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What’s  c hanges  in the pas t 
two years  have impac ted 

your c entre’s  s taffing?

Presenter
Presentation Notes
Group brainstorm 

E4E – highly qualified, national programme, training
Loss of Com Ed funding for many SEGs
National funding for 127 SEG classes 
Salary bands for managers, coordinators and administrators
Greater demands on managers to have staffing skills
Strategic plan that focuses on partnerships and increasing 




T he c urrent s ituation
184 part-time teachers doing 948 hours
61 part-time support staff doing 852 hours
25 support staff doing 30 or more hours

Large centres 12-30 staff ($234 - $464k)
Medium centres 6-15 staff ($98 - $167k)
Small centres 4-8 staff ($58 - $91k)

Presenter
Presentation Notes
Large centre at top funding has 19 staff, second highest funding has 12 staff, - the centre with 30 staff has funding of $294k
Medium centres - $98k with 6 staff, 104k with 12 staff

Small centres – 4 – one centre at $58k another at $73, largest at $91k has 8 staff
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Both medium centres around $145k and 12-15 staff (neither with anyone working 30 or more hours per week)
The 3 medium centres at the lower end of graph with staff are 7 (1 over) $118k, 11 (2 over) $152k, 13 (1 over) $167k

The key to this is the link between the number of staff and the number of hours worked. The more staff there are ideally the more work being done but in some cases there are a lot of staff doing small hours which increases staff management time and responsibilities. Ideally you want a small blue line and a big red line or better still mainly yellow, a bit of blue and 



P lanning your HR

A key goal of HR planning is to get the 
right number of people with the right
skills, experience and competencies in 
the right jobs at the right time at the 
right cost.



P lanning your HR

Rigorous HR planning links people 
management to the organization's 

• mission
• vision
• goals and objectives
• strategic plan
• budgetary resources



Developing an HR  s trategy
There is no one right way

• Workforce analysis

• Internal scan

• External scan

• Gap analysis

• Priority setting and work plan

• Monitoring, evaluating, reporting

Presenter
Presentation Notes
Workforce analysis – key component, understanding your workforce and planning for projected surpluses or shortages in roles and skill sets
Internal scan – internal factors that may affect HR capacity to meet organisational goals
External scan – determine the most important environmental factors expected to affect the workforce capacity given known operational and HR priorities and emerging issues
Gap analysis – given the analysis of the environmental scan and operational business goals what are the organisations current and future HR needs?
Priority setting and work plan: based on the organisation’s priorities, environmental can and HR performance related data: what are the major HR priorities and what strategies will achieve the desired outcome
Monitoring, Evaluating and Reporting – internally and publicly, performance results advances our capacity to measure performance, set targets, and ti integrate results information into decision making processes and determine future priorities



What are the key forc es  in 
your c entre?  

• Staffing issues, work/life balance, demographics

• Cultural issues

• Technology requirements

• Budget (funding) issues

• Expectations or learners

• Strategic goal to increase participation of lnr communities

Presenter
Presentation Notes
General discussion on things that centres will be important when thinking about planning for staff



E valuating your HR  c apability 
What knowledge, skills, abilities and capabilities 
does the centre have?

• Use a skills matrix

• Review the strategic plan – what are we going 
to need in the future?

• Where are our gaps?

• How can we address these?
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What knowledge, skills, abilities and capabilities does the centre have?
Do as a skills matrix as a small group exercise – have them design one covering technology, management, leadership, HR, finances, TESOL, public relations, thinking about some of the ‘skills’ on the strategic plan –  bring ideas back together

NA	do not need this skill	
0	do not have this skill	
1	have some skill	
2	I do this independently	
3	skilled, experienced	
4	qualified, could train others	


What is the centre’s current internal environment? What elements support the strategic direction? What elements deter the organisation from reaching its goals?




E valuating your HR  c apability
Has the organisation changed its organisational 
structure? How is it likely to change in the future?

Has the organisation changed with respect to the 
type and amount of work it does and how likely is 
to change in the future?

How has the centre changed regarding the use of 
technology and how will it change in the future?
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How has the centre changed with respect to the way people are recruited?
What is the perception of learners and others about the quality of the organisation’s services? What is being done well and what could be done better?
Are current services contributing to the achievement of specific organisational goals?
Other things that need thinking about?




A s s umptions  for the future
• Highly competent MANAGERS with strong 

management, HR and finance skills
• Competent change managers 
• Increasing need for technology skills
• More highly qualified teachers
• Increased focus on recruitment of staff from 

migrant and refugee communities (role model)
• Ongoing learning
• Aging workforce

Presenter
Presentation Notes
What will this mean for your planning?



What next?

How will this information affect your staffing 
decisions in the next 3-5 years?

How will you record this?

What do you need to put in place to ensure 
that staffing is strategic rather than ad hoc?
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Brainstorm together

Ways of recording – strategic plan, an HR strategy that sits with the strategic plan, focus on upskilling to meet gaps identified in skills matrix – using this as a whole staff to ensure everyone on board with PD, staffing policies, budgeting and fundraising, thinking creatively about recruitment – maybe some short term projects in areas of need

Importance of JOB DESIGN – needs to be really thoughtful – what is the person required to do, what skills, knowledge and experience should they have?

Changes to practices such as recruitment – if we go back to our assumptions how might our recruitment practices change?
Selection – what can happen in selection practices to make the ‘playing field’ uneven, trading off skills or experience in one area to get other factors, what’s really important or will bring more to the organisation – someone who speaks another language or someone with perfect written grammar? In a coordination role with most things being equal - someone with strong links to a migrant community or someone with Kiwi teaching experience 

hiring, orienting, training and retraining, motivating, coaching, recognising achievement, communication, evaluating, laying off, dismissing, record keeping, 



Not the right number?  Not the 
right people?

What are the long term options?

What are the short term options?
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Presentation Notes
Long term options: freeze hires and use attrition, redundancy, retirement incentives, retraining, get more work
Short term options: use attrition, reduce time in lieu or part time workers, reduce work hours, temporary shutdown or layoff, excused absences



S c enario

Your centre has 8 part time teachers, 1 full 
time manager and 3 part time support staff 
(coordinators, administrators). 

You would like to review the staffing in your 
centre. How could you go about this?



S c enario

Your centre’s salary funding from the 
association decreased by 10% this year (last 
year it remained the same as the previous 
year). 

How can the committee and/or manager 
respond to this strategically?


	Employment Matters
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Slide Number 6
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15

