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I. FINANCIAL COMPENSATION 

A. SALARY     

Years of experience are significant factors in determining compensation and benefits. Other factors 

should be taken into account as Pastors/Lay Rostered Leaders (LRLs) and lay leaders discuss salary. Each 

congregation is unique and offers a variety of challenges and rewards. For year beyond the first year of 

service, we highly commend the process outlined in section B. In general, higher salary scale categories 

include: 

• Congregation/Parish Ministry Setting         • Multiple point parish 

• Complexity of the call             • Ecumenically-yoked parish   

• Member-to-staff ratio             • Extent of programming 

• Pastor/LRL         • Related education beyond M.Div. or LRL certification  

• Prior career experience    • Staff supervision responsibilities  

• Merit       • Churchwide or synodical experience/participation 

 

Years of 

Experience 

2017 Base 

Salary 

Years of 

Experience 

2017 Base 

Salary 

Years of 

Experience 

2017 Base 

Salary 

Sem. Grad. 33,250 10 38,250 20 43,250 

1 33,750 11 38,750 21 43,750 

2 34,250 12 39,250 22 44,250 

3 34,750 13 39,750 23 44,750 

4 35,250 14 40,250 24 45,250 

5 35,750 15 40,750 25 45,750 

6 36,250 16 41,250 26 46,250 

7 36,750 17 41,750 27 46,750 

8 37,250 18 42,250 28 47,250 

9 37,750 19 42,750 29 47,750 

 

 

Additional considerations for setting salaries:   (formerly Appendix A)    

While determining the base salary, excluding the housing allowance, please consider the following 

situations:  

 In the event that a pastor comes to the ordained ministry with other career experience, which 

enhances a person’s gifts for ministry, the value of those experiences should be strongly considered 

in setting salary. An example would be to calculate the experience prior to ordination at the rate of 

1⁄2 year for each year of experience, up to a maximum of ten years. In this example, a newly 

ordained clergy with ten years of other career enhancing experience should start at the five year 

guideline level. 
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 $500 - $1,000 for each additional earned degree,  

 For supervisory responsibilities 

o $500 for supervision of 1 full time paid staff or equivalent,  

o $750 for supervision of 2-3 full time paid staff or equivalent,  

o $1,000 for supervision of 4+ full time paid staff or equivalent, 

 For multi-point parishes: If the pastor serves two or more congregations, add $1,500 per 

additional congregation.  

 

 When determining compensation and benefits, the fundamental question should be, “How can we best 

provide appropriate care for our pastors/LRLs, recognizing that financial compensation is an integral part 

of that care?” 

Lay leaders and pastors/LRLs need to talk openly, graciously, and productively with each other about 

their ministry together, including the details of compensation. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

B. COMPENSATION REVIEW 

The establishment of a “Salary Review Committee” will enhance honest and open communication and 

make the salary review process more effective. This committee may be composed of three to five 

members appointed by the congregation council and represent all facets of the congregation. 

The task of the committee is to:  

A. Meet with the pastor and/or LRL to complete the “Annual Defined Compensation Agreement” 

(see appendix C), hereafter referred to as the “Agreement.” This is intended to be a planning and 

budgeting process not a review. If this planning process is completed and special emphases are 

agreed upon for the coming year, the committee will have some basis for review the following 

year and merit increases based on achievement of the established goals. 
 

B. Present the completed Agreement document to the congregational council for approval in their 

budgeting process and to recommend at the congregation’s annual meeting. 
 

The following salary review process is suggested. These steps normally require more than one meeting 

for satisfactory completion.  

 

STEP ONE Purpose: Introduce and review the “Annual Defined Compensation Agreement.”  

Suggested Tasks: 

Organize the Salary Review Committee.  

 Familiarize the committee with synod guidelines and the “Agreement” documents.  

 Compare compensation of neighboring pastors with similar settings and/or experience 

     Pastor/LRL present a written response to the following questions: 

 Describe your theology/concepts of ministry. (For instance, why did you choose your 

profession? What do you see as the most valuable contribution you can make in God’s church?)  

 How do you understand your basic responsibilities in this parish? How would you evaluate your 

past year’s work? 

 What are your goals and objectives for the coming year?  
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C. CLERGY HOUSING  

1. Parsonage 

When a congregation provides a parsonage, the congregation should assume all costs for maintenance, 

heat and utilities. The congregation may pay these costs directly to the provider and not include them in 

determining annual defined compensation. When a congregation chooses to pay a furnishings/utilities 

allowance directly to the pastor, the allowance is included in determining annual defined compensation.  

The congregation should provide major appliances in the parsonage and provide a regular program of 

upkeep and maintenance of the property.  
 

Housing Equity...If a parsonage is provided, the congregation is encouraged to help provide for the 

future housing needs of the pastor at such a time when he/she decides to purchase a home by establishing 

a Housing Equity Account. To accomplish this, the congregation may simply make additional employer 

contributions through a housing equity agreement with Portico Benefit Services (formerly Board of 

Pensions). It is recommended that these contributions be equal, at a minimum, to the amount of the 

following calculation: 3% (base salary + 30% base salary + Social Security allowance). See Appendix B 

for suggested calculations. 

 

2. Housing Allowance 

When a congregation provides a housing allowance, it should be enough to provide housing that is 

adequate for the clergy family’s needs. The housing allowance may be determined by the fair rental 

 What are your community and church activities outside the parish?  

 What do you consider fair base salary, supplemental benefits, professional expense 

reimbursements and non-financial compensation for the coming year for your position?  

 What is the reasoning for your response?   

 

STEP TWO Purpose: The Salary Review Committee meets without the pastor/LRL to explore 

specific duties and emphases pertaining to the pastor/LRL ministry and the congregation’s commitments 

to them. 

A.  Each member of the committee presents a written response, offering any insights, reflections and/or 

suggestions, as you review the mutual ministry of the congregation and its leadership. 

1. As a church leader, how do you understand your basic responsibilities in this parish?  

2. As a church leader, how would you describe and review your past year’s work?  

3. As a church leader, what are your goals and objectives for the coming year?  

4. How would you evaluate the congregation’s ministry in this past year? 

5. How would you evaluate the ministry of the pastor/LRL in this past year? 

6. What might be some goals/objectives for the congregation for the coming year? 

7. What do you consider to be fair compensation for the pastor/LRL for the coming year?  

 

B.  A preliminary draft of the “Agreement” document will be prepared and presented to the pastor/LRL 

prior to the final meeting.  

 

STEP THREE 

8. The committee, together with the pastor/LRL, prepares a final draft of the “Agreement” to be 

presented to the congregation council.   
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value of average-valued homes in the community, plus the cost of heat and utilities. See Appendix C for 

more information. 
 

Congregations must officially approve in advance allowances for housing, furnishings and utilities in 

order for these to be excluded from income for IRS reporting. The pastor should determine the portion of 

her/his annual compensation to be designated as housing allowance and assumes full responsibility for 

compliance with IRS definitions of “cost to provide a home.”  The council may adopt a continuing 

resolution with the annual housing amount recorded in the minutes for future years until changed by the 

pastor. 
 

Congregations and pastors are facing increasingly complex Internal Revenue Service and state tax 

regulations. Pastors/LRLs are strongly encouraged to engage in good tax planning with professional 

advice in order to take full advantage of tax benefits and to proceed legally. 

 

D. SOCIAL SECURITY 

For clergy, congregations should provide the normal employer share in the form of a social security 

allowance (roughly 7.65% of salary and housing). Congregations are required to pay social security taxes 

for all lay employees and to file federal tax Form W-2 for both clergy and lay employees. Using the 

Portico Benefit Services (formerly Board of Pensions) web page social security calculator is 

recommended. (www.porticobenefits.org)  

E. VOLUNTARY SALARY REDUCTION 

If the congregation has established a pre-tax voluntary salary reduction program, the pastor/LRL can 

request an amount be set aside for expenses such as housing allowance, medical expenses, child care, or 

professional education expenses. The salary is reduced and the pastor/LRL submits bills directly to the 

plan administrator. Good documentation is required. 

 

F. AUTO EXPENSE REIMBURSEMENT 

This reimbursement is a reimbursement for expenses and not part of the pastor’s salary. It is 

recommended that this reimbursement be paid in accordance with the rules of the Internal Revenue 

Service. In lieu of such a reimbursement, the congregation might lease or purchase a vehicle for the 

pastor’s use for parish business. When the parish vehicle is used for personal business, the value of that 

use is considered reportable income. 

G. PROFESSIONAL EXPENSE ALLOWANCE 

Attendance at the synod assembly and synod professional leadership conferences is expected of all 

pastors/LRLs; therefore, expenses should be reimbursed by the congregation. Professional expense 

allowances such as books, vestments, periodicals, professional dues, church-related travel expenses, and 

costs incurred in the performance of the duties of the pastoral office must be approved by the 

congregation council at the beginning of the fiscal year to meet IRS requirements. 

H. CONTINUING EDUCATION PLAN 

It is strongly recommended that pastors/LRLs develop a continuing education plan together with a 

pastoral support committee or other congregational leadership. This plan is funded jointly by the 

pastor/LRL and the congregation. A minimum of $1,000 per year ($300 by pastor/LRL, $700 by 

file:///C:/Users/Maren/Desktop/Copied%20Server%20Folders/Comps%20and%20Benes/Comps%20and%20Benes/www.porticobenefits.org
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congregation/agency) is recommended. Continuing education funds may be accumulated up to a total of 

three years. 

It is also recommended that a minimum of two weeks and two Sundays of continuing education time be 

allowed for all pastors/LRLs. Continuing education time may be accumulated at a rate of two weeks per 

year, up to a total of three years. Accumulated time is normally forfeited and not available as time with 

pay between calls, unless otherwise negotiated by congregation and pastor/LRL. 
 

First call pastors are required to participate in first call theological education during their first three years 

of ministry. Congregations are expected to pay these costs. 

 

I. PENSION & OTHER BENEFITS: ELCA PENSION PLAN & 

MEDICAL/DENTAL PLAN 

The congregation shall budget for and participate in the ELCA Pension Plan and the Medical and Dental 

Plan for pastors and LRLs. This should provide coverage for the entire family unless members of the 

family are covered by other employers. The Portico Gold+ coverage is recommended.  See Appendix C 

for calculation information. 

1. DISABILITY LEAVE... In case of temporary disability due to accident, illness, surgery, etc., it is 

expected the congregation will continue to pay full salary and housing for up to two months of 

disability (see Appendix C; D-5) until disability benefits of the Portico plan commence. Any period 

of disability (start date, length, and return to active duty) should be based on a physician’s 

recommendation. 
 

2. WORKER’S COMPENSATION... Congregations are not required by law to provide North Dakota 

Work Force Safety and Insurance (www.workforcesafety.com) to employees or ordained pastors. 

However, it could be a definite liability to the ministry of the congregation in the event of accidental 

death or disability during the course of employment. 
 

3. LIABILITY... It is recommended that all congregations carry a general “umbrella” insurance plan 

which covers all the types of liability (including personal injury and professional liability) a 

congregation may encounter. 

 

J. PULPIT SUPPLY 

The cost of pulpit supply in the pastor’s absence is borne by the congregation. In addition to mileage at 

the standard IRS mileage rate, the following remuneration is recommended per Sunday: one service - 

$125, plus $50 for each additional service. 

 

 

 

 

 

 

file:///C:/Users/Maren/Desktop/Copied%20Server%20Folders/Comps%20and%20Benes/Comps%20and%20Benes/www.workforcesafety.com
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K. INTERIM AND CONTRACTED MINISTRIES 

When transition occurs in the pastoral office, it is often wise to provide for an interim period to give time 

to deal with the emotions of transition and to define the needs and goals of the congregation before calling 

another pastor. The following guidelines pertain to this interim pastoral ministry.  

1. The interim pastor is appointed by the Bishop with the approval of the congregational council. The 

terms of the contract are determined by the particular needs of the parish. The synod office will 

provide sample contracts for this purpose.  

2. The interim pastor is accountable to the congregation. The interim pastor is accountable to the synod 

only as any other pastor is accountable to the synod.  

3. The interim pastor will keep the synod staff informed of particular concerns or needs of the parish, 

especially those which may affect the calling of a pastor.  

4. Unless agreed upon in the interim contract, the interim pastor shall not be a candidate for call to the 

parish in which he/she is doing interim ministry.  

5. While serving as an interim pastor, he/she shall not participate in the call process. 

6. Normally as a starting point, the interim pastor is compensated at the level of the previous pastor. 

 

The contract between the interim pastor and the congregation(s) could include: 

A. Full-time Interim  

1. Congregation/agency furnishes housing for pastor, spouse and family.  

2. Interim clergy serving a congregation between permanent pastorates should be compensated 

as agreed upon by the pastor and all church councils involved, taking into account the 

following:  

a. The parish activities to be assumed during the interim.  

b. The time needed to give leadership, including time of preparation.  

c. The remuneration given the past pastor and promised the future pastor. 

d. Mileage traveled to serve the parish.  

e. The fringe benefits to be included in compensation, such as parsonage and pension. 
 

B. Part-time interim (3/5, 1/2, 2/5, etc.) Remuneration: Proportionate to amount paid a full-time 

interim pastor. 
 

C. Sunday worship supply Single service $125. Each additional service that Sunday $50, plus 

mileage at IRS guidelines, paid by the congregation. 
 

D. Other services; i.e., weddings, funerals, etc.  $125 per service, plus mileage at IRS guidelines, 

paid by the congregation. 
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II. HUMAN RESOURCE POLICY  

A. VACATION TIME       

It is recommended that vacation time be five (5) weeks (including five Sundays) for all pastors/LRLs 

regardless of years of experience. Vacation time is in addition to attendance at official assemblies, 

conferences, and continuing education. Special circumstances may be required that the pastors/LRLs and 

church council negotiate the carryover of unused time into the following year. 

Legally paid holidays (see G. Work Week) are not considered vacation days. When the pastor/LRLs’ 

services are required on recognized holidays, time off with pay may be taken at a more convenient time.   

 

Vacation time is offered purely for the rest, relaxation, and renewal of pastors. The following should not 

be considered part of a pastor’s vacation time: official synod events at which attendance by pastors is 

required; continuing education; time spent in outdoor ministries and retreats with congregational youth 

and family groups; work on synod or churchwide boards or committees.  

  

*B. SICK LEAVE 

Reasonable time away from work due to personal illness may be provided to staff without recording as 

vacation. It is a common practice to give one (1) sick day per month. These are usually carried over and 

accrued up to a maximum of 60-90 working days. For extended illnesses pastors should discuss needs 

with parish leadership and reach a mutual understanding. Policies should be clear whether or not unused 

sick leave is to be paid at the end of employment. (Sick leave longer than 2 weeks should be designated as 

“short-term disability” for insurance and pension purposes.)  

[Disability Leave: see FINANCIAL GUIDELINES; Section H.] 

 

*C. FAMILY MEDICAL LEAVE       

Reasonable time off may be granted due to serious illness or a death in the family. Pastors, DMS and 

LRLs should discuss needs and reach a mutual understanding with their parish leadership. This time 

would not be charged against vacation. Rather, it should be subtracted from accrued Sick Leave. In the 

event of a death in his/her immediate family (to include spouse, children, parents , brother, sister, 

grandparents, grandchildren, mother-in-law, father-in-law or legal guardian) a pastor, DMS, or LRLs will 

be allowed three (3) days with pay to attend the funeral and to deal with family affairs. In cases where 

there is a special need related to circumstances following the death of an immediate family member, up to 

a total of five (5) working days may be granted.  

D. PARENTAL LEAVE       

Maternity or adoptive leave for female employees with full salary, housing, and benefits for six weeks 

and a one to two week parenting leave for males, is recommended. 
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E. SABBATICAL LEAVE 

Where a pastor has served a congregation longer than 5 years, the congregation is encouraged to grant 

sabbatical leave to permit participation in a longer program of continuing education. The pastor should be 

encouraged to take a one to three months sabbatical leave for study every 5 years. 

1) In all study situations, it is important that the pastor be expected to plan a program of study and present 

a detailed plan to the council for approval. The nature of the sabbatical is ultimately a matter of agreement 

between pastor and council. The synod office is available to assist in such planning. When sabbatical 

leave is taken, it is expected that the pastor give a report on the sabbatical to the church council and 

include a report on the sabbatical in the annual report to the congregation.  

 

2) How can we consider a sabbatical? Who would serve us during that time? 

Congregations and pastors of neighboring churches might covenant together to support the program of 

sabbatical leaves for pastoral staff members by assisting each other during times of sabbatical leave as 

follows: 

a. Provide pulpit supply as needed and requested.  

b. Assist with other pastoral duties (hospital, nursing home, weddings, funerals, etc.) as needed.  

c. Make special expertise available to assist in program areas as requested.  

d. The clergy and congregations participating in this sabbatical program agree to provide such 

assistance without compensation. 
 

3) Sabbatical leave is offered as an opportunity for extended continuing education and is intended to 

benefit both the individual and the congregation. Therefore, application for a sabbatical, including a 

detailed description of the plan of study to be used (where, how, why and what) should be presented to 

the council well in advance (3-6 months) for approval. Normally, the person commits him/herself to serve 

the congregation for at least one year after the sabbatical. Exceptions may be granted by the church 

council.  
 

Rationale and Suggestions regarding Sabbatical Leaves     

The Lutheran Church has a history of an educated and well-trained staff. The congregation should expect 

their rostered leaders (Pastors, LRLs, and Diaconal Ministers) to be involved in continuing education 

programs which will provide opportunity for personal development, enrichment of devotional life, and 

growth in effectiveness and competency. Continuing education should be regarded as an essential 

ongoing process which assists in maintaining and sharpening the professional skills required in a rapidly 

changing world. Congregations should give consideration to a continuing education record when granting 

salary increases and when in the call and appointment process. 
 

Continuing education is understood to be “professional growth” and “self-renewal” as distinguished from 

program development, vacation, or synod sponsored learning events. Both the pastor/rostered lay persons 

and the congregation will benefit from involvement in continuing education. It is therefore suggested that 

the continuing education program be mutually studied and agreed upon by the pastor/rostered lay persons 

and the congregation. Continuing education may include courses, seminary classes, workshops, or 

independent study, when directed toward a goal. 

Time for Renewal-Sabbatical (extended study):  Rostered leaders shall be eligible to take a sabbatical 

leave after serving seven years in ministry—years spent in other synods are to be counted. Thereafter, a 

congregation may grant 1 ½ months every 4 years; 2 months every 5 years; or 3 months every 7 years. 
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Rostered leaders shall not be eligible for a sabbatical until they have served in their present call at least 

two years even if they have been in ministry seven years or longer. 
 

Rostered leaders granted sabbatical leave are expected to return to their parishes for at least a year after 

the leave unless there are compelling reasons to do otherwise.  
 

The recommended time for a sabbatical is three months away from the parish. Vacation time is not 

included as sabbatical but is granted as in any other year. Variations from the three months 

recommendation are to be approved by both the congregation and in consultation with the bishop. 

 

During the sabbatical, rostered leaders shall receive a minimum 75% of their current base salary, 100% of 

the housing allowance, 50% of the car allowance and 100% of the pension and medical-dental benefits; 

all other benefits remain unaffected. Congregations that make provision to continue salary at 100% are to 

be commended. 

 

*F. MILITARY LEAVE 

A congregation whose pastor serves simultaneously as a chaplain in a military reserve unit must by law 

grant leave time for the pastor to fulfill his/her military obligations. Such military leave time is to be 

granted exclusive of vacation and continuing education time.  

It is recommended that each congregation develop written policies relating to compensation issues for 

pastors while on military leave. Policy guidelines are available from the ELCA Federal Chaplaincy 

website (http://www.elca.org/Resources/Federal-Chaplains). 

 

*G. WORK WEEK           

At least one full day and preferably two days free of church responsibilities should be provided each 

week. Paid holidays include New Year’s Day, Memorial Day, Fourth of July, Labor Day, Thanksgiving 

Day and Christmas day. When holidays or days off are missed, these should be taken at another time. 

*H. TRANSITION TIME 

A pastor moving from one call to another may be permitted a transition period of one week (including a 

Sunday) of paid leave time, paid by the calling congregation, during which no official duties would be 

expected by the calling congregation, local conditions permitting.   

*I. PASTORAL ETHICS   —related to congregations previously served—   

When a pastor accepts a call to a congregation, a sacred covenant is established between that pastor and 

the people of God in that place. In order that the ministry might be strong and effective, it is important for 

that relationship to be strengthened and nurtured until God calls that pastor to another sector of ministry. 

When a pastor resigns, that call, that covenant, ends. How does a pastor relate appropriately to members 

of congregations where one has previously served? We offer the following suggestions with the hope that 

it will give guidance so that good choices are made which do not negatively impact the ministry of the 

people of God.  
 

1. It is the responsibility of a former pastor to decline invitations to conduct pastoral acts in any 

former parish. It is important the former pastor does not pass the burden of such decisions back to 

the pastor who currently holds that call. As professional people, pastors commit themselves to act 

http://www.elca.org/Resources/Federal-Chaplains
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responsibly in these matters. For the sake of the church and the ongoing ministry of the 

congregation, “Do to others as you would have them do to you.” When pastors do this, relating to 

members of previous parishes can be used by God to build up the body of Christ.     

(EaND Synod Constitution, S14.14 - Ordained ministers shall respect the integrity of the ministry of 

congregations which they do not serve and shall not exercise ministerial functions therein unless invited to 

do so by the pastor, or if there is no duly called pastor, then by the interim pastor in consultation with the 

Congregation Council.) 

 

2. It is the responsibility of a former pastor to be supportive of his/her successor, even when it is 

difficult to do. The responsibility for the success of the current pastor is also the former pastor’s 

responsibility. If it is not possible for the former pastor to be supportive of the new pastor’s 

ministry, it is extremely important he/she to cut off contact with members of that congregation in 

order not to become a hindrance to its ministry.   

 

3. While the above statements are addressed to pastors, spouses of pastors must consider the same 

factors, and also respect the recommendations made above. Spouses share a pastoral identity and, 

as a result, can become hindrances as easily as a pastor can.  

 

4. It is normally the former pastor’s responsibility to change his/her church membership and to 

worship at a new church when possible. 
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III. Appendices & Worksheets 

Appendix A – “For pastors living in a Parsonage”  

 

For pastors living in a parsonage, this table listed by years of service, can assist you in calculating the 

defined compensation and a housing equity contribution. The suggested housing value and social security 

allowance are calculated by Portico Benefit Services (formerly Board of Pensions). You can find out 

more about how to arrive at these numbers at www.porticobenefits.org.  

 

* Housing value is roughly 30% of the base salary and social security allowance is roughly 7.65% of base 

plus housing. We encourage you to use the defined compensation calculator at their website: 

www.porticobenefits.org.    For pastors living in a parsonage: 

 

file:///C:/Users/Maren/Desktop/Copied%20Server%20Folders/Comps%20and%20Benes/Comps%20and%20Benes/www.porticobenefits.org
file:///C:/Users/Maren/Desktop/Copied%20Server%20Folders/Comps%20and%20Benes/Comps%20and%20Benes/www.porticobenefits.org
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Appendix B – “Housing Allowance Calculator” 

Housing Allowance Calculator: When a pastor purchases his/her own home 

In some communities within our synod, congregations provide a housing allowance to the pastor to 

purchase his/her own home. Real estate markets vary greatly across the synod and ebb and flow with the 

market. The following is offered as a way of helping congregations determine a fair housing allowance 

for both congregation and pastor. This number is for computing fair compensation only. The pastor is 

responsible for designating the amount of the housing allowance for income tax purposes in accordance 

with IRS standards. 

 

Compensation Worksheet 

 A. Base Salary (from other table/discussion)    $________________ 

 

 B. Housing Allowance (from line “f” below)    $________________ 

 

 C. Social Security Allowance (7.65 % of A & B)    $________________ 

 

 D. Defined Compensation (sum of A,B, & C)   $________________ 

 

 

Housing Allowance Calculator 

A conversation with a local realtor or banker could be helpful in determining these figures. 

 

 1. Purchase price of a median house in community:  $________________ 

   (The median house: half of the homes in 

     the community cost more, half cost less)  

 

 

 2. Monthly Mortgage (Principal & Interest, 30yr fixed)  $________________ 

 

 Annualized Costs  

  a. Mortgage (P&I)      $__________ 

  b. Property Taxes for one year:     $__________ 

  c. Home Insurance (annual)     $__________ 

  d. Utilities: (annual figures)     $__________ 

    Electricity       $__________ 

    Heat        $__________ 

   Water/Garbage      $__________ 

   Basic Phone      $__________ 

   e. Upkeep (1% of #1)      $__________ 

 

          f. Total Annual Housing Allowance    $__________ (transfer to line B above) 
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Appendix C – “Annual Defined Compensation Agreement”   

Prepared by_____________________________________________________________________  

 

for____________________________________________________________________________ 

 

for the period _______________________________  to _______________________________  

 

A. COMPENSATION 

Line 1a.  Annual Base Salary     $ _________________ 

  (before pre-tax deductions/investments) 
 

Line 1b.  Cash Housing Allowance, or     $ _________________ 

  30% of Line 1a, if parsonage is provided  
 

 Line 2. Total of  1a + 1b     $ _________________ 
 

 Line 3. Clergy Social Security Tax Allowance   $ _________________ 

  7.65% of Line 2 [salary + housing]  
 

 Line 4.  Household Furnishings & Utilities Allowance  $ _________________ 

  (only if paid directly to a pastor in a parsonage) 
 

Line 5.  Annual Defined Compensation   $ _________________ 

  (total of  Lines 2 + 3 + 4; this amount 

   is used by Portico and the IRS)  

 

B. PENSION AND OTHER BENEFITS   

The congregation will sponsor the pastor in the Pension and Other Benefits Program of the Evangelical 

Lutheran Church in America, which provides retirement, disability, survivor, and medical/dental 

coverage. (Sponsorship will include medical/dental coverage for the pastor’s spouse and children unless 

they have other employer-provided group medical insurance coverage and the pastor consents to waiving 

medical/dental coverage for them under the ELCA Pension and Other Benefits Program.) 

 

1. ELCA Pension at _______ % of defined compensation (10, 11, or 12%) 
 

2. ELCA Medical and Dental Insurance- Portico Gold+ recommended:  

 (Circle one) 

     a. Member only  

     b. Member/spouse  

     c. Member/children  

    d. Member/spouse/children  

     e. Coverage waived 

3. Other insurance or benefits: ________________________________________________ 
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C. EXPENSES 

The congregation will provide for the following expenses related to this pastor’s ministry.  

 

1. Automobile and travel allowance     $___________ 

 

2. Other professional expenses      $___________ 

 

3. Expenses for official meetings of the synod,   $___________ 

     (e.g. Synod Assembly, Fall Theological Conf.) 

 

4. Continuing Education       $___________ 

     ($1000 recommended; minimum $700 from congregation)  

 

5. Other (i.e. _____________________________)  $___________ 

 

6. Pay moving expenses to this congregation/parish: $___________ 

 

 

D. AGREEMENT  

1. Vacation time of _____________________ per year, including __________ Sundays;  

           five (5) weeks recommended          five (5) Sundays recommended 

2. Continuing education time of __________ weeks per year (recommended minimum of two (2) weeks 

per year, including two (2) Sundays, that may be accumulated up to three years, as reflected in a 

continuing education agreement developed by the pastor and congregation council);  

 

3. Participation in a First Call Theological Education Program, where applicable;  

 

4. Ongoing care through a Mutual Ministry Committee;  

 

5. Up to two months of continued salary, housing, and contributions to the ELCA Pension and Other 

Benefits Program in a 12-month period in the event the pastor is physically or mentally disabled*; and  

 

6. Where applicable, parental leave up to six weeks with full salary, housing, and benefits. 

 

Provision may be made for further unpaid time for disability recovery as agreed by the congregation, but 

with the stipulation that unused accumulated sick * leave will not be compensated at the end of this call. 
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E. OTHER PROVISIONS 

A description of the particular responsibilities of this position may be attached to this “Annual Defined 

Compensation Agreement.” 

  - OR THE FOLLOWING MAY BE COMPLETED - 

Special emphases of the pastor and special encouragement by the congregation:  

 

1)  During this time period, the pastor will give special attention in ministry to the following: 

  a) _______________________________________________________________________ 

  b) _______________________________________________________________________ 

  c) _______________________________________________________________________ 

  d) _______________________________________________________________________ 

  e) _______________________________________________________________________ 

 

2)  The congregation will encourage this pastor’s ministry in the following ways:  

 a) _______________________________________________________________________ 

  b) _______________________________________________________________________ 

  c) _______________________________________________________________________ 

  d) _______________________________________________________________________ 

  e) _______________________________________________________________________ 

 

F. OTHER MATTERS 

(such as accountability matters, service on synodical or churchwide boards and committees, work in 

church- camp programs, and other such details) 

________________________________________________________________________________ 

________________________________________________________________________________ 

________________________________________________________________________________ 

 

We, the undersigned, certify that the necessary approvals of the congregation and congregational council 

have been granted for the provisions set forth above. 

 

_______________________________________ Congregation President 

 

_______________________________________ Council Secretary  

 

Date: ____________________ 
 

I certify that I accept the above statement:  

 

The Reverend ________________________________________ Date of signature: ________________ 
 

 

NOTE: Retain original of this form in congregational records. Make a copy for the pastor. Send a copy to 

the synod office as a matter of information. A description of the particular responsibilities of this position 

may be attached to this “Annual Defined Compensation Agreement.”  

Annual defined compensation should include:  
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 Housing equity contributions, if the congregation pays them directly to the pastor (include in base 

salary).  

 Additional tax-sheltered annuity contributions, made by way of a voluntary salary reduction 

agreement reached with the congregation (include in base salary).  

 Furnishings and/or utilities allowance, if the congregation pays it directly to pastor.  

 

Annual defined compensation should not include:  

 Housing equity contributions made on pastor’s behalf to the Optional Pension Plan or to another 

financial institution.  

 Furnishings and/or utilities allowance, if the congregation pays the utility companies directly.  

 Additional pension contributions made on a pastor’s behalf, in addition to salary.  

 Automobile allowance.  

 Continuing education allowance.  

 Book allowance.  

Appendix C  [continued]      

 

I. EaND Synod Compensation and Benefit Guidelines Relative to Health Care 

Reform in 2014    Adopted at 2013 Synod Assembly -- Resolution #4 
 

Beginning January 1, 2014, the most significant changes brought about by the Affordable Care Act 

(ACA), also known as health care reform, will take effect. This will have implications for many 

employers, including congregations. It is difficult to predict the full implications of the ACA; however, 

we want to be aware and well prepared. Our ministry partners at Portico Benefit Services will help us 

through this change. This document will help you understand what health care reform means for you. You 

can also continue to check the Portico website www.porticobenefits.org for updates. A representative 

from Portico will be present at our synod assembly. Please feel free to ask questions related to health care 

reform. 
 

1. Each state will have a health insurance exchange, also called a marketplace, where individuals can 

buy health insurance. In states that choose not to provide an exchange, the federal government will 

manage one on the state's behalf, or the exchange may be operated by the state and federal 

government jointly. The plans offered in the exchanges will be in four categories, and Portico intends 

to offer four plan options that correspond to these categories: · Bronze · Silver · Gold (closest to 

previous ELCA-Primary health coverage) · Platinum 

2. Currently, ELCA-Primary health contribution rates are based on geographic region and salary. To 

offer competitive pricing relative to the exchanges, Portico intends 2014 ELCA-Primary health 

contribution rates to also reflect plan member age. 

3. For 2014, each ELCA employer will need to select one ELCA health plan option for all employees 

(rostered leaders and lay churchworkers) that they will pay for. 

4. Once the employer makes a selection, the employee will 'confirm that choice or choose to buy up to 

another plan option, and will be responsible for the cost difference. For example, if the employer 

selects the option similar to the gold plan and the employee opts to buy up to the option similar to the 

platinum plan, the employee would pay the difference in cost. Some generalities about the health 

insurance exchanges: 

file:///C:/Users/Maren/Desktop/Copied%20Server%20Folders/Comps%20and%20Benes/Comps%20and%20Benes/www.porticobenefits.org
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 Younger employees, generally speaking, will be less expensive to insure than older employees on 

the exchanges. 

 Individuals may be eligible for federal subsidies that will help pay for health insurance purchased 

on an exchange if his or her employer doesn't offer a minimum value, affordable plan. Affordable 

means that an individual spends less than 9.5% of his or her income on premiums for single 

coverage. 

 Depending on family income, employees who do not qualify for federal subsidies may pay higher 

premiums for plans purchased on an exchange. 
 

Other considerations: 
 

1. It may be tempting to offer the least expensive health plan 'option. Collectively over the years, this 

church has sought to provide benefits that support our shared ministry and overall well-being to all 

rostered leaders and lay churchworkers. The ELCA Church Council at its April 6, 2013 meeting 

acted to endorse as a benchmark the proposed plan option that approximates the current level of 

benefits provided by ELCA-Primary health coverage, and to encourage congregations, synods, the 

churchwide organization, other ELCA-related organizations, and other interested persons to 

advocate for selection of this plan option. 
 

2. Relative to the ELCA health plan, Portico is planning to have a final proposal and 

recommendations on health care plan options and pricing considered by the Conference of Bishops 

and acted upon by the ELCA Church Council at their respective August meetings. The ELCA 

Church Council and the Conference of Bishops both met in August 2013; the Portico Gold+ policy 

is the recommended coverage adopted and recommended by the ELCA Church council. 
 

3. Given these changes, it may be tempting to come to call or employment decisions based upon 

youth or marital status, and to avoid older, more experienced persons with families. However, this 

church has always valued calling a rostered person and hiring a lay churchworker based upon his or 

her gifts for ministry and the needs of the congregation, and we believe this practice should 

continue. 
 

4. Rostered leaders or lay churchworkers may have occasion to make a decision between two calls or 

opportunities for employment based upon the plan options that are being offered, which has never 

been a factor before. 
 

Recommendation: To maintain the current level of health benefits for our rostered leaders and lay 

churchworkers, we recommend that all of the congregations and parishes of the EaND Synod offer to pay 

for the new ELCA health plan option that most closely resembles previous ELCA-Primary health 

coverage for their rostered leaders and lay churchworkers. That coverage is Poritco Gold+ option. This is 

the plan option that will be comparable to Gold plans offered on the exchanges, while the “+” part of the 

plan retains all of the current coverages provided by the 2013 ELCA health coverage provided by Portico 

Benefits above and beyond a standard “gold” plan offered on the exchange. This will both continue to 

care for the health of all who serve under call or terms of employment and eliminate many of the 

variables facing congregations and paid servants in the midst of change.  

 

 

[Updated May 2016] 


