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What drew you to HR?  Growing up, I always wanted to be a coach.  I worked in education for 
14 years before moving to the private sector to work in HR.  When I was researching opportuni-
ties in the private sector to better support my growing family, I found that HR incorporated all 
the aspects of education, coaching, and working with people.  It is a natural extension of coach-
ing.  Whether it be in sports, business, or education, you have to take care of your people so 
they take care of your organization and its goals.     

Why do you think Human Resources should be important to a school district? Most school em-
ployees are more highly educated than a lot of employee populations, but that does not mean 
they don’t need HR.  Human Resources is dedicated to recruiting the best, helping managers 
manage, and guiding the long term growth of employees so we can be the best we can be. 

What do you see as the main mission of school system HR? Being a good leader requires that 
you be a good manager of people.  It is HR’s responsibility to provide the tools to help select 
good people, ensure compliance to laws and regulations, and support strategic planning for 
personnel.  We are here to be a resource to our leaders and give all our people a chance to succeed. 

How do you stay focused on and enthusiastic about this mission while dealing with disciplinary problems, budget troubles, 

and other issues that compete for your time and energy?  That is the job.  You have got to thrive on this kind of challenge.  

Just like in athletics—you must keep the goal in sight and know what you need to do to win the game.  Being organized and 

enthusiastic is the only way you can be successful at managing everything the opponent throws at you. 
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Dear HR Guy— Unemployment Claims Are Costing Us a For tune! 
By: Dr. Ron Busbee 

quote from Ms. Jones on her reasons for 
not following the rules.  Unfortunately, 
Ms. Jones’ performance did not improve 
and she was terminated.  

    Some time later, we received notice 
from the DOL.  Ms. Jones claimed she 
was terminated due to chronic illness. 
We responded, and DOL agreed that she was terminated for 
cause.  But Ms. Jones appealed and was granted a hearing.  
The principal and I both had to go to the hearing—hearsay is 
not admissible.  Our testimony was important, but the docu-
mentation we had was what won our case. 

    Most claims of this nature come from classified employees 
but there is no reason to vary your documentation process 
for certified employees. Train your principals and managers 
to relentlessly document poor performance and their efforts 
to correct it. It all begins there.  If it’s not written down, it did-
n’t happen.  If it is, you’ll prevail in many of these cases.  And 
the greatest thing about it is that you’ll have more money to 
support the deserving teachers and kids in your system! 

Dr. Ron Busbee is a retired asst. superintendent for HR and has 
taught graduate courses in personnel management at UGA.  
Email rbusbee@clearconcepts.net 

    The easiest way to reduce unemployment claims cost is 
to have a good process in place to defend against frivolous 
claims.  If you can prove a termination was for cause, 
you’re not liable on the claim.  But many districts either 
don’t bother to respond to the claim at all, or they fail to 
document the situation properly.  This actual case will illus-
trate how it ought to be managed:   

    I was once called to defend the termination of a special 
education parapro - let’s call her Ms. Jones. She had re-
peatedly failed to arrange for a substitute when absent, 
creating numerous problems in her classroom. The princi-
pal gave her a verbal warning and documented it.  After 
two more incidents, he met with her again. This time, he 
explained that when neither she nor a substitute was in the 
classroom,  the teacher could not maintain proper order 
and the students’ safety was jeopardized – so her behavior 
could not be tolerated. He followed up with a letter of con-
cern documenting her behavior and the dates she was ab-
sent without an acceptable explanation.  But the behavior 
continued.  So the principal had a third meeting with Ms. 
Jones, this time followed by a letter of directive. If her be-
havior continued, she would be terminated for insubordina-
tion.  Again, he’s recording the dates of infractions and 
meetings – critical to defending his position. He also wrote 
down a few details of the meetings, including an exact 
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Act Like Big Business and Put Your Benefi t Plan to Work By: Eric Kiesshauer 

    What’s the difference between the benefits programs of 
very large employers and smaller ones?  Most would say 
that the big guys are richer, so they have better benefits.  
But in reality, there’s not much difference between the 
benefits offered at say, IBM or Home Depot, and those of a 
school system with a 1000 employees.  In fact, if we look at 
the benefits that are most important to employees, health 
care and retirement, Georgia school systems actually have 
better benefits than the big guys do! 

    So where do people get the idea that big company bene-
fits are better?  Large employers have a clear picture of 
what they expect from their outlay on benefits.  They know 
that if they fail to explain their benefits effectively and con-
vey their value, they may not get the employees they need 
to compete and succeed.  So large employers brand their 
plans and educate employees using every media available 
to them – written, spoken, electronic, web.  It’s not cheap 
but it works.  People think they have great benefits and that 
helps them create a top-notch candidate pool. 

    What prevents a Georgia public school system getting 
the same results?  If they truly care about getting better 
candidates – nothing!  They already have superior health 
and retirement benefits.  Trouble is, not many potential 
candidates know it.  So, the system must be able (and will-
ing) to locate and harness every available dollar in their 
other benefits plans so that they can afford to tell their 
great story.   

    Are their plans designed to contain cost, or are they off-
the-shelf products from supplemental insurance quacks?  
Are they truly competitively bid, or did some insurance bro-
ker create the illusion that they were? Are they using cut-
ting edge administration technology or paper and insur-
ance company websites?  The savings to be gleaned here 
create a capacity to afford better employee education tools 
and services.  But there’s an even more lucrative source of 
immediately available dollars – insurance broker commis-
sions. 

    Contrary to popular belief (and broker testimony), commis-
sions are not money that is paid to brokers by insurance 
companies.  They are not free to the employer.  Commis-
sions are a direct, add-on cost to the benefits that employers 
and their employees buy.  Yet, often without knowing it, 
school systems (and their employees) pay big bucks to insur-
ance salesmen from whom they get little more than a sales 
pitch.  On average, a typical school system benefits program 
will generate about $9 in commissions per employee/per 
month -- $108/year.  Do the math.  A system with 1000 em-
ployees will pay out about $110,000 in commissions. A sys-
tem with 3,000 employees – over $320,000.  These are con-
servative estimates.  Systems using certain supplemental 
insurance companies or with brokers selling universal life 
insurance will pay much more.  How much are you paying? 
It’s safe to say your broker’s not the best one to ask!  

    Large employers simply don’t allow these dollars to flow 
out of their plans for little or nothing in return.  They either 
eliminate commissions entirely and pay fees, or they com-
mand a full accounting and a significant set of services in 
return.  Either way, total transparency is the rule.  That’s why 
they can afford to provide world class education on benefits.  
And that’s why their benefits programs actually do help them 
get (and keep) a higher level of candidate. 

    School systems should realize that they are large employ-
ers.  They can manage their program like IBM and cost-
effectively advance their mission.  Or they can act like a 
small employer with an insurance broker who’s a “good guy”.  
They can continue to facilitate insurance sales to their cap-
tive audience, collect 
premium and recon-
cile bills for the insur-
ance companies and 
pay huge commis-
sions to insurance 
brokers.  But why 
would they do that? 
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Focus on Selection: Using “Look-Fors”  

    Finding the best person for your open jobs is critical to meeting your district’s mission.  With so many 

folks in the job market, you may be getting hundreds or even thousands of applications for every open-

ing.  Your hiring managers may spend hours sifting through applications and even more time crafting the 

perfect interview questions to help identify that one best-fit candidate for the job.  But crafting the perfect 

question is only half the battle.  You need to know what the perfect answer looks like too.  Developing 

“Look-Fors” is the way to go. 

    Every interview question should have a documented “Look-For” response that contains at least 3 or 4 

elements the interviewer should be listening for.  These “Look-Fors” translate the applicant’s responses 

into measurable elements that can be quantified on a point scale.  This will help you compare performance of each inter-

viewee in an objective way.  These “Look-Fors” feed the rubric.  For example, a 4 point rating scale may award a 4 for an 

answer that is even better than the “Look-For”.  It contains all the elements of the “Look-For”, but goes into even greater 

depth and/or breadth in response.  A “0” rating would be given for a response that was totally irrelevant to the question 

asked, containing none of the “Look-For” elements.  For more information on “Look-Fors” in the selection process, view the 

webinar “Hiring the Best of the Best”  at www.clearconcepts.net. 
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