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What drew you to HR?  I think it was just the right fit for me.  I especially like working 
with personnel and have been in the people business for my entire education career.  
Having background as teacher, coach/Athletic Director, Assistant Principal and Principal 
of Elementary, Middle and High Schools, I have been able to pull from these experiences 
to help mesh with the Human Resources Directorship to hopefully help move our system 
forward. 

Why do you think Human Resources should be important to a school district? Hu-
man Resources actually touches all aspects of a school system. You’re only as good as 
the folks that work in your organization.  A smooth running HR Department is critical and paramount for a 
school system.  We are always looking for the “the best of the best” to work with our students in Houston 
County.  We’re looking for those educators (certified and classified) that have the students at the center of all 
decisions.  It’s critical that we employ the right folks that are enthusiastic, high energy and want to make a dif-
ference in the lives of our students.  There are so many aspects of a Human Resources Department that can 
“make or break” a system. 

What do you see as the main mission of the school system HR? I believe our main mission is to be an 
advocate to our building level administrators in helping them select, hire and retain the best and brightest fac-
ulty and staff for our schools and students.   Recruit and retain highly qualified certified and classified staff – 
particularly in critical shortage areas. 

What are your biggest goals for HR at Houston County? Probably our biggest goal through our HR De-
partment is to seek out, recruit, attract and keep the best top flight educators not only in the state of Georgia 
but to attract those excellent teachers from other regions and states to teach our students.  We want Houston 
County to attract world class educators and to be known as the system where you would want your children 
to be taught. 
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Focus on Recruitment:  Creating a Brand  

    Ask any marketing executive at Apple, Coca-Cola, Wal-mart or any other big com-

pany what is most important in attracting customers and you will hear all of them talk 

about branding and brand awareness.  Just like these  business giants are forced to 

compete for customers, school systems across Georgia are competing for the best 

teachers and staff.  With other districts paying a comparable salary and having similar 

sounding missions, HR must find a way to break out of all this sameness and stand 

out to the great job candidate.   

    Developing a brand that reflects your district’s culture can be a key tool in your re-

cruitment efforts.  Think about what makes your district special.  Develop a survey of new and long term em-

ployees that captures their feelings about the district’s culture, community, mission, work environment, etc.  

Use the results to write a description of what it is like to work at your district.  Boil the description down to 4 or 

5 adjectives.  These adjectives should inform all your communications, your website, your district tag line.  Be 

creative, but be accurate.  The brand must match who you really are or it will attract candidates that are a 

poor fit for your culture.  Visit www.clearconcepts.net to view “Recruiting for the 21st Century” and learn more. 

Recruit 

Human Resources Spotlight Professional—Tim Helms 
- Assistant Superintendent for Human Resources at Houston County Board of Education 



 

Fall 2009  2 

    It is that time of year again.  
Time to go through annual enroll-
ment for benefits including State 
Health.  I can hear HR depart-
ments all across Georgia groan.  
There will be big changes to ex-
plain, new (higher) rates to com-
municate and get into payroll, a 
storm of paperwork, and a bevy of 
insurance agents chomping at the 
bit to get in front of employees to 
sell their products.  If they are con-
vincing, you’ll have more data to 
enter, check, and maintain.   

    But rather than focusing on sur-
vival, HR can make Open Enroll-
ment an opportunity to build appre-
ciation for all the district does on 
behalf of employees.  Every year, 
your district spends more than 
$6,500 on each certificated em-
ployee to fund benefits including 
State Health and TRS.  How many 

employees realize that this invest-
ment is being made on their be-
half?    

    Open enrollment is the ideal 
time to reinforce the value of that 
investment.  Decisions must be 
made and for employees to make 
good ones, fuzzy concepts need to 
be made clear.  Their questions 
need to be answered.  Sadly, HR is 
so over-burdened with paper and 
administrative tasks, there’s no 
time left to actually help anyone! 

    This crisis to survive can easily 
be converted to an opportunity to 
support employee retention if you 
use the right tools: 

• Sophisticated technology that 
interfaces with payroll systems 
and manages monthly billing (not 
the kind designed to help insur-
ance agents sell stuff) takes the 

Take Open Enrollment Beyond Survival 
By: Eric Kiesshauer 

Dear HR Guy—What do we do with this bad apple? 
By: Dr. Ron Busbee 

     During my time as head of HR for Houston 
County Schools, I encountered my share of “bad 
apples”.  One particular example springs immedi-
ately to mind. We got a report that students were 
called names and degraded by their teacher.   

    Our first step was for the principal to address the 
situation with the teacher using a progressive disci-
pline approach.  Written documentation was a must.   
We knew that if it was not written down, it did not 
happen. The principal started with a verbal warning, 
but wrote down the date, what he said and what the 
employee said.    When the behavior continued, the 
principal conducted a formal conference with the 
employee and documented the discussion with a 
written Letter of Concern that the teacher and he 
both signed.  It doesn’t really matter if the teacher 
refuses to sign this written warning, documentation 
is the key. 

    None of this impacted this teacher’s behavior.  
Our investigation showed that she continued to de-
mean students.  A written Letter of Directive was our 
next step.  We hoped that the teacher would im-

prove, but also knew that two letters of 
directive provide enough documentation 
to non-renew her contract.  When we 
came to the point of these letters, that is 
when I, as the HR Director, got overtly in-
volved.  My job was to help communicate the serious-
ness of the situation as well as ease some of the 
stress this was causing the principal.   

   Since the behavior was not improving, we communi-
cated to the teacher that we would pursue a hearing 
to have her dismissed.  Although she never admitted 
that she had done anything wrong, the investigation 
as well as strong documentation upheld the decision 
for dismissal.  We always remember that we are the 
advocates for the children and that responsibility is on 
the shoulders of the principal and personnel director.  
By following a solid progressive discipline process, 
know that you can get rid of the bad apple. 

Dr. Ron Busbee is a retired assistant superintendent for HR and 

has taught graduate level courses at UGA in personnel manage-

ment.  Email your question to rbusbee@clearconcepts.net 
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administrative burden off HR.   

• Easy-to-read materials, branded 
to your school district, build em-
ployee understanding and appre-
ciation. 

• Presenters that can actually 
make State Heath options clear. 

With these tools, you can help em-
ployees understand the great 
benefits they have and why it’s a 
great thing to work where they do.  
You’ll spend less time replacing 
people.  And you’ll help your board 
and community get the results they 
need by retaining your best people. 


