Austin Graduate
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, Ger-
many, 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 de-
velopment, consulting, marketing and
international sales, Tschira is the mem-
ber 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
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been a member of HRSP since 1991 and
has spoken at numerous conferences
and events. He can be reached at
Klaus.Tschira@ kts.villa-bosch.de.

DR. DAVID ULRICH is a Professor of 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
IHRIM.link Editorial Committee and
IHRIM’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
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.

VALDIS KREBS is an organizational con-
sultant and the author of Inflow™, a
software-based social systems analysis
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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. From his early
work on the design team that created the
first packaged applications for human re-
source functions to his pioneering cre-
ation of enterprise self-service (ESS) con-
cepts and technology, he has provided
his expertise to scores of organizations.
In his current role, Lapointe directs the
strategic practice management resources

for The Hunter Group, with a particular
focus on high performance workforce ini-
tiatives that enable organizations to
manage and improve enterprise perfor-
mance. A frequent writer and industry
spokesperson, Lapointe is also a long-
time member of International Associa-
tion for Human Resource Information
Management (IHRIM). He is past presi-
dent of the New York chapter, and a for-
mer member of the New England chapter
Board of Directors. He can be reached at
joel_lapointe@ hunter-group.com.

SHARON LAMPTON is an independent
consultant who has been working in
HRIS for 25 years. She has presented at
both national and local conferences, for
both IHRIM and various software ven-
dors, and has written articles in several
publications. She was a founding mem-
ber of IHRIM, was the first president of
the San Francisco Bay Area Chapter, and
was on the San Francisco board from
1989 to 1997, acting as Program Chair,
Vice President, President, and Financial
Officer. She «can be reached at
Slampton@pacbell.net.

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.
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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-
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encouraged. Footnotes must be num-
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listed in order at the end of the article, ac-
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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
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published in both the submitted language
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CHARTS, FIGURES AND TABLES
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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
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lished in the IHRIM Journal, all authors
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protect the copyrighted material for the
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thor's proprietary rights. The copyright
transfer covers the exclusive rights to re-
produce and distribute the article, includ-
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sponsible for obtaining from the copyright
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tion or figures for which copyright exists.

ARTICLE REPRINTS
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Authors can receive five free reproduc-
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cent discount on all other reprints.
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The Editorial Policy for the IHRIM
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rials published in this quarterly publica-
tion. The IHRIM Journal is published for
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Information Management (IHRIM).
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Articles are anonymously peer-
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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
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the guidelines of fair comment, everyone
has a right to comment on matters of
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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 IHRIM Journal is supported
through subscriptions and corporate
sponsorships. Every effort is made to
ensure that individual companies and
individual authors are not unduly repre-
sented. Articles are reviewed to ensure
that there is no intent to promote prod-
ucts, services, or specific companies.
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.

Exceptions to this policy must be
approved by the IHRIM Journal's Editor-In-
Chief,  Steering Committee, and
Managing Editor.
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IHRIM Journal at www.ihrim.org (under
Resources/Publications) or mail your sub-
scription to:
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