2010 COMPENSATION POLICY FOR PASTORS

PRESBYTERY OF WEST JERSEY
With a Base Bfective Salary of $45,730 — 1.0% increase
Approved by Presbytery June 16, 2001

Policy Summary
It isthe policy of the Presbytery of West JErsey that itsmember churches shall provide equitable compensation of

pastors and shall meet or exceed the minimum amounts specified for certain of the termsincluded in calls. Every
church of the Presbyterian Church (USA) is obligated to review annually with its pastor(s) the adequacy of
hisgher/their compensation (Book of Order G-14.0534). Additionally, by the action of the General Assembly, each
Presbytery may set minimal salary requirements and has the power to enforce such standards. It is the
responsibility of the Committee on Ministry to propose these minimato the Presbytery for approval. Thisisdone
in the middle of the year preceding the year they are to go into effect. Also, the Committee on Ministry conductsa
salary review early in each calendar year to determine the compliance of the compensation with the minima. In
situations where the Presbytery minima are not met, full approval of the “call” is withheld until the situation is
corrected.

Definitions for the Terms of Calls

Hfective Salary: the sum the church pays the pastor, in effect; the amount on which dues must be paid to the
Board of Pensions. Hfective Salary is the sum of Salary and Housing, plus any other payments to the pastor,
except (1) professional expenses reimbursed through an expense account; (2) SECA Relief (up to 50% of a
minister’s SECA obligation); (3) honoraria; (4) pension dues and (5) premiums paid for additional group medical
coverage.

Base Hfective Salary: The Hfective Salary figure set for the year by presbytery asthe minimum Hfective Salary for
the terms of call of a pastor with zero full years of experience in ministry (dated from ordination) and serving a
congregation of 100 or fewer active members. From thisfigure, all particular figures for minimum Efective Salary
are calculated for callsto pastoral ministry (new or continuing), using the adjustments appropriate for the call of a
pastor or of an associate pastor.

Salary: The cash salary paid to the pastor, plusany deferred compensation such asannuities. For callsincluding a
manse, the Cash Salary must equal at least the Hfective Salary divided by 1.3.

Deferred Compensation: Paymentsthe church makesinto a plan, other than the Presbyterian Pension plan, from
which the pastor will later derive income.

Housing: Bther the housing allowance provided by the church or the “fair rent value” of the manse provided by
the church.

Fair Rent Value: As defined by the Board of Pensions on Page 10 of the publication “Understanding Efective
Salary, December 2007. (Click here for the publication). Fair Rent Value is part of effective salary for pastors
living in manses.

Housing Allowance: The portion of Bfective Salary designated to pay housing expenses.

Expense Account: An amount designated in the terms of call for reimbursement to the pastor for particular
professional expenses. Expense accounts are required in the terms of call for automobile and continuing
education expenses. Other expense accounts may be added.

Automobile Expense Account: Churches shall reimburse pastors for church-related use of their private
automobiles up to at least $3,000 per year. This reimbursement shall be through a vouchered reimbursement
expense account, which must include automobile expenses at the current IRS approved per-mile rate, but may
also include other reimbursable professional expenses. When other professional expenses are included, the
expense account is called a Comprehensive Non-Personal Professional Reimbursement Expense Account, and

the expensesto be reimbursed must be stated in the Session minutes prior to the start of the year covered by the
terms of call. (The transition from allowances to expense accounts can hurt pastors at or near minimum
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compensation levels. The Committee on Ministry’s Subcommittee on Compensation can suggest waysto alleviate
financial loss.)

Adjustments: The two factors used to adjust the Base upward to obtain the minimum Hfective Salary for a
particular pastor or associate pastor.

The Base Hfective Salary set by Presbytery for 2010 is $45,730. No church may extend a call for less than this
base, plusthe required Adjustment Factors, during 2010.

Voucher: The documented request for reimbursement from an expense account

Allowance: An amount paid to the pastor for particular expenses. The only allowable allowance under the current
policies of the Board of Pensions and our General Assembly isthe Housing Allowance.

SECA (Self BEmployment Compensation Act): The pastor’s Social Security payments, as required by the IRS, asa
self-employed person. Most pastors are covered by the Self-Employment Compensation Act (Social Security). This
means pastors are regarded, for Social Security purposes, as self-employed; instead of paying 7.65% of salary in
Social Security tax asdo other employees, pastors must pay 15.3%. While churchesmay not pay half of the Social
Security tax (FICA) for pastors as for other employees, churches may elect to provide SECA Relief.

SECA Relief: An amount paid to the pastor toward his/her payment of the Self Employment (Social Security) tax.
SECA Relief is not required in the terms of call, but consideration of it is encouraged by the Committee on
Ministry. Pension dues are not paid on SECA Relief so long as it does not exceed 50% of the pastor's SECA
obligation. Any amount of compensation above that 50% is subject to pension dues. The Subcommittee can
provide details. SECA Relief does not count in Efective Salary, nor may it be used instead of full payment of
minimum Cash Salary. For income tax purposes, SECA Relief isconsidered to be salary. Income tax and SECA tax
must be paid on SECA Relief.

Honoraria: Sums given (not by the church) to the pastor in appreciation of professional services. They are not
included in Bfective Salary.

Pension Dues: paid by the church on the pastor’s Bfective Salary. For 2010, the rate is 31.5% of Hfective Salary
(19.5% for medical coverage, 1% for death + disability, and 11% for pension). Participation in the Presbyterian
Pension Plan isrequired, and payment of the dues by the church must be in the terms of call.

Additional Medical Coverage: Under recent changes approved by the General Assembly, direct payment by the
church to the pastor for medical expenses not paid by the pension plan because of the deductible are to be
included in Bfective Salary. Paymentsinto a group medical plan (third party) are not however in Bfective Salary,
and are exempt from dues.

Vacation: All calls shall contain a minimum vacation period of one month, to be described as “one month (four
or five Sundays) vacation.” Earned vacation time must be taken within a particular calendar year. In very unusual
circumstances earned vacation time may be taken in the following calendar year with prior approval of the
Session. The vacation can be taken in shorter segmentswith prior Session approval. Time off for vacation isnot to
be confused with time off for Federal holidays.

Continuing Education: In addition to vacation time, all calls shall contain a minimum of two weeks leave with
full salary each year for the purpose of continuing education. A reimbursement expense account of at least $750
per year shall also be included. Continuing education time cannot be extended past three years (thus giving the
pastor a six week period for study). Scheduling the leave time shall be arranged in consultation with the Session,
and postponing continuing education time from one year to another must be done with prior approval of the
Session.
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Sck Leave: Pastors and associates are entitled to ten (10) working days of sick leave each calendar year,
cumulative up to one hundred and twenty (120) days.

Leave of Absence: These policy statements represent a minimally equitable policy on leaves of absence. It is
anticipated that individual churcheswill not feel limited by them and will respond to the need for pastoral leaves
of absence responsibly and generously:

1. Medically Certified Disability: Pastors who are, according to certification of a licensed physician,
temporarily disabled shall receive full effective salary and pension for a period of such disability, not to
exceed 13 weeks, at which time if disability continues, application may be made for disability benefits
from the Board of Pensions for members of the Pension Plan. This policy shall apply to all medically
certified disability, including pregnancy and pregnancy-related disability.

2. Maternity Leave: Should a pastor become pregnant, the Session or the appropriate governing body shall
be informed within 12 weeks of a physician’s confirmation of the pregnancy. Maternity leave shall
ordinarily be the time that beginswith the physician’s certification that the pastor can no longer perform
her dutiesand end when she ismedically released by her physician to return to her professional duties.
In an uncomplicated pregnancy thisleave would normally begin two weeks before the expected date for
delivery and extend to no more than six weeks beyond the time when the child isborn. During thiseight
week period the pastor shall receive full effective salary plusfull Pension dues. In the event of medical
complications, the pastor shall make arrangements for additional leave with the Session or appropriate
governing body, under the terms of the Medically Certified Disability paragraph of this policy.

3. Voluntary Personal Leave: In addition to the paid leave provided in Medically Certified Disability and
Maternity Leave paragraphs of this policy, a pastor may, on request, be granted unpaid leave of up to
eight weeks for maternity, convalescence and recuperation. Also, a pastor may, on request, be granted
unpaid leave of up to eight weeks for paternity, family or child care and similar personal situations.
During such voluntary leave times, the church shall pay pension dueson the full effective salary specified
in the call.

4, Granting Leaves of Absence: Whenever a Leave of Absence is granted by a church the Committee on
Ministry shall be notified as to the time and terms agreed upon. The Committee on Ministry will, on
request, provide consultative servicesfor churchesinvolved in problemsrelating to the granting of Leaves
of Absence.

Guidelines for Pulpit Supply Fees: A church employing, or intending to employ, a full-time pastor should
establish an appropriate budget reserve to cover the costs of a substitute for its minister when required during
periods of vacation, study leave and other unavoidable absences. A guest preacher shall be paid an honorarium
and in addition be reimbursed for travel expenses. The minimum honorarium for each service shall be at least
one-third of one percent (0.33%) of the Presbytery’s Minimum Hfective Salary. Example: 2010 Presbytery
minimum base $45,730 x 0.0033 = $151.

Part-Time Pastors: Part-time Pastors shall be compensated similarly to full-time pastorswith salary and other forms
of compensation being proportional to the amount of time agreed upon compared to the time requirements of a
full-time position. All details of the agreement shall be entered into the call. The fraction of full-time isto be
stated in the call. The Presbytery uses “Hours” or “Blocks of Time” asthe unit of measurement of a pastor’swork
load. Surveys conducted by the National Council of Churches of the average number of hoursactually worked by
pastors, based on their own record-keeping and reporting, show that the average full-time pastor worksan average
of 48 “Hours’ per week. Pastors have the prerogative of donating additional time to their churchesif they wish.
However, the church isnot free to plan, expect or demand the expenditure of time beyond that stated in the call.
Terms for parttime retired ministers, however, shall be mutually negotiated. There are two work load
measurement systemswhich may be used: “Hours’ or “Blocks of Time.” A morning, an afternoon and an evening
are each a “Block of Time;” each block isroughly equivalent to four hours. According to the National Council of
Churches survey, pastors work an average of 12 “Blocks of Time” a week. Half-time is thus 24 “Hours” or 6
“Blocks of Time.” For example: both 5 “Blocks of Time” and 20 “Hours” are 42% of Full-time: 5/12 or 42%
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(Blocks) or 20/48 or 42% (Hours).

Determination of Minimum Compensation

The Salary Policy seeksto assure that all parish pastors are paid equitably. With this purpose in mind, minimum
Adjusted Base salary levels have been established.

Every year the Presbytery sets a (minimum) Base Hfective Salary to which all Adjustment Factors are added to
calculate the minimum Total Compensation. Any change of base, such asacog-of-livingincrease, ispassed on to
all pastors.

The Base Hfective Salary includes all the elementsthat make up a pastor’s Total Compensation (value of the use
of manse, including utilities, and cash salary; or housing allowance, including utilities, and cash salary).

A. Pastors:. Two adjustments are required to determine the pastor's Adjusted Base (minimum
compensation):

1. The base must be increased one-third of one percent for each year of pastoral service since the
pastor’s ordination. This is called the Experience Adjustment. (Example: 15 years of service
increasesthe base by 5%). Thisexperience adjustment does not increase after thirty yearswhen
the base adjustment reaches 10%.

2. The base must be increased 1/10 of one percent (0.001) for each active church member in
excess of one hundred. Thisis called the Sze Adjustment. (Example: Pastor’s church has 300
members. Deducting 100 gives a figure of 200, which is then multiplied by 0.001 to give an
adjustment of 0.20 (20%). The Sze Adjustment does not increase beyond 600 members, when
it reaches .50 (50%).

The examples above show two adjustments, 0.05 and 0.20. Their sum plus“1" providesthe adjustment
factor 1.25 which multiplies the Presbytery base $45,730 to give the pastor's minimum of $57,163.

B. Associate Pastors are to be called at not less than the minimum salary plus one-third of one percent of
the minimum for each year of service since ordination.

After theinitial call, the minimum for a given year will be based on the Presbytery Base Hfective Salary
for that year modified by the two adjustmentslisted below.

1. Same as the Experience Adjustment for #1 solo pastors.

2. The base adjustment must be increased 3% for each year served as an associate pastor in the
calling church. This is called the Tenure Adjustment. (Example: An associate pastor has
completed 6 yearsin the calling church. This meansthat the tenure adjustment is equal to 3%
(0.03) per year multiplied by 6 years, giving an adjustment of 18% (0.18). Additionally, the
associate pastor wasordained 12 years ago which requiresa 4% (0.04) experience adjustment.
The pastor’s adjusted base thus becomes 1.22. The minimum salary that can be paid the pastor
is 1.22 times the Presbytery base of $45,730 which is $55,791.

When the adjustment factor reaches 1.60 no further increase occurs for any pastor or associate pastor. For
associate pastors this limit occursin 17 to 18 years.

No pastor may be called to a church for atotal effective compensation which is less than that specified by this
salary policy.

Pastors with a housing allowance provided are to be paid in cash, part of which is salary and the remainder is
designated “housing allowance.” This designation of the amount that is housing allowance by the appropriate
church board isimportant to assure its non-taxable status. The adjusted base, described above, isthe minimum
amount that a pastor receiving a housing allowance can be paid.
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Pastors provided with the use of a manse are compensated with salary (including deferred payments) plus “fair
rent value” for the manse (including utilities). The sum is called Efective Salary.

This policy seeksto assure that all parish pastors are paid equitably. The Minimum Efective Salary (an average
taken between the starting salary for a school teacher with a master’sdegree in high-paying and low-paying school
districts) isestablished in aprocessdesigned to achieve parity with starting salariespaid for school teacherswith a
master’s degree in South Jkrsey with master’s degrees. Minimum Efective Salary for 2010 is $45,730 plusthe
two adjustment factors.
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GUIDEINESFORMINISTERS CONTINUING EDUCATION AND STUDY LEAVE

The Compensation Policy for Pastors of the Presbytery of West Jrsey provides for two weeks annual study
leave. Planned continuing education is of great value in helping ministers maintain and improve the skills
required for their ministry. The Presbytery of West Ersey expects its ministers to use their study leave and
participate in planned continuing education each year as provided by their terms of call.

The Presbytery has adopted on May 16, 2000, the following guidelines for use by pastors and churches or
employing agenciesin providing annual continuing education or study leave;

1.

Sudy leave time and expenses may be used annually or accumulated in accordance with the terms of
call. The money and time budgeted for continuing education shall be used only for continuing
education as defined in the terms of call. Sudy leave time and expenses may be accumulated up to
three years, but require prior approval of session.

Sudy leave time may not be used for vacation purposes.
Travel, food, lodging, registration, and related expenses incurred during study leave are reimbursable
expensesfor continuing education. Churchesare strongly encouraged to provide sufficient fundsto cover

adequate expenses for two weeks of study leave.

In addition to study leave expenses as provided in the terms of call, the church or employing agency
shall:

a Continue the pastor’s full salary

b. Pay the cost of pulpit supply (one Sunday for each weeks of study leave used by the pastor;
normally the Sunday following the study leave time)

C. Pay for any other necessary pastoral services during the study leave time.

While ministersare ordinarily free to choose the nature of and location of their study leave, ministersare
strongly encouraged to report to both their session and congregation about their use of study leave time.

Sudy time credit accrues to an individual pastor in direct relation to the call to a particular church.
Should the pastor accept a call to another church or employing organization, any study time credit that
has been earned in a particular ministry setting he or she isleaving shall automatically be forfeited and
shall have no cash surrender value.

GUIDHEINES FOR PASTORAL COMPENSATION
IN THE PRESBYTERY OF WEST ERSEY
(November 2002)

The following guidelines are intended to assist churchesin providing adequate and appropriate compensation for
their pastors and associate pastors. The assumption is that these churches are paying more than the presbytery
minimum and are looking for help in assessing what is suitable and honorable for their ministers of word and
sacrament. The considerations presented here are suggestive; they are not required. Churchesare encouraged to
consider these guidelines in going beyond the compensation minimums as adjusted for experience and
congregational size.

A.

Comparable Positions
The work of a pastor isunlike any other. Nevertheless, there are similaritiesto some other kinds of work
that may help churchesto establish a basis of comparison. There are several factorsto consider.

1. Education required
Pastors and associate pastors must have a master of divinity or its equivalent in order to be
ordained.
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2. ills required
Some of the basic skills needed in order to serve as a pastor or associate pastor include public
speaking, teaching, counseling, program development, managing and administration, aswell as
possessing and continuously enhancing the core knowledge of theology and biblical
interpretation.

3. Public image
Pastors continually relate to the public as role models and spokespersons.

Jbb Complexity

While all pastorswork diligently, often sacrificing free time and serving at unusual hours, the degree of
difficulty and the types of skills required vary considerably from position to position. The following
factorsillustrate some of the differences.

1. Saff oversight
The number of paid and volunteer staff who are directly supervised

2. Program oversight
The number and significance of programs for which the pastor is directly or indirectly
responsible

3. Ministry to individuals

The number of persons— children, youth and adult — to whom the pastor or associate pastor is
expected to give regular pastoral care

4, Fecial competencies
Xillsfor the particular position beyond what is generally required of pastors. Thismay include
giftednessin youth ministry, ability to engage in community development, unusual excellencein
preaching, high administrative and managerial expertise, etc.

Base salary

Applying the all of the factors above regarding comparable positionsand job complexity should enable
churchesto arrive at a base salary for their pastor and associate pastor positions. In afew cases, an honest
evaluation for the position will rate it at the presbytery minimum. In afew cases at the other extreme, the
evaluation will determine that the position is worth three or four times the presbytery minimum. After
carefully assessing the base salary for that position, churches should weigh the value of personal
advancement and achievement, as described below.

Advancement and achievement

Pastors and associate pastors should be rewarded for continuing faithfulness and increasing competence
in their work. The following factors should be considered in addition to any cost of living increase the
church may offer.

1. Experience
Churches should recognize the value of the number of yearsin ordained ministry, and in some
cases, other work prior to ordination, that contribute to improvement in the quality of ministry.
Various presbyteries have recommended an increase above the base salary between 1/3 and one
percent per year since ordination.

2. Tenure
Continuity in the same position is generally valuable for the church, since the disruption of
changing the pastoral leader and the loss of experienced and knowledgeable ministry during the
search period are costly to a church’songoing ministry. Churches may decide to reward tenure
in the same congregation either by a set factor each year or by special financial recognition at
other regular intervals.

3. Education
An advanced degree beyond the master of divinity increase the pastor’s effectiveness and is
rightly rewarded by churches. In addition, the prudent use of continuing education opportunities
may have added special competencies which, while no additional degree was rewarded,
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nevertheless increases the value of the pastor’'s work.

4, Exceptional contribution
In certain years a pastor or associate pastor may have rendered unusually effective service to the
church, which the church will want to recognize with a one-time bonus.

Other ways to honor pastors
In addition to an appropriate salary, churches should consider other ways to lighten the load of their
pastors and associate pastors .

1. Ample funds for professional expenses
Too often pastors forego expenditures for books, subscriptions, business meals, or continuing
education, or else they purchase such items out of their own pockets, because the church does
not set a reasonable figure for professional expenses.

2. Home equity allowance
When churches provide a manse, it isalways appropriate to provide some meansfor the pastor
or associate pastor to build up an equity account that can be used in the future for housing or
retirement.

3. Reimbursement of medical or dental expenses
Payment of medical deductiblesor dental expensesisanother way to provide additional income
to the pastor or associate pastor. Such paymentsshould either be included within effective salary
(subject to tax and pension/medical dues) or arranged through additional third-party insurance.

4. Increased leave for continuing education
While two weeks per year for continuing education is the norm, an additional week may be
highly valued by certain pastors.

5. Additional vacation and days off
After a certain number of years the church may provide additional vacation or additional
Sundays free from pastoral responsibility.

6. Sabbatical
A sabbatical policy offerssignificant time away for study and personal refreshment after a certain
number of years of service in the same church. Presbytery adopted a Sabbatical Leave Policy in
2008 and should be followed.

General principle
Let the elders who rule well be considered worthy of double honor,* especially those who labor in
preaching and teaching. (I Timothy 5:17 NRSV)

* or compensation (see footnote in NRSV)

Thisadmonition raises questionsabout pastoral compensation. Surely, it means churches should be eager
to pay their pastors as much asthey can, rather than as little as the presbytery permits. There isthe first
and primary question: Are we trying to pay aswell aswe can or to get away with paying only what we
must? What is our attitude toward our pastor and toward his or her compensation?

What does the consideration of “double honor” mean in a church whose members are not wealthy or
affluent but struggle financially themselves?How can they compensate their pastor fairly and generoudly,
not begrudgingly or jealously?In a church with many affluent or wealthy members, the pastor may be
one of the more poorly paid people. At least, the compensation should reflect the living costsin the area,
but some further questions need to be asked. Should the pastor have to scrape by while the church
memberslive very well?How do we decide what someone’swork isworth to us?Isit merely a matter of
“the going rate? How do we value what the pastor does, and how does that value translate into
compensating the pastor fairly and faithfully?

The minimum terms of call may be helpful as starting points, but the admonition from the New
Testament requires of usboth attitudes and actionsthat go well beyond meeting minimumsto satisfy the
presbytery. A better goal would be to have the satisfaction of knowing pastors are being paid, not
minimally, but appropriately and well.



