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Internal  Monitoring Report  
Date: June 11, 2024 

 
Policy Title: Treatment of Employees 
Type: Executive Limitation 
Policy No.: EL 2.2 
Period Monitored: July 2023– June 2024  

 
This report monitors the Board of Education’s Executive Limitations Policy. 

 
The Superintendent shall neither cause nor allow organizational circumstances or 
actions for employees that are unfair, undignified, disorganized or unclear. 

 
Among other things, the Superintendent 
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This report is presented in accordance with the Board’s monitoring schedule. I certify 
that the information is true and complete. 

 
 

Brian Kingsley Date: June 11, 2024 
Superintendent of Schools 
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Executive Summary  
 
This report monitors Executive Limitation 2.2 policy language as it deals with how district 
policies treating staff prevent organizational circumstances or actions that are considered 
unfair, undignified, disorganized, or unclear. 

 
The evidence included in this monitoring report indicates that: 

 
• Routine and scheduled communications take place from Human Resources staff 

to insure not only statutory compliance, but also provide organizational clarity. 
 

• Job descriptions are published on the Poudre School District website. Job 
descriptions are also reviewed by Human Resources prior to posting open 
positions. 

 
• Annual trainings are required of all employees. For example, Mandatory 

Child Abuse Reporting, Sexual Harassment, Cybersecurity Overview, Email 
and Messaging Safety, and Suicide Prevention trainings occur in PSD 
through an online learning management system called Vector. 

 
• Newly hired employees to Poudre School District may access the “New 

Employee” tab on the District’s website which provides information on payroll, 
employee benefits, licensure, contracts, and links to important PSD resources to 
help orient employees new to the District. New processes put in place allow for 
new employees to have email addresses generated shortly after they complete 
their hiring paperwork. For some this means they are connected to PSD email 
beginning at the end of April even though they don’t begin work in a school until 
the following August. This allows staff to begin the onboarding process and 
connect with their new school culture and expectations sooner than they have in 
the past. 

 
• During the 2023-2024 school year, the mentoring and induction program 

supported 262 new educators, including 39 special service providers, and their 
mentors. This represents 199 new educators and SSPs in the PSD Induction 
Program as well as 63 new to PSD educators who received compensated Peer 
Support (31 of which hold Alternative Licensure). A total of 81 educators 
completed the requirements of the state induction program in PSD and are eligible 
to apply for their professional license. 

• In the 2023-2024 school year, HR facilitated bi-weekly orientations, virtually 
and in-person. 13 orientations occurred between 8/1/2023 and 5/17/24 
welcoming 235 new classified and administrative/professional staff. These 
orientations introduced and familiarized new staff with information and 
policies related to 11 different departments in PSD within their first 30 days 
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of employment. 67% of survey respondents rated their experience at New 
Employee Orientations 5 out of 5 stars. 

 

• By May 28, 2024, supervisors and administrators have completed over 1590 
evaluations are established under SB10-191, all licensed teachers and special 
service professionals and all building and central office administrators received 
formal evaluations during the 2023-2024 school year. 

 
• During this monitoring period, there were no grievances in accordance with the 

Employee Agreement alleging unlawful discrimination for non-disruptive 
expression of dissent or retaliation for expressing a complaint or suggestion.  

 
• There are several opportunities available for staff to provide feedback and 

suggestions regarding the working environment in PSD. For example, staff can 
participate in public comment at Board of Education meetings, they can participate 
on a variety of committees

on Emplos,  
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Policy  Wording:  
 

Among other things, the Superintendent shall 
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• 11/2023 -- Bilingual Stipend Program & Guidelines 
• 12/2023 -- Deferred Compensation Limits and New Roth Options 
• 12/2023 -- Retirement Notification Deadlines 
• 12/2023 -- Negotiations Update 
• 12/2023--Policy KF Winter Break Closure – Non-building Use Days 
• 12/2023 -- Healthy Kids Colorado Survey 
• 1/2024 -- DEI – Equitable Hiring Practices 
• 1/2024 -- Negotiations Update 
• 2/2024 -- Work-Related Injury Reporting 
• 2/2024 -- 1095-C Forms 
• 2/2024 -- Awareness Months, Celebrations, Observances, Events 
• 3/2024-- Spring Break Closure and Non-building Use 
• 3/2024 -- Nursing Employee & Designation Lactation Spaces Guidelines 
• 3/2024 -- Negotiations Update 
• 4/2024 - Site Water Testing  
• 4/2024 -- Negotiations Update 
• 5/2024 -- Summer Work Hours & Schedules 
• 5/2024 -- Negotiations Update 
• 8/2023 – Variance days in PSD 
• Multiple Reminders – Required Vector training modules 
• 10/2023  - Introducing PSD’s ‘Become a Teacher’ Program 
• 10/2023 – Classified employees 90-day trial period 
• 10/2023 – Classified staff expectations for this Thurs and Friday (Oct 14&15) 
• 10/2023 - Building Non-Usage Days - Fall Break 
• 12/5 - PSD Closure Winter Break & Building Non-Usage Day 
• 5/15 Save-The-Date Paraprofessional Hiring Event 
• 5/24 -- - PSD Staff Newsletter - Operations Hiring Event & Paraprofessional Hiring 

Event 
• 5/31 - CDE English Learner PD Requirements & WIDA Account Information 
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Training 
 

Training opportunities include on-boarding and mentoring of new employees; and 
ongoing professional development throughout employment. After an employee’s initial 
hire, the District’s professional development sessions communicate both boundaries 
and expectations while providing for the competency development needed for both 
compliance and growth. 

 
All PSD employees may visit the Human Resources website to access information 
regarding employment applications, performance evaluations, salary schedules, job 
descriptions, professional growth movement, and tuition reimbursement opportunities. 
In addition, the Human Resources website provides links to documents that clearly 
communicate to all employees the expectations and working agreements, including the 
current Employee Agreement, Substitute Employee Handbook, and The Employee 
Resource Guide. 

 

Newly hired employees to PSD may access the “New Employees” tab on the District’s 
website which provides information on payroll, employee benefits, licensure, contracts, 
and links to important PSD resources to help on-board employees new to the District. 

 
Human Resources oversees the required yearly training modules for employees. 
Vector is the online platform being used. An employee must receive a score of 80% or 
higher to pass a module. If they do not achieve this threshold they must retake and 
retest in that module. 

 
The online training modules that were required for all staff including substitutes and 
athletic coaches are listed below which also shows total completions for each module 
as of 5/28/2024. 

 
- 2023-24 PSD Suicide Prevention Course – 5,283 Completed 
- Sexual Harassment: Staff-to-Staff – 5,206 Completed 
- Child Abuse: Mandatory Reporting – 5,205 Completed 
- Cybersecurity Overview – 5,071 Completed 
- Email and Messaging Safety – 5,049 Completed 
- Youth Suicide: Awareness, Prevention and Postvention – 4,725 Completed 

 
Other examples of trainings using the Vector system that were not required district-wide were:
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Support (31 of which hold Alternative Licensure). A total of 81 educators 
completed the requirements of the state induction program in PSD and are 
eligible to apply for their professional license. 

 
In the 2023-2024 school years, a two-year CDE grant allowed us to hire four Mentoring and 
Retention Coaches to support new educators as they acclimated to the personal and 
professional demands of teaching. An impressive 98% of our new educators engaged in 
coaching conversations with this team. 
 
Accomplishments  

• 
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are evaluated every year during the first three years in new positions in Poudre School 
District and every third year after that time unless a more frequent schedule is required 
by the supervisor. Annually, classified and licensed employees attend a meeting held by 
their site or department supervisor. During this meeting, the principal or supervisor 
explains the purpose, procedures, and timelines of the evaluation process. Each 
administrator attends an annual goal conference with the employees being evaluated to 
develop a mutual understanding of and support for district, building, and individual 
goals. 

 
At the beginning of each school year, Human Resources sends evaluation lists to 
schools and departments to inform principals, supervisors, managers, and directors 
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and their supervisors/managers and directs them to additional sources of information 
regarding the FLSA. 

 
The above-cited evidence demonstrates that the District has met the requirements of EL 
2.2.1(a) through communication of standards of performance, policies, trainings, and its 
evaluation practices. 

 
 
 

Policy  Wording:  
 

1. Operate without appropriate personnel rules that: 
b. Provide for effective handling of grievances; 

 
Interpretation:  

 
The District interprets this policy to mean that a well-defined and communicated 
process is provided for employees to resolve violations or inequitable applications of 
district policy, practices, or procedures. 

 
Evidence:  

 
Employees have access to information about the established grievance process 
through the annual updating and publication of the Employee Agreement. The 
Employee Agreement is distributed annually to every school-based media center, and 
by request, to any principal and employee group member who wishes to have a print 
version. The updated Employee Agreement is posted on the PSD website. 

 

If an employee goes through a discipline hearing and the outcome results in a 
grievable consequence, the employee is notified that the decision may be challenged 
by filing a grievance immediately upon receiving the notification of disciplinary action. 
The disciplinary letter includes where to access grievance information in the Employee 
Agreement. When a supervisor receives a grievance, he or she collaborates with the 
appropriate supervisor and with Human Resources so that all required processes and 
procedures are followed. 

 

This year there were four (4) level II grievances, many of which have been resolved or 
are pending outcome of collaborative resolution.  
Grievance  Level  Related To  Status  
Bacon Level II Staff Meetings Resolved 
Salary Schedule  Level II Salary Placement  Resolved 
PCA  Level II Instructional Resolved 
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Minutes 
Step Placement Level II Step Placement 

Salary Schedule T 
 Denied due to 
untimely filing 
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The District has met the expectations of this executive limitation by having well- 
established grievance procedures that are known and accessible to employees 
through publication and accessibility of the PSD website. Grievance forms align to the 
Employee Agreement language and regulations. Based on the evidence, the District 
meets the expectations of EL 2.2.1(b). 

 

Policy  Wording:  
 

1. Operate without appropriate personnel rules that: 
c. Protect against wrongful conditions, such as nepotism and grossly 
preferential treatment for personal reasons. 

 
Interpretation:  

 
The District interprets this policy to mean that the District must ensure that supervisors 
do not hire and directly supervise members of their family and that employees do not 
receive work-related privileges, promotions, transfers, and other benefits solely 
because of friendship or business relationships with those in positions of authority. 
Evidence:  

 
District Policy GBEA—Staff Ethics/Conflict of Interest specifically states that at no time 
may any administrator responsible for the supervision and/or evaluation of any 
employee be directly related to him or her. 

 
To ensure equitable treatment of employees, the District has several safeguards in 
place. The District has written procedures regarding the hiring practices that include 
job posting, confidentiality statements, use of hiring committees, number of requisite 
interviews, background checks and reference checks. The 2023-2024 Employee 
Agreement also details several articles that protect the employee’s right to objective 
treatment during the hiring, placement, or transfer process. 

 
Before a supervisor may make a job offer to an applicant for a posted position, the 
supervisor must receive hiring approval from a Human Resources administrator. 
Based on the policies and practices the District utilizes in employment procedures, the 
District ensures against supervisors evaluating relatives. 

 
The District has met the expectations of having rules that protect against the non- 
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Policy  Wording:  
 

4. Fail to acquaint staff with the Superintendent’s interpretation of their protections 
under this policy. 

 
Interpretation:  

 
The District interprets this policy to mean that employees of the District will be informed 
of the District’s Executive Limitation Policy 2.2 and be encouraged to read and 
understand the policy and to know how the Superintendent interprets their protections 
under the policy. 

 
Evidence:  

 
The Board of Education adopted Policy Governance on September 11, 2006. 
Information about Policy Governance including district ends policies, as well as 
executive limitation policies, are posted on the District’s website. Previous monitoring 
reports are posted on the District’s website. This monitoring report will be posted on the 
Distritct’s website. 

 
The posting of Treatment of Staff, Executive Limitation 2.2 on the website meets the 
expectation that Poudre School District employees have access to the Superintendent’s 
interpretation of this policy. The District has met the expectations of 2.2.4. 

 

Policy  Wording:  
 

5. Operation without written District Operating Principles, fail to assess the climate and 
culture of the District around the written District Operating Principles by obtaining 
employee input and publish findings, or fail to advise the Board of any revisions made to 
the written District Operating Principles. 

 
Interpretation:  

 
The District interprets this as having established and approved Operating Principles, 
conducting staff surveys regarding climate and culture, and participating in the 
statewide Teaching Learning Conditions in Colorado (TLCC) survey The District will 
inform staff and the Board in writing or via board presentations about any changes to 
the approved Operating Principles. 

 
This is reasonable because the District provides several options for staff to provide 
feedback to the Board of Education, Superintendent, and administrators through public
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comment, emails, committee/staff meetings, evaluation feedback, and formal/informal 
surveys. 

 
Evidence:  
 

 
PSD participated in the TLCC survey in 2024. The TLCC survey is a statewide survey of 
licensed staff and classified staff who directly support students in the classroom, on their 
perceptions of the teaching and learning conditions in their schools. The purpose of the 
TLCC survey is to provide information to guide school and district improvement planning 
efforts and to inform broader research and policy discussions for supporting teacher 
recruitment and retention, effective school leadership, and instructional improvement. The 
District still conducts its own climate and culture survey in years opposite the TLCC survey 
administered by CDE. The Chief Institutional Effectiveness Officer, Dwayne Schmitz, 
manages this survey and the Connections survey. 
 

Two other surveys that PSD continues to send out are the new employee orientation 
feedback survey; and the Employee Exit survey sent to staff leaving PSD requesting 
the reason(s) for their departure. Both surveys are used to assist with recruitment and 
retention programs in PSD. 

 
The above-cited evidence demonstrates that the District has met the requirements of EL 
2.2.5 


