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The Implied Financial Impact Of Extended Contracts  

On Kentucky Agricultural Educators 

 

ABSTRACT 

 

Secondary education teachers in Kentucky are typically employed on a standard 9-month 

contract. However, as mandated by Kentucky Revised Statute 157.360, secondary agricultural 

educators in Kentucky are employed on a 12-month extended employment contract.  This study 

quantifies the lifelong financial benefits of this mandate.  Using average salary schedules, 

inflation rate data, and average rates of salary increase, this study projects future salary rate 

and retirement annuity benefit amounts.  The study uses average demographic data for years of 

teaching service, rank attainment rates, retirement age, and life expectancy to determine the 

projected career earnings and post-retirement annuity benefits for the average Kentucky 

agricultural educator beginning a career in the 2009-2010 academic year.  The results show 

that, when compared to a standard Kentucky academic work year of 187 days, there is a 

significant differential in lifetime benefits for educators employed on a 12-month extended 

contract (higher annual salaries and greater retirement benefits). In total, the differential 

lifetime financial benefit of KRS 157.360 is $1.3 million for male agricultural educators and $1.5 

million for females.  This is a perceived huge boon for agricultural education in the 

commonwealth of Kentucky as it provides a major incentive for university students entering the 

education field unsure of their area of study. This study shows, however, that under various 

interest rate assumptions, the differential in retirement benefits, evaluated on a discounted 

present value basis, may not be as significant as expected.
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INTRODUCTION 

Agricultural education programs are built on three core areas: classroom and laboratory 

instruction, supervised agricultural experience programs, and FFA activities and opportunities 

(National FFA Organization, 2010a).  This dynamic model, which intertwines classroom 

teaching with experiential learning and leadership development, serves an important and vital 

role in the American education system.  However, this model also presents special challenges 

and unique needs as well.  One such challenge is the need for teachers who are willing to teach 

year-round, rather than just teach for the duration of the standard nine-month instructional year 

enjoyed by teachers in most other disciplines.  Torres, Ulmer, and Aschenbrener (2007) state, 

“Because of the complex roles and program responsibilities, a generally accepted notion is that 

agriculture [sic] teachers have greater workloads and work longer hours than many other 

education teachers.” In support of their findings, Murray (2010) reports that Georgia agricultural 

teachers work an average of 57 hours per week and 39 days per summer.   

The number of young people growing up on farms and/or entering farming as a 

profession has dwindled over the last two generations.  This downturn has resulted in fewer 

individuals who are interested in teaching in the agricultural education area, especially 

considering the aforementioned extended work load in this specific area.  Recognizing this 

unique need, the state of Kentucky, through Kentucky Revised Statute 570.360, has mandated 

that all agricultural educators in the state receive instructional contracts for 12-months (Kentucky 

Legislature, 2010b).   

In addition to the documented need for extended contracts in agricultural education, 

extended contracts may also serve to improve recruitment, retention, and job satisfaction of 

existing agricultural educators.  Cano and Miller (1992) found that salary was considered to be a 

“dissatisfier” among agricultural teachers.  Extended contracts serve to increase the salary of 

agricultural educators by decreasing the disparity between the number of days actually worked 

and the number of days contracted to work.  In other words, agricultural educators on a 12-month 

contract are paid for more of the days worked.  

  This study seeks to evaluate the incremental financial impact of the KRS-mandated 12-

month employment contracts on Kentucky agricultural educators beginning a career in 2009-

2010.   The results clearly show that this unique pay structure amounts to a substantial difference 

in pay and retirement benefits when compared to other secondary teachers. However, since the 

differential benefits are spread over an educator’s anticipated work life, the present value of the 

differential benefits should be calculated to determine whether or not the educator is, in fact, 

being compensated for the increased work load consistent with a twelve month contract. 

 The findings reported herein are relevant for many involved in agricultural education: 

from potential students entering the field to recruiters for Colleges of Agriculture and Education. 

This paper is organized as follows: A literature review highlights the seminal contributions in 

this narrowly defined area. Next, we present a background on teacher compensation in Kentucky, 

with emphasis on extended employment contracts in agricultural education, and the Kentucky 

Teacher Retirement System. The Data and Methodology section provides historical data and 

presents the formulas used to estimate future retirement annuity benefits. Tables showing the 

present values of differential benefits are provided. The paper closes with results and 

recommendations for practice and future research. 
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REVIEW OF LITERATURE 

The current single salary schedule model of teacher compensation was first introduced 

simultaneously in Denver, Colorado, and Des Moines, Iowa, in 1921.  This model uses only two 

criteria for calculating teacher pay: the degree(s) held and years of teaching experience.  The 

single salary schedule was implemented primarily as an anti-discrimination tool (Koppich, 

2010).  While this model has endured until present time, variations of the model have been 

introduced. New models may include career laddering, knowledge and skills-based pay, pay for 

performance, and bonuses for hard-to-staff geographic regions or content areas (Springer & 

Gardner, 2010).  

A review of the literature documents a trend of increasing job responsibilities in 

agricultural education (Delnero & Montgomery, 2001).  Teachers often work well beyond a 40-

hour week supervising student projects, coaching career development event teams, evaluating 

student work, and preparing lessons (Straquadine, 1990).  These increased responsibilities for 

agricultural educators provides justification for extended contracts to ease the job burdens. 

Other research points to the importance of agricultural education extended contracts in 

the United States and Kentucky with respect to job satisfaction (Bennett, Iverson, Rohs, 

Langone, & Edwards, 2002; Cano & Miller, 1992), supervised agricultural experience program 

quality (Dyer & Williams, 1997), FFA involvement (Jewell, 1987; Portillo & White, 2002), and 

the attraction and attainment of quality agricultural instructors to the profession (Myers, Breja, & 

Dyer, 2004).  Walker, Garton, and Kitchel (2004) assessed job satisfaction and retention of 

agricultural teachers. The authors identified 26 job responsibilities of agriculture instructors.  The 

list included responsibilities faced by the majority of teachers, regardless of content area, such as 

classroom instruction, laboratory instruction, and interacting with administrators and parents. 

The list of responsibilities also included items more unique to agriculture education. These items 

included record book instruction, Supervised Agriculture Experience visitations, career 

development, FFA leadership activities, FFA fundraising, summer programs, 

fairs/showing/exhibiting, young farmer/adult instruction, and utilize advisory committee.   

As indicated above the impact of extended contracts in agricultural education on both 

student and program success has been the focus of previous research.  However, the financial 

impact of extended contracts on agricultural educators is not well-documented. The financial 

implications of these contracts, in terms of lifetime earnings and retirement benefits, are the 

focus of this study. 

 

BACKGROUND 

Kentucky, like 21 other states, utilizes district salary schedules which base teacher pay 

standards on a teacher's level of education and years of experience (Cissel, 2010).  Currently, 

Kentucky’s state-wide salary schedule consists of three standard ranks.  Rank III requires a 

bachelor's degree leading to a provisional teaching certificate.  Rank II requires a master’s degree 

or 32 hours of approved graduate credit.  Rank I requires 30 hours of approved graduate credit 

beyond rank II, 60 hours of approved graduate credit including a master’s degree, or National 

Board for Professional Teaching Standards Certification (Kentucky Education Professional 

Standards Board, 2011).  The Kentucky Department of Education (KDE) reported that in 2008, 

22.7% of teachers in Kentucky were paid as Rank III teachers, 49.8% were Rank II, and 26.4% 

were Rank I.   
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According to KTRS (Kentucky Teacher Retirement System) data in 2006, the average 

teacher in Kentucky reached Rank II status beginning with the 11
th

 year of service. According to 

data published by Kentucky Department of Education’s Office of Administrative Support, the 

average annual teacher salary across all disciplines in Kentucky in 2009-2010 was $52,351 

(Kentucky Department of Education, 2011). 

In Kentucky, extended contracts are mandated by Kentucky Revised Statute 157.360.  

The law states that all contracts for agricultural education must be for twelve months.  During the 

time period outside of the regular school term, teachers are to be responsible for supervision and 

instruction of students’ agricultural experience programs, adult agricultural education programs, 

and development of leadership activities (Kentucky Legislature, 2010b).  Specifically, sub-

section (a) of the law provides that:  “Instructional salaries for vocational agriculture classes shall 

be for twelve (12) months per year.  Vocational agriculture teachers shall be responsible for the 

following program of instruction during the time period beyond the regular school term 

established by the local board of education: supervision and instruction of students in agriculture 

experience programs; group and individual instruction of farmers and agribusinessmen; 

supervision of student members of agricultural organizations who are involved in leadership 

training or other activity required by state or federal law; or any program of vocational 

agriculture established by the Division of Career and Technical Education in the Department of 

Education. During extended employment, no vocational agriculture teacher shall receive salary 

on a day that the teacher is scheduled to attend an institution of higher education class which 

could be credited toward meeting any certification requirement.” 

In 1938, Kentucky legislators signed into law the Teachers' Retirement System of the 

State of Kentucky.  On July 1, 1940, the system began operation and employees of Kentucky 

public schools and some colleges were allowed to contribute earnings toward retirement.  The 

system provides retirement benefits for participants who have served at least 27 years in eligible 

employment as a teacher in Kentucky without regard to age, or who have served a minimum of 

five years of eligible employment and are at least 60 years old.  Individuals who are 55 or older 

and have served a minimum of 5 years in an eligible position are entitled to a partial retirement 

benefit.  The system is funded by both employee and employer contributions. Kentucky 

secondary teachers contribute a mandatory 9.855% of pre-tax income.  Employers contribute an 

additional 3.25%.   

KTRS is a defined benefit plan.  While participants have several options from which to 

choose (regarding benefits and beneficiaries), a basic formula is used as a foundation for benefits 

calculations.  The formula includes the highest three annual salaries, the number of years of 

service, and a nominal multiplier to arrive at a yearly annuity amount.  

According to the KTRS (2006), the average teaching retiree in Kentucky retires at age 56.  

The average retiree in Kentucky served for 30 years.  The average teacher earned Rank III pay 

status for the first ten years of service and attained Rank II pay status beginning with the 11
th

 

year of teaching.  According to National Vital Statistics Reports published by the United States 

Center for Disease Control (2011) the average life expectancy for males in the United States is 

75.7 years while females are expected to reach 80.6 years. As such, the average retiring male 

should expect to receive retirement benefits for approximately 19.7 years (75.7 minus 56). The 

average retiring female educator should expect to receive benefits for approximately 24.6 years. 

KTRS provides a standard, statutory cost of living adjustment (COLA) in the full amount 

of one and one-half percent (1.5%) is annually.  This establishes a minimum annual COLA of 
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1.5%. However, an additional “ad hoc” COLA is designated every two years by the Kentucky 

Legislature to assist benefits in keeping pace with inflation.  The amount of this increase is based 

primarily on consumer price index.     

 

DATA AND METHODOLOGY 

To effectively evaluate the financial impact of extended employment contracts on 

Kentucky agricultural educators the following objectives were developed: 1) Determine the 

average career salary benefit to a Kentucky agricultural educator employed on a 9 and 12-month 

employment contract; 2) Calculate the Kentucky Teacher Retirement System annuity benefit of 

both a male and female Kentucky agricultural educator retiring from teaching with a 9 and 12-

month employment contract; and 3) Compare the salary component and the retirement 

component to determine the exact difference once can expect starting a career in the agricultural 

education field as opposed to teaching in another subject area. 

Consistent with the methodology employed by Gall, Gall, & Borg (2007) the research 

contained herein is descriptive and uses quantitative, non-experimental methods of data 

collection and calculations on gathered data to complete the analysis.   The population of this 

study consisted of the 138 school districts within the state of Kentucky that employed 

agricultural educators during the 2009-2010 academic years.  A purposive, stratified sampling 

method was utilized.  In order to identify a geographical cross-section of schools across the state 

of Kentucky, three schools were chosen from each of the eleven FFA regions in the state.  

Thirty-three school districts were included in the resulting sample.  In order to attain a sample 

across varying sizes of schools, one urban, one suburban, and one rural school district was 

selected from each region.  According to Leedy and Ormrod (2005), such a purposive sampling 

method is acceptable when seeking to identify a sample that is typical of the population for a 

specific purpose.   

Salary schedules were collected for each of the thirty-three school districts in the sample.  

Schedules were based on district files sent to the Kentucky Department of Education (KDE) for 

the 2009-2010 academic years.  Using these thirty-three schedules, an average salary schedule 

was developed for Ranks I, II, and III.  Rank IV was not included due to the minute number of 

educators employed at that rank. 

Salary history data for the most recent twenty-year period was used to predict the most 

likely rate of future annual salary increases.  The compound interest formula used to calculate 

historical annual rate of increase for teacher salaries is as follows: 

    (   )  
where: 

A = 2009-2010 average salary 

P = 1989-1990 average salary 

r = rate of increase 

t = number of years 

 

According to the Kentucky Department of Education (2011) the average salary for a teacher in 

Kentucky was $27,909 during the 1989-1990 academic years.  This figure increased to $52,359 

for the 2009-2010 academic years.  Compounded annually, this implies an average annual 

increase of 3.195% for this twenty-year period. 
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Potential retiree benefits were calculated using data from the Teachers Retirement 

System of the State of Kentucky (KTRS).  Life expectancy data for both males and females 

published in 2011 by the United States’ Center for Disease Control was used to determine 

average length of retirement benefits. 

To adjust for future KTRS Cost of Living Allowance increases above the minimum 

annual rate of 1.5%, we calculated the average inflation rates for the last twenty years.  

According to data published by the United States Department of Labor’s Bureau of Labor 

Statistics in 2010, the CPI-U (Consumer Price Index for All Urban Consumers) was 131.6 in 

August, 1990.  In August, 2010, the index was 218.312.  During this twenty-year period, the 

CPI-U rose 86.712 points.  When compounded annually, this implies an average annual inflation 

rate of 2.563% over the twenty year period.  

 

RESULTS 
Using the selected salary schedules, a state-wide average salary schedule was developed 

for Ranks I, II, and III for the 2009-1010 academic year.  Using the historical average annual 

salary increase of 3.195% we calculated projected future average salary schedules based upon 

the number of years of service after the 2009-2010 academic year.  Using the standard Kentucky 

Department of Education academic year of 187 academic work days, corresponding values were 

then determined for 12-month extended employment contracts. Table 1 shows the estimated 

career salaries for teachers on 9-month contracts while Table 2 shows the estimated career 

salaries for teachers on 12-month contracts. 

 

 

 

Table 1 

Career Salaries for Secondary School Instructors on Nine-Month Contracts by Rank at Selected 

School Districts in Kentucky 

 

Rank I Career Sum Rank II Career Sum 

Rank III Career 

Sum 

1 42,550  38,629   35,011  

5  290,018 264,566 240,808  

10  611,631  559,389  509,868  

15  1,016,040  931,726  846,751  

20 1,506,232   1,384,891   1,259,212  

25 2,093,215   1,926,879   1,757,350  

30 2,787,528   2,569,206   2,347,581  

35 3,603,332   3,324,400   3,041,535  

40 4,558,100   4,208,196   3,853,663  
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As previously noted, the average teaching retiree in Kentucky retires after serving for 30 years 

and earns Rank II pay status beginning with the 11
th

 year of teaching.  A typical Kentucky 

agricultural educator who began a career in 2009-2010, and is employed on a 12-month contract 

can expect career earnings of $3,167,945.  A 9-month employment contract, using the 

aforementioned assumptions, results in expected career earnings of $2,447,958.  This spread 

($719,987) represents a 29.41 % difference in career earnings.  

 

Table 3 

Total Projected Career Earnings by Extended Contract Length for the Average Career 

Educator in Kentucky on a 9 and 12-Month Contracts
 

 

9 Month Difference 12 Month 

Rank III Career Pay 

(10 yrs) 509,868 149,961 

 

659,829 

Rank II Career Pay 

(20 yrs) 1,938,090 570,026 

 

2,508,116 

Total Career 

Earnings 2,447,958 719,987 

 

3,167,945 

 

First Year Retirement Annuity Benefits 

While the difference in career earnings is significant, it is also useful to compare the 

retirement benefits of teachers on both 9 and 12-month contracts.  Using the salary data 

previously determined, we calculated the average of the highest three annual salaries.  Following 

the standard KTRS benefit formula, shown below, we calculate the corresponding annuity 

payment for the first year of retirement.  This formula includes years of service, average 3-year 

salary, and a multiplier of 2.5% for the first 30 years of service and 3.0% for service beyond 30 

years.  Tables 4 and 5 illustrate clearly the resulting values and the favorable first year retirement 

benefits using the 12-month model as compared to the 9-month model. 

Total Years of Service < 30  Y * S * .025 

Total Years of Service ≥ 30  ((Y – 30) * S * .030) + (30 * S * .025) 

where Y = years of service and S = Average of highest three years of salary. 

 

Table 2 

Career Salaries for Secondary School Agriculture Instructors on Twelve-Month Contracts by 

Rank at Selected School Districts in Kentucky 

Years of Service Rank I Career Sum Rank II Career Sum 

Rank III Career  

Sum 

1 55,065  49,990   45,308  

5  375,318  342,379   311,633  

10  791,523  723,915   659,829  

15 1,314,876   1,205,763   1,095,795  

20 1,949,242   1,792,211   1,629,568  

25 2,708,867   2,493,608   2,274,217  

30 3,607,390   3,324,855   3,038,045  

35 4,663,136   4,302,164   3,936,104  

40 5,898,718   5,445,900   4,987,093  
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Future Retirement Annuity Benefits 

Using the average Kentucky career educator data outlined earlier in the study, as well as 

the Center for Disease Control’s published life expectancy values, we estimated the average 

Table 4  

Projected Annual Annuity Benefits for the First Year of Retirement for Secondary Agricultural 

Instructors on a Nine-Month Contract at Selected Schools in Kentucky
1
 

 

Rank I Rank II Rank III 

Years of 

Service 

3 Year 

Average 

Salary 

1st Year 

Benefit 

3 Year 

Average 

Salary 

1st Year 

Benefit 

3 Year 

Average 

Salary 

1st Year 

Benefit 

27 129,822 87,630 120,036 81,024 110,311 74,460 

28 134,221 93,955 124,137 86,896 114,071 79,850 

29 138,764 100,604 128,365 93,065 117,961 85,522 

30 143,455 107,591 132,741 99,556 121,977 91,483 

31 148,228 115,618 137,203 107,018 126,073 98,337 

32 153,079 123,994 141,709 114,784 130,215 105,474 

33 158,000 132,720 146,266 122,863 134,405 112,901 

34 163,060 141,862 150,939 131,317 138,700 120,669 

35 168,270 151,443 155,762 140,186 143,131 128,818 

36 173,646 161,491 160,738 149,487 147,704 137,365 

37 179,194 172,026 165,874 159,239 152,423 146,326 

38 184,919 183,070 171,174 169,462 157,293 155,720 

39 190,828 194,644 176,643 180,175 162,319 165,565 

40 196,925 206,771 182,286 191,401 167,504 175,880 

 

Table 5 

Projected Annual Annuity Benefits for the First Year of Retirement for Secondary Agricultural 

Instructors on a Twelve-Month Contract at Selected Schools in Kentucky 

 

Rank I Rank II Rank III 

Years of 

Service 

3 Year 

Average 

Salary 

1st Year 

Benefit 

3 Year 

Average 

Salary 

1st Year 

Benefit 

3 Year 

Average 

Salary 

1st Year 

Benefit 

27 162,437 109,645 150,123 101,333 137,995 93,146 

28 167,946 117,562 155,311 108,718 142,697 99,888 

29 173,633 125,884 160,588 116,426 147,573 106,991 

30 179,514 134,636 166,043 124,533 152,594 114,446 

31 185,585 143,828 171,729 133,948 157,798 123,083 

32 191,845 155,394 177,576 143,836 163,165 132,164 

33 198,045 166,358 183,365 154,026 168,496 141,536 

34 204,418 177,844 189,223 164,624 173,879 151,275 

35 210,950 189,855 195,269 175,742 179,434 161,491 

36 217,689 202,451 201,508 187,402 185,167 172,206 

37 224,645 215,659 207,946 199,628 191,082 183,439 

38 231,822 229,504 214,590 212,444 197,189 195,217 

39 239,229 244,013 221,446 225,875 203,489 207,559 

40 246,872 259,216 228,521 239,947 209,990 220,490 
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post-retirement benefits for both an educator employed under a typical 9-month contract as well 

as a Kentucky agricultural educator employed on a 12-month extended employment contract.  

These benefits are displayed in Table 6 below.  A typical male Kentucky agricultural educator 

who began a career in 2009-2010, and is employed on a 12-month contract can expect to be paid 

a total of $3,013,242 in post-retirement annuity benefits.  A female Kentucky agricultural 

educator beginning a career in the same year can expect post-retirement annuity benefits to total 

$4,069,475.  This compares favorably with male and female educators employed under a 

standard 9-month contract, which show post-retirement benefits of $2,408,893 and $3253284 

respectively.  These estimates are based on the following characteristics of a typical Kentucky 

educator:  the average Kentucky educator teaches for thirty years, reaches rank II prior to 

beginning the eleventh year of service, retires at age 56, and has a life expectancy of 75.7 years 

as a male or 80.6 years as a female.  Additionally, since there is a significant life expectancy 

between males and females the retirement benefits are segregated into male and female 

educators. 

   

Table 6 

Total Projected Average Post-Retirement Benefits by Gender for Career Educators in Kentucky 

Employed on 9-month and 12-month Employment Contracts
 

 

9 Month Difference 12 Month 

 

Male Female Male Female Male Female 

Post-

retirement 

benefits  2,408,893 3,253,284 604,349 816,191 3,013,242 4,069,475 

 

The Present Value of Future Retirement Annuity Benefits 
This next section focuses on an often overlooked yet very important part of this analysis: 

the present value of the differences in retirement benefits.   It is discussed previously that the 

twelve month employees will enjoy a financial advantage (over the 9-month employees) during 

their working life (higher annual income) and also during retirement (higher salary averages 

result in higher retirement annuity payments).  Table 7 and table 8 below illustrate the present 

value of the differences in retirement benefits. For both male and female workers, we calculated 

the present value (at retirement) of the expected future retirement benefits based upon: 1) 

retirement at age 56; and 2) life expectancies (75.7 years for male and 80.6 for females). The 

tables below show differences (in present value terms) at the point of retirement. 
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Table 7 

Assumptions: Male worker 
Life expectancy 75.7 years 

Earnings rate = 8% 
COLA during retirement = 2.563% 

Present Value Difference in Benefits 
(12 mos-9mos) 

One Day One of Retirement 

Hire 
Age 

Years 
Worked 

Retirement 
Age 

Rank I Rank II Rank III 

29 27 56 $287,190 $264,935 $243,763 

28 28 56 $307,958 $284,673 $261,400 

27 29 56 $329,783 $304,749 $280,068 

26 30 56 $352,808 $325,830 $299,557 

25 31 56 $368,005 $351,308 $322,817 

24 32 56 $409,620 $378,990 $348,177 

23 33 56 $438,815 $406,528 $373,550 

22 34 56 $469,393 $434,497 $399,262 

 

 

Table 8 

Assumptions: Female worker 
Life expectancy 80.6 years 
Earnings rate = 8% 
COLA during retirement = 2.563% 

Present Value Difference in Benefits 
(12 mos-9mos) 
On Day One of Retirement 

Hire 
Age 

Years 
Worked 

Retirement 
Age 

Rank I Rank II Rank III 

29 27 56 $320,758 $295,901 $272,254 

28 28 56 $343,953 $317,946 $291,953 

27 29 56 $368,329 $340,369 $312,802 

26 30 56 $394,045 $363,914 $334,570 

25 31 56 $411,019 $392,369 $360,548 

24 32 56 $457,497 $423,286 $388,872 

23 33 56 $490,104 $454,044 $417,211 

22 34 56 $524,256 $485,282 $445,928 

 

 

For example, the Rank II 12-month male employee with 30 years work experience will have 

a $325,830 present value advantage (at retirement) over a comparable 9-month male 

employee.  The advantage to a Rank II 12-month female employee is even greater at 

$363,914.  This results from the greater life expectancy of the female. 

Perhaps somewhat surprising is the present value of that benefit difference at the start of 

one’s career.  For the male, the $325,830 PV difference at retirement (at age 56) is worth 

$32,380 at age 26. In other words, if a 9-month employee invests $32,380 in a tax deferred 

account earning 8 percent per year, he has the same expected retirement benefits as the 12-

month employee.  For the female worker, the present value of the retirement difference is 

$36,164. 
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The present values are highly sensitive to the investment rate assumption. If the interest 

rate is increased to 9 percent, the PV differences are for male and female employees are 

$22,836 and $25,168, respectively. At a 7 percent rate, the corresponding values are $46,197 

and $52,638. The present values calculated at various interest rate levels are presented in 

Tables 9 (Male) and 10 (Female) below. 

 

 

Table 9 
Male 

Present Value Difference in Benefits 
(12 mos – 9 mos) 

At Career Start 

 7 % 8% 9% 

Hire 
Age 

Work 
Yrs 

Rank I 
7% 

Rank II 
7% 

Rank III 
7% 

Rank I 
8% 

Rank II 
8% 

Rank III 
8% 

Rank I 
9% 

Rank II 
9% 

Rank III 
9% 

29 27 $49,882 $46,016 $42,339 $35,952 $33,166 $30,516 $26,066 $24,046 $22,124 

28 28 $49,990 $46,210 $42,432 $35,697 $32,997 $30,300 $25,643 $23,704 $21,766 

27 29 $50,030 $46,233 $42,488 $35,395 $32,708 $30,059 $25,193 $23,281 $21,395 

26 30 $50,022 $46,197 $42,472 $35,061 $32,380 $29,769 $24,726 $22,836 $20,994 

25 31 $48,763 $46,551 $42,775 $33,862 $32,326 $29,704 $23,662 $22,588 $20,756 

24 32 $50,726 $46,933 $43,117 $34,900 $32,290 $29,665 $24,163 $22,356 $20,539 

23 33 $50,787 $47,050 $43,233 $34,618 $32,071 $29,469 $23,748 $22,001 $20,216 

22 34 $50,772 $46,997 $43,186 $34,287 $31,738 $29,164 $23,305 $21,573 $19,823 

Life expectancy 75.7 years 
COLA during retirement = 2.563% 
Retirement Age: 56 

 

Table 10 
Female 

Present Value Difference in Benefits 
(12 mos – 9 mos) 

At Career Start 

 7 % 8% 9% 

Hire 
Age 

Work 
Yrs 

Rank I 
7% 

Rank II 
7% 

Rank III 
7% 

Rank I 
8% 

Rank II 
8% 

Rank III 
8% 

Rank I 
9% 

Rank II 
9% 

Rank III 
9% 

29 27 $56,545 $52,163 $47,995 $40,155 $37,043 $34,083 $28,728 $26,501 $24,384 

28 28 $56,668 $52,383 $48,100 $39,869 $36,854 $33,841 $28,262 $26,125 $23,989 

27 29 $56,714 $52,408 $48,164 $39,532 $36,531 $33,572 $27,766 $25,658 $23,580 

26 30 $56,704 $52,368 $48,145 $39,159 $36,165 $33,249 $27,251 $25,168 $23,138 

25 31 $55,277 $52,769 $48,489 $37,820 $36,104 $33,176 $26,078 $24,895 $22,876 

24 32 $57,503 $53,203 $48,877 $38,979 $36,064 $33,132 $26,630 $24,639 $22,636 

23 33 $50,787 $47,050 $43,233 $34,618 $32,071 $29,469 $26,173 $24,247 $22,280 

22 34 $50,772 $46,997 $43,186 $34,287 $31,738 $29,164 $25,685 $23,776 $21,848 

Life expectancy 80.6 years 
COLA during retirement = 2.563% 
Retirement Age: 56 

 

CONCLUSION 

A typical Kentucky agricultural educator who began a career in 2009-2010, and 

employed on a 9-month contract can expect estimated career earnings of $2,447,958.  This 

estimate is based on the assumption that the average Kentucky educator teaches for thirty years 

and reaches rank II prior to beginning the eleventh year of service.  Based on these same 
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assumptions, a Kentucky agricultural educator employed on a 12-month employment contract 

should expect career earnings of $3,167,945.  This educator enjoys approximately 29% more 

career benefits than his 9-month counterpart. 

The 12-month contract employee can expect higher post-retirement annuity benefits as 

well. Based on the KTRS defined benefit formula and on actuarial life expectancy assumptions 

(75.7 years for male, 80.6 years for female), a male educator on a 12-month contract can expect 

to be paid a total of $3,013,242 in post-retirement annuity benefits.  This represents a differential 

of $604,349 relative to the $2,408,893 post-retirement benefits expected by a 9-month contract 

male employee. A female Kentucky agricultural educator beginning a career in the same year 

can expect post-retirement annuity benefits totaling $4,069,475.  This is $816,191 more than 

expected by a 9-month contract female educator. 

It is clear that the post-retirement benefit differentials are significant in total. We have 

shown, however, that under various interest rate assumptions, the differential in retirement 

benefits, evaluated on a discounted present value basis, may not be significant as expected. 

Using interest rates from 7% to 9%, the differential in retirement benefits (at the start of one’s 

career) for a typical male educator ranges from $22,836 to $46,197. For a female educator the 

range is from $25,168 to $52,368. In even higher interest rate environments, the present value 

differential will decline further. Using an interest rate of 12%, the differential decreases to below 

$9,000. This suggests that, depending on interest rate assumptions, a 9-month contract educator 

can potentially match the differential in post-retirement annuity benefits (of a 12-month contract 

educator) though careful investment planning.  

The impetus for Kentucky Revised Statute 570.360 is to fairly compensate agriculture 

educators for extended workloads.  At today’s uncharacteristically low interest rates, the present 

value differential in benefits (between 12-month and 9-month contracts) is significant. However, 

current budget deficits and Federal Reserve initiatives suggest that the United States is entering a 

period of increasing inflation. As there is generally a strong positive correlation between 

inflation and interest rates, it is likely that market interest rates will begin to rise. As noted above, 

the present value differential in benefits decreases at higher interest rate levels. Perhaps future 

research can address whether or not Kentucky (and other states with similar statutes) who 

provide extended contracts for agricultural educators have gone far enough in providing a fair 

compensation structure for these educators under various economic scenarios. 
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