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The Key Work of School Boards

&
Employment

Presenter Notes
Presentation Notes
This image demonstrates that school boards play a significant leadership role in establishing and articulating the vision, the values and the goals which guide and frame program and service delivery for student learning and achievement. I will also add another key component, EMPLOYMENT within their respective jurisdictions. 



The role of the School Board as an Employer

• The school board is the direct employer of the Superintendent and 
sometimes Secretary Treasurer (in dual-reporting models). The terms and 
conditions of the relationship is established through legislation, board 
policy and employment agreements.

• The School Division has a legal responsibility for oversight of their 
management, teaching and support staff. The terms and conditions of the 
relationship are established through legislation, board policy, and in 
collective agreements (where applicable.) 

Presenter Notes
Presentation Notes
As a school board, your direct employee is often the Superintendent; however, it could also be the Secretary Treasurer. Therefore, the Board directly manages this relationship and maintains responsibility as the employer.

The school board also oversees the school division which has a legal responsibility to its staff, although the relationship is often directly managed by the Superintendent who is the employer for the division. The board plays an important role in the establishment of policies, practices and often collective agreements which govern this employment relationship.

Today I want to talk about the employee and employer relationship…




Employer responsibilities 
           - broken down into 4 parts

Governance

Collective bargaining and Labour 
Relations

Health and safety of employees

Employment journey; from recruitment to 
retirement

Presenter Notes
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As an employer there are 4 areas that fall into your responsibility… to be clear these are not 4 separate areas they are often very intertwined but for the sake of this discussion we will address them separately.

The first is Governance. As we already touched on in the key work of the School Boards slide, governance is the big picture. The Board sets the tone for relationships, leadership and stewardship within the division. This is usually items such as vision, mission, policy, culture, budget approval, etc. 

The next area is Collective Bargaining and Labour Relations. Collective bargaining within Manitoba education is separated between Teachers and Support Staff. Legislation speaks to a provincial bargaining agreement for Teachers which is currently in its first iteration. Support staff within divisions often have individual collective agreements based on the work they do and operate on their own bargaining cycles. 

Then we have the health and safety of employees. Divisions will have policies, procedures and often task specific individuals with Health and Safety management to fulfill this area of responsibility.

The last area is where I want to focus and that is on the employer’s responsibility to oversee and support the employment journey.
  


 



Employment Journey

Explore 
and 

Attract

Onboard 
and 

Develop

Engage 
and 

Retain

Perform 
and 

Reward

Transition 
and Grow

Champion
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The employment journey is the experience from someone seeing a job ad / applying for a job through to retirement (ideally).

Regardless of whether an employee is unionized or nonunionized the employer directly impacts this journey or what can also be called the ‘employee experience.’ These are the million moments and experiences that you have throughout the course of your employment. As an employer you have the ability to impact how those million moments unfold for your employees.
Worth noting, if a group is unionized, then some of these topics are addressed through the collective agreement so it is always good to be aware of those areas.

Let’s get into how the school board and or Superintendent/Secretary Treasurer can impact this employee experience. On the next few slides, I will breakdown each of the headings in this diagram. You will also see at the bottom of each slide practical applications of each topic that I, from a Human Resource perspective, can support divisions with as you start to explore and focus on the employee experience.



Explore and Attract
School Boards
• Appropriate policy is in place to govern 

the recruitment processes
• Follow policy and clear process for 

recruitment of Superintendent / 
Secretary Treasurer

• Advocate for the division and promote 
opportunities

Superintendent
• Appropriate procedures have been 

established by the Superintendent and 
are being followed

• There is transparency and fairness in the 
procedures established and followed by 
the Superintendent.

• Focus on the “brand” and why people 
should choose the education sector

Recruitment Services Contract 
Development/Review

Policy 
examples/suggestions

Develop Employee 
Value Proposition
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This is all about hiring and your recruitment practices

Review your decision matrix

The superintendent has primary responsibility for recruiting, selecting and retaining all other division staff. Depending on the size of the division and the position in question, the superintendent will often assign this role to other management staff or groups of staff. The superintendent is ultimately responsible for the selection of all staff to the school division other than themselves. 

Division policy may also provide for the inclusion of individual trustees in the selection processes for senior staff, or approval processes for recommended selections through the superintendent. The role of individual trustees and the board is defined in board policy, and supports the superintendent’s role as the individual responsible for such decisions. The board ensures policy is being followed and that proper oversight is in place, but does not assume roles appropriately assigned to the superintendent



Onboard and Develop

• Set the example as the Board
• Establish policies to support Division:

• How people are onboarded
• How people are trained
• How skills are identified and developed

Professional Development 
(HR, LR, H&S) Suggested best practices Policy 

examples/suggestions
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Set the standard with how you handle the role of Superintendent… how did they get onboarded, do they need additional training, how are you helping them continue to grow and develop…

Then support the Superintendent to continue this good example in the rest of the division… You don’t need to get into the weeds and tell them what to do, just support and make sure that they are set up for success to support their staff.



Engage and Retain

Market/Compensation 
Review Organization Design Measure Employee 

Engagement

• Salary & Benefits
• Recognition
• Learning & 

Development
• Intrinsic Motivation

• Atmosphere
• Work Life Balance
• Workplace Conditions

• Leadership
• Relationships (internal 

and external)
• Social Values
• Culture

• Internal 
Communication

• Vision & Values
• Strategy & Goal 

Alignment
• Reputation & Brand

Organization People

JobWellbeing
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The board plays a large role is supporting the division to be a place where people are engaged and satisfied at work and in turn want to stay. As you can see by this graphic there are many pieces to creating a great workplace

These are the same factors used to select top employers…

This can look like engagement surveys, strategic planning, leading by example, addressing issues, holding your employee (the superintendent) accountable



Perform and Reward

Executive 
Performance 

Evaluation

Feedback best 
practices Strategic HR initiatives Market/Compensation 

Review
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This includes things such as how you evaluate staff, Performance Management practices, providing feedback or how you reward staff through compensation, benefits or what is called your total rewards package (health, dental, vacation, time off, pension, etc.) as well as how you recognize staff either day to day or through formalized programs.

Here again the Board can set the tone and expectations while Senior Admin is executing and maintaining the standards that the organization wants or has set.




Transition and Grow

• Create opportunities

• Succession planning

• Community advocates

• Alumni

Organization Design Exit interview support

Presenter Notes
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Lastly transition and grow speaks to internal development and creating new opportunities, jobs or promotions for staff. Finding out where they want to go and helping them get there.

This also covers when people leave your organization or retire, you want to set them up to be advocates for the division. Celebrate your alumni and benefit from their great stories to share the opportunities and benefits of working for your division.
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Employee experience is crucial for both individual satisfaction and broader organizational success. 

A positive experience can boost engagement levels, with Gallup reporting a 21% increase in profitability for companies with highly engaged teams. Moreover, organizations offering a superior employee experience see 40% lower turnover according to a report by Deloitte. Positive employee experience fosters loyalty, improves productivity, and can attract top talent. Conversely, neglecting employee experience can lead to higher attrition rates, lower productivity, and reduced company reputation. 

Thus, prioritizing employee experience is essential for nurturing a motivated, committed, and high-performing workforce. Sounds good, right?

Okay let’s start getting this into action… we are going to spend some time discussing amongst your tables and hopefully sharing with the broader group.





Table Topics

Discuss as a group, the following topics:
• Why does someone choose to work for your division?
• Why do they stay?
• What makes them leave?
• What needs to change? (within our control)

Presenter Notes
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How can you start this employee experience conversation in your division?

Step 1 is asking yourself some important questions.

At your table let’s discuss these 4 questions and then hopefully we will have time as a group to share back some of the discussion.



Thank you

To inquire about services or discuss your needs, please contact:
Jodie Taylor, Senior Human Resource Leader

jtaylor@mbschoolboards.ca

204-594-5170

mailto:jtaylor@mbschoolboards.ca
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