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July 11, 2017 
 
 
 

 
To:       Congregations & Schools of the Minnesota North District 
From:  Minnesota North District Finance Committee 
             Ray Moldenhauer, Rev. Kirk Lee and Mike Uran 
 
 
Based on information reviewed and discussed by the members of the District Finance Committee, the following 
suggestions are being incorporated into the District salary guidelines for 2018 in order to assist congregations in 
establishing appropriate compensation for workers. You will see that the entire document has been revised this 
year. The committee welcomes your comments and suggestions. 
  

 
1. All figures in the salary grid were increased by 1.5%. 

 
2. The recommended housing allowance range has been increased to $13,000 - $21,000. We encourage 

congregations to thoroughly evaluate the local cost of housing and utilities. 
 

3. We continue to emphasize the importance of the benefits provided to professional church workers.  Health 
insurance, retirement and disability benefits are crucial to our workers.  We encourage congregations and 
schools to consider providing and possibly funding health savings accounts and flexible spending accounts 
offered by Concordia Plan Services (CPS) for your workers. CPS representatives can be reached at 888-927-
7526.  
 

4. Congregations that have the ability to compensate their church workers above these salary guidelines 
should do so as these guidelines provide a district-wide base and do not account for local circumstances. 
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2018 
 

GUIDELINES 
 

FOR 
 

SALARIES & BENEFITS 
 

OF 
 

PROFESSIONAL CHURCH WORKERS 

 

“Minnesota North District exists to further the Great Commission (Matthew 28:19-20)                                   

and to assist congregations as Great Commission churches.” 
 

MINNESOTA NORTH DISTRICT 

 THE LUTHERAN CHURCH – MISSOURI SYNOD 
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Introduction 
 
An annual review of compensation is more than finding the new salary number on a chart. It should be preceded 
by a performance appraisal which preferably occurs several months prior to the compensation review. The 
compensation review should include a discussion of salary, benefits, and reimbursement of professional 
expenses, as well as items related to personal health and wellness. These items should be openly discussed and 
understood by the lay leadership and then be adopted by the congregation, in order to ensure a shared 
commitment to properly caring for our workers. Scripture passages such as I Thessalonians 5:12-13; I Timothy 
5:17; and Galatians 6:6 provide a solid foundation for discussion and understanding. 
 
This Guide is divided into six sections: 
 

1. Salary 
2. Adjustments to Salary 
3. Housing 
4. Non-Salary Benefits 
5. Professional Expenses 
6. Guidelines for Moving 

 
 
 

Section 1 – Salary 

 
    Pastors  Other Professional Workers 
       Communicant Membership     

Years of Up to 300    301-599 600+ 10 Month  12 Month  
Experience        Basis       Basis 

_______________________________________________________________________________________________________ 

0 36,384 37,130  37,875  31,163  34,208  
1 37,145 37,891 38,636  31,924 34,969  
2 37,580  38,325 39,070  32,358  35,404  
3 38,015 38,761 39,506  32,794  35,840  
4 38,450  39,196  39,941  33,229  36,274  
5 38,886  39,631  40,376  33,663 36,710  
6 39,320 40,066 42,841  34,099  37,145  
7 39,756 40,502  41,247  34,534  37,579  
8 40,191 40,916 41,681  34,969  38,015  
9 40,625 41,371  42,116  35,404  38,449  
10 41,061  41,807  42,552  35,840  38,885  
11 41,496 42,241  42,986  36,274  39,320  
12 41,931  42,677  43,422  36,710  39,755  
13 42,366  43,111  43,857  37,145  40,190  
14 42,801  43,547  44,292  37,579  40,625  
15 43,236  43,982  44,727  38,015  41,060  
16 43,671  44,416  45,162  38,449  41,495  
17 44,106 44,852  45,597 38,885  41,931  
18 44,541  45,287  46,032 39,320  42,365  
19 44,977  45,722 46,467  39,755  42,801  
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20 45,411 46,157 46,902  40,190 43,236  
21 45,847  46,593 47,338  40,625 43,670  
22 46,282  47,027  47,772  41,060 44,106  
23 46,716 47,462  48,207  41,495 44,541  
24 47,152 47,898 48,643 41,931  44,976  
25 47,587 48,332 49,077 42,365 45,411  
26 48,022 48,768 49,513 42,801  45,846  
27 48,457 49,202 49,948  43,236  46,281  
28 48,892  49,638  50,383 43,670 46,716  
29 49,327 50,073 50,818 44,106 47,151  
30 49,762 50,507 51,253 44,541 47,586  
31 50,197  50,943  51,688  44,976 48,022  
32 50,632  51,378  52,123  45,411 48,456  
33 51,068  51,813  52,558  45,846  48,892  
34 51,502  52,248  52,993  46,281  49,327  
35 51,938  52,684  53,429  46,716  49,761  
36 52,373  53,118  53,863  47,151  50,197  
37 52,807  53,553  54,298  47,586  50,632  
38 53,243  53,989  54,734  48,022  51,067  
39 53,678  54,423  55,168  48,456  51,502  
40 54,113  54,859  55,604  48,892  51,886  

 
 
Related Life Experience: An individual who served as a commissioned church worker prior to entering pastoral 
ministry should receive full credit for each year of service. Individuals entering service to the church later in life 
should be given credit for maturity and experience gained outside the church at a rate of ½ credit for each year 
of service. 
 
 

Section 2 – Adjustments to Salary 
 
Determine if any of the following situations apply and determine the applicable percentage adjustment. 
 
Senior Pastor: Add a percentage based on the degree of added responsibility. Possible factors include 
membership size, worship attendance, special responsibilities, or staff size. (5% - 20%) 
 
Dual Parish: Add a percentage based on the degree of additional responsibility. Possible factors include 
additional travel time, preparation, or attendance at multiple meetings/functions. (5% - 20%) 
 
Advanced Degree: Add a percentage for each earned degree above the level required to hold the position. 
Pastor: M. DIV; DCE and teacher: BA or BS. (3% - 7%) 
 
FICA – Social Security: Ordained and commissioned ministers are considered self-employed and pay self-
employment tax. Reimbursing the worker for all or part of the cost is considered a taxable benefit. 
Congregations are encouraged to reimburse ½ of the amount of Social Security tax directly to the worker. This 
becomes taxable income to the worker. 
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Merit Consideration: Performance and effectiveness should play a significant role in the compensation decision 
process. A performance appraisal should form the basis for compensation decisions and should be completed 
prior to making compensation decisions. Keep in mind that no single individual possesses gifts in all areas of 
ministry. Overall effectiveness can be good even if certain weaknesses exist; especially if the worker recognizes 
these weaknesses and develops a way to compensate for them.  
 

Section 3 – Housing 
 
A worker’s total compensation is comprised of cash salary and either a cash housing allowance or the fair rental 
value of a parsonage. 
 
Congregations must annually designate a portion of the called workers total compensation in a Housing 
Allowance Resolution recorded in the Minutes of an official meeting so that the portion of earnings used to 
provide housing may be excluded from income tax. The amount designated in the resolution as the IRS Housing 
Allowance will vary depending on each individual’s housing arrangement and should be determined in 
consultation with the worker. 
 
The congregation must pass a Housing Allowance Resolution before a called worker can begin to take advantage 
of this tax benefit. Sample Resolutions and a more thorough explanation of this tax benefit can be found in the 
Congregational Treasurer’s Manual (https://www.lcms.org/resources/ctmanual). 
 
Where the worker is responsible for housing, a housing allowance should be provided which reasonably 
compensates the worker for housing and utility costs. The housing allowance should be comparable to building 
or rental costs in your area. Each congregation is encouraged to gather data and information specific to its local 
community. This can be done through a realtor, mortgage lender, anonymous survey of some members, etc. The 
range seems to be from $13,000 to $21,000 per year but can be higher in some areas of our district and should 
accurately reflect the median cost in your community. 
 
Parsonage 
 
When a congregation provides a home, all utilities are paid by the congregation excluding personal long distance 
telephone costs and other items of a personal nature/choice. Lawn care, snow removal, routine house 
maintenance, cable TV, etc. should be discussed to determine who provides the necessary equipment, does the 
work and pays the bill. Dependable internet service should not be considered optional and should be considered 
a normal housing expense. 
 
Lay leadership should assure that the parsonage reflects well on the congregation within the community and 
provides the worker and family a modern, comfortable, well maintained home. Trustees need to regularly 
inquire as to the home’s condition and make necessary repairs and updates. The family’s privacy should at all 
times be honored. This means no unannounced inspections or repairs. 
 
The family should view the parsonage as a trust deserving of their care and respect. Permission should be 
received prior to making changes/improvements to the home or adding pets. When vacated, the parsonage 
should be in a condition similar to when it was first occupied with the exception of normal wear. 
 
Workers are required to pay self-employment tax on the fair rental value of a parsonage (see the Congregational 
Treasurer’s Manual https://www.lcms.org/resources/ctmanual for a definition of fair rental value). 
 

https://www.lcms.org/resources/ctmanual
https://www.lcms.org/resources/ctmanual
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Home Equity Support: When a parsonage is provided, congregations should consider an additional annual 
compensation to enable the worker to build a housing equity as these individuals often find it difficult to obtain 
affordable housing at the time of retirement. A recommended figure is 20% of housing value. For example, if the 
parsonage were valued at $14,000 per year (rental or income value) 20% would be $2,800. Legal advice should 
be utilized to be certain all regulations are followed. 
 

Section 4 – Non-Salary Benefits 
 
While it is not the purpose of the Salary Guidelines to set the congregation’s Personnel Policies, the following 
items are recommended for consideration and should be addressed by congregational policy. 
 
Concordia Plan Services: The LCMS Concordia Plan Services consist of 

 Concordia Health Plan (Medical/Dental) (CHP) 

 Concordia Disability and Survivors Plan (CDSP) 

 Concordia Retirement Plan (CRP) or 

 The Church’s Plan 
 
The congregation is responsible for all payments to the Retirement and Disability Survivors Plans. It is 
recommended that the congregation pay for health care coverage for the entire family. 
 
Detailed information on the Concordia Plan Services can be obtained at www.concordiaplans.org or by calling 
Concordia Plan Services at 888-927-7526. 
 
Tax Sheltered Annuity (TSA) or Individual Retirement Account (IRA): A TSA or IRA should be an option available 
to the worker. It should be the worker’s election to determine what portion, if any, of the before-tax 
compensation should be so utilized. 
 
Military Duty: Reservists need to be granted a leave of absence during active duty or weekend duty at 100% of 
normal salary less any military compensation. 
 
Sick Leave (Short Term): It should be acknowledged that providing for time-off due to illness is in the best 
interest of the congregation by protecting the health of your workers. Without such days, there is a risk of 
having your worker attempting to carry out responsibilities while seriously ill. It is suggested that sick leave be 
granted in accordance with the Concordia Disability and Survivor Plan, that is, fourteen (14) days per year. After 
fourteen days of illness, the Concordia Disability Plan provides wage replacement. 
 
Vacation: Congregations are encouraged to establish a vacation policy for their workers. It is recommended that 
vacation time not be carried over from one year to the next, except by mutual consent and in writing, between 
the worker and the responsible authority of the Congregation. A suggested policy is as follows: 
 
  Total Years of  Days of No. of Sundays 
 Church Service Vacation     Included 
 0 – 2 14 2 
 3 – 9 21 3 
 10 – 19 28 4 
 20+ 35 5  
   

http://www.concordiaplans.org/
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Section 5 – Professional Expenses 
 
Tax laws require a close accounting of expenses. Congregations are strongly encouraged to utilize a 
reimbursement system and have policies for professional expenses. 
 
Automobile: The worker is required to account to the IRS for auto allowance income. Increasing auto allowance 
in lieu of increasing base salary does not improve the worker’s tax liability. A preferred method is to operate on 
a reimbursement plan whereby the worker records mileage and submits a periodic request for reimbursement 
at the current mileage rate established by the IRS. The current rate is available by calling the IRS at 800-829-
1040, on the IRS website https://www.irs.gov/tax-professionals/standard-mileage-rates, or by calling the District 
Office at 218-829-1781. This “cents per mile” number is the rate which the IRS allows to be deducted from 
income. It covers all costs to replace, repair, insure and operate an automobile. 
 
Books, Periodicals, Continuing Education: An amount should be included in the congregation’s budget for these 
purposes. This is not added to the worker’s compensation but held in account until needed. The worker should 
be encouraged to have an annual plan for continuing education and professional development. Travel costs, 
tuition, and related costs should be covered. The worker should not be expected to use vacation time for this 
purpose. 
 
Conventions, Conferences, and Retreats: These are part of church business and the costs should be covered by 
the congregation. This should include travel, lodging, meals, and registration. This should be a budget line item, 
the amount of which should be determined in consultation with the worker. 
 

Section 6 – Guidelines for Moving 
 
The following is designed to be helpful in considering a move. Self-moves are frequently used, however, an 
estimate from a moving company should be obtained. Minnesota North District does not insure personal 
property or personal injury to workers while moving or thereafter. Review all insurance coverage, especially in 
self-moving and in the use of volunteers. 
 
In general, moving of heavy or bulky items should be discouraged. Personal items belonging to someone other 
than the immediate family should not be included. Normally, transit mileage will be covered for personal 
vehicles but not for recreational vehicles. 
 
Actual cost of rental units in self moves should be paid in full and a 20% increment should be paid for the cost of 
obtaining extra padding, incidentals and in appreciation for labor. 
 
IRS rate per mile should be paid for personal automobiles. Hotel and food costs should be covered on a move 
calculated at 400 miles of driving per day. 
  
In most cases where the individual to be moved owns a home, normally no allowance is made for sale of their 
home or to guarantee a base price for their home. 
 
Moving costs from the primary living site, plus one other area, may be acceptable. This would assume to be 
seminarians with stored items following vicarage, missionaries returning from service abroad, etc. 
 

 

 

https://www.irs.gov/tax-professionals/standard-mileage-rates
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Compensation Worksheet 
 

________________________________________ 

Workers Name 

 

________________________________________ 

Years of Experience 

 

________________________________________ 

Highest Degree 

 

Step 1. Base Salary 

 Base Cash Salary $____________________ 

Step 2. Adjustments 

 Senior Pastor $____________________ 

 Dual Parish $____________________ 

 Advanced Degree $____________________ 

 FICA-Social Security $____________________ 

 Merit $____________________ 

Step 3. Housing 

 Housing Allowance $____________________ 

 Parsonage Fair Market Value 

 (non-salary item)   $____________________ 

 Home Equity Support $____________________ 

Total Salary Package $_________________ 

Step 4. Non-Salary Benefits 

 Concordia Plan Services $____________________ 

 Tax Sheltered Annuity or IRA $____________________  

Step 5. Expenses included in Church Budget 

 Automobile $____________________ 

 Books/Periodicals/Continuing Ed. $____________________ 

 Conventions/Conferences $____________________ 


