
current PERA issues at http://

www.fixpera.org/ Visit the site 

for valuable information or link 

to it from the CEA website. Be 

honored to know that we, 

members of CEA, are also 

members of this hard-working 

coalition, protecting your hard-

earned dollars. 

As we near October 

31, then, remember that while 

some fears are reserved for 

more macabre fantasy, others 

are a part of our reality. Either 

way, fear-induced paralysis 

never works out for the victim, 

as you know from all those 

horror films. Rather, let us take 

inspiration from these gor-

geous blue and gold days of 

Colorado to apply ourselves to 

the work ahead: the fight for 

public education funding and 

PERA. 

The fall is beautiful. 

Leaves turn varying 

shades of yellow, 

gold, and red, even 

orange and tanger-

ine. Indeed, the range of color 

is limitless, which provides a 

certain inspiration before we 

head into winter. 

Now that we are in 

October, approaching Hallow-

een, many people are applying 

their powers of imagination to 

costumes, readying themselves 

for that most spooky of autum-

nal evenings. And yet, scarier 

apparitions than ghosts and 

goblins are haunting us already. 

Amendment 23 is set 

to end in 2011. The state gov-

ernment is looking to end it 

this year, in the sense that they 

want the districts to return the 

1.9% given in the spring. This is 

a chunk of change, promised to 

us by the voters who included 

Amendment 23 in the Colo-

rado Constitution. Our chil-

dren rely on this money for 

their education.  Our motto is 

“Honor 23: Put Schools First.” 

Please join us in our effort to 

protect the democratic ideal of 

a public education for our chil-

dren. That does not mean the 

cheapest, most minimally main-

tained, most abused education 

system that we cannot afford. 

Being proud Coloradans and 

proud Americans, we ought to 

create a public education sys-

tem that reflects our own high 

standards. Fight with us to 

keep our funding! 

Additionally, you may be con-

cerned about your own per-

sonal funding in the form of 

PERA. The coalition that 

worked on 2006 legislation, 

Colorado Coalition for Retire-

ment Security, has a new web 

site to highlight its work on 

Thoughts from the Chair 

The newsletter for 

members of the Pikes 

Peak Education 

Association  View from the Peak 
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By Liz Koop, Unit Chair 

ñCSAP as we know it will end in 2011.ò 
By Susan Ours, WEA  

This is a quote from the speech made by Governor Bill Ritter at the CEA Summer Leadership 
Conference.  The audienceôs lengthy applause caused Governor Ritter to quickly clarify the state-
ment.  He explained that testing is not going away but the old CSAP format will be replaced with 
a new test that relate to new content standards.  These standards are part of his Cap4K initiative.  
Cap4K involves comprehensive education from age 4 until college.  It includes readiness skills 
for preschoolers and students entering college.  Higher Education (CO universities) for the first 
time had input into the standards by providing requirements needed by students for successfully 
entering higher education.  Although not clearly stated by the Governor or on his website, word 
has it that standards at various grade levels will have specific focuses rather than ñthe broad 
work on everything standardsò we currently are using.  Another important point, which is on the 
website, is that students will have to meet competencies when exiting public high school.  
Whether this will lead to exit tests and differentiated diplomas has yet to be addressed.  Finally, 
Cap4K involves the use of 21st century lessons with particular emphasis on expanding technology 
in rural schools.  The American Recovery and Reinvestment Tax Act or stimulus monies is avail-
able to accomplish this.  Keep informed by searching for Colorado Cap4K. 

Calendar of Events  
 

Oct. 23 CEAôs 

ñChallenging 
Conversationsò 
Speaker Series 

Nov. 3ðElection 

Day 

Nov. 12-14 An-

nual Bargaining 
Conference 

Nov. 15-21 

American Educa-
tion Week 

Nov. 19 PPEA 

Board of Direc-
tors  

Nov. 25-27 

Thanksgiving 
HolidayðPPEA 
Office Closed 

Dec. 3ðPPEA 

ARMs meetings 
 

Do you use 

START?  

 

START is CEAôs 
ñmembers onlyò 
intranet that is 

chock full of infor-
mation, docu-
ments and re-

sources to help 
you. If you havenôt 
been on START 
yet, youôre missing 
a ton. Call PPEA 
to learn how you 
can get on board!  

http://www.fixpera.org/
http://www.fixpera.org/


Race to the Top 
By Dolly Handel, WEA  

 

     Colorado is considered a 

top contender to be selected 

in this federal grant process. It 

is the largest ever with un-

precedented levels of new 

dollars, between $150 to $450 

million per state. The applica-

tion is due December 1, 2009 
and awards will begin in the 

first quarter of 2010. “The 

Race to the Top Fund” pro-

vides competitive grants to 

encourage and reward states 

that are creating the condi-

tions for education innovation 

and reform; implementing 

ambitious plans in the four 

education reform areas de-

scribed in the American Re-

covery and Reinvestment Act 

of 2009. (ARRA); and achieving 

significant improvement in 

student outcomes, including 

making substantial gains in 

student achievement, closing 

the achievement gaps, improv-

ing high school graduation 

rates, and ensuring that stu-

dents are prepared for success 

in college and careers. 

 

     Lt. Governor Barbara 

O’Brien is leading this effort 

with support from the Colo-

rado Commissioner of Educa-

tion, Dwight Jones, and the 

Colorado Department of Edu-

cation staff. There are four 

committees working on each 

reform area. They are Teacher 

Effectiveness, Low Performing 

Schools, Longitudinal Data 

Systems, and Standards and 

Assessments. The Colorado 

Education Association has 

volunteers or staff on each 

committee. 

 
     The Low-Performing 

Schools committee is looking 

at what efforts have been suc-

cessful in Colorado and the 

nation to turn around strug-

gling schools, in order to come 

up with a plan for what Colo-

rado might want to do. Re-

search has shown that there is 

no single model for turn-

around that is always success-

ful, but there seem to be areas 

that are common to successful 

turnarounds: identifying spe-

cific goals based on data, hav-

ing a curriculum that is aligned 

with standards, training teach-

ers effectively, providing time 

for staff collaboration, having a 
principal that is focused on the 

turnaround plan, providing a 

safe and appropriate school 

environment, and working 

with parents and the commu-

nity. 

     Key questions to be con-

sidered are: 

How much should strug-

gling schools be expected to 

improve? 

Should there be a gener-

ally accepted standard for 

change in performance? 

Should elements other 

than performance on achieve-

ment test scores be part of 

the definition, such as reduc-

tions in behavioral problems, 

truancy and dropout rates? 

How should actions taken 

by struggling schools be inte-

grated into Colorado’s Race to 

the Top grant application? 

What other actions could 

(or should) schools take? 

How can these additional 

actions be integrated into the 

application? 

What are the implications 

of the actions taken by schools 

on district policy and practice? 

How should districts 

respond? 

How could district re-

sponses be integrated into the 

application? 

What are the implications 

of the actions taken by schools 

on state policies? How should 

the state respond? How could 

state responses be integrated 

into the application? 

Should the recommended 

federal options be 

organized into a certain se-

quence or order? 

How would you talk to school 

staff, families, business leaders 

and others in your communi-

ties about these options? 

 

     The Teacher Effectiveness 

Committee is working through 

these subcommittees: 

Differentiating Teacher 

and Principal Effectiveness 

Equitable Distribution of 

Teachers and Principals in 

High-Poverty Schools 

Equitable Distribution of 

Teachers and Principals in 

Hard-to-Staff Subjects 

Effectiveness of Teacher 

and Principal Preparation Pro-

grams 

Use of Data to Inform 

and Guide Instruction 

 

     There are 820,000 students 

in 1,800 schools in Colorado. 

One hundred and seventy- 

eight districts range in size 

from 54 to 85,000 students. 

The state has relatively low 

per pupil funding when com-

pared to other states. Ap-

proximately half of the stu-

dents attend the largest ten 

districts. Colorado’s Hispanic 

and English language learner 

populations are rapidly grow-
ing. There are large differences 

in achievement between 

White students and Black/

Hispanic students and low 

income and higher income 

students. The goal would be to 

improve student outcomes 

through investment in: 

Technology and infra-

structure 

Knowledge and skills 

Acceleration of proven 

reforms 

V I E W  F R O M  T H E  P E A K  

òThe Race to the Top Fundó 

provides competitive grants 

to encourage and reward 

states ...òRace to the Top 

Fundó provides competi-
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View from the Peak is pro-

vided to members of the 

Pikes Peak Education As-

sociation and is not in-

tended for public distribu-

tion. To contact PPEA, 

call (719) 635-5694 or 

www.ppea.org. 
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Four Really Important Reasons to be a Member 

By Susan Ours, Widefield EA 

 

Pay raises:  There are issues in Colorado around school finances, Amendment 23, PERA, TABOR and stimulus money 

that will affect the amount of raise we will in see in the next coming years.  Your dues pay CEA (Colorado Education Associa-

tion) lobbyists, who are in Denver right there leading and advocating what is best for all educators.  For more information, read 

CEA President Beverly Ingleôs letter in your August/September CEA Journal. (Every member receives the CEA Journal at 

home.) 

 

ñLonger school days, a longer school week, and longer school yearò Check these comments 

made by President Barack Obamaôs Secretary of Education Arne Duncan at http://www.9news.com/news/article.aspx?

storyid=113300.  National Education Associationôs President Dennis Van Roekel currently meets with Secretary Duncan on a 

monthly basis at the very least. With Race to the Top stimulus monies linked to the Obama administrationôs plans for educa-

tion, NEA President Van Roekelôs goal is to ensure teachers receive the appropriate compensation.  Again, membership dues 

are needed to voice what is best for educators.  See the latest issue of NEA Today for NEA member questions and answers with 

Secretary Duncan.   

 

Legal Services:  Your membership includes a MILLION Dollar liability policy and direct access to six (6) CEA lawyers 

in Denver.  Donôt be out there on your own!!!  One member had an incident that involved making a police report.  The CEA 

lawyer was at that school within two hours and present for the statement.  General Counsel Marti Houser has suggestions for 

evaluations in the latest CEA Journal which also offers guidelines and caution around Internet Social Networks.  Stuff hap-

pens!!!  We advocate for you. 
 

 

Special deals on insurance, home mortgages, workshops/trainings and savings: 
As a result of a 3.2 million membership, NEA member benefits offer unbeatable deals.  In car insurance through California 

Casualty/A+, one PPEA member saved $600 a year and the same member saved $350 with NEA term life insurance contracted 

by Minnesota Life.  Grants of $400 and $300 were given to two members to attend CEAôs Summer Leadership Conference in 

Keystone. Remember there are lots of Association workshops and trainings that you can attend.  Many members have their 

dues pay for themselves each year through NEA membership benefits and trainings. 

 

**Contact your Association Representative or Local President for more information  

on the many benefits of membership.** 

Be Advised        By Mike Stahl, UniServ Director 

 

As a result of the passage of American Recovery and Reinvestment Act (ARRA) of 2009 there are some changes 

to what some folksô paychecks look like. The changes on income tax withholding could affect you if you have 

two jobs or if you and your spouse both work. The change is an attempt to have individuals be able to take home 

more of their paycheck during the year by lowering the amount withheld each paycheck by the federal govern-

ment. The federal government titled this provision the Making Work Pay Credit. The idea being to go spend it 

and boost the economy. However, what it could also mean is that your tax burden will be higher when you file 

your taxes because you didnôt have as much withheld during the calendar year. To figure out how to make any 

necessary adjustments to withholding in order to prevent too little being withheld, click on this IRS link  which 

provides information and a calculator to figure the proper amounts for you to have withheld to avoid an unpleas-

ant surprise this coming tax season. Thanks to Lou Finnegan who called the PPEA office for this tax tip to our 

members. 

http://www.9news.com/news/article.aspx?storyid=113300
http://www.9news.com/news/article.aspx?storyid=113300
http://www.irs.gov/individuals/article/0,,id=96196,00.html


to ask a teacher. I also believe I 

know the answer you will receive. 

The teacher who regularly “goes 

the extra mile” will say something 

like: Right now I have the time to 

give; I enjoy doing what I am doing; 

I enjoy working with the students. 
When the time comes when I do 

not have all the time (like when I’m 

raising my family and going to one 

event after another), I may not 

have the time to do all that I am 

currently doing but I still want to 

be considered a meritorious 

teacher. But, you ask, what about 

those teachers who never go the 

extra mile or are not good teach-

ers? The teacher you ask will tell 

you that there are individuals who 

should not be in the classroom but 

paying them less and allowing them 

to continue to teach is not the cor-

rect answer. That teacher will tell 

you that (s)he would love for the 

administrator to do his or her job 

by evaluating the teacher, and cre-

ating a plan to help that teacher 
become a good teacher, a plan 

where the teacher can learn and 

grow in a safe environment and 

then, if that teacher is still not per-

forming satisfactorily, letting that 

teacher leave the profession with 

dignity. Paying that teacher less is 

By Allyn Kratz, UniServ Director 

 

A number of years ago, like in the 

60’s, there was a fad of paying 

teachers who were “meritorious” 

a higher wage. There were nu-

merous attempts in many school 
districts but it was soon discov-

ered to be a silly idea. There 

were a few attempts to resurrect 

the idea in the mid 80’s but the 

idea proved to be silly and (again) 

it went away. It appears now in 

2009 this idea is making an at-

tempted come back. My predic-

tion: It will once more be proven 

to be a silly idea. 

Why is it a silly idea? It seems so 

logical…at least on the surface. 

That is exactly why the idea 

keeps coming back; however, it is 

only logical on the surface. If you 

are currently a teacher and read-

ing this, I have some questions 

for you. Did you go into teaching 

for the money? What motivates 

you to do a good job? When are 

you the most happy during the 

school day? Could you work any 

harder than you already work if 

you were paid more? 

I believe the answers you would 

give to the above questions 

would explain why this idea of 

paying more for “meritorious” 

teachers is a silly idea. Money is 

not what motivates a good 
teacher. 

Those of you who are not cur-

rently teaching may say, but 

shouldn’t the good teachers who 

go the extra mile receive extra 

compensation? I think that would 

be a very good question for you 

silly. 

What about the union, you might 

ask; won’t the union protect that 

bad teacher from losing his or 

her job? The answer you will re-

ceive is that if the administrator 

does his or her job correctly, 
there is little the union can do to 

protect a bad teacher’s job. The 

union is there to protect ALL 

teacher’s rights, not to protect 

bad teachers. If there is a case 

where the union won and a 

“bad” teacher kept his or her 

job, it was due to the fact that a 

poor administrator was the indi-

vidual who labeled the teacher 

bad. 

A recent study was performed by 

the Governor’s office on teacher 

evaluation. This study even in-

cluded one of our PPEA school 

districts, Harrison. The findings 

stated that the relationship be-

tween state law on evaluation, 

the school district policies on 

evaluation and the actual imple-

mentation in the buildings had 

absolutely no relationship with 

each other. The evaluation sys-

tem is broken. 

If the evaluation system does not 

work, how can there be an ex-

pectation to use a principal’s 

judgment to determine whether 

a teacher warrants meritorious 

pay (or not)?  

The whole idea is silly. 

Silliness has returned to education 
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IT PAYS TO BE A MEMBER!  

 
 

Enjoy some quality time with your colleagues ɀ become reacquainted with co-workers and meet new staff members, too! 
We're offering you and twenty-four of your fellow educators the chance to win a free lunch, courtesy of SUBWAY® restau-
rants! Enter to win now at neamb.com. Sponsored by the NEA MB Everyday Living channel; no purchase necessary. 
Winner will be informed by mail on or before October 26, 2009.  
Be sure to register at neamb.com for more great giveaways like this one! 
 
Check out www.subwayschoolrewards.com for a great school program sponsored by SUBWAY® restaurants. SUBWAY 
3#(//, 2%7!2$3Ά ÉÓ ÐÒÏÕÄ ÔÏ ×ÏÒË ×ÉÔÈ .%! ÔÏ ÓÕÐÐÏÒÔ ÓÃÈÏÏÌ ÐÒÏÇÒÁÍÓȢ  

Bigger Smiles and Better Vision a new 
program by NEA Member Benefits for members and their 

families. 
 
 

Donõt let unexpected dental bills spoil that beautiful smile. With NEA Dental 
benefits your smile is protected. 
* Choose multiple plans to meet your needs and budget. 
* Control your dental expenses with annual maximum (per covered individual) options of $1,000, 
 $1,500, or $2,000ñthe choice is yours. 
* Select your own dentist. 
* Receive immediate coverage for routine exams, cleanings, and x-rays. 
* Receive coverage for major restorative procedures (crowns, bridges, dentures) including dental 
implants. 
 
Add optional vision insurance to cover your eyewear needs: 
* Substantial coverage for exams, lenses, frames, and contact lenses. 
* Network of Providers including Lens Crafters, Pearle Vision, Target Optical, Sears Optical, and 
thousands of independent vision care providers. 
* Additional discounts available for add-on services such as lens tinting, UV coating, Anti-
Reflective, AND laser vision correction. 
 
For more information, a free online quote, or to enroll, click here <http://nea.client.mansellgroup.net/
UM/T.asp?A2883.39912.2762.12.2949330>  or call our NEA Dental and Vision hotline at 1-866-984-7730 
Monday-Friday 8 a.m. to 7 p.m. eastern time. 

http://www.neamb.com/home/2734.htm
http://www.subwayschoolrewards.com/
http://nea.client.mansellgroup.net/UM/T.asp?A2883.39912.2762.12.2949330
http://nea.client.mansellgroup.net/UM/T.asp?A2883.39912.2762.12.2949330


For what itôs worthé  

By Mike Stahl, UniServ Director 
 

Your superintendent works hard; make no mistake about it. Ever wonder how much your superintendent gets paid for all that hard 

work? We did. By law, superintendent contracts are a matter of public record. Weôve compiled information from the latest available 

contracts of area superintendents to answer that question, if for no other reason than to be informed concerning the disparities state-

wide.  

Superintendent contracts vary widely in what they require and offer. Most contracts require the superintendent to hold licensure, 

some do not. One contract provision stipulates that the district will provide a four-door vehicle to the superintendent. Termination of 

the contract by the board of education usually results in the district paying the superintendent a remainder of his or her contract. It 

can vary from the remainder of the contract, to 6 months to 2 years. Some contracts contain automatic pay raises, some do not. A 

superintendent contract also varies in length, anywhere from one to as many as five years. For over extended contracts, the district 

must hold the encumbered total contract amount in reserve in the event that a payout would be required. Review the table below for a 

comparison of Colorado superintendents from the Front Range, El Paso, Teller and Fremont counties. Benefit information for super-

intendents on the Front Range was not available at the time of writing this article. One revealing bit of information is the cost of su-

perintendent salaries and benefits per pupil annually is typically much greater in rural districts than in urban districts. Attracting and 

retaining quality leaders and staff seems to be disproportionately challenging in the rural districts. Also, the rank of base teacher pay 

and the rank of the superintendent pay are sometimes at great odds, in both directions (teacher rank high, supt. rank low or vice 

versa). 

District Salary Length of 
Contract 

Health benefit Vehicle or 
other allow-

ances 

Vacation and 
Sick Days 

Salary, benefit 
cost annually 

per pupil 

Base 2009 
teacher salary 

rank  ̂

Rank of 
superinten-
dent salary ̂

Pupil Count 

Douglas 
County Re-1 

$245,248 3 years Full family   25 vacation 
11 sick 

2 personal 

$4.38 $33,587 
(12) 

1 58,723 

Cherry Creek 5 $220,500 
  

1 year Full family and 
deductibles 

$1,050 auto 
allowance per 

month 

24 vacation 
12 leave 

$4.80 $34,935 
(6) 

2 51,115 
  

Adams-
Arapahoe 28J 

$212,160 
  

3 years Single cover-
age 

$30,000 tax 
shelter annuity 

22 vacation 
15 leave 

$6.00 $35,672 
(5) 

3 35,523 
  

Littleton 6 $208,354 
  

3 years       $13.12* $34,237 
(9) 

4 15,869 
  

Adams 12 Five 
Star Schools 

$206,388 
  

5 years Full family $741.16 auto 
allowance per 

month, 
$12,000 tax 

shelter annuity 

26 vacation 
12 sick 

$5.57 $32,440 
(22) 

5 40,818 
  

Boulder Valley 
Re-2 

$200,260 
  

3 years Full family $100 cell 
phone allow-
ance, mileage 
reimbursement 

20 vacation 
12 sick 

2 personal 
5 consultive 

$6.35 $33,518 
(14) 

6 28,875 
  

Academy 20 $197,960 
  

2 years Full family $650 supple-
mental monthly 

24 vacation $9.92 $33,299 
(17) 

7 21,917 
  

Westminister 2 
  

$195,700 
  

4 years Full family $650 auto 
allowance per 
month 

23 vacation $22.16 $40,000 
(1) 

8 9,724 
  

Harrison 2 
  

$183,600 
  

3 years Full family $700 auto 
monthly, 
$15,000 401
(k), $15,000 
performance 
bonus, cell 
phone allow-
ance 

22 vacation $21.57 $32,914 
(21) 

9 10,921 
  

Falcon 49 
  

$180,000 
  

5 years Full family Performance 
bonus $10,000
-$20,000, $800 
auto monthly 

20 vacation, 
14 leave 

$15.91 $32,986 
(20) 

10 13,616 
  

Colorado 
Springs 11 

$180,000         $6.15* $31,728 
(24) 

11 29,271 

Fountain 8 
  

$172,224 
  

2 years Full family $700 vehicle 
monthly, 
$20,000 401
(k), $200 
phone monthly 

Same as 
certified em-
ployees 

$31.11 $33,800 
(11) 
  

12 6,835 
  

Jefferson 
County Re-1 
  

$170,000 
  

3 years Full family Performance 
bonus of up to 
$20,000 

32 vacation 
12 sick 
2 personal 
5 professional 
$25,000 ex-
pense account 

$2.35 $33,283 
(18) 
  

13 85,887 
  



District Salary Length of 
Contract 

Health benefit Vehicle or 
other allow-
ances 

Vacation and 
Sick Days 

Salary and 
benefit cost 
annually per 
pupil 

Base 2009 
teacher salary 
and rank ̂

Rank of super-
intendent 
salary  ̂

Pupil Count 

Greeley 6 
  

$169,583 
  

1 year Same as ad-
ministrative 
employees 

$40,000 de-
ferred compen-
sation 

25 vacation 
10 sick 
10 consultive 

$9.30 $33,810 
(10) 
  

14 18,870 
  

Lewis Palmer 
38 
  

$162,150 
  

2 years Full family   21 vacation, 
12 sick 

$23.75 $31,657 
(25) 

15 5,817 
  

Brighton 27J $162,052 
  

2 years Full family $400 auto 
allowance per 
month 
$100 cell phone 
allowance 

25 vacation 
15 personal 

$11.82 $34,500 
(8) 

16 13,711 
  

Cheyenne 
Mountain 12 
  

$162,000 
  

2 years   Same as em-
ployee cover-
age 

20 vacation, 
6 for consulta-
tive work 
Sick leave 
equivalent to 
employees 

$35.97 $33,330 
(15) 
  

17 4,643 
  

Denver County 
1 
  

$160,000 
  

  Single cover-
age 

$40,000 per-
formance 
based compen-
sation 
$6000 expense 
account 

20 vacation 
4 personal 

$2.86 $36,635 
(2) 

18 74,176 
  

Mapleton 1 
  

$160,000 
  

3 years Full family $700 auto 
allowance per 
month 

20 vacation 
13 sick or 
personal 

$31.13 $35,724 
(4) 

19 5,794 
  

Widefield 3 
  

$155,000 
  

1 year Full family $1246 com-
bined monthly 
supplemental 

11 sick $21.40 $33,585 
(13) 

20 8,504 
  

St Vrain Valley 
Re-1J 
  

$153,025 
  

4 years Single cover-
age 

$6,500 expense 
account 

none $6.43 $32,021 
(23) 

21 25,751 
  

Englewood 1 $146,000 5 years Full family $450 auto 
allowance per 
month, perform-
ance based 
annual raise 

20 leave days $49.55 $36,229 
(3) 

22 3,298 

Adams 14 $126,779         $17.96* $33,177 
(19) 
  

23 7,058 

Manitou 
Springs 

$117,500 3 years Individual 
coverage paid 

Cell phone and 
relocation 
expenses 

20 vacation $89.75 $31,000 
(26) 

24 1376 

Sheridan 2 $117,500 3 years Full family $350 auto 
allowance per 
month 

20 vacation 
12 sick 

$81.52 $34,510 
(7) 

25 1640 

Canon City $110,320 3 years Same as em-
ployee cover-
age 

$275 monthly 
auto allowance 

20 vacation 
plus sick leave 
equal to em-
ployees 

$31.13 $30,152 
(28) 

26 3810 

Elizabeth C-1 $110,000 2 years Single cover-
age 

Auto mileage 20 vacation 
Sick leave 
same as staff 

$41.17 $30,000 
(29) 

27 2817 

Woodland Park $108,527 1 year Full family plus 
deductibles 

$800 monthly 
auto allowance 

14 leave days $45.14 $30,225 
(27) 

28 2883 

Ellicott 22 $108,000 2 years Full family Vehicle sup-
plied 

20 vacation 
13 leave days 

$144.99 $29,000 
(32) 

29 869 

Bennett $103,850 2 years Single cover-
age 

$50 cell phone 
per month 

20 vacation 
Sick leave 
same as staff 

$96.97 $33,300 
(16) 
  

30 1139 

Fremont Re-2 $95,000 2 years Same as ad-
ministrative 
staff 

Vehicle pro-
vided 

20 vacation, 
10 sick 

$65.60 $29,750 
(30) 

31 1631 

Peyton $92,091 2 years $1,294.48 
monthly health 

insurance 
allowance 

Vehicle pro-
vided, guaran-
teed 5% in-
crease in 
salary. 

12 leave days $172.74 $27,800 
(36) 

32 652 

Cripple Creek $87,564 2 years Same as staff   20 vacation $201.66 $28,000 
(35) 

33 459 

Calhan $85,000 2 years Full family   20 vacation 
10 sick 

2 personal 

$154.70 $29,224 
(31) 

34 627 

Hanover $85,000 1 year Full family   10 vacation $368.82 $28,078 
(34) 

35 263 

Miami-Yoder $74,493 5 years Single cover-
age 

$100 phone 
allowance 

15 vacation 
12 sick 

$237.29 $28,738 
(33) 

36 335 



Benefits of Membership Far Outweigh the Cost 
 

How many times have you heard a teacher say: ñI just canôt afford $700 a yearò? 

 

Truth is, now more than ever we need to help people see that they canôt afford NOT to be a part of the Pikes Peak Education Asso-

ciation. 

 

The current economic downturn is clearly weighing heavy on the minds of people everywhere, including those of our association 

members. As a result, some educators looking for ways to cut cost may be tempted to view Pikes Peak Education Association mem-

bership as an extravagance they simply canôt afford. 

 

We want you to know that, with minimal effort, you, as a member can save enough on everyday necessities that can MORE than 

offset the cost of your dues. 

 

Everyday Purchases. Extraordinary Savings. 

Things like oil changes, dry cleaning and eyeglasses are never fun to pay for, but they are necessities. Commuters have to keep their 

cars maintained. Mothers have to keep their kids clothed. On-the-go families have to have cell phone service. 

 

Fortunately for Pikes Peak Education Association members, thereôs no reason to pay full price for any of these things. Colorado is 

full of local shops and stores just waiting to save you money. So, if you have to pay for something anyway, why not save a couple 

bucks in the process? Those couple of bucks can really add up! 

 

Use the chart below to demonstrate just how much you could save if you used your benefits on purchases you make anyway. Plus, 

you might just find yourself with a little extra spending cash at the end of the month, instead of a little less. 


