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What drew you to HR?  From the beginning of my career, I saw people as the most important 
element in an organization.  Way before I picked up Good to Great, I knew that to be success-
ful, you had to get the right people.  I always wanted to be a part of making that happen. 

What do you see as the main mission of the school system HR? Recruiting highly qualified 
teachers, administrators, and support staff is paramount.  HR must support retention through 
strong employee development programs and employee recognition programs—you have to call 
attention to those who are excelling.  Managing safety and compliance is also a core function.  
HR is the facilitator in each of these areas.  Many organizations see HR’s role as to simply keep 
them out of trouble even as they say that people are most important.  This is a cultural issue.  
You need to walk the talk if you really want great people in your organization.  Human Re-
sources is the honest broker that helps to influence talent management of the organization. 

How do you stay focused on the mission given all the current budget difficulties? We have a great HR team 
at MCSD.  Our team developed a method for keeping us focused.  We call it FORCE—We will provide a Forum for 
our employees to feel comfortable and supported.  We will be Organized in our activities.  We will Respect every-
one.  We will Communicate.  We will do everything with Energy and Enthusiasm.  This approach helped us de-
velop a communication strategy to keep our employees informed on the budget struggles.  Our workforce has 
really weathered the challenges well.  Remaining focused on educating the boys and girls of Muscogee County is 
critical.   

How are you using technology in HR? Technology is playing a huge role.  We are implementing electronic per-
sonnel records for access by principals and administrators—no more paper files wandering the district.  We are 
working on a dashboard to view all sorts of data including attendance management, performance management, 
turnover, new employee experience survey, and automated exit interviews   In 2010, we all need to be looking for 
opportunities to use technology to be more efficient.  Technology can get you a big return on the investment. 
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A newsl e t t e r  ded i ca ted  to  con t inuous  improvemen t  in  Human Resou r ces  
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Focus on On-boarding: New Hire Day  

    Your new hire orientation packet is as thick as War and Peace.  New teachers and staff 
spend hours filling out countless forms.  Somewhere around Form 23, serious hand cramps set 
in, leaving name, social security number and address barely legible.  All your new hires are 
herded into a big auditorium to sit through long presentations.  They try desperately to stay fo-
cused and digest the important details they need to choose benefits or operate the substitute 
management system.  Once the auditorium doors open, the insurance salesmen and investment 
brokers lay in wait, ready to pounce and sell.  Are the new hires prepared to make educated de-
cisions that make sense for themselves and their families?  Do they feel good that they’ve joined 
a highly organized and progressive system?  Do they feel that the system really cares about each individual that 
works there and is looking out for their best interest?  ….Or do they feel you have modeled your New Hire Orienta-
tion program after the license renewal process at the Department of Motor Vehicles? 

    If the above scenario is familiar, it is time to revamp your new hire day.  Focus on making the day more efficient 
in taking people from new hire status to current employee status.  In addition, the process needs to be an effective 
communication forum, ensuring that new hires complete all the required documentation and absorb all the required 
communications.  Finally, the new process should ensure the new recruits have a professional, supportive experi-
ence with the system’s central office staff, reaffirming their decision to join your school system community. 

    You are probably on-boarding fewer people in 2010 than in prior years.  With the lower workload, it is a good 
time to look at your process and revamp it for the future.  Check out www.clearconcepts.net for a whitepaper on re-
engineering the new hire orientation day process. 

On-board 

Human Resources Spotlight Professional—Don Cooper 
- Chief Human Resources Officer at Muscogee County School District  
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    Now that the dust has settled on the recent compliance requirements in the 
403(b) world, it appears that most school systems have gone one of three 
routes:  (1) Picked a single “partner”, like VALIC,  to manage and track all the 
contributions made to their various 403(b) vendors; (2) Had their new partner 
create a single, mutual fund platform; or (3)  get an insurance broker involved 
in Option 2.   

    The first course is the path of least resistance but it perpetuates confusion and high costs to participants.  The 
second is the best of the 3 because it eliminates all the annuity vendors and confusion.  This extra step dramati-
cally lowers the cost burden on an employee’s investment by 50-60 “basis points” –  a great stride on behalf of em-
battled employees.  Option 3 is the most ill-advised choice.  Here, the money saved in Option 2 is not saved at all.  
Instead, it is routed into the hands of opportunistic insurance brokers.   This costs the school system nothing, but 
it’s a really bad deal for the teacher trying to save for retirement!  Why?  Because the saver is already paying the 
system’s chosen partner, VALIC for example, for all the services she’ll need – including education that extends to 
TRS and PSERS.  There is no role for a broker to fill and there is certainly no justification to load an additional cost 
burden on the back of the employee.  Other than cost, why is this so bad?  The broker is incented to sell in this ar-
rangement.  The more he can convince the employee to save, the more he makes.   

    Is this something you should care about?  Well, consider this.  On a plan with 400 participants and $15 million in 
assets, 50 basis points (1/2 of 1%) equals $75,000 a year to the broker.  What critical services are provided for 
that compensation?  Answer:  none that are not already provided. 

    Here’s the bottom line:  participants have $75,000 less in their accounts every year.  As the plan assets grow, 
so does this annual cost.  It’s all completely hidden from the view of the participant.  Every year, the broker rakes 
in more and more “invisible” and unearned compensation - quietly siphoned from participant accounts over their 
entire lifetime.  No school system should allow this practice to continue. There is little doubt that a plan fiduciary 
would be violating “excessive compensation” guidelines by approving such a provision. 

Is Your 403(b) Retirement Plan a Bad Deal? 
By: Eric Kiesshauer 

Dear HR Guy—How do I demote an unsuccessful new manager? 

   It’s not easy but it can be done. Georgia Code 20-2-
942 gives Boards of Education this authority.   Let’s 
look at the story of Ms. Smith (name and title 
changed).  She was a successful assistant principal so 
when a principal position came open, she got the job.   

   But she was not an effective principal. The superin-
tendent had met with her and specifically addressed 
both orally and in writing the concerns he had about 
her performance.  She was given extra support from 
HR, the Director of Operations, and the superinten-
dent, in hopes that she would improve.  Unfortunately, 
her performance worsened.  She made very poor deci-
sions.  She violated the Fair Labor Standards Act by 
allowing her secretary (a nonexempt employee) to of-
ten work after hours and on weekends. Employee mo-
rale in the school was extremely low and parents were 
lined up at the superintendent’s door, most voicing 
valid complaints.  She was issued several letters of 
directive.   

   The superintendent and the Board of Education had 
to take action and it could not wait until the end of the 
year to non-renew her contract.  Of course, she had no 
tenure as an administrator but did as a teacher.  Geor-

gia Code states that a Board of Education has the au-
thority to demote a teacher or other employee from one 
position in the school system to another position having 
less responsibility, prestige, and salary.  The last three 
words are very important. You cannot negatively impact 
all three.  Ms Smith was removed as principal and was 
given a teaching position for the remainder of the school 
year. To adhere to law, she was paid as a principal for 
the remainder of the year.  

   This was a difficult process to go through. Lawyers 
became involved.  In the end, the careful documentation 
and adherence to Georgia Code ensured this district 
prevailed in the hearing. 

   Today the culture of this school has made a tremen-
dous turnaround.  A new and energetic principal set the 
tone for the school that was remarkable.  Even Ms. 
Smith had a happy ending.  She eventually became an 
assistant principal and was successful once again in that 
role. 

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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