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 PREFACE
These compensation guidelines have been developed by the Leadership Support Committee of the South Carolina Synod.  Upon extensive discussion, the Leadership Support Committee submits the Guidelines to the Synod Council.  The Council submits the Guidelines to the Synod Assembly for adoption and use by congregations and agencies. 

The recommended process for use of these guidelines is twofold:

1.  Congregational/agency Mutual Ministry Committee reviews compensation

     guidelines and provides an annual review for the rostered person.

2.  Mutual Ministry Committee in conjunction with Church Council recommends a

     compensation package to the Congregation for inclusion in the annual

     budget.

Resources recommended for use with these guidelines are:


Minister’s Guide for Income Tax


By Conrad Teitell, LL.B., LL.M.


Available from the ELCA Board of Pensions, 800 Marquette Ave., Suite 1050


Minneapolis, MN 55402-2885


www.elcabop.org


Church and Clergy Tax Guide


By Richard R. Hammer, JD. LL.M., CPA


Christian Ministry Resources


P O Box 2301


Matthews, NC 28106

For additional questions please contact the South Carolina Synod office.

REVISED 2/2009

CARE and COMPENSION FOR ALL ROSTERED LEADERS

A.
STEWARDSHIP OF LIFE
In being Christ's disciples we are all exhorted to be good stewards of God's creation and to remind one another of this calling.  As creations of our heavenly Father, rostered persons are reminded to practice that which is preached.  God has given us the privilege to being called to lead our church, our congregations of faith.  As such we are called to set good examples -- to be models for people in the congregation.  Let all rostered persons be reminded that they are to take care of themselves, so that they can take care of those that have been placed in their care.  Days off are to be taken.  Rostered persons are encouraged to take one full day off per week; in addition, time should be taken for intentional prayer and spiritual self-care/well-care.  These are times to recharge our "batteries" as well as our souls.  Physical and emotional wellness is essential to positive ministry.  In managing time at work and time off it might be helpful to consider each day as three segments: morning, afternoon, and evening.  Each week contains twenty-one such segments.  Working fourteen or fifteen of those segments, equaling approximately 45 hours, is suggested as the norm.  During Lent and the Christmas season more may be required.  Correspondingly, some summer months may require less.  All congregations are reminded that they should support all rostered persons and their families in being good stewards in God's Kingdom.  

B.
REVIEW OF MINISTRY PERFORMANCE
Regular reviews of rostered persons can provide an opportunity for both the rostered person and the congregation to identify, and develop ministry and leadership needs for the congregation.  A ministry team or Mutual Ministry Committee beyond the Congregation Council is an important ingredient in managing a congregation.

It is suggested that a rostered person participate in a ministry review at least once a year, preferably NOT in conjunction with the preparation of the congregation's budget.

While an annual review may be regarded as sufficient, it may not provide the best overall assessment of an individual's ministry or of the congregation's ministry.  Quarterly and/or semi-annual reviews may provide a more positive, honest and productive view of the rostered person's and congregation's ministry.  Frequent reviews also aid in further development of positive leadership qualities as well as pinpointing potential areas of conflict.  See example – Appendix E.

C.    MINIMUM SALARIES
    Recommended minimum salaries for rostered leaders who are in their first year of

ministry see page 8.  Additional compensation should be considered for experience, performance, special skills, credentials, or the complexity of the situation.  A rostered person may have work experience prior to entering the ministry, which a congregation/agency may want to take into consideration when setting salary.  

D.
      HOUSING 


The housing allowance is to include what is actually spent on the house.  The allowance includes mortgage or rent payments, real estate taxes, property insurance, down payment on home, utilities, furnishings and appliances, remodeling and repairs, yard maintenance and improvements, etc.  If the allowance exceeds the lower of the actual expenditures or the fair rental value, the pastor should include the difference on Form 1040 as “other income.”  If the actual expenditures or the fair rental value exceed the allowance, the difference cannot be taken as an additional deduction on the pastor’s tax return.  The housing allowance must be approved by congregational council prior to its effective date.  Please note:  IRS regulations DO NOT permit housing allowances for rostered laypersons.  


E.
      SOCIAL SECURITY 


Pastors are required to compute and pay self-employment Social Security Tax (SECA).  The SECA rate is 15.3% on salary and housing. Congregations often include a Social Security Allowance.  If a congregation/agency includes a Social Security Allowance in the pastor's compensation, it must be declared as income.  Therefore, when a congregation/agency includes the entire cost of Social Security, the allowance would be 16.459% of salary and housing to cover the FICA on Social Security Allowance.  Please note: The IRS regards rostered laypersons as employees of the congregation/agency, therefore the congregation must pay the employer portion of Social Security.  No other Social Security allowance is allowed for rostered laypersons.  

F.       RETIREMENT/HEALTH BENEFITS  

It is the expectation of the South Carolina Synod that all congregations/agencies provide a Pension and Benefits Program for all rostered persons – clergy and lay.  The cost for the ELCA Pension, Survivor Benefits, Administration cost, Medical, Dental and Disability Insurance is calculated as a percentage of the Rostered Person's compensation.  This Synod encourages all congregations/agencies to contribute to the Retirement Plan with at least the 12% rate.

G.       CONTINUING EDUCATION 

1. It is expected that all newly rostered persons will participate in three years of First Call Theological Education and that the congregation will support this with paid time off and funding.

2. It is expected that all rostered persons will continue to participate in continuing education programs (beyond first call education) that enhance ministry and enrich congregation programs.

3. Congregations/agencies are expected to support these continuing education goals/ideals by providing to the rostered persons a MINIMUM of two paid weeks including two Sundays (outside of vacation) per year and $1000.00 per year, cumulative for three years.  

4. To accomplish Continuing Education goals, congregations are strongly encouraged to enter a CONTINUING EDUCATION COVENANT between the rostered person, congregation and synod.


H.
    
PUBLICATIONS and MEDIA RESOURCES

    Congregations are expected to provide a minimum of $100.00 for publications and media

resources.

I.
OFFICIAL MEETINGS
Synod Assemblies are decision making meetings of the Synod.  Fall Convocation and Bishop’s Days are official gatherings of Rostered Leaders.  It is expected that all rostered

persons will attend these meetings and gatherings and funding will be provided by the congregation as they are a part of their call to the congregation.  Time away is NOT vacation time.

J.
TRANSPORTATION REIMBURSEMENT
The congregation/agency should reimburse miles traveled in carrying out duties as a rostered person at the rate allowed by the IRS.  Miles traveled commuting are not reimbursable.  

It is recommended the rostered person submit a report no less than monthly to the responsible financial officer of the congregation.  Provisions in the Accountable Reimbursement Policy prevail (see Appendix B).  

It may be advantageous for the congregation to lease a vehicle for the rostered person. Personal use of a leased car is to be reimbursed to the congregation or taken as taxable income.  Transportation reimbursement is not considered a benefit, but a normal operating business expense of the congregation/agency.


K.
REIMBURSEMENT
Income tax regulations 1.162-17 and 1.274-5(e) provide that an employee need not report on his/her tax return expenses paid or incurred by him/her solely for the benefit of his/her employer for which he/she is required to account and does account to the employer and which are charged directly or indirectly to the employer.  

Under this tax regulation, the Accountable Reimbursement Policy  (See Appendix B) must be adopted by the congregation council.  The rostered person(s) must submit adequate supporting accounting to the church treasurer as defined by the policy. 

L.       VACATION

Due to the average six-day work week (an average of 45 hours per week), the recommended vacation for rostered clergy or lay employees is four weeks, including four Sundays, per year.

M.
ILLNESS
1. 
The Synod recommends up to 4 weeks in a 12 month period which cannot be accrued and carried forward from year to year.  Doctor’s recommendations should be followed.

2. 
In catastrophic situations, 2 months compensation and allowances will be provided by the employer.  ELCA Pension Plan provides disability coverage the beginning of the third month.  Social Security provides coverage at the beginning of the sixth month.

N.
FAMILY LEAVE
1.
A family leave plan shall be drawn up in open consultation with the rostered person and the Mutual Ministry Committee, with the final approval of the Congregation Council.

2. 
Family leave should include up to six weeks full salary and benefits and may include an additional six weeks. Specific conditions, including number of weeks leave before and after the birth or adoption of a child or care of a terminally ill family member, shall be negotiated and specified in advance in writing.

3.
One week is recommended for bereavement leave.

O.
SPECIAL SERVICES performed outside of congregational call 


(e.g., workshops, consultations, retreats, etc.)  

Rostered persons are to negotiate with congregations and/or agencies for remuneration and related expenses (to be negotiated and put in writing prior to the onset of services). 

P. GUIDELINES FOR SABBATICALS (EXTENDED STUDY)

FOR ROSTERED PERSONS - CLERGY AND LAY
It is important for rostered persons that the calling bodies realize the importance of continuing education through workshops, seminary courses, and personal study.  Lutheran congregations have long been encouraged to provide time and financial assistance to enable rostered persons to maintain and improve their skills.  From time to time, however, an extended period of time may be desired for study, personal growth, and reflection without the responsibilities of regular employment, i.e., sabbatical leave or extended study.  The following Guidelines are provided to assist rostered persons and calling bodies in the contemplation and negotiation of sabbatical leaves.

1.
Rostered persons and calling bodies contemplating a sabbatical are welcome to consult with the Bishop early in the process.


2.
A sabbatical is intended for in-depth study on one or two topics


directly related to the regular call of the rostered person and should


include time for personal and familial reflection.

3.
A sabbatical is normally for a period of three months.

4.
Rostered persons who have a minimum of six years in their current call may present proposals for a sabbatical.  A proposal shall include:

a.
Rationale for a sabbatical, including personal goals, and potential value for the congregation;

b.
A detailed outline of the intended courses of study and/or individual projects, and use of time;

c.      An outline of financial implications for the sabbatical;

d.      One half of the period normally granted as annual leave may be

          designated as part of a sabbatical.

5.
Proposals for a sabbatical shall be presented to the council of the congregation not less than six months prior to the beginning of the sabbatical period.

6. Careful consideration shall be given to all aspects of the proposal and implications for the congregation and the rostered person.

7.
Congregations may give sabbaticals as a merit benefit.

8.      Normally the financial considerations shall be negotiated by the rostered


person and the calling bodies, however, the BASE SALARY, HOUSING

          ALLOWANCE (for clergy), and ELCA PENSIONS AND OTHER BENEFITS

          PROGRAM should be maintained at the current budget level. 

9.
When a sabbatical is granted, a rostered person shall normally agree to serve that congregation for a minimum of one year following its completion.

10. Realizing the parish will be without the services of its regularly called rostered person during the sabbatical, the rostered person and the calling body may want to call the Office of the Bishop for names of supply or interim pastors.

11. Within six weeks of the completion of the sabbatical, the rostered person shall present a detailed reflection on the experience and is invited to share his or her experience in a visit with the Bishop.

Revised 2/09

2010 RECOMMENDED MINIMUM COMPENSATION GUIDELINES

SOUTH CAROLINA SYNOD – ELCA

These minimum compensation guidelines are for rostered pastors, associates in ministry, diaconal ministers and deaconesses in their first year of ministry.  Congregations are encouraged to provide additional compensation for experience, performance, skills and responsibility. 

A.
PARISH PASTOR







Range

1.
Base Salary






$35,000 - $40,000

2.
Benefits

a. Housing Allowance or Free use of Parsonage (Utilities Provided)

b. Housing Equity Allowance (if in Parsonage)                                           5%*

c. Social Security Allowance                                                                   Full

d. Pension







    12%*

e. Health, death, & dental benefits coverage as provided by ELCA*
     Full

f. Four weeks vacation and Two weeks continuing education leave

*(“b” and “d” percentages are multiplied by Defined Compensation)

Reimbursement for Professional Expenses

a.   Continuing education, Fall Convocation, books or periodicals

    $1000


(Unused balance carries forward)

b.     Automobile expenses





     All

B. LAY MINISTRIES
1.
Bachelor’s degree or commensurate experience



 Range
a. Non-rostered lay professionals                                        
     $35,000 - $40,000

b. Rostered (Associate in Ministry, Diaconal Minister, Deaconess)    $40,000 - $45,000

Master’s degree or commensurate experience:

a.    Non-rostered lay professionals                                       $40,000 - $45,000

b. Rostered (Associate in Ministry, Diaconal Minister, Deaconess)   $45,000 - $50,000

NOTE: Housing is included in the above recommended salary ranges and is figured at 30% of base salary.  According to ELCA Guidelines, housing for AIMS, Diaconal Ministers and Deaconesses is taxable income. It cannot be excluded from taxes.

2.       Benefits

a.     Social Security





        Employer Share

b.     Pension







     12%*

      *(multiplied by Defined Compensation)

c.     Health, death & dental benefits coverage as provided by ELCA*
     Full

d.     Four weeks vacation and Two weeks continuing education leave

               3. 
Reimbursements for Professional Expenses


a.     Continuing education, Fall Convocation, books, periodicals

     $1000


(Unused balance carries forward up to three years)

b.     Automobile expenses





     All

· At least equal full family, dental, and insurance coverage should be provided even if the pastor or lay

      rostered minister is covered by a plan other than plans of the Board of Pension, ELCA.

2010 COMPENSATION WORKSHEET

ROSTERED ORDAINED PERSONS with Housing Allowance

(Clergy)

I.
COMPENSATION
A.
Base Salary 








$__________

B.
Additional Compensation for merit, skills, and/or experience


$__________

C. Housing Allowance (including furnishings, utility, etc., if paid

directly to pastor)







$__________ *

D.
Total of A, B and C 







$__________

E.
Social Security Allowance (Line D x .16459)




$__________

Because Pastors are considered self-employed by the IRS for Social Security computations only,

the Synod Council recommends that congregations/agencies contribute total self-employed

social security tax.
F.
Cash Salary (Total of lines D & E)





$__________  (1)

II.
RETIREMENT & OTHER BENEFITS (For Retirement only, the Synod Council strongly recommends 12%)

K.
ELCA Health & Pension Plan (Lines K-1+K-2+K-3)



$__________**



K-1.  Health Benefit (applicable rate*** x Line J)

 $ __________



K-2.  Retirement (applicable rate*** x Line J)

 $ __________



K-3.  Administration Retiree Support and Disability 



        (applicable rate*** x Line J) 


 $ __________

L.
Additional Benefits (i.e., tax sheltered annuity, life insurance, etc.)



$__________ 

M.
Total of lines K & L







$__________  (2)



**Percentages and rates can vary.  See ELCA Board of Pension current rate schedule –Appendix C.

III.
EXPENSES
N.
Transportation Mileage reimbursement 





$__________

(Check the IRS rate.)
O.
Continuing Education (see page 4, Item G, Synod recommended minimum is $1000)

$__________

P.
Publications & Media Resources (Synod recommended minimum is $100/year)

$__________

Q.
Official Meetings (includes synod assembly, etc.)




$__________

R.
Total of lines N, O, P and Q






$__________  (3)


TOTAL CONGREGATIONAL CASH OUTLAY(1) + (2) +(3)


$________  
IV. OTHER BENEFITS

Vacation  _______ weeks, including ______ Sundays

Sick/Parental Leave _______ weeks

Continuing Education ______ weeks and sabbatical ______ weeks.

NOTES:

*  Housing allowance shall be approved by and recorded in congregational council minutes prior to effective date in order to be considered tax exempt by IRS (see Appendix A).

**  At least equal full family, dental, and insurance coverage should be provided even if the pastor utilized plans other than the ELCA Board of Pension Plans.  

***  Furnished by Board of Pension annually but included for your convenience (see Appendix C).

2010 Compensation Worksheet
Rostered Ordained Persons Living in Parsonage

(Clergy)
I.
COMPENSATION
A.
Base Salary 






$__________

B.
Additional Compensation for merit, skills and/or experience
$__________

C.
Total of A and B






$__________

D.
Fair rental value of parsonage or Line C x 30%


$__________


If pastor receives a utilities or furnishing allowance:

E.
Utilities Allowance (Include only if the Pastor pays the utilities with a
$__________ *


cash allowance provided by the congregation.  If the congregational treasurer


pays the parsonage utilities directly to utility company, no figure should be


included here.)
F.
Furnishings Allowance (Part of compensation for Social Security

$__________


but if expended not taxable for state or federal)
G.
Housing Equity Allowance (If paid directly to rostered person)
$__________ ***

H.
Total of C, D, E, F and G




$__________


I.
Social Security Allowance line H x .16459)


$__________

(Because Pastors are considered self-employed by the IRS for Social Security

computations only, the Synod Council recommends that congregations/agencies

contribute total self-employed social security tax.)

J.
CASH SALARY  (Total of lines H & I)



$__________  (1)

II.
RETIREMENT & OTHER BENEFITS (For Pension only, the Synod Council strongly recommends 12%)


 R.  ELCA Health & Retirement Plan (R-1+R-2+R-3)


$___________ **

      Percentages and rates vary.  See current rate schedule.)

     R-1.  Health Benefits (Line Q x applicable rate)****
$ __________

     R-2.  Regular Pension (Line Q x applicable rate)****
$ __________

     R-3.  Administrative Retiree Support & Disability

             (Line Q x applicable rate)****


$ __________


S.  Additional Benefits (i.e., tax sheltered annuity, life insurance, etc.)

$___________


T.  Housing Equity Allowance (If tax sheltered, see J)



$___________ ***


U.  Total of lines R, S and T





$__________  (2)

III.
EXPENSES

V.  Transportation mileage reimbursement 



$__________

(Check with the IRS for rate.)

W.  Continuing Education (see Recommended Minimum Compensation Guidelines)
$__________


X.  Publications and Media Resources 

      (Synod recommended minimum is $100/year)




$__________


Y.  Official Meetings (includes Synod Assembly, etc.)



$__________


Z.  Total of lines V, W, X, and Y





$__________  (3)

TOTAL CONGREGATIONAL CASH OUTLAY (1) + (2) + (3) – (D)
$________

IV.  OTHER BENEFITS

Vacation _______ weeks, including _______ Sundays

Sick/Parental Leave _______ weeks

Continuing Education _______ weeks and sabbatical _______ weeks

NOTES:

*  It is preferable for the congregation to directly pay the utilities’ costs.  The Accountable Reimbursement Policy should be used for reimbursement of all business expenses, including those outlined in Section III.  If money is given to the pastor for covering the cost of parsonage/utilities, this amount becomes a tax liability for the pastor.

**  At least equal full family, dental, and insurance coverage should be provided even if the pastor utilizes plans other than the ELCA Board of Pension Plans.  

***  Housing equity allowance (as a benefit) requires prior approval by and entered in congregational council minutes to be considered tax exempt by IRS.  If paid directly to the rostered ordained person, the housing equity allowance is considered part of defined compensation and is taxable.  (Housing equity allowance can be tax deferred by contribution made directly to Board of Pension Optional Pension Plan or other qualified plan.)

****  Furnished by Board of Pension annually but included here for your convenience (see Appendix C).

2010 COMPENSATION WORKSHEET
Rostered Lay Persons

(Associates in Ministry, Diaconal Ministers, Deaconesses)
I.
COMPENSATION
A.
Base Salary (includes housing)




$________

B.
Additional compensation for merit, skills and/or experience
$________

C.
 Defined Compensation (Total of Lines A & B)


$________  (1)

II.
RETIREMENT AND OTHER BENEFITS

 (For pension only, the Synod Council strongly recommends 12%)

D.
ELCA Medical, Dental, and Retirement Plan 


$________**

E.
Additional Benefits (i.e. tax sheltered annuity, life insurance, etc.)

$________

F.
Total of lines D & E





$________ (2)

** Percentages and rates vary.  See current rate schedule – Appendix C.

III.
EXPENSES

G.
Transportation mileage 





$________

(Check the IRS rate.)

H. Continuing Education 


(See page 5, item F, Synod recommended minimum is $1,000)

$________

I. Publications and Media resources 


(Synod recommended minimum is $100.00 per year)


$________

J.
Official meetings (includes Synod Assembly, etc.)


$________

K.
Total of lines G, H, I, and J




$________ (3)


TOTAL CONGREGATIONAL CASH OUTLAY(1) + (2) + (3)

$_______

IV.
OTHER BENEFITS
L. Vacation _______ weeks, including _______ Sundays

M. Sick/Parental Leave _______ weeks

N. Continuing Education _______ weeks and sabbatical _______ weeks

NOTE:  At least equal full family dental and insurance coverage should be provided even if the rostered layperson utilizes plans other than the ELCA Board of Pension Plan.  

RECOMMENDED MINIMUM COMPENSATION GUIDELINES
for

Interim and Supply Preaching

The following guidelines were adopted by the Synod Council and are considered minimum standards:
Guidelines for Interim*

1. A minimum of $20-30 per hour

2. Mileage incurred performing congregational responsibilities

should be reimbursed at current IRS rate for business travel.
3. Preaching for one service





$150

4. Each additional service





$30

5. Meals and lodging





Actual expenses

6. For a full-time interim, please see 2007 Recommended Minimum Compensation Guidelines.

Guidelines for Supply Preaching**

1. Mileage incurred performing congregational responsibilities

should be reimbursed at current IRS rate for business travel.

2. Preaching for one service




$150

      (including weekday service) 

         
3.  Each additional service





$30



4.  Meals and lodging
              

    

Actual expenses

*   An Interim Pastor is usually under contract most often in the situation of a pastoral vacancy.

**  A supply preacher is one who fills in one Sunday at a time  (e.g. while the pastor is on vacation).
Approved by Synod Council 2/26/07












APPENDIX A

HOUSING ALLOWANCE RESOLUTION
The following resolution was duly adopted by the Council of      (Name of Congregation)        at a regularly scheduled meeting held on _________(Date)____, a quorum  being present:

Whereas, Section 107 of the Internal Revenue Code permits a minister of the gospel to exclude from gross income (in computing federal income taxes) a church-designated allowance paid to him/her as part of his/her compensation to the extent used by him/her for actual expenses in owning or renting a home; and


Whereas, _____(Name of Pastor)__________ is compensated by ____(Name of Congregation______ exclusively for services as a minister of the gospel; and


Whereas, _____(Name of Congregation)_______ does not provide _____(Name of Pastor______ with a parsonage; therefore it is hereby


Resolved, that the total compensation paid to ____(Name of Pastor)_____ for calendar year __(year)___  shall be _____(amount of total compensation)_____, of which ____(amount of housing allowance)______ is hereby designated to be a housing allowance pursuant to Section 107 of the Internal Revenue Code; and it is further


Resolved that the designation of ____(amount of housing allowance) ___ as a housing allowance shall apply to calendar year ___(year)___ and all future years unless otherwise provided. 

_____________________________     ___________________     __________

                          Signature                                  Title                Date

(The above resolution should be included in the minutes of the congregation council prior to January 1 of each year.  A copy should be made, signed and titled by the president or secretary of the congregation, and given to the pastor(s) for his/her records.)  


APPENDIX B


“ACCOUNTABLE” REIMBURSEMENT POLICY
The following resolution was duly adopted by the congregation council of  

                                              Lutheran Church, _____________________ (address) at a regularly called meeting held on                   ,(date) a Quorum being present.

The Church hereby adopts an accountable expense reimbursement policy upon the following terms and conditions:

1. Adequate accounting for reimbursed expenses.  Any employee (as defined below) now or hereafter employed by the Church shall be reimbursed for an ordinary and necessary business and professional expense incurred on behalf of the Church, if the following conditions are satisfied:  (1) the expense is reasonable in amount; (2) the employee documents the amount, date, place, business purpose (and in case of entertainment, the business relationship of the person(s) entertained) of each such expense with the same kind of documentary evidence as would be required to support a deduction of the expense on the employee’s federal tax return; and (3) the employee substantiates such expense by providing the church treasurer with an accounting of such expense no less frequently than monthly.  (In no event will an expense be reimbursed if substantiated more than 60 days after the expense is paid or incurred by the employee.)  Examples of reimbursable business expenses include local transportation, overnight travel (including lodging and meals), entertainment, books and subscriptions, education, vestments, and professional dues.  Under no circumstances will the Church reimburse an employee for business or professional expenses incurred on behalf of the Church that are not properly substantiated according to this policy.  Church and staff understand that this requirement is necessary to prevent Church’s reimbursement plan from being classified as a non-accountable plan.  

2. Excess Reimbursement.  Any Church reimbursement that exceeds the amount of business or professional expenses properly accounted for by an employee pursuant to this policy must be returned to the Church with 120 days after the associated expenses are paid or incurred by the employee, and shall not be retained by the employee.

3. Tax Reporting.  The Church shall not include in an employee’s W-2 form the amount of any business or professional expense properly substantiated and reimbursed according to this policy, and the employee should not report the amount of any such reimbursement as income on Form 1040.

4. Retention of Records.  All receipts and other documentary evidence used by an employee to substantiate business and professional expenses reimbursed under this policy shall be retained by the Church.

5. Employees:  For purposes of this policy the term “employees” shall include all those persons classified as such for federal income tax purposes, and also the following positions.

_________________________________     _______________________________

_________________________________     _______________________________

_________________________________     _______________________________

Attest:

_________________________________     ________________________________

(President of Council)                                 (Secretary of Council)

REVISED 2002










APPENDIX C

https://www.elcabop.org/BenefitsAdmin/Budgeting_benefits/Contribution_rates/Sponsored_members.aspx











APPENDIX D

ADDITIONAL RESOURCES
1.
Mutual Ministry Committee: A Vision for Building Up The Body of Christ, by Rev. George Keck; (order from Augsburg Fortress, 426 S. Fifth Street, Box 1209, Minneapolis, MN  55440; 800-328-4648, FAX: 800-722-7766    Order number 69-6735);

2.
Church Law and Tax Report
(*order from: Christian Ministry Resources, PO Box 1098, Matthew, NC  28106;  707-846-2507).

3.
For Your Lay Leaders: Clergy Compensation Planning, by Manfred Holck, Jr. (see 2 above for ordering information).


4.
“Handbook for Congregational Treasurers,” SC Synod-ELCA, 2002.


5.
A number of great resources can be obtained from the Alban Institute.




Please write or call for a catalog or brochure: 

Alban Institute, Suite 433, 4550 Montgomery Avenue, Bethesda, MD 20814-3341

1-800-486-1318

6.         “Clergy Taxes & You” – ELCA Board of Pension




www.elcabop.org - Board of Pensions













APPENDIX E

Review of Ministry Performance Guidelines

Start meeting with a prayer:

Thanking God for our pastor’s spiritual leadership, teaching of God’s Gospel, and interfacing with our human needs.

We are especially grateful for his/her ___________ (give appropriate examples – Sunday morning sermons, leading Bible Classes, and conducting baptisms, confirmations, weddings, counseling, funerals, etc.)

Guide us as we reverently review this congregation’s ministry of the recent past.

Direct us as we set goals for the coming months/years.

Amen.

The Mutual Ministry Committee and Pastor should each bring a list to include:

(Pastor on his/her responsibilities – Mutual Ministry Committee on congregation’s responsibilities)

Each of the following points should be discussed before proceeding to the next point.

Major accomplishments of the pastor and congregation over the past period.

Any significant disappointments in ministry observed by the pastor or congregation of the past period. 


With suggestions for any corrective actions that need to be addressed.

Set specific measurable goals for the pastor’s ministry and recommendations for the congregation’s ministry for the next period.


Mutually agreed goals need to be documented in writing.

Address any concerns that the Pastor or Mutual Ministry Committee has for the other.


Mutually agreed actions need to be written.

Pastor would close with a prayer.
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BOARD OF PENSION CALCULATION – Defined Compensation





G.  Annual base salary (before reductions for tax-sheltered annuities


or reimbursement accounts) – Lines A & B above				$ 





Pastor’s Social Security tax allowance (if paid directly to pastor


Line E above								$





Housing (only one housing option may be included)


Cash housing allowance (including any household furnishings


and utilities allowances if paid directly to pastor				$





J.  Total Defined Compensation (Lines G+H+I)				$





BOARD OF PENSION CALCULATION – Defined Compensation





Annual base salary (before reductions for tax-sheltered annuities


or reimbursement accounts) – Lines A & B above				$ 





L.  Pastor’s Social Security tax allowance (if paid directly to pastor)


Line I above								$





Total of K & L							$





For Parsonage


N.  30% of Line M is used to determine housing when living in parsonage	$ __________





O.  (Household furnishings and utilities allowances only if paid directly


       to the pastor)								$ __________





P.  Housing Equity Allowance if paid directly to pastor			$ __________





Q.  Total Defined Compensation (M+N+O+P)				$ 








