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From the Desk of CASBO President, Samantha Gallagher
   

As we head into this winter season,
this is a good point in the year to sit
back and reflect on your big “to do”
list. We all have that never ending list
of all of things we should and want to
do in our jobs. This is the point in the
year where I typically review that list



What a successful fall conference! I
hope those of you who were able to
join us this fall in Vail found some
enlightening and informative courses,
networking opportunities with your
peers and a generally awesome time
in Vail. We will get to do all of that
and more this spring in Pueblo. Be
sure to mark your calendars for April
19-21st for our 70th annual
conference. That’s right! This year
our organization will be celebrating 70
years of supporting K-12 education
business officials in Colorado. We
continue to refine and improve our
organization and appreciate all of the
feedback we get from our members. 
 
Remember, this year we will have
three seats opening on the Board of
Directors. If you’ve had any interest in
helping to shape the direction and
offerings for Colorado ASBO, here’s
your chance! Calls for nominations
can be submitted online
here: https://www.coloradoasbo.org/i4
a/forms/index.cfm?
id=28&widgetPreview=0.
 

  

and look at it realistically to see what
I can actually get done and what may
need to be prioritized to the “if I have
time” section. It’s good to looks for
those tasks or projects that can
provide immediate value, with low
impact to your daily work as well as
those that are the bigger projects in
nature. Those big projects will likely
need to be pulled apart into smaller
steps and planning it all out on your
calendar can provide clarity to the
timing and availability of yourself and
staff.
 
Winter is also a good time to take a
breather and get rested for the
second half of our school years. With
all of the current viruses floating
around, it’s critical to stay hydrated,
get enough rest and treat your body
like the machine it is! RSV, COVID,
Influenza and a host of other viruses
are making their way through our
state, and it seems like everyone is
getting sick (yours truly included).
 
Anyways, as I wrap this up (since I
am on week 3 of an unknown virus
with serious brain fog) I invite you to
keep your eyes on our website for
more information about our annual
conference and yours this holiday
season! 

Sincerely,
Samantha Gallagher
CASBO President, 2022-2023

Inflation and the Labor Market – Interconnected and Significant
Pressures Facing School Districts

Article Courtesy of Gina Lanier

School districts are facing historic
pressures related to their current and
future expenditures – both in terms of
inflationary increases related to
commodities and market demand

This is further compounded by
districts needing to compete more
than ever before with the private
sector for applicants and the ability of
private sector companies to generally

https://www.coloradoasbo.org/i4a/forms/index.cfm?id=28&widgetPreview=0


related to compensation for all staff.
These costs pressures are further
complicated by the looming expiration
of the Elementary and Secondary
School Emergency Relief (ESSER)
funds provided to assist with the
impacts of the pandemic. While the
funds are certainly welcome relief,
new programs and staff added with
ESSER funds may place even more
budgetary pressures on districts as
the impacts of inflation and increased
labor costs continue to grow.

Inflationary increases in commodity
prices are impacting budgets across
a number of areas from fuel to food
and construction materials. Food
prices remain high, an area districts
will need to keep a close watch on,
particularly with the ending of the
universal free breakfast and lunch
that was enacted due to the
pandemic. Districts may have to re-
examine how meals are priced and
strike a balance with passing along
costs versus trying to absorb costs to
the best extent possible. Fuel costs
will also be a key area of focus for the
upcoming school year. Diesel prices
have seen recent historic highs,
which may have placed significant
pressures on districts with larger
fleets and extended routes.
Additionally, construction and
maintenance projects may be facing
two fold pressures – both in increases
in the cost of building materials and
labor costs. Districts need to be
particularly aware of increased
construction costs if there is potential
to impact completion of project and
project budget – regardless of
whether the project was debt
financed or paid from cash on hand.

Key factors to understand in relation
to your district’s exposure to inflation
include:

-   Examine contracts related to
possible pain points, in particular
building maintenance, nutrition and
transportation, to understand how

be more flexible in being able to offer
higher/better compensation.

Competition for qualified applicants is
just part of the pressure. Districts also
face pressure related to demand or
likely demand for wage increases
from current staff to offset the
pressures of inflation that their
employees are facing as a part of
their personal budgets in their day-to-
day life. This could be further
compounded if any wage increases
were offered during the height of the
pandemic and if those increases were
one-time or recurring and how those
increases may have been paid for. 

Key considerations for districts in
facing the need to increase salary
and wages include:

-   What is your districts
compensation philosophy? Does your
district want to lead, lag or be
average with peer
districts/organizations?

-   How do your salary and wage
schedules compare to neighboring
districts? What type of increases
have neighboring/peer districts
offered recently?

-   How have any recent increases
been funded? Were reserves or
ESSER funds used? Are these
sustainable?

-   What nearby
businesses/employers do you most
compete with for staff and what pay
are they offering in comparison?

-   How can you be more creative in
offering short-term increases to offset
inflation without locking in increases
in long-term collective bargaining
agreements?

A tightening in total compensation
between state and local governments
and other employers is apparent from
examining the Employment Cost
Index (ECI) - a Principal Federal



inflationary costs may be passed on
to district (or not).

-   Analyze potential impact of the
end of universal free breakfast and
lunch. Any realized benefits of free
meals for all students – easier to
administer? Reduction of stigma
associated with providing free meals
to some students.

-   Consider plans to reduce
inflationary impacts exposure, such
as switching bus fleet to alternative
energy source, etc.

-   Proactively engage with
contractors on construction projects
to examine pressures related to
material and labor costs. Examine
pre-purchasing of certain materials, if
possible, to help control costs if
further increases are likely.

Consumer Price Index (CPI) data
highlights the pressures districts (and
for that matter consumers) have been
experiencing beginning in 2022 –
particularly for motor fuel (including
diesel).

The CPI for motor fuel has increased
exponentially since the start of 2021 –
but has moderated since August
2022. Food and beverage CPI has
seen steady increases and continues
to track at a rate higher than that of
total CPI. Data shown is through
October 2022 – which reflects the
more recent stabilization of prices that
began in July 2022. Efforts to curb
inflation continue, but concerns
regarding pressures related to higher
prices remain apparent. (source: US
Bureau of Labor Statistics CPI -
https://www.bls.gov/cpi/)

The Producer Price Index (PPI) is
another key metric to keep close
watch on as this is a more leading
indicator of possible inflationary
impacts as opposed to the lagging
nature of CPI. PPI focuses on price
changes producers of goods, services

Economic Indicator calculated by the
US Bureau of Labor Statistics (BLS).
ECI tracks the cost of employees to
employers between areas based on
ownership (either civilian, private
industry or state and local
government) on a national basis for
wages and benefits - including health
insurance, retirement plans and paid
time off.

Until recently, growth for civilian and
private industry had outpaced that of
state and local government over the
last year, including elementary and
secondary schools. While the ECI
indices for the presented sectors
remain tight, the index for state and
local government workers in
elementary and secondary schools
continues to lag. (source: US Bureau
of Labor Statistics ECI -
https://www.bls.gov/eci/)

The potential for an economic
slowdown – driven in part by these
pressures – continues to rumble
across the news and Wall Street.
While recessionary impacts on
revenues are typically not
immediately felt by municipal
governments and school districts,
entities will nonetheless need to
begin positioning themselves to deal
with another added challenge. And
the potential for impacts to districts’
revenue streams are likely to further
compound and require difficult
decisions with the amount of other
budgetary pressures facing districts.

All of these pressures will result in
the need for an increased and better
understanding above and beyond
than what is normal to know what are
driving the district's costs and also
making sure there is a sound
understanding of what our top
priorities are fresh for the district and
what are the nice to have. Districts
need to best prepare themselves for
likely needed reductions or at this
point even inevitable reductions in
order to best balance their budgets as

https://www.bls.gov/cpi/
https://www.bls.gov/eci/


and construction are facing as
opposed to those of the purchaser.
The most recent PPI data is mixed
with small decreases in July and
August – and more recently a modest
increase in September as compared
to the prior month. PPI remains
relatively high in comparison to
September 2021, with prices for
producers 8.5% higher in September
2022. Given the relatively higher
prices facing producers, districts and
other purchasers should be prepared
and budget for continued higher
prices, at least for the near term.
(source: US Bureau of Labor
Statistics PPI -
https://www.bls.gov/ppi/)

As mentioned above, construction
related costs are an area of potential
concern with the magnitude of the
construction/capital improvement
related expenses and also if debt
financing is used.

As with PPI and CPI overall,
construction cost prices have seen
some recent flattening. Even with this
flattening, the September preliminary
PPI for new school building
construction is 19.8% higher as
compared to a year prior. While
moderating compared to growth seen
in the beginning of 2022, price
increases remain at some of the
highest levels since prior to the great
recession of 2008. For nonresidential
building maintenance and repair, PPI
has not seen the same level of
increases as new school construction.
Beginning in June 2022, these figures
have also seen decreases in the year
over year percent change. However,
prices still remain high, with the
preliminary figure for September 2022
being 11% higher than August 2021.

Broader pandemic and economic
related pressures are also impacting
school districts’ largest operating
expenses – salary and wages for
staff. With the shift in the post-
pandemic labor force, school districts

these pressures become more
increasingly realized over the next
several years. The pressures on the
expense alone would necessitate the
need for better analysis and
conversations about projected
expenses, with the further impacts of
potential revenue impacts
heightening the need for more robust
forecasting of a district’s financial
trajectory and using these forecasts
as the basis for discussions with
district’s board and senior
leadership. 

All of these pressures will result in
the need for an increased and better
understanding above and beyond
than what is normal to know what are
driving the district's costs and also
making sure there is a sound
understanding of what our top
priorities are fresh for the district and
what are the nice to have. Districts
need to best prepare themselves for
likely needed reductions or at this
point even inevitable reductions in
order to best balance their budgets as
these pressures become more
increasingly realized over the next
several years. The pressures on the
expense alone would necessitate the
need for better analysis and
conversations about projected
expenses, with the further impacts of
potential revenue impacts
heightening the need for more robust
forecasting of a district’s financial
trajectory and using these forecasts
as the basis for discussions with
district’s board and senior
leadership. 

In addition, districts need to better
understand their current expense
structure and prioritize current
programs and service offerings.
Being able to distinguish between
requirements and necessities versus
nice to haves may not make the
decision to cut unless painful but will
certainly facilitate better decision
making. Forecasts and prioritization
are keys to ensuring financial

https://www.bls.gov/ppi/


are finding themselves in increased
competition for prospective
employees across all needed areas of
staff. Competition seemingly
continues to increase between
neighboring school districts to offer
competitive compensation packages
to attract and retain the most highly
qualified staff.

resiliency for districts, but this will
need to be done with leadership-wide
collaboration to ensure broad input
and understanding for necessary
actions. 



Paid Leave on the Rise: Why Disability Insurance is Still Important 
Article Courtesy of Bryce Burgett

Many states across the United States
have either initiated or passed
legislation to offer paid medical and

Consider the Benefit Period

Paid leave benefits typically have a



family leave to employees. If you
have access to this benefit, you may
question if you need supplemental
disability insurance. The short answer
is YES.

While paid leave may offer financial
assistance in specific situations, the
need for disability insurance hasn’t
gone away. In fact, it is more
important than ever to understand
how paid leave benefits work so you
aren’t left without coverage in a time
of need.

Understand Your State’s Eligibility
Requirements for Paid Medical
Leave

Before you make changes to your
disability plan, understand the
eligibility requirements for your state’s
paid medical leave plan. Here are
some things to look for:

Have you contributed to the state
plan? Most state benefits require
either a voluntary or mandatory
contribution to the state-paid plan
before you can claim benefits. If you
haven’t been contributing for the
required period, you may not have
access to these benefits yet.

Have you been working for your
current employer or previous
employers in the state for the
required time period? For example, in
Washington, you must work at least
820 hours in the state of Washington
before a benefit can be claimed.

What medical reasons does my state
plan cover? If your state plan only
covers specific injuries or illnesses,
you may not qualify for benefits when
the time comes.

Am I excluded from benefits for other
reasons? Another example from the
state of Washington is that paid leave
benefits are not applicable to union
members subject to certain

limited benefit period. Even if you
decide to rely on paid leave to cover
a disability, you should consider a
disability insurance plan that starts
when paid leave ends. While it can be
difficult to know how long you may be
off work due to an injury or illness,
you should plan for your specific
needs.
For example, if your state plan offers
up to 12 weeks paid leave (84 days),
at minimum, you may want to
consider a plan that starts on the
91st day of disability to minimize your
gap in coverage. Take note that there
may be rules against receiving
benefits from both a state-paid leave
plan and disability insurance at the
same time. It’s important to
understand where they may overlap.
In some cases, state paid leave plans
offer a paid leave for a length of time
that includes paid medical
leave and paid family leave. This
means if you use time to care for a
family member, it will decrease the
amount of time you can take for
personal medical leave.

Remember the Importance of
Disability Insurance

In situations when your disability
extends past the benefit period of
your state plan, or you don’t qualify
for the state-paid leave, disability
insurance can help fill the coverage
gap. Don’t assume that your state-
paid leave benefits are going to keep
you covered. Many state paid leave
plans provide short-term paid leave
for a few weeks or months. Disability
insurance may provide benefits for
longer periods of time, including up to
Social Security Normal Retirement
Age. Remember, disability insurance
is designed to help you protect your
income if you are unable to work due
to a covered injury or illness.
Talk to your American Fidelity
account manager at your annual
benefits enrollment to find a plan that
is best for you and your financial



bargaining agreements.

If you’re ineligible or excluded from
the state paid leave plan, you should
consider a disability plan to financially
help you if you’re unable to work due
to a covered injury or illness.

needs.

Employment Opportunities

Current school business official position openings can be found on line at

www.ColoradoASBO.org. Advertisements for School Business Official positions are provided

FREE as a service to all K-12 Schools. Email your LEA's non-curriculum positions to

CASBO@ColoradoASBO.org for inclusion on the CASBO website "Employment

Opportunities" page.

All LEA position ads are subject to review, approval and editing prior to publication

Please include the following in your request:

Position
School District
Description
Salary Range
Apply By Date



ASBO International's Recognition and Program Awards
Article courtesy of Mark Wilsey

ASBO International has 2 major
annual awards for school business
officials, the Pinnacle Award and the
Eagle Award. The submission
deadline for the Pinnacle Award is
May 1st and Eagle Award
applications are due on June 1. The
submission process for each is

As COO, my district had successfully
implemented nutrition’s Community
Eligibility Program (CEP), started
breakfast in the classroom, and
started a dinner program. In
transportation, we implemented
choice busing for high schools,
middle schools and some elementary



straight forward and fairly easy. The
benefits of the awards far outweigh
the perceived hassles.

The Pinnacle Award recognizes
projects that are creative, replicable,
and have been implemented within
the past three years. I was fortunate
enough to receive this award this
year. I received the award for
executing the districts bond project
using IPD (Integrated Project
Delivery). IPD is a construction
project delivery method that
maximizes efficiency through
involvement of all participants
(people, systems, business structures
and practices) throughout all phases
of design, fabrication, and
construction. At its essence, IPD is a
method designed to attack and
improve the construction process at
its weak spot – communication.
During the ASBO annual conference,
awardees attend receptions with past
awardees and Virco sponsors a
wonderful dinner. The award is
sponsored by Virco and Pinnacle of
Achievement recipients receive a
registration to the annual conference,
recognition for their district and
CASBO and a $1,000 check for their
district. The Pinnacle of Excellence
awardee’s district receives a check
for $5,000 and $5,000 in Virco
furniture.  

The Eagle Award honors leadership,
service, and achievement in the
applicant’s district, CASBO and
ASBO International. I was very
fortunate to be selected for this award
in 2016.

schools. In facilities, we focused on
mechanical improvements through
best grants generating subsequent
energy savings, keeping utility bills
constant over a 10-year period.
During the annual ASBO conference,
awardees attend receptions with past
awardees and AXA Equitable
sponsors an amazing dinner. Award
recipients receive a registration to the
annual conference, recognition for
themselves, their district and the
state, CASBO, and three
Distinguished Award recipients are
provided with a $2500 scholarship to
present to a district student. The
International Eagle Award recipient
presents a $5,000 scholarship.
Awardees also receive registration
and travel to the annual Eagle
Institute, an outstanding 4 day
immersive leadership conference.

The receptions and dinners have
been very rewarding and enjoyable. I
have met ASBO members from
across the country and I still keep in
touch with my fellow awardees. There
are numerous intangible benefits to
the awards, including meeting the
sponsoring vendors, meeting the
ASBO staff, meeting peers from
around the world, and hopefully
helping other districts who might face
similar issues. For me, the most
enjoyable part is getting to know the
wonderful staff at ASBO, they are
fantastic to work with and make the
process stress free and very
enjoyable. Feel free to ask me
anytime about the awards. I highly
encourage you to look into these
awards and consider applying.



ASBO Corner
Bill Sutter, ASBO International President

ASBO Liaison

Greetings
from the
ASBO
International
Board of
Directors.

The ASBO Annual Conference and
Exhibits held in Portland, OR in mid-
September was a great success. Just
like the CASBO spring and fall
conferences this year, it was so great
to be in person to reconnect with



The 2022-23
school year
is off to a
solid start.
Despite
some
staffing
shortages
with our

operational teams putting the
squeeze on bus routes, cleaning
buildings and feeding students, all the
hard working district staff are really
pulling together to create a positive
experience for students and staff. I
am continuously amazed by the hard
work done to keep districts operating
smoothly, often without the
recognition or appreciation that is
deserved. 
 
As we enter the half-way point of the
school year, it is important to think
about the investment in your personal
professional development as well as
that of your staff or colleagues. All too
often, PD for business and operations
staff is seen as a waste, a
boondoggle or a perk for senior staff.
A short online educational session, a
multi-session course or a full state or
national conference will provide a
return on investment to your school
system well beyond the cost of the
program. Make the case to your
supervisor and demonstrate the
content you bring back to prove that
the return is worth it. ASBO’s e-
learning program has a multitude of
school business topics and high
quality online professional
development opportunities. ASBO
members from around the country are
sharing their expertise and topics are
based on ASBO’s recently updated
Professional Standards. Explore
ASBO Learn for a variety of unique
opportunities for enhancing your
skills, growing your knowledge while
keeping your certifications current
with SFO contact hours and CPE
credits. Track your progress, view
your transcript and challenge yourself
to meet your next professional goal.

friends and colleagues while
engaging in fantastic professional
development. Our vendor partners
were equally excited to reconnect
and share the latest solutions for our
operational needs. Conference
attendance is growing and the value
of in-person events for the
relationship building that is so critical
to school business officials is more
critical now than ever as the tight
labor market pushes us to increase
our skills and use all our connections
to find new employees. Let’s work
together to continue the trajectory of
events returning to their pre-
pandemic status.
 
In Portland, the 2023 ASBO board
was sworn in to officially take office
on January 1, 2023. I look forward to
wrapping up my service to ASBO
International as I transition into the
role of Immediate Past President. It is
an honor and a privilege to serve
ASBO members around the world
and especially here in Colorado. As I
reflect on my journey and what a
great experience it has been, I truly
look forward to working with Gina
Lanier, Controller for Aurora Public
Schools and CASBO President, as
she begins her ASBO leadership
journey with a run for a 2024 director
position with ASBO. While Gina is a
stellar candidate, a contested election
(three candidates for two positions)
means we need to support her to the
fullest extent possible at the national
level. CASBO votes matter in these
national elections and with some hard
work, Gina will be successful in the
election in a few months. The
continued track record with
Colorado’s participation at the
national level will pay dividends for
CASBO well into the future.
 
In closing, thank you for all you do for
the students, families and staff in
Colorado public education. I continue
to encourage anyone interested in
serving on the ASBO or CASBO
board or committee to reach out to



 
One way to really take advantage of
all that ASBO has to offer is to join
ASBO under the district membership
model. With this structure, all
employees in a school district
department that performs school
business functions can participate as
an ASBO member, from your
accounting and finance team to your
facilities management, foodservice
and transportation crews. There is no
limit to the number of individuals who
can be a part of the school district
membership - the cost is the same at
just $500. There are benefits for all
individuals - ASBO International
digital publications, full access to a
private online member community full
of conversations, resources, the
member directory, and the Global
School Business Network, member
pricing on all ASBO International
conferences, program discounts on
SFO Certification, Meritorious Budget
Award, and Certificate of
Excellence, and member access and
pricing for webinars and online
courses on ASBO Learn. As a district
enrolled in this model, you’ll receive
three copies of ASBO International
printed publications and one vote in
the annual election for the designated
district contact. The greatest
advantage is to start your current
team members on a path of greater
skills, knowledge and responsibility
through that professional
development. 

me to learn more about this fulfilling
work.
 
Upcoming ASBO Events

For more information visit:
https://asbointl.org/Web/Conferences/
Future_Meetings/Web/Conferences/F
uture_Meetings.aspx

Planning is complete. The 2023
ASBO Leadership Forum in San
Antonio, Texas in February. ASBO
staff and the board are working
diligently to create a great experience
in a safe environment.

Annual Conference & Exhibits:

2023 • October 19–22 • National
Harbor, MD

2024 • September 18–21 • Nashville,
TN

ASBO International Leadership
Forum
2023 • February 25–27 • San
Antonio, TX

Legislative Advocacy Conference
2023 • July 11-13 • Washington, D.C.

What are the Characteristics of Successful Teamwork?
Article Courtesy of Sandra Nees

You’ve all heard someone called a
poor team player — but sometimes
you can look at a team and sense
that they don’t work together that well.
We aren’t talking about the
characteristics that dictate a team’s
performance, but rather, signs that
point toward a team truly working
together effectively. You can see

2. Introduce new sharing platforms

It’s important to make sure that your
team members have a solid platform
for where they do all of their sharing
and communicating. Chat programs
like Slack provide a space to
communicate and collaborate with
ease. But don’t forget that these
platforms can be for fun, too.

https://asbointl.org/Web/Conferences/Future_Meetings/Web/Conferences/Future_Meetings.aspx


these dynamics on sports teams or
friendly trivia groups, too. 
Here are five characteristics to help
you know if you’re working well as a
team:

1. The leadership style in your
work environment is full of fair
decision-making and effective
communication

2. Members of the team feel
confident contributing their
ideas and skills

3. Feedback is welcome, not
discouraged

4. It’s not a complete disaster if
someone makes a
mistake because others are
there to support them and help
the entire team learn

5. People are patient, especially
with team members who are
learning new or early teamwork
skills

3 Team-building exercises for the
workplace

Here are three exercises that you and
your team members can do to lay
down the groundwork for good
teamwork in the future:

1. Two truths and a lie

Each team member writes down two
true facts about them and one lie.
Everyone takes turns saying all three
statements, and the rest of the team
has to guess which one is a lie.
This can be an excellent way to get to
know one another and inject some
fun into the team dynamic. By
encouraging people to be a little
vulnerable and to see each other as
whole people, you lay the groundwork
for better team communication. It
might even provide a good
conversation topic for you to
connect over later.
This activity is easy to do over video,
too, if your office is fully remote. Just
remember to lay a few ground rules,
e.g., not sharing overly personal
information and not taking these

Encourage your team members to
share things that aren’t work-focused
when it’s appropriate to do so. 
Introduce fun channels like #pets to
Slack so that people can share their
furry friends. Or, every Friday, ask
your team members to share
something that made them laugh for
the week in a #WeeklyLaughs
channel. It can be a way to get to
know your team members outside of
a work context — especially if your
team works entirely remotely. 

3. Picture piece game

Find a picture and cut it into smaller,
uneven pieces to create your own
puzzle. Your team members will have
to work together and put their
problem-solving skills to the test to
piece the picture back together. The
bigger the picture, the more
organized they must be to solve the
puzzle.
You might find that someone is
naturally inclined to project
management because of an instinct
to coordinate this effort. (You can
make this remote, too, by emailing
everyone their piece and making
them talk to each other to find
similarities in their photo).

Moving forward

Hearing different viewpoints and
using other people’s skills can help us
do our jobs better. But what
teamwork isn’t about is competing
against each other. Instead, you
should appreciate what everyone
offers.
It takes effort to develop a team into
one that values teamwork. Along the
way, it can help to have support as
you encourage others to adopt a
more collaborative working style.



stories beyond the team meeting.
Team icebreakers are supposed to
be fun, not therapy.

Eight Tips
to Help You Recruit the Best New Team Members 

Article Courtesy of Tatyana Glushko

1. Assess your current team Most newbies failed due to problems



members to determine where you
are long and short on key skills in
your group.

Think more broadly about what the
team needs, not just replacing a
departing team member or a short‐
sighted need to fill a gap in a
particular role.
You may find a current team member
has the necessary skills and interest
for the new job. Then you may seek
to recruit someone to replace your
current team member who may bring
other useful skills to the team. In this
way. you in effect recruit the best new
team members for the role. Don’t
make the automatic assumption that
someone from a similar industry
should get priority. Just because you
come from the same industry doesn’t
mean you necessarily have the right
skillset for the new job.

2.  Decide if candidates’ values are
similar to your team’s values.

Before you start interviewing, you
should first decide the key attributes
you are looking for in potential team
members, including the personal
values of candidates. Pay close
attention to ones you may take for
granted. When candidates mention
values important to them, dig a bit
deeper with follow‐up questions to
explore how well they have thought
this through. For instance, if they
nominate “loyalty,” ask them “To
whom?” and “Why?” and “How?” Find
out if they are just nominating ones
that sound good to a potential
employer. Asking “Why?” to their
successive answers is a good way to
find out.

3.  Ask open‐ended questions so
you successfully recruit the best
new team members.

These oblige candidates to think
carefully because there is no clear
answer telegraphed by the

with soft skills. The candidate who
lacks certain hard skills is a cause for
concern, but the
candidate who lacks soft skills and
enthusiasm is a giant red flag.
Identifying and eliminating such
candidates helps you to recruit only
the best new members.

5. Scrutinize each candidate’s
background appropriately.

Check references carefully, especially
recent ones. This part of the hiring
process can be very laborious and
boring. It will require you to vet each
candidate and check for their skills,
character and experience with people
who know them.

6. What to look for in a top tier
employee.

Experienced employer Anthony Boyd
believes it is worth working hard to
recruit best new team members. He
recommends accepting
applicants who have these 11 traits:
proactive, collaborative, charisma,
flexible, good communication,
reliable, dedicated, competent,
strategic, problem‐solver, integrity.
Boyd believes the most important
ingredient of them all is integrity: “You
definitely want someone who is
honest and trustworthy. Someone
you can trust and not have second
thoughts about.”

7.  Recruit good writers.

Here are three reasons why being a
good writer is important, and why
writing is a skill worth focusing on, no
matter your job description: good
writing correlates with crisp thinking;
clear, persuasive
communication is the underpinning of
a successful professional; if you’re a
good writer, there will always be
work for you to do.

8.  Consider using PEO services.



questioner. Sample questions
could be “What do you enjoy doing
the most in your work?” and “How do
you handle ethical issues in your
work?”

4. Carefully review the candidate’s
soft skills and attitude to
teamwork.

Around 46% of newly‐hired
employees fail within 18 months, and
only 11% of them fail due to
deficiencies in technical skills,
according to a report by Leadership
IQ, which comprised two studies from
2011 and 2020.

To save you a lot of time and effort,
using a professional employer
organization (PEO) services is an
effective way of getting your team’s
right person. They will help you go
through the stress of scrutiny while
they provide you with good results.

Mandatory Reporting
Article Provided by Craig Hein, Counsel for

Colorado School District's Self Insurance Pool

Every staff member in a school is
considered a mandatory reporter, with
a legal obligation to report known,
alleged, or suspected child abuse or
neglect. In addition, due to recent
changes to Title IX, every employee
is also now a mandatory reporter of
sexual harassment.  
 
Though this may seem clear cut and
intuitive, the process to report these
concerns is very different, and
insurance claims rooted in a failure to
report are, unfortunately, common.
The clear lines of when to report –
and to whom – can quickly become
blurred, even for a well-intentioned
staff member. For example, what
happens when a seemingly off-
handed student remark is overheard
that implies inappropriate relations
between a student and a staff
member? Even if the comment may
have seemed like a bad joke, this is
still an example of when mandatory
reporting is required. 

Child abuse is a criminal act resulting
in injury to a child’s life or health, and
includes physical, sexual, and
emotional harm to a child. The abuse

Many individuals may want more than
mere suspicion before reporting a
colleague, but there is absolute
immunity for reports made in good
faith. Moreover, school employees
are not trained to investigate
suspected abuse. Their most
important job is to report known or
suspected abuse to allow law
enforcement to undertake a prompt
investigation. The mandatory
reporting statute is only concerned
with the safety of the student,
regardless of how big or small the
alleged act seems. Sometimes a
seemingly small concern can unveil a
litany of other transgressions. When
school staff honor their commitment
to their communities and abide by
their mandatory reporting
responsibilities in a timely manner,
they are not only able to prioritize the
safety of the student(s) involved, but
also the integrity of the community.  

Mandatory reporting of sexual
harassment is required even if a
formal complaint is not made. For
example, a staff member may
overhear a conversation among
students where a comment is made



may occur between staff and
students, among students, and
between students and others not
affiliated with the school. In the event
of known, alleged, or suspected child
abuse, a mandatory reporter must
immediately inform law enforcement.
  
Sexual Harassment is a form of
discrimination. Within schools, this is
defined as unwanted and unwelcome
behavior of a sexual nature that
interferes with the right to receive an
equal educational opportunity.
Anytime a school employee has
notice of a sexual harassment case
within the school setting, they must
inform the Title IX Coordinator.  
In some circumstances, such as a
sexual assault that occurs at school,
child abuse and sexual harassment
concerns will overlap, in which case
both law enforcement and the Title IX
Coordinator must be notified.
There can be serious implications for
the aware staff member(s) as well as
the school/district when proper
reports are not made, as failure to
report can result in criminal and/or
civil liability.
 

that may trigger a mandatory report.
This is the time to act. Do not wait for
the formal complaint to be made.
Once the staff member has notice of
sexual harassment, they must
immediately inform the Title IX
Coordinator.  

Notice of sexual harassment triggers
your duty to:   

1.  Promptly report to your Title IX
coordinator

2. Document the conversation via
email: If the conversation
occurred in person or on the
phone, send a follow-up email
reiterating your concerns. Save
this email for your records.

Knowledge or suspicion of child
abuse or neglect triggers your duty
to:

1.  Immediately report to Law
Enforcement

2. Document the conversation via
email: If the conversation
occurred in person or on the
phone, send a follow-up email
reiterating your concerns.
Verbal reports must be follow-
ed up in writing within 24 hours.
Save this email for your
records. 

More information about your specific
reporting procedures and
requirements may be found under
Board Policies AC, AC-R-1, AC-R-2,
JLF, & JLF-R.

 

Succession Planning
Article Courtesy of Jeremy West

Have you looked at Indeed lately?
Cruise through their website and you
will find no shortage of executive-level
positions to choose from in any
industry one desires. Why is this?
How can companies have no
succession plan for their executive
leadership positions? Even if a newly

I recently sat in as a guest on a
nonprofit’s board meeting where they
were discussing the Executive
Director transition plan from the
current ED to their Director of
Development that was occurring over
the span of 18 months. Instead of
going out for a costly national search,



created role, is there no one on the
bench from their current team of mid-
level managers to pull from? How
telling is it about an organization they
have to post this position externally? I
have no plan to answer all these
questions for you in this article - just
think about it.

There is a myriad of reasons
organizations feel the need to post
externally, aside from being legally
required or from self-imposed policy.
Some are quite valid- to build
diversity, to fill a role that requires a
specific set of technical skills, when
current staff is not a good fit or due to
rapid expansion. We were all “outside
candidates” at some point! However,
as executive leaders, I feel too often
our default is to invest in extensive
external searches for candidates to
our executive-level positions all the
while stating how our people matter
to us, how we value their service,
loyalty and want to invest in them. It is
a double standard that I feel is worthy
of exploration and pause.

When a mid-level leader is not a fit for
an executive leadership position in
your organization, they should be told
so along with the steps they need to
improve. This gives them the
opportunity to appreciate the
strengths they bring to their current
role and either accept their level of
position, or it will motivate them to
improve or move on to another place.

To build the bench of future leaders, I
will close with a few best practices to
consider for promoting mid-level
leaders into executive-level positions:

Get Intentional about
Succession Planning. As it is
in a relay race, the hand-off of
the baton in an organization a
vulnerable time in its journey
and worth the time to get it right
versus getting it done the
fastest. I contend employees
should understand their

they were intentional about investing
from within and creating a plan that
included co-leadership over the last
year of transition, giving the now
interim ED a chance to fully assume
leadership, but with a safety net.

Create an Organizational
Culture that Values
Leadership Development. Not
everyone is destined for the C-
level position, however,
organizations that have created
a culture of equitable
knowledge-sharing,
development of training
tools/plans geared towards
competency building, and
opportunities to have autonomy
and experiment, create mid-
level leaders who actively
participate in creating shared
vision, have increased
performance/productivity and
increased
experience/knowledge of the
work. Moreover, they are
excited about the opportunity to
promote to executive level
leadership, not just for the
financial gain, but also because
they value the culture and want
to invest in others, which
benefits the entire organization.

Mentoring can play an
important role in preparing
mid-level leaders to take on
executive leader roles. I have
experienced this personally as
someone who was mentored
into a leadership role and as
one who mentored others to
assume my position. For it to be
most successful, the one being
mentored needs to feel the
organization and mentor values
them and generally wants to
help them succeed versus a
need of their mentor to fulfill
their own self-interests or check
off the mentorship box on their
own evaluation Through
mentoring, the mentor can



pathway to executive leadership
from the time they start at the
organization.

determine if the individual would
be a good fit for promotion, and
the mentee can decide if they
would want to assume such a
role.

Controlling Costs in Workers’ Compensation
Article Courtesy of Jodie Lyons

With budget challenges, staffing
shortages, and increasing community
expectations, many leaders share
they that are stretched thin, looking
for ways to help the bottom line -
without adding to the workload. For
the fresh faces filling longtime shoes
of those retiring or moving onward,
there is a LOT of information to take
in, leaving one feeling they’re drinking
from a firehose. Letting the workers
compensation program fall through
the cracks in transition can quickly
snowball into hefty surcharges that
may stick with the district for several
years. 

We are lucky on the work comp side
that we’ve had favorable results and
rates are expected to continue
trending downward with an expected
average 6.1% decrease for 2023. 

Did you know that workers’
compensation is the most controllable
line of coverage from a cost
standpoint? There is no single magic
bullet, but a number of ways to
initiate or maintain savings while
simultaneously boosting the safety
culture among your district. 

The largest controllable factor in
workers compensation is in the
Experience Modification Rating
(EMOD or mod). These are delivered
by NCCI and for those renewing in
July, you should expect to receive
preliminary mod reports in January.
The EMOD is specific to your industry
and personalized based on your
performance from a claims
standpoint. A mod of 1.0 is par with
your industry peers. Anything below

We have worked with entities who
have mods as high as 2.0 when we
stepped in. That’s a 200% premium.

How to Control the EMOD
There are several ways to help
protect and reduce your mod.

Deductible – having a deductible in
place not only provides an upfront
discount, but also helps to insulate
your mod from the smaller and more
frequent claims, which have a higher
bearing on your factor. An analysis
can be performed to help determine
where an appropriate deductible is for
your District based on your claims
history.

Claims handling – if your district
doesn’t have a program in place for
claims handling, it is highly
encouraged, as this does have a
direct impact on costs. Med only
claims are reduced by 70% in the
mod calculation, but once there is
indemnity, the full cost is calculated in
the rating. What does your return-to-
work program look like?

Ongoing Safety Training – it is
recommended that regular safety
training is held to keep safety on the
forefront for staff. It can be easy to
cut a corner or climb a chair, but this
can be extra costly in both time and
money. Where do you source your
employee safety materials? 

Cost Containment – combining a full
safety, claims, and training program
all in one package not only helps in
keeping down claims costs and
protecting the mod, but you’re also



1.0 results in a discount, with above
providing an associated surcharge.

For Example, and simplicity, let’s say
you have a base premium of
$100,000.

EMOD 1.0 = $100,000 before other
adjustments

EMOD 0.75 = $75,000 before
adjustments    

EMOD 1.25 = $125,000 before
adjustments

rewarded for maintaining certification.
If you are currently Cost Contained,
you’ll want to keep up on the
requirements to maintain the
certification and associated discount. 

There will be another round of
Workers’ Compensation 101
webinars rolling out in early 2023 and
we’re also available for individual
consultations, whether you work with
Ascent or not.

 

Membership Information
70th Colorado ASBO

Annual Conference

April 19-21, 2023
Pueblo Convention Center

Pueblo, CO

How Do I Check My Professional Development Activities

Thinking of applying for Professional Registration with ASBO or getting ready to
renew? Need to report your yearly activity to keep your CPA Certification current?
You can check the number of CEUs you have earned through Colorado ASBO
Activities by pulling up your "Continuing Education Report" on the CASBO
website; www.ColoradoASBO.org. It will list CEUs completed through CASBO
conferences, workshops, committee involvement and publications. You can print
out your CASBO Certificate of Attendance from your office or home.

Simply login to the website, www.ColoradoASBO.org with your user name and
password and go to "Member Profile" and then to the "Activities" page. If you click
on the "Continuing Education Report" it will list all your activities and associated
CEUs.

http://www.coloradoasbo.org
http://www.coloradoasbo.org


CASBO Volunteers Needed

Do you enjoy writing? Have you ever thought of writing an article for the CASBO
Quarterly? We are always looking for practitioners views and would love to have
more of those articles.

Additionally we love to hear from our members as to information they need in
their jobs. Is there a breakout session that may help you better serve your
district? Submit a potential breakout and a presenter as well. Don't be shy if you
enjoy presenting, and many people do, offer your expertise to CASBO.

There are many opportunities to be involved with CASBO without serving on the
board. We have many needs and no one is more aware of what is going on in
districts better than the people who work there. Please contact CASBO or reach
out to one of the Board Members at the next conference. We are looking forward
to hearing from you!

2023 ASBO Annual Conference

October 19-22, 2023

National Harbor, Mayland
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