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Aurora Public Schools is committed to increase student achievement and one of  the ways that this goal can best be 
accomplished is to have the most qualified and caring staff  possible in all areas throughout the district. The Division of  
Human Resources is an integral part of  this goal as its primary functions are recruitment and hiring of  quality employees, 
providing staffing allocations to schools, payroll and benefits, leaves of  absence as well as employee relations, performance 
evaluations, contract management, policy and regulation. 

The purposes of  Human Resources Annual Report are to provide a picture of  employees of  APS and summary data of  
activities of  the division, report on progress toward goals of  the previous year and highlight additional accomplishments 
of  the division. By collecting the following information about Aurora Public School employees, we also are able to analyze 
trends in the past and implement new procedures for the future.  We are constantly monitoring our progress to become 
more effective.  

Note: Unless otherwise indicated, data were collected on October 15, 2008 or totaled from October 16, 2007 to 
October 15, 2008.

Staff Demographics 
Employees
Licensed staff      2032 – 38.0%
Classified staff      1709 – 32.0%
Administrator/Professional Technical staff  232 – 4.3%
Total contracted staff     3973 – 74.3%
Total non-contracted staff  *   1368 – 25.7%

Total employees    5341

* Non-contracted staff  includes Agreements for Services, Coaches, Part-time Temps, Tutors, etc.

Employee Gender
Licensed staff  – Female 78% - Male 22%
Classified staff  – Female 79% - Male 21%
Administrator/Professional Technical staf  – Female 59% - Male 41%
Total staff  - Female 77% - Male 23%



Employee Ethnicity 
The ethnicity of  employees in APS is similar to the ethnicity of  the United States but has a higher representation of  
whites and a slightly smaller percent of  minorities. (See the following charts.)  The classified employees group has a 
greater than the national average representation of  minorities while the licensed employee group has a smaller than the 
national average representation of  minorities. The number of  minority employees increased from 922 to 982 from last 
year to this year. This resulted in a drop of  white employees from 77% to 75%. 

APS Total Ethnicity

American Indian/Alaskan Native – 15 or<1%  
Asian/Pacific Islander – 91 or 2%
Black/African American – 378 or 9.4%
Hispanic/Latino – 498 or 12.5%
White – 2991 or 75%

US Population Ethnicity (2006)

American Indian – <1%
Asian/Pacific Islander – 5%
Black/African American – 13%
Hispanic/Latino – 15%
White – 66%

APS Licensed Staff Ethnicity

American Indian -  <1%
Asian/Pacific Islander – 2%
Black/African American – 5%
Hispanic/Latino – 6%
White – 87%

APS Classified Staff Ethnicity

American Indian -  <1%
Asian/Pacific Islander – 3%
Black/African American – 15%
Hispanic/Latino – 21%
White – 60%

APS Student Ethnicity

American Indian >1%
Asian/Pacific Islander 4%
Black/African American 21%
Hispanic/Latino 49%
White 25%

Other Employee Statistics

Employee Group Average Age Average Years Percent Percent within 
  with APS on Transition Retirement Age – 50+

Classified 41 7.98 0.17% 39.15%
Licensed 45 7.78 1.32% 25.79%
Administrator/ 47 11.42 1.29% 40.52%
Professional Technical

Additional Licensed Employee Statistics
Average Licensed Employee Salary - $55,580
Licensed Employees Type of  Degree – BA 45%, MA 53%, DOC 2%
 Percent in their first three years of  teaching – 55%

Staff Qualifications
APS licensed staff  continues to be highly qualified for their positions as defined by the No Child Left Behind Act (NCLB). 
Only two teachers have an Emergency Authorization.  The district has 24 Teachers in Residence  – most all of  them in 
math, science and special education where it is difficult to find qualified teachers.  It should be noted that there are fewer 
provisional licensed teachers and thus more initial and professional licensed teachers. The following chart shows the 
different types of  licenses held by APS staff. 

Interim Teacher Auth - 1%
Initial Teacher/Special Services – 18%
Professional Teacher/Special Services – 73%
Professional Principal 1%
Initial Principal <1%
TiR – 1%
Provisional Teacher/Special Services 1%
Not Recorded – 2%



Teacher Applications 
The following data give an overview of  the teacher applicants that includes 
total numbers, states where those hired came from and their endorsement 
areas. The numbers in this section reflect applications and hires from July 
2007 through June 2008. The total number of  applicants was fewer than last 
year by twenty-five percent, although the percent hired compared to the total 
number of  applicants remained the same. 

Total applications  2680
Total hired    245 – 9.1%

Top Ten States where APS gets applicants

Top Ten Endorsement Areas

New Employees
Licensed new staff  – 245 – 12.05% of  all licensed staff
Classified new staff  – 120 – 7.02% of  all classified staff
Administrator/Professional Technical new staff  – 6 – 2.58% of  all
administrator/professional staff

New Employee Gender
Licensed new staff  – Female 80% - Male 20%
Classified new staff  – Female 82% - Male 18%
Administrator/Professional Technical new staff  – Female 83% - Male 17%
Total new staff  - Female 81% - Male 19%

New Employee Ethnicity
The ethnic backgrounds of  new employees are about the same as the ethnic makeup of  the district staff  as a whole. 
The total minority population percent is higher especially with Black/African American employees while other minority 
groups are similar to the total district. 

One of  the goals in Vista 2010, the APS strategic plan, is to increase gender and ethnic diversity by 10 percent annually 
as positions become available. The total number of  new minority employees decreased from 149 last year to 93 this year. 
Part of  the reason for the decline might be because fewer new employees were hired this year overall. It should be noted, 
however, that the total number of  minority employees in the district is higher than last year. This might indicate that the 
district did not lose many minority employees last year. 
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Other New Employee Information
The average age of  new licensed employees is thirteen years younger than the average age of  licensed employees in the 
total district, while the average age difference is seven years for classified employees and two years for administrative/
professional technical employees. The average years of  experience for new licensed staff  is 2.95 years. Most new licensed 
staff  members have a BA degree (54%) while 44% have a MA degree and 1% have a doctorate.  One hundred and fifteen 
(46.94%) are in their first year of  teaching and 59.59% of  teachers new to the district are in their first three years of  
teaching.  The average newly hired teacher salary was $43,165.

Most new teachers learned about the APS from the district’s web site and the second most frequent way they learned of  
the district was through word of  mouth. The greatest reason that teachers shared for deciding to work for APS was the 
location of  the district. Friendliness of  staff  was second while the demographics of  the district and compensation were 
also highly regarded. Almost all teachers felt that they were treated courteously and professionally during their hiring 
process. 

Recruiting
HR personnel attended only six job fairs this year due to budget constraints. Four of  the fairs were instate. The out 
of  state fairs were unstructured and provided an opportunity to promote the district in Texas and Illinois.  In order to 
meet as many candidates as possible, both formal and informal interviews were held by building administrators and HR 
employees. The following chart reflects the contacts made at the instate job fairs. 

Job Fairs Total Contacts Formal Interviews Informal Interviews Follow-up Recommendations

In State 501 396 105 194

Retention
Teacher retention remains an important issue both nationally and locally. National studies show that the number of  
teachers leaving the profession is increasing, as is the number of  teachers who leave individual schools and districts. 
Trends reflect that novice teachers are more vulnerable and tend to leave schools at higher rates. In addition, retirements 
are increasing as the teaching population ages. 

The chart below lists the number of  all licensed employees who left the district in the last six years. These numbers are 
a result of  tracking individual employees through the Oracle system. This tracking is from July 1st through June 30th 
each year. 

 2007-08 2006-07 2005-06 2004-05 2003-04 2002-03
Total Number of  Licensed Employees 1958 2019 1982 1903 1944 1992
Number who left the district 286 310 297 392 347 241
Percent who left the district 14.6% 15.3% 15.0% 20.6% 17.8% 12.1%

Listed below is a breakdown of  reasons that licensed employees left the district last year.  The number of  teachers who 
left the district to teach in another district decreased from 67 to 55. 

Reason for Leaving (2007-2008)
Other employment in education  55  (19.2%)
Other employment outside of  education  7  (2.4%)
Retirement  41  (14.3%)
Finished transition contract  26  (9.1%)
Formal study or research  4   (1.3%)
Illness/disability  2  (1.3%)
Disability retirement  2  (<1%)
Agreement of  both parties  46  (16.1%)



The following chart reflects the number of  years that employees who left the district had been employed in APS. The 
numbers indicate that employees new to the district are more likely to leave the district while those who have taught over 
20 years are more likely be retirees from the district. 

  
Teachers Who Left the District 2007-08

HR continued to learn about retaining effective teachers by holding a series of  focus groups or “staying” interviews. 
Groups were composed of  first or second year teachers of  all levels and one group included teachers who had been in 
the district from five to ten years. All were identified as highly effective by their principals. Participants were asked to 
dialogue about their significant learnings and challenges in instruction, classroom management and student population; 
their knowledge, skills and experiences that helped them be successful in APS and those that they wish they had before 
they came to APS; what resources and support were available to them and what was missing; and their experiences in 
interviewing and interactions with HR personnel. Notes were taken in each session and then analyzed to identify common 
themes in each area. 

First and Second Year Teachers
Instructional issues centered around an increase in available materials and pacing guides on all levels. Both were viewed 
as important tools as they plan for instruction. Interim assessments were also viewed as a positive addition to guide 
instruction. Many teachers expressed frustration with the current math materials.  Experience with coaching was positive 
but experience with mentors was varied. Most all of  them felt that they had an accurate sense of  the challenges in working 
with diverse students in APS before they were hired and some indicated they had searched for a diverse school district. In 
turn, they also wished that they had more experience with ELL students. Most of  the teachers were positive about the 
people who work in APS. They felt their fellow employees were wiling to help them and that they really cared about kids. 
Most teachers had a good experience interviewing in the district and felt that the hiring process went smoothly. 

Experienced Teachers
Most teachers like working in APS and prefer working with our diverse student population. However, many teachers felt 
overwhelmed that so much was being implemented last year, from new curriculum to pacing guides to other programs. 
Those that felt not as stressed were teachers whose principals had broken things down and implemented things bit by bit. 
This resulted in new initiatives seeming to be manageable. Coaches also helped to make sense of  all the new things. There 
appeared to be a disparity among schools and departments as to amount of  technology that is available for instruction. 
Generally, pacing guides are well received and they really help with the high level of  student mobility. Quite a few 
teachers expressed frustration with having to keep up with the pacing guides when students weren’t ready to move on. 
Communication within the district was a concern for many teachers. They felt that miscommunications happened quite a 
bit and teachers were unsure who had the correct information.
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2007-2008 Accomplishments

Negotiations Summary
The Spring 2008 APS/AEA Agreement includes:
•	 Salary	schedule	steps	for	all	licensed	employees:		2.0%
•	 Salary	schedule	steps	for	classified	staff 	who	are	scheduled	for	an	increase	in	2008-2009:	4.7%
•	 Increase	in	benefit	costs:	0.5%
•	 Rearrangement	of 	planning	time	in	the	elementary	schools.
•	 Expand	non-discrimination	categories	to	include	ancestry,	marital	status,	sexual	orientation	and	gender	identity.
•	 Accept	college	credits	from	accredited	two	year	colleges.
•	 Extend	the	alternative	evaluation	pilot	for	another	year.
•	 Revision	of 	Professional	Leave	process.
•	 Addition	of 	a	contract	article	addressing	the	Instructional	Advisory	Group.
•	 Addition	of 	religion	as	a	reason	for	Special	Leave.
•	 Clarification	of 	roles	of 	Building	Council	and	Leadership	Teams.

The following chart shows at several representative salary levels.

NCLB      
The percent of   “highly qualified” classrooms was 98.6% last fall.  Licensed staff  members who were “highly qualified” 
was 98.65%.  APS had 99.66% highly qualified teachers in high poverty schools compared to low poverty schools. This is 
higher than the state percent of  97%.  The percent of  highly qualified classified staff  was 96.26%.

In addition, the Highly Qualified Teacher Report for Schools was developed to give the principal and HR Directors all 
the data they need to determine which teachers are highly qualified by the NCLB definition. This data was assembled 
manually in the past and generally one time a year. Now, the report is available anytime and presented in a more useable 
format.

Principal and Assistant Principal Hiring Process
Increased efficiency and quality measures drove a revision to the district hiring process for principals and assistant 
principals. Rather than posting individual school administrative openings, general positions were advertised. Candidates 
completed the updated administrative application and the newly adopted Principal Insight™ electronic assessment. After 
paper screening and interviews, applicants were selected to be in two pools of  candidates, one for principals and one for 
assistant principals. Acceptance in those pools meant that they were qualified for specific building positions in the district. 
The building hiring process remained the same. 

Live Staff Diversity Web Application
The Live Staff  Diversity Web Application is one example of  the district’s move to service oriented architecture where live 
data is available for key performance indicators. One goal of  our strategic plan is the increase diversity in our work force. 
This application allows us to see current data and trends without needing to run a report. The application may be seen at 
www.aps.k12.co.us/hr/staffdiversity
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People
•	 Recruit,	hire,	induct,	support	and	retain	high-performing	staff
•	 Ensure	all	employees	are	highly	qualified	and	skilled	for	their	positions

Achievement
•	 Accelerate	learning	and	raise	expectations	for	every	student	
•	 Increase	student	achievement	and	teacher	development	through	precise,	individualized	

professional	learning	aligned	with	achievement	goals
•	 Reduce	the	gap	in	academic	performance	of	students	while	raising	achievement	overall
•	 Adopt	models	and	structures	based	on	practices	that	are	research	based	and	demonstrated	

to	be	effective

Community
•	 Strengthen	collaboration	with	parents	to	enhance	learning	for	their	own	children	and	all	

children
•	 Expand	and	strengthen	community	involvement	and	partnerships	to	foster	ownership	

and	shared	responsibility	for	our	schools
•	 Increase	 dialog	 and	 cooperation	 with	 key	 local,	 state	 and	 national	 groups	 and	

organizations

Environment
•	 Provide	environments	that	optimize	learning	and	teaching	and	are	safe,	secure	and	well-

maintained
•	 Support	 a	high-performance	 learning	 culture	based	on	 trust,	 compassion	 and	mutual	

respect
•	 Anticipate	 and	 prepare	 for	 projected	 community	 growth	 and	 increases	 in	 student	

enrollment

Mission
Teach	every	 student	within	a	 safe	 environment	 the	knowledge,	 skills	 and	values	
necessary	to	enter	college	or	a	career	and	become	a	contributing	member	of	society	
who	flourishes	in	a	diverse,	dynamic	world.


