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Developing great schools

School Divisions are not the institutions they success or failure of hiring decisions have

once were. Rather that small, individual immediate impact upon our most important

School Boards managing the staff of afew  commodity: our children.

schools, amalgamation has created super-

Divisions where School Boards still sets poli- Though there are many aspects of HR cove

cy, but the connection to the staff of the indi- in this book that is not applicable in an edug

vidual schools has been severed. tional setting, having a comprehensive undé
standing of HR principles will allow school

The response has been to consolidate the hir-divisions to make the best decisions about

ing of necessary staff to a central body. In  policy, remuneration, and compensation fo

most school divisions, this is a Human Re-  all their staff.

source (HR) Department. This department

carries huge responsibilities as it must have aIn the end, the goal is always to get the best  “A complete resource for understanding

clear and focused understanding of the Mis- peopleto fill a position. Schools have always and implementing HR in relation to the

sion and Vision of the School Board, as well been people led organisations, and the supportPusiness as a whole...” (Armstrong,

as the needs of the individual schools for and nurturing opeople should remain the 2009, end paper review)

which it is hiring. It is a daunting task and the goal of Human Resources.

Michael Armstrong

Michael Armstrong is a Companion and former Chie@fBiner of the Chartered Institute of Personal Dpre
ment (CIPD), joint managing partner of e-reward andndependent management consultant.

He is the author of several best-selling HR titfeduding Armstrong's Handbook of Human Resourceddge-
ment Practice, Armstrong's Handbook of Reward Mamsmnt Practice, Armstrong's Handbook of Performance
Management, Strategic Human Resource Managememramgtrong's Handbook of Management and Leader-
ship




The longest section of this book,
Armstrong outlines not only the
importance of HR within an

Part 1:

Human Resource
Management (HRM)

This section explores the basic features of HRM, and HR
strategies and providing the framework for policies, process-

es and practices of HR and the roles of the people who

work within it.

Educational institutions are
unique in the application of HR
management practices as,
though they are interested in
acquiring and maintaining the
best employees, the products of
education do not fit into the

enced by local school division

HR policy. This does not mean -

that good HR practices are not

applicable to education. In fact,
local school divisions should be
more concerned about establish
ing HR best practices as this will

AT
A
GLANCE

o0The practice of human resource
management
CStrategic human resource man-

organisation, but the strategies,
roles and long-term requirements
that are necessary for HR to be
able to set-up and sustain a via-
ble establishment . Throughout
all these aspects, the focus re-
mains on th@eoplewho work

for and within the scope of the
operation.

standard business model for
productivity—that is there is no
real “hard” product that is pro-
duced and measurable as the
output of the business. As well,
some HR practices that will are
investigated later in the book,
such as reward and remunera-
tion, are determined by Provin-
cial level and not easily influ-

“The overall purpose of human
resource management is to
ensure that the organisation is
able to achieve success through
people.”

(Armstrong, 2009, p. 5)

HR Practices that Impact
Performance

ATTRACT , DEVELOP AND RETAIN HIGH QUALITY PEOPLE
*  TALENT MANAGEMENT
e JOB AND WORK DESIGN
° LEARNING AND DEVELOPMENT
° KNOWLEDGE MANAGEMENT AND INTELLECTUAL CAPITAL
° INCREASING ENGAGMENT, COMMITMENT AND MOTIVATION
° PSYCHOLOGICAL CONTRACT
° HIGH-PERFORMANCE MANAGEMENT
. REWARD MANAGEMENT
. EMPLOYEE RELATIONS

*  WORKENVIRONMENT - CORE VALUES, LEADERSHIP, WORK/
LIFE BALANCE , SECURITY

be the only way to ensure the agement
best people are filling the posi-
tions while working towards the
Mission and Vision the school
board has for the future of its

students.

HR strategies

tHuman capital management
orhe role and organisation of HR
oThe role of the HR expert

orhe impact of HRM on perfor-

mance

dnternational HR

Corporate social responsibility
HR research

“The ‘best practice approach”...
is based upon the assumption
that there is a set of HR practic-
es that are universal...”

(ARMSTRONG, P.33)

This resource is offered free to academics and/or
students usingrmstrong’s Handbook of Human
Resource Management Practice, 11th edijtam
part of their course._, www.koganpage.com/
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Part Il: »

HRM Processes GLANCE

This section explores fundamental HR process-
es that guide competency-based HRM,
knowledge management and high-performance
systems.  (Armstrong, p. 199)

trains and supports the goals of And as results-based learning

the institution. for students is embraced and

In education, these processes aréProvincial Assessments become

also critical. more common, the

Recruitment for e concept of compe- ~ need to institute Competency— based human
You can not run any organisation positions are  ency is essentially about  high=performance resource management
without people who are skilled in  definitely role- performance. work systems (such tKnowledge management
their jobs, and educational insti-  specific and ARMSTRONG. b 200 as First Steps in rHigh-performance work sys-
tutions are no different. Howev- defined skills ' Math or the Read- tems
er, there are processes that need are necessary to ing Intervention
to be put in place that will rec- ensure the best person fills that programs) become prevalent.
ognise the competencies of those capacity. Knowledge is con- Education is no longer a teacher “Knowledge
people, use HRM to create a stantly exchanged , whether it is isolate in a classroom. The management is about
system that will place those peo- between teachers in Professionalgoals of School Divisions to getting knowledge

. o ) . ) . . from those who have
ple in the best position for their ~ Development (PD), Professional provide the best learning envi- it to those who need it

skills, nurture the exchange of  Learning Communities (PLC) or ronment for the students and in order to improve
knowledge between people and  from the Ministry of Education  provide data to back up that organizational
develop a work system that in the form of new curricula. assertion ensure that. effectiveness. It is as
much if not more
concerned with people
and how they acquire,
exchange and

team Communicate disseminate
orientation . knowledge as it is
S Train about information
leadership ' technology.”

cation Monltor

(Armstrong, teacher

Amen d notes)

P —

technical people

competency manage't

skills

P —

consumer

PR focus

problem

solving results

THE MOST POPULAR HEADINGS IN A
COMENTENCY FRAMEWORK



Part Ill: AT

Work and Employ- A
ment GLANCE

What are the factors that affect employment in —  —
an organisation and what is the nature of work, - e
.the employment relationship and the psycho-
logical contract.

1l Yyaseas

we are entering into a relation- the relationship may be fluid

qp

ship between and change accord- 5
employer and  Work involves effort and ing to the needs of
The cartoon says that “nobody  employee thatis persistence (it is not the group.
fights evil anymore”, butinthe  founded upon a wholly pleasurable, al- Educational institu- :
case of teachers, that probably is |egal contract.  though there may be tions are no differ- "Nobody fights evil anymare."
not true. [this does not some pleasurable ele- ent. In fact, the
Teachers may not bee seena  have to be writ- ments to it unwritten expecta-
crime-fighting super-heroes, but  ten, but there is THOMAS. 1999 tions on both teach-
the work they do is essential to  the assumption ' ers and administra- drhe employment relation-
our society and we often do not  that both employers and em-  tion may be higher, as we are ship
recognise that contribution. ployees have certain duties, dealing with the needs of chil- dThe psychological contract
rights and obligations. Many of dren. Itis a daunting task, and
When we agree to do work, the assumptions are not stated inclearly defined roles, as well as
any way, per respectful relationships at all

se, and the levels is necessary to ensure the
dynamics of WORK of teaching is accom-

Employment
~ relationship
ontracts

Psychological contracts are not developed by mea

of a single transaction; they evolve over time an

can be multifaceted.

“high levels of trust between
employees and management....
— is an essential ingredientina —
positive employment
relationship. “ (Armstrong p. 67)

A transactional contract has well-described terms of ex-
change between employer and employee, which are usually
expressed financially.



Part IV: At
Organisational A
Behaviour GLANCE

An outline of the concepts that govern organiza-

tional behavior to aid the HR professional in NES AREN'T THINGS AR

diagnosing issues in employee motivation, en- m"“HE' [ ST WU'RKNG-' '
HERT MORE = E'r G

CONTROL

gagement and commitment and take action to
support organisation function and culture.

When we are working in an People perform their
organisation it would seem to be roles within complex
ot If-evident that we are all isa-
Characteristics of or- \fveork?ngdteowargs theea'ls:r:n‘e yelems caen roane
: : tions. ...Organisational
ganlzatlonal behaV goal—in education that would behaviour focuses on oThe essence of Orgamsatlon
lour arguably bee the learning goals  people within the context behaviour
Ot is a way of thinking about individ- f our students. However. lik ; icati tCharacteristics of people
uals, groups and organizations 0 Olfl students owever, _e a of their organisations Motivati s
Ot is multidisciplinary. multi-headed monster, there is i otvaton
[There is a distinctly humanistic always other factors affecting ' tEngagement and commit-
orientation. o
Ut is performance-oriented. how well the goals and mission of the systems and processes ment - _
drhe use of scientific method is of our organisation as a whole  that we have put in place. In the | ‘RS EllEE R HEiieny
important in studying variables and . . . . . 0 f : | cul
relationships. are being influenced. Organisa- end, the results we achieve will rganizational culture
dt is applications-oriented in the tions do not operate in a vacuum be dependent on theeople and
sense of being concerned with .
providing useful answers to ques- and there are many factors that their needs.
tions that arise when manag- will influence the effectiveness
ing organizations.

B B
GOAL -
V4 N Factors affecting or- The development of HR processes
ganizational behaviour . L
) : and the design of organizations are
The actions, reactions and .
m Interactions of people that often based on the belief that
constitute organizational be everyone is the same and will
haviour are influenced by the . .
\ / following factors: behave rationally when faced with
tThe characteristics of people at change or other demands. But thd—
GOAL work — individual differences, . .
attitudes, personality, attributions, behaviour of people varies because
orientation and the roles the : FE
S'%y' ' | t_ tdy _of _ _thelr _ characterlstlcs_ _ and
Ow people are motivated.
T e of emoloyee on- individual differences and it is not
gagement. a|WayS rational.
OThe process of organizational
commitment.
rHow organizations function. ARMSTRONG, TEACHER NOTES
rOrganizational culture.
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Circle All-Channel

Employee engagement
takes place when people
are interested in and
positive, even excited
about their jobs...

ARMSTRONG P. 337

Channels of Communication—How organisations Function
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Part V:
Organisation Design
And Development

Practical applications of organisational theory to
create the structure necessary to support de-
velopment, evolution, professional growth and
job design needed to sustain the company.

In reality, schools are highly just when things seem to be

complex sys- working well, a
tems that must  Organisations exist to wrench will be
It may seem like organisation balance the achieve a purpose. They  thrown into the
design would be easy to establish peegs of the do this through the col- works in the form of ‘Organisation design
in an educational system—the individuals lective efforts of the peo-  curricula change, ‘Organisation development
curricula are set by the Misistry,  \ithin the or-  ple who work in ..them.  Misistry policy ‘Change management
the Education Act sets the frame- ganjsation ARMSTRONG, P. 404 change or even staff

aJob role, competency and

work, the School Boards set . .
skills analysis

policy to enforce the Education

(from students changes.

Act and the administration su-
pervises the application f the

roles given to teachers to provide

instruction of the curricula.
Simple.

and teachers on up to adminis-
trators) as well as the needs of
the larger community in which
schools are embedded. De-
signing a system that meet the
needs of all those interests will

It would seem that the only con-
stant in education IS change.
Setting up systems that can ac-
cept that change and continue to
support and engage the people
within the organisation is a key

wJob and role design and de-
velopment

not be entirely possible, and,

Looking forward to issues
and circumstances that may
affect it in the future, the or-
ganisation should perform
periodic organisational re-
view — diagnosis:
The aim of the diagnosis is to estab
lish the reasons for any structural
problems facing the organization. T
guidelines for the diagnosis cover:

e allocation of work;

e (differentiation and

gration;

e teamwork;

e flexibility;

e role clarification;

[ J

[ J

inte-

decentralization;
de-layering.

role of HR.

Change can be:
STRATEGIC
OPERATIONAL
TRANSFORMATIONAL

The achievement of sustainable
change requires strong commit-
ment and visionary leadership from

It's easier to change behaviour by
changing processes, structure and
systems than to change attitudes

ARMSTRONG, P. 433

Action
Research

Survey
Feedback

Inter-group
Conflict
Intervention

Group
Dynamics

the top. :
Transactional
he People support what they helped Analysis
create.

Interventions

Personal
Interventions

Behaviour
Modification

Process
Consultation

Sensititvity
Training

The assumptions and values of organization development

eMost individuals are driven by the need for personal growth and development as long as their
environment is both supportive and challenging.
eThe work team, especially at the informal level, has great significance for feelings of satisfac-
tion and the dynamics of such teams have a powerful effect on the behaviour of their members.
eOD programmes aim to improve the quality of working life of all members of the organization.
eOrganizations can be more effective if they learn to diagnose their own strengths and weak-

nesses.

eManagers often do not know what is wrong and need special help in diagnosing problems,
although the outside ‘process consultant’ ensures that decision making remains in the hands of

the client.

e The implementation of strategy includes paying close attention to the people processes in-

volved and the management of change.

6
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Part VI: A

People Resourcing GLANCE

What means do HR professionals use to en-
sure that organisations obtain and retain the
people it needs to orperate productively. Also,
how can HR welcome people to the organisa-
tion or release them when necessary.

Though we hope that people School divisions invest time and

employed in money into PD

education do so Talented people posses  events that maintain
An organisation is nothing With- ¢4 5 pigher  special gifts, abilities and  and support the
iy I eduomtonal oty PUPose—hat - aptiudes thatenatle - wlent ool and Y
tions. Once we have a plan in 0 |nfstruct|ng tivel TZIent manage- e musft - sonl1e e — plannlr.1g
place for the organisation, a our future gen- mer:/t. is the rocessgof tASLoataall  -People resourcing practice
mission to follow and a vision of grat_lons—thg identifvi g i © |mp rove therr s R E Ce el

. oW Al job is not entire- identifying, developing,  positions, or we Selection interviewing

whatit looks like, itis necessary v gjtryistic. recruiting and retaining  will lose them. Selection tests
f/?it?lllt:lheoztcaasﬁo::(;c:;; ?;/Igl?:;lrt- Th;re it?tisti:lf r those talented people. tJItirrnattely \r/]ve :169;1(:_ dralent management
ments are central to carrying out ;:J ;e t on o ARMSTRONG, P 541 0 tC eatﬁ t’:\ 0 g? Career management .
i [ ; e es_ PO_SI' _ sa |.on at peopie :.Introductlon to the organisa-

ions, differing schools will have want to stay with and, when that |72

different reputations and people fails, can leave on good terms. ‘Release from the organisa-

will have ulterior motives in All these are the responsibilities tion

staying or leaving a location. of HR .

Strategies

“... while talent management does Human resource planning includes creating an employer brand, re-

tention strategy, absence management strategy, flexibility strategy,

concentrate on obtaining, identifying talent management strategy recruitment and selection strategy to

and developing people with high ensure a competitive advantage by retaining capable people
—1 potential, this should not be at the I
expense of the development needs of Planning
people generally.” Ensures that the organisation has the right people with the right skills
Armstrong, p582 to meet the forecasted requirements. It optimises the use of re-

sources, nurtures skills that take time to develop, challenges assump-
tions, has a long-term focus and links HR to the business plan

Do you recognise this
brand? If you do you
probably live in SW

——
Attraction and
' retention
policies
/ l n OO Talent relationship mgt

Sask. All schools b ) )
carry the same logo School Division

people resource practice

The talent
pool—a
> skilled,
engaged &
l committed

,_' workforce

RS > Role Career

strategy —» management

Business strategy —»

5 . This resource is
recruitment and selection, measuring cost of part of a range Bienal Performance || I;lllanf:gementt
offered free to resourcing [ | management evelopmen
talent and career management turnover turnover academics and/or T

Management
I  succession

students using

Armstrong’s -
why do they | whyare they | how do we how do we Handbook of Internal LesTamngems

leave absent say hello say goodbye Human Resource resourcing [ development

Management
Practice, 11th l
edition, as part of
their course. Total I | Er ement/
reward commitment

THE ELEMENTS OF TALENT MANAGEMENT
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Part VII: A

Performance GLANCE
Management

Outlines the means that HR can lead the organisation
through “management by agreement” rather than
through command. It emphasizes self-management of
professional development and encourages integration
of individual and institution objectives.

At one time, teachers were the the principal’s office, and the
commanders of their own ship, as immediate reaction is to become
OBJECTIVES OFJ it were. Few would question the defensive.
PEFORMANCE ability of a teacher within hisor ~ However, teaching, like any job, dThe process of performance
MANAGEMENT her own classroom or subject area,does not occur in a vacuum and management
WORK: THE ONGONG § and few teachers would leave the occasional reviews can be a good | elsios 012 2 el
ROLE confines of their own classroom in way of re-evaluating if the posi-

order to observe another teacher. tion is still working, if there are
TASKS AND PROJECTS That is not an effective way to concerns that need to be ad- The overall objective of perfor-
experience growth as a profession-dressed, any changes that need to mance management is to devel-
BEHAVIOURAL: al. be made, and it can play an inte- op the capacity of people to

COMPETENCY, BUT When we hear the term “ review”, grated role in the HR processes
CAN BE CORE VALUES | especially in terms of your job, it that support the entire organisa-
OR SPECIFIC DESIRA-J is like you have been brought to  tion.

meet and exceed expectationas
and to achieve their full potential
to the benefit of themselves and

the organisation.
ARMSTRONG, P. 639

CRITERIA FOR OBJECTIVES

« Specific/Stretching
« clear, unambiguous, straightforward, understandable, challenging

L
/ \
[ Y

MANAGING

RFORMAN
THROUGHOUT
THE YEAR

4
[N

r€

* Measurable

g
I,

\

* Achievabie

A « challenging but within reasonable reach

* Relevant
REVIEW AND  relevant to the objectives of the organisation and aligned

ASSESSMENT

* Time framed
* to he completed in an agreed upon time frame

y -<-<

THE PERFORMANCE MANAGEMENT CYCLE

360-DEGREE FEEDBACK: ADVANTAGES AND DISADVANTAGES




It seemed so simple—go to
school, learn a skill, gain some
knowledge and then get a job
where you can put that skill or
knowledge to work, or in the
case of education, share that
knowledge with students. But
stopping the growth of
knowledge at the point where the
skill training ended is not a good
way to support and nurture a
workforce not, in turn, support
and nurture a business.

Part VIII:
Learning and
Development

Strategies to ensure that people in the organisa-
tion acquire and develop the skills, knowledge
and abilities necessary to carry out their work
effectively and advance their skills to the benefit
of themselves and the organisation. ( p. 651).

AT
A

GLANCE

<

In education,
the last few A learning organisation is

years have seen 0" which facilitates the
dramatic chang- learning of all its mem-
es in the expec- bers and continually
tations for transforms itself.
course delivery
by teachers.

PEDLER, 1991

to adapt to the new reality of
data led evaluations and adjust
their teaching strategies to suit.
Without the support of training
provided by school divisions,

Teachers are expected to be ablesupport, the stress still exists,
but having a structured plan in
place, supportive by a clear [HR
mission, at least mitigates some
of the stress and allows teachers
and the school board to move
the struggle to adapt to this new toward a common goal.

realisty would be
impossible for
many, and we
would see many
talented people
leave the profession
as a result of the
stress. Even with

d_earning and development
strategy

drhe process of learning and
development

d_earning and development
programmes and events
tHow people learn
tOrganisational learning
tManagement development

| Identify learning needs

l ‘ Management Development is tAct as advocates for developm

‘ Plan training programmes {
I T | T ] plan. HR also has a role to
: o , : play.
Techniques ‘ | Facilities ‘ | Locations | | Trainers |
[ | | |
+ They:

‘ Implement training ‘

learning and development

olnterpret business needs

t
an integral part of the busines®evelop competency framewort

tEncourage developmental activj-
ties
tProvide help and encouragement
in pursuing PD

rAct as coaches

cPlan and conduct events

‘ Evaluate training {

SYSTEMATIC TRAINING MODEL

/

/
/
/ i
- i
\
\\

A learning and development strategy should be businessled in the sense that it is designed to support the

achievement of business goals by promoting human capital advantage. But it should also be people-led, which

means taking into account the needs and aspirations of peopleto grow and develop.

Armstrong, p. 655
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Part X: A

Employee GLANCE
Relations

This is concerned with managing the relationship be-
tween employer and employee , providing employees
with a voice to communicate with employers.

Though employee relations is  teristics necessary for people to
essentially about the pay-work  stay within their jobs and there
bargain that employers and em- are other aspects than salary

Part IX: ployees enter into, it also con-  such as respectful relations,

Rewarding People cerns issues arising from the administrative support, and col-

This section concerns reward employment, communication legial working conditions, that tThe employee relations
systems offered to encourage the between employer and employ- influence employees decisions framework

retention of people that support ee and the level of engagement to commit to their work. ‘Employee relations process-
the strategy of the business. They and commitment employers Teaching is especially reliant on | =

can be financial and non- want from their employees. good employee relations. Wages =510 -

financial. Teachers, though their bargain- are lower than other profession- F8= eS8 aer o T et
Since teacher compensation is ing for salary and benefits occur als with equal education and

dictated by Provincial bargaining, on the provincial level, are not  there must be benefits to staying Social partnership is the
local divisions have little influence immune from the need for rela- in the profession other than concept that... the par-
on this section beyond Local tions with the local school salary. The HR department can ties involved in employee
agreements, thus it is not ex- boards. Studies have shown thatsupport these benefits. relations should aim to
panded upon here. salary is only one of the charac- work together to the

greater good of all.

ARMSTRONG, P. 886

EMPLOYEE RELATIONS: RECONCILIATION OF INTERESTS

Employees Employers
Highest wages and , Different _ Proﬁt/§urp|u5_ ‘
conditions interests high quality service
Survival of the , Common Survival O_f the
enterprise interest enterprise

Reconciliation of
different interests

* |ndirect
involvement !
Processes
Employee Partnership A " Reflect relative
Involvement J| Agreements QFSEIENES * bargaining powers

Traditional
Collective
Bargaining

Grievance
Procedures

s Direct Contested

Involvement -/ Agenda




Health and safety policies are
concerned with protecting em-
ployees and other people affect-

ed by the outputs of the business.

We may think it is a stretch to
apply this to education, however,
just look at the breadth of activi-
ties that occur in a school:

The interaction of hundreds of
people at differing age and ma-
turity levels; cooking facilities;
industrial shops often with weld-

Job
Placement

Ways of
Managing
Stress

Counselling

Performance Career
Targets —

Part XI:
Health, Safety and
Well-being

Outlines the social responsibility of the organisa-
tion to provide for the health, safety and well-
being of its employees

wood-working, and auto-body  fall under the umbrella of pro-
activities; and science labs with tecting the psychological health
various chemi- of the members of

cals that may be Well-being is achieved the school.
dangerous if ~ When account is taken in

handled incor- ~ designing the work sys-  The goal is the
rectly. temand jobs init ofthe  elimination f the
needs of the people con- maximum number
It is the respon- cerned of hazards and itis
sibility of the ARMSTRONG, P.976 the responsibility of
organisation to everyone in the
have safety organisation to sup-

programs that prevent accidents port the goals of HR in achiev-
in these areas as well as protect ing this goal.

them in their interactions. Even

anti-bullying programs could

Development

Performance
Management

11

AT
A
GLANCE

DA ERD

CLEAR
Y

Y], (e

rHealth and safety
tEmployee well-being

Employers have a duty of cama
and this means adopting a
socially responsible approad
to looking after their people
Armstrong, p. 982

The achievement of a healthy and safe place

of work and the elimination to the maximum

extent possible of hazards to health and
safety are the responsibility of

everyone employed in an

working there under contract. But the
onus is on management to achieve
and indeed go beyond the high
standard in health and safety matters
required by the legislation

— organization, as well as those —

Communicating on Health and Safety
Avoid negatives
Address the message to the right people
Use attention getting techniques carfully
Maximize comprehension
Messages must be believable and address real issues
Messages must point the way action



Part XIl: N
HR Policies, Proce- GLANCE
dures and Systems

Policies andprocedures put in place to ensure e e

that the needs of both employers and employ- é‘%é’&&' T v Wﬁm%

ees are fulfilled. e -
Why should we care ed by the school boards

about the policies and who employ us.
procedures of an HR sys- HR policies are the map
tem? Well, The overall HR policy de- to the opera-
even in educa- fines how the organlzatlortIon of the en-
| {lON, W& MUST  fulfils its social responsibili- tire organlsa-

Specific HR Policies || all have a ties for its employees antion and, in a tHR Policies
framework in  sets out lts attitudes towardgystem as com- BE g REE eI NS
Age andemployment || Whichowork L2 e plexasa IR

to fulfill the h chool divi-
ow people should be trea

HIV/AIDS requirements of sion, absolute-
our job and ARMSTRON(;, pogg ly necessary to
Bullying there must be a the manage-
framework on how we , as ment of all the people
Discipline professionals and educa- working in the system..
tors, can expect to be
Diversity Management treat-

Grievances

Organlsa!tlonal through
learning

people

Health and Safety

Promotion
Redundancy Consideration
Rewards

Sexual Harassment

Values

Expressed Working
in HR conditions

policy

Substance Abuse

Work/Life Balance

| Identify areas to be covered by system
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A COMPREHENSIVE GUIDE FOR ADDRESSING THE NEEDS OF INDIVIDUAL/ J
SCHOOL DIVISIONS AND PLANTING THE SEEDS OF POSITIVE AND PRO- = f
DUCTIVE RELATIONSHIPS BETWEEN ADMINSTIRATION AND TEACHERS w f

Armstrong, M. (2009). Armstrong’s handbook of human resource management

practice: 11th edition. Kogan Page Limited. London. ARMS‘I’RONG’S
At almost 1100 pages, this book may initally seem unwieldy. HANDBOOK

However, Michael Armstrong has refined and organised the OF HUR r, -"J"' R ;.'-f.rH_, RCE
complex subject of Human Resource Management into a clear MANAGEMENT PRA
and concise format, that is accessible to both neophyte and
expert HR practitioners.

WL TICE

Written from a business point of view, the sections are still ap-
plicable to other institutions. While reading, it became appar-
ent that many of the practices Armstrong outlines are already
in use in our local school division (primarily in the realm of
employee relations and learning and development) and the
universality of these application of policy and procedures re-
sults from their basis in the respect of the people within the
organisation, and communication between management and
staff in achieving common goals. In education, of course, this
goal is the learning of students and how best to support teach-

ers in the facilitation of that learning. “A complete resource for understanding
and implementing HR in relation to the
| would recommend this book for any profession interested in business as a whole...” (Armstrong,

. . . . . 2009, end paper review
developing their skills as a HR professional, and for those in- pap )

terested in creating a better organisation for the administration
and staff. In its comprehensive scope, it would be the only re-
source you would need to develop and effective and respect-

ed HR department and policy. S P Y

Bob Bayles and Keith Walker
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