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Abstract

A number of Australian companies have realized the relative quick gains
with low asseciated risks that can be achieved through the business-to-
emplovee (B2E)model. Employes Self Service (ESS) is asolution based on
the B2E model and it enables employee access fo the corporate human
resource information sysiem. This chapter looks at the development af a
human resources (HR) ESS portal andpresents the findings of a case study
of three Australian erganizations that have implemented an ESS portal.
A model depiciing portal maturity is presented and analysis shows that
ESS portals can be categorized as fivst generation with an “Access Rich ™
Jocus, second generation with a “Collaboration Rich” focus, or third
generationwith an “Application Rich” focus. The information and process
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[focus of the ESS portal of three organizations will be presentad and will
be used fo place the organization into the portal development model
proposed by Brosche (2002).

Introduction

Approximately 320 of Australia’s top companies have implemented SAP"s
ERP system (SAPE/3), and ofthese approximately 1 30 have implemented the
human resources (HE) module, with 33 implementing the ESS component.
These companies include Toyota, Westpac, EMIT, National Australia Bank,
Siemens, Telstra, and Linfox (Hawking & Stein, 2002). Inrecent times there
hasbeen a plethora ofresearch associated with the impact and implications of
e-commerce. Much of this research has focused on the vanous business
models_such as business-to-business (B2XB) and business-to-consumer (B2C),
with the importance of developing customer and partner relationships being
espoused. There has been little attention paid to the potential of B2E systems
and the role that B2E systems can play in improving business-to-employee
relationships. Many organizations have realized the relative quick gains with
low associatedrisks that can be achieved through the B2E model.

The B2E human resources Employee Self Service (ESS) system s claimed to
mcorporate “bestbusiness practice” and therefore the significant growthin ESS
systems (Webster Buchanan, 2002) is understandable when youconsider the
potential retirn on investment of ESS applications. Lehman (2000) saw ESS
transforming labor-intensive, paper-based HE. forms to digital-enabled forms,
allowinga 50% reduction of ransaction costs, 40% reduction in administrative
staffing, 80% reduction inmanagement HE. duties, and a 10-fold speed-up of
HE processes (Workforce, 2001). Many of Australia’s larger companies and
public sectororganizations are implementing ESS functionality as an adjunct to
their enterprise resource planming (ERP) human resources systems, and this
chapter looks atcase studies of three major Australian organizations, the pre-
eminent Australian telecommunications company and two state government
departments.
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From Traditional HE to ESS Portals

The fimction of Human Pesource Management has changed dramatically over
time. [thas evolved from an administrative function, primarity responsible for
payrell, toastrategic role that can add value to an orgamization. Orgamzations
havenow realized the importance of this finetion and are investing resources
mtosupporting Human Resource Management Information Systems (HEMIS).
Hamerman (2002} descnbes a model of how Intemnet technelogy can be
applied to HE. fimctions. His Employee Relationship Management (ERM)
landscape presents corporate, personal. and employee elements (Figure 1)
Hamerman (2002) views ERM suites as being platforms for information
delivery, processexecution, and collaborationin the organization. He sees the
EEM suite being focused on organization-wide 1ssues including recruitment,
development retention progression. andsuccession. Within the ERM suite sits
ESS functionality. The ESS allows for greater operational efficiency and the
elevation of the HE. fime ion from areacting finction to amore cTeative strategic
fimetion. The Human Capital Management (HCW) component signifies that the
human resource is a very important resource for modem organizations.
Hamerman proposes the advantages in empowering employees throughan
EFM suite melude:

*  mmltiple value propositions,

*  consistentportal GUIs,

*  allemployee 24x7,

*  real-time dynamic information delivery, and

=  Acomprehensive collaborative work environment.

The evolution of traditional HE. to ESS portals has been accelerated by the
convergence of several organizational forces. The intemal process of HE. is
changing its role from support to a more strategic focus in the organization. The
role has developed from being primarnily administrative, to support, then to the
role of abusiness parmer. At the same time HF 15 a stable, reliable business
process; has high recognition within the organization; and touches every
employes. This high recognition gives HE. arapidacceptance when being siven
the “e” treatment. Another force acting on HE. is the “adding vahse™ imperative.
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Figure 1. Employee Relationship Management landscape (Hamerman,
2002)
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Organizations are invelved ina “war cn talent”™ (Link, 2001), and crganizations
see e-HR as an important technological toel in winning the war. HE has seized
this change in crganizational focus and adopted the B2E model to further
enhance the business parinerrole.

Internet technelogy continues to shape the way that HE information is being
deliverad to employees (Gildner, 2002). There are three main information
delivery platforms — Customer Service Representative (CSE), Interactive
Voice Response(TVE), and ESS Web applications. CSE. and IVE. systems are
used in 20-30% of employee enquiries, withESS Web applications usedin
another 50% ofemployee enquiries. The Customer Service Eepresentative is
still the dominant access method for complex transactions, with ESS access
replacing IVE. as the preferred self-service method in large organizations.

Many of theworld’sleading companies areusing ERP systems to support their
HE. mformationneeds. Thisis partly due to the realization of the integrative role
HE. has in numerous business processes such as work scheduling, travel
management, production planning, and occupational health and safety (Curran
& Eellar, 1998). The B2E ESS model involves the provision of databases,
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knowledge management tools, and employee-related processes online to
enable greater accessibility for employees (Deimler & Hansen 2001).

B2E Employee Self Service (ESS) 15 an Internet-based solution that provides
employees with abrowser interface torelevant HE. data and transactions. This
enables employees’ real-time access to their data without leaving their desktop.
They canupdate their personal details, apply for leave, view their pay details
and associated benefits, view intemal job vacancies, and book training and
travel. The benefits of this type of technology have been well documented
(Alexander, 2002; McEenna, 2002; Webster Buchanan, 2002; Wiscombe,
2001). They mclnde reduced administrative overheads and the freemg of HE.
staff formore strategic activities, improved data integmity, and empowerment of
employees. One report identified a major benefit as the provision of HR.
services to employees ina geographically decentralized company (NetEey,
2002). Tanzible measures include reductions in admimistrative staffby 40%, a
reduction in fransaction costs of 30%: (Wiscombe, 2001), and the reduction of
processes from two to three days to a few hours (NetKey, 2002). A recent
study ofthe UK s top 300 firms revealed that the majority of B2EESS solutions
were still at a basic level, and have focussed on improved efficiency and
electronic document delivery (Dhinford, 2002). Ordonez (2002) maintains the
theme of information delivery mpresenting ESS as allowing employees access
to the right information at the right ime to carry cut and process transactions,
and further, ES5 allows the ability to create, view, and maintain data through
mmultiple access technologies. Companies such as Toyota Australia arenow
extending this functionality beyond the desktop by providing access to elec-
tronic HE kiosks in common meeting areas.

ESS: State of Play

The Cedar Group (2002, 2001, 2000, 1999) carries out an annual survey of
major global organizations mregard to their BYE intentions. The survey covers
many facets of ESS including technology, vendors, drivers, costs, andbenefits.
The average expenditure in 2001 onan ESS implementationwas US$1.3035
million. This costisbroken down:

+  Software—22%

*+  Hardware — 18%
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*  Intemnal implementation costs— 18%
»  External implementation costs—17%
»  Marketing— 10%

= Application Service Providers—17%

Looking at this cost from an employee perspective, we see the average costof
an ESS implementation ranging from US$3 2/employes fora large organization
(=60,000 employees) to US5155 emplovee for a medium-size orgamzation
L'?,SDD employees). The funding for the HR. ESS comes from the HE. finction
mNerth Amenican and Australian organizations, whereas the head office fimds
theselution mEuropean organizations. The study found that the maim drivers for
ESS are improved service (98%¢), better mformation access (90%), reduced
costs (83%6), streamlined processes (70%), and stratemic HE.(80%0). Emplory-
ees canutilize a vanety of applications in the ESS, and the main ones identified
in the Cedar survey are: employee communications (93%), pension services
(72%), training (40%), leave requests (23%), and many others.

Manager Self-Service (MS5) 15 used differently in the three regions of the
survey. North American managersuse M55 to process travel and expenses
(42%5), European managers to process purchase orders (48%:). and Aunstralian
managers to process leave regquests (43%). Emplovee services canbe deliv-
ered by a vanety of methods, and the Web-based self-service (B2E) is
undergoing substantial planned growth from 42%1n 2001 to 80% plannedin
2004.

The trendis for implementing HRMIS applications from major ERP vendors
like SAP or PeopleSoft. ESS implementations show overwhelming success
measures, with 5326 indicating their implementationwas successfill and 43%
somewhat successful . The value proposition for ESS includes:

= Average cost of transaction (down 60%)

*  Inguiries (down 10%)

*  Cycle ime (reduced 60%)

*  Headeount (70% reduction)

*  Betumonmvestment(100%1n 22 months)
*  Employee satisfaction (increased 50%)
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The culmination of the Cedar Group reports lists the bamers to benefit
attamment and crifical success factors in ESS applications. North America and
Anstralian organizations both list cost of ownershiplack ofbudget as the main
barriers, while Eurcpean organizations perceive lack of privacy and security as
the main bamers. Otherbarners melude lack of technical skills, inability to state
business case, low HE prionty, and HRMS notinplace. Aswith other complex
IT application projects. executive commitment, internal collaboration, and
availability oftechnical skills to implement the application are all considered
Important success factors.

Web Portals

The term “portal” has been an Internet buzzword that has promised great
benefits to organizations. Dias (2001) predicted that the corporate portal
would become the most important information delivery project of the next
decade. The term portal takes a different meaning depending on the viewpoint
of the parficipant in the portal. To the busimess user. the portal i1s all about
information access and navigation; to the organization, the portal is all about
adding value; to the marketplace, the portal is all aboutnew business models;
and to the technologist, a portal is all about Integration.

The portal was developed to address problems with the large-scale develop-
ment of corporate intranets. Corporate intranets promised much but had to
address multiple problems in the organization (Collins as reportedin Brosche,

Table 1. Portal generations (Eckerson, 1998)

Gemeration Descriptor Features

Firzt Eafcrantial Gemaric focns
Hisrarchical catslog of pages
Pl dow

Dhecision suppest
Secomd Parsozalized Panemlized focus
Peh and pall fow

Cu imed distribution
Third Intemactive Application focused
Collaborative Sow
Fomrth Spacialined Role focused
Cosporate applications
Imegrated workflowr
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2002, p. 14). Onthe user side, employees must make informed and consistent
decisions, and arebemg implored to access nmltiple mformation sources onthe
Web. Onthe techmology side, intranet sites in organizations have proliferated.
resulting in an increase in search complexity for corporateusers. Early versions
of portals were merely Web pages with extensive decument linkages, a
gateway to the Web. These early versions have been replaced by several
generations of portals.

Eckerson (1998) proposed four generations of portals (Table 1) and that
portals canbe analyzed by the mformation content, mformation flow, and the
technology focus thatmak e up the portal. Just as the infranet proliferated within
organizations, portals are now starting to multiply. The portal mana gement
system or the mega portal 15 being developed to take control of portal
proliferation with the aim to enhance business process convergence and
mtegration Shilakes and Tylman (1998) coined the term “Enterprise Informa-
tion Portal” (EIF), and this definition encompassed mformation access, appli-
cation nature, and Internet gateway that are apparent in the second and third
generations of organizational portals.

Ome area that1s being developed via portal technelogy is employee relation-
ships. We have already looked at ESS as an example ofa B2E system; some
additional employee applications are M2E (Manager to Employee), EJE
(Employee to Employee) and X2E (eXtemal to Emploves). Taken together, all
these relationships are considered part of the EEM strategy (Doerzaph &
Udolph, 2002). An ERM strategy is made up of the following components:

»  selfservicetechnology,

= collaboration tools,

*  commmmicitiontools,

*  knowledze management techniques,
*  personalization focus, andlastly

*  accesstechnology.

The access technelogy can encompass employee interaction centers like
hotlines, Helpdesks or enterprise portals.

General Motors is one of the leading HE. portals in the world and they have
proposed three generations of HE. portal (Dessert & Colby, 2002). The three
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Table 2. Generations of HR. porials (Dessert & Colby, 2002)

Dimenzion: T° Generagion T Generagion T Ceneration
Tzer Static Wab Drynamiic Amywiens Acoass
Sdcldness High Usage: Pomonahized Analytics
Sgarch. Epleast Scamch Dlachbeard
Commenicatens | Hews Tt Massagng FLoammg
& Collaboragen | Chat Targeted Push v Pall E-Culure
Jobn Raols Based Brcadcant Madia
Information Onfizg Publications | Dynamic Poblishing Online Pohlishing
Arpess Limirs Nathve Wb Apps Int Comtumn
Lammchize Pad Comiant Intugration biw Functions
Services Traval Expanses LifaWork Frents Rok Based
Panrull Commmmitias Owmling Consmlting
E-Procoemant E-Heakh
Techmolery WeblApp Sanven | Coztent Managemen: Fedaraied Sarvices
TUnsecursd LDAP Wirslass
Easic Login Int B-Mail, Chat, M, Bfuiti-Modia
Broadband

phases are presented in Table 2 and are presented in five organizational
. .

A conceptual model of portal architecture is proposed by Brosche (2002 p.
19) and depicts a portal having core, key elements and specialization compo-
nents.

The components proposed by Brosche (2002) can be further categorized as
having an information focus, technolegy focus, or a process focus. We can
further combine Eckerson generations with the Brosche portal medel and
analyze an organization’s portal by its mformation focus, process focus, and
technology focus, and categorize 1t as being first. second. or third generation
(Figure 3).

Access richrefers to a portal thatis a static information dissemination tool
where the information is “pushed ™ to the user. This could be a portal where
minutes, memos, and notices are pested and “pushed™ to the user. The content
rich portal has information that is posted by users ina two-way flow. Inthis
pertal informationis “pulled” from the portal by the user and the real issues are
all concemed with content management. The application-rich portal elevated
the portal to be more than an information tool; it becomes a fundamental
process toel where business is conducted. Using this proposed categorization
of portals, wewill analyze ESS portals of three major Australian orgamizations
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Figure 2. Conceptual medel of the corporate portal (Broche, 2002)
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Figure 3. Portal generations by Brosche categories

Fortad Cemeratan: Farzt Secamd [Thrd

ACCESS CONTENT AFPLICATION
Fortad Cutwroriss EICH EICH EICH
e T Shane Dynsmie lstzgraisd

ﬂi‘glﬂ&i Persomaled Analytics
Pracezz Fornz Singht Muln All

HE Formis HE Publstatu HE Application
Techzalogy Ferus Tiseviared Comten Managemeal Winehss

‘Weh Servens Broadband

Copymight © 2005, Ide Group . Copying or discdbuting in print or elecronic fomms withost wiitsn
parmmiszion of [dea Group Inc. & prohibited



Employse Self-Sendce HR Portal Case Study 114
by analyzing their imformation and process foens oftheir portal This analysis

will then allow us to substantiate the applicability of Broche s categonies of
portal development.

Research Methodology

Themove to BJE ESSportalsis detailed through theuse of a case study. Case
study research methodology was used, as the chapter presents an exploratory
lock atimplications of ESS implementations. Yin (1994, p. 353) emphasizes the
importance ofasking “what” when analyzing mformation systems. Yin goes
firther and emphasizes the needto study contemporary phenomena within real -
life contexts. The ethic or uutsidﬁrappmai:hwas usedin this case study. This
approach emphasizes an analysis based uponan cutsider”s -:ateganzatcmaf
the meanings and reading of the reality mside the firm The analysisisbased
upon objective methods such as document analysis, surveys, and inferviews.

Assumptions that were gleaned in the analysis of matirity of portal devel opment
were queried and clarified by interview. Walsham (2000, p. 204) supports case
study methodology and sees the need for a move away from traditional
information systems researchmethods such as surveys toward more mterpre-
tative casestudies, ethnographies, and actionresearchprojects. Several works
have used case studies (Chan & Foseman, 2001; Lee, 1989) in presenting
information systems research. Cavaye (1995) used case study research to
analyze inter-orgamizational systems and the complexity of information sys-
tems.

A mmiltrple company case study was chosen in an attenapt to idenfify the impact
of an ESS implementation and the associated development across both the
private and public sector. The case study companies were chosen because they
are leading Australian organizations withalong, mature SAP history and had
implemented SAPESS module. Imtially mformationwas collected as aresult
of the company’s presentation at the ESS fomum in June 2002 Interviews were
conducted firstly by e-mail with managers from the organizations. These
predetermined questions were then analyzed and enhanced, and formed the
basis of the mterviews supported by cbservations through access to the ESS
system Project documentation and policy documents were also supplied The
name of one of the case study organizations has been withheld due to condifions
set in the case study interview. The analysis will look at the information,
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process, and technology aspects as derived from the Broche mode] and will
also look at implementation issues in developing the HR. ESS portal.

Case Studyv

Private Sector Organization (Auscom)

Anscomis one of Australia’s leading compamnies. Auscom’svisionistobea
world-class, fll-service orgamization by delivening company-wide process
mprovement, productivity gains, and costefficiency (AuscomVision, 2002). It
wasprivatized in 1997 and currently has 40,000 full-ime employees, 20,000
contractors, 2,000 information systems, and 50,000 desktops (Greenblat,
2002). Inthe yearending hme 2002, ithad AUD$ 20 billion of sales and aprofit
of AUD$3 billion. The company operations are divided into several business
units: retail, wholesale infrastructure, and corporate center. This lastunitis
responsible for the HE processeswithin the company andhad fiall responsibility
for the IT strategy underpinning the ESS implementation initiatives, aswellas
the end-to-end project management of the implementations. One of the areas
that Auscom had analyzed and felt was able to better deliver their vision was
HE. The existing HE. systemwas costbloated, process fragmented, andhad
poor data access. Auscom wanted to explore the strategic aspects of HR,
especially the concept of “employer of choice ™ and instigated “People Online™
in May 2001. Initially the project was to be developed in three phases:

*  Phase | intreduced ESS to provide simple HE. employes-based transac-
tions and information search facilities. Phase 1 had two components,
MyDetails, the simple employee HR. ESS, and PeopleSearch, the infor-
mation search component.

*  Phase 2 would introduce workflow for both HE. and non-HE. pro-
CES5ES,

*  Phase 3 would provide access to corporate-wide applications.

Phase 1 wasrolled out in May 2002 and Phase 2 was scheduled to be rolled
out m November 2002 with Deloitte Consulting the implementation partner.
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Details of the benefit metrics were not available due to commercial in confi-
dence. The business case for Phase 1 identified four groups of benefits:

*  uantifishle cost savings,

*  mereased dataintegmity,

*  enablingprocess re-engineering, and
*  e-enabling the workforce.

Four months after the implementation. an external crgamization camed outa
review and analyzed the business requirements, performance, mplementation,
and project management of PeopleOnline. An analysis of the review is
presented withreference to the pertal generations in Figure 2.

Government Organization 1

Vietorian Department of National Resources & Environment (NEE)

The NEE was formed from six state government orgamizations and employs
approximately 3,000 staff at more than 200 diverse locations across Victoria.
The NEE s responsible for preserving and managing Victoria™s vastwealth of
natural resources, inchiding major oil and natural gas fields, substantial mining
and agricultural resources, aswell as one of the world’s (On Sun, 2000) largest
deposits of brown coal. The NEE must balance the need for development and
wealth generation with the obligation to protect the land and its resources for
sustainability andlong-term benefits. On discussing the importance of TT nthe
strategic plan, Secretary Michael I. Taylor of the department commented:

“The information revelution is inescapable. Managing IT strategically in
NRE is the depariment’s response to that revelution. " (NRE, 2003)

WEE first implemented SAP F/3in 1999 to support its HE. fimction (Shone,
2002). Pror tothis, NEE wasusing another HE. systemwith a customized ESS.
Omne of the major benefits the department noticed with the implementation of
SAP'sESSwasthereduction mpayroll processmg, which was partly achieved
through the introduction of online payslips. Therewas inproved data integrity,
notjustwith the use of ESS but due also to the integrative nature of the ERP
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system Data only needed to be entered once and employees could then ensure

the accuracy of their own data. Staff were also able to apply for leave and
overtime electromically, and apply and receive approval for training courses.

Government Organization 2

NSW Department of Housing (DoH)

The Department of Housing in New South Wales aims to assist people into
lower costhousing when their needs cannot be met by private sectorhousing.
Themission statement of the department reflects this focus:

“The purpose of the New South Wales Department of Housing is to work
in partnership with the community to supply and sustain safe, decent, and
affordable housing for people on low incomes, and to enable people in
need fo create environments where they live with dignity, find support,
and make sustainable fumures ”. (DeH, 2002/2003)

It has approximately 130,000 properties across NSW and employs about
2,300 people. The information technology drivers for the DoH ESS portal
include (King, 2003):

*  replacetechnology ofunsupported legacy systems;

*  enablebest-practice HF. processes;

*  delivermmformation to support modem people management; and

*  empoweremployees through the provision of ESS, M55, and workflow
process systems.

It is important to consider that the terms information, processes, and
technology are paramount in the statement of DoH 's main technology drivers.
The ESS project was developed in two phases_ with the first phase being rolled
cutin April 2003 after aproject length of 11 months.
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Discussion

Information Focus

Information focus or stickiness refers to the ability of the ESS portal to draw
and retain theuser. In Anscom the Mydetails apphication did provide enhanced
stickiness, but PeopleSearch didnot. The review team foumd that the needs of
super/power users in switchboard teception whouse PeopleSearch exten-
sively had not been analyzed enough in the initial business requirements
analysis. There was also a problem when cost considerations created a scope
and software change. and project requirements of the special power users were
notre-visited after this change. There was also an operational problem where
service level agreements did not have adequate time/penalty clauses and/or
metrics built in, thereby causing performance problems to be neglected. The
implementation of the Phase 2 ESS portal led to thereduction from 40to 16
HE. systems and the savings of AUDS 35 million per year (Fleming 2003).
InNEE the ESS portal has six emplovee information categones: employee
details, leave mformation payroll, traiming. recruitment. and résumé informa-
tion(Shone, 2002). Earlier versions of the software were primarnly information
browsing applications, whereas this version allows employees to read and
amend a multitude of information. Overtime hours, bank details, taxation
details. and leave details are all live. One of the majorbenefits they noticed with
the mplementation of SAP"s ESS was the reduetion in payroll processing
whichwas partly achieved through the introduction of online payslips. There
wasimproved data imtegrity, not justwith thense of ESS, but also the integrative
nature ofthe ERP system. Data onlyneeded to be entered once, and employees
could then ensure the accuracy of their own data. The leave details instigate a
workflow request that is transported via e-mail to supervisors.

InDoH. Phase 1 locked to extend information access and dissenmnation across
the enterprise to allow employeas to process payrollinformation. personnel
details, and financial posting and reporting (King, 2003). Both employees and
managers were able to access information from the portal, but the nformation
flow was mainly directed to the employee.

Copyright & 2003, Idea Gromp Inc. Copying or distriveting i print or slecenic forms withoet writhen
parmiszion of ldsa Growp Inc. is prohibisd



116 Stein & Hawking

Process Focus

This dimension looks at the extent that the portal reaches out to other areas of
the organization, and the extent that the portal enables collaboration and cross-
integration business process operations, like e-procurement. travel expenses
authonization payroll, time, and HE. data management In Auscom the services
provided by the Phase | projectwere inited to HE type data mcluding payroll.
The extensicn mto other areas of the organization and across busimess umits was
achieved mnPhase 2 The Peopleseach component enhanced commumications
by providing a one-stop search facility in the whole orgamization It was
important that this commumnication tool should have been aligned to the
corporate intranet look and feel. The process focus of the NEE portal
emphasized traditional HE. business processes and activities (Shone, 2002).
The more strategic HE. processes of recruitment and trainimg were present but
there was no employee scheduling. Cross-functional processes were not
accommodated greatly except for the ability toenter the SAPR/3 system todo
maintenance tasks. Staff were also able to apply for leave and overtime
electronically, and apply and receive approval for training courses. The DoH
was again focused on the traditional HE. processes, with the only cross-
fimctional process being financial posting and reporting (King, 2003). This
entailed some degree of collaboration into other functional areas of the
crgamization with resultant problems oflack of integrative business processes.
Inanalyzing the portals for their information content, all three ESS portals did
enhance information stickiness as they provided the full range of typical “pull”
ESS features: personal details, pay, leave, bank, and benefit packages. They
alsoprovided arange of personalized “push” features. This type of ESS site1s
somewhere between a first-generation “aceess-rich™ site with predomi-
nately “pull” features (static Web, high usage) and a second-generation
“content-rich™ site.

In analyzing the portals for their process focus, the mformation provided to the
user was limited to HE.- or employee-based information. There wasno across-
fimetion process mformation, business transaction information, or product
information provided. The process focus of the portal would indicate thatthe
portal was immature and still first generation. All portals demonstrated moder-
ate commmmications but limited collaboration features, again an example ofa
first-generation “access-rich” HE portal The DoH portal was somewhat more
advanced with the ability to access financial reports, demonstrating cross-
process collaboration. As crganizations move tomore advanced portals like
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Anscom Phase 3 and DoHPhase 2, itis expected that more collaboration will
beused. The Auscomrepresentative touched upon this cellaboration focus
when he commented on the difficulty of developing the interface between the
corporate and the HR portal. Itis almost anecessity to have a line of delmeation
between the fimefional areas.

Conclusions

Compared to other e-business solutions, B2E portals have arelatively low
impact on the orgamization, employees, and processes. The risks of a B2E
portal are minimal, as it provides a Web interface to an existing system and
improves data integrify, as employees are responsible for much oftheir own
data. ESSportals do promise to provide extended fimectionality into and across
the organization. We can analyze the relative positions of Auscom NEE, and
DoH portal matunty by referring to Table 3.

Amscomdevelopedits first-generation portal to be primanty an mformation pull
application, with the maim focns on traditional HE. forms. Little collaboration or
communication applications were developed in the first release. The next
version ofthe portal looked at the online routing of standard HR. transactions,
online recruitment, talent management, and an enhanced emphasis on trainmg.
This developmentwould move the Anscom portalinto the “content-rich”™ and
partially into the “application-rich” phases. Anscom seems tobe moving in the
night direction. There seems no doubt that the technology existstomovean
crganization like Auscom from first-generation “access-rich”™ to second-

Table 3. Portal gensrations by Brosche categories

Portal Generations | Firs Secord Third
Portal Catezories | Adecess Rich | Comtene Rich | Application Rich
Information Feoss | S@tdc Chmamic Int=grated
Azgrepated | Pemomalized | Amalytcs
Anscom
ARE
Dol
Process Focus Single Nt Al
HR.Forms | HE Publication | HE. Application
Anscom DeH
NRE
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generation “content-rich” and ento third-generation “application-rich™ por-
tals. The DoH portal seems to be located in Broche s “content-rich”™ phase,
ready for the mplementation of addiional applications. The NEE portal still is
placedinthe “access-rich™ phase, butis developing the collaboration focus
of a Phase 2 portal.

While the technology exists, crganizations seem tobe slow mmoving to the
more developed cross-process, integrated fimctional portal. Itis possible that
the business processes that would beutilized in an “application-rich™ portal do
notexistinthe orgamzations. Portal development st follow the business. not
lead the business. What is not vague is theunderstanding that ESS portals are
mformation delivery platforms thathave nmich potential to deliver not only cost-
focused savings, but the more important strategic HE. benefits being soughtby
modem organizations. The recent Cedar Report (2002, p. 1) commented on
the impertance ofhigh performance work forces and the need for enterprise-to-
employes solutions.

Major Australian orgamizations are explonng the use of ESS portals, and these
modem e-enabled applications set the stage for other Australian crgamizations
tobe aggressive followers. Wewill watch with greatinterest the march to ESS
and then the advancement to HE./corporate /enterprise portals.
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