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You have waited over a year for this; the new Salary Guidelines are here. In years past we simply took
the government COLA (Cost of Living Adjustment) figure and increased the base salaries by that
amount. At the end of 2008 when we were to release the 2009 guidelines, the economy was so
unstable with the COLA jumping up and down every month, there was no way we could project a
salary adjustment a year ahead. So the 2009 Salary Guidelines were not released.

This past year gave us the opportunity to over haul the guidelines to make the base salaries more
appropriate to the geographical region of our churches home cities. You will see that the base figures
are now defined in geographical regions by 3-number zip codes. Also the base figures were analyzed
to reflect actual salary data provided by Concordia Plan Services’ salary survey and from the actual
salary survey conducted by the Pacific Southwest District.

The job classification has also been redesigned to cover most of the professional church worker
positions in church offices and schools. This should settle a lot of questions of pay scales for different
ministry staff positions that were not covered in the previous guidelines.

| would appreciate your feed back on how this new guideline is working for your church and if any
additional information in these guidelines would be helpful to you. The new “Congregational
Guidelines for the Care of Professional Church Workers” will be posted on the PSD web site.

Jerry Reichman

Executive Team Leader
PSD-LCMS

Office 949-854-3232 extension 210,

Cell 949 910-0583
E-mail: jerry.reichman@psd-lcms.org



THE CHURCH WORKER SUPPORT COMMITTEE

When workers accept a Call or appointment to service, they make a commitment to
faithful and full service to the best of their ability, with the help of God. Congregations,
too, must commit to provide for the worker's needs. It is recommended that the
congregation esiablish a church worker support committee to assure that the
workers’ needs are met.

The church worker support committee should net only be concerned with the fair and
just compensation of the worker, but also other benefits which would enhance the
worker's feeling of security, and value.

In general, the support committee should plan for the overall well-being of each staff
member. The following are examples of what should be considered for value and care
of the church worker.
e Provide adequate salary and housing
Provide moving expenses
Provide assistance in finding suitable housing
Provide adequate vacation and leave time
Provide financial assistance for professional growth
Provide appropriate work space and furniture
Provide adequate materials and equipment needed for productive service
Plan periodic recognition for service or achievement '
Express appreciation with gifts, mementos, tickets etc.
Recognize special occasions, i.e. birthdays, anniversaries, graduations etc.

EXCELLENCE AND ACCOUNTABILITY

Congregations are strongly encouraged to do an annual performance evaluation
based on annual goals and ministry descriptions/responsibilities. Annual evaluations
should be done for pastors, professional church workers, and all congregational
employees. This will be helpful, not only to the congregation, but to the workers in order
to provide for excellence in ministry. If a worker’s responsibilities are identified clearly in
his/her job description, it will be easier for the worker to perform his/her or their
functions and serve as a guide for an evaluation of his/her performance by the
congregation.

Evaluation is to be conducted by the appropriate supervisory person to whom a worker
reports. In the case of a Sole Pastor or Administrative/Senior Pastor, the chairman of
the congregation and chairman of the elders should conduct the performance
evaluation. Professional church workers should be evaluated by the appropriate
board(s) and supervisory personnel. Other congregational workers should be evaluated
by the appropriate supervisor.

“The Congregational Guidelines for the Care of Professional Church Workers” is

a tool for the congregations of the Pacific Southwest District LCMS to provide for the
love and care of the worker and his/her family.
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COMPENSATION AND BENEFITS
ESTABLISHING THE SALARY BASE

Demographics Salary Calculator

The purpose of the Demographic Salary Calculator (DSC) is to give congregations a
more representative tool when calculating the base salaries for professional church
workers than has been previously available. In the past the calculator started with three
base salaries, based on the state where the congregation was located and used
multipliers for congregation size and experience factors. The DSC model uses a three
digit zip code prefix in the determination of the base salary for several different job
descriptions. By basing the base salary on the three digit ZIP code prefix, and the
existing demographic data available to the district office, this allows the guidelines to
more accurately reflect the costs associated with living in the different and economically
diverse areas within the PSW District. Under the old schema, a pastor fresh from the
seminary, called to Irvine, California to a congregation of 200 souls, would be paid the
same as a pastor called to a similarly sized congregation in Victorville. That model does
not reflect the difference of the cost of living between the two locales. In the DSC model,
the pastor in Irvine would earn more fo reflect the cost of living differentials between the
two ZIP code prefixes. We feel this model gives the member congregations a more
accurate method of calculating a fair salary for the differing locales of the PSW District.

ADMINISTRATIVE MULTIPLIERS

Based upon information from our congregations, the Synod and other Districts the Base -
Salaries in these guidelines take into account the various levels of responsibility and
authority included within the expectations and position descriptions for the enumerated
church worker positions. Additionally such sources were used to develop multipliers for
congregational size, experience and additional education to reflect the difference in
value the worker brings to the congregation.

To use the administrative multipliers, add the appropriate multiplier(s) to the multiplier in
the experience and education table on Page 4 then multiply the applicable base salary
by the resuit.

For example:
The example is for a Senior Pastor in ZIP code prefix “850” with a
PhD and 10 years professional experience who is serving a
congregation with average worship attendance of 325.

First go to the Education and Experience Multiplier Tables, find the
PHD column and drop down to the 10-year row to find the multiplier
of 1.60, mark that down (1.60).

On the Base Salary Tables, find the 850 ZIP code section. Under the
column for Congregation/School Size for 301 - 500, find the Senior
Pastor multiplier of 0.050, add that to the 1.60 to get 1.65 for the
total multiplier (1.60 + 0.05 = 1.65).

Then multiply the base salary of $49,950 by 1.65 (sum of muitipliers)
for a salary of $82,417.50, ($49,950 X 1.65 = $§82417.50).

Date Printed: 2/24/2010 Page 3 of 11 Version: 4:021610



07T0Z-Z ‘T :uolsiap,

110 ¥ e8eg

sidi NIy UIWPY OT-6-Z Ajuo $3|qeL Jo1EnajeD) Algjes

0I0T/z/Z :pauld 31eq

ezt Joyor  Joest  foszr oyt Joser  Joszo
ezt Joeor  Joesr  fozzr Jowrr Jozer  fozzo
0121 Yoeor  forsr Joowr  Joexr  looer  fogzx
001 foror  foost  Josvr  Joeyr  foser  foszr
069T JoooT  osvt  forrt  Jorxr  fower  fove
0891 fosct  ostr  Josvr  Joovr  Joeer  foczt
091 Jossr a1 ozt Joser  Jozer  foez
0991 foost  Joorr  Jorrr  Joser  forer  Jore
foso1 foss1 syt foorr  Joser  Jooer oozt
fyo1 Jover  fowrr  Joeer  Joser  Joezt  fostt
o1 Joect  Joerr  Joser  Joser  foszr  fostt
locor fozet o1t et Jover ozt Joatt
foror Jorer  Jorgr  Jooer  Joeer  Joozr oot
fooor foost  Joorr  Joser  bzer szt foert
losst ostt  Joser  Jeeer  [eoer  feszt  feert 6
st fosvt  Joser  Joeer  foszr  fzzr  ozrt 8
ozer fozzt et Jeoer  Jeer foer  feort L
09¢'T Joovt  Jooer  fosz1  Joszr  Joert  fosot L 9
05T fos¥'i  Joser  Jeszr  feber ezt ezt Jezeo fesso  feoco g
0veT Jorvr  fover oozt foser  Joort  Josor foreo  fosoo focco 4
oesT foevr  Joeer  Jwzt et ferr  feor feezo feeo0 [eeco €
0cc1 ooyt Jozer  Joeer  foozt  Joert focor  Joszo fozeo [ozeo ¢
oict forsr  Jorer  ferer  festr Jerrt o feror feozo fo90 [eoso i
oost foorr  JooeT  Joozt  Jozrt foort fooor  foczo foeso [oevo 0
Aloysuny
Ul siea

m._.‘_a_uwm m._:mmﬁ B siyog SIYST

o9ibo oo1bo 9391bo
@Ud .m._uummzn_ .M(_mezn m._wummﬂ e H_ww..__wwm ey | 393 WV 10 MMM 74 MH.M,H

J0o 1o3sed |10 103sed

318V.L ¥ANdILINA

JONIYIdXT ANV NOILYONA3




0TOZ-T ‘T :UOISIaA

TI 10 G a8eq

st diyny UIWpY OT-6-7 AJUO S2|gE] JOJR|INE) AJE|ES

_omm.ﬁ 078’1 0L T 0891 09971 081 0871
026l  JOES'T 0cL'1 0/9°T 0491 06T losz1
016'T 0281 _OHN.H 099°1 OFo'1 0981 09%'1
0061 fotsr foozT fosoT  |oesT  foest ool
_omw.ﬂ 0081 0691 079’1 0791 0FC'1 0FF'1
foss1 0641 0891 0€9°1 [oto1 0eg'T 0EV'1
0/8'T 0BT 09T 0¢9°1 0091 0¢S'T 0cF T
098’1 |0£4°1 _owo.._.. 019'1 0651 01S°1 0171
0S8’ T J09L'T loso1 00971 0851 009 T 00F'1
0¥’ T J0S4°T 0v9'1 oS 1T 095°1 0671 062’1
sst oz 0E9'T 08¢'T foce 057’1 08¢
0¢8'T J0es'T 091 0/5°T O¥C1 0% 1 0/€°1T
0I8'T Jocs'T _on.H 09¢°1 0cet 09%'1 09¢'T
0031 —OHB.H 0091 0541 0¢S'1 0SF' T 0ge' 1L
0621 foozT 06571 0%S'1T 01E°1 0PF'1 0ve'T
szt Josor  fosst foest  foost fosvr . foeet
0£2°T 0891 061 0¢s'T 0671 0F'1 0Ce'1
0941 091 toom..ﬁ 01<¢'T 08¥'1 0TF'1T 1¢0'T
0641 jomw.ﬁ _omm:m 00T 0L%T 00F'L 00c'1
0%4T 0591 0F<'L 0671 09%°1 06g"1 062’1
Siuoe ST SIY0E SIYST
QU L sont | sivsen | srosseyy | 12000 | +ssiea | e,
AGQ 10}sed |10 Jo)sed

303 vv

vad
40 303 $2

SLINN
ERERA!

0T0Z/PT/T ipailid 21eQ

Aragsuja
Ul siea)

319V1 d3NndIiLnin

JON3E3IdX3 ANV NOI1vONa3




0T0Z-T T :UOISIBA

1T09

0T0Z/vT/T ‘pa3uld

Alejes aseg QT-6-7 AJUO S3|qE] JOIB|N3|R) AlRjRS

TH/00 VT 1BIS 9010

0ST'0 00T0 0000 086°0%S 324

e/u B/u e/u SCTPES ‘oW QT 1ayaea]]

g/u B/u e/u 0S6°01S ‘oW ZT Yyoea ]
00T0 0s0°0 0000 0089%S (314)[eduld “1ssy
0070 0s0°0 0000 0L6°LYS |edoulid/i01sed
00T°0 0500 000°0 005'89S 10]sed JoJUas
+10S 00S-TOE 00£-0 AJejes sseg 16 +616 +LT6 +516 +7T6+CT6 +L06 +906 +506 +068 +758

9ZIS |ooyas/uoi1esaiguo) sapojydiz

—I .LI\I_Q_.NH T T HEIS 3210
0ST°0 00T'0 0000 €9V LES 324

e/u B/u e/u GE9'TES ‘oW 01 1sydea]|

efu e/u e/u 796°/€S oW ZT Yyoea
00T°0 0S0°0 000°0 096'6€S (314)|edpuilg 1ssy
00T°0 0500 0000 SSE'7YS |edoulid /1015
00T°0 0500 0000 0S6'617S 10)5ed J0IU3S
+105 005-T0¢ 00¢-0 Atejes aseq GE6 +V7E6 +5T6 +ET6 +CTE+8T6 +806 +006 +168 +/58 +£58 +058

9ZIS |00YIS /uoI1eEa13uo) sapoj)diz

N o "IH/00°0T o T 18IS 900
| osto 00T°0 000°0 0ZS'8€S 320
e/u e/u e/u 8808¢S "oW T Jayoea]

—’ e/u e/u B/u GOLEES ‘oW 7T yoeay
0010 0S0°0 000°0 0CS'8€S (314)|ednulig assy
00T0 0500 0000 GEEEYS |edoutd /103584

| o010 0500 000°0 0ST'87$ 101584 10IUBS
+109 005-T0¢ 00g-0 Alejes aseg 76 +£06 +1798 +£98 +098 +998

3ZIS [00Ya5/Uoi3edaisuo) sapo)diz

( 2poa diz u8ip-£ ) ALINNINWO)D JIHdVY903D AS
S319VL AYVIVS ISvd



0T0T7-T T [UOISIap

Alejeg aseg (T-6-7 Ajuo $3)qe] Jolenae] Adejes

010Z/¥z/T :patuld

T IH/00°9T e oo0]
0sT'0 00T'0 0000 STZ'05S 324
e/u E/U e/u €97'ehs ‘oW QT 49Yydea],
efu e/u g/u ST2'0SS ‘oW gT yoaes]
0010 0S0°0 0000 Q0Z'S9S (3Ld)reddUL 1S5V
0010 0500 0000 096°/5S |leddulid/i03sed
00T0 0500 0000 0SY'ZLS 101sEd JOJuasg
+10S 005-T0€ 00€-0 Aiejes sseg TE6 +976 +ET6 +TT6 +0T6 +706 +206
9z1§ Jooyas/uonnedalduo) sapo)diz
| 1 "IH/00 7T ) 1215 2010
| osto 00T°0 000°0 09£'SH$ 04
| e/u e/u E/u 008'£€S "ow 0T Jayoea |
e/u e/u e/u 09g'SHrS 'OW ZT yzes]
i 00T0 0s0°0 0000 0Z£'855 (3.14)[edduLg 155y
00T'0 0S0°0 0000 02£'85S [edaulid/101sed
— 00T°0 0s0°0 0000 008v9S 10)sed Jolussg
+T0S 00S-10¢g 00€-0 Alejes aseq 0€6 +8C6 +L76 +0C6
2zI§ |ooyas/uonedsiduo) sapondiz
s — - )

(®@pod diz 3151p-€ ) ALINNWINIOD JIHAVHD0ID A9
$I19VL AYVIVS ISVY




RETIREMENT AND HEALTH PLANS

Congregations are encouraged to pay 100% of the costs for comprehensive health plan
(unless the plan requires a certain percentage of participation by the insured), retirement,
disability, and survivor insurance plans. The policy MUST be applied consistently to all
workers otherwise congregations could jeopardize their legal and tax-exempt status by
providing unequal coverage of the benefits fo all workers and be subject to
discrimination law suits. (For more detailed information consult the Congregational
Treasurers’ Manual — available from the District Office.)

EMPLOYEE BENEFIT PLANS

In order to protect tax benefits, according to the Internal Revenue Service, each
individual church worker working more than twenty (20) hours per week must be
covered by comprehensive employee benefit plans. Such coverage should include
retirement, disability and survivor benefits, and, where desired by the employee, health
insurance. There can not be any discrimination between different workers. The same
coverage and payment for premiums must be provided to all full-time workers. For
further details contact the District office, 949-854-3232, 888-773-5267 or, where
synodical coverage is desired, the Concordia Plan Services office in St. Louis, 888-
927-7526. (For more detailed information consult the Congregatlonal Treasurers
Manual — available from the District Office.)

SOCIAL SECURITY

While considered employees (under current IRS guidelines) for income tax and
reporting purposes, all rostered individuals of Synod, (pastors, commissioned ministers,
directors of Christian education, and deaconesses) are not employees for Social
Security and self-employment tax purposes, but are considered “self-employed.”
Therefore, unlike other congregational “employees,” the congregation does not pay half
of the FICA tax. The professional church workers are obligated to pay the entire tax
themselves. Because of this difference, many congregations have paid their rostered
workers the amount the congregation would have had to pay to the U.S. Government in
FICA tax as an addition to their base salary. This is taxable income for the worker, but it
is a way of helping the worker offset the high FICA they are required to pay. Whatever
the congregation’s policy is regarding Social Security payment assistance, it must be
applied consistently to all rostered workers.

(For more detailed information consult the Congregational Treasurers’ Manual -
available from the District Office or obtain assistance from Concordia Plan Services in
Saint Louis.)

CONTINUING EDUCATION

In order to fully understand the changing needs of the congregation and community,
professional church workers should be encouraged to participate in a carefully
designed and approved program of continuing education. Since the congregation will
be the primary beneficiary of such a program, a set amount should be included in the
congregation's budget in order to support this program.

A spiritually sound, well-trained (teaching) staff supports ministry. Professional growth
should be valued as a necessary ministry tool. In order to maintain consistency of
Lutheran thought and teaching non-Lutheran or non-synodically trained educators (and
caregivers) should be encouraged and financially assisted in enrolling in the Early
Childhood Certificate of Christian Teaching or colloquy programs.

(Both are available at CUIl). Certifications and additional coursework in the field of
education should be celebrated. Congregations are encouraged to make funds
available for continuing education and completion should be reflected in salaries.
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Conventions, retreats, conferences, or workshops directly related to the worker's
effectiveness in the ministry, or mandated by membership in Synod, are part of the
business of the congregation and should not be freated either as part of the worker's
vacation or done at his/her expense. Church workers should be encouraged to attend
conferences and conventions regularly with all expenses (travel, meals, lodging,
registration, etc.) paid by the congregation. Synodical rules require all rostered called
workers to attend all district conventions.

ESTABLISHMENT OF PREPARATION TIME FOR EDUCATORS
In order o encourage commitment to faithful and full service to our Lord and Savior, and
for the health and well-being of professional church workers, it is recommended that
congregations assure the worker that an adequate amount of time will be made
available for the purpose of completing the required preparations and record keeping to
insure the success of all students. To this end, each full-time educator will be allowed
an average of 2.5 to 5 hours per week for preparation periods during the school day.
These preparation periods will be in addition to at least a 30 minute student free lunch
break. These preparation periods may occur prior to or after student classroom hours.
The rationale for establishing these guidelines include the following:

e Provide time for professional growth (e.g. reading journals, books, etc.);

¢ Provide time for lesson planning

¢ |nitiate and return phone calls and emails

» Make final preparations for special lessons/activities

* Organize field trips

+ Conference with parents, students, or fellow staff members

» Correct papers, record grades, perform required record keeping

e« Work on additional responsibilities such as yearbook, NLSW activities, sports,
etc.

e Peer coaching and collaboration

e Time to be refreshed

The following suggestions are potential ways to implemenit this plan:

» At least one additional educator could be added to the staff to furnish specific
training in a designated subject (e.g. art, physical education, computer, foreign
language, music, etc.) Although this might result in a tuition increase, the
students would benefit from the expertise these individuals would bring in
broadening these specific areas of the curriculum.

» Paid staff or volunteers may be used to supervise lunch and recess periods. It is
important to note that volunteers should be trained specifically and adequately for
their position so they feel confident and comfortable in performing the task, and
are able to maintain excellent supervision.

¢ Preparation time may be coordinated with the number of hours a teacher has a
classroom aid. Those teachers without a classroom aid would receive more
preparation time than those with an aid.
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Caring for our professional church workers should be one of our highest priorities.
tnstituting a teacher preparation time program will be a morale booster for teachers, and
will demonstrate care and concern for their high calling. This is vital to the growth and
quality in our Lutheran Schools. Our teachers are precious, and caring for their well-
being and professional growth is crucial.

OTHER PERSONNEL-RELATED MATTERS

UNEMPLOYMENT COMPENSATION

Under existing state and Federal laws the congregation is exempt from the
Unemployment Compensation Act. This means that any employee who terminates or is
terminated and-is unable to find new employment is not eligible to collect unemployment
insurance benefits.

WORKER’S COMPENSATION

Worker's Compensation pays benefits for a work-related injury. You should report any
injury to your supervisor as soon after the injury as possible. (For more detailed
information consult the Congregational Treasurers’ Manual — available from the District
Office.)

NON-DISCRIMINATION

The following information is provided to ensure that salary provisions are morally fair,
legal, and non-discriminatory. Synod has determined that all teachers who have
graduated from one of its colleges and have received Lutheran teachers’ diplomas or
received the Lutheran teachers' diploma through colloquy should receive calls rather
than contracts. Teachers without the Lutheran teachers' diploma are to be classified as
lay teachers and may be contracted. Title IX of the Education Amendments of 1972
expressly stipulates that there shall be no sex discrimination in hiring practices. In
effect, this means that salaries should be equal for men and women.

AUTOMOBILE EXPENSES

Automobile and other travel expenses are not included in the salary base. Such
expenses are business expenses of the congregation for which the worker should be
fully reimbursed. Each congregation should consider distances that workers are
required to travel in carrying out their assigned responsibilities. (For more detailed
information consuit the Congregational Treasurers’ Manual — available from the District
Office.)

Congregations with several staff members are encouraged to recognize that not only

the pastor is required to travel to carry out his ministry, but other staff may have ministry
that requires travel also. Strive for equity and fairness to all staff members.
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VACATION

Days of vacation for the worker are based on prior service. Vacation days are not
cumulative, but taken within a given calendar year. Vacation days for twelve-month
workers are any days away from assigned duties, including school Christmas and
Easter breaks. Congregations are advised to consider maximum vacation time for
positions of great responsibility, such as senior pastor and principal, regardless of years
of service. It is also suggested that the congregation consider allowing the workers to
carry over a portion of unused vacation days, possibly in the fashion: 5 days or less at
the worker’s discretion.

SUGGESTED VACATION DAYS
Position; 1-5 Years |6 — 20 Years| 20 + Years
12—-Month

Non-Hourly 3 weeks 4 weeks 5 weeks
Workers

BACKGROUND CHECKS AND SEXUAL ABUSE

Background checks should be made on all employees yearly for those in contact with
children as stipulated by law. Yearly training courses on avoiding sexual abuse and
harassment must be conducted yearly for school employees and is also a good practice
for all church employees. These services should be paid for by the church and/or
school.

PERSONAL TIME

Personal time is an authorized period of time off the job, with or without pay, and is
granted at the discretion of the congregation’s administrative body.
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