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This school year the Human Resources Department conducted 
two, four-hour training sessions entitled “Finding the Best Fit: 

Hiring 2015.”  A PowerPoint was created for training purposes 
along with a color brochure as a take-way from the training 

which highlighted behavioral interview questions.    
 

Rationale:  Because of the competitive nature of hiring 
effective educators, we are focusing more on strategic talent 

management than ever before.  We hired a Director of Strategic 
Talen Management, and these training sessions were designed 
to help our hiring leadership to identify the candidates who will 

be the best fit within the context of our system’s culture, values, 
vision and mission. 

 
While it is important to hire based on the established critical four 

areas: 
1. Are they capable? 

2. Do they enjoy it? 
3. What have they accomplished? 

4. How did they do it? 
Our hiring profile goes further in that it is consistent with the 

idea of choosing the person who is the best fit not only in a 
conventional manner but also in choosing that candidate who 

embraces the concept and reality of our defined goals.   
 
Teaching our hiring leadership to maneuver through the 

applications, examine the experience, astutely interview and 
evaluate candidates and ultimately, hire the candidate who is 

the best fit is a critical component in our role as Human 
Resource professionals. 

 
Funding:  Flyers were produced using Title II funds—The 

Effective Interview--$200.00 for printing 100 flyers.  
 

Implementation Strategies:  A need was identified based 
upon past hiring experiences, and critical areas were identified 

to help hiring leadership to make the best hiring choices.  Key 
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members of the Human Resources team strategized to develop 

training materials that would target weak areas in the interview 
and hiring process.   

 
The training course was offered twice during the school year 

with an additional training course planned for May, 2015.  
Information about the training was shared during the monthly 
Administrator’s Meeting and emails were sent out, along with 

meeting invitations for easy registration.  The subsequent 
recruitment plan for the school system targeted the employment 

needs of the school system. 
 

The flyer was developed by the Human Resources Department 
and approved by the Human Resources Director. 

 
Challenges/benefits realized:  While the two meetings were 

well attended, a challenge is and will always be finding time for 
administrators and department leaders to be away from their 

responsibilities to get additional training.  It is always difficult for 
leaders to carve out time for additional training due to heavy 

workloads.   
 
We certainly believe we will see benefits as the hiring season is 

upon us.  Realistically, it may be at least a year before we are 
able to assess the benefits of our efforts. 

 
The feedback received from participants was very positive, and 

many indicated they viewed themselves as better prepared to 
make good hiring decisions. 

Retention 
Practices 

This school year the Human Resources Department created a 
comprehensive framework for leadership development in which   

Griffin Spalding County Schools’ leaders will be trained and 
developed.  The leadership development framework is called the 

“Quality Leaders Academy”.  A PowerPoint, an executive 
summary, and a color newsletter outlining the vision, theory-to-

practice model, and the description of each leadership program 
was created to introduce the “Quality Leaders Academy” to the 

Board of Education, district leadership, and the entire school 
district faculty and staff.  A website was also created and linked 

to the Human Resources page as the central location for all 
information, application, and guidelines regarding the Quality 

Leaders Academy.     
 

Rationale:  The goal of the Griffin-Spalding Quality Leader 
Academy (QLA) is to increase student achievement by 
identifying, recruiting, support, retain and prepare future, and 
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current school leaders; and developing and supporting them to 

become effective instructional leaders. Teacher leaders, 
assistant principals, induction and veteran principals, and district 

level leaders are the target audience for QLA.  The Quality 
Leaders Academy is a performance-based leadership 

development model that includes components for state, regional 
and school level collaboration, identification, induction, 
mentoring, development, support and retention of high quality 

leaders.  QLA will work collaboratively with several identified 
regional and state level leadership development programs to 

provide program participants with the knowledge and 
classroom-based learning on leadership topics while the school 

system provides quality coaching and mentors assigned to 
support real problem-based learning experiences to reinforce 

their learning and put their learning into practice. The end result 
will be the development and retention of quality leadership who 

will maximize student achievement, teacher effectiveness and 
organizational effectiveness now and for years to come.   

  
The Quality Leaders Academy includes the following leader 

development levels: 
 

1. Aspiring Leaders (teachers, counselors, etc. who aspire 

to become assistant principals) 
2. Aspiring Principals (assistant principals and central 

office administrators who aspire to become principals) 
3. Early Career Principals (induction level principals 0-3 

years) 
4. Leaders at Work (veteran principals > 3 years and 

central office leaders) 
5. District Office Leadership (new district level leaders 0-3 

years and those who aspire to become district office 
leaders) 

 
Participants in each program will learn about the specific 

leadership roles, responsibilities, and expectations of the 
leadership position they are currently in or aspire to become.  

They will also student research-based concepts of leadership, 
and learn how to apply these core leadership behaviors and 
standards in real school settings and address real school related 

issues. 
 

Funding:  Funding to pay for leadership books and registration 
fees to participate in the collaborating regional and state 

leadership development programs will come from general and 
Title II funds – approximately $15,000 total cost.  Funding for 
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contract services for state and national leadership speakers will 

come from general fund - $6,000.     
 

Implementation Strategies:  An analysis of district leadership 
data and the district’s future leadership needs along with critical 

leadership development areas revealed the need to create a 
model to sustain high quality leadership.  The Director of 
Strategic Talent Management organized a district steering 

committee composed of new and veteran administrators to 
develop the application prerequisites, guidelines and application 

process that is required to participate in the Quality Leaders 
Academy.    

 
Information about the Quality Leaders Academy and application 

process was shared during the monthly Administrator’s Meeting, 
an article about the QLA was written in the district’s weekly 

newsletter, and each principal was provided a PowerPoint to 
present the QLA to their faculties and staffs.  The QLA 

PowerPoint and color newsletter is online on the school system 
website under the Human Resources tab for all employees to 

access.  
 
The PowerPoint, executive summary, and color newsletter was 

developed in the Human Resources Department and approved 
by the Human Resources Director. 

 
Challenges/benefits realized:  Due to funding limitations, 

Four (4) of the QLA programs (i.e. Aspiring Leaders, Aspiring 
Principals, Early Career Principals, and District Office Leaders) 

will have only three (3) participants in each program.  A 
challenge will be providing an opportunity for more candidates 

to participate in these leadership programs. Funding restrictions 
frequently limit the number of candidates who can benefit from 

these type of programs.  
 

We believe we will see benefits in the performance of new and 
veteran administrators in the school system.  It may be at least 

a year or more before we are able to assess the benefits of QLA 
on student achievement. 
 

The feedback received from the Board of Education, leaders and 
teachers has been very positive, and many indicated they are 

interest in participating in the one of the QLA programs to 
become better administrators.    
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Strategic 

Partnerships 

This school year the Human Resources Department established 

several strategic partnerships with several colleges, universities 
and a health care provider to develop the capacity of teachers, 

leaders and improve the health services for employees across 
the school system. The school system weekly newsletter, color 

flyers, emails, evening information sessions, PowerPoint 
presentations, and professional learning workshops were used to   
introduce the strategic partnerships to all employees and to 

conduct the employee training session titled “Living Healthier 
Lives with Less Stress”.   

 
Rationale:  The ultimate goal of the strategic partnerships 

developed by the Human Resources Department is to increase 
student achievement by providing opportunities for teachers to 

gain advanced degrees in their content area.  In January 2015, 
a partnership with Piedmont College was established to provide 

an opportunity for teachers to earn a Specialist Degree in 
Curriculum and Instruction.  The Griffin-Spalding/Piedmont 

College Ed.S. Cohort Program is designed to be completed in 
four semesters and all classes are conducted in the school 

system at Spalding High School.  This allows the candidates to 
avoid long commutes to classes and professors utilize school 
system data to focus their teaching on strategies that are 

targeted at addressing the unique needs and issues of the 
school system.   

 
In January 2015, a partnership with Southern Crescent 

Technical College was established by the Human Resources 
Department to provide free adult education and GED classes to 

staff and community members who have less than a high school 
diploma.  Staff, parents, and community members were 

encouraged and invited to participate in this adult education 
program to earn their GED in order to better participate in 

today’s workforce, better assist children with schoolwork and to 
excel in post-secondary education and training. An information 

session about the free adult education classes was provided in 
the central office Large Board Room and adult education classes 

are being offered in many locations throughout the community 
and surrounding locations. The adult education classes are also 
offered on the campus of Southern Crescent Technical College, 

and will be offered at a designated school system location 
whenever needed.   

 
In February 2015, the Human Resources Department began a 

partnership with Spalding Regional Hospital to provide health 
related information, health screenings, and wellness training to 
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all employees. Two four hour wellness training sessions titled, 

“Living Healthier with Less Stress” was provided to employees in 
the central office Learning Center.  During that training, 

participants learned the importance of exercise, the benefits of 
exercise, cancer prevention strategies, stroke prevention 

strategies and heart attack prevention strategies. As a follow-up 
to this training, health related articles are provided monthly by 
Spalding General Hospital to be published in the school system’s 

weekly newsletter to all staff.  Subsequent health screenings are 
also being planned and provided by Spalding Regional Hospital 

to school system staff to provide early detection of high blood 
pressure.  

 
The Human Resources Department has also partnered with 

Gordon State College and Mercer University to provide and 
identify strategies to prepare principals to successfully 

implement the edTPA.  A PowerPoint was developed and 
presented at a monthly Administrator’s Meeting in March 2105 

to increase the principals’ awareness and understanding of the 
connection of edTPA to the Georgia 2014 certification rule 

change, the five priority assessed areas of the edTPA, and the 
evidence collection process required by student teachers.  
Gordon State College and Mercer University will allow professors 

more opportunities to be on school site to provide hands on 
support for student teachers and induction phase teachers.  

Both colleges have identified other collaborative support they 
will provided the school system and principals in supporting 

student teachers and induction phase teachers based on their 
edTPA results.     

 
Also in March 2015, the Human Resources Department 

developed partnerships with several state and regional 
leadership organizations to provide leadership training as a 

component of the Griffin-Spalding Quality Leaders Academy.   
The partner leadership development organizations are as 

follows:   
1. Griffin RESA’s “Emergent Leaders” Leadership 

Collaborative 
2. Georgia Association of Elementary School Principal’s 

“Assistant Principals Support Program” 

3. University of Georgia’s “Early Career Principal Residency 
Program” 

4. Georgia School Superintendents Association’s “District 
Office Professional Development Program”  

 
The Griffin-Spalding Quality Leaders Academy will work 
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collaboratively with these identified leadership development 

programs to provide program participants with knowledge and 
classroom-based learning on important leadership topics while 

the school system will provide quality coaching and mentors to 
support real problem-based learning experiences to reinforce 

their learning and put their learning into practice.  The Quality 
Leadership Academy model for leadership development includes 
a balance of pedagogy, curriculum, classroom-based instruction, 

as well as aligned performance and problem-based learning.   
 

The “theory” of leadership will be taught through the regional 
and state partners, “research” of leadership will occur through 

participation in collaborative book studies, and the school 
system will focus on the “practice” of leadership and on-the-job 

training in a closely monitored and supportive school 
environment.  The end result will be quality leadership who will 

maximize student achievement, teacher effectiveness and 
organizational effectiveness now and for years to come.   

  
Funding:  Flyers were produced at no cost through the 

collaboration of Piedmont College, Southern Crescent Technical 
College, Spalding Regional Hospital and the Human Resources 
Department.  Funding to pay leadership books and registration 

fees to participate in the partner regional and state leadership 
development programs will come from general and Title II funds 

– approximately $15,000 total cost.        
 

Implementation Strategies:  An analysis of the district-
provided opportunities for classified staff, teacher and leader 

development was conducted.  After review, the human 
resources department determined the need to provide more 

targeted professional development opportunities to develop the 
capacity of both classified and certified staff.  Likewise the 

human resources department identified the need to provide 
more health and wellness related services to employees to 

reduce absenteeism caused by preventable illnesses and 
improve the overall health and wellness of the workforce.  The 

Director of Strategic Talent Management then organized the 
information meetings and presentations for each partnering 
organization.    

 
Information about the candidate’s participation in the regional 

and state leadership programs has been shared during the 
monthly Administrator’s Meeting.  An article about the QLA was 

written in the district’s weekly newsletter and each principal was 
provided a PowerPoint to present the QLA to their faculties and 
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staffs.  A QLA newsletter that details the information about the 

strategic leadership partnerships is available on the school 
system website under the Human Resources tab.    

 
The PowerPoints, flyers, and color newsletter was developed in 

the Human Resources Department and approved by the Human 
Resources Director. 
 

Challenges/benefits realized:  Due to funding restrictions, 
Cohort 1 for four (4) of the QLA programs (i.e. Aspiring Leaders, 

Aspiring Principals, Early Career Principals, and District Office 
Leaders) will have only three (3) participants in each program.  

A challenge will be providing an opportunity for more candidates 
to participate in these leadership programs. Funding restrictions 

frequently limit the number of candidates who can benefit from 
these type of programs.  

 
Based on the teacher participation, the Griffin-Spalding 

/Piedmont College M.A. and Ed.S. Degree Cohort Program will 
continue next school year.    

 
The partnership with Spalding Regional Hospital will continue.  
The challenge will be to find sufficient opportunities on the 

school calendar to offer health screenings and wellness training 
for employees.     

 
The school system will continue to promote the free adult 

education and GED classes to staff and the community. Another 
information meeting will be provided during the fall semester.    

 
The challenges of edTPA are unknown.  Full implementation 

begins statewide in Georgia teacher preparation programs in fall 
2015. 

  
We believe we will see benefits in the performance of teachers   

administrators in the school system based on their participation 
in the leadership development programs.  It may be at least a 

year or more before we are able to assess the benefits of the 
Piedmont College and QLA on student achievement. 
 

The feedback received from the Board of Education, leaders, 
teachers, and classified staff has been very positive.  Over 35 

classified staff participated in the “Living Healthier with Less 
Stress” professional development course.  They reported that 

they were very satisfied.  
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