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INTRODUCTION 
 

For many years, it has been the practice of the Annual Meeting to vote clergy compensation guidelines every 
year.  The Guidelines are developed and proposed by the Clergy Leadership Ministry Council.  Three years ago, 
a question came to this Council from the Annual Meeting Planning Committee:  “Do we really need to vote 
these guidelines every year?” 

The Council determined, after some consideration, that a vote is necessary only when the Council proposes 
substantive changes to clergy compensation (beyond annual cost-of-living adjustments), or paradigmatic shift 
changes to clergy compensation methodology. 

PROPOSED VOTE  

Therefore, the Clergy Leadership Ministry Council recommended to the 217th Annual Meeting and approved 
the following by vote:  

The 217th Annual Meeting adopted the Clergy Compensation Guidelines as printed in the Advance 
Materials.  These Guidelines shall remain in effect, with annual cost-of-living adjustments as recommended 
by the Clergy Leadership Council, until such time as the Annual Meeting adopts new Clergy Compensation 
Guidelines. 

PROPOSED GUIDELINES  

The 217th Annual Meeting of the Massachusetts Conference of the United Church of Christ, seeking to balance 
the growth, vitality and financial sustainability of its churches with the fair and appropriate compensation of its 
authorized ministers, recommended that all congregations meet the goals as outlined in these Compensation 
Guidelines for Authorized Ministers.  The guidelines apply to all people serving in authorized ministries of the 
church, including full-time and part-time solo, senior, associate and assistant pastors, both settled and interim, as 
well as licensed and commissioned ministers. 

The primary operating principle for these guidelines is fair and just compensation for all authorized 
ministers. Authorized ministers serving our churches should be able to earn enough income, which includes 
base salary and housing, to live in the community they serve.  This, however, does not obligate congregations to 
cover the necessary income in its entirety.  When congregations cannot pay their authorized ministers according 
to the guidelines, the minister’s service to the church should be adjusted accordingly to allow them to find other 
work to supplement their income.  The guideline figures presented in these tables represent an average across 
the Conference drawn from data from congregations and reported to the national offices.  The data were evenly 
distributed with more than 40% of our congregations reporting.  Local economic conditions will vary and thus, 
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these figures should be adjusted up or down depending upon local income data, such as that reported by the  
U. S. Census or the Massachusetts Department of Revenue.  Median household income for Massachusetts in 
2017 was $77,385.  Data provided by the Census Bureau ACS 1-year Estimate. 

These guidelines reflect a congregation’s average size of participation in the faith development opportunities it 
offers each week.  These will include all worship services and educational opportunities, such as Bible study and 
regular mission and outreach activities.  These guidelines also should encourage clergy and congregations to 
think of compensation in terms of ranges based upon the skills and talent pastors bring to complement the 
ministries of their congregations.  They intend to foster a constructive dialogue between clergy and congregation 
to shape their shared ministry.  This dialogue should reflect the scope of ministry which includes: congregation 
size, ministry tasks, congregational resources, the pastor’s skills and expertise, and any exceptional conditions 
facing the congregation’s current ministry.   

The tables below reflect the scope of ministry and the experience and skills of the pastor.  These ranges reflect 
conference-wide compensation data reported to the national offices of the United Church of Christ. 

• Tables A and B present ranges for Base Salary and Housing, with and without a parsonage.  To this 
amount, the following components would be added: 

▪ SECA Allowance – 7.65% of total salary basis (base salary plus  housing or fair rental value of the 
parsonage) 

▪ Home Equity Allowance for those in a parsonage – 1.5% of average home value 
▪ Pension Contribution  – 14% of salary basis 
▪ Life Insurance and Disability Income Plan – 1.5% of salary basis 
▪ Health, Dental, and Vision Insurance  
  

The Conference recommends that all ministers, whether full-time or part-time, should have health insurance for 
themselves and their families.  If a congregation can afford to cover a minister’s health insurance needs, it 
should do so.  However, when a congregation cannot, it should provide an addition to the salary to enable the 
minister to afford health insurance coverage.  The minimum for this addition should be based upon the current 
UCC health insurance rates for Plan A for a single minister 41 years old or older. This would be pro-rated based 
upon the number of hours. 

• In addition to this compensation, we recommend an Accountable Reimbursement Plan to cover 
ministry-related expenses incurred by the minister, including: 

• Mileage reimbursement – for use of a personal car at current IRS rate plus tolls and parking, or an 
automobile provided by the church. 

• Professional expenses – the Conference recommends a minimum of at least $1,000 per year for other 
travel, meetings, books, professional subscriptions and other business expenses allowed by the IRS.  

• Continuing education time and expense – the Conference recommends a minimum of $500 for 
participation in a clergy community of practice as well as workshops, trainings and retreats, supervision 
or mentoring. 

• An additional benefit the church should offer is a Health Flexible Spending Account which is at no 
extra cost to the church. 

• Note:  Accountable Reimbursement Plans are not included in the tables as they are not taxable and 
thus are not considered as clergy compensation.  

 

 2 

https://datausa.io/profile/geo/massachusetts
http://www.census.gov/programs-surveys/acs/


 

 

Time Considerations 

• The work schedule of a full-time local pastor is an average of 35-50 hours per week with no more than 
3 evenings in a given week and 2 regular days off per week. 

• Paid Holidays according to church personnel policy. 
• Vacation Time – Four weeks paid vacation per year.   
• Continuing Education Leave – Two weeks, including weekends, per year. 
• Sabbatical Leave – Three months paid full-time sabbatical leave every 5-7 years in addition to the 

expenses for substitute pastoral coverage during that time. 
• Sick Time according to church personnel policy, but at least two weeks per year. 
• Parental Leave, for Birth or Adoption – Twelve weeks paid (by church and/or disability plan) and up to 

six months of unpaid leave. 
• Personal/Compassionate Leave as needed for bereavement or family celebrations. 
• Military Leave –  Those who serve in the military reserves or National Guard receive compensation for 

each day of mandatory mobilization up to 30 days a year.  Should mobilization extend beyond 30 days, 
the local pastor will go on unpaid leave. 

  
The following tables are based upon the following: 

• Weekly Participation – the average number of people who participate each week in various faith 
development experiences in the church 

• Clergy experience – relevant professional experience from ministry and other professions pertinent to 
the church, including supervisory experience 

• Full-time is an average 35-50 hour work week, including four weeks for vacation, and two weeks of 
continuing education leave 

  
Using these tables:  The Conference encourages clergy and congregations to consider compensation based upon 
relevant experience and competency as follows: 

• Low – Base training and education with minimal related professional experience. 
• Mid – Demonstrates consistent, successful performance in all areas of the job. 
• High – Performs job responsibilities independently and in a highly effective manner; may demonstrate 

unique knowledge or skill; is often a resource to others. 
  

Associate pastors should be paid 80% of a full-time senior pastor with similar professional experience and 
demonstrated skills.  
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Table A.    Base Salary with Parsonage 

 Weekly 
Participation Low Mid High 

0 - 75 $31,741 - $40,541 $36,141 - $44,940 $40,541 - $49,235 

75 - 110 $38,027 - $48,502 $43,264 – $53,635 $48,502 - $58,768 

110 - 190 $43,997 - $56,149 $50,073 - $62,120 $59,125 - $68,196 

Above 190 $66,415 - $84,642 $75,529 - $93,756 $84,642 - $102,869 

Note: The above table assumes the parsonage is furnished plus all utilities are paid by the church.       
 

Table B:  Cash and Housing Allowance Range 

 Weekly 
Participation 

Low Mid High 

0- 75 $48,187 - $61,439 $54,787 - $68,091 $61,439 - $74,691 

75 - 110 $57,615 - $73,434 $65,472 - $81,290 $73,434 - $89,042 

110 - 190 $66,729 - $85,061 $75,843 - $94,175 $85,061 - $103,394 

Above 190 $100,565 - $128,220 $114,392- $142,048 $128,220 - $155,875 

 

How to Apply these Guidelines: 

 

Step 1:  Choose either Table A or Table B based on the housing/parsonage situation for your pastor. 

 Step 2:  Select the appropriate row in the chart that best describes your church’s weekly attendance at various 
faith development offerings/meetings.  (Weekly attendance would include the numbers for those 
involved in worship service(s), bible studies, programs, committee meetings, etc.) 

 Step 3: Select the appropriate column by considering the level of professional experience, including 
performance, skills, responsibilities, and effectiveness of your pastor’s work.  For ministers answering 
an initial call, relevant professional and supervisory experience should be considered.  For ministers 
who have served more than one year in their position, this should be determined based on a formal 
annual evaluation. 

 Step 4:  Using the Total Salary Basis agreed to, determine the amounts to be allocated to Housing Allowance or 
Parsonage Allowance based on the reasonable needs of the minister.  (This does not increase the cost to 
the church, but it benefits the clergy tax liability.) 
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Final Word:   

Congregations will pay clergy what they can afford.  Compare that amount to the amount in your appropriate 
range within the table, keeping in mind that the pastor should be able to live comfortably in the community 
where the church is located and in a manner consistent with the majority of the congregation’s members.  
Churches who cannot afford this should consider employing a part-time pastor, thus allowing the pastor to work 
part-time at another job to supplement their income. 

References: 
1 Due to the federal tax code, clergy taxes are complex.  The handbook will cover the lion’s share of the questions for 

churches and clergy.  However, a complete reference is the Church and Clergy Tax Guide by Richard Hammar.  It is 
revised annually to correlate to the current tax code. 
 

2    Based upon the 2019 Health Insurance rates published by the UCC Pension Board for one adult age 41 or older, 
Category “A” (non-Medicare) that amount is $11,856.  The rate calculator is on the PBUCC website at  UCC Pension 
Board Health and Dental Insurance Rates. 
 

3      An accountable reimbursement plan is not considered income and is administered by the church.  While a part-time 
pastor may do fewer visits and thus may not need as much money in the plan for auto mileage as a full-time pastor, that 
pastor could incur the same expenses for conferences, meetings, meeting travel and expenses, books, and continuing 
education. 
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https://www.pbucc.org/index.php/benefits/learn-about-health-plans

