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The term “rostered minister” refers to a person who is on the ELCA roster of Ministers of Word and Sacrament
(pastors/clergy) or the ELCA roster of Ministers of Word and Service (deacons). Beginning in 2017, all new deacons earn a
master’s degree prior to being placed on the roster of Ministers of Word and Service. We have a separate compensation
scale for deacons with a master’s degree and for those without.

*2022 Washington State Salary Threshold for Overtime Exempt Professional
Employees and Years of Experience*
The biggest change affecting the Synod Compensation Guidelines this year is the change in the overtime pay
rules. Changes to the State minimum wage also means an increase in the minimum salary an employee must
earn in 2022 to be overtime exempt. This impacts “white collar” positions held by executive, administrative, and
professional workers plus computer professionals and outside salespeople.
Under the state’s rules governing exemptions to the Minimum Wage Act, salaried exempt employees must earn
at least a minimum salary that is established as a multiplier of the minimum wage (attached). Therefore, when
the minimum wage increases, so does the salary threshold.
When those rules were updated in 2020, L&I created an eight-year implementation schedule that incrementally
raises the multiplier until it reaches 2.5 times in 2028. The pace of the increase is based on the size of the
employer (1-50 employees).
For 2022, to be exempt from overtime, an employee working in a company with 1-50 employees, must earn at
least $975 a week ($50,700 a year), or 1.75 times the minimum wage for a 40-hour workweek. In the past two
years, the synod compensation guidelines were higher than the threshold number. Starting in 2022, this is not
the case, so for 2022 we have increased the clergy salary with 0 years of experience up to this threshold level,
which in turn brings all levels Ministers of Word and Sacrament up using our set percentage increase for each
year of experience that we have used since the beginning of this synod.
Management and professional roles frequently qualify for this status, due to the self-directed nature of their
work, advanced educational requirements and oversight/management responsibilities. Washington State notes
clergy specifically as meeting this requirement. Therefore, clergy (Ministers of Word and Sacrament) are
considered exempt from overtime pay. All other employees, rostered and lay, may or may not be considered
exempt.
What about our other rostered ministers and employees? It is up to each congregation to complete the “Duties
Test” (Attached and online) to decide if their other employees may be exempt from overtime. If they are not,
then the other employees must receive hourly pay, plus overtime for hours worked over 40 hours per week. A
salary is a form of payment and does not determine exemption status. Exempt and nonexempt employees can
both be paid on a salary basis for a 40 hour workweek, but employers must provide all nonexempt employees
with the protections outlined in the Minimum Wage Act, which includes paid overtime and paid sick leave, among
other things. It is a requirement to capture the hours worked for employees that do not qualify for overtime
exempt status, whether by time sheet, time card, time clock or time clock app.
Overtime pay must be at least 1.5 times the employee's regular hourly rate. Other overtime rates, like double
time pay are not required under Washington state law, with the exception of certain public works projects.
Employees cannot waive their right to overtime pay, which means that employees may not “volunteer” doing
continued next page

2022 Southwestern Washington Synod Minister Compensation Guidelines

2

the same job as they are paid to do with that same employer.
We know this may seem confusing, complex and expensive, especially for future year planning. The Synod
Council will offer times to learn about and discuss the issues surrounding the overtime exempt salary threshold
in 2021 and 2022. We know that other staff may also be affected by these standards, so we plan to offer
discussions for those issues, too.

Ministers of Word and Sacrament (Pastors)
Management and professional roles frequently qualify for the overtime exempt status, due to the self-directed
nature of their work, educational requirements and oversight/management responsibilities. Washington State
notes clergy specifically as meeting this requirement due to their advanced theological education. Therefore,
clergy are considered exempt from overtime pay. The Department of Labor & Industries says that employees,
including pastors, who qualify for overtime exemption do not need to record their hours.
For 2022, we have increased the 0 years of experience up to this overtime exempt salary threshold level, which
in turn brings all levels of Ministers of Word and Sacrament up using our set percentage increase for each year
of experience percentages, which we have used since the beginning of this synod. This spread will begin at an
increase over last year of 5.43% for pastors with 0 years of experience.

Ministers of Word and Service (Deacons)
Under the new Minimum Salary Threshold for exempt employees, the first eight years of these Compensation
Guidelines for Deacons (Ministers of Word and Service Ministry) as listed, do NOT qualify as exempt from
overtime, because they are below the salary threshold. The Deacon position may or may not also qualify for
overtime exempt status according to the “Duties Test” (attached). It is not automatic that they qualify for exempt
status like the Word and Sacrament ministers do.
It is up to each congregation to complete the “Duties Test” to decide if their non-clergy employees may be
exempt from overtime. If they are not, then the other employees must capture their hours worked and receive
hourly pay, plus overtime for hours worked over 40 hours per week. Overtime pay must be at least 1.5 times the
employee's regular hourly rate. Other overtime rates, like double time pay are not required under Washington
state law, with the exception of certain public works projects. Employees cannot waive their right to overtime
pay, which means that employees may not “volunteer” doing the same job as they are paid to do with that same
employer.
A salary is a form of payment and does not determine exemption status. Exempt and nonexempt employees can
both be paid on a salary basis, but employers must provide all nonexempt employees with the protections
outlined in the Minimum Wage Act, which includes paid overtime and paid sick leave, among other things.
Non-exempt employees must capture their hours in some manner- time sheet, time clock, time clock app, etc., to
be fairly compensated for overtime work.
We know this is confusing and has a lot of questions, especially for youth ministers. The Synod will help to bring
experts together to train on this topic.
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The Cost of Living Adjustment for Ministers of Word and Service
For Deacons who do not qualify for overtime exempt status, there are two components of annual salary increase:
Inflation (Cost of Living Adjustment (COLA) on the Consumer Price Index (CPI) in the Tacoma-Bremerton-Olympia
area and the Vancouver-Portland-Hillsboro area) plus years of experience. The CPI rate for COLA in 2022 is 5.5%.
The Consumer Price Index measures the average price change of certain items over time paid by urban
consumers for a market basket of consumer goods and services. The index shows national trends, as well as
geographic areas, so it is more in line with what our ministers’ costs are. Our Synod Council feels that this is the
best number to meet the differing areas of our Synod.
For new Word and Service ministers with 0 years of experience with a master’s degree and those without
master’s degrees, who do not qualify for the overtime exempt salary threshold, compensation starts at a 5.5%
Increase over last year’s rate. This is noted on the two Deacon salary charts.

Years of Experience

Each year, your pastor and/or deacon adds another year of experience (more experience and more
education), which means that there will be an increase in their defined compensation for 2022 as they move
up to the next year of experience on the scale.
We continue to place value on experience. The incremental steps that the Southwestern Washington Synod
Compensation Guidelines take with each year of experience suggest that raises be weighted slightly to help those
starting out with a little larger increase in the earlier years. This is due to larger debt levels of many college and
seminary graduates and the cost of raising a family. This yearly percentage which is figured into the attached
compensation guidelines is located in small print at the bottom of each table of compensation guidelines for
clergy and compensation guidelines for deacons.
Congregations are always encouraged to consider an additional merit increase as they see fit. Congregations
may also include call/level of responsibility, education and expertise, Initiative and merit, growth and leadership
and fairness and equity in addition to these minimum guidelines.
In general, there are two main areas of benefits- those that involve money and those that are a matter of time. We firmly
believe that a fair salary is very important, as is medical coverage and adequate housing. Some leaders and congregations
are also finding creative ways to adjust work schedules to meet the needs of both the leader and the parish. Days off in
lieu of overtime pay is not legal in the State of Washington. Each ministry setting is unique. We want to encourage
congregations and leaders to invest time in the process and carefully work out a plan that is suitable to all. A third type of
benefit to factor in is the intangible factor of appreciating one another. We invite congregations to find ways to say:
“Thank you, we’re glad you are here” throughout the year. It always feels good to be told ‘thank you’. October is National
Clergy/Minister Appreciation Month.
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Mutual Ministry—More than a Once-A-Year Conversation

The Southwestern Washington Synod encourages congregations to form a Mutual Ministry Committee for each member
of its rostered leadership. The function of the Mutual Ministry Committee is to provide a space for conversation between
ministerial staff, council and congregational members in order to grow together in ministry.
The functions of a Mutual Ministry Committee fall into four areas:
1. Identifying professional leadership needs for the congregation, preparing job descriptions, assisting the call or
continued next page

interview committee at the time when a congregation seeks to call a pastor, or as the exit interview group when
a pastor leaves. They may also serve as the personnel committee, dealing with other staff, such as the secretary,
organist, choir director, or custodian.
2. Identifying continuing education possibilities with the pastor considering his/her and the
congregation’s needs, enabling the rostered minister to participate in such opportunities.
3. Providing on-going reflection on the needs and expectations of both minister and congregation, guided by the
mission statement of the congregation, and periodically reviewing the call/contract/appointment extended to
the pastor, as provided for in the Letter of Call.
4. Serving as the personal and confidential support group to the rostered minister(s) and spouse (and lay staff),
providing opportunities for open communication between congregation and minister, initiating possibilities for
reconciliation in times of conflict.
The synod suggests a Mutual Ministry resource, “Pastor and People, Making Mutual Ministry Work,” which can be ordered
from Augsburg Fortress at https://www.augsburgfortress.org/store/product/9780806646510/Pastor-and-People
A Mutual Ministry Committee may be composed of six members, three to be appointed each year for a term of two
years. This committee shall be appointed jointly by the council president and pastor (or senior pastor). Committee
members will not hold any other office in the congregation during their term. This job may also be filled by the Executive
Committee, in the absence of a Mutual Ministry Committee, though this will be an increase of the committee members’
duties and time commitment.

Full-Time Salary Out of Reach?

If a part-time call is negotiated with a continuing rostered leader that is serving full-time, this is considered a
change in call, and this change in call must be reported to the Synod Office.
Strategies need to be considered that allow the rostered leader freedom and opportunity to earn additional
income through complementary employment. Congregations and rostered ministers should be deliberate and
transparent concerning the amount of time each week, month, and season that the rostered person may
rightfully use and protect that time for outside activities, whether paid or unpaid.
Portico Benefits: Full medical and retirement benefits must be paid by the congregation unless the call is less
than .5 FTE (half time). Changes in compensation must be by mutual agreement between congregational leaders
and rostered leaders and should be communicated to the Synod Office on the Definition of Compensation Form.
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Multiply
minimum wage by ...
Proiected
salary
Weekly
(Annual)
threshold
Multiply
minimum wage by ...
Proiected
Weekly
salary
(Annual)
threshold
1.75x
$958.30
($49,831)

$675
($35,100)

$821.40
{$42,712)

1.5x

2021

Jan.1,

1.25x

$675
($35,100)

1.25x

2020

July 1,

$975*
($50,700)

1.75x

$975*
($50,700)

1.75x

2022

Jan. 1,

$1,128*
{$58,656)

2x

$987*
($51,324)

1.75x

2023

Jan. 1,

$1,137*
{$59,124)

2x

$1,137*
{$59,124)

2x

2024

Jan.1,

$1,296*
{$67,392)

2.25x

$1,152*
($59,904)

2x

2025

Jan.1,

0

Labor & Industries

Washington State Department of

Upon request, foreign language support and formats for persons
with disabilities are available. Ca/l 1-800-547-8367. TDD users,
call 711. L&I is an equal opportunity employer.

Note 2: This table does not apply to computer professionals paid by the hour who have higher minimum wage multipliers.

Note 1: Salary thresholds after 2021 are projections be based on the Consumer Price Index tor all Urban Consumers {C PI-U).

For employers
with51 or
!more
employees

I

I

For employers
with 1-50
employees

When the rule takes effect

■ Large businesses: $958.30/week ($49,831.60/year)

■ Small businesses: $821.40/week ($42,712.80/year)

2021 Salary thresholds

Salary thresholds for overtime exempt workers are a multiplier of state minimum
wage for a 40-hour workweek

Salary threshold implementation schedule

$1,482*
($77,064)

2.5x

$1,334*
($69,368)

2.25x

2027

Jan. 1,

$1,512*
($78,624)

2.5x

$1,512*
($78,624)

2.5x

2028

Jan.1,

PUBLICATION F700-207-000 [09-2020)

$1,308*
{$68,016)

2.25x

$1,308*
{$68,016)

2.25x

2026

Jan.1,

Jmt_ Labor & Industries
U
Washington State Department of

Understanding the

Professional job duties test

L&I has updated the job duties tests required for workers to be considered exempt from overtime, paid sick leave, and
other protections under the State Minimum Wage Act. The updates reduce the number of duties tests for each exemption
category from two to one, and align the tests more closely with federal standards. These updated job duties tests will
take effect July 1, 2020.
For an employer to determine if a worker is exempt from Minimum Wage Act
requirements, the employer must make sure the worker meets each element of
the job duties test. Below is an overview of the professional duties test and key
terms employers should know.

The duties test
This test can help determine whether an employee is exempt from overtime pay,
paid sick leave, and other requirements. In general, when an employee does
professional work and does all of the following, then overtime and paid sick
leave aren't required. The employee:
• Has a primary duty that either:
a. Requires advanced knowledge in an intellectual field such as science, law,
medicine, theology, accounting, or math, that the employee gets from
lengthy specialized instruction (such as a graduate degree, or a specialized
certification like a certified public accountant). The work must regularly
require the worker to use their discretion and judgment, and cannot be
routine or physical. (Typical examples may include registered nurses,
accountants, actuaries, engineers, architects, pharmacists, or registered or
certified medical technologists who completed AMA- or CME-approved
professional coursework).
b. Involves doing creative or artistic work that requires invention,
imagination, originality, or talent. (Examples may include work in fields
such as music, writing, acting and graphic arts).
• Is paid on a salary orfee basis, and the amount of the salary or fee is equal to
or greater than the required threshold.
An employee can also meet the professional exemption if the employee works as
a teacher.in an educational, establishment, and is paid on a salary or fee basis
(there is no minimum salary threshold for teachers). Examples of teachers who
may be exempt include regular academic teachers, teachers of kindergarten or
nursery school pupils, teachers of skilled and semiskilled trades, aircraft flight
instructors, home economics teachers, and vocal or instrumental music
instructors. Teachers paid on an hourly basis, such as some paraeducators, are
not exempt.
An employee can also meet the professional exemption if the employee is a
practicing lawyer, doctor, or medical resident. The minimum salary threshold
doesn't apply to law or medicine professionals.
Note: An employee's actual job duties, not job title or job description,
determine if the employee meets the professional exemption requirements.
The full professional duties test requirements can be found in WAC 296-128530.

Key terms
Primary duty: The main, major,
or most important duty an
employee performs. An
employee's primary duty might be
the biggest or most consequential
responsibility, or it could be the
duty the employee spends the
most time on.
Educational establishment: An
elementary or secondary (such as
a middle school, junior high, or
high school) school, an institution
of higher education (such as a
college or university), or other
similar educational institutions.
Salary or fee basis: A
predetermined and fixed salary
that is not subject to reduction
because of variations in the
quality or quantity of work
performed, or a set fee for a
unique job or project regardless of
the time required to complete the
job.

For more info
You can call Employment
Standards at 360-902-5316 or
1-886-219-7321.
L&I overtime rule change
webpage: Lni.wa.gov/
OvertimeRulemaking
Sign up for email updates:
Lni. wa.gov/wagenews

Definition of Compensation for a Pastor
An online form is available to use on the synod website-it can only be printed, never saved.
Word and Sacrament Minister (Pastor): https://bit.ly/2xVpAxe

(Guide to Form https://bit.ly/3lbKphS)

A. Compensation
The total of section A is the “Defined Compensation”- salary+ housing+ Social Security:
1. Base Salary (including housing allowance)
(a. Housing Allowance portion of base salary from line 1 for recordkeeping only $
2. Self-employed Social Security payment allowance (Clergy only)
3. If Parsonage, then compute the following:
Utilities allowed
$
Furnishings allowance
$
Housing equity allowance $

lines 1, 2, 3 or lines 1, 3, 4:
$
)
$

$

B. Pension and Other Benefits (Use the benefits calculator online at Portico’s Employer Link)
The congregation will sponsor the rostered lay person in the Pension and Other Benefits Program of the Evangelical
Lutheran Church in America, which provides retirement, disability, survivor and medical-dental coverage. (Sponsorship
will include medical-dental coverage for the individual, spouse and children unless the family has other employerprovided group medical insurance coverage and the individual consents to waiving medical-dental coverage for them
under the ELCA Pension and other Benefits Program.)
a. ELCA pension at
% of Defined Compensation
$
b. ELCA Medical/Dental Insurance
a. Member only
b. Member, Spouse or same gender partner
c. Member and Children
d. Member, spouse or same gender partner and children __ e. Coverage waived
c. Other insurance or benefits:
$
$

C. Expenses
The congregation will provide for the following expenses related to this position:
a. Automobile and travel allowance
b. Other professional expenses
c. Expenses for official meetings of the synod, as reimburse
d. Continuing Education (minimum $700 from calling source)
e. Other (incl L&I, Paid Family Leave, Pd Sick Lv)
f. Pay the moving expenses to this field of service as follows

$
$
$
$
$
$

Agreement
g. Annual Vacation
days per year Including 4 Sundays (No matter if PT or FT minister.)
h. Continuing Education time of
weeks per year. (Recommend minimum of 2 weeks per year that may accumulate
up to 6 weeks total over 3 years), as reflected in a continuing education agreement developed by rostered minister
and congregation council.
i. Participation in a First-Call Theological Education program ($500/ annually) for the first three years of ordained
ministry.
j. Ongoing care through a Mutual Ministry Committee. Up to two months of continued salary, housing and
contributions to the ELCA Portico and other benefits program in a 12-month period in the event that the pastor is
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physically or mentally disabled* . (continued next page)
*Provision may be made for further unpaid time for disability recovery as agreed by congregations, but with the
stipulation that unused accumulated sick leave will not be compensation at the end of this call.
k. Parental Leave of 12 weeks with full salary and benefits. **
l. Family Leave of 12 weeks with full salary and benefits.***
** The 2019 Synod Assembly passed a resolution that recommends: “Parental Leave: Paid leave of up to twelve
weeks is recommended upon the birth or adoption of a child to recover and/or care for a new baby.”
*** The 2019 Synod Assembly passed a resolution that recommends: “Family Leave for Care of Family Due to
Illness: Paid leave of up to twelve weeks is recommended to care for an immediate family member with a serious
health condition.”
m. Up to two months of continued salary, housing and contributions to the ELCA Portico and other benefits program
in a 12-month period in the event that the pastor or deacon becomes physically or mentally disabled.
n. Sabbatical of___ weeks every ____years of full-time service. (Synod recommendation- 12 continuous weeks every 5
years.)

D. Administrative Costs
1. Worker’s Compensation
2. ___ The Congregation, or
3. Pulpit Supply

$
___ the rostered minister, will pay employee portion of the premium for Paid Sick Leave.
$
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Definition of Compensation for a Deacon
An online form is available to use on the synod website-it can only be printed, never saved.
Word and Service Minister (Deacon): https://bit.ly/2N9aObA
(Guide to Form https://bit.ly/2IlmQ0F)
A. Compensation
1. Annual Salary (Including housing allowance of $________)
$ __________
B. Pension and Other Benefits (Use the benefits calculator online at Portico’s Employer Link)
The congregation will sponsor the rostered lay person in the Pension and Other Benefits Program of the Evangelical
Lutheran Church in America, which provides retirement, disability, survivor and medical-dental coverage. (Sponsorship
will include medical-dental coverage for the individual, spouse and children unless the family has other employerprovided group medical insurance coverage and the individual consents to waiving medical-dental coverage for them
under ELCA Pension and other Benefits Program. (Use the benefits calculator online at Portico’s Employer Link)
A. ELCA pension at
% of Defined Compensation
$
2. ELCA Medical/Dental Insurance
a. Member only
b. Member, Spouse
c. Member and children
d. Member, Spouse and Children
e. Coverage waived
3. Other insurance or benefits __________________________________________
$
C. Expenses
The congregation will provide for the following expenses related to this position:
$
a. Automobile and travel allowance
$
b. Other professional expenses
$
c. Expenses for official meetings of the synod
$
d. Continuing Education (minimum $700 from calling source)
$
e. Other (incl L&I, Paid Family Leave, Pd Sick Leave)
$
f. Pay the moving expenses to this field of service as follows
D. Agreement
g. Annual Vacation
days per year. Including 4 Sundays
h. Continuing Education time of
weeks per year. (Recommend minimum of 2 weeks per year that may accumulate
up to 6 weeks total over three years), as reflected in a continuing education agreement developed by rostered minister
and congregation council.
i. Participation in a First-Call Theological Education program ($500/annually) for first three years of first call
j. Ongoing care through a Mutual Ministry Committee.
k. Up to two months of continued salary, housing and contributions to the ELCA Portico and other benefits program in a
12-month period in the event that the deacon is physically or mentally disabled* .
*Provision may be made for further unpaid time for disability recovery as agreed by congregations, but with
the stipulation that unused accumulated sick leave will not be compensation at the end of this call.
l. Parental Leave of 12 weeks with full salary and benefits. **
m. Family Leave of 12 weeks with full salary and benefits. ***
** The 2019 Synod Assembly passed a resolution that recommends: “Parental Leave: Paid leave of up to twelve
weeks is recommended upon the birth or adoption of a child to recover and/or care for a new baby.”
*** The 2019 Synod Assembly passed a resolution that recommends: Family Leave for Care of Family Due to
Illness: Paid leave of up to twelve weeks is recommended to care for an immediate family member with a
serious health condition.”
n. Sabbatical of
weeks every __years of full-time service. (Synod recommends 12 weeks every 5 years)
I ___ The Congregation, or ___ the rostered minister, will pay employee portion of premium for Paid Sick Leave.
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Clergy Housing
Five Things to Know about the Clergy Housing Allowance from the IRS:
The Housing Allowance is a benefit for pastors only, as approved by the IRS.

1.

Clergy need to determine the cost of maintaining one residence for the upcoming calendar year or for the
remainder of the year if a call commences during a year. The housing allowance amount is the lesser of:
a.
Amounts actually paid for housing and related expenses.

b.

The fair rental value of the home.

c.

The amount actually paid or declared by the congregation as the housing allowance.
2. The clergy housing allowance amount must be requested annually and approved by official action by the
congregation council or the congregation. A record of the action approved must be in writing. The onus to prove the
housing allowance amount is up to the clergy alone.
3. The housing allowance is not subject to federal income tax, but it is subject to self-employment tax. On the W-2, it is
not reported in Box 1. It is typically reported as an information item in Box 14.
4. A housing allowance operates prospectively; in other words, it is declared ahead of when the expenditures are
made. It can be modified if significant expenses not anticipated earlier are identified, but the allowance must always be
changed ahead of the expenditures.
5. Clergy need to maintain records of their costs, including receipts, in order to document the housing
expenses in the event of an IRS audit. The proof of the qualified amount is on the pastor only.

Congregation Provided Parsonage
In some of our congregations, the church owns a home and provides it for their pastor’s use. However, the pastor still has to
pay social security tax on the fair rental value of the parsonage (see Social Security Offset, next page). Since the church
provides the housing and all related expenses including utilities, the pastor loses an important tax benefit in being able to
itemize deductions and mortgage payments, in addition to paying social security tax on the church-provided housing
and does not usually get the tax advantage of the housing allowance. The pastor also loses housing equity, which most
people seek to accumulate over their lifetimes so that they can retire with the asset of a home (see, Housing Equity Fund).
These, plus the pride of owning one's own home, being able to maintain it without waiting for church committees or
votes, spousal concerns and the ability of a choice in housing, has led many pastors in the past three decades to seek their
own homes.
Nevertheless, for some congregations, a parsonage is still reasonable to offer during the call process. These reasons
might be due to the local economic conditions (such as decreasing home values, congregations with a history of short
pastoral stays or slow housing markets), lack of down payment resources of clergy, or congregational stewardship. In
any case, the housing allowance should take care of all expenses that are anticipated in the coming year for the pastor in
the parsonage.
Since the parsonage is the Minister’s home, privacy should be respected. Members of the congregation should follow the
same standards of politeness for such things as entering the parsonage as they would for any other home in the community.
Because it is the home of the Minister, their desires should be consulted when changes are necessary. The quality of the
parsonage should meet a standard set by the homes of the majority of the congregation’s members. The size should be
adequate to accommodate families.
Continued next page
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Some congregations allow a pastor to rent a home and base their allowances on the expenses of a rental home of the
pastor's choosing. This lets someone else be the landlord and often is a good choice for parish staff when local conditions
dictate. It is best not to have a landlord who is a member of the congregation. This avoids dual relationships and conflicts
of interest.
A minister's housing allowance (sometimes called a parsonage allowance or a rental allowance) is excludable from gross
income for income tax purposes but not for self-employment tax purposes. The ELCA assigns a figure of 30% of “Defined
Compensation” (Defined Compensation =salary + house and/or furnishings allowance + SECA allowance) to determine
the annual monetary benefit of living in a parsonage. The pastor in a parsonage does not receive a housing allowance
even if they pay for things like their own internet service. However, they can receive a furniture allowance as a separate
item, or have this amount paid into their Housing Equity Fund (see below).
If your congregation furnishes housing in kind as pay for your services as a minister instead of a housing allowance, you may
exclude the fair market rental value of the housing from income, but you must include the fair market rental value of the
housing in net earnings from self-employment for self-employment tax purposes.

Housing Equity Fund
The Southwestern Washington Synod suggests a minimum annual contribution of $750 into a Housing Equity Fund for
pastors living in a church-owned parsonage. The ELCA Portico Benefits Services provides an Optional Pension account for
such contributions that has unique tax advantages, though other investment vehicles may be used. A significantly larger
tax-free contribution can be made annually into such a fund. Housing Equity contributions are not considered part of
“Defined Compensation” and therefore do not increase the cost of benefits.
To determine the maximum annual housing equity contribution, contact Portico Benefits Services and your tax
advisor.

Self-Employment Contributions/ Social Security Offset for Clergy
The IRS has ruled that clergy are self-employed for purposes of paying social security taxes. This means that
they must pay both the employee and the employer share of social security tax under the Self-Employed
Contribution Act (SECA).
Congregations are prohibited from paying social security tax for clergy. Congregations can, however, include
an allowance for their pastor, which offsets their social security burden (“social security offset”.)
It is the synod’s expectation that every congregation assume at least 50% of its pastor’s Social Security burden
by providing a Social Security Allowance to him or her. This is 7.65% of the pastor’s cash salary/ housing,
regardless of whether the housing is provided in the form of a housing allowance or in the form of a parsonage
with utilities and taxes paid by the church. The IRS considers Social Security and Medicare allowance as taxable
income to the pastor. Any allowance is typically reported as part of the taxable income in box 1 on an IRS Form
W-2, not in boxes 2 or 4. The allowance is included in the pastor's total defined compensation when reported to
Portico for purposes of determining contribution amounts. If a pastor resides in a church parsonage, the annual
monetary value of that benefit (fair rental value, plus all utilities, maintenance, and applicable taxes) is
considered “taxable” for purposes of them computing their self employment contributions (SECA).
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Social Security for Deacons

Deacons are lay employees and receive social security benefits from their congregation just like other lay
employees do. They do not pay into social security as self-employed.

Benefits for All Rostered Ministers
A. Health Insurance and Pension Benefits with Portico Benefits Services
All benefits through Portico Benefit Services, the ELCA’s benefits ministry are based on the defined compensation of the
clergy (Base Salary + housing allowance + social security offset) and deacons (salary only). These benefits and just thata benefit, not a right. The use of the health benefit (only) may be waived by the minister, if they have proof of health
insurance from another source. This means that there is no monetary value to the benefits. If a minister chooses to
waive their health benefit, then the congregation does not “owe” them that amount in salary. It is not in compliance
with the Affordable Care Act for an employer to pay the medical insurance an employee has with another provider.
However, they may elect to increase the employee’s taxable income which they may elect to use to cover the cost of
their own insurance if they desire. Increasing pay for this reason is not required.
Portico has an easy online Calculator to figure out all of your 2022 benefit costs in your church’s Portico Benefits
Employer. You must be logged into the account to get the information- no need to do your own math! In the calculator,
enter whichever metal level (Gold +, Silver +, Bronze +) of health care coverage your congregation and rostered minister
have selected for 2022. This year, Portico recommends Gold+ and Silver+A health benefit options for all rostered
leaders. For use with the Portico calculator for compensation, this Synod is Southwestern Washington Synod-1C. The
clergy salary table above includes the “defined compensation” so that you can easily enter that number in the Portico
calculator. For Deacons, enter the annual salary only. The congregation pays their FICA as this is a rostered position.
For help accessing the calculator, you may speak to a Portico Customer Care Center by calling 1-800-352-2876 for help
with general or specific questions. You will need your congregation ID in order to speak with someone. If you can’t locate
your congregation ID, you may call the Synod Office for that number at 253-535-8300.

ELCA-Primary Health Benefit Changes for 2022
Portico’s New Podcast - Being Here

Being Here is a podcast that explores real world issues and topics important to professionals in
the faith community. Hosted by the Rev. Melissa Pohlman, Being Here invites us to learn
together, listen to each other, grow together, and move forward together — stronger, more
resilient as a unique community. Check out the three new episodes here.

Lead Well Employer Webinars

Our Learn to Live mental health benefit partner has created these quick half-hour sessions for employers. Learn to recognize
the signs of mental distress in others, and how to talk about mental health, create a culture of well-being, and lift the stigma
about mental health in the workplace.
•
Register and attend together as a leadership group
o
Supporting Your Team’s Behavioral Health webinar: 6/14 and 6/23
o
Recognizing Potential Behavioral Health Challenges on our Teams webinar: 6/16 and 6/24
o
Access code: PORTICO
Continued next page
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Medical

This year Portico has a low 3% baseline rate increase* for 2022 — the lowest increase that still maintains an appropriate
hedge against inflation — reflects both Portico’s intelligent plan design and member use of benefits.
Included benefits that help you manage your health care costs:
•

•
•
•
•

•

•

Health Flexible Spending Account (FSA) and Health Savings Account (HSA)-Included in the Portico Benefits medical
insurance plans are tax-advantaged accounts where the plan members make pretax contributions from their
paycheck for eligible health care expenses. An HSA is only available if the plan member has a legally defined high
deductible on their medical insurance.
Dependent Day Care Flexible Spending Account
Employee Assistance Program
Diabetes Management Program- through Livongo (70% of members with diabetes participating in
the Livongo® Diabetes Management program have reported improvement in their ability to manage their condition)
Omada- a digital lifestyle change program with ongoing support in areas you need it most, whether it’s around
eating, activity, sleep or stress (New in 2019, 11,857 pounds have been lost by ELCA-Primary health plan members
as of the end of 2020’s second quarter, due to participation in the Omada® program, which helps reduce the risk of
developing type 2 diabetes and heart disease.
New voluntary vision care services coverage for all sponsored members, regardless of their health benefit
enrollment. While ELCA-Primary health benefits already cover an annual eye exam — unusual in many health plans
— Portico had received requests from members for help managing the cost of prescription frames and contact
lenses. The new 100% member-paid vision care services coverage gives members an affordable way to prepare for
additional vision care needs, including prescription eyewear.
New Hearing aid benefit for adult ELCA-Primary health benefit members subject to one’s deductible and
coinsurance — up to $3,000 in a 36-month period. This type of coverage was added in recent years for children
enrolled in ELCA-Primary health benefits and ELCA Medicare-Primary benefit members through Medicare
Advantage benefits. Adding it for adult ELCA-Primary members creates greater benefit consistency and will support
the hearing needs of adults not yet eligible for Medicare.

Other Pricing Changes
•
•

Like last year, the 2022 rate for ELCA-Primary health benefit members enrolling children will be increased to offset
rate reductions for those not enrolling children. This step helps to ensure that rates more equitably reflect actual
claim costs.
Rates for survivor and disability benefits are both changing; however, sponsoring employers will see no net increase
in the combined contribution rates for these benefits. Survivor coverage is increasing by 0.2% of defined
compensation. Disability coverage is decreasing by 0.2% of defined compensation.

Pension

Regular pension contributions to the ELCA Portico Benefits Services (10% of defined compensation) are computed on the
basis of age.
2022 Pension Contribution Rates for Clergy Enrolled in a Predecessor Church Pension Plan before 1988 (Based
on Age of Member on December 31, 2021)
Under 61 = 10.0%

62-70 = 11.0%

71+ = 12.0%

If service in the church began in 1988 or later, the required pension contribution is 10% of "Defined Compensation"
regardless of age.
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B. Extra Benefits

Enter these in Section B, line 3 of the Definition of Compensation Form.

Life Insurance Benefit The cost of the basic life insurance coverage is 0.9% of the rostered minister’s defined
compensation.

Disability These contributions are down to 1.3% of Defined Compensation.
Supplemental Life Insurance The supplemental life insurance policy rate varies by age, so be sure to use the
Portico Benefits calculator on their website for this rate.
Paid Sick Leave for all employees
As of January 1, 2018, employers in Washington are required to provide all of their employees with
paid sick leave. The Washington State Department of Labor and Industries says that church workers
are NOT exempt from the overtime, minimum wage or paid sick leave requirements unless they are
volunteers.
Initiative 1433, which was approved by Washington voters in fall 2016, contains 4 primary changes to state law:
•
Requires employers to provide paid sick leave to most employees beginning Jan. 1, 2018.
•
Increases the minimum wage over the next several years.
•
Ensuring tips and service charges are given to the appropriate staff and,
•
Protects employees from retaliation when exercising their rights under the Minimum Wage Requirements
and Labor Standards Act.

Paid Sick Leave Requirements

Accrual
•
Under the law, employees must accrue paid sick leave at a minimum rate of 1 hour for every 40 hours
worked. This includes part-time and seasonal workers.
•
Paid sick leave must be paid to employees at their normal hourly compensation.
•
Employees are entitled to use accrued paid sick leave beginning on the 90th calendar day after the start of
their employment.
•
Unused paid sick leave of 40 hours or less must be carried over to the following year.
•
Employers are allowed to provide employees with more generous carry over and accrual policies.
Usage
•
Employees may use paid sick leave:
•
To care for their health needs or the health needs of their family members.
•
When the employees’ workplace or their child's school or place of care has been closed by a public official
for any health-related reason.
•
For absences that qualify for leave under the state's Domestic Violence Leave Act.
•
Employers may allow employees to use paid sick leave for additional purposes.
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C. Expenses

Auto Expense Reimbursement/Auto Allowance

Auto expense and other work related travel are a business expense for the congregation and are not part of a church
professional’s salary or benefits. An appropriate place for this line item in the church budget is under church operating
expenses.
Auto reimbursement plans or auto allowances should be sufficient to cover all congregation-related expenses including
cost of fuel, repairs, insurance, tolls, parking, and depreciation. The IRS is increasingly requiring accurate records
(including odometer readings, mileage, date and time, etc.) to support auto expenses claimed as congregation-related
travel. A paper spreadsheet, or even a phone app can be used to track mileage. Expenses for automobiles may be handled
in one of the three following ways.
1) The congregation can reimburse the minister for actual miles driven at a specific rate per mile. It is appropriate to use
the current IRS standard mileage rate for operating an auto for business. The minister submits a monthly log and
reimbursement is based on the actual miles driven for congregation business. An annual budget figure for this type of
reimbursement program is usually based on a review of the work– related miles driven by a congregation professional in
the previous year. The actual annual pay–out may be more or less based on the actual requirements for travel in each
year. Reimbursement for mileage cannot be given for the minister from their home to church, unless they have a meeting
or pastoral care stop to do on the way.
(2) Congregations can purchase or lease a car and assume the total automobile expense. The pastor, in order to comply
with tax regulations, is required to report and to reimburse the congregation for personal use of the vehicle.
3) The congregation can pay a pre–determined dollar amount on a monthly basis in the form of an auto allowance. An
auto allowance is considered taxable income and it should appear as part of wages on either W-2 or 1099-MISC Forms.
In order to deduct some or all of congregation–related auto expenses under an allowance arrangement, pastors who file
their federal tax returns as employees must itemize their return and file form 2106 for Employee Business Expenses.
Clergy filing under self–employed status can deduct some of their auto expenses using Schedule C and Form 4562
(Depreciation & Amortization).

Continuing Education

Congregations should expect pastors to be involved in continuing professional and theological education programs which
provide opportunities for personal development, enrichment of devotional life, and growth in pastoral effectiveness and
competency. The purpose of continuing education is “professional growth” and “self-renewal” as distinguished from
program development, vacation, or synod and regional pastoral leadership retreats.
Pastors should be granted at least two (2) weeks study leave per year and a minimum of $700 per year for continuing
education expenses, both cumulative up to three (3) years*. For those pastors in the first 3 years of their first call,
there is a Region 1 First Call Theological Education program that they are required to participate in. Thus annual
retreat is a Sunday evening to Thursday mid-day in November. The cost is $500 per rostered minister attending.
Registration materials are out in September.
Continued next page
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Accumulating continuing education accounts may be established and managed through the Region I Financial Services
Office, in Mill Creek, WA. It is an option for pastors to contribute an additional $350 each year to their continuing
education through a salary reduction plan. If your congregation wants to establish this with the ELCA Region 1 Financial
Services Office, please contact Region 1 Bookkeeper Alyce Bakker at alyce.bakker@elcaregion1.org.
* We suggest all congregations establish the following policy about accumulated continuing education time for when
a pastor resigns:
A pastor may take only as many days of accumulated continuing education time as he or she has used in the
previous eleven (11) months when those days will be used after the date of the announcement of his or her
resignation or termination of call.

Sabbatical Leave

The congregation and its rostered minister(s) are encouraged to plan together for a time when the rostered minister can
take a sabbatical leave of three (3) months for personal growth and reflection in the fifth year of service in the
congregation and every fifth year after that. This will be an on-going part of the Rostered minister’s compensation
package. Sabbatical planning resources are available through the Southwestern Washington Synod Office at
swwsynod@plu.edu or 253-535-8300.

Moving Expenses
Congregations are expected to pay for their rostered ministers to move into their community when selected by the minister.
Usually a contract with the moving company is secured by the minister and then paid for by the congregation. In 2019, the
average cost of hiring a moving company is $5000 from the Midwest to our Synod and $10,000 from the East Coast to our
Synod. Prices may vary depending on if the minister packs their own items, and what special furniture and valuables they
are moving with them. It may help to have congregation volunteers help to unload the moving truck, too.

D. Agreement

Annual Vacation

Pastors are “on call” day and night, carrying heavy responsibilities daily, are often separated from family and relatives for
great lengths of time, must regularly produce fresh material for the spiritual growth of parishioners, and are seldom able
to take advantage of three-day weekends and other holidays. Most clergy report working 50-60 hours per week.
Therefore, vacation time is a necessary priority for pastors. It is the Southwestern Washington Synod’s policy that all
pastors receive a minimum of four (4) weeks annual paid vacation, including four (4) Sundays*. Keep in mind that parttime clergy cannot be given a straight percentage of vacation time. For instance, if you gave a half- time pastor half of the
full vacation leave, the part-time pastor would end up working more Sundays than a full-time pastor, so please keep the 4
Sundays for all rostered and lay staff. (see Payment for Supply Pastors below).
During this time, meetings should not be scheduled which would require a pastor’s attendance and the pastor should be
considered available only in the event of a personal emergency. A congregation should encourage these days off as much
as they encourage the full heart and should of the pastor during the rest of the week.
Continued next page
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* Unused Vacation Time. In the absence of any other officially recognized agreement or policy about the accumulation
of unused vacation days, the synod recommends that congregations adopt the following ELCA Churchwide policy, as
follows:
A maximum of ten (10) days of vacation time may be “carried-over” from one year to the next. No more than ten (10)
days of additional vacation time may ever be retained.

Weekly Sabbath

The Southwestern Washington Synod expects all ministers, all other church professionals and synod staff to be able to
observe and enjoy a weekly Sabbath. This means that at least one (1) full day free from professional congregational
leadership responsibilities should be provided each week for the rostered minister’s Sabbath and, when possible,
arrangements be made for having two (2) consecutive days off.

Schedule Flexibility and Holidays
Because the schedule and demands of parish ministry are fluid and ever-changing, care and conversation should guide
the setting of schedules. A Minister’s office hours and availability need to be predictable and still flexible enough to
permit responsiveness to pastoral needs as they arise. Additionally, flexibility for Ministers to attend to family needs
and events, providing care is taken to make up the time elsewhere, is a valued benefit that congregations can offer
without additional financial cost. Communication up front regarding expectations around schedule and flexibility will
help both the Minister and congregation when unscheduled needs arise.
During times of increases stress and grief, for instance during the COVID-19 quarantine and changes to worship, we ask
for congregations to be flexible in the amount of time a rostered and lay person may have off- Increased time to relax or
work with family needs, may be necessary.
Regarding holidays, the local context should always be considered and, again, expectations should be clarified in
advance. This is an excellent use of a Mutual Ministry Committee, or the Executive Committee when there is no Mutual
Ministry Committee. The following is our recommended place to start the conversation with your Minister.
Salaried Ministers should receive paid holidays similar to those of other salaried professionals. As household needs and
community expectations vary, care should be taken in establishing a calendar of holidays annually, especially when the
Minister has school-age children. Salaried Ministers expect to work on some statutory holidays, particularly
Thanksgiving, Christmas Eve, Christmas Day, New Year’s Day, and Independence Day when it falls on a day with a
regularly scheduled worship service. If there are services on those days, grant an agreed upon day before or after as a
holiday.
Additional statutory holidays for salaried Ministers include: Rev. Dr. Martin Luther King Jr. Day, Memorial Day, Labor
Day, and the day after Thanksgiving. If the community context expects a worship or prayer service on these days it is
important to communicate that to the Minister in advance, including any information regarding rotational
responsibilities with other clergy in the community. When your Minister leads services on one of those days, grant an
agreed upon day before or after as a holiday
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Parental and Family Care Leave

The 2019 Synod Assembly also voted to recommend providing parental leave of up to 12 weeks. A parental leave plan
shall be drawn up in open consultation with the rostered minister and the mutual ministry committee, with the final
approval of the congregation/agency/council. Letters of Call and Letters of Appointment should include provisions for
parental and sick leave. These issues should be discussed, and an official policy established by the congregation’s
council. Specific conditions, including number of weeks leave before and after the birth or adoption of a child, should be
negotiated in advance in writing. Parental Leave is not based on whether parent is primary or secondary care giver. 2. In
the case of a birth, adoption or fostering, the leave should include up to 12 weeks of full salary and benefits. 3. When
both parents are pastors (either in the same congregation/agency/Synod or separate ones), both should be given the
recommended leave.
The 2019 Synod Assembly passed a resolution that recommends: “Parental Leave: Paid leave of up to twelve weeks is
recommended upon the birth or adoption of a child to recover and/or care for a new baby.” This includes caring for
mothers and fathers and is for the full salary, housing, and benefits and should be adopted as official policy.
The 2019 Synod Assembly passed a resolution that recommends: Family Leave for Care of Family Due to Illness: Paid
leave of up to twelve weeks is recommended to care for an immediate family member with a serious health condition.”
This can apply to both mothers and fathers for the full salary, housing, and benefits and should be adopted as official
policy

Paid Sick Leave All rostered ministers are eligible for paid sick leave for absences due to illness or injury in
proportion to their average time worked. Sick leave shall normally accrue at a rate equal to one day per month,
calculated at the rate of an eight-hour day.

Disability

If a rostered minister becomes disabled as a direct result of injury, physical or mental disorder and is

therefore unable to perform the material duties of his or her occupation for the employer, the ELCA Portico Benefits
Service expects the employing congregation or institution to pay full salary and benefits during the first two months of
disability. Beginning with the third month of disability, Portico Benefits Services provides 66- 2/3% of pre– disability pay to
qualifying plan members. Portico must be part of the conversation from the start of the injury or illness.

A.

Administrative Costs
Washington State Workers’ Compensation Plan

All congregations are required by law to provide Workers’ Compensation coverage for all employees. For
purposes of Workers’ Compensation, clergy are employees and therefore must be covered under Workers’
Compensation.

Paid Family Leave- a new state fee by L&I is charged at .0025333 x salary per quarter.
L&I- This fee paid for all employees, lay and rostered is paid by the hour. A full-time employee is considered 480
hours/quarter.
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Washington CARES Fund – long-term care insurance that is paid BY THE EMPLOYEE through quarterly

premiums taken from the employees paycheck. Washington is the first state in the nation to develop a public plan
that makes long-term care affordable. WA Cares Fund gives members access to a lifetime benefit they can use on
a wide range of long-term services and supports—should they need it.
Workers who hold existing long-term care insurance or purchase a new private policy before Nov. 1, 2021, can
apply for an exemption from WA Cares coverage. If workers are approved for an exemption, they will be
permanently excluded from WA Cares benefits but they won’t be required to pay premiums.

Payment to Supply Pastors

The 2022 synodical rate of payment to supply pastors is $175 for one worship service and $75 for each additional
service/adult forum/Bible study on the same day and at the same location. Travel should also be reimbursed at
the current IRS rate per mile, plus applicable parking, ferry, and road or bridge tolls. The payment of these
expenses is the sole responsibility of the congregation and should be paid on the day in which a supply pastor fills
the pulpit.
The Southwestern Washington Synod Office should be consulted in determining honoraria for pastors supplying
in congregations where a pastoral vacancy exists, since this usually requires more than “just” Sunday worship.

Establish a Professional Expense Reimbursement Plan

A congregation and its rostered minister(s) can work together to maximize the reimbursement of professional
expenses, which are typically paid out–of–pocket with after–tax wages by the pastor. These expenses can
include the cost of periodicals, books, professional supplies, conferences, etc. Using methods that meet the IRS
requirement for “Accountable Reimbursement” plans, a pastor can receive reimbursements which are exempt
from all taxes (federal and social security) and which are not considered part of “Defined Compensation” when
calculating the medical/dental contribution to the ELCA Portico Benefits Services plan. This is an especially
advantageous plan for pastors who are planning an extensive study leave for which there will be expenses
greater than continuing education set–aside accumulations. Appropriate motions must be passed by the
congregation council at its first meeting after the congregation’s budget is passed and a system for submitting
vouchers and receipts for reimbursement is established by the council. For reference in meeting the IRS
requirements for an accountable plan, contact the IRS.

Minister, Congregation and Ministry Evaluation Tools
We suggest that yearly evaluations for leaders be done in the context of the congregation’s ministry, and that there be a
clear distinction between compensation and performance evaluation.
The Southwestern Washington Synod has evaluation tools for your minister(s), congregation, and ministries. The
evaluation tools are posted on the synod website at https://swwasynod.org/wp-content/uploads/2021/10/SWWAPastor-Leader-and-Congregational-Review-forms-2017.docx or you may request these tools through email to
swwsynod@plu.edu or by phone 253-535-8300.
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If you have any questions on the Compensation Guidelines for Ministers, please contact the Southwestern
Washington Synod Office at 253-535-8300 or email swwsynod@plu.edu, or you may contact Portico Benefits
Customer Care Center at 800.352.2876. If you have any specific tax questions, please consult a tax professional
that is familiar with clergy and church taxes.

The Role of God’s Call in Compensation

As we believe in the ministry of all the baptized, we also train and call persons to specific ministries such as
pastors and deacons:
“This church affirms the universal priesthood of all its baptized members. In its function and its structure this
church commits itself to the equipping and supporting of all its members for their ministries in the world and in
this church. It is within this context of ministry that this church calls or appoints some of its baptized members for
specific ministries in this church.” (ELCA Constitution 7.11)
We need to study the Scriptures and pray. Compensation for rostered ministers and lay staff is a spiritual
matter for your congregation's health and vitality. We know that the church is not a business, although it uses
the wisdom of business practices. We are a community of faith. This means we go by faith, not by what the
world's wisdom might be saying. We recommend reading the following verses:
Psalm 127:1
Psalm 145: 10- 21
Proverbs 2: 1-11
Ephesians 4: 11- 16
1 Timothy 5: 17-18
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