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What drew you to HR?  I have always been a people person.  I like to help people and in HR I get 
to provide support to employees so they can spend their time on the kids.  That helps the employee 
and helps us achieve the core mission of our school district - to educate our students. 

What do you see as the main mission of the school system HR? At Whitfield, we strive to pro-
vide both our students and our teachers with engaging opportunities to learn.  The teachers provide 
learning opportunities for their students.  HR helps to create a learning environment for our teach-
ers and staff.  We work to hire the best and retain the best.  We make sure our employees are 
matched to the right jobs so they can be successful and feel fulfilled.  We provide support to our employees to mini-
mize concerns regarding payroll, benefits, and certification issues, for example, so they can focus on our students. 

How do you stay focused on the mission given all the current budget difficulties? I have to prioritize my 
day.  It is easy to be distracted by all the paperwork so I like to get out in the schools and meet with our employ-
ees.  It keeps me and the rest of the HR department focused on what’s important—providing the support that makes 
everyone successful. 

How are you using technology in HR? Technology plays a massive role in all we do.  It is no longer an advan-
tage, it is a necessity.  At Whitfield, we  are rapidly approaching a paperless office.  We use digital scanning to elimi-
nate paper records.  We use electronic forms routing to remove all the paper shuffling from department to depart-
ment.  Online applicant tracking has removed the paper from much of our hiring process.   Online benefits manage-
ment technology has taken the paper out of enrollment and eliminated monthly billing and reconciliation duties com-
pletely.  Our HR team is constantly striving to be more efficient.  The things we implement have a ripple effect 
throughout the district.  No one has to fill out forms to get professional development approved or to change any of 
their benefits during open enrollment.  With all the budget cuts and staff reductions, technology has allowed us to be 
more efficient and continue to provide a high level of service to our employees. And technology is just fun to work 
with! 

Traveling the Path 
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Focus on Retention: Employee Morale  
These tough economic times are driving tough decisions.  Many reading this have struggled 
with reduction in force decisions and re-assignment choices.  Workloads have increased for 
many while pay has decreased.  Employees are feeling unappreciated.  Productivity is im-
pacted.  So is employee job satisfaction and sometimes their health.  You wanted to keep 
these employees because they are the best of the best on your staff.  But you may be in 
danger of losing them as soon as an opportunity arises.  How do you hang on to your top 
performers through these tough times so they continue to help you achieve your goals? 

Research by ASPA and others shows that employees who feel valued are the most loyal and the most productive.  
Here are 3 ways to make your staff feel valuable: 

1. Solicit ideas and feedback for dealing with the tough times.  Your best employees have really good ideas and 
when those ideas are implemented buy-in is high and outcomes are better. 

2. “Have their back”.  Your staff wants to know you are going to bat for them.  In these times of cut backs, it is 
common for members of a department to feel like they are giving up more than everyone else.  They need to 
know you are protecting them and their resources.  Be sure to explain the decision process so they understand 
when things don’t go their way. 

3. Recognize the extra effort.  After layoffs and cutbacks those still in the trenches can really feel the pressure.  
Extra workload and longer hours are common.  Make sure you consistently and specifically acknowledge when 
someone is doing more, taking on extra duties, etc.   

Retain 
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State Health costs Georgia school systems big money.  For 2011, 20% plus of 

pay is contributed to State Health on every certified person at the school district 

whether they are participating in State Health or not.  And $218.20 per month will 

be paid for every classified person enrolled in the plan.  This adds up to millions 

of dollars a year, even for a small district. 

With this kind of outlay, I am always surprised at how little school districts expect for their money.  A corporation that 

spends millions on benefits expects to get a return on what they spend.  Most school districts I talk to look at the money 

they spend on State Health as simply compulsory and do nothing to make sure that outlay gets them something in re-

turn.  But school districts can get more for the dollars spent on State Health: 

1. Use State Health as an integral part of recruitment efforts.  Benefits are a huge part of the total compensation a school 

system pays to get the best people.  They make a school system job significantly more valuable than a private sector job 

with comparable salary.  School districts should brand their benefit plan and talk about it in a way that potential employ-

ees can understand and appreciate. 

2. Ensure employees know how much the district spends to fund their healthcare.  In surveys of thousands of school 

employees, they consistently underestimate, most by more than 50%, how much the school district is doing to fund 

benefits.  If they don’t appreciate it, it is money wasted. 

3. Help employees understand how their benefits work.  Most schools simply send out the State Health Decision Guide 

before open enrollment.  Employees must wade through all the material and jargon, hoping to make a good choice for 

themselves and their families.  Our research has shown that employees who really understand their benefits appreciate 

their employer more.  They feel better supported and are more loyal as a result. 

Georgia School systems pay a lot to fund State Health but the coverage, options and cost to participants are hard to 
beat.   It’s rare to find anything as good in the private sector, let alone at a private school.   You can’t control what you 
pay for State Health.  But you can manage that cost as an investment in attracting and retaining the best people.  

Three Ways to Get More from Sta te Health 
By: Eric Kiesshauer 

Dear HR Guy—I suspect we have an ethics violation.  What do we do? 

   If you are an educator, you are entrusted with our coun-
try’s most valuable asset and a parent’s most precious 
gift – their child.  Violations of that trust deserve a deci-
sive and unyielding reaction.  A case in recent years sited 
a superintendent who rather than deal with troubling ethi-
cal issues, allowed an educator to resign.  The superin-
tendent passed a bad apple on to another district, decid-
ing not to report sexual misconduct with a student to the 
authorities. This teacher did the same thing in the next 
district.  The superintendents from both the original and 
next district along with the school systems were held li-
able in court. 

   In more recent news, educators in a district knew of 
ethics violations by principals and did not report them to 
the PSC.  The infractions included sex with a subordinate 
and “furloughing” students that were deemed behavior 
problems.  The superintendent lost her certificate for two 
years. A deputy superintendent in the same district lost 
hers for one year. Many others at the district fell under 
investigation by the PSC. 

   The Georgia Professional Standards Commission 
(PSC) established a code of ethics to protect the health, 
safety and general welfare of students and educators, 
and assure the citizens of Georgia a degree of account-

ability within the education profession. (www.gapsc.com)  
Educators are not just the teachers or administrators in a 
district. Educators include paraprofessionals, aides and 
substitute teachers, too. 

   There is a 90 day window in which violations must be re-
ported to the PSC.  This can range from reporting the edu-
cator to the superintendent, law enforcement, and/or the 
PSC.  It all starts with a report to the superintendent.  It is 
then the superintendent’s responsibility to take appropriate 
action.  Any educator who knows of an infraction and fails 
to report it, is in violation of the PSC Code of Ethics them-
selves and subject to sanctions against their certficate, etc. 

   Any organization that deals with children should hold their 
employees (and volunteers) to the highest standard.  The 
PSC communicates and enforces clear standards of how 
educators are expected to conduct themselves. It is my 
belief that 99% of the educators in Georgia are professional 
in carrying out their duties and follow the standards without 
fail.  It is that other 1% that we need to be diligent in ferret-
ing out and reporting. 

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 

This newsletter is brought to you by  

 

 

For more information, please contact 

us at:   www.clearconcepts.net 


