
SOUTHWESTERN TEXAS SYNOD 
Rostered Minister Compensation Guidelines 
For Rostered Ministers and Congregations 

 
 
1.0 INTRODUCTION 
This document is intended to guide and assist in the dialogue which leads to fair and just compensation 
for professional services in congregational settings. These guidelines focus on specific step-by-step 
guidance on creating a climate of dialogue between a (rostered minister=pastor/deacon) and the 
congregation. The guidelines describe an ongoing process of review, accountability, and constructive 
conversation about what is fair and just compensation for effective ministry within a congregation. 
Expectations include: 
 

Salary (Total Annual Defined Compensation) is the sum of "base salary,” housing (or housing equity 

in the case of a parsonage), and Social Security Tax Allowance. This definition is used to clarify the 

conversation on clergy salaries as compared to other professions. Definitions for tax purposes 

should be considered separately. 

Dialogue between rostered minister and congregation will include research of salaries of 
comparable professionals within the geographical area of the congregation.  Rostered minister 
salaries should be within the range of salaries for positions requiring a master’s degree and a 
similar level of responsibilities. Salaries should also be adjusted for acquired skills and performance, 
rather than being tied primarily to years of service. 
 
Salaries and reimbursable expenses are to be determined by agreed upon duties and 
responsibilities, accountability, performance, and annual review. 
 
Annual ministry review, based on mutual expectations and goals, incorporates evaluation of 
pastoral ministry plus ministry provided by leaders and members of the congregation. 
 
It is difficult to depart from “what the congregation can afford.”  Congregational leaders are 
encouraged to faithfully struggle with what is affordable and what is just.   

 
1.1 A New Way of Thinking 
Inflexible and rigid numbers cannot compensate for the wide variety of economic and situational 
differences that span this geographically large synod. Our Synod Compensation Guidelines offer a 
guide to the formation of a compensation package that is both reasonable and just. 
  
1.2 Implementation 
The call of a congregation, with acceptance of that call by a rostered minister, constitutes a mutual 
relationship and commitment. A congregation needs to understand that service in a call to ministry in a 
congregation is different in some ways from an employer/employee relationship. This document is a 
model and tool from the Southwestern Texas Synod to assist congregations not only during the call 
process, but during the process of an annual review of rostered minister compensation leading to the 
formation of a congregational budget. Congregations of this synod are to use this document and its 
supporting appendices to address concerns related to the compensation of their rostered ministers.   



 
Ideally the congregation and rostered minister review what is fair and just compensation for ordained 
ministry in their setting, regardless of the congregation's ability to meet that obligation. If only a 
percentage of what is fair and just compensation is currently attainable by a congregation, leaders 
work together to find mutually agreeable adjustments such as percentage of workload, or hours, or 
additional vacation time. Sharing a rostered minister between two or more congregations may be a 
viable strategy to attain fair and just compensation. No reduction in rostered minister compensation 
can take place without a consultation with the Office of the Bishop. This could require a new call.    
 
1.3 Areas of Consideration  

• Mutual Accountability and Performance 

• Fair and Just Compensation 

• Pension and Health Care Benefits 

• Expense Reimbursement 

• Renewal and Self Care 

• Mutual Benefit 
 
2.0 MUTUAL ACCOUNTABILITY 
Both the rostered minister and the congregation are expected to hold each other mutually accountable 
for the ministry that is done in their community.  
  
2.1 Responsibilities and Annual Review 
At the time of call, and annually thereafter, the appropriate committee and the rostered minister will 
establish position responsibilities and priorities, as well as the congregation’s duties, and will agree 
upon a method to evaluate each other’s ministry performance. This will include the following:  an 
annual review of the rostered minister’s position description, and a process for regularly assessing the 
congregational support of the rostered minister’s ministry. 
 
An annual ministry review is normally conducted with the rostered minister and appropriate 
committee. The ministry review is held in a time of the year separated from the congregation’s budget 
process. This review with the rostered minister is conducted in the context of an assessment of the 
ministry of the entire congregation. The ministry review also includes review of the congregation’s 
goals and priorities for the previous year and setting of goals and priorities for the coming year. 
 
As part of the process, goals, and priorities of the rostered minister from the previous year are 
evaluated and those for the coming year are established. Sample questions for consideration in the 
review process can be found in Pastor and People, pp. 122-125. A tool for developing ministry goals 
can be found in Pastor and People, p. 126. 
 
2.2 Mutual Ministry Committee 
The ELCA Model Constitution for congregations recommends the appointment of a Mutual Ministry 
Committee. Composed of mature, healthy, and faith-centered people, this group focuses on the 
healthy practice of mutuality in ministry among all people, including the rostered minister.  As one part 
of its ministry, this group provides care for the rostered minister in his or her unique role among all the 
people. Normally the committee is appointed in consultation between the council president and 
rostered minister.   

https://www.amazon.com/Pastor-People-Making-Ministry-Congregational/dp/0806646519
https://www.amazon.com/Pastor-People-Making-Ministry-Congregational/dp/0806646519


 
2.3 Personnel Committee 
This committee carries out the obligations of the congregation as the employer, including the 
completion of an annual compensation review using these guidelines as the basis for the review. 
Recommended compensation is determined in conversation with the rostered minister.   
Compensation recommendations go to the Congregation Council for action.  The Executive Committee 
may function as the Personnel Committee. Resources are available on the synod website. 
 
3.0 FAIR AND JUST COMPENSATION 
 
3.1 Comparable Professional Compensation 
Determining appropriate compensation is difficult, no matter what profession you’re dealing with, but 
especially in non-profit organizations! Determining appropriate compensation is very important not 
only for the well-being of the rostered minister but also for the health and ministry of the congregation 
and ministry setting. Because this is a difficult but important task, it needs to be done in conversation 
that is open, honest, direct, grace filled and respectful. To facilitate that conversation, we are offering 
two different spreadsheets (one for pastors and another one for deacons) for councils / call 
committees / leadership boards to use as a tool in determining fair compensation packages by looking 
at the different circumstances and situations of their rostered minister (current and/or future 
candidates) as well as the congregation’s own context. 
  
The Deacon/Pastor spreadsheet guides you through making appropriate decisions and marking those 
decisions therein (at spots indicated by orange) to end with a range for appropriate compensation.  
 
*The sample forms are shown in PDF at the end of this manual, but the forms are meant to be 
completed online.  
 
3.2 Advocacy for Your Rostered Minister 
Recognizing that the whole people of God seek fairness and justice in compensation, there are times 
when having an advocate for the rostered minister is mutually beneficial. This may be the role of the 
Personnel Committee or executive committee, or at times, the Mutual Ministry Committee, or others, 
who then advocate with those who recommend salaries.  
 
3.3. Housing and Clergy Taxes  
There are important tax implications regarding clergy housing allowance that must be addressed 
annually by official Congregation Council action.  
 
Most congregations provide salary adequate to include the cost of housing, instead of a parsonage. 
When considering the salary for a rostered minister by comparing to local professionals, this will 
already include the cost of housing. This single number, called defined compensation is the most 
helpful way of determining compensation within a given community, since variations in the cost of 
housing are already taken into consideration. 
 
The Congregation Council in consultation with the pastor, by official action, must designate a portion of 
the annual salary as housing allowance in advance of salary payment. This portion of salary is non-
taxable for income tax purposes according to IRS regulations but is taxable for Social Security self-

https://www.dropbox.com/scl/fi/auo1va2r7puzyxu9rui2c/2022-Final-Deacon-Compensation-Worksheet.xlsx?dl=0&rlkey=1kjw7msmil57fpt6vim2x6pgf
https://www.dropbox.com/scl/fi/9srseb1twlo28rvslqym6/2022-Final-Pastor-Compensation-Worksheet.xlsx?dl=0&rlkey=rddzxlqbxvihzsx2ob4y6tjz5


employment tax.  These elements do not currently apply to Deacons.   
 
When a parsonage is provided, the median cost of housing for the community should be accounted for 
in the salary. (Generally, 1/3 of the defined compensation) Rostered ministers with a parsonage must 
pay additional Social Security self- employment tax on the value of housing provided. See IRS web site 
for specific information. 
 
3.4 Social Security 
Tax laws regarding rostered ministers are unique and complex. Pastors are considered employees for 
income tax purposes. They are considered self-employed for Social Security taxes; therefore, they must 
pay self-employment social security tax of 15.3% on all their salary (including the portion considered 
housing allowance, or in the case of a parsonage, the value of the housing provided as determined by 
IRS rules). Currently these rules do not apply to Deacons. 
 
Congregations should take this additional tax burden into consideration when determining salary. Most 
employees have half of their Social Security tax (7.65%) paid by employers. Any amount the 
congregation wishes to add to the salary to compensate for the Social Security self- employment tax 
burden must be added as an increase to salary for tax purposes. See the IRS web site for more 
information: http://www.irs.gov/publications/p517. See also www.porticobenefits.org .  The 
employment of Deacons would be like that of regular employees. 
 
4.0 PENSION AND HEALTHCARE BENEFITS 
Congregations are to provide for participation in the ELCA Pension retirement and other benefits plan 
at least at the levels prescribed Portico Benefit Services.  Participation in the health plan provides for 
mobility of rostered ministers across the church without the difficulty of obtaining new health 
insurance with each new call. To ensure adequate retirement income for all rostered ministers, any 
congregation paying salary below guidelines is advised to make pension payments based on 
recommended salary guidelines in this document.   
 
Congregations will also provide for medical and dental benefit plan coverage for spouse and/or 
children unless the spouse and/or children are already enrolled through the spouse’s employer. 
Rostered ministers and congregations who agree to secure health insurance for the rostered minister 
through a spouse’s employer may waive Portico Benefit Services health care coverage. Congregations 
should pay 100% of the cost to the rostered minister of participation in the spouse’s plan. Medical / 
dental insurance cost information may be obtained on Employer link section of the Portico Benefits 
web site.   
 
Rostered ministers are encouraged to participate in Portico’s Flexible Spending Accounts (FSAs), Health 
Spending Accounts (HSAs) and Personal Wellness Accounts.  
Flexible Spending Account (FSA) A Flexible Spending Account is a type of cafeteria plan that enables a 
rostered minister to set aside payroll dollars on a pre-tax basis to pay for certain out-of-pocket 
expenses, including: 

• Certain health care expenses that are not paid for or reimbursed under the ELCA Health 
Benefits Plan or other health coverage, and 

• Eligible dependent day care expenses. 
 

https://www.irs.gov/businesses/small-businesses-self-employed/self-employment-tax-social-security-and-medicare-taxes
http://www.irs.gov/publications/p517
http://www.porticobenefits.org/


Note: Members must enroll prior to the year the plan is used. Employers send member’s contributions 
to Portico Benefit Services Administrator who administers account balances and reimbursements. Any 
unused balance at the end of the year remains with the health plan. 
 
5.0 EXPENSE REIMBURSEMENT 
It is expected that reasonable and customary expenses (e.g. cell phone, internet, computers, etc.) that 
are incurred during pastoral ministry will be reimbursed or provided for directly by the congregation. 
These are costs of doing business, not income to the rostered minister. Please check with IRS for 
reimbursement guidelines.  
 
5.1 Travel Expenses 
It is expected that the congregation will provide for the cost of all travel done by the rostered minister 
in connection with his or her service to the congregation, including travel expenses for continuing 
education and synod and other meetings associated with his or her service as a rostered leader of the 
ELCA. Such expenses would normally include reimbursement for the operation of a vehicle, tolls, 
meals, lodging and gratuities while involved in travel. 

• Reimbursement for automobile expenses should be made according to current IRS limits. 

• In some cases, rostered ministers and congregations have found it advantageous to supply a 
leased automobile (with fuel, insurance and maintenance) for the rostered minister’s business 
use instead of expense reimbursement. 

• In many cases travel by air is the better stewardship of the rostered minister’s time and the 
congregation’s funds when a long trip is required. 

 
5.2 Professional Expenses 
A congregation should provide for items that the rostered minister and the congregation agree are to 
the benefit of the professional ministry. Rostered ministers have routine expenses such as the 
purchase and care of robes and stoles, books, and other professional expenses. A set annual limit on 
professional expense reimbursement may be agreed to each year. Minimum of $750 is recommended. 
 
6.0 RENEWAL AND SELF-CARE 
 
6.1 Vacation 
Vacation time of a minimum of 4 weeks per year, including 4 Sundays should be provided and does 
begin at the time of start date.  
 

• Vacation time is to be used within the calendar year, except by agreement with the 
Congregation Council in advance. 

• Regarding part-time ministry: Less than full time rostered ministers should receive vacation 
time proportional to their contracted time (ex. 3/4 time equals to three weeks, etc.).  

• Cost of pulpit supply during vacation is paid by the congregation. 

• Time spent in outdoor ministry or retreats with congregational groups should not be 
considered as vacation time when it is part of the church’s program. 

• Some congregations grant additional vacation time based on length of service in the 
congregation. 

• In addition to vacation time, two full days off per week should be taken except in pastoral 
emergencies. 



• Congregations and rostered ministers may mutually agree to provide additional vacation time 
instead of financial salary adjustments or when financial compensation is not equal to full time. 

 
6.2 Holidays/Days Off 
 At least one, and preferably two, full days off should be granted each week. It is understood that 
congregation emergencies may require a change in schedule from time to time. Days off due to illness 
shall not be subtracted from vacation time.  
 
HOLIDAYS - It should be noted that the rostered minister is seldom able to take advantage of three-day 
weekends and other holidays such as Christmas and Easter. Consideration is to be given and the 
rostered minister encouraged to take days off another time during the week to compensate for these 
and national holidays. Compensation time is not to be counted as vacation time.    
 
6.3 Sick Leave and Disability 
Sick leave that is reasonable and necessary for personal illness is assumed, with the congregation 
paying pulpit supply as needed. In this event, conversation with congregational leaders is also 
assumed. 
 
Disability compensation of up to two months in a 12-month period and contributions to the Portico 
Benefits Program should be provided if the rostered minister is physically or mentally disabled.  
 
No sick leave or disability time should be considered cumulative or compensated for at the end of a 
call.  
 
Portico Benefit Services guidelines concerning disability require the employer to provide two months 
compensation before the rostered minister is eligible for disability coverage from the Portico. See 
Portico Website for further details. 
 
6.4 Family Leave 
Where applicable, parental leave of up to 6 weeks with full salary and benefits should be provided at 
the time of the birth or adoption of a child. 
 
Caring for children and parents is part of faithful living. Like others, rostered ministers are to act 
responsibly in living out such care. Family leave of up to 2 weeks for care of a spouse, son, daughter, or 
parent for a medical emergency, serious health condition, or bereavement should be provided with full 
salary and benefits. 
 
No family leave is cumulative. It should be used sparingly and always in consultation with 
congregational leadership. 
 
Full FMLA benefits assigned by the Act only applies to Employers with 50 or more employees. 
Mandates in the Act are stricter – i.e.: 12 weeks leave for birth of child vs. recommended 6 weeks. 
 
7.0 MUTUAL BENEFIT 
 
7.1 Continuing Education 

https://porticobenefits.org/


Continuing education time of 2 weeks per year, including 2 Sundays, should be provided. Continuing 
education allowance of $1,000 per year is recommended. At a minimum, $700 should be provided. In 
addition to the amount the congregation provides, the rostered minister is expected to contribute 
funds toward his or her continuing education. Continuing education time and funds may be 
accumulated up to three years, as reflected in an agreement developed by the rostered minister and 
Congregation Council.  
 

• With its history of educated and well-trained clergy, the ELCA expects its rostered ministers to 
participate in continuing education for personal development, spiritual enrichment, and 
sharpening of professional skills. Continuing education time is not considered part of vacation 
time. 

• Each year the rostered minister’s continuing education plan should be developed in 
conversation with the Congregation Council and/or appropriate committee. 

• The ELCA expects rostered ministers to engage in 50 contact hours of continuing education per 
year. A contact hour is a typical 50-minute classroom session or the equivalent. 

• Continuing education can range from a single day seminar to enrollment in a formal program, 
such as a Doctor of Ministry degree program, at an educational institution. 

• First Call Accompaniment is a three-year program of peer learning and accompaniment for 
newly rostered ministers. This synod, in collaboration with the other Texas synods arranges for 
this growth experience. It is part of continuing education for purposes of time away and 
expenses incurred. 

• Because these funds are specifically for continuing education, any unused funds are not given 
to the rostered minister but may be rolled over up to three years Unused continuing education 
time is not to be compensated. 

• Cost of pulpit supply during a rostered minister’s absence for continuing education is paid by 
the congregation. 

 
 
7.2 Sabbatical 
The ELCA recommends sabbatical leave, at regular intervals, for extended study and a time of renewal. 
Sabbatical time of 3 months for every 7 years of ordained ministry (this also includes Deacons), and 
after at least 4 years of service in the current call, is highly encouraged.  
 
The rostered minister is provided full salary, pension, and other benefits during sabbatical. The 
sabbatical is in lieu of the year’s annual two weeks of continuing education time. The congregation is 
responsible to provide for appropriate coverage during the rostered minister’s absence. 

• Experience has shown that the congregation benefits from the rostered minister’s sabbatical 
study, growth, and renewal. 

• Optional rhythms for consideration of sabbatical time, range from one to three months every 
three to seven years. 

• Planning and budgeting for sabbatical should begin at least one year in advance. A detailed 
sabbatical plan should be presented to Congregation Council for approval at least three months 
in advance. 

• The rostered minister should agree to remain in the congregation for a minimum of 1 year 
following the sabbatical. 

• Continuing education funds can be used for sabbatical. Additional expenses are normally the 



responsibility of the rostered minister. 

• Resources are available at the synod website. 
 
 
8.0 TRANSITIONAL AND SUPPLY PREACHING 
The Synod Council of the Southwestern Texas Synod recommends the following baseline levels for 
those providing supply preaching and transitional ministry: 

• Supply preaching: $250 for one service, $350 for two services; plus, mileage at the current 
annual IRS rate. 

• Transitional Ministry varies: Preaching at the rate cited above, plus other pastoral acts which 
includes $30 per hour for ministerial services provided at other times. It is the responsibility of 
the congregation to compensate the person who supplies. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Online Worksheets for… (shown in pdf form on the next four pages) 
2022 RECOMMENDED COMPENSATION WORKSHEET for PASTORS 
 

2022 RECOMMENDED COMPENSATION WORKSHEET for DEACONS  
 

https://www.dropbox.com/scl/fi/9srseb1twlo28rvslqym6/2022-Final-Pastor-Compensation-Worksheet.xlsx?dl=0&rlkey=rddzxlqbxvihzsx2ob4y6tjz5
https://www.dropbox.com/scl/fi/auo1va2r7puzyxu9rui2c/2022-Final-Deacon-Compensation-Worksheet.xlsx?dl=0&rlkey=1kjw7msmil57fpt6vim2x6pgf


STEP 1
AMOUNT A: $60,000.00

BOX B: CHOOSE
AMOUNT C: Enter above

AMOUNT D: #VALUE!
You Must Enter Data 

Above

STEP 2
BOX E: 0.0

BOX F: 0
AMOUNT G: 0.0

BOX H: CHOOSE
AMOUNT I: Enter above

You Must Enter 
More Data Above

BOX J: 

AMOUNT K: #VALUE!
You Must Enter 

More Data Above

AMOUNT L: #VALUE!
You Must Enter 

More Data Above

TOTAL ADDITIONAL 
POINTS

Total points from service, experience, 
education, and call structure.

AMOUNT K = 
BOX E + AMOUNT G + AMOUNT I + BOX J.

ADDITIONAL VALUE Points are converted to a cash value 
on a sliding scale. 

The value of each point is higher at a lower sum and 
decrease in value as they accumulate, reflecting the 
reality that leaders learn at an accelerated rate early in 
ministry.
[AMOUNT L = AMOUNT K x sliding scale]

ADDITIONAL 
EDUCATION

We acknowledge the value additional 
education provides rostered leaders.

Enter Yes or No based on whether the rostered leader 
earned one or more degrees beyond the Master of 
Divinity level in a ministry-related field (e.g. M.A., M.Th., 
D.Min., Ph.D., Th.D., S.T.M.) or completed over 450 hours 
of Continuing Education.  
[AMOUNT I = 0 or 3, based on BOX H ]

ADDITIONAL 
RESPONSIBILITIES OR 
GIFTS

We recognize that the structure of 
some calls requires additional 
expertise and/or work, and some 
candidates bring additional gifts.

Enter 1-3 points for each of the following situations:
- 2-point call
- Managing a staff of more than 3 fulltime positions
- Extraordinary merit, excellence, experience

DETERMINING ADDITIONAL COMPENSATION

YEARS OF SERVICE We acknowledge the value of 
acquired skills and wisdom that 
comes from actual pastoral 
experience.

Enter one point for each year of service as a rostered 
leader in Box E.

NON-ROSTERED 
WORK EXPERIENCE

We acknowledge the value of prior 
experience and maturity developed 
in the workplace, even outside of 
rostered ministry.

Enter the number of years of previous experience to be 
considered for the sake of a compensation adjustment in 
BOX F.  
[AMOUNT G = BOX F / 2 (maximum of 8).]

2022 RECOMMENDED COMPENSATION WORKSHEET for PASTORS

Please read the directions on each line.  You must enter a number 
or make a selection in every orange box.  Blue boxes are automatically calculated. 

DETERMINING BASELINE COMPENSATION

BASELINE Baseline is what was previously BOTH 
“salary" and "housing.”

The amount designated as “Housing 
Allowance” by a pastor must be 
determined later.

For congregations that provide a parsonage, adjustments 
will be made on another line.  
If a minister is serving less than full-time, it will be taken 
into account later in this worksheet.  
[Baseline AMOUNT A is set by the Synod Assembly and is 
adjusted annually to account for cost of living and other 
market considerations. ]

LOCALIZED 
COST-OF-LIVING 
ADJUSTMENT

Housing and living costs vary widely 
across the synod. 
This adjustment to the Baseline is 
intended to acknowledge that 
diversity.  It is NOT the totality of the 
housing allowance.

In Box B, select the option that most closely matches the 
average local home prices and grocery costs in the area 
surrounding the congregation:
Below, near, or above the national median (currently, the 
national median home costs $200,000).
[AMOUNT C = 0 or 1,518 or 3,036 based on BOX B ]

ADJUSTED BASELINE The Adjusted Baseline shall be the 
minimum compensation for a full-
time rostered leader in this synod.

[AMOUNT D = AMOUNT A + AMOUNT C.]



STEP 3
From Step 1 AMOUNT D: #VALUE!
From Step 2 AMOUNT L: #VALUE!

BOX M: Full time
You Must Enter 

More Data Above

AMOUNT N: #VALUE!
You Must Enter 

More Data

BOX O: No
AMOUNT P: $0.00

You Must Enter 
More Data

LOW: #VALUE!

MEDIAN: #VALUE!

HIGH: #VALUE!

STEP 4
BOX Q:

You must enter 
a Negotiated 

Compensation in 
BOX Q above.

AMOUNT R: $0.00
 

AMOUNT S: $0.00

 

Date:

Date:

STEP 5
From AMOUNT S calculated above. $0.00

$0.00

[Enter Congregation Name Here] on [Enter Date]
[Enter Pastor's Name Here]

RESOLVED, that Rev. [Enter Pastor's Name Here] for the calendar year 2022 will receive
              a salary of: $0.00  and a housing/furnishings allowance of: $0.00

Signature: ___________________________ Date: _______________Council Secretary Name: _____________________

DESIGNATE HOUSING/FURNISHINGS ALLOWANCE FOR TAX PURPOSES (Clergy Only)

DEFINED COMPENSATION
HOUSING / FURNISHINGS DESIGNATION Enter pastor's election here. See Guidelines Section 1, Part B.

SALARY TOTAL Portion defined as salary (including SECA) when reported to IRS

COUNCIL HOUSING ALLOWANCE RESOLUTION
The congregation council of 

after discussing the amount to be paid to Rev. as a housing allowance,
on a motion duly made and seconded, adopted the following resolution:

Signature of Rostered Leader:

NEGOTIATED 
COMPENSATION

Acknowledging the recommended 
compensation range above, and that 
no rostered leader shall be 
compensated below the Adjusted 
Baseline (AMOUNT D), it is the 
responsibility of the congregation 
and rostered leader to together 
determine the negotiated 
compensation. 

Enter in BOX Q the Compensation negotiated with the 
rostered leader in the range noted above.
During conversation, consider the following: 
•  During the past year, has our leader met our mutually 
established ministry goals? 
•  Are we expecting our pastor to take on any significant 
new responsibilities this year? 
•  Are there any unique financial stresses or 
circumstances we should address? 

SOCIAL SECURITY 
EMPLOYER 
CONTRIBUTION 
ALLOWANCE (SECA)

Clergy are self-employed for tax 
purposes, so 7.65% of Negotiated 
Compensation + Parsonage 
adjustment is paid as salary.

Because congregations must pay 7.65% for lay 
employee’s social security and medicare benefits, it is fair 
to pay this amount to a pastor.  
[AMOUNT R = (AMOUNT S - BOX Q ]

DEFINED 
COMPENSATION

Compensation to be paid (formerly 
Base + Housing + SECA)

This is what a congregation will pay the pastor.
[AMOUNT S = ((BOX Q - AMOUNT P) / 0.9235) + 
AMOUNT P]

NOTE:  Pastor and congregation must determine the portion of Defined Compensation to be designated Housing/Furnishings Allowance for 
tax purposes. It must be voted on and recorded in council minutes. A calculator and resolution are provided.

Signature of Council President:

DETERMINING FINAL COMPENSATION

DETERMINING RECOMMENDED COMPENSATION

ADJUSTED BASELINE  (from above)
ADDITIONAL VALUE  (from above)

TOTAL MEDIAN 
COMPENSATION

This is the Adjusted Baseline plus the 
Total Additional Value

[AMOUNT N = (AMOUNT D + AMOUNT L) x BOX M]

PARSONAGE 
ADJUSTMENT

Compensation is decreased if a 
parsonage is provided.

Enter "Yes" in BOX O if the congregation provides a 
parsonage to the rostered leader or "No" if not. 
[AMOUNT P = AMOUNT N x 0.30 IF parsonage provided]

RECOMMENDED 
COMPENSATION 
RANGE

This is the compensation recommended by the Southwestern Texas Synod Assembly for a full-
time rostered leader with the service, experience, education, and responsibilies in your local 
context.
NOTE:  This does NOT include the Social Security Employment Contribution Allowance (SECA) for 
clergy, which is calculated below.

FULL / PART TIME 
ADJUSTMENT

Compensation is adjusted if the 
minister serves less than full time

Enter the amount of time the minister spends in this 
position. If less than full time, the proportion should be 
determined in consultation with the synod office.



STEP 1
AMOUNT A: $57,000.00

BOX B: CHOOSE
AMOUNT C: Enter above

AMOUNT D: #VALUE!
You Must Enter Data 

Above

STEP 2
BOX E:

BOX F: 
AMOUNT G: 0.0

BOX H: No
AMOUNT I: 0.0

 

BOX J: 

AMOUNT K: 0.0
 

AMOUNT L: $0.00
 

2022 RECOMMENDED COMPENSATION WORKSHEET for DEACONS

Please read the directions on each line.  You must enter a number 
or make a selection in every orange box.  Blue boxes are automatically calculated. 

DETERMINING BASELINE COMPENSATION

BASELINE

LOCALIZED 
COST-OF-LIVING 
ADJUSTMENT

Housing and living costs vary widely 
across the synod. 
This adjustment to the Baseline is 
intended to acknowledge that 
diversity.  It is NOT the totality of the 
housing allowance.

In Box B, select the option that most closely matches the 
average local home prices and grocery costs in the area 
surrounding the congregation:
Below, near, or above the national median (currently, the 
national median home costs $200,000).
[AMOUNT C = 0 or 1,518 or 3,036 based on BOX B ]

ADJUSTED BASELINE The Adjusted Baseline shall be the 
minimum compensation for a full-
time rostered leader in this synod.

[AMOUNT D = AMOUNT A + AMOUNT C.]

DETERMINING ADDITIONAL COMPENSATION

YEARS OF SERVICE We acknowledge the value of 
acquired skills and wisdom that 
comes from actual pastoral 
experience.

Enter one point for each year of service as a rostered 
leader in Box E.

NON-ROSTERED 
WORK EXPERIENCE

We acknowledge the value of prior 
experience and maturity developed 
in the workplace, even outside of 
rostered ministry.

Enter the number of years of previous experience to be 
considered for the sake of a compensation adjustment in 
BOX F.  
[AMOUNT G = BOX F / 2 (maximum of 8).]

ADDITIONAL 
EDUCATION

We acknowledge the value additional 
education provides rostered leaders.

Enter Yes or No based on whether the rostered leader 
earned one or more degrees beyond the Master of Arts 
level in a ministry-related field (e.g. M.Th., D.Min., Ph.D., 
Th.D., S.T.M.) or completed over 450 hours of Continuing 
Education.  
[AMOUNT I = 0 or 3, based on BOX H ]

ADDITIONAL 
RESPONSIBILITIES OR 
GIFTS

We recognize that the structure of 
some calls requires additional 
expertise and/or work, and some 
candidates bring additional gifts.

Enter 1-3 points for each of the following situations:
- 2-point call
- Managing a staff of more than 3 fulltime positions
- Extraordinary merit, excellence, experience

TOTAL ADDITIONAL 
POINTS

Total points from service, experience, 
education, and call structure.

AMOUNT K = 
BOX E + AMOUNT G + AMOUNT I + BOX J.

ADDITIONAL VALUE Points are converted to a cash value 
on a sliding scale. 

The value of each point is higher at a lower sum and 
decrease in value as they accumulate, reflecting the 
reality that leaders learn at an accelerated rate early in 
ministry.
[AMOUNT L = AMOUNT K x sliding scale]



STEP 3
From Step 1 AMOUNT D: #VALUE!
From Step 2 AMOUNT L: $0.00

BOX M: CHOOSE
You Must Enter 

More Data Above

AMOUNT N: #VALUE!
You Must Enter 

More Data

LOW: #VALUE!

MEDIAN: #VALUE!

HIGH: #VALUE!

STEP 4
BOX Q:

You must enter 
a Negotiated 

Compensation in 
BOX Q above.

Date:

Date:

DETERMINING FINAL COMPENSATION

DETERMINING RECOMMENDED COMPENSATION

ADJUSTED BASELINE  (from above)
ADDITIONAL VALUE  (from above)

TOTAL MEDIAN 
COMPENSATION

This is the Adjusted Baseline plus the 
Total Additional Value

[AMOUNT N = (AMOUNT D + AMOUNT L) x BOX M]

RECOMMENDED 
COMPENSATION 
RANGE

This is the compensation recommended by the Southwestern Texas Synod Assembly for a full-
time rostered leader with the service, experience, education, and responsibilies in your local 
context.
NOTE:  This does NOT include the Social Security Employment Contribution Allowance (SECA) for 
clergy, which is calculated below.

FULL / PART TIME 
ADJUSTMENT

Compensation is adjusted if the 
deacon serves less than full time

Enter the amount of time the deacon spends in this 
position. If less than full time, the proportion should be 
determined in consultation with the synod office.

Signature of Rostered Leader:

NEGOTIATED 
COMPENSATION

Acknowledging the recommended 
compensation range above, and that 
no rostered leader shall be 
compensated below the Adjusted 
Baseline (AMOUNT D), it is the 
responsibility of the congregation 
and rostered leader to together 
determine the negotiated 
compensation. 

Enter in BOX Q the Compensation negotiated with the 
rostered leader in the range noted above.
During conversation, consider the following: 
•  During the past year, has our leader met our mutually 
established ministry goals? 
•  Are we expecting our pastor to take on any significant 
new responsibilities this year? 
•  Are there any unique financial stresses or 
circumstances we should address? 
This is what a congregation will pay the deacon. 

Signature of Council President:


