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I. RATIONALE

This report on compensation is a revision of 2007 Minimum Salary Guidelines for Clergy, Diacohihisters,
Associates in Ministry and Other Lay Professiongksst Central Synod of Wisconsitt is suggested that those who are
responsible for the compensation of Pastors, Dalddmisters, Associates In Ministry, and churchsieians use this
report as an aid in determining what is fair anditdple compensation for church workers. For coremce,
Appendices E & F contain a starting point for dsgion on church musicians and support staff. Hitah to this
report, congregations may wish to consult othetipations on compensation for church workers.

As congregations and church workers prepare theigéts for the coming new year, these guidelinagdwaffer a few
suggestions or principles that have guided thisntepThey are:

1. The Mutual Ministry Principle: Lutheran theology affirms that ministry belongstte whole body of Christ. Itis
strongly recommended that each congregation esta@liCommittee to review and appraise the congoersit
ministry. As part of the review of the congregatsoministry, it is important that the congregatimakes clear its
expectations of its pastor(s), diaconal staff, aisges in ministry (together referred to as rostestaff) and other
staff. Rostered staff and other staff must makarctheir expectations of the congregation.

Evaluation (by the Personnel Committee, Evaluafl@sk Force, and/or Church Council, etc.) is strgngl
recommended. Forthright dialogue, rather than eoreation adjustments, is to be used when unsdtisjac
performance is an issue. Sample evaluation fondsaggestions for various methods of evaluatierasailable
from the Resource Center.

Congregations are encouraged to establish a staffost committee (commonly called Pastor-ParistafR@is
committee or Mutual Ministry committee) to provisigpport to the pastor/other staff and to maintaiogen and
honest dialogue between them and members of thghpaiGuidelines are available from the Resourertér.)
This committee’s work is confidential and therefet®uld not be a part of the compensation settinggss.

When it comes to compensation everyone worries tamoney! Pastors and church workers worry abaeit th
finances in the same way that church boards wdrogafunding their budgets. Should matters of cengation
become irritants, it is important to seek qualifielp. When problems arise, either for the conafieg or the
church worker, consult the Bishop’s Office for halpd guidance.

Congregations believe and trust in their Pastos @dmrch workers. Pastors and church workers the#
ministries and congregations. Matters of compémsathould never become adversarial and harm tloel go
relationship that exists in most parishes.

2. The Information Principle: Guidelines or recommendations can be useful ibthey are understood. Those
responsible for compensation in the parish need gaiable information. Hopefully, this reportrcll such a
need. As congregations work through this repbgy twill learn more about what is expected and s&ay for
good compensation planning. It is also recommettagicongregations stay current with the tax lang recent
changes in the tax laws. Sound tax strategiepkmhing can maximize the compensation of churctkars.

3. The Cost of Ministry Principle: It costs money, time, and effort for a congrematio carry on an effective
ministry. The cost of ministry is not the sametasremuneration given to the rostered staff. Reration or
compensation is that amount of money that is paitié church worker. This generally would inclide basic
compensation and housing allowance. These iteangato the benefit of the worker. The cost ofistig includes
all costs that a congregation incurs by virtueafihg a church worker. This generally would in@ymtofessional
expenses, worker compensation insurance, car regmiment, medical and pension plans. The costrbtry is
substantially higher than the compensation thatathworkers receive.

When preparing a budget, congregations are urgeeparate the cost of ministry from the compensataid to
church workers.

All guidelines have limitations. Every issue ofngmensation can not be determined or settled inrépsrt.

Congregations, Pastors, Diaconal Ministers, an@déiates In Ministry are encouraged to talk and tiagowith

each other as mature Christian brothers and sisteis hoped that these guidelines will servaasid for such
dialogue.

2008 Comp Guidelines; Feb 2007
2



II. ANNUAL UPDATE
In addition to the annual financial adjustmenteagke note the changes made to Appendix D, Oth@rBbServices.

[ll. MINISTRY COST SUMMARY SHEET (In the left hand column is the schedule numbembich more
information may be found for that line item.)

PASTORS

Sched. | Base COMPENSALION .........uuieiitcecmmemreeeeerreereeeaeeesaesssesssasannsrrrrrreeaaeeeeeeessessnsannnnnnns
Sched. Il [ [0 117 oo PP EEEEPRRRRRR
Sched. llI Social SECUrity AlIOWANCE.........commmmeeeeiesiieciiteiir e erreeteeaeeeeasssnnrasrerareereeeeeees
Sched. V Health, Pension and Other BENefitS .c.occceiiiiiiiiiiiiei e
Sched. VI Ministry & Professional EXPENSES...cccoaoiiiiieiiiiiiieeeee e e e e e eee e
L1 1 2 OSSR

DIACONAL MINISTERS AND ASSOCIATES IN MINISTRY

Sched. | Base COMPENSALION ....eoiiiiiiiie sttt e e et e e e e e e e e e e reeeeeeaaaaaeens
Sched. IV Social Security (cONgregation’s POrtION) ..........eeeieiiieiiaeaaaaeee e a e e e
Sched. V  Health, Pension and Other BeNefitS....cccc...u i
Sched. VI Ministry & Professional EXPENSES ..ot

LI I 2 S PP SROPPR P

The schedules to help complete the calculatiothisrworksheet are on the pages that follow. Exddhe schedules
contains a brief explanation of the synod guideliand related IRS or other regulations. As youpdeta each of the
schedules, please bring your resulting numbersdaiwo this summary page.

Time Agreement

Page Number of Weeks:
8,13 100 ] 01118101 g o T o [¥ o= 11 ] o SO
9, 13 Vacation (Including _ SUNAAYS) - ceeeeeeiriiiiiiiiiiiiaaae ettt
9,13 Paid Parental Leave
=Y =] 4 o= | RS PRURR
PAEINAL ...
8,25 SADDALICAL......ooiiiiiie e e —————————————————

Number of Days:

9,13 Yo == 1Y
9 Designated HONAAYS. ... ....uuiieiiiiiiiieeeeaiie ettt e e e e e e e e e e as
9,13 PEISONAI LEAVE .....cevviiiiieiee ettt ettt e et e e e e et e e e s e et e e s e e e e e e eranes

Each Week:

9 Weekly Time/Day Off ...

See Page 9 for an explanation of the componeritedfime Agreement.

See Appendix D for calculation of additional dodlao be budgeted for the cost of the Time Agreement

2008 Comp Guidelines; Feb 2007
3



Schedule | Base Compensation

Base Compensation for _ Years eXPerieNCe. .o .ottt e e
Additional Factors (See below):

[0 [UTor= o] o P PP PPUUPPPPURR
Responsibilities and CoNditioNS Of SEIVICE ..cmmmeevvrrreeeiiiiieeaeeeeieei e cscerrrrr e e e e e ee e
LT | PO UUUUPURUPRTR
L@ LT (PP

Base Compensation

The Base Compensation is based on the number o yéaexperience the pastor has. At a minimum,bhse
compensation must be at least an amount withirathge shown in the table on page 10. Exceedingatigee shown in
the table is acceptable and common, based on thgomal factors listed below.

Congregations are encouraged to make a one-timeleegy education loan re-payment for your passasitlined on
page 10 of these guidelines.

Additional Factors

The basic, minimum compensation guidelines haveenmdallowance for additional factors which maydée be
considered in providing fair compensation for ydrastor(s)/Diaconal Minister(s)/AIM(s). When consting a
compensation package you should consider the foilpadditional factors which affect compensati®uch factors
might include:

Education:
a. Advanced Degree.
b. Second career experience - Congregations aceieged to recognize the previous work experiefiseaond
career church workers. Congregations may fullyastially recognize previous experience in detenngjithe
base compensation, but some credit should be giveomputing compensation.

Responsibilities and Conditions of Service:

a. Two (or more) point parish.

b. Senior Pastor with staff.

c. Size or work load - Some congregations haveiapsituations which merit increased compensatiSome
church workers carry heavy work loads which menicréased compensation. Normally, however, a
congregation should increase the staff, rathertttnompensation when the work load becomes et §or
an individual.

Merit:
a. Exceptional work.
b. Outstanding Community Service / Involvement

Congregations are free to determine which of tlevalfactors deserve increases in the base compems@here may
be other factors which have not been consideréusmeport. The range in each level allows fexitbility, within the
parameters established by years of service in thistny. The range scale is on page 10.
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Schedule Il _Housing(Pastors only)

Complete appropriate section:

No Parsonage:

Appx B 1. Housing Allowance. Minimum $10,600, wifgher expectations (see a. below) in certain

geographic areas in the Synod. (Bring to SUmIftam) ................ccoeeeevvnvinnnnnnnesmnns
OR
Parsonage Provided:
a. Ultilities & Maintenance (ONLY if paid directhpfpastor)............cccoeeeeiievvvnnvinnns cenens
b. Furnishings allowance for parsonage (ONLY ifdpdirectly to pastor)..........ccccccvvvvvvnnnnn.
(o o (o U o o U] 2 PR
Housing Allowance (Bring to summary fOrm) ...ccccevvvveeeeieiiiiieiieeeeee e

Housing Provisions (Note: Diaconal Ministers and Associates in Ministry aot included in this component.)

It is our goal that the housing portion of the cemgation package treat Pastors equally, no mattether they have
their own homes, or live in a parsonage. AppeBdnas a worksheet to help you calculate the nepefigares, which

are based on the housing portion of the compemsptiokage being calculated to be 30% of the baspensation of
the Pastor.

Four housing alternatives are considered below:

a. Housing Allowance- Some congregations provide their Pastors witfoasing allowance in place of a
parsonage. This figure should reflect the realfsiir rental value of a home in the community, amadild normally
include such costs as insurance, utilities andsta®eminimum cash payment of $10,600 is requitgcahfhousing
allowance when a parsonage is not provided. lingstwhere housing costs are higher, such asimverage
urban area, the housing allowance should be at $#5550 per year, or higher. See Appendix Btfar
appropriate forms to set this up. (See Appendurinformation on the IRS and the housing alloweaaod what
your congregation must do to properly designatewsimg allowance for your Pastor.)

b. Parsonage When a parsonage is provided, the congregatiould pay for utilities and maintenance. (For tax
purposes it is usually to the pastor’'s advantagentfs like utilities, maintenance, etc. be paiddectly by the
congregation rather than to the pastor and thepdktor paying these expenses.) In additionsyhed expects
that congregations provide the Pastor with an ‘gtjallowance. See below.

TheHousing Equity - An equity allowance is placed in a separategmatein the ELCA pension plan for the Pastor
who may use this money for a down payment on adhatia later time. This provision makes home osipr
possible for Pastors who are retiring or movingatoew call where a parsonage is not provided. éthaty
allowance can also provide a down payment to tdewior widower of a Pastor who needs to vacatpdsonage,
due to the arrival of the new Pastor.

The ELCA recommends that either 3% of the Pastotad compensation or 5% to 10% of the base cosgiem be
designated and set aside as an equity allowanegarBless of which figure is chosen the congregatial Pastor
need to negotiate a figure that is mutually acddptt both. This amount requires a minimum of $0,Per year
for Pastors living in a parsonage.

c. Clergy Couple Housing Compensation Each person of a clergy couple is entitled ® shhme housing
allowance ordinarily provided a pastor who is natried to a pastor. Both pastors in a clergy ceapé to receive
a housing allowance. Each pastor’s pension andftb@ontributions are based on base compensatlos self-
employed Social Security offset, plus 30% when @qage is provided. When cash housing allowaaoes
provided, the contributions for each pastor arefam the total of base compensation plus houdiogance(s).

This guidance relating to Clergy Couple Housing @ensation is offered to assist congregations andyctouples
at arriving at an equitable solution to compensatar both parties of a clergy couple and the ceggtion or
congregations involved. It represents current ElgoAcy and practice as expressed by the DivisimiMinistry,
ELCA, and as endorsed by the Conference of Bishopghis Synod. Individual circumstances relatm@lergy
Couple Housing Allowance will vary from time to |t is important that congregations extendinglbor calls to
clergy couples develop a compensation packageydimg a housing allowance for each member of theggl
couple, in consultation with the Office of the Bigh the clergy couple involved, and the approprigpeesentatives
of the congregation or congregations involved. g¢egations presently served by a clergy couplewigtyto seek
guidance and counsel in matters relating to housilogvance from the Office of the Bishop as parit®finnual
compensation review practice.
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Schedule 1l Social Security Allowance- Pastors (See Schedule IV for Diaconal Ministers/AlNd&low)

Sched. | Base Compensation from Schedule ...
Sched. I NO PARSONAGE:Housing from Schedule Il
Sched. I PARSONAGE:Housing from Schedule Il .............ooiiii e

PARSONAGE:Fair rental value of parsonage (see below) .o,

Social Security Taxable Amount (ApPpProxXimate) ..........ceeeeeeeieeiieiiccciiiiiirieeeeeeeeeen

Social Security Allowance (Bring to summary form)............ccccoveiiiiiiiiiiiiieniieieeeees

Social Security Allowance(Note: Diaconal Ministers and Associates in Ministry aot included in this component.)

Your pastor is regarded by the IRS as self-emplayeelgard to social security taxes. This meaasttiey pay the self-
employment tax and in effect have to pay both thpleyers and the employees portion of what moasdow as the
social security tax. Therefore, congregations khpay a Social Security Allowance. It is taxableome, yet it
acknowledges the pastor’s special tax situation.

Parsonage Fair Rental Value:In addition to any cash paid to the pastor femi listed in Schedule II, the fair rental
value of a parsonage must be included by the pasten figuring the amount of social security (satiployment) tax.
The fair rental value is what the congregation wdag willing to rent the dwelling in which the paistives to anyone
else other than the pastor. There are many wayRiah this may be determined, however, the methost commonly
used is to approximate it at 30% of the pastorsel@mpensation. (i.e.: Multiply the base compimsdy 1.3.)

General Comments on Social Security (Self-Employméiax/FICA/Medicare)
Because the Social Security contribution changas frear to year, adjustments may need to be madeblyn

a. Self-employment Tax (Pastors pay this entiroWIt) ............ccccvvvveeiiiiiiiiiieee e 15.30%
b. Employee part of Social Security Tax (What npestiple pay for Social Security) ............. 1.65%
c. Difference that pastors pay over and above peaple...............coooeeiiiiiiiiiieiic e 7.65%

Schedule 1V Saocial Security -Diaconal Ministers and\IMs (Congregation’s portion)

Base Compensation from SCHEAUIE [ ..........coummmerrrririiiieiriiiierieee e e e e et rerr e e e e e aaaaeeaeaae e e
Combined FICA and Medicare rate, subject to fed@ralations. ..ottt e x .0765

Congregation’s portion of Social Security (Bringstammary form) ..........cccccoiiiiiiiiiiii e e

Diaconal Ministers/Associates in Ministry (AIMs)y&ocial Security taxes in the same manner asasiemajority of
the American public. They pay 1/2 of the cosheftax and the congregation as their employer thaysther half. This
schedule determines the cost of the half of thevaigh the congregation must pay.

Social Security is a combined tax which includéd@A and a Medicare portion.
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Schedule V Health, Pension and other Benefits

Social Security Taxable amount from Schedule 1IN/br..............cccoiiiiiiiiii
Tax Sheltered Annuity Payments (TSA), if Ny eeeeeeerioiioiicciiiiiieeeeeeee e

Base amount for ELCA Pension and other Benefitdelab.............ccooovviiiiviiiiiieiennencs

Page 11 (NOTE: All percentages come from tabfeiction V on page 11. Limit to min. and max. antahown)

Medical and Dental: Base amount above X 0 oo
Disability/Survivor: Base amount above X L TR
Administration: Base amount above X D0 e
Pension Plan: Base amount above X Wi,

Additional Benefits
Medical Reimbursement, Tax Sheltered Annuity, Aiddial Pension, etc.......................

Total Pension and other Benefits (Bring to sumnfi@mn)..............cooovvvvviiiicevnvvinnnnnnnee.

The ELCA Pension and Benefits Plan

See the tables in Section V (page 11) for the Barmid Medical Insurance rates in effect for 20@¥ lzow to calculate
the expense2008 rates will not be available until late 20@PTease make sure that you use 2008 rates wherataigu
this expense. (These rates may be found by ca@d@g352-2876 or visiting the ELCA Board of Pensiovebsite at
www.elcabop.orj

a.

Basic plan - The ELCA Basic Plan includes mddaental, and pension coverage. The rates aegrdited
annually by the ELCA Board of Pensions. It is estpd that congregations will include coverage fothb
Pastors and their families. In some cases Pasi@y®lect to unbundle coverage for a working spaseis
covered by another medical plan.

Congregations are permitted to contribute extraiesoto the pension portion of the ELCA Plans. Ehes
contributions are tax sheltered and can be usedhance compensation without encumbering incretased
liability.

Clergy Couple Medical - If both spouses are mensbf the ELCA Pension and Other Benefits Progthen,
premium is based on the higher of the two salariEse Board of Pensions should be consulted and wil
calculate the amount of the premium each congregatiould pay. Please see page 12 “Sponsoring€up
Health Coverage.”

Medical Insurance Savings: Each congregatimmisPastor/Diaconal Minister/AIM’s situation is gune. Full
family medical coverage is the most common (andtiexgsensive) form of insurance which congregatiaitis

be purchasing. However, from time to time congtiega may have pastors which, for whatever reatmnpt
need this full family coverage. (Pastors may bglsi, may not have children, may have a spouseeavplas

also covers them, etc.) In case medical insursnagbundled, consult the Office of Bishop for wr@able and

fair alternative uses. To protect both pastor @mregation, all unbundled monies must be retaimeie
congregational budget so that it is accessiblelditba unbundling option need to be recalled. aBse of IRS
mandated limits, should such unbundled monies kested in alternate pension, please see a financial
consultant to determine that you have not overddrahy tax deferred account.
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Schedule VI Ministry and Professional Expenses
Automobile Allowance
a. Option 1 (Flat Fee AlIOWANCE) .......oooi it e e e e e
Or b. Option 2 (Reimbursement per Mil€) ........ccoeeeiiiiiiiiiiiiiieee e
Continuing Education
Books, Journals, etc

Total Ministry & Professional Expenses (Bring tarsuary form)...........ccocooeioiiiiiiiiiiniieieeeeeee
Automobile Allowance
Option 1.  Flat Fee allowance.
Under this option, congregation should reimburseitiprofessional leaders with a flat fee allowarm@sed on:
a. The setting of the parish. (Often rural passtezjuire more miles of their pastor than do urban
parishes.)
b. The past year’'s experience of miles driverttiercongregation
c. Depreciation of the car and reasonable maintanaosts.
d. Under this method, the allowance is taxablenmeto the person, and the expenses they incurred
are deductible on Schedule A only to the exterttttiey exceed 2% of adjustable gross income.
Option 2. Reimbursement per Mile
Under this option, the congregation should reimleuttseir professional leaders for auto expenses paranile
basis. (Seaww.irs.govor use a search engine likevw.google.conand search for “Standard Mileage Rate.”)
a. The 2007 IRS rate is 48.5¢/mile. Please ws@®08 rate, for 2008.
b. Reimbursements should be paid monthly.
c. Under this method, the reimbursement is natibxincome for the person.

Continuing Education
Two weeks, including Sundays, must be allowedmirémum for continuing education. The Letter ofl@&ludes
provision for continuing education. $880 per yisar minimum base. Due to costs for housing, prartation, etc.,
that accompany continuing education opportunitidggher figure should be considered. The Left@adl states
that continuing education funds may be accumuifatedp to three years. Continuing education fumatsspent at
the end of a pastor’s call are lost.

Books, Journals and other Published Resources.
An amount of $390 per year is recommended. Thizusnnis to be a reimbursement allowance, andlie toased
only on actual expenditures. Books, etc., purah&sezome the pastor’s property.

Other Ministry and Professional Expenses.

a. Congregations are also strongly encouraged dgdiuinancial support and time for the rosteredf stnd
spouses’ retreat, spouses’ retreat and Synod TgiealdConference. This should be a minimum of $425
available to the pastor only if used. Whethertime off is taken from “continuing education” ordditional
time away” needs to be determined with the condiegia other staff and council.

b. Malpractice-Liability Insurance. Congregaticare recommended to provide this coverage for altath
workers.

c. Sabbatical leave. Sabbatical leaves are engedita provide an opportunity for the pastor todav extended
period of time for personal enrichment, study, ity growth, travel, skill development and/or rass. This
is the adopted policy of the Evangelical Lutherdnu©h in America and the East Central Synod of bfisin
for all congregations. Congregations are askedi¢épt a sabbatical leave policy at the earliesbdppity. A
more complete explanation of the Sabbatical Leaverovided in Appendix C of these Compensation
Guidelines.

d. Other Professional Expenses - Congregationddgheimburse the Pastor and all church workergfpenses
incurred in the performance of their duties. Sexamples would include the fees charged for thieBsmnal
Leadership Conference, Synod Assembly, Official tings, parking costs, professional association dues
telephone, etc.
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Time Agreement - Vacation and Leave Time
a. Vacation
Pastorsare to be allowed four weeks vacation each yebes& weeks include Sundays. Legal holidays are not
c?ns_id_ered vacation days. Consideration is egpmato grant additional weeks of vacation witlynterms
of ministry.

Diaconal Ministers & AIMs: It is recommended that vacation for Diaconal Mimis/AIMs be on the
following basis:
1 Year 2 Weeks
2 Years 3 Weeks
3+ Years 3 Weeks or more

When a pastor’s, Diaconal Minister’s, or AIM’s siees are required on recognized holidays, timevitif pay
may be taken at another time which causes minimsamption to the congregation.

Special circumstances may require that the prafeasleader and church council negotiate the cagrgver of
unused time into the following year. Time sperdudoor ministries and retreats with congregatauth and
family groups or work on synod or churchwide conteds should not be considered vacation time or
educational leave when it is part of the congregedilocal program of ministry or ministry througynodical

or churchwide structures. At least one full daefof church leadership responsibilities is to faatpd each
week. (See “b” below.) Parish emergencies mguyire a change in schedule from time to time.

Many congregations choose to grant one or more&snal weekends to their pastor as personal tiyerioe
the vacation agreement.

At the time of a First Call, out of care for ourspars:
1. A r?]odel ofO\I/veekIy time off is expected to be ket out between the congregation, the candidatithen
Bishop; an

2. AFirst Call for a full-time pastor that offdess than one full day off per week, four weekslpaication,
and two weeks continuing education leave will nr@signed by the Bishop.

b. Weekly Time/Day Off
For the health and well being of both pastor anthoegation, it is important for the pastor to hawene
uninterrupted time and space each week to devgierspnal and family life. Certainly this calls fofull
day off each week. In addition, other blocks eEftime are necessary and desired.

To determine the work schedule for the remaininggs in the week, one possible model is to divalhe
day into 3 “time blocks” — morning, afternoon, aekning. Of those 18 “blocks,” a reasonable et
would be approximately 14 working blocks per wedk be sure, the nature of ministry is such thateso
flexibility of schedule will be needed in any giveseek. In addition, not all the blocks of time agal in

length. But over the course of the year, the vionle should reflect this average.

Church work can involve a great deal of time onnivgs and weekends. Pastors and congregations are
encouraged to find creative ways to schedule miagsand meetings so that the evenings and weelads
not always filled. They will also need to work &ther to find ways to handle parish emergencieshe
pastor is benefiting from time off. One resouttat tmany in ministry have found valuable in thesmaa is
the work of Roy Oswald and others at the Albanitutst. For more information, please visit or ¢ht
Synod Resource Center, or contact Alban at (806)148.8 orwww.alban.org

c. Other Time Off
Concerning sickness or disability, congregatioredrie consult the Pastor’s “Letter of Call” or hmconal
Minister's/AIM’s “Letter of Appointment”. These teers will determine the conditions of compensatiaring
illness or disability.

Regarding parental leave this report recommendsibthers be granted six weeks leave with full that
fathers be granted two weeks leave with full pagrents who are adopting children should be grahéeshme
amount of leave time. Parental leave may alsoréetgd at other times, e.g. during times of seilkeress,

trauma, or death. Congregations are encourageeblish a policy of emergency leave, before arrgemey

arises.

Full-time vs. Part-time
The components of compensation listed above (pagesugh 10) assume full time work. In the oaidess
than full time work, It is encouraged that for tageeople who work 20 or more hours a week thapéimsion
and medical benefits be extended to them. Vacttimmwould be adjusted proportionally based omdtie of
part-time hours to full time hours.
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IV. MINIMUM COMPENSATION TABLE

Base Compensation Range.

Please note that while salaries may not fall baleslow number in the range, they may be abovditje
Currently in our synod there are clergy whose lwagapensation is above the high range shown fovengi
number of years of experience. Please rememivarédully consider the additional factors listedpage 4 of

the guidelines when determining your Pastor’s lwasepensation.

Experience Pastor** AIM w/Masters AIM AIM w/Qual/Exp
Range in Years * Diaconal Min. w/Bachelors | Theologically Trained
Yr 0-5 years $30,550-44,430+ $30,084-42,600 $28,500-40,300+ ,382535,800+

Yr 6-10 $34,825-49,400+ $33,209-46,350 $31,461-44,000+ 96207-39,000+
Yr11-15 $37,985-54,300+ $35,519-50,200 $33,650-47,500+ 92942 ,000+
Yr 16-20 $40,685-58,260+ $37,493-53,200 $35,520-50,500+ ,573144,800+
Yr 21-25 $42,925-62,340+ $39,131-56,400 $37,071-53,500+ ,9B2247,500+

Yr 26-30 $44,925-66,065+ $40,593-59,300 $38,456-56,200+ ,188450,000+

Yr 31+ $46,925-72,750+ $42,055-64,350 $39,842-61,000+ ,413654,200+

* See Appendix A for a year by year minimum guidelfor salaries based on each year of experieve.
encourage the use of the above table, insteadeojehr by year grid, in order to foster discussibithe
additional factors shown on page 4 when determitiiagcompensation portion of your pastors compensat

** Congregations are asked to give serious conatiter to making a gift of up to $5,000 to help péfyany

new Pastor's educational loans. The money shaaiietpaid directly to the loaning organization.

2008 Comp Guidelines; Feb 2007
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V. TABLES FOR BENEFITS & BENEFITS SUMMARY

ELCA PLANS

1.

The rates for participation in the ELCA Planarfje each year. Please use the current formsqeddy the
Board of Pensions. Any questions should be adddessthem directly at 800/352-2876. (Their websst
www.elcabop.orp These rates are determined as a percentagéimédleompensation, which includes the
base compensation, housing, Social Security alloesmand TSA (if applicable). For those who liveain
parsonage housing is figured at 30% of the sunasé lzompensation plus Social Security allowanog nvay
arrive at the amount upon which these benefitbased by using the Compensation Guidelines Workahee
working toward the line on Schedule V (on pagebgled Base amount for ELCA Pension and other Benef

Table.

2007 Contribution Rates (Use 2008 for actual)
Rate class 2 for sponsored members Rate! Monthly Monthly
: : Minimum Maximum
The following chart contains ELCA health plan rafies2007.
HEALTH BENEFITS
Member 11.90% $434 $602
Member & Spouse 20.80% $759 $1,054
Member & Children 20.80% $759 $1,054
Member, Spouse & Children 29.70% $1,08t" 584,
Retirement 10.0 to 12.0%**
Disability 2.009%
Survivor 0.009%6
Administration & Retiree Support 0.70%
1 Rates are a percentage of defined compensation
2 Contribution for employees of ELCA church indiibms is 6% to 12% as determined by the institution
3 Contribution for lay employees of ELCA congregas is 6% to 12% as determined by the congregation.
4  If amember participated in a predecessor plabem 31, 1987, was at least age 45 on that dadehas
continuously been a sponsored member of an ELGrene¢nt plan since Jan. 1, 1988, the total employer
retirement contribution must be at least 11%.
5 Includes 0.6% for health plan support.
6  Survivor Benefits Plan contribution is suspenfied2006.

2008 Comp Guidelines; Feb 2007
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Sponsoring couples

Benefits for couples in ELCA church service
When couples are sponsored in the ELCA PensiorCdner Benefits Program (by the same or differenigcegation or
organization), each employer will make contribusidor their participation in the

Health Benefits Plan,

Regular Pension Plan,

Survivor Benefits Plan, and

Disability Benefits Plan.

Monthly billing for coverage Each employer(s) is billed monthly for coverage.

Pension, survivor and disability coverage Pension, survivor and disability coverage islyastraightforward. Each
employer is billed a percentage of each spouseigarefined compensation for these benefits. Byglso, the
appropriate amounts are set aside for future pessa both spouses and in case of disabilitypottfe beneficiaries’
needs in case of death(s). In addition, each eraplsybilled a small fee for administrative expeasd for retiree
support.

Health coverage— Couples are considered as one family for the e&kdfilling deductibles and out-of-pocket
expenses under the ELCA Health Benefits Plan. cbimepensation level of the spouse with the high&nelé
compensation determines the total cost of the fésrtilealth coverage. The total cost of the coveliaghen prorated
according to the defined compensation of each spolsch employer pays the appropriate pro-ratacestt the total
coverage cost.

For example: If one spouse has a defined compensati$50,000.00 and the other spouse has a deforagensation
of $40,000.00, (a total of $90,000), one employeul pay 50/90 or 5/90of the costs and the other employer would
pay 40/90 or 4/9th s of the total cost of coveragke total cost would be calculated on a defimadmensation of
$50,000.00.

IT IS IMPORTANT THAT THE BOARD OF PENSIONS BE NOTIED THAT A SPONSORED COUPLE
SITUATION EXISTS. Their billing procedure is thaach employer is billed individually for health esage at the full
cost of the family’s coverage based on the indigldemployee’s defined compensation. Each emplthaar will also
receive a corresponding ‘sponsored couple credlithat no employer pays more than its pro-ratedesbithe cost of
coverage for the family.

One designated member for health coverage

For claims filing purposes, only one of spousedsighated the member under the Health Benefits PAdirof the
family’s claims are filed under the designated meristonumber. For example, the designated membposse and
children (if applicable) are the dependents andlaiins are filed under a member number. This was/family needs
to satisfy only one annual family deductible antt@fuipocket amount.

Who is the designated member?

Designating one spouse as “the member” and the ath&he spouse” is for claims filing purposes aw®htifies one
member number under which family claims and coveiagrganized. (This does not apply to pensioryigor or
disability coverage.)

If both spouses are currently covered under theAHEalth Benefits Plan, one member number is ajresed for
filing a family’s claims. To change whom is thesiigated member, contact the Board of Pensions.

For new couples, the designated member is the sp@ligse birthday comes first in the calendar yéfathe couple
prefers the other spouse be the designated methbgnmnay contact the Board of Pensions.

Sponsored members of ELCA church institutions

Sponsored members enrolled in all plans

Monthly contributions to the ELCA Pension and OtBenefits Program are made on the member’s beldlfdoELCA
employer. (Eligible self-employed pastors may aiske contributions.) Contribution rates for theC#_health plan
vary for church institutions, please contact theCBLBoard of Pensions for contribution rates.

Sponsored members enrolled in pension plan only

Monthly contributions are made on the sponsored Inegi behalf by his or her ELCA employer. (Eligildelf-employed
pastors may also make contributions, and certairEIdCA employers may also sponsor ELCA pastorsiénglan.) The
contribution rates are determined by the emplogdrare a percentage of defined compensation bet&percent and 12
percent.

2008 Comp Guidelines; Feb 2007
12




The 2007monthly coverage continuation rates will be akofes (2008 numbers, not available at time of printing)

Retired members make contributions for ELCA heattherage for themselves and their eligible depetsdétowever,
a portion of the contribution may be paid by theZALfor members who participated in a predecessattihplan. There
is no additional cost for the lump-sum survivor &frcoverage under the ELCA Survivor Benefits Fianmembers
who are eligible for this coverage. (Retired meralzge not eligible for disability benefits undee tELCA Disability
Benefits Plan.)

Medicare primary

Covered Persons ELCA primary coverage®

coveragé
Members who are:
* retired Under age 60: $483 per per3on
* on leave from cafl $265 per person
* spouses, surviving spouses Ages 60-64: $577 per person

* continuing coverage after loss of eligibility]

Children of an on leave, deceased, divorced or
retired member, or children of a member whp ~ $265 per persdit $338 per persdrt
has extended coverage after loss of eligibility

Children extending coverage after loss of oWn

eligibility $265per persch $338 per persdn

1. Less portion paid by ELCA, if applicable.

2. Plus $6 per month for lump-sum survivor benefiteage for clergy and rostered laypersons
on leave from call.

3. Less $32 for former retired LCA members who dedidental coverage.

4. |If at least one child is eligible for ELCA primacgverage.

5. If all children are eligible for Medicare.

PROFESSIONAL EXPENSES
1. Automobile Expenses: a. Monthly Allowance, geead upon by congregation/parish professional.

b. Cost per mile reimbursement at IRS r&@07 = 48.5¢/mile.

Please seaww.irs.gov or use a search engine likevw.google.comand
search for “2008 Standard Mileage Rate.”

2. Continuing Education: $880 per year. Contigugducation time of two weeks per year, which may b
accumulated up to six weeks over a three year gherio

Professional Books and Journals: $390 per year.

4. Insurance, et. al.: includes malpractice anckerocomprehensive coverage.

LEAVE TIME

1. Continuing Education:Two weeks per year, whichyrbe accumulated up to six weeks over a three year
period.

2. Regular vacation: Minimum of four weeks withn8ays per year. Additional Sundays may be granted.

3. Sick leave: Full compensation until ELCA Disip Plan takes effect. See Letter of Call or
Appointment for specific detalils.

4. Parental leave: Maternal = 6 weeks with dolinpensation.
Paternal = 2 weeks with full compensation.

5. Personal leave: As mutually agreed upon.
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APPENDIX A

MINIMUM BASE (BASIC COMPENSATION)
TheMinimum Compensation for Pastors, Diaconal Ministers Aswbciates in Ministry for 2008 is as follows:

Service Pastor AIM w/Masters AIM *1 AIM w/Qual/Exp.
Years Base Diaconal Ministers w/ Bachelors Theologically Trained
New Grad** 30550 30084 28500 25334
1 31275 30614 29003 25780
2 32000 31144 29505 26226
3 32725 31674 30007 26673
4 33450 32204 30509 27119
5 34175 32734 31011 27565
6 34825 33209 31461 27966
7 35475 33684 31911 28366
8 36125 34159 32362 28766
9 36775 34635 32812 29166
10 37425 35110 33262 29566
11 37985 35519 33650 29911
12 38545 35929 34038 30256
13 39105 36338 34426 30600
14 39665 36747 34813 30945
15 40225 37157 35201 31290
16 40685 37493 35520 31573
17 41145 37829 35838 31856
18 41605 38166 36157 32140
19 42065 38502 36476 32423
20 42525 38838 36794 32706
21 42925 39131 37071 32952
22 43325 39423 37348 33198
23 43725 39716 37625 33445
24 44125 40008 37902 33691
25 44525 40301 38179 33937
26 44925 40593 38456 34184
27 45325 40885 38734 34430
28 45725 41178 39011 34676
29 46125 41470 39288 34922
30 46525 41763 39565 35169
31 46925 42055 39842 35415
32 47325 42348 40119 35661
33 47725 42640 40396 35907
34 48125 42932 40673 36154
35 48525 43225 40950 36400
36 48925 43517 41227 36646
37 49325 43810 41504 36892
38 49725 44102 41781 37139
39 50125 44395 42058 37385
40 50525 44687 42335 37631

** See note on page 10 regarding educational le@ayment for new pastors.

*1 Persons in this category include Diaconal MigistAssociates in Ministry (AIMs) who have the giiedtions
and/or experience for the position, but do not lewellege degree. Theological training is ontefequirements
for a Diaconal Minister/AIM.
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APPENDIX B

HOUSING ALLOWANCE

The housing allowance which you pay your Pastaash and the housing allowance the IRS allows Rastor on an
income tax return might not be the same numbee r€hson for this is that the IRS includes moreeggp items when
calculating a housing allowance than the absolutenmym items these guidelines mention (insurantiities and
taxes). The following information is extractedrfran ELCA Board of Pensions information sheet. géb more
complete information, please contact the Board esisions (800/352-2876 or www. elcabop.org). THey aave
available a free Minister's Guide for Income Taxiethyour Pastor can request.

Federal income tax laws allow Pastors to excludefgross income a housing allowance that is detggniay the
congregation or church organization. This apgbeRastors living in a church provided parsonage athome owned
or rented by the Pastor. Itis important to nbte & housing allowance can be excluded if it is officially designated
as such in a resolution, meeting minutes or bubgktre payment is made.

A housing allowance may be based on the valuefafrished home (parsonage) provided by the congjmegar an
amount paid to the Pastor within certain guideliriBlse amount of housing allowance that can beudecd from taxable
income is always themallestof the following three amounts:

the amount, officially designated in advance, asu$ing allowance,” by the Pastor’'s congregatiornvcinu
organization as housing allowan€zR

the amount spent for the Pastor’s primary residémhoen payment, mortgage principal and interedities, taxes,
insurance, furnishings, maintenance, eOR;

the fair rental value of the Pastor’s home inclgdiurnishings and cost of utilities (owned or rebte

SomdRS allowed expenses typically incurred by Pasbavsing or renting their own home:
Down Payment
Housing loan interest and principal
Real Estate commissions, escrow fees
Property Taxes
Homeowner’s insurance
Personal property insurance on contents
Umbrella liability insurance
Structural maintenance and repair
Landscaping, gardening and pest control
Furnishings (purchase, repair, replacement)
Decoration and redecoration
Utilities (gas, electricity, water) and trash cotien
Local Telephone expense (base charge)
Homeowner’s association dues/condominium fees
Monthly rent payments

SomeRS allowed expenses typically incurred by Padigitsg in a parsonage
Utilities (gas, electricity, water) and trash cotien
Local telephone expense (base charge)
Decoration and redecoration
Structural maintenance and repair
Landscaping, gardening, and pest control
Furnishings (purchase, repair, replacement)
Personal property insurance on pastor-owned cantent
Umbrella liability insurance
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HOUSING EQUITY AND HOUSING ALLOWANCE DESIGNATION

The housing portion of the compensation packagadgested to equal 30% of the Pastor’s base commp@mswith a
minimum requirement of $10,600 ($11,550 in urbatirggs where housing costs are higher). The fdratsw will help
you calculate the amount for your Pastor. Theeesaparate forms depending on whether your Pag&y in a
parsonage or his/her own home. Please bring tudtirg number to schedule I, page 5.

No Parsonage:

It is suggested that you enter 30% of the Paskad® compensation into line 1 of Schedule Il (g8gdt is required
that you enter at least $10,600.

Parsonage Provided:

The goal of this calculation is to determine theoant of the housing equity number for the Pastayisg in a
parsonage.

To calculate the housing equity number for a Padtying in a parsonage you will first need to detee the fair rental
value of the parsonage. The fair rental valudefparsonage is what the congregation could redadpaxpect to rent
the parsonage for to someone else. There arewanigar of ways that this can be determined. Twg gwthods to
approximate fair rental value include:

Ask a local realtor who is familiar with the rentadlue of homes in your community what he/she bebethe
parsonage could be rented folOR

Determine the amount the parsonage could reasobalgypected to sell for, if it were for sale. iis called Fair
Market Value.) Next find out what the interesterég on 10 year Treasury Bonds and add 4% to idpartef (to
approximate the return a landlord might expecig).n Multiply the property’s Fair Market Value bye Treasury
Bonds+4% figure to approximate fair rental valuedoe year.

Housing Equity Calculation:
1. Enter the larger of $10,600 ($11,550 urban)G%6 ®f your Pastor's base compensation ..........
2. Enter the Fair Rental Value figure (S€€ abONE)uu....ccuviiiiiiiiiiiiiiiii e,
Subtract [iNe 2 from lINE L. .o e e e e e

Compare the number above to the minimum housingyequmber and enter the
larger number here. This is your housing equityriigfor Schedule I, (page 5)......cccccuvvvimmmmeennnnnnes

The minimum housing equity required by the syna#ili®50.
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HOUSING EQUITY AND HOUSING ALLOWANCE DESIGNATION FOR MS
Housing Equity Allowance Agreement
(This form is for use when contributions to a hagsquity allowance are not made by the congregadithe member’s

ELCA optional pension plan. When payments are niadee ELCA optional pension plan, the congregatises the
forms presented by the custodians of this fund.)

At a properly called meeting of the congregation of Lutheran Church, with a quorum presetd on
it was moved, seconded, and votedtablish a housing equity allowance fund far Rev.
with (1) initial contribution®f for the 20Q and (2) with subsequent annual

contributions to be determined each year therebftetote of the congregation.
The conditions of this agreement are as follows:
1. The annual contribution shall be placed in th€& Alternate Pension Account.

2. The fund shall not be available for use by tregregation or by the pastor except for the purelbha house by the
pastor or the pastor’s spouse.

3. The fund shall be paid in full, upon requesttite pastor or survivors in the event of the pastdisability,
retirement or death.

4. The funds shall be payable to the pastor's egt#tere is no surviving spouse.

Date

Signed by an officer of the congregation

Date

Signed by the Pastor

DESIGNATION OF HOUSING OR FURNISHINGS ALLOWANCE BY C HURCH COUNCIL

Upon motion duly made and seconded, it was vote@signate $ of the cash compensati@drto be

paid to the Rev. as a hobwinighings allowance in response to the pastetmest and
acknowledgement that the allowance so designates ot exceed the fair rental value of his/her hdumaished, plus

the cost of utilities (or the fair rental valuetbé furnishings where a parsonage is provided).

Therefore, cash compensation shall be: $ and the housing allowance shall be

$

Date

Signed by an officer

Date

Signed by the pastor
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The following forms may be utilized in developing aHousing Allowance Program for the pastor.
No.l  Form for presentation of Minister’s estimafeexpenses qualifying under the Pastor’s houalloyvance.

No.2  Draft language for action on a housing allogeahy the church council.
No.3  Draft notification to the minister by the coagation (church council) of approved housing adloee.

PASTOR'’S ESTIMATE OF HOUSING EXPENSE

To: (Name of Congregation)

From: (Name of Pastor)

Date:

Re: Housing allowance for year extending from , 200__ to , 200

The amounts set forth below are the amounts | expespend during the period (as gltovent or

otherwise provide a home for my family and I.
ltem
1. Renton leased property or payments on purabfaséome
(including down payment, acquisition costs, morggpgyments of principal)................eeeeeaaeee 3

2. Garage rental (if Not iNClUded ADOVE) ... cuueeeieiiiiiiiiiiae et

3. Utilities (gas, electricity, water, sewer, oil,
telephone, refuse removal charges, firewood, TVI&ah.............oooiiiiiiiiiiiiiiiiceeeeeeeee e,

4. Insurance (homeowner’s, fire, extended covergagglity, contents, flood)..............ccveeeeriinnees
5. Repairs and MaINtENANCE ..........u ettt et e e e e e s s e s bbb bbbt reeaeeeeaeeaaeas
6. Furnishings and iMPrOVEMENTS ........oiii ittt e et e e e e e e e e e aaaaaaaaaaeas
7. Interest and taxes (may want to itemize theparsely) .........ccceveeiiiiiiiiii i

8. Other housing expense (liSt IN ELAII ... o coeeuirriiiiiiie e a e e e e

(Minister’s Signature)

2008 Comp Guidelines; Feb 2007
18



DRAFT LANGUAGE FOR CHURCH COUNCIL ACTION ON HOUSING ALLOWANCE

The Committee advisezhtireh council that under the tax laws an ordainiister of
the Gospel is not subject to Federal Income Talx méispect “to the rental allowance paid as patbaipensation to the
extent used to rent or provide a home.” Where #stqr owns a home this amount of the allowancebgithn amount
equal to the fair rental value of the home, inalgdiurnishings and appurtenances such as a galagesost of utilities.

The council, after considering the statement ofRbe. setting forth estimatédsecamount
expected to be spent to rent or otherwise provideme during the period 200t

, 200__, and in light of the Federabhme Tax law and of the established compensatia,lew motion
duly made and seconded, and adopted the folloveisglution:

Resolved that the Rev. receive geosation of $ for the year, and
a housing allowance of $ for the ybarhousing allowance to be so designated in fiirctad
records.

(Secretary’s Signature)

NOTIFICATION OF HOUSING ALLOWANCE BY CONGREGATION (E MPLOYER)

Date

Dear Rev.

This is to advise you that at a meeting of the chaouncil held on , your housllogvance for
the year was officially designated amedf in the amount of $ . Accordingly,
$ of the total compenspégable to you during the year coiktitute

housing allowance and the balance will constita@ipensation” (as interpreted by the Income Tax)Law

(Secretary’s Signature)
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APPENDIX C

SABBATICAL LEAVE

Purpose: Sabbatical leave is recommended for clergy asb@ates in ministry as a time for renewal of ene’
professional and personal life. A sabbatical léawesignificant time away from congregationapassibilities; a time
to receive, to be nurtured, to dig deeper into ®self, and to reflect on the call to ministry arthtionship to God.
Sabbatical leave should be holistic, including tforeprayer, reflection, relaxation, and refreshirarbody and spirit,
as well as further developing gifts for continumistry. Sabbatical leaves may vary and inviteedént considerations
in each congregation and in each ministry. Corafiegs and clergy both benefit from study, growhd renewal and
long-term mutual ministry is revitalized and stitgd.

Sabbatical Times and Duration

The Evangelical Lutheran Church in America hasrgilprecommended (but cannot require) that a Satabateave
policy be adopted for all pastors serving paristieshe East Central Synod of Wisconsin, thidss éhe recommended
policy and is one that is increasingly being additg many congregations. Adoption by all congriegatis strongly
recommended. At the time of a Call process, a &#d#) Leave policy should be discussed. If agraistalready
serving a congregation without such a policy, imp#atation of a Sabbatical Leave policy should Iseuised and/or
adopted at the earliest opportunity.

It is the intention of this Synod that after evBryears in a full time parish call, or having sehée8 years total time in
ministry, a sabbatical shall be offered to anyesd staff person in the East Central Synod of @isim. A sabbatical
may be granted at an earlier point if deemed apjat® The Synod Bishop will assist in determining benefits of a
sabbatical outside the normal guidelines. Thettnaf a sabbatical is 3 months or more. The atbdl may be
divided into two sections of time. The sabbatimakt be completed within a year of the first daghefinitial sabbatical.

Time and length of sabbaticals are to be negotia¢tdeen the rostered staff, the appropriate cgadjonal committee
and the council. Itis recommended that the Bidt®potified while a sabbatical is being negotiafEkis is particularly
important when synodical support is being requeateglart of the sabbatical. A sabbatical leavelshimply (to both

the congregation and the pastor) that there will beturn to the same position of ministry hel@ptd the sabbatical.

Coverage and Costs during the Sabbatical

The congregation will continue to fund full compatisn and benefits for the rostered staff on sabhlat The

congregation, with Synod and conference supporésgonsible for providing interim ministry durittge sabbatical.
Coverage should be provided by congregational mesntrained synodical lay ministers, and the clefgyeighboring
congregations. The congregation(s) may assistauists of the sabbatical activity. Creative loggrt mutual funding
between rostered staff and the congregation fdvaadal activities is encouraged. Special or aig$unding may be
available depending on the goals and purposesecdahbatical. Sabbaticals for part time rosteteff sr those in
shared ministries may require special consideration

Sabbatical Application

Name ongregation

Address Phone

Include the responses to these questions in yaur pl
What are your learning and personal goals?
Why are they important to your ministry?
How will your time be spent?
How will your congregation benefit from these Isatical goals?
How will you share your sabbatical experiencehwibur congregation?
What financial concerns need to be addressed?

Brief Description of Plan:

Applicant Date
Congregation President Date
cc: Bishop
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APPENDIX D

OTHER PASTORAL SERVICES

From time to time your pastor(s) will not be avhltato lead worship services (including occasiceavices, weddings,
funerals, etc.), teach classes, etc., due eithbetoobligations to the church at large (attegdinnferences, continuing
education, assisting the Bishop, helping sistegoegations, etc.) or vacation or to other time ofs such the
congregation will need to make alternate provisifamamany of the duties which are usually perfornbgda pastor.
Most often congregations will request the servadfemother pastor on a “supply” basis to fill theseds. The two most
commonly required services include the leadingafship services and the teaching of confirmatiootioer classes. In
most cases actual travel expenses will be apprd&aviay reimbursing at the IRS mileage rate. Howebere may be
additional travel expenses (meals, lodging, comgiims for time, etc.) that may need to be reimbdingben greater
distances are traveled. The following providesimirm guidelines for compensation of Supply Pastors.

Minimum compensation for Supply Pastors

Reminder:
IRS mileage for 2007 is 48.5¢/mile.
(Use 2008 rate for 2008.)

Worship Services:
(Worship services include weekly services, occasidreervices, weddings, funerals, etc.)

Congregations Please remember to pay your supply pastor(§imftvo weeks of services provided.
Pastors Please remember that the congregation’s treaseeels a listing of your travel expenses andsesyirovided.

One Worship Service: $125 + Actual Travel Exmsns

Two Worship Services: $150 + Actual Travel Expgens
More than Two Worship Services: As Agreed + Acfliavel Expenses

Confirmation or other Pastoral Teaching:

Each Class: $50 + Actual Travel Expenses

Additional Dollars needed to be Budgeted by Congregion for Time Agreement

To aid the congregation in the preparation of thadgets, the following schedule is provided tineste the cost of the
time agreement which you have made with your pastor

Number of Days a Supply Pastor is needed to leadhif@ .............cccoeveiiiiiiiiiiiiiieee e,
Multiply by $125 if one worship service per day58Lf tWo. ........cceeeveeiiiiiiiieeeeiiiiin (rate) x
(701 (o] @RS W] o] o] VAN o T= L] (o] (PP
Add $25 per day to approximate the cost of traXPE@SES........cccoviiiiiiieiiii e

(701 B (o] gV /o 6] aT1 ¢ ST U1 o] o] /PR

Number of Confirmation Or OthEr CIASSES .....ccaumm i iiiiiii e e eees
Multiply by $50 fOr €aCh ClasS..........coiiiimeemee e (rate) x
COSt fOr INSITUCTIONS ... ..ot v e e e e e e e e e e e e e e e et et b s e e e eeeeeeeeseebntaa e eeeeeeas
Add $25 per day to approximate the cost of traXPE@SES. ..o e

Cost for Confirmation and OthEr ClASSES..........ciiiiveiiiieee e e e e e e

Other Pastoral ServiceqVisitation, counseling, etc.)

There are times when a congregation may call otraohwith a pastor to do other ministry on a pmie basis
(visitation, counseling, etc.) Congregations stidnd aware that the cost of these services is oftém30% higher than
the “hourly rate” of a full time pastor.

Please note, your congregation may incur other agps. However, the above are the most commongen
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APPENDIX E

PART-TIME CHURCH MUSICIANS (less than 20 hours pe week)

An approach to determining compensation of paretimurch musicians follows. We urge you to usédinest method
to determine a just compensation.

1. Number of Hours/Week

The church musician’s work covers a broad specwfiactivities, some of which is “visiblyobserved by the
congregation (worship services, rehearsals) buthnwiovhich goes “unseén{music selection, practice time,
rehearsal preparation, etc.). In order to deterrnfieenumber of working hours/week for a church wiasi it is
advisable that the following worksheet be filled tagether by the personnel committee, pastor amglaian:

HOURS/WEEK MUSICIAN'S DUTIES

a)
b)
c)

d)

____ e
_ 9
0

Worship Service
Choir Rehearsals
Practice time (maintenance of technique andrtee)

Preparation for rehearsals (reviewing and sieleof music, marking scores, ordering materigsded,
etc.)

Service planning, consultation with clergy
Meetings: staff and worship/music committeggamist and choir director; congregational

Administrative tasks: maintenance of the musdicary, copyright procedures, developing and
administering the annual budget as approved bgZthech Board.

Program building and recruiting; liturgical amaisical training and enrichment for the congreyati
Auditioning and engaging soloists or small “sjg¢ music” groups for worship services.

Special music programs; planning and schedutiyign-sings, special services, concerts, performanc
productions.

Composition and arrangement of music for patéicneeds of the service; or for voicing of theic etc.
Looking for and review of new compositions aitions, reading of musical and liturgical matksria
Continuing education: teaching or attendingrch music workshops professional meetings, lessons
Instrument maintenance and care (organ, ptaregbells, etc.) and demonstrations.

Custodial work (furniture and instrument movirgetting up and clearing rehearsal and performareas.
Writing articles for church publications; demping publicity material for newspapers, radios, et
Other

Total

OR (see next page)
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Another appropriate formula to determine pay i Shours of preparation are needed for each wostvice.

3 Allow 3 hours for preparation

+ (fill in 1 hour for each service to bayed)
Total hours for which payment is toisele
X hourly rate of pay
Fee before additional to compensatedabenefits.
+ 10% since those working less than 2@shper week receive no benefits other than FICA
$ (compensation)

2. Level of Competency

The level of competency is determined by usingttegories of AIM or Lay Minister (page 14of thesidelines)
that most closely matches the experience and tigaimii the musician. Simply apply the dollar peuhfsom the
appropriate level of competence and multiply byrthmber of hours worked per week to determine corsgason.

Additional Minimum Recommended Fees for Part-tintgaists:
Weddings $100

Funerals $ 75 (church should notify funeral bavhfee)
Wedding Rehearsals $ 50 each

COMPENSATION GUIDELINES FOR SECRETARIAL AND CUSTODI AL STAFF:

Please check local community levels of pay and lbaisement.

2008 Comp Guidelines; Feb 2007
23



APPENDIX F

SUPPORT STAFF

Most congregations are well-served not only byrt@eilled and Professional staff but also by thosesg ongoing
ministry would be classified under the heading ‘{gonp Staff”. This category covers the dedicatedasts of God
who function as Administrative Assistants, SecietgrCustodians, and others who serve in full aarti-gime
positions in support of the congregational ministrfsometimes, despite the best intentions of igagions, these
employees are inadvertently overlooked becauseubegily labor “behind the scenes” and often orsdand in
ways when the worshiping congregation is not pres&€hese employees should always be given coradidarand
care when issues of remuneration and employee iteeasd considered.

The Compensation Guidelines manual cannot presorsieatre compensation minimums and ranges for Suppor
Staff due to wide variations in local situationslandividual responsibilities. This Synod doeswkwer, wish to
give some guidance and advice as congregationgsee&ponsibly care for all those who are empldygeslipport
of their programs and buildings and offices. Wkeiothe following as a guideline for review:

1. Have job descriptions and expected hours of wkibeen put in writing for Support Staff?
The presence of job descriptions and time expettaitan often help identify areas of additionaldhee
situations where adjustments of expectations shiogildiscussed.

2. Has the "line of supervision” been adequatelyxplained so that both the Support Staff and those
responsible for supervision have come to agreement?
Clear supervisory lines assist the support stafftae congregation in knowing when and whom to &cirif
special needs for the employee’s time or speciatems about the employee arise. The “oh, we'tHe
Secretary do that” syndrome can be avoided.

3. Have the levels of compensation been comparedhin the local community with other like positions? Has
this been done at least once every two years?
Often dedicated support staff who have been long-tanployees have “fallen behind” others who laibaa
similar category in the community. A fair companshrough the local Chamber of Commerce or local
companies can usually be made without compromigiagonfidentiality issues of an individual's payair
compensation levels let congregations feel goodhefial congregational employees know they are ciared

4. Have issues of vacation, flex time, paid timdfan case of illness, and paid holidays been revied
regularly?
Congregational employees need the same kindsroé‘tiff” policies that local businesses offer fagith
employees. Comparisons through local Chambers ofr@rce can again be easily secured.

5. Has a fair policy for full and part time suppott staff been adopted which explores, and possibly
implements, retirement benefits, disability coverag, life insurance, and medical benefits?
The ELCA offers many of these through the Boar@efisions and allows support staff to be fully cedan
many of the same ways as pastors. Sometimes suelits allow a dedicated employee to serve hiseotord
as a full time employee of a congregation rathantleaving for private industry. Many of thesadifits can
also be worked out through private insurers incalcommunity. Often these plans can result inii@ant help
to the employee in ways which do not result ineagly increased tax burden to the employee.

6. Has a policy of “continuing education” been reiewed for support staff and congregational monetanand
time support made available so that such continuingducation might be taken?
Often we forget that new machinery or computergrograms come out every year. Who better to labhout
new ways to increase a congregation’s efficienay/@oficiency than the support staff? Sometimggpsrt
staff need intentional reminders and expectati@tabse they are so dedicated to getting the job that they
won't spend time away without encouragement. Alnabstys, time spent in continuing education bringse
benefit back home than the continuing educatiomiesest.
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7. Has the congregation given visibility and credility to the Support Staff?
Are their names known to the members?
Has anyone said a public “thank you” lately?
Are support staff recognized in such a way thatxshiie congregation is proud of its employees heit tvork?

Has someone sat down and asked if all the equipwanhks, if it is efficient, if it needs repair oeplacement?
Is a system of feedback in place so that the sugpaff feel appreciated and not isolated?

A committee or an individual needs to show car@ceon, and promote justice for the support staff fis most
congregations do for their pastors and rosterdtl stapport staff are often “unsung heroes” iroagregation.
They do the work that is usually unnoticed whes done correctly and they often become the onesaghrect a
mix-up or problem before it becomes unsolvablepddut staff are those who have chosen a churchieoca
because they care. Let us always care for them.
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