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The basic -
Jaily Christian
- Item number 654,

1egis15£ion,concerning'our'work will be found in the

Advocate, Wednesday, May 5, 1976, page 311, Calendar

réport number 76 of th63Committee‘on Financial
Our placement in thi

S committee meant that we had _
oncern.present for all budgetary
_ tive : on Finance and
Administration, the Board of Pensions, and the Publishing Interests
Oof the church. In courting that fair maiden we were a distant also-
an, ' ' e

The subcommittee which reviewed all petitions relative to: N
able Salaries was cuite friendly to our interests. Matthew Gates,
207 of the Steering Committee of the National Consultation on
Eable Salaries, was a member of that subcommittee and effectivel
presented our interests., The group was courteous to invite this
~ to share some input as a lobbiest also, However,. the total
ittee was much more oriented to financial control, still persuaded
Bguitable Salaries is primarily a renamed Minimum (
ainted with structures in several conferences which deal with
nts above "minimum® through missional structures. . Thus the
QQQQQmmittée-EepGKEAspeaks-more strongly of Minimum Salary and
Permissive in i3 attention to support above minimums, .. = -

(=

Y

33é¢£ién'6*is;to be found,

' :;in;naturE‘and;arose fro
US and Role of Women.
e

dealing with clergy couples. Tt

M a petition from the Commission
Thelr petition is reproduced below
LCommittee so that you may see the original and +the
Lslon -  Both of these were adopted by the Conference,
to be seen how the editorial committee will merge the
statement. : . ~ '

on:of the Committee and adoption of the Conference
iy Paragraph 893, has been deleted in its entirity
recent ruling of the Judicial Council is -
Ur programs. We must stand within the. ' ' :
Or support without subtly instituting a basic"

he: two. reports as. found in the DCA.  Kindly _
m.jéCtxto~editora1 revisgion. The language of
fernet. from whatﬁappearsfbelow;nghese'are '
égatesﬁacteq};;mheyrsnéuldfcontaingthéf
£ r  Equitable Salaries for the next
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634 Committee on Finoncial Administration

Report No. 76 Subject: Ecultable 3Salaries

Date: May 3, 1976.
Petitions: G-1037, G-1076. T -
Menbership 94; Present 48; For 48; Against 03 Not Voting O.

The committee voted concurrence as LOllWOS;i ‘

The committee recommends concurrence as amended:  sp tjat Par.
892 will read as Follows: L o

" Par. 892.: Eculteble Salaries.-l. There shall be in each Annuval
Conference a Commission on Ecultable Salaries composed of an ecual o
number of lay and clergy persons-including at least one lay and one L
clerqgy “rom-churchas of fewer that 200 members—-and who are norinated
by the Coa-urcnc Nomlnathg Cormittec and elected by the Annual
'COﬂLLrpﬂCeo ‘ :

B 2. The comriisdion shall carefully study tno number and A"tonL
of the needs 7or additional ministerial support within the confere
‘and the sources of income and with the approval of the conference
Council. on Finance and Administration, shall present annually to the
Conference Ffor its action a schediule of minimum salaries for all ful
time pastors, subject to such rules and regulations. as the ConfTerence
Cay ndopt 850 1onq as the rules do not conflict wilth the prov1slo ng o
this legislation.. The .schedule may allow for differences in living
'copdluoubJ numbgr of dependents.in pastor S ramllw und aiy other
veariants the Con'erpnge may direct.

‘3, In 8o far as practicablée this ochecule of mininum salaries
shall be observed by the bishops and district superintendents in
arranging charges and making appointments. o _ .

4. .The Cormisgion on Ecuitable Salaries shall present its
estimate of the amount recu1red to comply with the scheduvle of minimun
salaries for the pastors, as adoptad by the Conference, to the
Conference Council on Finance and Administration, which shall
apportion the amount as an item of ministerial svpport to the districts
or the charges as the Conference may direct. .
= 5. . The ECUlLﬂDlC Salary Fund, secured uS‘descriLed'in-section
4, shall be used to provide each pmstor who receives less that the
minimuy salary with'un additional amount sufficient to make the
salary approved.by the pastoral charge plus the supplemental aid
or incowme from other sources ecual to the minimum salary Lpprovcd
hv the conference; provided. that nothing in this pclﬂgraph'shall be
construad as limiting the riglit of an Annual Conference to set a
max i amount to be used in ttalnlng ssuch mlnlmum salarv in any
given case

Se, . Clcrgg couples Lotk hitgband and wife as SEparate individuals
as menhérs of the Annual Conference, have the right to Tull claim on
theminiinm salary Sund when they accept @& Tulltime ao)olntmeﬂt
either as pastors of adjoining churches or charges, or as co- stors
of a church or charge. At their Jjoint initiative and a‘ter ‘con-
gultation of the district superintendent and/or bishop, Lhny ray
jeintly waive a portion or all of her/his share of the wminimum,
fund. Such recuest of walver: shall be presented, in writing,
the district superintendent and the Annual Conference Commissions
on Ecuitable Salaries. Such & walver shall be recelved and

established annually as long as this appointment contlnnes to
have a clalmon the wmininmum salary fund. o i
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. ‘he Cunmlssion-o. Boud able Szlarvies shall see that the amsunis

LE

Unimun salaries ace colecﬁag‘ﬁwd disbursed.
8. Consbstent with the provisions of this paragraph, the primary
JlprLSTbljlty for the payment cf asLoral S Wa“1es remalns with
rleldud, nastoral charges. . N RNt O =
T 3w 0n” recommendition Tof the Comimia n on., Foultable Salarleuﬂ

the Annual Conferéance’ may autho L“e the ULlllvatl“n of the Eoultable
.salarv Fund: Lo provﬂde LO”erlpiemcnhlﬂg ualarles beyoad the- mlnlmum
salary schpduleo-‘ ' :

: 10. . The cgmmlsSLOn th@ hﬂﬁUcl COHI& rence for its
conolderctlon eguitable o ; 5 {P” the pastors and/or charges,
and the Annual Conf crence may ugges; Such. Cuthable salary ranges

U Py

oothee charges for thols congidcratlona,,"
' “Pars 823. PRasic Salary_PldnuDg ate in anJrety.

.l-

e ok

PEUPOSL@ hy thre. anmLDslon on the 3

&ixd lole of YWomen
o “\'Z ()

CthJs AT botk ‘husband and wife as separate individuals

L& lull connect“on in the Arnual Cond eren have tho‘right to full
iaim on - the eguitalle salary *und whon they. accept & full-time

ump01anﬁpf —ailther aciiastors O*lonOlMLﬂg churches or. charges, or

A8 CO- puut0£“ of a church or cnarges At their own initiative and alier

- wonsultation with the District Superintendent and/or Bishop, either

Pastor, or both pastors i may wea..ve any portion or all of her/his sharo
o Liahle salary fund.Such a requezst of waiver shall he presaviad,

‘o the District Superintendent aand the Annual Conference

gsicn on Ecuitable Salary. Such o waiven snall be received and

P
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estaklished annually, as long as this appoirtment continues to have
a'claim on the LquLta +@ salary fund, -

15 meving ccason, Havy _ move new addresses.  IF
d051re to receive the Newslet -or Fouitable “alariesy be
¢ have that chonao

For our mail Jﬂg Now let me gie you

2 ddress. AT Ghxoyeors ags Campus Minister at the esley

ation at stepien ¥, Austin State University O am being appointed
tor of the Betutqv United Lpt odist Church in Houston. Future

respendence shoulsl La addires sed _ta, Kenneth: M, Lambert, 351%
T od Drive, Houston, Texas ~The

! TR Refaerenc
::ia in our parish. Share your concerns™s wﬁend VOur news
= r and make our programs more

can 1oarn from each othe




. Workshdps,for Ecquitable Salaries Workers

. In each Jurisdiction a Workshop will be staged in October, 1976,
for workers in the Commission on Equitable Salaries: IFf you are

not continuing on the Commission, get the word to your sSuCCcessors.
Details and dates will follow scon. The Steering Committee will
meet . in Nashville in late June to perfect the plans. Send suggestions
Lo me or to James Womack, 2143 Ferncliff Road, Charlotte, North
Carolina -28211. '

Dues are Due

Ralph Fellersen needs to hear from you if your Conference
Commission has not vet mailed dues to the Consultation Treasurer.
We agreed in' Kansas City that $40 per year per Conference would Fund
our work. Iif you have not yet sent vours, do so before yvour term of
service ends and a new Commission is constituted. Continuity will |
go better. Send checks to Rev. Ralph Fellersen, 9 Rose Valley Drive,
San Rafael, California 94901, :

f,;} T
P ,;‘,zt,f

S




The Church's Ministry in Higher Education
Current Strategies: An Exploration énd Evaluation
Robert L. Wilson
Research Professor of Church and Society
The Divinity School
Duke University
The mainline Protestanf denominations throughout their history have
been deeply involved in ministry both by the founding and supportrof
schools and colleges and by providing pastoral services to students
enrolled in church anq non church educational institutions. This paper
will attempt to discuss briefly some of the denominational strategies for
these ministrie§ and to consider the forces whfch seem to be shaping
these strategies. Much of the iTjustrative material -will be drawn from
the United Methodist Church because the data are readily avai}ab]e to the
author and because all denominatioens are subject to the same forces.
This s a complex subject. A short paper can do Tittle more than
offer a brief summary of the current scene and express the hope that
research will be undertaken which will produce a more comprehensive picture

of the church's ministry in higher education.

The Church Related Educationa] Institutions

The American educational landscape is populated with schools and
colleges which were started by the various denominations. The United
Methodist Church and the component churches which now make up that
denomination in the period 1784 through 1976 established 839 educational

institutions of which 560 were colleges and universities.

Denominations established schools for three reasons. First, there
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was the need to train clergy. Second, church leaders belieyed that
education was supportive of Christianity and estahlished schools 1in

which their lay constituency could receTVe‘an education. A third reason
was related to the missionary movement; Home Mission boards established
schools for disadvantaged persons, partTcuTariy‘b1acks but aiso for Indians,
Spanish speaking persons.and residents of Appalachia.

| Today there are four types of existing educational institutions which
are or have been related to the church. These include:

1) The church related educational .institution ---- The majority of

the schools are fin this category. The actual ties range from those where

the church relationship is minimal (such as the requirement that a proportion
bf the members of the*bpard of.trustees be members of the parent denomination)
to. a college being actually owned and controlled by a denomination. -The

long term trend has been for the denominations to provide a decreasing amount
of the school's income and to exercise less and less control.

. 2)  The missjon school —-=- A concern of Protestant mission boards

was the education of members of ethnic minorities and other disadvantaged'
persons. The result was the establishment of schools, celleges and even
profeésiqng] scth]s for blacks, and secondary schools and colleges for
iﬁdﬁanS;.Spéﬁfgﬁ Speaking persons and residents of Appalachia. During |
the peribd'bf.aé'jdfé'Ségrégation in the south these schools trained a
large proport10n of the b]ack graduates The institutions have been

and continue to be subs1d1zed by the}r parent denom1nat1ons - Thé increased
concern for prov1d1ng more and better opportun1t1es for b]acks 1n recent
years has resulted in an even higher proportlon-of.the budget'of some of

these schools being provided by the parent denomination, a reversal of the

general trend in the support of church educational institutions.
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3) The quasi affi]iated'schoo]am~m~ There are a number of cb?Teges

which while not officially related to a denominafion, ptay a significant
role in the 1ife of the church. These institutioas tended to be started

by church persons who wanted to perpetuate a particular doctrine(s). Some
had an official relationship to a denomination and subsequently became
independent; others were founded by church peob]e who were dissatisfied with
the official church schools. These'ihstitutions.continue to serve a segment
~ of the Christian'community, drawing:their support from.sympathetic persons
within a group of denominations. Such a‘schoollmay attract students and
supporters from among the conservative members of denomihations_ih the
reformed tradition. Another may find its constituency from among evange]icaT
members of churches in the Wesleyan traditianl

4)  The disaffiliated educational institution ---- A number of church

related schools have disaffiliated or severed their taes w1th the parent

. denomination Most of these have become private institutions. Included

in thTS group are the large university which perce1ves its church tie as a
hand1cap 1n serv1ng a broad const1tuency and the small denominational
11bera1 arts co11ege wh1ch becomes part of a state un1vers1ty system. The
motqvat1on for d1saff111at1on 1s 1nst1tut10na] advantage or perhaps survival.
A recent case was that of a church col]ege wh1ch as part of an agreement to
be excused from a ]awsu1t cha?!englng state a1d to sectarlan colieges re-
moved the cross from its chape]_as_a_tangjb]e_symbo1 of its disaffiliation
with the pafent denomination. .SchOOf'off{ciaia'ahndanced that the cross
was being stored and not discarded.

A Cont1nu1ng Faith

Protestantism's abiding faith in its educational institutions can be

seen in the amount of effort and resources that have been expended in the
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. founding and maintaining of church related schools. In a variety of
official pronouncemen@ﬂdenomfnationa] bodies have expressed their commitment
to education. Over a century ago in 1846 a study committee of the Tennessee
Conference reported:

It is the opinfon of your committee that next to

the cause of religion itself, that of education

has claims upon us of a high and commanding character....

One hundred thirty years tater the denomination adopted the foliowing

statement: |

For the United Methodist Church to abandon its colleges

and universities would be to confess that it no longer

cares for the quest of the knowledge of God or for its

responsibility to model communities of humane learning

and vital piety in society ---- The intellectual Tove of

God requires ---- that the church sponsor, support and

sustain its institutions of higher education.Z

In 1977 two academies and 30 colleges were related to the United

Church of Christ. In that year the Council on Higher Education with the
, concurrencé of the Board for Homeland Ministries proposed a resolution
Wh]Ch ca?led upon the General Synod "to reaffirm commitment to church
re]ated educat1on and support for the associated educational institutions. 3
The reso]ut1on suggested such steps as student recruitment by Tocal churches,

part1c1pat1on 1n cont1nu1ng educat1on programs by church staff and lay persons

and new opt1ons for deferred ”1v1ng

1

To Give the Key of Know]edg (National Commission on United Methodist
Higher Educat10n, 1976}, p. _~;. :j;ﬁ,y]jgfj;__;]_:-;  SR e

P _
A College-Related Church- Un1ted Methooast Persppct1ve (Nat1ona] Comm1ss10n

on United Methodist Higher Education,’ 1975) pp. 14_15 |

3

A Unique Role in a Unique Time (The Counc11 for H1gher Education
United Church of Christ, 1977 » pp. 28-29.
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Despite the church’s faith in education, the history of church related
institutions is not one of unqualified success. Of the 839 schools founded
by the United Method1st Church on]y 227 are st111 in ex1stence Of these

T34 are st111 church re]ated and 93 have dlsaff111ated

Of 566 co?]eges and un1ver31t1es founded by that denom1nat1on 107

are still church related and 79 have d1saff1?1ated Of-26] elementary

Nh11e the denom1nat10n S. fa1th in the importance of its ministry

through higher education seems undiminished, a combination of factors . is
forcing the development of a new aﬁd for many an unpleasant stratégy for
the relationship of the denominations to their institutions of higher
learning. | | |

Environmental Factors

“Any institutional strategy‘is to a considerable degree a reaction to
external factors. The denominational strategy regarding the church related
colleges is no exception. Some of the factors which necessitate a reaction
from both the denominations and the educational institutions would inciude:

1) A:dééréégﬁng rate of growth of the number of persons in the
18-24 age Q?bﬁp fﬁfdﬁgh”1981 with a decrease through }990-~--The decade
" 1960-1970 was one {h”Whiéh thé ﬁumBéf:of'§8§é4;yéaf:61ﬁé Qé§.5é.0 percent
higher in 1970 thén it had been in 1960. During ﬁhe”hfnétéén?éeventies
the members of-this age grouyp are increasing but at a s]owef'rate than in
the previous decade. It is projected that in 1980 this grou? will have
1ncyeased by 19.3 percent over the 1970 figure. The number should begin

to decline about 1981 so-that'by 1990 the number of persons 18 to 24 will

4 .
" To Give the Key of Knowledge, op. cit., pp. 146-147.
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" be about what it was in 1970. The projected decline between 1980 and 1990

is 14.5 percent.5 There simply will be fewer persons in the society
available to attend college,

2) A higher proportion of students in state Tnstitutions ammm I
1960 students in independent colleges and universities were 40.9 percent
of the total enrollment. By 1974 this proportion had decreased to 24.2
percent. The projection is that by 1984 only 20.7.percent of the persons
enrolled in iﬁstitutions of higher education will be in independent or
non state schoo]s.6' For a variety of reasons a 1arger'pr0portion of the
students will select state supported colleges and univeréities.

3) A decrease in the proportion of person§ attending college ----
In 1969 the proportion of 18 and 19 yeaf old men attending college was |
44 percent; in 1973 it was 35 percent. The drop in women was less: 34
percent:to 31 percent.7 Fewer persons are electing to attend college
than was the case a few years ago.

f 4)_ ‘The increasing burden of government regulation ---- An {ncreasing
numbéf_of_federa] and state government informationa]_and accountability
reqﬁ?réhéhtgzqkéipjacing a serious burden on private colleges. Such
requiremént§ a}e fe§thingnin a loss of autonomy. Federal affirmative
action policies ﬁayé:ihffuehfgd7personne1 decisions. The cost of providing
“information and'édmihiéfefing tEé funds has placed én additional financial
burden on already over:bufdéﬁed schools. . Some institutions which see the&r

“mission in religious terms.are thvinﬁed that increasing government regulations

are preventing them from exercising that mission.

5 :
Toward 2000, National Comuwission on United Methodist Higher Education
1976), p. 59.

6 . .
Ibid., p. 59.

Ibid., p. 15. , . ';7ff*
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5) The continuing problem of inflation ~--- Colleges and universities
are by nature labor intensive. For the typical school, 80 percent of its |
costs are for personnel. Such institutions are particularly sensitive to
‘inflation. According to Hartford Higher Education Price Index, it cost a
consumer $1.49 in 1973-74 to purchase what could be bought for $7.00 in
1963~64. Colleges and universities had to pay $1.79 in 1973-74 for what
cost them $1.00 in 1963-64. By 1974-75 the cost to educational institutions

8
had risen to $1.91.

There are other factors in the society-which are influencing denominational
strategy regarding higher education. These are listed to 111ustrete that
what is perceived by Whomever determines strategy is an environment which
is negatively 1influencing the schools.

Who Makes Denominational Policy

Given the organization of Rrotestant denominations there tends not to
be a centralized authority which can make and imp]ement policies for
1nst1tut1ons of higher education. - The schools are autonomous or quasi
autonomous 1nst1tut1ons w1th varying strergths of relationships with the
parent denom1natlons 5 Furthermore a school may be related to a regional

Judicatory as we?? as to the nat1ona1 denom1nat1on The re?ationsh1p of
regional Jud1cator1es to col]eges w111 vary 1n different seot1ons of the
country, even w1th1n the same denmlnatlon If Tt 15 or has been an

institution supported with mlss1on funds, 1t may a1so be re1ated to a

general board or agency. - o
The result is that it is V1rtua11y 1mposs1b1e to haVe a comprehens1ve
denom1natlona1 strategy which. can be 1mp1emented w1th authorlty The

institution and the various parts of the dehom1nat10n can and do define

Ibid., p. 43.
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their relationships. The denomination may withdraw its support of a
particular institution or the school may disaffiliate,  Thus a denominational
strategy may not determine the course of the affiliated schools but ohly
what the church's relationship will be to its educational institutions.

The trend has been that the churches provide less support and have
less control over institutions of higher-1earn1ng than waé the case in
earlier periods. The result is that any changes in denominational policy
~will have an impact in proportion to the level of support (financial,
student recruitment, etc.) that the educational institutions receive from
the chufches; ' | |

Institutional and Denominational Strategies

The denominations'ahd the institutions of higher learning are
beginning to develop strategies to deal with the new and Tess advantégeous
situyation. For the schools the reactioh has been to work harder to recruit
students, to seek new clienteles such as the adding of evening classes to
atttact students who are employed during thé Hay, and tqlséek to raise
addi{ional funds. The survival of the institution is a motivating factor
for these act1ons wh1ch are achieving vary1ng degrees of success.

To the parent den0m1nat10ns the schoo]s present an opt1m1st1c outlook.
The churches provwde an 1mportant support1ng const1tuency which the schools
need. | | _ _' o

Persons attempting to dévélbp'é'denominationa1 strategy for ministry
to higher education are doing sb.with the knowledge that between January 1970
and June 1975, seventy—seveﬁ independent colleges closed. Of thesg)thirteen
me;ged, nine became state institutions and fifty-seven ceased to exist.

Forty-nine were four year institutions.

9 : '
A Unique Role ig.g_Uanue'Time?c op. cit. p. 18.
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The leaders of some educational institutions are convinced that
fewer institutions would make more church resources available for those
which couid survive. Thus proposals have been made to close or merge
certain schools in order to increase.the support of those which do remain
in operation. This is a strategy which maximizes the chances of survival
of the strongest by allowing only them the spaces in the financial life-
boat. | : |

Denominational strategies are-st111 in thetprooess-of formation.
Several denominations are studying their_re]atiooSHip.to the institutions
of higher education. One practice is to asstgﬁdtﬁég task to a_b1oe ribbon
committee which, after the study is complete tetexoeCted to make recom-
mendations to the church's governing body?:' :

The denominational leaders are of codree fully aware of the
situation faced by the co1]eges."They are disturbed at the prospect of
closing or disaffiliation of the'church related schools. For some this
means the breaking of re]atﬁohshioe which have existed for well over a |
century.. Furthermore there'tézoléenserf embarrassment at the inability
of the denominations to greétiyﬁoffect the course of the schools in which
so much emotional and ftnanc1a1 investment has been made. |

A case in po1nt is the strategy proposed by the National Commission
on United Methodist H1gher Education. It can be characterized as a
strategy of orderly retreat with the objective of sé&ing as many units as
feasible. This Commission.stated ”THe magnituderof institutional distress,
and therefore the need for fore51ghted management of decline, will increase

10
dramatically...." An-article reporting on the Commission's work carries

10
National Commission on United Method1st Higher Educat1on Recommendations,

(Dup11cated paper, Ju?y 13, 1977}, p.1.




-10-

the subtit]e; "A smaller number, but quality cdre of institutions
proposed.” A church official s quoted as‘sayfng'that he sees the re-
commendations "not as a retreat from higher educatfpn but as a regrouping."]]

The Commission récommended that the United Methodist Church should
continue and strengthen its commitment to its mission andrwitness in
institutional higher education and campus ministries. It also reports
that denominational snbsfdfes will be Timited and cannot significantly
snpp]eﬁent the schools' operation funds. (It should noté that'e§c1ud1ng
the black colleges, this denomination proyides 1e§s.than 5 percént of
the budgets of its related colleges and less than-Z percent of thé'budgets
of its related universities).

The thrust of theireport is to implement a strategy of fewer schools.
Twenty-two of the 107 institutions were cited ds "most endangered.”
Although the 22 were not publicly 1dentff1ed, the figure got wide coverage
in the press, causing consternation on some church college campuses. One
president angri]y'recounted that a potential donor had postponed a large
gift until ne could be sure the recipientrco11ege was not one of those
endangered

Other e]ements in the proposed strategy include strengthening the
‘United Method1st D1v1s1on of HTgher Educat1on, the un1t in the denominational
bureaucracy which re]ates to col]eges and un1ver31t1es, a process which
would increase the power of th1s agenqy ' In add1t1on to recommend1nq
that the Division provide a range of consu1tant seryices to the schools,

the Commission aiso recommended: that the regional judicatories terminate

11
“The Natqona1 Commission Reports," H1gher Educat1on and Ministry .
Report, (Board of Higher Education and Ministry, Nashv11]e Tennessee,
June 1977)
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their funding to schools which the Diyision deems not yiable. This
would make a unit of the national church bureaucracy the judge of
which schools shall receive funds. While there may be some logic to

this proposal, it concentrates power in the national bureaucracy and

takes it from the regional judicatories. 7

~ An important proposaT is one which suggests that the church raise
$1.50 per member or approximately $15,000,000 per year for the support
of higher education. In 1975 the national denomination -expended slightly

over $57,000,000 for-all purposes. Included in this total is -a substantial

sum for higher education, including over $4,000;000_f0r the denomination's
black colleges. 1t seems unlikely that the local churﬁhes wi11.increase

' fheir support of the national budget sufficiently to meet this goal. It
is equally improbable that the leaders of the national agencies wi]]l
re-allocate their budgets to_permif approximately one-fourth of the funds
to go -to institutions of higher education.

If the predictions which.forecast.difficu1t times ahead for colleges
are correct, the strategies of the schools and parent denominations will
probably clash. Institutions db ﬁot die wi]]ingly_or easily. If the
denominatibné adoﬁt a'étrafégy of‘order]y,retreat and the schools search
for methods of sufviva1,”tensﬁon will occur. In all probability the
denominational strategy will proVide a rationale for the c]osihg of
schools whfch would have c]osedranyway; There wi]] be other instances
where institutions defy both the predictions and recommendations and
find students, éupport and a purpose.

The period ahead will be one of adjustment in_instftutiOnal relation-

ships. It will not be an easy time. Any strategy will be subject to the

pressures of the environment and the dynamics of church-school relationships.
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As such it will be subject to continued modiftcation and hopefully to
“improvement.

Ministry to Higher Education

A second area of the church's inyolyment with. higher education has
been a ministry to students and otherhpersons related to the coT]eges and
universities, Although perceiued as student work or campus ministries, the
écoue of the church's activities has been somewhat broader than providing
pastoral sehvices to the student population.

The ministry to h1gher education has come through seyeral stages.

Robert L. Johnson has delineated four d1st1nct phases. ® The f1nst period,
beginning in the Tast century was a "ministry of committed persone.“ VoTunteer
leaders were followed by paid professional YMCA/YWCA secretaries. Out of

this period developed the student movement and ecumenical. Christian community
led by such person$ as John R. Mott. :

In the second period the ministry to the campus was “focused in
re]igioue organizations and buildings." It was during this time that the
denominational student organizations had their beginnings - the Wesley
Foundation, the westm1nfster Fellowshin, the Bapt1st Student Un1on the
B'nai B' rith H11Ie1 Foundatlon and the Canterbury C1ub ThTS was a perwod
when the churches attempted to f011ow the1r students Large conferences
were held every four years to d1scuss the great 1ssues of the day.

The third phase was one wh1ch focused on: ‘a m1n1stry of ddeas in
the academic mahket place.” It was the perlod when attent10n was given

to exp10r1ng the connection between re11gtous Comnltment and. the academic

disciplines. The Christian Scho]ar was pub11shed and the Facu1ty Christian

12 ' . :
Robert L. Johnson, “Campus M1nastry The Next Step, The Duke Divinity
School Review, (Spr1ng, 1977) pp. 70-72.
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Fellowship organized. The offerings in religious studies were expanded AR

in many major'state-universitjes.

The decade of the nineteen-sixties had a major impact on many
institutions, including campus ministry. This period had a focus on:
"ministry in a secularized world through the People of God in dispersion.”
1t was the period of the Ciyil Rights struggfe and waf in Viet Nam.
Attention was given to eiamiﬁing the systemic causes and solutions of-
‘societal problems. Many institutions, including the University Christian
Movement, did not sukvive;' It is not clear what the future will be
but we can examine certain factors which will help determine the form of
the church's ministry in higher education in the period ahead.
| ‘One impoftant Factor is the nature of the higher educational
enterprise. ‘The last decade and a ha]f_has seen the development of the
large state universities with their tens of thousands of students.

Most urban centers have one or more institutions of higher education in
the core city, some with thoﬁsands of students. Hundreds of community
colleges Have been established in both cities and small communities. The
result 1s that more than 50 percent of todays students cbmmute to their
schools. | | |

A related matter is the housing preference of many students; With
many persons living off campus the college community of a previous era
~does not exist.‘ The student has more autonomy and anonymity than did
earlier generations. He may be harder fbr the campus based religious
organizations to locate and to enlist in their activities.

Higher education has a much broader constituency than has been the

case in the past.  Furthermore people are thinking of education as a life

long actiwity. It would appear that the recommendation of the Carnegie
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Comnission on Higher Education in 1971 that a range of éduéatiéhafi. S
opportunities be provided that are appropriate to life-time learning is
- to some degree be?ng.rea]?zed.13

The educational institutions themselves are less campus based.

A wide range of facilities'géi used for extension classes and contfnuing
education programs. fhe schools are now taking their product to more
~ varied constituencies than they ever did in the past.
In summary, the limiting marks by which it was once
possible to describe and define higher education are
disappearing: Age, class, ethnic background, sex
preparation, discrete geography, and time in 1ife
are opepaend?ﬂ categories for the New Learner in
our society.

As the institutions serve a clientele which is more'repreSentative
of the larger society, the ministry will becomg more difficult than when
the students were young adults living mainTy.in dormitories. If those
persons attending scheol represent the categories Tisted above,_their
student status may not belan appropriate classification by which the
church can organize its ministry. . For example, the 36 year old house-
'wife who returns to school at anearbj university to complete her A.B.
degree ié untikely to participate in religious activities designed for
students. Instead.she will pfqbab]y attend'a church with her family in

the community in which she lives.  The same would be true for the man

who attends extension c]asseS'tolubda%e'his professibna] skills.

13 :
Less Time, MoreOptions, Education Beyond the High School, {The

Carnegie Commission on Higher Education, January, 1977), p.lt1.

14 ‘ _
Clyde 0. Robinson, "The Ministry of the Whole Church to a Learning
Society,"” The Duke Divinity School Review, (Spring, 1977), p. 105.
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Thus the task-of ministering to a large portion of the student
poputation may fall to the congregations located in the communities where
they Tive. The imput'of the denominations may be Timited to exhortations
from agencies to local churches to be alert to the students and other
persons in higher education living in their midst and suggestions for
appropriate programs. The responsibility-fér the ministry will however,
rest with the‘loca] church.

There will of course continue to be a portion of the student population
who are young adults jiving on or near college campuses. These are
identifiable grbups that religious organizations can seek to en?igt. The
policies regarding these ministries and the funds for their support will
'come from the judicatories. |

.One trend has been toward more cooperativé efforts on the part of the
denominations in their ministry to students. This has resulted in‘the
sharing of both facilities and staff members in an effort to better serve
the campus popu]ation.. An example of this trend can be noted in the number
of cooperativé-student_ministries funded by the United Methodist'Chufch.
In 1967 this denomination was supportihg financially 40 ecumenical campus
ministries; by 1975 this number had increased to 247. Organizatibns such
as the United Ministries in Higher Education (UMHE) is an indication of
this trend. The UMHE states that its:

Basic foundation is a convenant between two or more
denominations to be one in the mission of Jdesus Christ....
UMHE's continuing task is to discover those few places
where, with its limited resources, it can contribute

effectively to the humanity ouyr Lord announced for the
whole of creation.”

15

United Ministries in Higher Education, Annual Report, 1976, pp. 2-3.
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Currently ten Pratestant denominations are cooperating in this ecumenical
enterprise. _ |
The motivation for the ecumenical efforts appears to be twofold. The
first is economic; if the denominatfons'are going to maintain a ministry
to the student population, théy may have to share some éf-the costs. The
second is ideological; the present climate of opinion places a high'ﬁalue
on cooperative efforts and thué may make it easier for denominations to
do what a shortage.of funds makes necessary ‘ |
The denominations continue to prov1de substantial sums for the
support of campus ministries. In 1974 the United Methodist Church expended
$4,937,938 for this cause. The current proposal by that denomination's
National Commission on Higher Education is for the{churchés to contribute
fifty cents per"member or approximately five mi]?ibn do]1ars annua]1y.
The future has a number of unanswered questions for those concerned.
with the ministry to students. bne is about financial support which has
not increased as rapidly as 1nf]ation Another is how to serve the
commun1ty co]1ege and other commuting students. The basic issue has.been
summar1zed by GTen B Hosman, Jr
.One quest1on is who w1]1 do campus ministry?
If higher education. is tru]y a formative institution
in our society, the: quest1on of its value- assumpt1ons
and what directions: it will Tead society. are too

important for the church not to be engaged in th1s _?
ministry in higher educat1on o S

16 . _ SRR R
Glen B. Hosman, Campus M1n1strz Past Present and Juture,
(Pamphlet, UMHE Commun1cat1ons, New York, 1976)
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Denominational pd11cy regérdfng ministry to higher education will
~continue to be.determined by the interaction of the larger ehvironment,

the institutions of higher education and the churches at all levels

of their organization. The period ahead may require.some difficult
priority decisions by the churches. The declining amount of denominational
funds may fofce denominations to decide whether emphasis will be‘given |
to maintaining the church re]ated school or to minisé?tng in a variety

of ‘ways to persons involved in higher education. In the final analysis

the detennination'and.implementation of policies regarding the ministry |
to higher education will depend on the willingness of church people, |
both clergy and laity, to support these po]ic?és with their time,

talent and resources.

December 1977
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INTRODUCTION TO SALARY AND BENEFIT SURVEY
CHRISTIAN EDUCATORS FELLOWSHIP
THE UNITED METHODIST CHURCH

Professional Christian educators are products and members of the culture in which they work and, therefore, are
part of a value system. A current value operating in the United States is the "'success’ image. It is judged by a number
of factors, but the more important one is that of salary. The person who earns more is considered more successful. This
may not be the Christian ideal, but it is onéd of the operational vaiues in our culture,

The importance of the amount of salary has not always been acknowledged by professional Christian educators, One
of the myths of some church members is that their professional workers are content to work for less than persons
employed elsewhere. The reason often given is that the life commitment of these worlkers enables them to work for
minimai income. :

One hidden fact has been the amount that churches pay their educators. Information on salary has been regarded as
private and not open to others. This has permitted persons to be underpaid without knowing it. Few places have
supplied adequate information about salaries and benefits paid to professional church educators. But, annual
conferences have always been concernaed that information on the salaries and benefits of clergypersons would be
available, ‘

There has been, therefore, an increasing concern that adequate information be obtained from professional Christian
educators themselves. We have hoped that when this information was gathered it would reveal patterns so that persons
and groups could see their own situation and others. Much of the information on which many persons have been
operating has been in the nature of **hunches” or just personal knowledge. A more scientific and accurate picture has
been needed. .

One of the best ways to get information has been through the Christian Educators Fellowship. This group was
organized to be concerned for professional Christian educators. Members are loyal and understanding. The CEF Board
of Directors in their 1974 Annuat Meeting authorized a Salary and Benefit Survey of the CEF members and assigned
budget for the study. One of the early concerns was: Would Christian educators share this personal information in a
survey? They not only shared it, but did so quickly and gladly. _

The material was then prepared for the computer and finally processed. Then came the longer time of reading and
the analysis of data, ably done by Edward Zinkiewicz. Finally, it is in the form you have it.

What use is this material? First of all, it is a basis for checking your own situation against the data of the survey. It
provides a fairly good picture of the kinds of salaries and benefits professional Christian educators receive, Second, it
provides some data for study by groups of Christian educators. We believe the data indicate needed action. Itis easy to
see ineguality .in the paying of male and female educators, indicating an unjust system. It is easy to see that persons
who receive the lowest salaries also tend to receive the lowest benefits. Some areas are yet to be explored in the
retationship between ordained professional educators and the non-ordained. Many other areas of concern will probably
emerge as you study the materials.

We urge you to bring this study to your Pastor-Parish Relations Committee and help the members understand its
contents and explore the various findings. It may be a way of indicating some additional kinds of help needed in your
situation. It may be cause for celebration when the committee sees how well it has done,

We believe the survey should also.serve to stimulate concern and to work for persons who are not as well cared for as
others. We may need to work for base salaries in annual conferences for professional Christian educators. Several
conference GEF Chapters have done this. We may need to identify other areas where local churches can help
professional Christian educators.

We look to this survey as the beginning of a flow of information that will ultimately bring a more just system of
compensation for the professional Christian educator in The United Methodist Church.

R. Harold Hipps
CEF Executive Officer

Richard L. Cookson
Chairperson, CEF Salary Suivey

Edward J. Zinkiewicz
Research Analyst

January, 1975




SALARY AND BENEFIT SURVEY ANALYSIS

UNITED METHODIST PROFESSIONAL CHRISTIAN EDUCATORS

In March, 1974, 879 questionnaires, designed to gather
information about salary and benefit patterns, were mailed
to members of the Christian Educators Fellowship {(CEF} of
The United Methodist Church. The CEF Executive Office of
the Board of Higher Education and Ministry and the Con-
sultative Services to Christian Educators Office of the Board
of Discipleship received and coded a total of 285 useable
returns. The intent of this process was to provide sufficient
data for a description of present compensation practices
within the CEF membership,

With a survey of this kind we can generally assume that
the results accurately describe the population if we have a
very large response and the respondents proportionally
represent the population according to three or more known
variables. Nearly 300 returns of 900 (32%) are high for a first
survey of this kind. Nevertheless this is low for surveys in
general and should cause us some concern. Have only those
with “good’” salaries or “bad” salaries responded? On the
other hand the respondents hold the same types of jobs, are
roughly representative as to sex, and are distributed
geographically corresponding to all CEF members. This
eliminates some concern, although not all as to the accuracy
of the sample,

THE AVERAGE PROFESSIONAL
CHRISTIAN EDUCATOR

The average professional Christian educator serves a con-
gregation of approximately 1,500 members and receives a
base salary of nearly $8,100. He/she has a good chance of
having his/her salary reviewed annually and an even chance
of an increase. He/she works a little under six days per week,
takes a four-week vacation and is guaranteed almost three
weeks away from the job for other purposes.

SALARY AND BENEFITS

As we look at all the questionnaire returns, we are
able to describe in some detail the general compensa-
tion patterns for the total group. In this section we will
look at average salary and benefit patterns for afl the
respondents and in the last half of the section compare
these with ministers in general.

Fifty-three percent of the respondents report a base
salary or actual cash income between $6,000 and $9,000
with an overall average of $8,108 ($8,068).! This salary
pattern changes |ittle even with the addition of housing and
utilities allowances. This may indicate that professional
Christian educators as a whole do not receive the benefits
that are common for ordained clergy.

Table 1 itemizes reported benefit patterns. With the
possible exception of continuing education and travel
allowances, very few Christian educators receive the benefits
of pension, insurance, and social security common to most

1. The term “average’’ will be used interchangeably here to repre-
sent either the mean (the amount tisted in parenthesis) or the median
(the amount listed in the body of the paper). The median is the
middie person in a series; hatf are above and the other half below; this
figure is often used instead of the mean because it reduces the
distortion of extremeiy high or iow values,

American workers. Social security compensation is partic-
ularly low (32%) considering that 74% of the respondents
work in non-ordained capacities,?

In addition to monetary benefits, the 1974 survey
queried ““time off" policies of different kinds including
standard aflotments for vacation and sick leave. The survey
also solicited information about additional agreements for
continuing education and participation as leaders in
capacities beyond the regular job.

Very few Christian educators {15%) reports as much as
two days off per week; the majority (50.5%) report a six-day
work week, Although the average Christian educator works a
longer week than many American workers, his/her vacation
time may be longer. Very few receive less than two weeks
vacation and the majority have four or more (64%).

An alarming three-fourths of the group report no sick-
leave time. This may indicate that the average Christian
educator can claim no fixed policy for itiness leave. OF the
22% who report sick-leave time, the average is 13 days (mean
16.4 days) per year,

It is surprising that a high percentage of Christian
educators report time off for what the average American
worker would consider “extras,” namely, continuing educa-
tion and beyond-the-job leadership. Thirty-six percent of the
respondents repart an average of 13 days off per year to lead
activities beyond the job; this impressive amount indicates a
heaithy concern of many congregations and educators to
share their skills,

An even larger percentage (50%)} report time for con-
tinuing education purposes averaging 13 days {mean 12 days)
per year. This percentage compares favorably with the
number who receive a continuing education allowance {54%)
although it may mean a handful of respondents have no
specified agreement to take time off for continuing
education,

In grouping Christian educators by salary bracket {under
$6,000; $6,000 to $7,500; $7,500 to $8,250; etc.) it was
demonstrated that the lowest salaried educators fare most
poorly in fringe benefits. Ninety-four percent of those who
receive Jess than $6,000 for example, receive no housing or
utilities allowances. Similarly, nearly one-half of those who
earn less than $8,250 report no time off or fringe benefits.
Thus the educators who might very well benefit from con-
tinuing education or who could less afford housing, health
care, and travel are precisely the groups not aided by fringe
benefits. )

The 1974 CEF survey also studied the arrangements of
CEF members and their employers for salary review. 11 was
good to find that 95% of the respondents indicate a vearly
review, When asked what form this takes, however, only
one-third (36.1%) report agreements for cost-of-living or
cost-ofiving-plus increases. Nearly all those who report

cost-of-living, or better, increases {95%) receive them. Only.
25% of those who do not have such an agreement receive the' : ;

2. For this report, this includes Directors of Christ.ian Education, ... 0
Associates in Christian Education, Educational Assistants an_d_ all ik

others excludging Ministers of Christian Education.




increases, |t would seem advantageous to press for some type
of policy for salary increases.

Although the average size of congregation of the
respondents is 1,521 members, there is considerable
differentiation. The median, for example, is 1,868 members.
Furthermore, only 10% of the respondents serve congrega-
tions of 1,500-1,900 members, a range encompassing both
the mean and the median.

COMPARISON WITH MINISTERS
iN NON-EDUCATION POSITIONS

To give an adequate picture of. one survey it is often
helpful to compare it with another. A look at United
Methodist clergy salaries was the first and obvious choice
since most CEF members are United Methodists serving
United Methodist Churches. No single source of information,
however, was available for this choice.

The National Council of Churches has undertaken surveys
of Protestant clergy three times during the past 10 years with
grant support from the Ministers Life and Casualty Union
and participating denominations.®> Unlike conference
journals and other United Methodist documents that give
compensation patterns, the NCC report provides a single
source of information broken down in much the same
variables as the CEF survey.

Figures given in the clergy study are representatives of
ministers serving pastoral positions of 19 major denomina-
tions including The United Methodist Church., The CEF
survey does not represent Protestant Christian educators in
general. |t is obvious, then, that we cannot claim to compare
compensation patterns of one type of church work (the
pastoral ministry) with another (the educational ministry}.

Qur concern in making such comparisons is much more
pragmatic. We can claim to help CEF members see them-
selves as a group in light of a major professional grouping.
Thus, instead of raising denominational concerns {such as,
Why do United Methodist clergy receive certain benefits that
United Methodist educators may not?} we can raise pro-
fessional concerns. For example, Why does this group of

3. All statistics of ministerial salaries, etc. gathered in the 1874
Clergy Support Study are taken from '‘Clergy Support 1973; Salary,
income, and Attitudes” by Robert Bonn and Sheila Kelly (26 cents,
Nationai Council of Churches of Christ in the US.A., 475 Riverside
Drive, New York, New York 10027). See Table 1.

educators receive lower benefits in comparison with virtually
any group of pastors?

Salary comparison hetween CEF respondents and
ministers in general are tricky. On the one hand it would
appear the Christian educators with an average cash income
of $8,108 fare better than ministers who serve non-education
positions and earn $7 ,703.4 The clergy study indicates, how-
ever, that it is relatively normal for clergy 1o receive housing
and utilities allowances which, when added to actual cash
income give an average salary of $10,348.° Most Christian
educators do not receive these allowances. A comparison of
“normal” values, then, indicates that pastors receive nearly
$2,000 more per year than Christian educators. Considering
all i:)enm‘i’{s,6 this differential remains the same.

Considerable fluctuation prevails in salary patterns,
however, and is concealed by averages. Nearly 16% of the
Christian educators responding to this survey report salary
with housing and utilities compensation of less than $6,000,
This is comparable to the clergy survey that reports 14% in
the same category. Only 1% of the educators surveyed earn
more than $15,000 compared with 11% in the clergy survey.

On the plus side we find that Christian educators have a
much better chance of annual compensation review although
fewer of them report a cost of living, or better, adjustmem.7
They have nearly twice the chance of receiving social security
benefits and of continuing education atlowances that average
more than iwice the amount of their non-educational
ministerial {:cvlleagues.8

On the other hand the average Christian educator serves a
much farger congregation but cannot count on as many
benefits as a minister who serves a non-education position.

4. Al figures reported from the 1973 Clergy Support Study as
represented in the foregoing reference paper are medians,

5, Median United Methodist Church ministerial salary including
housing, utitities, and misceilaneous income is $10,915. (pp. 2 and 4,
“Clergy Support-1973").

6. Items included: social security, pension, insurahce, housing,
utilities, travel and continuing education ajlovwances.

7. Nearly b0% of clergy report some king of review; slightly less
report a cosi-of-living adjustment,

8. Middle judicatory funds for continuing education were not
reported in the ministerial survey, There is some indication that
within United Methodism ministers in many annual conferences
budget continuing education funds that educators cannot claim.

Salary ltems Comparison: Christian Educators Fellowship {(CEF) and
: “Clergy Support—1973" (Ministers)
Ministers % in CEF CEF % in
{Median) Receipt {Median) {Average} Receipt
Base salatry $7,703 99% $8,108 ($8,068) 100%
Miscellaneous income $ 402 92% 4 *# ¥
Housing $1,021 87% $2,376 {$2,445) 26%
Utilities $ 630 70% $ 630 ($ 658) 15%
Pension $ 849 67% $ 600 {$ 702) 22%
Insurance ‘s 473 55% $ 218 {$ 291} 34%
Continuing education $ 116 28% & 247 ($ 262) 54%
5 Social Security $ 438 15% $ 485 $ 474 32%
Travel ## ; *E $ 693 $ 771} 52%
s ** Mot reported
E 4 Table 1




For example, the non-education ministerial colleague is much
more likely to receive benefits of pension and insurance
payments. Bonn and Kelly painted a dreary picture of
ministers when they reported “many ministers cannot take
for granted the benefits provided for many American
workers'® citing figures for pension, insurance, continuing
education and social security, Regarding pension and
insurance benefits, the professional Christian educatoyr fares
even worse,

A description of “average” compensation patterns is not
sufficient to explain some important facets that have
emerged thus far. For example, there is great salary
difference between the highest and lowest paid positions, A
large number {16%) receive less than $6,000 salary with few
additional benefits. Most of the others receive .salaries
between $6,000 and $12,000 and have a better chance of
having other benefits. Why is this? What other parts of the
pattern must be delineate in order to see these differences
better?

The following sections are intended to draw out
minute portions of the pattern so that we can see the
overall pattern clearly. We will look at the factors of
job type, sex, and geographic location. In the
preceeding section we looked outward to see how the
so-called average CEF member’s salary and benefit
pattern compares generally with that of another
church-related profession. In the following sections we
will look inward and begin to compare groups within
CEF.

COMPARISON BY JOB CLASSIFICATION

Ministers of Christian Education serve larger congregations
than their non-ordained colleagues, receive higher pay and
generally better benefits. In the pay scale, the MCE is
followed by the Director of Christian Education, Associate in
Christian Education, and Educational Assistant—in that
order. A small group of respondents who do not work in one
of these four capacities generally fall between the levels of
the Director and the Associate.

Table 2 portrays various salary figures for the groups
surveyed and the average of all respondents. It is clear from
these figures that the Minister of Christian Education (MCE)
is the highest paid professional Christian educator.

it is also clear that with only one minor exception
{comparing total salary of the ACE and EA) there is a
definite drop off in the following order: Director or Christian
Education (DCE), Associate in Christian Education (ACE),
and Educational Assistant {EA). Added benefits including

9, Op.Cit., p. 3.

Median Salary Comparison by Job Classification
Job Base Salary Plus Salary Plus
Salary Housing All Benefits
and Utilities
MCE $9,131 $11,328 $12,435
DCE $8,425 $ 8,829 $ 9,510
Group Average  $8,108 $ 8,521 $ 9,490
Others $7,456 $ 7,688 $ 8,245
ACE $7,130 $ 7,130 $ 7,155
EA . $6,856 $ 7,051 $ 7.288
Table 2

housing and utilities (shown in column two} and payments
for insurance, pension, continuing education, ete. {shown in
coturan 3} do not alter this basic order.

The MCE’s income is considerably more because of almost
$2,200 per year on the average for housing and utilities. This
represents an overall 24% improvement compared with a
DCE improvement, the next highest, of 5% overall.
Sixty-three percent of the MCE's and 19% of the DCEs
report housing allowances. Forty-three percent of the MCEs
and 8% of the DCEs report utilities allowances. Not only do
the MCEs earn more than their colleagues, but their salaries
are more likely to be improved significantly bhecause of
housing and utilities allowances.

Salary improvements due to benefits other than housing
and utilities tend to favor the MCE and DCE about equally
according to these figures, The ACE and EA, too, are about

equal but receive fewer benefits than either the MCE or DCE__ Lo

generally,
Although this paralleling of the DEC with the IVICE, and

the EA with the ACE, might be true for these benefits as a

whole, specific figures for some of these variables are worth -
mentioning, {See Tabie 3).

Median Specific Benefits of Job Classification
Job % in Travel % in Continuing
Type Receipt Receipt Education
MCE 79% $1,0186 68% $260
DCE 42% $ 541 B50% $232
ACE - 38% $ 312 56% $291
EA 40% $ 421 42% $196
Table 3

The MCEs' travel allowances are considerably higher than
those of their non-ordained colleagues. Although slightly
more MCEs receive continuing education allowances than do
their non-ordained colleagues, the amount MCEs receive is
lower than the average for the whole group {(see Table 1}.
Comparable numbers of non-ordained educators receive

similiar travel and continuing education allowances. Thus, ~ -

while these differences might average cut to give one picture, -
it still seems as though the MCE has a slightly better chance: "
of receiving somewhat higher added benefits. o
As indicated previously, continuing education alIOWances_'.'
for Christian educators as 2 whole are much better than those

of their non-education ministerial colleagues. This is true for = '

each group of educators. Associates in Christian Education,
for example, have twice the chance of receiving more than .
twice the continuing education allowances of their non-
education ministerial colleagues. For continuing education;:

the picture is fairly uniform with relatively equal sized i

groups receiving comparabie amounts.

Ordained educators fare slightly better than thelr non-'__.._:
ordained colleagues in salary review policies, Nearly ali MCEs -
{99%) report the security of having a once-per-year salary

review. Slightly fewer non-ordained professionals report thls'_:
review (91%). Fewer non-ordained professionals report
agreements for some type of increase (48% vs. 57%), cost-of-
living-plus agreements (9% vs. 15%}, and cost-of-living, or
better, agreements {40% vs. 57%]). More DCEs and educators
in the Others group report some kind of salary increase
policy {51% and 52%, respectively) than do EAs and ACEs

5




{42% and 44%, respectively). Except for this difference,
salary policies among non- -ordained groups do not differ
considerably.

The average vacation periods for EAs and ACEs is
approximately three weeks. DCEs on the average receive
about one week more and MCEs still another week. Fach
group reports a similar work week and comparable number
of days for specified leave (sickness, entichment and
leadership).

EAs serve the smallest congregations in the aroup {1,168
median). MCEs serve the largest with a 1,798 average. ACEs
and DCEs serve midsized congregations with approximately
1,400 members.

Minister of Christian Education

Ministers of Christian Education on the average earn a
base salary of nearly $1,428 more than their non-education
ministerial colleagues. Considering the added benefits of
housing and utilities, they earn almost another $1,000. In
comparison with United Methodist ministers serving
nan-educational positions, they earn nearly $400 more, The
MCEs housing allowances are nearly $775 more than their
non-education ministerial colleagues and they receive slightly
higher pension funds. With the single exception of continuing
education funds, where the MCEs have twice the chance of
receiving more than twice the allowances of their colieaguas,
fewer MCEs report more housing, utilities, pension and
insurance than their non-education colleagues who serve as
pastors.

Director of Christian Education

Earnings of the Director of Christian Education seem to
be the norm for the profession. Table 2 indicates the DCE
earnings with various henefits included are very near the
average Tor the total group. Nearly 60% of all DCEs surveyed
earn salaries of $6,000-69,000 per year which is the range for
53% of all respondents.

Associate in Christian Education
Educational Assistant

Housing and utifities allowances are refatively common in
The United Methodist Church for persons who serve
ministerial appointments. Relatively few non-ministerial
Christian educators receive these benefits, however. It is hard
to understand why nearly two-thirds of the Associates in
Christian Education {63%) and Educational Assistants {69%})
report no social security contributions by their churches,
Seven percent of EAs and 25% of ACEs report pension
payments by their congregations, Only 16% of ACEs and
22% of EAs report any kind of insurance paid by employers,

COMPARISON BY SEX

Female professional Christian educators as a whole serve
lower salaried positions than their male colleagues, As a rule
they serve slightly smaller churches, earn less, receive fewer
henefits and are slightly less likely to receive compensatory
reviews than their male colleagues. This is true when
comparing males and females serving as Ministers of Chrlstlan
Education or in non-ministerial capacities.

Female Ministers of Christian Education generally receive
greater salaries and better benefits than female Directors of
Christian Education. The same cannot be said for male MCEs
when compared with male DCEs, Female Christlan educators
a a whole fare betier in terms of salary than female clergy
serving as pastors. A comparable disparity does not exist,
however, between male MCEs and male professional
Christian educators who serve non-ministerial positions,

Nearly all female professional Christian educators who
responded to this survey are not ordained (96%). On the
other hand nearly two-thirds of the males are ordained. As
we have seen, salaries, most benefits, salary policies,
vacations and special leave periods are better for ordained
respondents than for the non-ordained. ft is not surprising
that in nearly all categories male respondents fare better than
females.

A further issue is whether women and men receive similar
salaries and benefits Tor similar work, Let us compare males
and females serving as Ministers of Christian Education and
males and females serving other educational positions.

Ordained

The number of female MCEs is small, but all those
registered as CEF members at the time of the survey
responded. Because there are few females serving as MCEs,
we cannot make detaited comparisons.'® With the single
exception of continuing education allowances and days off
per year, which average slightly higher, fernales earn less,
receive shorter vacations, and serve smaller churches, than
their male colleagues.

Base salary for fernale respondents is $8,200; for males
$9,284. A much larger differential appears, however, when
salary, including housing and utilities is included. On the
average, male salaries increase 26% and those of females only
3%. Further benefits affect both groups equally. Considering
total salary, there is nearly an $8,700 difference between the
male maximum salary ($12,924) and the female maximum
salary {$11,175). Thus, it appears that female Ministers of
Christian Education can count on approximately the same
fringe benefits as their male colieagues, except far housing
and utilities allowances.,

On the other hand female MCEs receive an average base
salary higher than all non-ordained educators and nearly
$700 higher than their non-ordained female cofleagues. The
percentage increase due to benefits is approximately the
same for females of both groups. The female MCE serves a
slightly larger congregation, receives larger travel and
continiing education allowances, and fares slightly better in
days off and vacation than her female non-ordained
colieague. Thus, the differences that prevail in general
between ordained professional educators and non-ordained
educators seem to prevail among female groups.

It is interesting, however, that the differential between
ordained and non-ordained salaries and benefits is greater
among females than males. Males begin with about a $200
difference in base salary, receive housing and utilities
increases of approximately the same percentage and end up
with a total salary (including all benefits) averaging a

10, Years of experience, educational background, etc,, may
assume a greater role in the characteristics of a small group. Our
assumption in this report is that these factors Dalance out when
comparing larger sub-sets, e,g, MCFs versus DCEs.




differential of approximately $500 (compared with
approximately $875 for females). |t appears then that while
males are treated somewhat uniformly regardiess of job

classification females must count on some improvements

* mainly through a change in job classification.

Non-Ordained

Non-ordained male educators serve larger churches, have
slightly longer vacations, have larger continuing education
and travel allowances, have larger base salaries, and benefit
more from housing and utilities allowances than their female
colleagues who serve non-ordained positions. Certain salary
figures clearly portray this differential.

A difference of nearly $1,600 exists in base salary
between males and females. Comparing total salary (all
benefits) a near majority of females (59%) earn less than
$8,250; no male reports a total salary of less than $6,000
compared with one-fourth of the females. A clear majority
{b9%) of the males receive more than $11,250 while only 6%
of the females report earnings in that range.

As to salary review policies, non-ordained male pro-
fessionals fare only slightly better than their female
colleagues. Ten percent of the women report no review
policy while only 3% of the men report none; 68% of the
women report no policy as- to how their salary would be
reviewed compared with 57% of the men; and 43% of the
men and 30% of the women report a policy covering at least
cost of living.

Bonn and Kelly report a median salary of $6,516 for
women ministers.! ! All women who responded to the CEF
survey average $7,521 per year. This represents nearly
$4,000 difference from the total ministerial average. The
difference between the salary of female Christian educators
and that of Christian educators as a whole is only $1,000. I
this difference can be construed as an index to sexual
discrimination, it appears that female Christian educators
fare better in salary and less discrimination than their
non-education counterparts.

COMPARISON BY JURISDICTIONS

It is extremely difficult to compare figures on salary and
benefits of one jurisdiction with another. As can be seen in
Table 4 jurisdictions with lower than average base salaries
sometimes end up with higher than average total salaries and
vice versa. In general, however, the South Central Juris-
diction pays the highest average, and the Northeastern the
lowest. Although the deviation from the norm is never more
than 8%, the total salary difference between these two juris-
dictions is nearly $1,300.

This situation is somewhat paralleled by church size,
Christian educators who report from the South Central
Jurisdiction serve an average congregation of 2,075 members
and those in the Northeastern, 1,366 members,

There seem to be no predominantlty male or female .
jurisdictions. In general there were 1.7 female responses for _

every male response in the CEF survey, South Central Juris-
diction was the lowest with 1.6 fernales for every male, and
the Western Jurisdiction was the highest with 1.9 females per
male.

T1. Op. Cit,, p. 4. “Clergy Support 1973 compute salary to
include housing and utilities; all comparisons here are done on that
basis. ’

Median Salary Comparison by Jurisdiction

Jurisdiction Base Salary Plus Salary Plus
) Salary Housing All Benefits
and Utilities
Western $7,550 %8,581 $ 9,700
South Central $8,138 $8,850 $10,250
North Central $7,970 $8,450 $ 9,431
Southeastern $8,316 $8,512 $ 9,450
Northeastern $8,300 - $8,500 $ 80212
Group Average $8,108 $8,521 $ 9,490
Table 4

CONCLUSIONS

It appeafs-that Christian educators as a whole do not fare
as well as their non-education ministerial colleagues in salary
and benefits. On the other hand appropriate comparisons of
experience and education have not been made. Ministers of
Christian Education generally have had years of education
comparable to their non-education ministerial colleagues.
The fact that they earn more may be based on their
specialized training.

Salary and benefit differences among the varjous
professionals are obvious. It is interesting, however, that the
Minister of Christian Education generally receives a higher
base salary than the Director of Christian Education. Until
now it has been generally assumed that the base salary level
was about the same. Although MCEs receive considerable
advantage from housing and utilities allowances, this is not
the single reason for the salary difference between the two
grougps, '

Great differences exist between male and female salaries
and benefits that are advantageous to the male. One major
reason for this difference is job type; men still have the
advantage. Other differences may include experience,
responsibilities and training, although the latter is somewhat
specified by job classification. Furthermore, no attempt was
made in the CEF survey to identify total family income. In
general, women professional Christian educators fare better
than their non-education ministerial colieagues.

The fringe benefits especially for non-ordained educators
are low compared with non-education ministers, with the
possible exception of continuing education funds. Still more
alarming is- the lack of agreement that seems to prevail
regarding other negotiable items such as the basis for salary
review and sick-leave policies.




NOTES ON THE METHOD

As mentioned in the opening section, we were able to compare the respondents to this survey
and the CEF membership according to three major variables: geographic location, classification
and sex. Table 5 indicates the percentage of male and female CEF members, of those serving in
each jurisdiction and those who held certain job classifications at the time of the survey. It also
indicates these percentages for the respondents and the percentage difference between the two

groups.

No major difference seems to exist between the population surveyed and the sample as to
geographic distribution, Thus, we might assume that with adeguate numbers of respondents for
any one geographic area, the support data for a region would fairly well reflect the total CEF

membership.

Percentage Differentials: Christian Educators Fellowship Membership Versus Survey Resuits

Report Published by
CHRISTIAN EDUCATORS FELLOWSHIP
in cooperation with
DIVISION OF LAY MINISTRIES
BOARD OF HIGHER EDUCATION AND MINISTRY
THE UNITED METHODIST CHURCH
P. 0. Box 871, Nashville, Tennessee 37202

Jurisdiction CEF Samgple Differential
South Central 25.3% 22.0% 3.3%
Southeastern 35.6% 40,0% 4,4%
North Central 21.7% 22.0% 0.3%
MNortheastern 10.2% 8.9% 1.3%
Woestern 7.1% T1% 0%

Classification
MCE 18.7% 26.3% 7.6%
DCE 28.4% 35.7% 7.3%
ACE 6.0% 11.2% 5.2%
EA 30.6% 19.2% 11.4%
Others 16.2% 7.3% 8.9%

Sex
Female 56.0% 63.3% 7.0%
Male 43.7% 36.7% 7.0%

Table 5




EQUITABLE SALARY SCALES - CONFERENCE NORTEEAST JURISDICTION

8820

4560

: SERVICE
CONF. FM AM LP ' PROB. S VARTANTS
BALT. 9400 9400 9400 . 7000 ‘300 for each 5 wvear
Travel incl. ' ' ' ‘service _
"~ lay pastors 300 limit
E. PENN. 8400 7820 7245 40 per year
’ + travel
{1000)
WYM. 7900 - 7300 7300 7500 5700 . {travel-80C for omne
' {000 for two or-more
200 for each 3-vyT.
service thru 33 vrs.
service—- )
100 for 30 hours beyond
basic degree- o
Health & Acc. Insur.
S. N. E. 8066 8066 7055 15% of salsry for trav-
+ travel + travel + travel ¢l--200 per year for
each dependent--150
o per 5 vrs. of service
© TROY 8500 8500 7500 250 1st 5 yrs. + 250- |
o + 400 travel + 400 travel + 400 travel 10 yrs. - 125 for each’
out appointment--
Blue Cross & Blue Sh.
+ heat + all utilities
N. H. 7760 7000 6500 7200 200 for F. M. with 20
+ travel + + + years’ '
utilities + 1/2 same same ) L
Bil. Cross-
Bl. Shield
N. Y. 8520 6520 9020 +500 for 5-10 yrs.
travel incl. travel 4incl. +500 more for 10+ yrs.
W. N. Y. 8000 7500 7500 : 6850
W. V. 7500 - 6945 ‘ 5620 Multiple ch. 200 (4 or

mere ch.)




SERVICE -

. PENISULA

5 VARTANTS
9125 + travel 8575 FT
& utilities 6975
+ hospitalization
9000 6400 7800 _— + 1000 travel.
9000 (10 yrs) o
9200 9200 7700 7700 +500 allow.

Travel inc.

own home

tgm
111076/50

Full Member
Associate Membexr
Local Pastor
Probationer
Student




To A1l Concerned:

The Council on Professional Ministry and Support, at Its January 21, 1976 meeting,
voted to compile a booklet dealing with the many facets of its work. The intent is to'
provide a manual which will be helpful to local churches and to ministers as they seek

“to ministar to each other.

BOOKLET DUALING WITHTHE MlNISfﬁ?q—m

M,{_WM Cﬂ/“" rc‘,L_.;,,.T--;-_é__”.” i

tarl Price, the president of the Council, appointad me as the coordinator of this
efforg, so | am instzatlng the project with this appeal for your cooperaticn and con-

trihution

The following outline is my own, but it grows out of ideas and gquestions shared in
the Board of Support Systems as well as the Council on Professional Ministries and
Support. Feel free to ignore,

add to or modify any part of it. It is merely a stimulator.

1 would like to propose the following time table:

April 1, 1976
April 15, 1976

May 1, 1976
May 15, 1976

June 1, 1976

This is a tight timetabls.:.

H

All reports returned to me for compi!ataonw
Himeographed copies of the submitted reports will be
mailed to each of you and to other selected persons

for review and evaluation. Would you please offer
suggestions for changes to any of the reports, and

make any revisions to your own that you may feel are
warranted.

Return your copy of the report with squeoted revisions.
An editorial committee will meet to review the proposed
revisions. Before modifying your report you will be
contacted for approval.

Finalized report goes to the printer.

It will require cooperation on the part of all Involved.

If you have a T!tle to suggest, please do so. *You and Your Hinister"
"The Care and Feeding or the Clergy“ or something more clever may seem approprtage

! From Bishop Lcder and/or the Cabenet

A. The ministry as a calling’ as well as a career

B. The signlficance of ordinatlon

C. The appeintive proress j_
1. Why ministers are moved
2. How persons are chosen For particutar churches
3. Why the secrecy?

D. To whom is the minister accountable?

1. God

2. The general connernnce B

3. The annual confercice
k. The bishop and district. superintendents
5. The pastor parish committee

=1 ™
x
g
£

to deal with conflicts and mlsunderstand:ngs between clergy and lalty

How to handle the transition when there is a change of ministers
1. What should the pastor parish committee do for the departing
ministerlal family?
2. What should the pastor parish committee and church members try to
avoid when a much loved ministerial family leaves?
3. What should the pastor parish committee do with and for the incoming

ministerial family?
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f‘éook!et dealing with the ministry

L3N

4, The first two years of a ministers ministry, and how it can be
made less difficult for all concerned. '
5. Ministerial ethics as adopted by the conference,
G. A word, If any, on the minister's family
H. '
i

i1 From the Board of Ministry
A. Steps Into the ministry:
a. The peirson's decision _
1. How are such decisions reached?
2. Who are thase people?
b. The local church’s response
c. The district committee
d. The conference board
e. Educational requirements
1. Help available
2. Cost to the person In time and money
f. Annual conference action
Conference relations
Continuing education
Counselling for ministers and families

meey O

111 From the Board of Moving

A. ltinerate ministry

B. Who pays for the moving? :

C. How the parsonage committee or the board of trustees can help the

ministerial family moving out

D. What should be done hefore the new ministerial tamily moves in or
shortly thereafter?

. What should the parsonage committee be doing each year?

What are the parsonagz standards approved by the annual conference?

T oMM

iV From the Board of Equitable Salary and Sustentation

A. How are minimum salaries determined, by whom and when?

B. What are the minimum benefits for 1976 and proposed For 19777

C. Vhere does the money come from to pay this?

B. Who determines If a church needs financial assistancel ,

E. Should churches receiving financial support be required to carry out
stewardship crusades to seek to raise their per member giving to a
certain level? '

F.

\V  From the Board on Insurance
A. What Insurance beznefits does the ministeri
1. Life insurance
2. Blue Cross Blue Shield
How is this determined?
How is this money raised?

al‘family receive?_:f

Ty e

Cpage 2
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# Booklet dealing with the ministry

V! From the Board of Pensions

A.

B.
c.

As you can see,

How much pension does a minister now recefve after forty years servite?'-f“

How is this determined?
How is the annuity rate determined?
How does this relate to the pension apportionment?
1. Why Is the apportionment so high? :
~a. Past unfunded llability
b. Present liability
¢. Future liability
2. What is being done to solve the probiem?
Why does every church have a different pension apportionment when every
minister receives the same pension based on years service?
What is the actual cost to the local church per year in terms of pensicn
to have a minister serving them? ' N
Are there other sources of revenue supporting the pensions program?
1. Endowment Fund ‘ '

2.
Who pays the minister's Social Security?

this is a rough outline of suggestions. Use your imagination

and try to anticipate peopie's questions in providing answers.
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© RATIONALE FOR A PROPOSAL ON THE LOCAL

United Methodism has placed high premium on'aﬁ'édﬁﬁéée&iETe}gfe;:As{eﬁﬁrehes
moved westward in the expansion of the United States, some churches emp]oyed the
farmer-preacher who moved with the people, tilled the 5011, and preached on
Sunday. The classic image of Methodism's westward movement is the c1rcu1t r1der9
and the typical organizational pattern included his organization of c1ass meefings
with strong lay leadership, his periodic visits for preaching, adm1n1ster1ng the,_j
sacraments, quarterly conferences, and his distribution of books from his'sdda]e%f;
bags and the order blank from the "Book Concern." |

United Methodism has been in the forefront of theological education. Its
thirteen schools of theology are widely recognized as the strongest single group
of denominational seminaries in the Christian world. In addition, more than a
thousand of jts clergy candidates are trained at forty other schools of theology
related to other denominations and of ecumenical backgrounds. The "ministerial
fellowship" has always. referred to a special bond among members in full connec-
tion who are "traveling elders--in effective relationship--in the “itinerancy of
The United Methodist Church." Preparation for this ministry often requires a degfee'
from a school of theology. The 1968 report of the Committee to Study the Ministrfsi_:
to the Uniting Conference wrote "The Methodist Church and the Evangelical Uniiedgiif;;

Brethren Church felt the need to raise their educational standards for the ?¥-” '

“ministry until, after prolonged effort, the Bachelor of Divinity degree is:ndw:lfi}fl

normally expected of every person who is admitted into membership in fu11_cqn;w==-~

nection in most annual conferences {(page 11). _ _
The sheer weight of this tradition as well as a sizeable fee11ng of gu11t ' 

seemed to contribute to Unated Methodism's hidden problem-—the 1ay pastor' |

same report of the Committee to Study the Ministry, not1ng a shortage of m1nisters
in 1968, includes only one sentence relating to th1s segment of the m1n1ster1a!

fellowship. "This condition (the shortage) has forced the church 1nto a pract1ce
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not alien to Wesley's own habit to fill many pastoreileppointments with supply

pastors."

I. The supply pastor--lay pastor--historically considered

The lay preacher was not foreign to Mr. Wesley's mode of operation. Indeed,
it was one of the hallmarks of Wesley's organization and of the western movement
of our denomination in the United States. But the lay preacher bears little
resemblance to our current understanding and expectations of the lay pastor.
Treatment of the lay pastor is a growing disgrace in the story of professional
Jeadership in our denomination and one that needs to be remedied, theologically,
humanely, and consistently.

Even the name has changed often enough that the identity is hard to recover.
From the time of the merger of The Methodist Church in 1940 the Discipline (1940,
Paragraph 28?1 spoke of local preachers regularly appointed as the pastor of a
charge as the approved supp1y From 1940 to 1964 with very modest amendments
this "unordained local preacher, only while serving as regularly appointed pastors
of charges, shall be authorized to administer the sacraments of Baptism and the
Lord's Supper and when the laws of the state permit, to marry." The EUB Discipline
of 1967 and prev1ous was both more Wesleyan and more theological in its approach.
It said that an unorda1ned pastor cou]d adm1n1ster the sacraments "in case of
necessity where 1t 15 1mpract1ra1 for the annual conference to make other satis-

factory arrangements Such an act1on of extreme nece551ty sounds very much 1ike

Mr. Wesley's or1g1na1 notwon of hts rlght to_orda1n as an extraord1nary act1on

In 1968, with the merger of the Methodaéh and Evange11ca1 Unlted Brethren

Churches, there was adopted a "h1gh;concept“ of "rd1nat10n wh1ch forbade ‘the

administration of the sacraments by any persons:unorda1ned (1968 Disc1p11ne,
Paragraph 349). By the t1me of the 1nter1m Genera] Conference, St Lou1s 1970,

the legisiative committee on the m1n1stry had e1ther rece1ved pressure or repented




itself and made an amendment which suggests that to be regu1ar1y app01nted a full-
time lay pastor or part-time lay pastor one must have been orda1ned deacon (1970
Supplement to the Book of Discipline, 1968, Paragraph 349). In essense,_thts
position substitutes a compromised notion of ordination for any serfdue'éfeppling
with the theology or the morality of the concept of the lay pastor. .

It is often noted that one who has been ordained a deacon may serve the
sacrament of the Lord's Supper while appointed to a parish. This in 1tse1f 15.
an exceptional dispensation which is totally out of accord with the historic :-'i:.
position of the church. The ordination as deacon has from early centuries
allowed one to teach and preach the Word, to baptize, and to assist the elder-
priest in the Holy Communion. In few, if any, cases has diaconal erdination
ever conferred the right to celebrate the Lord's Supper.

As The United Methodist Church faces the General Conference of 1976, it will
have all manner of legislative proposals on the nature of ministry, the distinc-
tiveness of ordination, the nature of superintendency, both general and district,

the responsibilities of conference membership: BUT WHAT OF THE LAY PASTOR?

II. Analysis of current usage _
Statistics of the appointment of lay pastors show that it is a widely Variab1e_71:*

status in The United Methodist Church. While the number of full members in pastpraT':*

and special appointments remains relatively stable, the total number of lay pastofs ;;f;;

fluctuates very widely. According to the most recent study (largely the data of

the 1975 journals), there are 3,487 lay pastors in all categories, 34% fu11 t1mif

(1,182), 39% part-time (1,344), 27% student (960). The statistics for 1971 are' _ L ’u
amazingly parallel--total lay pastors, 3,696; full-time, 33% (1, 228) part t1me 39%
{1,445); and student, 28% (1,117). Total number of 1ay pastors in 1968, 6 121,.1n
1973, 4.195. : e e

The use of lay pastors differs widely from Jurtsd1ct1on to Jur1sdict1on.  ;f

Whereas the Southeastern Jur1sd1ct1on has 1, 252 1n a11 categor1es the Nestern




Jurisdiction has only 71; Northeastern has 841;'N6}£ﬁ7téﬁfra1, 680; and South
Central, 643.

Lay pastors may serve as many as 15% of the total pastoral charges while
associate members serve an additional 7% and probationary members about 5%.
Strangely, that statistic does not vary widely from jurisdiction to jurisdiction.

It is important to say as many as 15% may be, for with our careless descrip- °
tion of the category comes also some serious misuse. One conference reports in
their journal more than 200 pastoral charges "supplied by" certified lay speakers.
Among the most rigorous disagreements I know between boards of ministry and
cabinets are discussions of appointments of persons who are not yet licensed to
preach or who have not fulfilled with any degree of exactitude the requirements
for continuation as lay pastor.

The lay pastor him/herself faces frustration with which rise cynicism and
despair. They are required to attend annual conference but may not vote even
though the lay members -of their parish can. Such disenfranchisement is always
jrritating. They fee1‘themse1ves to be largely unacknowledged and unappreciated
by the full clergy members of the anrnual conference and even the national and
conference organizations of lay pastors and associate members have not gone far
to alleviate this frustrat1on In add1t1on, there have been contrad1ctory and
confusing changes 1n the resoons1b111ties and r1ghts of those serv1ng 1n th1s

re1at1onsh1p The requ1rements for the1r3course-of study and cont1nu1ng educa-

tion have been changed and often w1thout adequate':at1ona1e'and not1f1cat1on.

Are we not confronted w1th a ser1ous prob]emﬁof“explo1tatlon? The wide

fluctuation in statistics 1nd1cates that 1n the appolntment process the 1ay

pastor is very often the last in and the f1rstiout we have used the service of

or fringe benefits wh1ch are the common property of full members With this

background, what proposals can best be made?




11l Proposals for legislative change

To the General Conference of 1972 more pet1t1ons were dddressed relating to
the rights of lay pastors than any other single topic. Ind1cat1ons are that the
1976 General Conference will receive even more petitions on fhe same subject.
These petitions focus at three points: First, a request that lay pastors be
allowed the full practice of ministry in the parish to which they are assigned--
specifically that they be allowed to administer the Lord's Supper without limita-
tion in their charge. Second, that lay pastors be allowed to have some kinds of
votes ih the annual conference. Recognizing that they must raise the budget for
conference apportionments and yet may not vote on it; that they must support the
programs and do not have decision-making power; the resolution of these questions
is important. Third, there is a request much less definite and articulate but
nonetheless important that the validity of the ministry of the lay pastor be
recognized by the annual conference. Proposals coming from the Division of
Ordained Ministry of the Board of Higher Education and Ministry attempt to deal
with all three of the gssentia] questions. It is readily understobd that the
recommendafions will be greeted‘with more enthusiasm by some than others and will
not be iota]]y satisfactory to any.

The changes proposed by the Division of Ordained Ministry spring from three
theological and ecclesiological affirmations. First, tﬁe so-called "recognition
of irregular ministries" in the case of necessity. This means specifically that
the recommendation suggests that the church affirm that a person who is appointed
with responsibilities as the bastor of a church be granted the full authority of
the practice of ministry in that church. The phrase "pecognition of irregular
ministries" is not intended to be pejorative as to the qua1ity of ministry It
is intended to address the question of the practice of m1n1stry among those
who have not fulfilled the required standards of educat1on and other preparation.
Second, the 1eg1slat1on strongly affirms the 1ong—stand1ng Un1ted Methodist tradi-

tion of the maintenance of one level of m1n1ster1a} 1eadersh1p a Teadership




that is adequateily educated, trained, and prepared as’ charged-by:the-other:c1ergy
members of the annual conrence. The recommendations of the Division stoutly :
resist any attempt to create a first and second level or class of clergy member-
ship (even though such second-class citizenship is alleged in much of the church).
Third, the proposals insist on continual upgrading through basic education and
continuing education of the knowledge and skills of all persons who have a

sincere call to ministry and willingness to stand under the disciplines of the

United Methodist Church.

IV. Speéific changes that are recommended
1. The name of the category is suggested to be local pastor. To understand
the reasoning behind this it is important to look at the cther names that have
been used and other alternatives. The name "lay pastor" is a fearful anomaly.
To say that a person is a layman and.a clergy is a logical contradition that is
difficult to defend. The historic term"bcal preacher"might have been more
acceptable except-that'the concept of ministry is much wider than preaching
exclusively. The phrase "supply pastor" does indicate a very temporary and un-
certain status. The name "local pastor" describes the function--one who is given

the authority of the pastor in a single locality alone--in contrast to being

1tinerant.0r able to be moved from church to church.

2. The most radical recommendation is that an unordained local pastor who
has fulfiiled the requirements for the license as a local pastor be "authorized
by the ministerial members in full connection to perform all the duties of the
pastor, including the sacraments of Baptism and Holy Commun1on, as we11 as the

service of marriage (where the state laws allow), burial, _conf1rmat1on “and

membership reception, while assigned to a particu1ar’éﬁarg

"nder;the spec1f1c

supervision of a counse11ng elder, subject to annual renewal

'are.thu granted. to every person

proposed revision). The full rights of m1n1$try




under regu]ar appo1ntment w1th three very c1eah:'conswstent requ1rements which

are in no wise 1ntended to be restrict1ve or pun1t1ve, but enr1ch1ng and helpful.

The local pastor 50 ass1gned may perform the fu11 m1n1stry of the church only

within the charge to which he/she is ass1gned Author1ty for the performance

of such ministry must be voted annua]]y by the m1n1ster1a1 members in full connec-
tion. There must be regular and direct supervision (understood to be enriching,
strengthening: not restrictive and reporting) with the counseling elder and district
superintendent.

3.: The Division recommends that the position of local pastor have an eight-
year 1imit and that it be considered a preparatory or transitional status and rela-
tionship in the conference, never a permanent one. One sincerely interested in the
adequate preparation of ministry would be given eight years to complete the
Associate of .Arts degree (sixty hours of college credit) or competency equivalent
and the five year course of study. Two important qualifications are indicated.

The phrase "competency equivalent" appears as an alternate to the college
requirements. The competency equivalent may include maturity, experience, travel,
other vocational or conﬁunity activities, under which standards designed by the
Division of Ordained Ministry can be applied by a board of ordained ministry.

In colleges and universities, competency based education is being used as a
viable and meaningful alternate to classroom curriculum.

There is a second exceptidh made'in terms of part-time lay pastors who
would be allowed two additiehaT yeEhs'b1us such other time as might be voted if
necessary for very exceptfohaT'cihCuﬁetances.

The intent of this legislation is to make real the church's traditional in-
sistence that the professionai leadership continue in their training and education
until they have at least reached the minimal standards. Large numbers of the lay
_ pastors have suggested that they went {to use Mr. Wesley's term) very unwillingly

to required studies in the course of study schools and found it a most rewarding




and enriching event. Many faculty of the course of study schools suggest that
these schools have the most serious and dedicated students that they meet during
the year. There is no doubt that many persons unchallenged are continuing in the
lowest status of educational achievement. The Office of the Course of Study is
currently revising their records and'finds 1itera11y hundreds of persons who have
applied and begun in the course of study ccntinuing in epoofntments, but who have
failed to continue in their preparation. | o 'Thh._ﬁ
The associate member of the annual conference has the protect1on of the
1t1nerancy and guaranteed appointment. may vote on a11 matters except m1n1ster1a1
orders, constitutional amendments, and General Conference delegates, and 15 in-
creasingly accepted in most conferences as a member in fu11 stand1ng The eight-
year limitation is an attempt to suggest that except for except1ona1 c1rcumstances,
persons move from lay pastor to associate member status in e1ght years | |
4. The fourth specific change is an attempt to make real the recogn1t1on

and the validity of the course of study route into conference membershxp by :
eliminating the careless administration and gross exceptions which comprom1se the
status of the lay pastor and associate member. Such validity and recognition are
not automat1c and easy. There has been a kind of elitism that moves toward snob-
bery among many c1ergy in many conferences. The upgrading of the standards for
the lay pastor route 1nto associate and full membership is a self-conscious effort
to move from second-c1ass c1t1zensh1p felt by many lay pastors and associate
members into the r1ghtfu1 p1ace of any person who serves effect1ve1y in the

ministry of the church

Provisions for these new specifications for the lay pastor route into asso-

ciate membership spec1fy again a minimum age of 35 as a beginning point, for it is:j;}

assumed that persons who decide on ministry during their basic education shou1d :fjﬁsfi

move through the co11ege and seminary route. The increasing number of persons

who move into ministry as a second or late vocation make it important that_thjs




alternative track and its provisions be made clear and attractive.

The rewards of the ministry are great. The security of ordained ministry in
The United Methodist Church is very significant Our denomination ranks very
high in job security because of the app01ntment process Itfis far above average
in remuneration. OQur size and connect10na1 system assure a w1de variety and all
types of localities in app01ntments The standards required of United Methodist

professional ministry are not 1ow and must not be 1owered whenever p0551b1e, they

ought to be upgraded. High security demands hig:”standards It is the attempt

of the legisiative proposals of the DiViSio o_.Ordained Ministry to say, in love,

that there are other standards and requirements#appl'cabie to ministry in other

denominations just as there are other systems of app01ntment and remuneration

The benefits of the United Methodist system havefbeen_based on an understanding

of an educated and trained ministry for which continuing upgrading of expectations

e f[' s made . Other churches may be right 1n their requ1rements for their circumstances.

ﬂ"iMr Wesley has said in the 1ast of h1S historic questions to persons entering in
3 nj'fu11 connection w1th him, “Do not bend our rules but keep them not for wrath but

- for cqnscience sake."

RWT
1/12/76




ADYANCE RECIPIENTS The World, National, and United Methodist Committee on

LAG IN CURRENT Relief (UMCOR) divisions of the General Board of Global

INCOME: G.C.0.M. - Ministries all experienced decreases in Advance income last
month as compared with a year ago, reports the General

Council on Ministries. The current General Advance evaluation shows that National

Division continues to reflect an increase in total 1977 income, while World and UMCOR

still show losses. Total 1977 Advance income, including funds for the 2 missional

s priority projects. (world hunger, ethnic-minority local church) s down by some. . :

?ﬁ$724;000“br‘6.2221 o - : T

August receipts for the 2 missional priority projects increased slightly over July,
although total income for each of the projects is still quite low, the evaluation
’..reported. The disparity in ratio between the response to world hunger and that to
the ethnic minority local church continues. Consequently, for each dollar designated
for the ethnic minority church fund, $12 has been designated for world hunger.

. And_through the first 7 months of the year, only one cut of 10 United Methodist

.- churches participated in the 2 missional priority Advance projects. In contrast,

- nearly 43% of 39,000 congregations designated Advance gifts for World, National, or
. UMCOR divisions.

~rmedATA AR AL A ' 1 -




‘REPORT PENSION ~ Pensions paid under the United Methodist Church's reserve
INCREASE IN ' program have almost quadrupled in the past decade, according
PAST DECADE ' to the church's General Board of Pensions in Evanston, |11,

T ‘ In 1967 benefits under the clergy reserve program totaled
$8,193,228. In 1976 these payments came to $29,707,389. The number of pensioners
has almost doubled in the same period, going from 7,881 to 14,507. Average age of
pensioners is 75 years with the oldest being a 109-year-old woman.

As of Jan. 1, 1978, 58 of the 73 annual conferences in the United States and Puerto
Rico will be full participants in the reserve program, with most of the others
participating. to some degree. iPensions not funded by this plan are paid by the
annual conferences on a current income basis.

-Toﬁal penS|ons liability of the denomination was estimated earlier thts year to be-
$770,836, 000. ; Approximately 34% of this liability is funded.

As of June 30, the market value of funds managed by the board was 5536 534, 000.
Approxlmately h9/ of the holdungs are in common stocks or equivalent,

PENS!ONS' BOARD . ~Further clarification of certain regulations relating to

ASKS UUDICIAL clergy couples within the United Methodist Church has been
COUNCFL-REVIEW . asked of the church's '"supreme court' by the General Board

of Pensions. Earlier this vear, the Judicial Council ruled
unconstltutlonal one provision of leglslatuon adopted by the 1976 General Conference
which gave clergy an option to waive minimum salary requirements. At the same time,
the council called into question several parts of the legislation but |nd|cated 1t
did not rule:on them because they were not properly before it.

Now the Board of Pensions is asking for a ruling on one of these provisions appearing
in the Book of Discipline as Paragraph 1706.4(a)2. The request is expected to be on
the council's docket next spring.

el

The provision in question makes it possible for an annual conference to give pension
credit*in fractions of a year to both members of a clergy couple under aEpointment.

. The legislation relatlng to clergy couples was adopted in 1976 in an attempt to
4provsde greater flexibility in ministry by such couples. SRS

,,/

At ?east 2;other cases relating to these regulations will be before the Judicial
Council at its meeting Oct. 26-29 in Boston.

-4/ NEWSCOPE - September 16, 1977




Freguently, a comngregation wants to pay their pastor a cash
salary -which is more than the suggested minimm of the median
family income of the community. It is appropriate to do so.
They want to do this to show their appreciation for their
pastor's devotion to the Iord's work, for leadership and
compassion, for years of experience and service, and for
dedication. This practice is encouraged.

* k k Kk %

Special circumstances in certain churches create complexities
that lead the congregation to conclude that the basic job to
be done requires special talent and experience, and that it
warrants a salary abowve the current median family income
level. A difficult innmer-city church, a highly mobile com—
munity, a two- or three-point rural field, a special ethnic
situation, a highly-educated congregation, might be involved.

Due to the impact on the pastoral, counseling, and teaching
respongibilities which relate to church size, the following
pattern could be considered as a guideline:

400 - 650 members ..... an additional $ 500
650 =« 1,000 members ..... an additional 51,000
1,000 - 1,500 members ..... an additicnal $1,500
over 1,500 members ..... an additional $2,000

Impact of other types of complexities could be equated to the
above suggestion regarding churches of larger size.
* & k Kk %
Usually, it is considered appropriate to pay an assistant or an
associate pastor, less than the senior pastor in a multi-staff
church. Experienced, capable assistants and associates should

receive a cash salary of at least 80% to 920% of the current
median family income.

an inexperienced pastor, in first year out of seminary, might be
paid B0% of the current family income.

A second-year pastor might appropriately be paid 90%, and a third
year pastor, 95%.

Prepared by:

ruling Elder Harold Sedrel, a layman
in South Park Presbyterian Church

and

Management Consultant,
specializing in church
personnel matters.

3401 ~ 36th Street, Rock Island, TL 61201

iy, .

This Guide suggests.a simple means of setting a reasonable and
appropriate cash salary level for your pastor.

It was built on the premise that the cash salary level paid to
any pastor should appear reasonable - to the lay leaders of
the congregation, to a majority of the members of the congre-
gation, to the pastor, and to the pastor's spouse. For the
peace and unity and for the efféctiveness of the church
general acceptance by all of these is essential, as the mem-
bers and the pastor work together to carry out the mission
of the church.

* T % * *

Discussions with many pastors bring these typical replies:

"] want a decent standard of living for my family" and, "I
want my family to be able to live 1ike the rest of the com—
mmity" or "like the rest of the congregation.”

Rarely do pastors say that they expect pay levels that parallel
the higher income levels of other professional fields. Often
they say that a high pay level would hurt the church by limit-
ing their effectiveness.

& % * &k *

There are numerous scriptural passages which substantiate the
fact that pastors should receive from the congregation a rea-
sonable and appropriate salary. These are helpful in setting
up salary proposals of a reasonable cash salary level.

For example, scriptures support the "1ike the congregation" con-
cept of paying a pastor: ’
Paul wrote in I Cor. 9:14 (RSV): "...the Lord commanded that
those who proclaim the gospel should get their living by the
gospel.”

Paul also expressed his feelings when he asked the Christians
in Corinth, "If we have sown spiritual good among you, is it
too much if we reap your material benefits? If others share
this rightful claim upon you, do not we still more?" (I Cor.
9:11,12, RSV).

To the church in Galatia Pauvl said, "Let him who is taught

the word share all good things with him who teaches" (Gal.
6:6, RSV).

Copyright, 1976, Harold Sedrel



With this as the basis of our th;nklng, 1t is loglcal to conclude
that:

A full-time pastor should be paid a cash salary which will per-~
mit the pastor and the pastor's family to Iive at the same
general level of living as the rest of the congregation and
the community where he serves.

Most lay leaders readily accept this approach as reasonable.  They
alse indicate that they believe that the majority of church
members will accept this approach. They often add, however,
that iﬁ will take improved stewardship to put this fair approach
into practice.

However, if the membership of a church calls a full-time pastor to
share their lot in the community and to lead them in the Lord's
work; then they, as members, .should sharxe their material bless-
ings and level of. living with that pastor, as the Bible indi-
datesg. -

* % & % %

To determine the appropriate cash salary for your pastor, the
following steps should be taken:

{ 1. Determine what the current typlcal income pattern is for
| the community. ' -

a. The best means of measuring theftypical income pattern
is to use the U.S. Census &riterion and definition of
"median family income,"

"Income" means:

total income of salary and wage earners, and retirad
persons, before taxes; and

Het income of businessmen and farmers, after business
expenses. :

"Mad:.an“ means :

half the famllles have an income which is above tkis

figure; half have an income which is below this fi-

gure:. - )

The median income level is invariably lower than the
. ‘average income. Those with wvery high incomes have a

heavier effect on the average income than on the

median income.

b. Specific information about median family income for
~specific places is given on page "B" of the insert.

c. Use the dollar figure for the county or city that is
shown on the insert as the median family income for the
community and congregation unless there is definite in~
dication that the income level of a particular com-
mmity is higher or lower than that dollar figure.

2. Establish the cash salary level for the pastor for the
follewing year at a dollar figure which is the same as the
current median family income for the community as a mini-
mum, ‘ '

-2=

Traditionally, a pastor is provzded Wlth the fre use

“Cash salary” and "the value of the housing prdviéioﬂ*'repiéééﬂt“

or is given a housing allowance, in addltlon-to-a
This guide is hased on. the. premise that this. .practice 6f
supplylng a "housing provision" contlnues..;._:~_

"real salary." Payment of pension dues by the.local church,
and any other payments such as medical and hospltallzation
insurance premiums, are fringe benefits and are not salary.
Real salary would be.used for comparison to income of other
professionals, for example. Other professicnals with com-
parable education have net.incomes ranging generally from 50%
to 200% above the median family income level; they average
about 100% higher.

Since the goal is to provide a pastor with sufficient compensation

to "live as well as," consideration must go beyond one parti-
cular year. The typical earning pericd for most of us is about-
42 years (18-60). A pastor loses seven of those normal earning
years while in college and in seminary; these are high expense,
low-earning or non-earning years. BAs a result, a pastor has
only about 35 years instead of 42. 1In order to "live as well as"
a pastor must receive a real salary which is 120% of the median
family income for those 35 years in lieu of 42 years at the
median family income level. Other college graduates have their
earning lifetime shortened also, but their income typically

runs 50% to 200% higher than median and most live “considerably
better than the typical family." Ih considering "living as well
as," recognition must be given to such items as the necessity of
repaying college debts and, subsequently, accumwlating savings
or house equity, particularly as related to acquiring a homeé for

‘retlrement.

Supplying a free use of a manse or a housing allowance, in

addition to a cash salary which matches median family 1ncome,
provides an acceptable means of providing the essential real
salary level of 120% of median family income for the approximate
35 working vears. However, a flat incomé of 120% of median
family income, withdut a free use of manse or housing allowance,
would be more straightforward and perhdps a better method in
many cases.

When the local church pays a cash salary equal to median ramiiy

income level of the community, it would not be expected to pro-
vide free utilities or an additional separate utilities allow-
ance, Other families in the congregation pay their utility bills
from their normal income. Designation of a part of the salary for
utilities {not as a separate allowance) provides the same exclusion
for income tax purposes.

The local church would pay the business expenses of the church which

relate to the work of the pastor:

{1} £full payment of car expenses: an adequate car aliowance, or
a church-provided car.

{2) conference, education and training expenses, or an.allowance
for such expences. :




STATUS OF PASTORS ON MINIMUM SALARY 1957-71%

#f Years Total # Student App. Lay Other Assor. Proba- Full
on M.S. Pastors Pastors Pastors Supplies Members tioners Conn,
One 130 30 19 26 2 31 23
Two 93 31 16 8 - 23 15
Three 50 28 i - - 10 5
Four 37 20 12 - - 1 3
Five 20 13 4 - - 2 1
Six 14 10 3 - - - 1
Seven 9 3 6 - - - -
8 Plus 11 2 7 - - - 2

364 137 74 34 2 67 50

* White pastors only; records for black'pésfors unavailable at time of research

This table indicates the pastor's status when he first began to serve a minimum
salary charge: RN

38% were student pastors

20% were approved lay pastors

10% were supply pastors

18% - were probationers (some of these were students
also in addition to the 38% already indicated)

14%- '”Were in full connection

Average length of service on'mihiﬁﬁm'Salary was 2.6 years
Median length of service on minimum salary was 2 years




Profile of pastors® who had a conference relationship when they first began serving
a minimum salary charge.

2 were associate members and still effective

67 were probationers. 0f these -

~48 became full conference members. Of these -
36 are still effective
5 transferred
2 died
5 terminated by vol. location or withdrawal

~ 4 are still effective as probationers
- 6 transferred
- 9 were discontinued

50 were in full commection. Of these -
~-25 are still effective
-12 retired
- 3 died
3 transferred
- 6 terminated by vol., location or withdrawal
1 was placed on emergency relief

During 1957-71 the rate of termination of conference relationship by location
or withdrawal among all the men in full connection was 7.7% {54 men out of 700)

During this same period the rate of termination among minimum salary men was
9.7% (17 men out of 175)

14 men in full commection were on minimum salary just before retirement

(The 12 shown above plus 2 other lay pastors who later came into full
connection, )

10 lay pastors were on minimum salaty just before retirement.

*White pastors only; records for black pastors unavailable at time of
research.




Profile of those who were lay pastors®* when the
salary charge.

PROFILE OF LAY PASTORS - 1

137 were student lay pastors., Of these -

74

34

-59 became full conference nembers; of these =
49 are still effective
4 transferred
1 died
5 terminated by vol. location or withdrawal

-17 became probationers. Of these -
5 are still effective
7 transferred
5 were discontinued
became associate conference members

became approved lay pastors

are still lay pastors

dropped out and did not continue

were approved lay pastors. Of these -

=17 became full conference members. Of these -~
14 are still effective
2 transferred
1 terminated by voluntary location

- 1 became a probationer but he was later discontinued
- 7 became associate conference members

- are still effective as supplies

-  retired

- died

= apparently dropped out

were supplies (other than approved lay)

- 1 became a full conference member and later transferred

= 1 became a probationer but transferred or discontinued
(record is uncertain)

- became associate member of the conference

- became approved lay pastors; Of these -
are still effective
retired
died
apparently dropped out

White pastors only; records for black pastors unavailable at the ﬁimé of

research.

y first began éérﬁing{afminimum




Salaries Paid
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;NT POT.NPIAL - BLACK

The-ﬁollowinw ministers are already 68 Joars of age, and will'ba'72:53f6fﬁv
the Jhne Conference ms noted at the rightt : -

1. Allen, L. B. 19713 73318
2. Weaver, 0. &, 1975 : an27
3. Phylemon, Titus 1975 3,00
h. MeCarty, H. €. 1977 Ll 60
5. Jones, Iown 1978 52131
6. Taylor, Tzekiol 1978 11318
. Brannon, George 1979 Lass

- The following ¥inlaters will be 45 years of 8o hefnra the June Conferencs
in the yaar noted:

‘ 1973
. luchwr, I. 0, 3100
9. Harris, Tmmett 2795
1971
10.  Brownlow, w. L. 11500
11. ‘%ookman, Fozle 2810
12. Johnmon, . E, : 2866
1275 _
13, Adems, 0. L. Q500
1L, Haprle, Andrew ALOO
1976
15. Hayes, . X, 10L80
l4. Albudy, D. T, : 7020
1977
17. Tanp, ¥, [, =, 622
10,  wWion, A, V. 4750
1%. Polk, R. @, 573E
20. FLockett, U, J, 2500

The following Minigters in ths Hatiroﬁ relation currantly gserve Chargest

2. logan, T, w, _ ___ -: 30
3. Ihelps, Adam _ RSt 33”0;{_;:
la +  Mombtgomery, %o L. 000 1980
5. Puokley, <. D. S 1500

White: Number of men who will be 65 at the Jhne seasion of the Annual Cone-
ference of the yaar shown § ;-~=“. z

Total t-:ﬁka” PﬁFﬁors7“ | Other
Mready w0 5
'73 1o o
7L 7
' ?5 r
'76 10
77 il

783 5



Page 4

BLACK MINISTERS AND THE CHARGES THEY SERVE

salary oYl LP RT st TOTAL
$10,000 7 s 7
9,000 1 L
8,000 4 4
7,000 8 L mEERm e g
5,000 3 FEERR 1 C T e : 13
4,000 S 1 1 B N
3,000 3 8
2,000 4 1 C10
TOTALS . 58 . 8 5 2 IR E N
(In'additiﬁﬁ;;tﬁéfe”éfe.17 appointments paying less than $2,000
annually, served by part-time pastors, primarily Lay Pastors,
~ all of which are exempted from this study.)
Qif'i&eﬂtifies Associate Members included in the number)
AGE DISTRIBUTION OF BLACK MINISTERS
(Numbers indicate CM: others are identified by initials)
over 60 50-60 40-50 Under 40 Unknown Total
10,000 3 2 2 7
9,000 1 1
- 8,000 2 1 1 4
7,000 2 4 2 8
6,000 4 3 2 1+1Lp 11
5,000 4+1Rt 1 3H3Lp 1 i3
4,000 1Rt+1Lp 3 2 1 1+15¢+1Lp 11
3,000 338t 1 1 8
2,000 2 i 2 2+2Lp+1St 10
TOTALS 27 13 18 4 11 73
(Summary)
M 21 13 15 4 5 58
RT 3 3 1 g
LP 1l 3 4
ST 2 2
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OBSERVATIONS ON BLACK MINISTERS

There are 58 Black Conference Members serving in the 73 Charges which
currently pay over $2,000 annually. : o :

The Salaries of these 58 Conference Membe;s ‘are

20 receive more than $7 000 i
20 recedve from $5,000 to $6 999
18 receive from $2, 000 Lo $4 999

The ages of these 58 Conference MEmbers are.;

21 are over 60 _

28 are between 40 and 60
4 are under 40

5 are unknown in age

At least 21 of these 58 Conference Members (36%) could réfirefin.
these next 5 years. Should they choose to serve past age 65,
risks to health and encrgy will increase with age.

The 4 Conference Members under 40 years of age are:

Darnell Walker, 40 56,434
Lewis L. Jackson, 33 6,309
Noel L. Lark, 38 5,200
Robert E. Hayes,Jr., 26 4,000

This is not a very attractive picture to present an able man !

Conclusions:

1.

The Manpower needs of the Conference for Black Ministers are currently
being met.

There is small evidence that such FUTURE needs are being addressed
at this time,

The current program of the Board of Equitable Salaries does not
adequately help in this problen.

While it is not our responsibility to recruit manmpower, it should
be our responsibility to design a Salary Supplement Program that
will support efforts to secure needed manpower for the present as
well as the future.




2

GRAND TOTAL

COST CALCULATIONS

Conf.

Semi-

-------8140,

73,338

261

A

Lay
Members Pastors narians grads
Transitional Package. 8,000
Full Work Loads 7,000 6,000 5,000 4,500
Special Situations 6,600 5,700 l;,800 14,200
(Additional $200 per church disregarded)
White Black Total
. CONFERENCE MEMBERS 66 118 11h
Transitional Package (28) 31,893 (7) 8,591 (35) LO,LB8Y
Full Work Ioads none (2) 2,870 (2)y 2,870
Special Situations (12) 1h,683 (25) L8,776 (37) 63,459
No Benefits 21 9 30
Not Calculated 5 5 10
(LO) L5,576 (34) 60,237 (74) 106,613
.TLAY PASTORS 16 12 28
Full Work Loads (2) 1,855 (2) - B892 (L) 2,747
Special Situations {7) 10,590 (L) L,594 (11) 15,184
No Benefits 7 & 13 '
(9) 12,U45 (6) 5,u86 (15) 17,931
LSEMINARTANS 19 - 19
Full Work Loads (5) 4,233 - none () 14,233
Special Situations (6) 3,301 none (&) 3,301
No Benefits 8 : -- 8
(11) 7,534 none (11)  7,53L
. UNDERGRADUATES 26 1 27
Full Work Loads (5) 5,69, (1) 1,200 (6) 6,89
Special Situations. (2} 1,089 none (2) 1,089
No Benefits 19 -— 19
(7) 6,783 (1) 1,200 (8) 7,983
127 (67) 61 (L1) 66,923 188 (108} 140,261




REMOVALS
;;; 26% . Parish Re-alignment

" Combination of parish re-alignment
and retired pastor

Combination parish re-alignment
and church railsed salary

21%  Church raised salary

{ Less expensive pastor appointed

Retired pastor appointed
27%
Part time pastor appointed

Pastor not eligible for approval
as lay pastor

Combination of appointment of
reicived pastor and too few
uembers

Too few members

16%«4 Too low salary

Too few members and too low salary

Unknown : ’ -

TOTALS

~ADDITIONS

Fiill time pastor replaced part time

‘New pastor elilgible, replaces
ineligible

Increase in salary made charge
eligible

Increase in equitable salary level
made charge eligible

Special concession or errcr
Reason unknown

TOTALS

© Number

16 5 - 11
1 - 1
1 o= 1
13 6 8
8 1 7
5 1 4
1 - 1
3 1 3
1 1 -
2 1 2
3 1 2
3 : 4 1
2 2 —_
61 2L 41 -
’ ‘ 34% 667
Total” " -
Mumber Black ‘ White

1 -
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COMPARATIVE PERFORMANCE ON 1973 APPORTIONMENTS

145 Churches (10,300 ‘members) recelving equitable salary support wefé: .
compared with the 50 highest salaried Churches (93,825 members) of the

Conference.

Small

Large

Remainder

Entire Conference

Smail

Large

Remainder

Entire Conference

Small

Large

Remainder

Entire Conference

TEXAS ANNUAL CONFERENCE

SPECIAL MINISTERTAL SUPPORT

$ 7,349 $ 6,227
15,729 ~70,949

WESLEY FOUNDATION

$ 9,440 $ 5,646
97,317 75,188

MINISTERIAL EDUCATION

$ 8,592 $ 5,529
88,923 74,345

857%
947
837
877

60%
77%
75%
75%

647
847
777
79%

60¢
76¢

55¢
B¢

54¢
79¢




BMT Sm
Ly
ERY Sm
Lg
H~-E Sm
Ig
H-N Sm
Lg.
H-NW Sm
Lg
¥-3 Sm
Lg
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° EQUITABLE SALARY FUNDS =

Apportioned

Collected

% Collected

Sent to Temp.Gen'l Aid
{and Emerg.Relief)

Rec'd from Temporary

Genrral Aid

Net Available for Salary
Supplement Program

Spent on Salary
Supplement Program

Equitable Salary Level
Spent Hospital Aid
Spent Relocation

Spent Board Expense
Total Spent

Balance in Account

1571

$182,015

153,386
84%

43,163

18,954

129,184

95,140

6,000

-0 -

-0 -

857

95,997

33,187

1972

$175,590

142,948
81%

30,590

17,310

129,669

78,937

6,000
4,399
-0 -
1,475

84,810

44,859,

1973

$186,752

163,003
87%

41,752

21,485

141,737

85,084

6,800
9,667
-0 -
1,701
96,452

46,286

50,000

96,286

&%

1974

$165,358
147,066

897

41,752

23,915
129,229
100,159

6,800
11,065
2,920

2,146%
116,290

111,226

* % In 1974 and 1975 Board Expense comes from World Service Fund

*% Accumulated In previous years and restored from Revolving Fund BERSETAIN
(See 1973 Journal, p. 193, and 1972 Journal, p.193, note 3.) . 0

$117,588
112,656
96%

25,656 (est)

22,610

110,724

95,045

6,900
11,707
2,033
1,816%
110,601

111,339




 GUIDELINES

NATIONAL CONSULTATION ON EQUITABLE SALARIES
THE UNITED METHODIST CHURCH .

1. Membership in the National Consultation On Equitable Salaries
" shall be held by the Annual Conference, and a Conference becomes
i & Member upon the payment of the annual dues, currently set at
T $ 40,00, ( Mission Conferences exempt from paying annual dues.)
2. The Chairman of the Annual Conference Commission on Equitable
Salaries will be the Conference Representative to the Consul~
- tation, however, there will be no limit set on the number of
persons who may attend full meetings of the Consultation.

3. The Flenary Session of the Consultation, meeting in the year pre=
ceding the regular meeting of the General Conference, shall elect
two representatives from each Jurisdiction to serve as the Steer~
ing Committee for the following Quadrennium. No member of the
Steering Committee may serve more than two consecutive terms.

( A term is defined as all, or any part,of a Quadrennium. )

The Steering Committee will have full authority to act for the
Consultation in the interim periods between meetings, providing
such actions do not violate policies or practices set by the
Consultation. This does not limit the Committee from starting new
programs that fall within the spirit of the operation of the Con-
sultation. :

4+ The Steering Committee will organize itself immediately following
election by electing a Chairman, a Vice-Chairman, a Secretary,
and a Treasurer. ( Secretary and Treasurer may be held by one
rerson, if desirable.) Officers elected by the Steering Committee
will automatically hold the same office in the Consultation. No
person may serve as Chairman for more than one term, consecutively.

5. To be eligible for membership on the Steering Committee a person
must be a member of his own Annual Conference Commission On Equite-
able Salaries. ( Cabinet or Staff members related to the Commisgs-
ion are considered eligible,) If membership on his own Commission
ceases for any reason, he must immediately resign from the Steer~
ing Committee. The Steering Committee may elect a Successor to
serve until the next full meeting of the Consultation.

Note: The above items were accepted by consensus at the Steering
Committee Meeting in Chicago on January 30,1976 as repre=
senting the spirit of the way in which_wejexpect to operate.




NATICNAL CONSULTATION ON EQUITABLE SATARIES
Kansas City, Missouri
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THE NATIONAL CONSULTATION ON EQUITABLE SALARIES

KANSAS CITY, MISSCOURL

Meeting of Business Meeting, September 25, 1975
Devotion by: The Reverend Ralph Fellerson

Item No. 1: Motion that the Consultation be continued on a basis of
meeting in the Jurisdiction in the winter of 1976-77 and on genergl
level in 1978."

Seconded and carried.

item No. 2: Discussion of Steering Committee motion that “Steering
Committee be empowered to expand to two persons per Jurisdiction.”

Amendment: Amended that the Steering Commitiee be extended to one
clergy and one lay.

Amendment defeated.

Substitute Motion: That "Present Steering Commititee be permitted to
expand realizing the inclusive nature . of the United Methodist Church."

Seconded and carried,

Item No. 3: ' Motion that "Funding be on a more equltable basis as based
on per capital expenditures of the Annual Conference.”

Substitute Motion: That "Each Annual Conference pay an annual Ffee of
$40.00 to finance the Steering Committee planning for Jurisdiction and
General meetings.

Seconded and carried.

Item No. 4: Motion that "Missions and Mission Conferences be included
withoUt gssessment.

Seconded and carried.

Item No., 5: Persons not included in attendance sheet:

Elwood Rose Riley Burton

591k Winding Way Route 1, Box 82D

Sylvenia, Ohio 43560 Terry, Mississippi 39170
Dick Clark Charles Kaiser

15 South Locust Street Box 604

Colfax, Iowa 5005k Vine Grove, Kentucky L0175

Rodryick Melesan
5707 Maple
St. Louls 63112

Item No. 6: Motion that "Definition of Equitable Salaries by James
Womack and Dr. M. I, Roberts be recommended to each Anmual Conference
for their iaciusion in their conference report.” Seconded and carried

Item No. 7: Petitions to General Conference., ({See distributed
memo material.



TENATIVE PROGRAM

NATTONAL CONSULTATION ON EQUITABLE SALARIES
September 23-25, 1975

MONDAY, SEPTEMBER 22-

2:00 P.M,

Steering Committee meets (room to be announced)
The Steering Committee will make their own agenda for the day

TUESDAY, SEPTEMBER 23-

. Steering Committee Meets

~-Byron White will have responsibility for this. He will make room
assignments, receive registration fees, etc.

Call to order in General Assembly Room

-Wz2lcome and Devotional by Bishop Besnest=Bimen i -
.7 -~-mition of Rev. Robert Carpenter, Commission Chairman of the
Massouri-East Conference

-Address to set the tone of the Consultation- James Archer
Presentation and Discussion of Definition of Equitable Salaries
Papers~ James Womack and Cyril Stone

First Workshop Session -

Group A- Relationmships of Equitable Salary to hwa
-Matthew Gates

Group B- Salary Guidelines for Various Sizes and Categories of
Churches~ James Womack

Group C- Relationship of Salary Supplements to Mission Charges
~Harcld Knudsen -

Group D- The Basic Salary Plan- Pat Flarty

Group E- Salary Supplements that take variables of cost in living
into consideration- Cyril Stone

General Assembly-

Discussion of ideas that are of interest and need clarification.

Out of these discussions will come the ideas for legislation the

C.-enltation will recommend to the General Conference.

- Define the term "Full-time Minister" including workload of same

- Is salary supplement designed primarily for the support of
ministers or charges?

- Alternatives for strengthening ministries for charges. Such as:

~Satellite Appointments
-Part-time minister and part-time associate appointments

Devotional and Announcements
Second Workshop Session

Group B- Harold Knudsen

Continuation of items of interest.

-Guidelines for salary supplement support

-Disposition of charges/churches that can never be self-supporting
—Across the board salary supplement support vs. graduated salary
‘supplement based on years of service.

Third Session of Workshops
Group A~ Harold Knudsen

8:30 A.M
10:30 A.M. Registration
12:00 Noon Lunch
1:30 P.M,
2:30 P.M,
3:15 P.M,
3:30 P.M.
%4:30 P.M. Break for Dinner
7:00 P.M,
-Parish Ministries
9:00 P.M. Informal Coffee Hour
WEDNESDAY, SEPTEMBER 24-
8:30 A.M. General Assembly
9:00 A.M.
Group A- James Womack
Group C- Pat Flarty
Group D~ Cyril Stone
C: -:» E- Matthew Gates
10:00 A.M. Break
10:20 P.M. General Assembly
12:00 Noon Lunch
1:30 P.M.
Group B~ Pat Flarty
Group C- Cyril Stone
Group D- Matthew Gates
Group E- James Womack
2:30 P.M. Break




WEDNESDAY, SEPTEMBER 24 CONTINUED~

During this break, time will be given for informal discussion with
individual representatives as each vepresentative choose. Perhaps
he has heard an individaul express an idea he would like to pursue.
3:15 P.M, General Assembly
Continuation of ideas of interest
~-Purposes and Responsibilities of the Conference Comm1551on cn
Equitable Salaries
-Does the Conference Commission need someomne at a General Staff
level to counsel Commissions,provide resource materials, etc.?
-Classification of ministers who sould be covered under salary
supplements
P.M. Break for Dinner
P.M. Fourth Worskshop Sessioch
Group A- Pat Flarty
Group B- Cyril Stone
Group C- Matthew Gates
Group D- James Womack
Group E- Harold Knudsen
8:00 P.M, General Assembly
Begin firming up resolutions the Consultatlon wishes to recommend
to the General Conference
9:00 P.M. Informal Coffee Hour

THURSDAY, SEPTEMBER 25-

8:30 A.M. General Assembly
Devotional and Announcements
9:00 A.M. Fifth Workshop Session
Group A- Cyril Stone
Group B~ Matthew Gates
Group C- James Womack
Group D~ Harold Knudsen
Group E-~ Pat Flarty
10:00 A.M. Break
10:20 A.M. General Assembly
Continuation of General Conference recommendations
12:00 Noon Lunch
1:30 P.M. General Assembly
Final Session for completion of General Conference recommendations,
Discussion of continuation of Consultation and election of a Steer-
ing Committee if desired.
3:00 P.M, Adjournment

NOTE: The above tenative schedule is for your consideration. After having
heard from each of you, I felt that the above might be a composit of your
thinking. Feel free to criticize and to offer improvements. I have assigned
workshop responsibility as I feél would best serve our interests. However,

I think it would be good if you would offer each person respon51ble for a
particular topic your ideas of what this topic should consist of in subject
matter. The idea behind the workshop, as I understand it, is for the leader to
prepare a paper, philosophical in nature, for presentation to his group and
then lead a discussion of the ideas préesented. The paper itself should not ex-
ceed thirty minutes at most. It will be helpful if the leader could give a
resume of the thoughts expressed in his workshops.



that is of great concern to you. -

A e i
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ablesto house all particiPéﬁfs@hﬂpwEvaf;:éiifﬁeéi§ ﬁ£ilf5é:é;aiié£lg.at
the school. e e A

AGENDA :

The Steering Committee is presently at work on agendd Ttems. Tt i

our degire to so gtrueture theﬂagendaJSQﬁas‘to;hestgserye,thgse,attend—
ing the Consultation. We will be happy-to.consider any agenda items :

cdeae e e
X CroporeT

STEERING COMM|TTEE FUNDING:

‘ Since ?h?re are no funds,available fféﬁ‘tﬁéﬁééﬁéfé;'dh@féhﬂféﬁ‘this
type of activity, the original participating Annual Conferendes agreed

rg'to contribute $20.00 each to get the National Consultation under way.
- As this money is used, the treasurer requests additional. funds from

these Conferences. However, it would be most helpful if all Conferences

‘across the nation would participate in this endeavor. Funds are needed

to put together a meeting on a national scale and your prompt response
in this area will be greatly appreciated. Send checks made . out to,..
NATTONAL CONSULTATION ON EQUITABLE SALARIES, to: ceh T

The Bev. Byron L. White :

Hargrove Memorial United Methodist Church
1812 Hargrove Road, East '
Tuscaloosa, Alabama 35401

INFORMAT 10N REQUESTED: . i I

1. Names and address of your Comuission chairperson and secretary.

2. Statement of interest in participating in the National Consul-
tation on Equitable Salaries. -

B,TGines_of 1975 Equitable Saleries program... .

'&mdtofﬁ =.ig; L o

Rev, James . Archer : e
Flint Hill United Methodist Chufeh
Dadeville Highway at Scott Road
Alexander City, Alabama 35010

_ jﬁﬁ‘:ygzﬁATION“TozﬁTmEND o
S e e
- VATIONAL CONSULTATION ON EQUITABLE SALARIES
Sain% P;;}M;;B;;;m;%h%gggigggp“MMNW%m R “KéggéS”CiTV}'Miésouri-

September 23-26, 1975

To: Chairpersons,
Conference Commissions on Equitable Salaries

Dear Colleagues:

The Steering Committee of the National Consultation on Equitable
Salaries joins me in extending your Conference Commission on Equitable
Salapies an invitation to send representatives to the 1975 National |
Consultation on Eguitable Salaries. It is our hope that you will re- ~.°- |
spond to this invitation by beginning now to make plans to send repre- |
sentatives. Further explanation and information concerning the Consul-

»

tation will be made as this communication develops.

Perhaps you are not aware of the work of the National Consultation
on Equitable Salaries. Let me briefly give you the background. After
struggling with the Commission's responsibilities for some time after
the change in name from the Minimum Salary Commission to the Equitable
Salary Commission, the North Alabama Conference Commisgion felt that
since there was no one beyond the Annual Conference level responsible.. .
for Ecuitable Salaries that it would be beneficial to call together
representatives of various Annual Conference Commissions for the purpose:
of sharing programs, policies and problems common to all. A poll of i
selected conferences, primarily in the Southeastern Jurisdiction, was
made in’the winter of 1973 to find out if there was sufficient intepest
to warrant calling for such a meeting. The response was such that the
North Alabama Conference Commission initiated the fipst Consultation
and issued invitations to selected Conference Commissions in sach of
the church's jurisdictions.‘Twenty~five of the thiry-~five Conferences
invited responded by sending representatives to the first Consultation




b

on +Equitable Salariss, held in Birmingham, Alabama in February of
1974. Four significant things happened: (1) There was a sharing of
existing programs and problems in each.of the participating Annual Con-
fepences. (2) A tenative working definition ‘of \Equitablei$slary respon=
sibility was agpeed upon. The definition will be finalized at the 1975
Consultation. (3) Participants felt there was a-definite need to con- -
tinue the Consultation and expand it to_ include every Commission of
every Annual Conference in the United Statés. (%) A Steering Committee,
composed of James D. Archer, James H. Womack, Matthew Gates, Patrick
Flaherty, Harold Knudsen, Cyril Stone and Byron L. White, was selected
to plan for and promote the 1975 Consultation on Equitable Salaries.
A1l Jurisdictions of the Church are representated on this Committee.

We look forward with eagerness to your participation and support.

The Steering Committee

FOR:

~Chairpersons, Conference Commissions on Eqﬁitableiﬁélgries

~Vice-chairpersons, Conference Commissions on Eguitable Salaries

_Othgrlco?eerned members of Conference Commissions.on Equitable
- Salaries S Ty

~Conference staff related to Conference Commissions-éﬁ Equitable
Salaries ' R

You are encouraged to have a minimum of two represéntqtiﬁéé'fbém f
your Ammal Conference attend. - |

PURPOSE: .

A _Perhaps some of you are asking, "Why have a meeting of leaders of
Comissions on Equitable Salaries?" Especially, when travel is expen-
sive and time is at a premium. '

Bu?iit.seems of vital importance that we become involved across
the nation to perceive more clearly our new responsibilities and our
new p?ssibilities. There are areas where we have had difficulty in
shifting from "Minimum Salary" to the full potential of Equitable Sal-

aries. It may be that we can open some new horizons and find scme hew
understandings by sharing together our problems, our frustrations and
our needs, It just may be that some of us have findings that may be life
savers to others. Such a meeting may come as a group approach to solu-

tions that are not easily avallable to us as individuals., Here are gome . -

of the purposes for redearch at a meeting such as 1s planned:

1. Po clarify and detail the purposes ana'fesponsibilitieg:pf'the
Commission on Equitable Sslaries in the Annual Conference,

2. To pursue, in depth, the various areas of concern and responsi-
bility and, to attempt to find where we may establish some com-

mon bases for all Armusl Conferences in terma of salary; travel
allowances, utilities, housing and fringe benefits for which the
Commission on Equitable Salaries has respongibility.

3. To collectively gain gome understanding of the full respongibili-
ty Commissions on Equitable Salaries have for a1l the ministers..

of the Annual Conference, beyond the "minimum"” levels. For in-
gtance, 1s there a need for us 40 assist both Pagtor-Parish He-
lations Committies and pastors alike to understand the various
forms of distribution of the pastor's salary and thus develop &
better means of negotiating together to grrive at a truly equit-
able salery in each charge?

4. To provide time for informal periods wherein we may talk about
our common needs, problems, policies and programs and share our
written reports as egtablished by the various Annual Conferences.

5. To determin areas wherein we mey wish to memorialize the General
Conference in matters concerning Fquitable Salaries.

6. To strengthen and support each other as we grapple with items
that are alike and different in responding to needs in.the -

_Anpual Conferences. — © .. : | '

COST:

Fach Annual Conference will be responsible for all costs involved
in sending representatives to the National Consultation on Equitable
Salaries. However, the Steering Committee ia conscious of soaring costs
and has arranged for the use of the facilities of the Saint Paul School
of Theology. The cost of room and board per day per person at present is
approximately $13.00. Of course, you realize that the fare will be sib-
ject to inflation. Nearby motels are avallable should the school not be
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STATEMENT OF PURPOSE FOR THE 1975 CONSULTATION O EQUITABLE SALARIES

To: Annual Conference Commissions on Equitable Salaries

Perhaps some of you are already asking, "Why have a meeting of leaders of
Commissions on Equitable Salaries? Especially, when travel is expensive and
time is at a premium.”

We respond by answering, it is of vital importance that we become involv-
ed across the nation to percieve more clearly our new responsibilities and
our new possibilities. There are areas where we have had difficulty in shift-
ing from "Minimum Salary” fo the full potential of "Equitable Salaries.” !t
may be, by coming ftogether, we can open scme new horizons and find some new
understandings by sharing together our problems, our frustrations, and our
needs. |+ just may be that some of us have findings that may be life savers
to others. The solution you have been looking for may come as 3 resutt of
the group approach fo problems, ideas, etc., which s not easily available
to us as individual Commissions, Here are some of the purposes we would
propose for ressarch at a meeting such as is planned:

{. To ctarify and detail the purposes and responsibilities of the Commission
on Equitable Salaries in the Annual Conference.

2. To pursue, in depth, the various areas of concern and responsibitity and,
to attempt to find where we may establish some common bases for all An-
nual Conferences in terms of salary, travel altowance, utility allowance,
housing, and fringe bencfits for which the Commission on Equitable Sal-
aries has responsibility.

3. To collectively gain some understanding of the full responsibiiity Com-
missions on Equitable Salaries have for all the ministers of the Annual
Conference, beyond the "minimum or suppiemental” fevels. For instance,
is there a need for us to assis* both Pastor-Parish Relations Committies
and pastors alike in understandirng the various forms of distribution of
the pastor's salary and thus develop a better means of negotiating to-
gether to arrive at a truly equitable salary in each charge?

4. To provide time for informal periods wherein we may talk about our com-
mon needs, problems, policies, and programs and fo share our written re-
ports as estabilished by the various Annual Conferences.

5. To determine areas wherein we may wish to memorialize the General Con-
ference in matters concerning Equifable Sataries.

6, To strengthen and support each other as we grapple with items that are
alike and different in responding to the needs of the Annual Conference.

Plan to attend the National Consultation on Equitable Salaries at the
Sajnt Paul School of Theology, Kansas City, Missouri, September 23-25, 1975,

--The Steering Committes
CHAIRMAN- James D. Archer; NORTH CENTRAL- Patrick Flaherty; NORTHEASTERN-

Matthew Gates; SOUTH CENTRAL- Cyril Stone; SOUTHEASTERN- James Womack;
WESTERN- Harold Knudsen; and SECRETARY-TREASURER- Byron White.
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WCRKSHOP ON THE RETATION BETWEEN EQUITABLE SATARIES AND CAREER

DEVELOPMENT & Kenneth M, Lanbert, Workshop Ieader

This workshop was deeigned to be a time for the sharing of
ideas and experience in the field of Equitable Salaries taken
in its broeadest possible perspective, Salary supplements to a
minimal level do not exhaust this perspective. A view of the
career of the minister, how it develops, and what aid a system
of equitable salaries might offer represents this broader view.
The workshop first identified the Minister as a professional,
thus recognizing that he has a career, Dr, James Glasse in his

book Proffesgion: Minister offers the following as descriptive of

the Minister as a professionals

First,  oducated, a master of some body of knowledge.
Second, expert, a master of a specific cluster of skills;,
Third, institutional, related to society and rendering
service through a historical social
institution,
Fourth, responsible, professing to act compatently in

gituations requiring a ministeris
gervices, Committed to high standards
of competence and#thics.

Fifth, dedicated, professing something of value for
society. L

This Minister who is a professional follows a pattern of

experiences typzoal of any professional in the development of

hls career.- Dr. Gharlss Stseart in his book Persoﬂ and Profession‘

Career Development

::the Ministrx 1dent1fles“the following stages

Professional Trainlng
Place of beginning J B
Concern about progress Wlth referenoe to peers
Family financial need. : RES
Continuing education and sabbatlcal
Emergencies (health)




Relocation '
Retirement and its approach

Non-linear concerns:
Dignity
Competence and morale
Evaluation
Experimentation
In joining- the two'ingredients--~professionalism and carser
development---two observations were made with reference to the concerns

of Commissions on Equitable Salaries,.

1. A balance must be maintained which assures that the concerns
of the Conference, the Charge, and the Minister are each
fully honored, The Conference should not usurp £he timg-
honored tradition by which the Charge makes the essential
evaluation and salary decision. The Charge should not ignore
its place within the Conference as the focus of career-long
identity for the Minister., The Minister should recognize that
he is not a loner strietly "doing his thing"; he is a Minister

of the Church.

2+ Clarity of orientation will enable a system of supplemental

salaries to contribute in a maximal w%ﬁ to the career developmqntff ; G

of the Minister., If the system is viewed as a "base" undef ﬁﬁé

salary plan system then it is 1ittle more than a minimél“plan'

no matter how named. If the system is viewed ag an:

over the salary system from which funds can be_drawn for whatever -
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Afterthoughts and conclusions of the workshop leader.

1. Most participants had a sense of career in view as they approached
the program of squitable salariss in their respective Conferences,
More precision was gained in this regard.

2, Commissions on Equitable Salaries may be doing their best work
when they function as enablers of parallel groups or of charges
as they grow in their own uﬁderstanding. We do not have to spend
our own funds to be getting the job dons in all instancas.

3. In eguities still exist, The issue of iﬁuompstence is the most
persistent problem, Séme break—through in the area of "quality
conbrol! is crucial if support systems are to continue to grow.

L. Sabbatical leaves are desired and nesded, but almost nonexlstent.
In all likelihood the Gonference will nesd to take the lead in
fashioning a way to provide for these, This is a largely unsolved
concern, but one which might be an appropriate new area for
Commissions on Equitabls Salaries.

5. The most persistent concern expressed was a desire for direction
on how to get started on the larger agenda which has bscome
apparant to most participénts. A sense of inspiration, information,
and direction was found in the Consultation for opening the subject
of these larger issues upon returning to home Conferences,

Scme system of distributing ideas is highly desirable among

the Conference Commissions,




Summary of WbrkshOp Sessions on "SAIARY GUIDEIINES FOR CHURGHES

NOT RECEIVING EQUITABLE SAIARY SUPPLEMENTS",

Your Steering Committee, belleV1ng that the Comm1s51on on Equitable
Salaries has responsibilities for seeing that equitable salaries pre-
vail for all Ministers, planned this Workshop to deal with methods
for influencing Pastor/Parish Relations Committees as they deal with
the question of setting salaries for their Ministers.. '

After presenting a few procedures used by various Conferences, the
workshop was opened for discussion and reporting of procedures used
by those in attendance. Other useful ideas were then presented, and
some concerns expressed for which we must seek solutions. These wers
listed on the newsprint on the wall, and are as follows:

1. Need for a uniform Moving Policy in each Conference go that all may
be treated equitably.

2. Need a uniform definition of what constitutes a "full-time Minister?,

3. Provide P/P Relations Commitiee with information and advice on Tax-
Deferred Annuity Plans .such as HR 501-C.

he Performance Evaluvation can be very beneficial to Ministers as he
plans for furthering the effectiveness of his ministry. 4 broad-
based group should be in on evaluation precessing.

5. Recognize need for sharing infermation developed by various
Conferences on Salary Guidelines,

6, Put travel expense on direct reimbursement basis so that it may
be treated as operational expenme for Local Church, not cluttered
up in the Ministert's Salary. ==

Te Need for equity in apportiomments as affected by salary.

8. Importance of prOper treatment of Social Security when setting
salaries.

9. Question of 1ncrements based on years ef service, number of
dependents, etc, Is it salary, or is it welfare?

10, Need to develop "A Rationale For Sebting Salary Of Minister",

11, Need study on value of houszng vs, housing sllowance.

12. Concern for large group of Ministers with long years of service
who are Just above minimum,

13, Need for a salary ‘classification system for entire Conference

_ on: some equitable basis such as size of membership, stc.

b, A promotion:system based on Professional Values.

i5. Neéd to update. and broaden cantent ef P/P Relations Workbook.

Training program for new members on cemmittes.

16, Effect of salary on motivation of Minister.

17. Program to encourage Charges net to use the minimum scale as
guzdellne for salary; set salary according to capabllltles of
Charge, and needs and performance of Minister. wr:j;f_;

18. Recognition that mediocrity exists and needs te be dealt with. i

Proper place for correction is in appointment system, which needs _rr;ir;f 

revision either in prlnciple or in application.

As the Wbrkshops progressed there seamed to develop a general con-_ ]

census among the groups. that the responsibilities of this Commission AN

did indeed go far beyomd that of setting minimum salary scales, and

this is borne out by the decision in the final Plenary Session to. =

potition the General Conference for legislation to more fully and ;'

clearly define such responsibility. Bl
James M. Wbmack . ' o
Western North Carolina Gonference




SUMMARY OF WORKSHOP ' ' i
MISSION APPOINTMENTS AS REILATED T0 EQUITABLE SAIARIES

1. The first and basic question discussed is the undersgtanding of .
whether equitable salary is to the church or is it to the minister,
The two points of view seemed to be that if it is to the church it is
to provide & fuller ministry in particular community or need, If to
the minister, it is most likely to provide a& lavel of sconomic support
to a person and family. It was the general consensus of the group
that most of us think of it in bobh ways.

2, It seems when ong bhegins to understand it that it can be used
for the church it opens the door for consideration of mission appoint-
ments.

3. This has led to the recognition of a need for a conference agency
to correlate the distribution of support and mission monies in an
anmual conference,

h. The group seemad to be almost unanimous in thelr opinion that
the Cabinet, primarily the district superintendents, become the basic
group for preparing and presenting the request to Equitable Salaries
and Board of Missiona for any combined group.

Harold C. Knudsen,
Workshop Leader

September 29, 1975




The Equitable Salaries Commission and the task of writimg in =

varisbles to basic salary supplsments Written by Dr. Cyril Stona.

There is a clear call for adequate, competent ministry at all
lovels in the Anmusl Conference if we are to bs ‘responsible dis-
ciples for our Iord as well as those who enable the ministry of
the laity.

If we heed the admonition to go in to all the world and preach
and teach the gospel, we are called to pz;wide ministers for the
lost and least, the oldest and the youngest, the highest and the
holiest, Fulfilling that rols will recognize that from some
source funds must be forthcoming to challenge a minister both in ser-
vice and .in ereativity,

This much would say then that Equitable Salaries Commissinn of
the Annual Conferences would be alert to a number of issues that
would bear on a fair and livable salary or support for ministry
where the local church or agency may be unable to provide fully.

The Annual Conference Equitable Salaries Commission will want %o
be aware of theneest ef liyingrdpdex in the area, In addition ‘they-
will honestly and seriously investigate the levels of similar
professional persons in that area. A guideline used in some Annual
Conferences sets a base salary level at not less than the starting

salary for a public school teacher, and possibly with a Master's

Dagree. A third requirement would be for the Anmual Conference
Equitable Salaries Commission to know something of what the

Conference can and will support for fair and just salary ﬁa’sé}_ in
terms of the request from Annual Conference Council onF:manceand

Administration for proper apportloning.

The next step then will obv:.ously be a _conaidaratmn of

church or charga fulfilling its ;bliga:; ns



a poverty mind to develop, as much as to say, "The Annual Conference
will cever salary support, so let us not be concerned." Consequently,
Equitable Salaries Commission will need Yo develop soms tool of en-
couragement at this point for the new or old charge whers help may

be given.

In order to be fair, also, the consideration will call for recog-
nition of a minister as a qualified, capable, caring and concerned
person who needs to be free to minister to all levels of society,
without fear of thrsat toe reduce his finaneial ability or "keep him
humble™ as the case may be.

Some definitions may be in order:

1, Equitable Salaries Commission needs to be in touch with
and know the charges which may need or will be receiving
gupport and encourage them to summon their best resources,
If necegsary, to accomplish this, Districts Superintendents
may be appreclative of a handle by which two or more smaller
charges may be brought together in a larger parish more

_ affectively te serve the people.

 fj}fxé;5'Equitab1s Salaries Gomm1551on'wou1d'want to’ establish a 15 :'

floor which is equitable and fa::.r. : _'l‘h:l.s would recogn:u.ze :

3. Variations.in academicﬁor educatlonal accompd&shmentsmay

provide somﬁ b331s for supplement_E:Some recognltion of
dif feronce may be mada between the Master of Theology or ~:”

the Bachelor of Divinity Degree, and the student, lay or associate




minister. Yet, to be fair and equitable is important,
because the costs of living may be more nearly alike.
Conference relationships may have some bearing on
supplement, also. In some instances, increments for years g
of service are automatic., Feedback from this has empha-
sized that it may produce a willing incompetence, a
laziness, and consequently, may bw related to require-
ments for continuing education and inereased evidence of
compatency.

Rgcognition of marital status may also provide another
option for supplement. Probably the most desireabls
arrangement here has recognized the'difference in feod,
clothing and medical variations of single, marrisd and
married with children catagories., With some care, the
fealing that we might be encouraging population growth._.
would be delsted. At this point, also, it is valuablaﬁ{-

to establish a levie fer family (i,e., married and_ﬂ”f ff

children) increments in case of a coupls, Whorarefof“'

dained and appointed to the same or separate charges..,  R

Probably, one of the most consistent areas Where

supplement is needed is in parish relatad travel and
cost of eoporating. The Annual Gonference Equitable
Salaries Commission may use anw one of several formulas

te provide travel aid. Whare two or more churches are

a part of a 51ng15 charge,'lt-ls recognazed a consid-

erahla cost 15 1nvolved as'the pastor visits hig con-
stltuency, and makes hospltal calls. So the milsage

factor for carrylng out mlnistry could he ons part of ‘the




formula, Another might be unusual weather conditions
that might require excepbional aute care. Travel allow-
ance ab a rate that actually ciﬁvér'_s‘ opéfaﬁi'_bﬁéi-’_éésﬁs
would prevent unusual expioitiﬁg.éf salary for rendering
of ministry. e

7. One additimnal area may include such items as partial
payment of Conference medical insurance premiums, or

more equitable salary level for the minister in service,

While these are probably items of highest profile in supple-
mentary assistance beyond basic salary support, there are probably
ofhers, some of which may be peculiar to an Annual Conference or
geographical area, Each Equitablé Salaries Commission will of
necessity need to study its needs, the effects of meeting those

needs, and the manner if financing to provide squitable salaries.




Patitien te the 1976 General Conference .

To: Members of the General Conference

Froms

Paragraph #1260,6 reads: "Propertional Payments—....The board shall
compares the recerds ef‘the amounts paid by each pastoral charge for

the support ef pastors and fer pension~ and benefit programs, computing
the propertional dietributien thereof and keeping a permanent record
of defaults of the ministers ef the conference whe have failed te
observe the following provisiens pertaining te propertienal payment,
and shall render annuslly to each minister who is in default a state-
ment of the amounts in default for that and preceding years.
a) When the apportionment to the pastoral charges for the pension
and benefit program of the Anmual Cenference has been determined,
payments made thereon by each pastoral charge shall be exactly
proportionate to payments made on the salary or salaries of the
m&nlster or ministers serving it.

b) The treasurer of the paetoral charge shall be primarily responelble

for the applicatlon of proportional peyment but in the event of the

treaeurer'e feilure toivpply 1t, the'paetor_shall adaust cash salary
and payment according "to?‘th”"‘prope ‘as 1

the pastor enters the respect1Ve smounts  in the'statlstical report

to the Annual Gonferenee. il
¢} Ths conference etatietical teblee ehall provide seperato colwums
fer reporting the amount apportloned to each pastorel charges for

pension and benefit purposes and the emount paid thereon.



Paragraph 1260,6 continued:

d) On retirement, the amount that a pastor is in default shéll ba
gubject to deduction from the pastor's pension, in accordanca with
rules and regulations of the specific program or programs under which
the pension is provided.

e) If a retired minister, while serving as a supply pastor, fails to
ochserve the provisions of this paragraph pertaining to proportional
payment in any conference year, the amount ef such defaul®t shall be
deducted from the miﬁister’s pension the ensuing conference year,

f) Tt shall not be permissible far a pastor te receive a bonua of
other supplementary compensation tending to defeat proporticnal
paymert, The board may recommend to the conference that the pastor's
pension credit be disallewed for the year during which such bonus

or supplemsutary compensation was so received.

We recommend the retention of this paragraph.

Submitted by:




V. NATIONAL CONCERNS

SUBJECTS AND DETAILS OF INTEREST GROUPS

1.

',:Issues Involved in the Parsonage System

Ramifications of Rescinding Paragraph 1260.6 of the Book of
Discipline: regarding Proportional Payment

2. We recommend a2 petition to General Conference that
#1260.6 be retained without change.

A National Method of Reporting Salary

a, We recommend that a petition be prepared so that #895
be amended so that reporting of support should include
reporting as separate items:

(1) cash salary
(2) TFrinpge benefits including but not limited to:
(a) Utilities paid directly by church
(b) Health and Life Insurance Premiums (%j .
(c) Taxable pension contributions by church Nk”‘“ﬁ
(3) Business Expense including but not limited to:
(a) Transportation expense
{b)} Travel Expense
(c) Office and equipment expense
(d) _Education expense

We decided not to make any recommendations on the Definition
of Average Salary.

b. Negati\}é

(1)
(2)
o 1nc1uding chiidren s petS' o : A
(3) Mlnlster has no opportUnity to! become a home owne _;g:' 

Unifoxrm Gu1de11nes for aettlng Salary Supplements

a. We think thls is not desirable.' It is a local issue.




NATICONAL CONSULTATION ON EQUITABIE SATARIES
WORKSHOP REPCRT: BASIC SAIARY PIAN P.F. FLAHERTY

Paragraph #093 of tne Book of the Discipline provides for a "Basic Salary
Plan" in the United Methodist Church. The purpose of ths five workshops
conducted by me was to discuss with the delegates to this N.C.E.S. what
possibilities there might be of ever implementing this paragraph in an
Annual Conference. We also had as a goal some directives that sought to
improve this legislation, or eliminate it altogether,

To the best knowledge available, no Annual Conference has ever been able
to put this paragraph into operation. There have been sa many as 27
Annual Conferences whe have in recent history tried to arrive at such a
workable solution. It was deemed hecessary to unify our thoughts. The
approach I took to the issuse was simple and to the point, We began each
workshop with a small introduction of the issue, and then distributed
copies of paragraph #893. I led the group in discussion of the following
four concepts:

' 1. Weaknesses in our present system.
2. OStrengths in our present system.
3. TWeaknesses in the Basic Salary Plan.
L. Strengths in the Basic Salary Plan.

Ttems dealing with our present system were designed to get the group to
look at what is currently happening, and then to be realistic about its
potential for improvement. Following such a discussion, the group was
much more willing to examine.the Basic Salary Plan with an open and some
what prepared mind,

It would be of no use for me to compile a summary of what the group had
to say about the present system, as that was not the object of the work-
shop. A summary of the thoughts concerning the Basic Salary Plan, would
however be of use in evaluating the effort. The following is a composite
of the ideas gleamed from the effort.

Vealmesses of the Basic Salary Plamt

1, It catnot be implemented by an Anmial Conference.

2. Agsumes that those involved are all Christians.

3. The loss of "grass roots"™ control.

4. The danger of a growing apathy on the part of the local
church concerning the Pastor's needs.

5. The motivation on the part of the congregation to improve
its salary out put, would be possibly lost.

6. Paragraph #893.5, is a built in loop-hole, that could defeat
the whole purpose and intent of the plan, by allowing the
larger more wealthy churches to pay their pastor whatever
they would like, after reaching the minimum apportionment
payment.

7. The plan would have a tendency to reward incompetence, by
guaranteeing salary increments without a performance check,

8. It would have the potential of killing initiative on the
part of some who would see no need to work harder and be .. .-
more creative, T
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The local church would have a lower sense of responsibility
toward its pastor,

This would result in a definite step toward more central-
ization of power and control,

It would limit the ability of those responsible to com-
pute variables. _

It would necessarily create a large baauracratic entity,
responsible for the administration of the effort.

The plan would tend to encourage mediocrity.

'The cost for administration would be finaneially difficult
to cover and justify. :

The general fesling is that it would tend to reduce giving
to other Conference collected funds, i,e. World Service,
Conference apportionments, stc,

Strengths of the Basic Salary Plan:

L.
2,

3.

10,
11.
12,
13,
1h.
15.

In essence a desirable goal for the Church.

It would allow for more freedom of movement by pastors and
the Cabinst. :

The plan is more consistent with the concept of the
"connhective system."

It would eliminate the need for a Commission on Equitable
Salaries, but would of course require the establishment
of a Basic Salary Commission.,

It was the feeling that such a plan would encourage longer
tenures in the local church,

It wag very strongly felt that this plan would encourage,
and more nearly match the skills and abilities of a pastor,
with the specific needs and requirements of a Church.

The pastor would be more free to minister, without concern
for his salary or other neseds.

It would tend to increase the trust level betwaen pastors

- im a given annual conference, and perhaps would reduce
©i .. . the high level of competition between pastors. EPRry
. 9. This plan could be seen as a "prophetic model" and could
. be used to lead and encourage our society in a direction

of common concerm. ol L _
It would bs an encouragement for the establishment of new
congregations, allowing us to extend the ministry.
It would encourage the establishment, and adventure out,
into new forms of ministry. :
There is a feeling that this plan would result in the case
of disaster, the last resort of strength and support.
The plan is consistent with the philosophy of mission
service, District Superintendents, and Bishops, salaries.
It would encourage and stimulate the concept of vested
interest in stewardship.
It was felt that along with fewer moves each year, there
might also be a developing concern for the total situwation
of the church, and a feeling of commitment to the cause.




At the conclusion of each workshop I polled the members presént abbut what -

possibilities there were for implementing the plan, or if there were any
suggestions as to how to procesd, Vs discussed the revising of the para- -
graph and attempting to make it possible to implement, There were a wide
range of suggestions,

1. Ravise to lsave only 893.1,

2. Remove only 893.5, and leave ths rest in tact.

3. Clarify 893.2, and define how it is to work.,

h. Appoint a task force to draft an entirely new plan.
5. Remove paragraph #893 entirely.

At the conclusion of the Consultation, our workshops were given the
responsibility of either presenting to the General Conference a piece of
legislation that would enable the plan to ba used in the annual con-
ferences, or to suggest its removal. After all was clarified it was

the decision to ask for remocval.

I henceforth presented this suggestion to the entire assembly and it was
agreed that we could petition General Conference of the elimination of
paragraph #893 of the Book of the Discipline,

The workshops did a lot more than is possible to include in this report.

Thers was a real faeling of openess and sharing, and a real desirs to have
the matter clarified for use.

Sincerely in Christ,

.. Pat Flaherty, National Steering Committes
A North Central Jurisdiction .
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URGANIZHTIDNRL MECHANICS OF EQUITABLE SALARIES COMMISSION

Im order to function most effaectively, each Annuel Confersnce may well

davelope 2 commigasion on Egultable Salaries as indicated in THE DISCIP..
iIM', 1972, Paragraph 892.2. Such @ Comwission needs to be & seperats

gntity in arder to be free end cepable ta maintain its mulbtiple func-
tiona and relationshins as indicated in this paper. ‘

1. INTERNAL ORGANIZATION

A, General nrganlzatlgn af Cummissxnns an Egquitable Sa}ﬁrlda may
- call for different types of task forcas or committess. It :
would ssem of utmost importance to have 2 person or gruup of
persans who would serve as a Committae on Finence. This commit-
tee would receive and evaluate the manthly reports of incoms and
- disbursement’ From the: Conference’ Treasurer. . In so d0¢ng, the
Commission would: constantly ba: prepared to repurt of its financial
status,: This committes could alsn be . prepared to counsal with
District. Supmrlntendnnts for: undar%tandlng and Pﬂcuuragemﬁnt where
10:&1 ‘churches: are ot complying with: regular monthly remittances
‘celled For in paragraph 889... A Further fumction of this commit-
tww unuld be to 'develop a Formula to recommend for adjustﬂﬂnts nf
- support under 1nFlet10ncry gains. The Committes on Finance might
aiso helnp develop processes and reguirsments Bor the distribution
of bthose funds under the sugervision of the Commission on Equitable
Salaries. This persegn or group may also help determine benafits
heyond salary and define variables,
B. It is to be recognized that the Commission on Lquitasble Salaries
-~ is a prugram agency and thereby, is related to the Conference
Council on HMinistries. It becomes a programming agency in its
encouragement of sbudies to develop msrger of churches for accounte
~ability end stewardship of ministerisl. MaNpower and usa of Tunds.
It would he further entering inte programming by sncouraging local
cﬁurrh or-charges to regula rly resear ch and evaluate. such queﬁt\mh
as "How z2re you mnabllng your mlnlstpr todnvolve in c“ntlnu1ng
‘education?” “mhc% are you doing evargelisticelly o inclrezse ﬁooﬁ
asbewardship and devalop bhe snirlLuel life of the charge?” “What
are ynu deing annually to provide every nemberp.an Dpﬁartun1ty s’
share in Finesncilel supporht?'e. Jﬁaﬁbﬁg?&ikmmqxffmgﬂﬁuhﬁﬁwéaﬁy

C. Equitablie Smlaries Ccmmigsians further invaolve in the development
of tha member standards; that is, parish development studies and = - -
the minimum number of mammers Fur part131pmtlnn in Equitabie Sal-
avries funds. . -_,,"

D. Whether the General Board of Global Ministries deals dirsctly with.
the Commission on Equitalbs Salaries or with the Conferance Soacd ST
of Global Ministries, a part of the Comwission may very well dirsect = -

attention to studying support funds as they apply Lo the saleries .
of tha ministers, providad from the Nationael Division Funds.. . It oo
may well desire to do in depth studies of sealery support in either
charqea or agencises and prepare proegram and fund plans. It is ko
ba noted that these salary support Funds may come from thrae. Ulfferw
ent sources under the National Division. Namely, Suppoort for

~Action Ministriss, The Office of Urban finistriss, and the O
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of Ethnic Ministries. It wnuld be important, at this point, Lo

knouw the conference represantative from the Board of Clobal Minis-
tries who deals with the developmant and appr oval'g? this kind of
suppnrt.  Should the Commission en Eguitatle Szlaries not be direct-
Iy invelved, it would be important to have = L.preser_:tet.we man -
ing with the Conference Boerd of Ciobel Minisirios, sr ansther
group, who are responsible in order to gain a knowledge of where _
supnort is nranted, the amounbt of that support, a2nd to whom it is
granted, : :

One of the new coordinmating bodies in some annual Conferences is.
tha Council on Professional ministries. fMembership generally is -
made up of Chairpersons nf the Commission of Equltable Salaries,-
Board of Pensions, Committee on Insurance; and Board of Ministry.
This body helps to coordinate action, prevent overlapping, and to
see areas needing further care in total support of the ministry.
Within this body sowe recommendations are generated and 85813ned
to menber bodies For carrying nut. T :

Andther arsa nf concern Far whlch the Coamission on Lquktab 8
Salaries may prepare is that of treining and cultivating local
church Pastor-Parish Relations. 0Often the PPR Committee must deal
with saiary setting without a basic knowledge of factors invalved,

Such duuuments as is attached may offer QUldBllﬂ85 to enable better
approaches toc salary and other support recommendations for the minis-
ter. In 2ddition to actual salary setbting PPR Committees may find
helpful guides to enable them to really deal with ministries of the
loity ond of the pastor. lwlp may be given =zlong these lines by
Commigssion on Equiteble Salzries, thereby StLBﬂthDnlnj a support
syquﬁ. Or such approasches mzy be devplopﬁd in CDnJuﬂCul“ﬂ with
the Board of the Ministry.

Somn"ntérnal asrganizetion mey involve efforbts to deu?lop campetency
end continuing education for local church pe btULou_ Sone CB“p@Fﬁthﬂ
with the Conference Bnard af the erlﬂtry may be needed. However,

the nawn¢duzon on. Equiteble Salaries may grovide incentive by a wlder

separabtion. QF mwsunts af aUPprt QFFeLed For:. effert to ircreass gcome

petencyy end For amounts indicated for Full membets of an annual

. Lonfarencs, A95931ut9 and. Prcbatlnngr/ and Lay Pastors, as wsll as

1

II.

A,

students. and retired nlnlvﬁafs._ Ceneral. CDnFnrence zction may . .
necessitate ?ttentiun tn this”arca o FOTERRE s

! Eprnlttes on Evaluatlon ™ y bn of ualue;tn tho Comm1851mn. Such a
committes would - (1) provide documents and olrect studies of - charges
receiving suppert and consider and evaluate continuing SUQQD“E needs
and reguirements; and (2) recommend: gu1del1nes for gqualification: of:

locel perishas for cwntlnued part1c1patlon 1n £.5.0. funding.

THE CHAIRMGAN AND BOME EXTEANAL RELRTIUNSHLQS

The Lhalrwan

~.The Chairman is a meaber of the Cnnferencp Council on Wlnlctrles.
. The Chairman 1dUJSDQ—LHF Disbkrict bumnrlntnndpm% whmre income
from local ChUlChPS ig slow in remittance. ‘

The Chairman should secure froam gach District Superintendent an
eccurate oCCDUHtlﬂQ of all salary support for a pastor from.all
SOUrCes. . '

N

A
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4, The Chalvman should pressnt to Conference Council 6n Finenras
- and Administration requests for funding end epportionment.

B. Internzl Functions _ . _
1. Responsible for Informing and interpreting action "of £.S5.C.
_ for Conference Trsasurer and Dlstrict Supaxintandent. , .
2. Chairman is responsiigle for appro¥ing sctisn on reguests from
Charges ar District supsrintendents, whers these requests r«1l
in qulﬂﬂ ines establishad by the annuzl confersnce.
3. Tha Eguitable Salaries Commission werks with the various Cha rge
for financial aumpari The Raard of bthe #inistry is Lespan81bia
Cfor fiinisterial quali ificetions., The Cabinef end the Bishap R
rasponsible For appointments., Such’ 1dent1F1cation af respons-
ibility helps to define relatlonshlp,
4., The report to the Appusal Conference is a respnn51blllty ﬁF the
whole commission, and may oe draFted Dy a task Fnrce for that .
o purpose. ‘
5., VYarisus ather respunsibllitlms and relatlmnshlps may call for.
"_nad;flcatiuns i Blmanizat;an. .

e S e
T B
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«" 7 MECHANLCS OF OPERATING A COMMLSSION ON EQULTABLE SALARLES.

(OUTLINE FOR WORKSHOP)

.. Work to see that Nominating Committee selects qualified people

who. are interested in work of Commission.

Set goals for commission for quadrennium:

A, Financial goals(l) salary ranges yvou wish to achieve.
(2) Budget iimits you wish to observe.
(3) Number of participants-limits.

Methods of operation for achieving goalss

(1) Full support and cooperation of commission members.

(2) Close liaison wita sLishop and Cabinet.

(3) Set realistic salaries that iMinisters and Cabinet will
accept, and budget amounts that Conference will support.

(4) WOLkshops in districts on sLLwardship, emphaSLZlng the
Charge's prime responsibility for minister's salary.

(5) Lnfluence Charges that are above minimum support.

Mechanics for processing applications, and for disbursing funds:

(1) Involve pastor, charge, district, and commission in the
review and approval for minimam support.

(2) bisbursement of funds by Conference Treasurer Vs, by -
Commission Treasurer: cowmparative costs and advantagesn

v

Maintaining proper minimum salary levels:

(1) Equitable : a. to Minister,b. to Conference. SR ‘
(2) Research; a.Cost of Living index, b.salaries by others wfb.

Continually work to increase support from Charges.

Reportlng to Annual Conference:

(1) Reallqtlc 0011CLeo and gridelines for operation. ¢
- (2) Openness and clarlty 1n reportlng.

Malntaln good relatlons w1th all boards and agenc1es w1th whlch
you work - flrm but cooperatlve.:.,m_n,_ Ll e
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TODAY | DECIDED TO SHT ASIDE THE TIME 70 GET THIS WOGRKSHOP
STRUCTURED, |l AM SENDING A LENGTHY DESCRIPTION OF MY ASSUMPTIONS.

PLEASE DO NOT TAKE THESE AS THE LAST worD., HOWEVER, DO ASSUME

THAT | wWiLL PROCEDE ONM THE PLANS AS STATED UNLESS | HEAR RETTER
ICEAS FROM YOQU, I HAVE ALSO NOTERr SOME A5 UMPTIONS A30UT
RESPONSIBILITIES FOR TETAILS WMICH ARE YOURS. lIF' YCU WANT TO

SWAP OFF A FEW, BAY SO, PERHAPS FROM THESE YOU CAN SHAPE A

PRINTED PROGRAM AS YOU SUGGESTED,

TuESDAY, EARLY AFTERNOON
REGISTRATYON, WITH NAMETAGS, COFFEE, IN A SETTING WHICH ENCOURAGES
MILLING AND MEETING: YOUR RESPOMSIBILITY. You GET MATERIALS AND
LINE HP HELPERS.
Tuesoay 2:30 FORMAL OPENING, ORIENTATION, DISTRIBUTE
| SCHEDULES, TELL WHO, WHAT,WHEN, WHERE
YOUR RESPONSIBILITY: you GET MATERIALS & PEASONS.
(MATERIALS WOULD ONLY INCLUDE SCHEDULES | THIKK,
ANC YOU ARE LIKELY THE ONLY PERSON, PERHAPS WITH

A WELCOME rROM "Wayne Bruce.)

First 8ession (GRows OUT OF ORIENTATION)

"WHERE DO YOU C(ME FROM?"

-

g Setrineg? Groups of £0-L5

PURPOSE: TO GET ACQBAINTED WiTH OUR PEASONELL & THEIR BA

We WANT TO KNOW THE EXPERIENCE, 3ACKGROUND, & OR IENTATION
g A

&

AR

OF OQUR PEOPLE,

Wit

wools ~Chsc Stuovl | 1)1

PRESENTATION OF THREE SITUATIONS. ENGAGE THE GROUP




RecponsiBiLtTYy-=LAMBERT
| wiLL B3ING PRINTED CASE STUDIES &
INTRODUCE THE PROCECURE AT END OF GRIENTATION.
ReassemsLy: LisST ALL THE wWiYS THESE THREE SITUATION CCULD HAVE
BEEN HELPETL IN OQOUR MANY PROGRAMS (ALi PDS|T|VE)
NoTe waAays we wourLt cHoost NOT To HELP AND
REAS NS wHY (NEGATIVES)
Session Two: Tuescay Evenine, DINNER SETTING.
>
Apcress: E? . Stan Morgow, GenErAL SecaeTaAry, Boarp orF Pensions

MIONEY AND MINISE TRY"
(HE SAID YES |IN JULY BUT HAS NOT ANSWERED MY RECENT

LETTER OFFERING CETAILS.)

PURPOSE: TO ENLARGE OUR PERSBEGTIVE AS WICE AS POSSI1BIL#FY ON
THE POSITIVE RELATICONSHIP BETWEEN MONEY AND MINISTRY.
PanEL: Foum ExPrRIENCED WORKERS IN COUIBBAL SALARIES
To roLLow up on MorrROw, ToO CELENEATE ISSUES, TC ENGAGE HIM
lssues: Do we WELP THE CHURGH OR THE Man?
WHAT ARE THE DIFFERENCES BETWEEN Minimum, EQUITABLE,
AND ApDEQUATE?
ARE WE ENABLING MINISTRY OR FUNCING INCOMPETENGE?
ResponsiBILITY: LamBerT: Get paneL, PREPARE Morrow, NODERATE

Stone: Presipe AT DINNER, FIELD PROCEDURAL QUEST IONS

REGARCING WORKSHOP AS A WHOLE,




\N

8gssi1oN THREE !
Weenesoay Morning HO™ DC BUILD A PRCORAN,

B. Wuat coes THE LAw ALrow? Tue (976 DiscipLine

Lama-RT: (1'LL RRING COPIES OF OUR LEGISLATI N )

2. Whet are xowx THE Goags oF vYoumr CoONFCRENGE IN SALARY Surp
SIX MAN GROUPS, SHARPENING WHAT THEY OUGHT T
lssue: “EPARATING MoTIivATION FRONM WELFARE.
ResronstalLiTy: LaMBERT,. TO INTROI
, 3, Loock a1 vour own CONFERENCE PROGRAM, (YHoLe arouP)

YwaT ARE 17s eoaALs?
How GAN THEY BE STRENGTHENED

H : £n?
fow GAS THEY BE GHANGED:

R_sponsiBiLiTY: LAMBERT, LEAD GROUP RAP SESSION

Sgssion Four VYeEomEsDAY A-TERNMCON
SELLIMG THE PROGRAM: Butrocaine Rel

L. Papea on RELATIONSHIPS==CYRIL STONE . YOU

2. Mewserine: WHAT ARE TIE i
(GrRouP FE-DBACK

3.RoiL PLAY THREE RELAT)ONAL EXPERIENGES
(LAMAERT TO INTROGUCE & REGRUIT AGTORS)

A, CES & A Pastor: SoiRY, NCO SUPPLEMENT
B, CES & A DS : THIS DESERVES SPEGIAL EXCEPTIONS
C. CES & CFA : On DeETeamiNING THE APPORTIONMENT
FEEDBACK FOLLOWS EACH, LamMB-RT
li. SUMMARY OF WHAT WE NEED TO DO TO SELL THE PROGRAM
A. How To eoucate THE AC on NEEDS & PROGRAM

B. How To senstTizE tHE AC To nEEDS.

gy




s K | L

Session Five-=Weonesoay Nigut ADMINISTERING THE PROGR AM

4 d. SHow anD TeELL: HOW we Do I,
A. One vLARGE CoNF. PROGRAM

B. Owne smaLL ConF. PROGRAM

2. SPREACING THE WORD

DeaLine THE THE LocAL cHurcw (PPR), Pastors, DS,
DisTrRicT SeminaRS
3. TECHNIBUES OF RESEARGH AND DEVELOPMENT

Data vou neee, pa®a vou use, DATA You SHARE
NASHVILLE SHOULD HELP ON THIS)

k. How To EVALUATE YOUR PROGRAM

Ivs cost. |lts ACHIEVEMENT OF GoALs, !|Ts procucTIVITY

ResponsiBiLiTy: LaMBERT ET AL

SEssion Six WHERE SHOULD WE BE HEADED?

l. Lecture? How Do DoLrLars ErrFect Careers?
(Guest Lecturer THRU D. Bruce: STONE Rese.)

Discussion OF THE I1SSUES; PERHAPS A PANEL
THIsS TIME usE NEw MEN workInNG N CES,
We w 1LL SET IT UP AFTER WE GET THERE.

2. CLARITY IN REPORTING CLARIFYS GOALS LamBerT
SaLary, Benerivs, Expenses

5. NEeps: THEY MUST BE DELINEATED SEFORE THBY CAN BE ADDRESSED.
. Ue A Time ror Dreaming: ™! WiSH WE COULD.o.os..s
SasraTicaLs, DMin, ConTinuine Eo, Key situations, ETe

5¢ EVALUATION OF THIS WORKSHOP

ComncrLuoing Hour WORSHIP--FOoCUSED ON OUR CALL TO MINISTRY
(1 pLAN TO cALL Tom SHAIPP TO LEAD THIS.)

A s ’*"t&
- L i s ™
e e . : ; Fima Y o



WELL, THERE IT 1S, AT LEAST IN OUTLINE FORM. | HAVE Fo:Lowtﬁ

¢ YOUR SUGGESTION THAT | SHAPE THE PROGRAM ANC YOU HANCLE THE
PROMOTION OF IT. |F THERE IS OPPORTUNITY TO COMMUN ICATE WITH
THE PERSONS WHO AZ2E coulﬁa, LETS ENCOURAGE THEM TO BRING THEIR
RecenTt ‘JOURNAL AND ALSO somE copPlEs OF THEI!R PROGRAM, THeESE
ARE NOT FOR CISTRIGUTION BUT FOR SPECIFIC REFERENCE BY THE

REPRESENTATIVES AND COMPARISSION WITH OTHER PROGRAMS INFOBMALLY.

T APPEARS THAT yvou NEEC TO ARING (OR GET) REGISTRATION MATERIALS,
GOPIES OF YOUR OWN PAPER, AND COPIES OF WHATEVER SECHEDULE YOU

WISH TO CISTRIRUTE .

FrRom DwaAne Bruce we neeo (1) THAT GueEsT ON CAREERs Anc (2)

NEWSPRING WITH WRITING INSTRUMENTS.

| wite sriIneg (1) THREE cAse sTupies, (2) MATERIAL FROM THE
DsicipLine, (3) sceneErios FOR ROLL PLAYING, (L) eEvatuaTion
sHEETS, ANC (5) some cATA sHEETs rFRom Nasuvitte. | wite
ALSO WORK ON SOME THOUGHTS REGARDING PERSONELL TC DO VAR)OUS

JOBS . PERHAPS WE CAN USE MOST OF THE PARTICIPANTS IN LEADERSHIP,

As vou cAn TELL | cHose NOT To HAVE THE SECRETARY RECOPY ALL

OF THIS. |T AINT SO NEET, BUT YOU CAN GET THE MESSAGE, Can

YOU DIG THROUGH ALL THIS AND MULL 1T A BIT? THEN cALL
ME, PERHAPS FRIDAY AND LETS SEF WHERE WE ARE, | HOPE YOoU ARE

MAVING AS GOOD A YEAR AS | AM==8UT | HEBE YOU ARE HAVING A

s

LITTLE MORE TIME TOO. - ISTEN FOR _YOUR CAtL FRIDAY=
_ % RTE R N iy T
. Mono A 't WA WL o S . '
sonx MONDAY 1F THAT DOESN " s 4 R
WEEY § ECrOre

THANKS A MILLION. YOU'RE A GREAT GUY TO WORK WITH.

| W
L ELALLED WHILETO Nokie' :sSapkrev 1 1

e




SALARY GUIDELINES FOR VARIOUS S1ZES AND CATEGORIES OF CHURCHES.

If you came here today expecting this topic to tell you exactly how
much salary you should pay to a given United Methodist Minister on

a particular Main Street, USA, then you may be entitled to a refund.
If, on the other hand, you are looking for some ideas on the subject
of how to set guidelines, and how to get implementation of these
ideas into action - well, hopefully, you are at the right place.

For a few minutes I am going to share with you some of the thoughts
that 1 have on the matter, and when we get into the discussions you
will be able to hear the ideas of others assembled here, ( And the
greatest part of it, you will be able hear what others know.) At the
end of the meeting all of you should have some useful ideas that you
can take home with you. Flease Keep in mind that Dr. Cyril Stone
will be dealing with Minimum Salary problems, and that 1 will be
dealing only with the Charges that are fully self-supporting.

It will not be news to any of you when 1 say that the relationshlp
between the Minister and his congregation has changed 180 degrees
over the years, but,to set the mood for what 1l want to say, 1l think
it is necessary to recount some of the history of where we have been
in the past. In the early days of the Methodists in this Country, the
Circuit Rider drew a smallsalary (about $50 per year) and literally
"lived off of the land" as he rode his circuit. Average life span of
36-38 years. His "meeting places" were in the homes of his people.
As the population grew and the country began to grow into communities,
towns, and even cities, churches were built and congregations formed.
Local, or Lay Pastors - "Tent-makers! if you please, came into being.
These Lay Pastors - millers, farmers, craftsmen - had thelr own regu-
lar vocations as a means of support. At first they received no com=-
pensation, monetarily speaking, but later the congregations, as a
token of appreciation, began to pay small salaries and to otherwise
evidence their appreciation through “"poundings"; a few vegetables,
eggs, etc.,, in the summer, and perhaps a side of beef in the fall.
Everyone was happy w1th thls arrangementq

Gradually condltions changed - Mlnlsters became more that Lay Pastors,
they went on to schools, to colleges, and some even to seminaries.
They obtained degrees, and moved into the top echelons of the profess-
ional life of the day. Unfortunately, a great many of our people seem
not to have realized that this change has occured, ‘and they still have
many of the old ideas of remuneration, but all of them have all of the
new ideas of what to expect from their Minister - professional preacher,
professional counselor, complete pastoral care, but ‘all for the same
old amount of salary. ( There are many, many reasons for this atti-
tude, and some of them can be laid at the door of the Ministry, but
that is another subject in Ltself ) o

Now this is not to say that all Charges act this way, for some of them
have acted in a very responsible, business-like, Christian-like manner.
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Keither do 1 mean to imply that there is no longer a valid place
for the tent-maker. 1l think we need both, and maybe some of the
gradations in between, but we need to recognize which is which, and
to have a policy that fits all situations. Most of all we need a
program that will clarify the differences for our people, and teach
them their responsibilities under any given situation.,

For the large Churches in the cities there are usually members on
Fastor-Parish Committees who are accustomed to dealing with salaries
of professionals. They are famlliar with all of the techniques of
evaluating job content and responsibility, cost=-of=-living factors,
merit increases, etc., etc., and for the most part do a fairly good
job of setting proper salaries.

There are other Churches where the financial capabilities for equitable
salary treatment exists, but where the leadership lacks experience at
the management level of the business world. In many cases here we

are dealing with people who still carry over some of the old ideas

for paying the preacher - a feeling that he should never be paid

more than the average income of the congregation (though no one is
certain what that amounts to), and certainly should not be paid more
than any member of the Pastor-Parish Committee.

Well, we have all kinds of people to deal with, so we need all of the
tools that we can possibly get to work with. ln addition, we need to
develop the proper techniques to get these tools into the hearts and
minds of those who need them. ln this connection, 1 think that we

should always remember that the Bishop and his Cabinet will prove to
be the key to success for almost any program that you may develop.

They are the ones who have primary contact, and primary influence,on BE
the Local Church, so be sure that you have their full support before .. =
you launch your programs. -

And now we are to the point where we are going to talk about some of . =
the tools and techniques that have proven to be successful in some .. i
of our Conferences. L, of course, will be dealing with those used in- ...

my own Conference, or those which a few of you have sent in to me,

1 am sure that many of you have other ideas which you have used in
your own Conferences, and we look forward to hearing about these in
our Workshops. ERRRS e

EXHIBIT 1 - WHAT SHALL WE PAY OUR PASTOR 1N 1975 22?%%

In this letter to the officials of the Charges we have presented a '
very simple approach to a Cost-Of-Living Guideline. The main thrust . . .
of the letter was to get each Charge to take a look at itselfj; to " .- =
evaluate its salary treatment for its lFastor for: the past eight years, .
and, hopefully, to impress on them the fact that with anything less = =
than an increase of 45.6% over this period they would have in effect -
been reducing the standard of living for their Pastor and his family.
Any recognition for meritorous service'qu;djha&eﬁFO'be;above this.




They were challenged to do at least this much for their own Minister,
and certainly to be "equitable” in their treatment of him., No doubt
there were other factors involved, such as the influence of the Cabi-
net, but,for whatever reasons,the over-all result was a Conference-~
wide increase of 7.75%. Needless to say, we were pleased with the
results.,

EXHIBLT 11 - MINLISTERIAL SALARY SUPPORY FROGRAM - WEST MICHLGAN AKEA,

The "STATEMENT OF PHILOSOFHY FOR ESTABLISHLNG RELEVANT SALARY COMFENe
SATION" was first presented to the West Michigan Conference in 1970,
having been developed by a lay committee appointed by the Kesident
Bishop for that purpose. lt was adopted as a proper formula for that
Conference, and has been updated and approved each year since,

The sug?ested salary (not to be confused with a guaranteed salary)is
based on the "Average Household Buying Power® foxr that area, with
additions and subtractions developed by the special study commltteen
1t is as follows:

1) The household effective buying power in Michigan as reported
each year in the Survey Of Buying Power, Sales Management maga-
zine, be used as the base of determining salary support.

2} The household effective buying power be reduced $2500 to corre-
late with the average cost of housing for the parsonage provided

~ by the local church.

3) A twenty-five percent (25%) increase to the base figure be added
to recognize the special training and professional responsibili-
ties of the minister.

4) The percentage increase of the Consumer Price Index be added to
the base figure to establish the most realistic up-to-date
salary figure,

5) Reduce the total salary quOO to represent car expense._ .

(Based on the above formula for Michlgan, the 1976 salary would round
off to $16,000, The average for 1975 is $12,000+ , so,while they have
not Yachieved perfectlon“ they are moving in Ethat dmrectlon.)5j15

Personally, L would feel a 11ttle more. cdmfortable using a per-caplta
income figure for the base as it would prevents ‘attacks on the basisg
of "we are employing an 1nd1vidual, not a household". This is a matter
of judging, and you are urged to adapt. that which would be most easxly
understood and accepted in your own Conference. S _

EXHIBIT 111 - SOME GULIDELINES FOR PA&lOR PARloH RELAPIONS COMMITTEE&
COMMLITTEES ON FINANCE AND' MINISTERS = TO AID IN =
NEGOTlATIRG A& FAIR SAL&RY.z NEW MEXICO CONFERENCE.'

This exhibit is another effort on the part of one Conference to reduce
to writing a "guideline to aid in negotiating an equitable salary". it
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is a philosophical approach, yet it has many subtle ideas and sugg-
estions to stimulate the reader into taking specific actions, 1t

does not give a specific formula for arrviving at a specific result,
as does Exhibits 1 & 11, but it does furnish data that may be used
to develop a formula suitable for the Charge. lt also guides the rea-
der by raising the followlng issues:

1) What factors ought to be considered?

2) What does the pastor pay out of his salary before actual

~ MWpurchasing Power! begins? ;

3) What constitutes the ability of the Church to share in meeting
pastoral salary needs? PRVESEEN

4) Other factors to consider in arriving at salary figure.

5) In addition to regular salary, what additional support might a
congregation want to provide? B R

1 like the idea of putting these points in the shape of: questions.

1t strongly provokes the thinking of the reader, suggesting that he
must come up with the answers. At the same time it 'does not leave
him to flounder around, but instead subtly supplies possible answers.
1 think it is a very cleverly conceived paper. R s R

EXHIBIT IV - REPORT OF TASK FORCE ON THE SUPPORT OF THE MINISTRY -

WESTERN NORTH CARQOLINA CONFERENCE5 ~fj

This is a follow-up report of an overall study of ‘the support of the
Ministry in the Western North Carolina Conference. Previous reports
dealt specifically with salary, travel reimbursement, pensions,: sab-
baticals, etc., and this report deals with indirect methods of achiev-
ing those things which the prior report pointed out as need S

The first part of the report deals with the uniqueness of the life of
a Minister and his family; hils and their special styles of living;
the speclal training he must have and which he must continue to get;
the special resources that should be provided for him such as coun-
seling, etc.j the unigque problems of the ltineérant Ministry itself.
‘In short, it attempts to inform and guide the parisheners in their .
personal relationships and responsibilities with their Minister.

The second part of the report deals with a "Program For Self-Improve-
ment In The Ministry"; an evaluation process being the vehicle used,
The Minlster does a self-evaluation; the Pastor-Parish Committee and
the District Superintendent continue to evaluate, but this time on'a
uniform basig. The Questionaire asks a series of questions which the

Minister must answer,eyeball to eyeball_with_piﬂ#elf}?]g_“1;54 -

After all forms have been completed, the Minister, the Pastor-Parish,
and the District Superintendent get together to. discuss the results,
After the discussion, the Minister alone answers the evaluation sect=-
ion as he considers the results and plans his personal program and

goals for the new year. (The program is optional for the Minister.)




EXHIBIT V. ~ "EXTRA" EXPENSES LNCURRED BY UNLTED METHODLST MINISTERS

The "extra" expenses peculiar to the profession are seldom thought
of by the average layman. These are very real to the Minister, and
should always be a part of the considerations when setting salary
amounts for him. { hand-out is fully self-explanatory)

EXHIBIT VI - "DO-leYOURSELF" FENSION FPLANS FOR SELF-EMFLOYED

(hand- out 1s seif explanatory) i
G,%éez«_é ﬁ%«w /gﬁ?ﬁz//é e 53/ < ) |

We have attempted to cover many phases of a problem in the matters
that we have dealt with., There is, however, one underlying theme
for all of our efforts here - to develop ideas for guidelines that
may be tailored to fit the needs of each Conference. The situations
that exist in each Conference are probably different- economically,
philosophically, and perhaps even splrltually. Let us recognlze
these differences so that we do not fall into the trap of trying to
provide uniformity where diversity exists.

We can then push toward EQUITABLE SALARIES for all,

James H. Womack




Tot Chaifmén, Fastor-Farish Relatidhéfhp:J
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WHAT SHALL WE PAY OUR PASTOR IN 1975 7777

This question is probably haunting some of you at this very time. lt has
been asked of our Commission on numerous occasions.

We, of course, cannot answer that question for you. We can furnish you

one of the guidelines most frequently used by the business world in
determining cost-of~-living salary adjustments-the Consumer Price Index, |
familiarly known as the "Costeof-Living” chart prepared by the U.S,. |
Department of Commerce. |

Using the Consumer Price lndex as a guideline for cost-of-living salary
adjustments, the effect on a base salary of $ 8,000, in 1967 would be
as shown in the following example:

: ] CONSUMER

YEAR SALARY FRICE 1NDEX
1967 $ 8,000 100, 0%
1968 8,320 104.0
1969 8,784 109.8
1970 ' 9,304 116,3
1971 9.704 121,3
1972 10,336 129,2
1973 ( 11 mos.) 11,008 137.6
1974 (Spring Est,) : 11,648 145.6

I'nis chart makes no allowance for merit increases,but simply illustrates
the adjustments necessary to hold an even standard of living, based on
1967. No firm estimates are yet available for 1975, but indiwations are
that the inflation rate will continue an upward trend.

Lf you have not already done so, we suggest that you substitute the
salary of your Minister for 1965, make the calculations as shown above,
and use the result as a guideline when you discuss 1975 salary with
your own Minister.

/e wish you well, and we hope that this data will be helpful to you in
finding the proper answer for equitable salary treatment for thg_Mlnls-
ter for whom you have responsibility, : -

Yours in Chﬁ%§t3§.5

.  ;- . p
ricy Y Fomridtfe

P

V5;mes H, Womack, Chairman
Commission On Equitable Salaries
Western North Carolina Conference




 West Michigan Area

. MiniSfefiél.Seiary.SupporfﬁPrdgfém”5fﬁ 3

Pursuant to the provisions of the Plan of Unlon for the merger of the Methodlst
Church and the Evangelical United Mrethren Church in the West Mlchlgan Area, Bishop
Dwight E. Loder appointed laymen from the six districts of the Methodist Area and
one layman from the EUB Area to sevrve on the Ministerial Support Study Commlttee.

The purpose of the study committee was to comprehensively study the matter of -
ministerial support and submit any recommendations it felt essential that would
maintain strength in the role of the ordained ministers in the West Mlchlgan
Conference of the United Methodist Church. The committee subsequently submltted

the following reports: STATEMENT OF PHILOSOPHY, page 196 of the 1969 Journal i
MINISTERIAL SALARY SUPPORT STUDY REPORT, page 193 of the 1970 Journalj SUPPLEMENTAL
MINISTERIAL SALARY SUPPORT STUDY REPORT, page 161 of the 1972 Journal “and ‘BASIC .
SALARY PLAN STUDY REPORT, page 101 of the 1973 Journal. e

The "Statement of Philosophy for Establishing Relevant Ministerial Compensatlon” o
was adopted by the 1969 Annual Conference, and became the basis for the Mlnzsterlal
Salary Support Program adopted by the 1970 Annual Conference. Three factors Were:
established as the criteria for developing salary guldellnes to be used by local
churches and the Annual Conference: G
1} The household effective buying power in Mlchlgan as reported each year'ln'the
Survey of Buying Power, Sales Management magazine, be used as the base of determln-
ing salary support. i
2) The household effective buying power be reduced $2500 to correlate Wi
average cost of housing for the parsonage provided by the local church. !
3) A twenty-five percent (25%) increase to the base figure be added’ to recognlze
the special training and professional responsibilities of the minister. =
4) The percentage increase of the Consumer Price Index be added to the base
figure to establish the most realistic up~to-date salary figure. :
5) Reduce the total salary $1000 to represent car expense.

On the basis of the above criteria the calculation for establishing the'197'
Salary Schedule is as follows: 1973 Average Household Buying Power in Michigan S
$14,678, less Housing Bemefit of $2500 equals $12,178. Add 25% Ministezrs: Bénefit:
of $3044 and 12.2% Consumers Price Index increase of $1790 for a total of $17 012
Subtract $1000 for car allowance and have left a rounded off Base Flgure of $16 000

Service Other Than Full Members on
years Full Members Charge Appointment
~-35% -25% -15% ~-15% Base +15%
1 10400 12000 13600 13600 16000 18400
2 10800 12400 14000 14000 16400 18800
3 11200 12800 14400 14400 16800 19200
4 11600 13200 14800 14800 17200 19600
5 12000 13600 15200 15200 17600 20000
6 12400 14000 15600 15600 18000 20400
7 12800 14400 16000 16000 18400 20800
8 13200 14800 16400 16400 18800 21200
9 13600 15200 16800 16800 19200 21600
10 14000 15600 17200 17200 19600 22000
11 14400 16000 17600 17600 20000 22400




" New Mexico Conference

MITTEES, COMMITTEES ON
FINANCE AND MINISTERS - - TO AID IN NEGOTIATING A FAIR SALARY

SOME GUIDELINES FOR PASTOR-PARISH RELATIONS COMMITTERS

A national study written by George Cornell, AP religion writer, indicates’
gome things that most of us know. Pastors are among the lowest paid in
comparison with their educated professional contemporaries and their pay-~
checks have lagged further behind these other compmunity dwellers. Most
pastors have indicated, that in spite of their relatively. low income,they
have a great joy in their work.

The results from a study of 19 Protestant denominations indicate further
that pastors of local churches currently are paid an average of $7,703
annhually in salary. This is about half the average earnings of an attor-
ney, accountant or personnel director, and puts the minister at the bottom
of the list economically among professionals of comparable education in
other fields, : '

Now, having said all that, it also can be said that there are a number of
dedicated lay persons in our churches who would like to help in changing
that pattern, but lack the knowledge or the tools to work out some things.

It is still the responsibility of the Pastor-Parish Relations Committee
of the local church to recommend to the ' Gmmittee on Finance a fair and
teasonable salary for the pastor. So this report is not designed to do
more than to offer to concerned Christian persons some idea of the var-
ipus items that need to be considered in the development of a fair salary
for the minister that seeks to serve them and our Lord.

I. WHAT FACTORS OUGHT TO BE.CONSIDERED?

A, FAIRNESS ‘
Lyle Schaller reports that personal income should have risen in
1974 by 6.7% and the cost of living index for the year would be
a minimum of 6 to 7% above that of last year. If "fairness"
defined to include some form of "merit" increase or reward for
superior performance an increase of perhaps eight to ten percent
is in order. Otherwise, fairness might provide an increase
equal to the average of all persons in the labor force, which
would mean an increase of six to eight percent., Fairness should
relate to the cost of living index.

B. WAGE AND PRICE GUIDELINES - _
Where these may have any application, it may bring to the surface
how much increase has been made by the congregation over the past
five years. {(Median family income for 1974 is up 84% over median
income figures for 1965.)

C. PROPORTIONS
A common gquestion would be, "What percent of the church budget
should be allocated to the comprensation for the minister?" This
is a real question that must be fairly dealt with? What happens
if the dollar receipts of the congregation have risen by only an
average of 3% per year for the past several years?

D. CHOICES?
What are the choices open to a pastor who capably serves a con-
gregation which has not been able to grant more than a 2-3%




increase annually for the past several years?
continue quietly to serve at a decllnlng salary in terms: of
comparative buying power. Should he move? Should he seek a i
part time job? Or should he encourage his spouse to find a job? '

- Should he 'simply

II. WHAT DOES THE PASTOR PAY OUT OF HIS SALARY BEFORE ACTUAL "PURCHASING

POWER"

Al

H.

BEGINS?

Social Security - as a self employed person, he pays the full

‘ percentage, without the benefit of partial involvement as is

the case in other employment many times.
3% mandatory minimum savings plan under the Annual Conference.

Proportion of Life and Hospital Insurance under the Conference
Group Plan.

Travel expense incurred in earning his- salary or serving the
congregation.

Continuing education expenses such as Pastor's School, etc.
Annual Conference expense.

Movrng expense, when moving from one appointment to another
and in effect, has to be pro-rated over the period of time

given in service for the congregation.

Books, professional journals, and other items that are es-
sential to staying abreast of the needs of persons.

These are seﬁefal of the items that must be considered before
actual 1ncome can be con51dered for purcha51ng essentials for
a family. 0o . . : S :

III. WHAT CONSTITUTES THE ABILITY OF THE CHURCH TO SHARE IN MEETING

PASTORAL SALARY NEEDS°

A,

B.

c.

e

Actual Income——thls is what 1s secured through efforts of
the ' Committee on Finance.

Prospective Income--what: ‘does the congregation do with real
concern for' tlthlng and the stewardship of
possessions? :

What is the potentlal of growth of the congregation? 1Is

this being given the care and attention that serves to meet

needs of the community and the people for whom the church

is responsible or is there too small a number of persons in-

volved in reaching out to others iwth the Good News?

What is the potential for growth in attendance? The income
factoxr is dlrectly related to the attendance at worship ser-
vice, and in other means of sharing and serving together.

What efforts are made regularly to enable persons to commit
themselves to support of the work of the Church, especially
those new members that are coming in shortly after they be-
come related to their new church home?

-2




" IV. OTHER FACTORS TO CONSIDER TN ARRIVING AT SALARY FIGU IE
A. ECONOMIC CONDITIONS OF THE AREA SERVED. =

1. Full-time pastor, as a minimum should receive a salary equal
to the median family net income of the community in which he
.Berves, ' R R

2. The minimum is keyed to the fact that typical male profess-
ional age of 25-64 years of age in fields in which 5 or more

- years of college or higher education are utilized earns more
than twice as much as the median net income of the families
of the community.

3. "Median income" is the amount which divides the income dis-
tribution into two equal groups--one having income above
that figure, and the other an equal number of income below
that figure. "Net income” for small business men and farmers
is here intended to mean gross receipts minus operative ex-
penses--for wage earners that would mean all earning before
paying taxes.

B. COMPLEXITY OF THE JOB SITUATION

l. The size of the congregation has a notable bearing on the
decision. '

2. Other complicating factors are demands on the pastor's time;
educational or other community factors which require of us
special abilities to meet needs more than normal; counseling;
vigiting, and other needs of the congregation and the com-
munity. '

V. IN ADDITION TO REGULAR SALARY, WHAT ADDITIONAL SUPPORT MIGHT A CON-
GREGATION WANT TO PROVIDE?

A, Social Security-~this would be recognized as additional income
as an allowance, but without such an allowance it comes out of
pocket and even if he received an increase in salary equal to the
increase in tax, he would have stayed even dollarwise. To indi-
cate the situation, in 1972 the tax was $675, in 1973 it was
$864 and in 1974 it is $1,056. There is an added help for the
clergy in that this type of income has some insurance benefit,
buying immediate disability and death benefit coverage.

B. Parsonage or housing allowance with utilities~~this can be com-
puted as a dollar amount that has added value in that it is re-
ported in determining the income for Social Security purposes
but does not have to be reported for income tax purposes.

C. Adequate reimbursement for business expenses, including auto-
mobile allowance, and in come instances, some form of help for
the variety of luncheon and other expenses he incurs as a part
of carrying on the work of the church beyond the local church or
as a part of it.

D. Some provision for continuing education allowance.

Negotiating the pastor's salary becomes a complex matter. It is sometimééfuﬂj
difficult also in that attempting to arrive at a fair compensation S
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" without information or "tools" can be hurtful unless those who are at~
temptlng to fairly arrive at the right and fair amount have some ex-
perience or understanding of the task.

All of us want to be fair and reasonable, Maybe this document will be
helpful in some ways to prov1de for better negotiation each year as

the time comes for budget setting and annual planning. It is submltted
in that Splrlt




Report of _
TASK FORCE on the SUPPORT of the MINISTRY

Annual Conference 1975

The Task Force on the Support ﬁf the Ministry believeé that "support"'is;far more
than salary, and a feeling of "lack of supporth may have root causes iﬁ;;féas other
than money. They believe that better support can be made available £é £ﬁ¢f£iﬁistry
by strengthening the existing support brogram in this Conference'(ngﬁ.ﬁﬁé)fand

through participation in s self-improvement program (Part Two).

Part One
FROFOSED MINISTERIAL SUPPORT PROGRAM

Demands on the ordained ministry today are complex and exhausting. * Even if a minister

is dedicated ang trained for ministry, he/she still requires rQSdﬁréés'and Supports to

renew his/her energy and maintain his/her morale at a level édéQuatgjfdr'personal

satisfaction ang effective ninistry. _
The minister lives among and works with people, but thi$ %oi§ oftéﬁ éefé one apart
and causes one to experience loneliness. The ministnggffémil&?;too, is often set
apart and heeds support to meet their Personal needsandmalnta:n_n helpful family
relationships. In a unique way, a ministerfs faﬁiiﬁiié{ihﬁélved in one's

ministry,
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I. Professional Training for the Minister

The ordained ministry, in addition to personal commitment, requiree professional
training embracing a wide range of knowledge and skills. College and seminary
education provide the basics, but the rapid pace of change today requires continuing
exposure to new insights and approaches that willreﬁebie the minister to keep abreast
of new demands. Such exposure includes upmto—date knowledge and competence in
breaching, pastoral care and counseling, church management and program planning,
calling forth angd equipping laity for their work 1n mlnlstry, and personal exploration

of intentional ministry.

Continuing education experiences; therefore are 1mportant 1ndeed essentlal. Listed
below are some continuing and new Programs whose value and 1mportance we recognize
and support. The Annual Conference must see the slgn;f;eantyplace and_value of these

programs.

A. The Board of the Ministry is plamming a School for Beglnnlng Ministers, the

first to be held in the 1975.76 c0nference year~-.We recommend that:
1) this School be held as early as practlcal 1n.fhe“conference year;
2) adequate funding be provided for this School-'

3) along with the practical aspects of the parlsh mlnlstry, beglnnlng

ministers be informed about the structure_‘programs7 and agencles

of the Conference;

4) the School emphasize intentional minise##;fﬁﬁeigfiﬁefant ministry
of the United Methodist Church, and.the:?eie;efjfhe minister's
family today; | (e

5) each beginning minister's spouse be iﬁﬁited'to participate in

the School,
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B. The Conference program of continuing education offeré a wide variety of
opportunities for personal and professional growth. These are made possible
through a Continuing Education Committee budget of $17,250, support from the
Duke Endowment, and support from the Parish Ministry Fund. Through these
services this Conference has available more funding for continuing education
for its ministers than any other conference in United Methodism. The programs
are local, national, and international ministry seminars, the North Carolina
Pastor's 8School at Duke, Minister's Week at Emory, Interpreter's House
seminars for ministers, ministers’ spouses, and lay persons, and the lectures
on Preaching. Continuing education assistance is provided in a personalized
way according to individual minister's needs. We recommend that:

1) the continuing education program be expanded and funded to enable
ministers to participate in ways appropriate to their ministry;

2) District Councils on Ministry develop more continuing education
programs at the district level and that they be adequately funded.

3) additional experiences for family envichment and guidance of

ministers®' families be offered.

II. The System of the Itlnexant Mlnlstry

Methodism, hlstorlcally, has operated w1th1n.the fraﬁewofk of a.system of itinerant
mlnlstry. We affirm our approval and support of thls system ﬁf supplying ministers
for churches and special appomntments. Wé belleve that thls system in these times
should be sufficiently flexible to be adapted to spec1a1 needs and circumstances. It
should not be weakened or abandoned, In order to assure that the itinerant system
will function at a maximum level of efflclency, we recommend that:

A. the Bishop and the Cabinet interpret the nature and importance of the

itinerant system to beginning ministers and their spouses that they may




understand and appreciate it éb a v1able.way of dééloylng ﬁlnistérs

and furnishing churches with winisterial leadershlp. We afflrm our
approval and support of the Bishop's Dialogue. w1th mlnlsters and

their spouses where opportunities for interpretation of the 1t1nerant
system are available along with other concerns of the mlnlsterlal famlly°
each Dlstrlct Superintendent give special attention to establlsh a

Supportive relationship with each ministers® family by visiting in’ the

ministers' homes and being available for sharing and counsellngo

the practice of consultation relative to appointments be utilized fully

by the Bishop and District Superlntendents; that "consultation! be defined
by the Cabinet that the Same approach to consultétion be used by all
District Superintendents, and that, as far ag practicable, spouses be
included in the consultation.

top priority be given by the Bishop to instituting a training program

fer new District Superintendents.

the Commission on Equitable Salaries be commended for their leadership in
attempting to provide financial support for the ministry., We encourage

the Commission to continue to furnish the Annual Conference with information
and guidance that will assure adequate support.

the Conference Committee on Insurance be cotimended for the Lleadership they
provide in securing adequate hospital and medical insurance for ministers
and their families: that this Committee continue to explore the feasibility
of an Anmnual Conference program of life insurance for the minister and
minister's family, with definite proposals for a 1ife insurance program to
be submitted to the 1976 session of the Annual Conference.

the Annual éonference authorize and fund the Task Force on the Support of

the Ministry to continue the study of the feasibility of instituting a

Retirement Homes Program for ministers in this Conference.,




.
H, the Annual Conference designate the Board of the Ministry toICVersee and
| implement the Policy for Sabbatical Leave for Ministers which was approved
at the 1973 session of Annual Ccnference (see‘Conference Journal, 1973,
page 382); that a cadre of retired ministers and persons in special appoint-
: Ments who could supply for ministers on leave that the appoinfmént level at
the point where one goes on sabbatical be guzranteed for a mlnlster upon

returning from such leave; that sabbatical leaves for study be encouragedn

ITY. Personal Resources

In additiqn to the same stresses that impinge on other persons in moderheeeciety,
the minister and minister's family are subjected to those pecullar to the profe551on

today. The minister's family needs resources and support to strengthen thelr 1dent1ty

as persons and undergird the stability of the family. We recommend that':
A. the Annual Conference Committee on Pastoral Care and Couneelllng develcp a
plan for making professional counselling available for mlnlsters and their

families throughout the Conference at a reasonable COSt'eandfF@?f;?he plan

be reported to the 1976 session of Annual Conference.

B. support groups be developed within each district to prov1de opportunltlee for

fellowehlp and support among mlnlstere and thelr fdmllles,.

_that where rossible

these support groups be developed along the "cluster"_c ncept

C. training for Pastor/Parlsh Relatlonu uommlttees on a contlnulng baele be

provided by the Conference wcrkare”'on Lay Llfe and Work, enlletlng such

resource persons as necessary, that spec1el attentlon be glven to the

Committee's supportlve and 1nterpret1 eirole for the mlnlster that such a
program of 1nstruct10n and guldance be funded by the Gonference to begin no
later than December 1, 1975 and contlnue at least on a biennial basis.

D. the Conference Work Area on Worship be instructed to provide each minister's

family with guidance in personal and family devotional resources; that




e
spiritual life and personal enrichment retreats be given special |

attention at the district level.

IV. Pension and Retirement Program

The The Ministers' Reserve Peﬁsion Fund, with supplements provided through the Duke
Endowment and the Cole Foundation, provides a Significanf pension and retirement
Frogram for the ministers of the Conference. The minister has the option of
.increasing his.retirement income if he desires; or in case of salary less than
average, he has the option of paying into the Fund.on that basis. We heartily

commend this program in its totality.
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Part Two
MINISTERIAL BVALUATION

A Program for Self-Improvement in the Ministry

"Meditate on these things, give yourself entirely to them, that your progress may be
manifest to all, Take heed to yourself and to your teaching, be earnest in them,
For in so doing you will save both yourself and those who hear you."

I Timothy 4: 15-16

Purpose of the Ministerial Evaluation Process:

To provide a means for continuous self~discovery, and discovery within the comminity
of the church, of one's own value and potential as a child of God; to provide a
climate of concern and support for each minister, such climate being created and
.sustained by the persons with whom one serves in the church; to demonstrate the
concern that the church (laity and clergy) bas for the minister as a person; to
provide a framework for helping openly to discover and meet the needs of eaéh minister}
to help overcome weaknesses and affirm strengths; to support personal growth and
enrichment; to provide the opportunity for on-going, honest and open dialogue in a
Supportive framework which can contribute to continuous growth for the minister,

personally and professionally.

Assumptions of the Ministerial Evaluation Prdz‘:éés*-’-‘ R

1. Personal assessment by self and others lb ordlnafllf productlve and beneficial,
leading to personal growth and enrlchment . : _ _ |

2, Continuing growth, intellectual, pefSonal, and'éﬁiri£ual, is desirable for all
persons in ministry. BEvaluation is one étep ﬁeéded for such growth.

3. Individual accountability and evaluation should be based on goals mutually
détermined by the church and the minister. The process is most beneficial when

personal and professional goals can be integrated with congregational goals.




b, Ministerial evaluation is wot to be related to saléry and/or appointment decisions.

5. & good method of performance evaluation communicates to the minister that someone
cares deeply about him/her.

5. . Performance evéluatimn is going on all the time for all ministers. This plan
gives opportugity to open up these évaluaticn to honest, mature dislogue thus
opening the way to more authentic persénhood and ministry.

Y. Evaluation will affirm strengths and identify needs. Subsequent counsel and aid
should help a person capitalize on strengths and work in areas where one needs
to grow.

8. Bvaluation should help a person noderstand bimself/herself better, be more

effective in ministry, end find ministry more fulfilling.

Objectives of Ministerial Bvaluations

1. The Minister's Objective: To clarify his/her unique personal and profeéssional

goals and how these goals relate to the church's goals.

2. Evaluation of Programs and Performance: To clarify how well the minister is

accomplishing his/her objectives and how he/she can improve in the future.

3. Coopéraﬁiﬁé Evaluationz The Mlnlster and the PastormParlsh Relations Committee

and the District. Superlntendent 1ndependently and systematlcally evaluate minister'e
performance and share together thelr perCeptlons of what is going on in the church
and in the work of the mlnlsterb. The Gonference Staff the district superintendentz
the Bishop, and those in sp601a1.app01ntments w1ll evaluate their ministry and
have thelr ministry evaluated by person/persons to whom they are accountable,
YWorking toward these obaect};ﬁvesg the Mlnlsterlal Evaluatlon Process would: reduce
conflict about roles and exﬁectations; redﬁcé ambiguity about what the minister is
and is not expected to db; evaluate performsnce based upon goals and programs and give

the minister assurance that someone cares about him/her as a person and about his/her

wWork.




Evaluation of the Minister

Pastoral Bvaluation of : , Age Date

Preséent Appointment ' Year(s) of séfVicé hefé

Year(s) in the ministry

Recommended Steps in the Processs

1. Read this entire paper before completing any pari of it.

2. Fill out one copy for yourseif, give one copy to each member of your Pastor-
Parish Relations Committee, and one to your District Superintendent to fill out.
Then each of you mail them to the District Superintendent and hé will make a
consensus tabulation of the résults.

3. When the tabulation is complete the District Superintendent will contact the
minister and the Chairperson of the Pastor—?arish Relations Committee to set a

meeting date for the discussion of the findings together.

4, After that meeting the minister will then fill out the Process Evaluatioﬁ sheet to
outline the influence of the process on the next year's work.

5. When this is done the minister may wish to discuss his/her goals with the District
Superintendent and PastormParish Relations Committee so that they can work together
to achieve their goals.

6. Keep a copy of this in your files for frequent reference and for assisting in

next year's evaluation.

Eeep in mind there are three léﬁels of evaluation ~ Category ;mportance, Degree of
Importance, and Effectiveness_of Performance. The first column asks how important you
judge the category of ministry to be. (No number can be marked more than once in this
column.) The second column asks how important you judge each task in the category
to be. The third column asks you to evaluate the minister's performeance of each task
listed. One represents a very low degree of adequacy, six represents a very high
degree of adequacy. A response of zero is provided if you have insufficient knowledge

to make a judgment.
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Importance

Degree of

Effectiveness

Insufficient
of Importance of the Basis for -
Category To You Pastor - Judgment
PASTORAL MINISTRY .evs0esvee 1 23456
Ministering to the wsick, :
dyiHSg and bereaveda.o.ouuo-o.nuoc.--noq- 123456 123456 O
Availability cevveessnonscrosnsassscnnnes 23456 123456 0
Counseling with people about
their moral and personal
rroblems; including marriage : ‘
and vocational 1iSSUES seeseesvossorecnves 23456 123456 0
Leading others to personal
commitment to Jesus as Lord v.eevesseseos 23456 123456 0
Enlisting new members s.eeieieesveevecess 123456 123456 0
Assimilating new members seecesessscessss 234356 123456 0
Assisting persons toward _
Christian m&turity LAC I BE B B B B I BB NN R B R RN N N NN 231}56 1 23456 0
Visiting in the homes of the '
COng‘egation P ST DA ST FNDED RS 1 23456 125456 0
Ministering to the aged and
shut-ins B % OF 4P DA P 0N PEe ST R EDPE RS 125“56 123456 0
Concern for PEOPLE suvssssssssssesssacenss L1 23456 123456 0
Relating to children svecsccosesccnnsanes 123456 123456 0
Relating tO youth LA NS RE N B S L B RC R AR R A A I Y ) l 23“‘56 123456 0
Relating tO adults CACIE BB BB A I I A I RO B 1231“56 123456 O
Other
PUBLIC WORSHIP MINISTRY...... 1 2 3 4 56
I.leading Pllblic Worship ssoassesPRIBEBEDEN 123456 123""56 0
Administering the sacraments
(Lord's Supper and Baptism) ..esessessees 123456 123456 0
Conducting Weddings ceevercececncescnsses 1 23456 123456 0




gl

Importance Degree of Effé'c'_:"fiir'éhéés' Insufficient
of Importance of the Basis for
Category To You Pastor - Judgment
Conducting Funerals sisvesecvssesnvessses 123456 1234 S 6 _ 0
Creative use of Liturgy eeeveeseeseeessss 1 234 56 123Lseg -0
Evidence of Sermon _ '
Preparation soceeivorveeossessnesnearanss 123456 123456 0
Grounding of sermons in
Biblical sOUrCeS sievvivvnrnensnceenieses 123456 123456 0
Sermoﬁs related to sncial
1S8UEB suveriiitrusicnaneann terrsaresnsses 123456 123456 0
Sermons related to personal
1SBUES sevvnnssssnsnanannas ceesireenianes 123456 123456 0
Delivering sermons in an
effECtiVe mannar S s st s bt L bt RN BLEESE LS 1 2 3 u 5 6 l 2 3 4 5 6 O
Relating the Bible and
theology to contemporary
1ife QI.IGI!IDQO-I'..'I'.‘.."I'll....... 123456 123456 O
mMM§ﬂp%mmlmwﬂsunu“”u;'123456Tl23456 0
Other i
NURTURING MINISTRY..... ceeees 1L 23456
Equipping lay persons for 5ffjﬁffﬂf
effective ministry ..c.covevsvevinnneanonsa 123456 Y
Encouraging the educational S
ministry of the church ..veevecisnoesvons ~123 k56 0
Guidance in prayer and the TR
inner life LR L B B R BN R B I B B I IR N R R IIIO..-._..... 23456 O
Confirmationéand membership e ”ﬂg'.:' 
training (adult)n-o-onc.ooo.oo.a----ofu;tf: 112 3 4 5 6 1 2 3 h 5 6 O
Serving as a teacher (other _ i '
than church school) seveiveissrncnanaeanss 123456 123456 o]
Helping to develop lay
educational leadershiP secveverevesrssess 123456 123456 0

Counseling with lay church
SChOOl Personnel L NN R A B RN B A SN l 2 3 4 5 6 l 2 3 h 5 6 O
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Importance Degree of Effectiveness Insufficient
of Importance ' of the Basis for
Category To You Pastor Judgment
Encouraging discussion of
biblical and theologlcal
iSsues «ivvivnnian... teeereseciisiiiiiees 123L56 123456 ' 0
Recruitment for ministry ................ 123456 123456 0

Other

ORGANIZATIONAL AND SR L,
ADMINISTRATIVE MINISTRY...... 1 2 3 # 5 6 5.  :

Working with admlnlstratlve

board, council on ministries

and other committees and I e e S

task forces rreerersceeseseiiiiiiiiiien 123456 123456 0

Managing the church office - _ ARURLT S CU )
records, correspondence, etc. sisesvenens. 172 3L§f5_6;g'

5_3'3456 0

e

Promoting and creating : N
enthusiasm for local church ' "jﬁ”wggﬁ"g“;.fi
px‘og‘ams .OI...."IO.G...l'l...'.'lI'.‘il l 23#5612 3 4 5 6 O

Supporting and promoting the _ R
benevolent program of the IR S
United Methodist ChUrch vuvuvevessossnn.. 123456 123456 0

Helping in the management

of church finances D T ..1_2 3 4ﬂ5f6:. 23456 0

(=

Enabling a "team', like the _ 8
Council on Mlnlstrles, to set Lo
goals and initiate action ......,........ 123456 123456 0

Working as a part of a staff
or team of ministers and L
laymen on-u-.---o-.--onu--.-o.o-no----ooo 123!‘}56 123456 O

Helping other team members
realize their potential
leadership ...,.... stesrrsscrciiiiisien.. 123456 123456 0

Other




Importance
of
Category

Importance
To You

- Insqf£1§ient

Effectiveness e
' - Basis for

of the
Pastor

‘SOCIAL MINISTRY - LOCAL
COMMUNITY AND THE WORLD
BEYOND

Encouraging ecumenical
cooperation

Helping to inform laymen
concerning important social
issues and the relationship
of the issues to the Christian
faith ..,.,.... Ctreresaa

* 08 g a LSRR

Participating in community life ...,.,...

Encouraging and supporting

laymen to exercise Christian
responsibility in community
life Sttt renean,

-oono--nan--o.--o--.oo

Working with groups who are
victims of social neglect
and/or injustice Tt tecte ittt it naaena..
Attempting to influence the

bolicies of organization or

institutions as well as the

church to be more concerned

with social justice LR cea

Promoting interest in and
Suppert for the gonnectional
ministry of the church ,,..,.

L A T

Other

trrrteresieaiiaiiaia,, 123 k4 56

;

|

PERSONAL AND PROFESSIONAL
DEVELOPMENT .......... seeeses L 23 4 54
—_——— e o

cheesas
|

Participating in continuing ;

education opportunities ;

(pastor's schools, universitly

Or Seminary courses, clinicel

training, etc)

Personal study habits ,...

LR N B R

.c--Olcu-olouqn.o--ot.o.t.

L234s5¢

12345¢
123456

123456

123456

123456

123456

123456

1234546

Judement

123h56 0

1234556 0
lL2345¢ o

123456 0

123456 .0

123456 0

12345¢ 0

123454 0

|
]
!
 d

123456




importance

Category

Degree of

Importance
To You

Effectiveness Insufficient

of the Basis for

Relationships with fellow
ministers ......000. eseinsreranas

Respect for the winistry

as a profession tceveecsrenvase en

Intellectual growth sveveoeneenenncnannns

Spiritual growth «vivieevaiesnoa,

Other

PERSONAL CHARACTERISTIS (In this
section several of the items ask
you to evaluate the personal

characteristics of the minister

rather than his performancel)..1 2 3 4 5 6
Flexibility -.Il..‘..".....'...l.'.“l
Personal integrity seeceeeseananse

Personal aprearance sveeseseeecssesvrannse

Responsibility in personal and

family financial affairs ..........

Awareness of strengths and

limitatiOHS LA I I N I NI O R B R N I A A N I A Y

Openness to personal growth

and change ....ciineienennssn cerraas

Placing high priority on
family responsibilities vievecan.

Competence in interpersonal

relations s...vevveien tvsaenca cens

Communicating the authenticity

Of hiS/her faith LA BRI A L N BT B A IS O N N N AN ]

Willingness to listen to’

others LR N N N N R R Y

123456

123456
123456
123456

123456

123456
123456

=
no

3456

123456

123456

123456

123456

L234s56

123456

l23456

Pastor Judgment

123456
123456
123456

123456
123456
123456

123456
123456
123456
123456
123456
123456

l23456



imporfahcéfzf'bégreé 6f1ﬁ'3 Effectiveness Insufficient

of Importance - .  of the Basis for
Category To You . Pastor _ Judgment
Punctuality TTtreeeeieeiiiiiiiiiii, 1230 5.6 .172 3 4 5'61”-2‘- 0
Self-image 12345'6 1231»-5'6 o)
Securlty l23h56 123456 4
Other | |
SIGNED

PERSONAL ASSESSMENT OF My MINISTRY;

(Po be completed by ministon only,)

I.

II.

The

How

following is my assessment of my ministry this past year:
What has happened that has been helpful or productive?
What has happened that has been harmful or counter-productive?
Iooking at last year's goals/objectives for this church:
1. Diq yéu set somé personal goals/objectives?
If so, state them:
2. Did the church(es) you serve set goals/objectives for last year?
If so, state them:
3+ What progress do you feel you and/or the church(es) made toward

the above goals/objectives?

I see myself in ministry at this time:
My long~range goals, vision, for my ministry: {Neot a specific appointment:.._ﬁ.':':.._“E

rather, what you'd like to accomplish, type of ministry you'd like, etcf)Tf

In relation to these goals, I sece myself now at this place:
To realize my goals, I may need to do these things:
My present sppointment is is not a meaningful ministryft¢ @é§

State specific reasons for your answer:




III.

11,

III.

Iv.

: ' 5:ff_i6+ﬁi fii;f-

My personal and professional development:

A,

(a)
(v)
(c)
(a)
(b)

(a)

(b)

I have participated in the folléwing continuing professional education
experiences in the past 12 months--24 months: | |
Areas of reading this year:

l. HName some books especially meaningful to you:

2. What periodicals do you read regularly?

In the future, I'd like to do the folloﬁing in continuing education:
What goalé/objectives has the church you serve set for next yéar?

What goals/objectives have you set for yourself for next year?

PROCESS EVALUATION

(To be completed by the minister after consultation with)
District Superintendent and Pastor-Parish Relations
Committee
How do I feel about what has happehed in this process?
How do I feel about our differences in my evaluation?
How do I feel about our agreements?
In what areas has my effectiveness_beén.affirmed?
What will be necessary to maintain o?.increase my degree of effectiveness
in these areas?
In what areas have I been evaluated as being less effective than I
might be? |
What action will I need to take td Bééome more effective in these areas?
What assistance and resources will i'ﬁeed to accomplish these goals which

I have established for myself (such as funds, Pastor-Parish Relations

Committee, District Superintendent, etc.).

Ak d R AERER




RECOMMENDATION:
The.Task Porce on the Support of the ﬁinistry reéommeﬁds that Part Two of this.
report be accepted on an experimental basis; that the District Superintendents
ask for volunteers among their ministers who wish to participate; that the Task

Force be given a compilation of the Process Evaluation sheets by each District

Buperintendent to be used by the Task Force in making further recommendations
to the 1976 session of the Annual Conference.
| Mrs. Fletcher Nelson, Chairperson

Robert T. Young, Secretary

Dr. Charles White

Mrs. James E, Smith

Dr. Eugene Peacock

John McWhorter

Jerry D. Murray

Carl Johnson

Donaid Haynes

Donald Ellis




WEXTRA" EXPENSES LNCURRED BY UNITED METHODIST MINISTERS

Many Methodists, perhaps most, are not aware of certain expenses
that Ministers have that are over and above those paid by the
average layman. These should be brought to the attention of

Fastor-FParish Chairmen for consideration when determining salary
amounts for Ministers.

An educated guess-timate for average amounts based on a $10,000
salary in the Western North Carolina Conference are as follows:

Social Security (self-employed portion) $ 205,
Bobks | 250,
Continuing education 250,
Clothing 200,
Moving expense (Average every 4-years) 300,
Travel (above that which is reimbursed) ?

Auto (trade-in every 3-years,instead of 7-years) 7

The above items, and amounts, may vary from Conference to
Conference, and should be adjusted accordingly.




RELATIONSHIPS OF EQUITABLE SALARIES TO OTHER CONFERENCE AGENCIES

i. The Annual Conference _ '
a. ES presents the recommended bpase salary amounts for the

coming year. ‘

b. Interprets ES operation to the Annual Conference.

"2, Council on Finance and Administration
' a. ES presents its 12-month . (Jan-Dec) bé#dget requests at
the (feb) annual hearing. : : o .
b. Interprets E8 program to CF&A , -
(i.e. What information we have available, etc.) ;

3. Cabinet _ : : : ‘
a. ES receives and processes requests for salary supplement
after the cabinet has approved each request.
b, Meets in December with cabinet to evaluate and justify
. providing ES funds for each charge requesting them.
c. Fach D.S. is responsible for coordinating and reporting
all sources of the support package for each ES charge.

4, Council of Professional Ministry and Support o
The Council serves chiefly as an arena for discussion and
coordination of all matters which pertain to the professional
ministry. Its functions are: :

a, To be aware of all plans and prograns that serve the
professional ministry of the Annual Conference.

b. To enter into dialogue with the several Boards represented
on the Council concerning projections of plans directly
affecting the professional clergy. ' '

c. To receive functions which may be assigned to it by any

. of the Boards and/or their Divisions or by the Annual

- Conference, - - . . . ' . . ' '

The Detroit Conference CPM&S includes:

Board of Ministry
Board of Pensions : T
Board of Equitable Salaries & Sustentation
Board of Moving Expense e
Board of Insurance : gﬂw%ﬁff Lloba!
Board of Endowment '

(Not all conferences have thid& structure, but these agencies

are inter-related both in service to the clergy, and

in the budgetary ways each one affects the others.)

A »} mwf/ﬁﬁ/ 5
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5+ Stewardship Section L
ES is part of the whole Conference spending picture. The
Stewardship Section needs:to know this whole spending. ... =~ oo
picture in order to be able to encourage more generous: i
giving by local church members, and more faithful support ' =
of the Conference budget by congregations. St E



GUIDELINES

I. Define Equitability

A.
B
C.
B.

See definition as. accepted by Natfional Consultation.

Relate this definition into criteria for youtr Conference,

Relate Equitability to 1976 Section 10 of General Conference legislation.

Relate definition into standards and standing rules to determine program of
Equitable Sataries for your Conference programg

I, Define Etegibility

A

B.

C.

D.

{11, Set
’ A .
B.
C.
Do
E.

To assure a minimal base sa]ary
la A Charge's inability to pay adequate for a Pastor to Tive,
What is the Stewardship Progrem developed in the Charge,
1. Every member visitation
2. What “other" resources available

a.  Distriet M1ss1oh Money

© be " Other sources = such as Foundatfons = Trusts
Local Charge and/or Pastor: respon51ble to apply
1.7 Not Superintendent's. task.-:-‘-
Urge a program of Education, = Evahge11sm§ etc. wh1ch would help Charge to

become seif—support1ng. S
1. Unless Charge works to remove 1tse1f from Cont1nu1ng Support elegibility
is questioned, i
3+ Needs to possibly link w;th another Charge.

formula for Salary Schedule : : G

Most tie to Average Conference Salary”in some way. L

‘Equitability hinges on ALL Charge salaries = Sect1on 10 of new legistation.
Tie to economy of the Conference servedq G

Make the formula understandabile, ' R

Incentive incraments need to be consxdered.-..:-

IV. Varieties of Benefits

A,

B.

c.

Keep benefits to a professional base. PR
1. Such as travel = phone =~ utilitics « advance education ~ etc,
2. Children allowances foster improper incentives.
Beyond travel, etc. = Professional growth.\, RIS
T« Need to grow in education, i
2, Time for study, '
3. Specific Conference for education
8« Such as lecture series, etc.
Hospitalization and Medical Plans :
1. These in lower income need such support more than any others.

V. Report Systens

A,

B.

Develope means to report all incomes from Church sources,
1. District Societies.
2, Trusts, etc. Personal trusts and 1ncome are not our business,

Equitable Salary Commission good clearing house,

1. Commission can réport all incomes from Church scurces.

2, Clear with Cabinet « Conference Treasurer, etc. to see all sources for
' g1ven pastor,

Repart all nceds and expenses to Annual Conference (Disc..para.‘862)




VI.

o,

Keep c]oée relations of Io;ai Charge and Commission on Equ1table Salary.
1. Need to offer help and guidanece,
2, Strengthen structure of local Church through support..

Organized For Serice

A,
B.
C.

D.
E,

Develope organizat1on to work with and support the Local Church in need,

Rave a member of the Commission on Equitable Salary in each District.

Alternative 1§ to have District Committees, the chairperson making up member=
ship of Conference Commission.

1. District Committee to work in and with Local Cbarge to support and guide

them td growth and self suppert
Make sure evety Pastdr has suﬁgort,,:
Guide ALL Pastors ihto a collegisiity of support fo? eath other.

s ' e ; i )
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THE BQUITABLE SALARTES COMMISSION AND VARIABLES IN THE
BASIC SALARY SUPPLEMRTLY

‘I. Determination for equitability of the base salary.
A. Approaches

1. Only cash paid for services rendered,
2. Packaging involving cash paid plus "variables'.

B. Pegs for base salary determination

l. Percentage of the average salary for an Annual Conference as
determined by the Board of Pensions.

2+ Cost of Living Index Guide.

3. Comparison with other similar professional =alaries in the area.

4. Conference relationship, i.e., lay, probationary, student,
full connection,

5. FEducational categories (Master of Theology, B. D., ete. ).

6. Comparison with average cash salary of the Annual Conference,

T+ Support of ordained husband-wife team, minimum and maximum,
depending on appointment.

8. Other family member employment or retirement income received
Tfrom other occupation not to be considered.

II. Variables

1. An increment amount for years of service which makes a polint in
increase.
2w 2 Payment of Social Security, recognizing complicatlons.
- 34 Reimbursement of travel expense, 0
"k Hospital and other forms of insurance, | 0 - .
5. On larger parish, increased compensation’ for more churches served. _
6. Supplement for Action Ministries from the Board of Global Ministries.
Te Family size and status (number of dependents if married).
8. Parsonage utilities,
9. Competency and efficiency (to be determined - how to measure and
by whom).

10, Continuing education and career development., (Reimbursement for
cost and/or increased annual compensation for completion).

1l. Resident and non-resident pastor and varying adjustments,

12, Reimbursement of professional expenses.

13. Utilities (anticipated local church payment for these, but con-
sidered in Commission on Equitable Salaries total compensation
vackaging ).

14, Geographical location (i.e., "high rise”, ghetto, etc.)

15. Moving expenses with consideration as to whether parsonage is
furnished or not.

16. 3% pension or savings plan or contribution.

III. Other factors

1. Local church served encouraged to increase support annvalliy.




Te

For involvement in Fquitable Salaries support, minimum member-
ship of a church may be concerned.

Development of a support system involving Pastor-Parish Rela-
tions Committee, a District Superintendent, Charge Conference
and pastor in application for funding.

Development of a job deseription clarifying the responsibility
of pastor and membership in ministry indicating expectations
of each.

Resident or non-vesident pastor (on c¢harge).

Procedures for funding from the Annual Conference from a per-
centage of the pastor's salary in each church setting basic
salaries, or requesting funds from Council on Finance and
Administration.

The development of a philosophy for equitable salaries for
function and decision.

a. ZEquitable to persons receiving salary supplements and
those whe do not receive it.

b. Giving care to maintaining the personhood of those
supported by Equitable Salaries Commission.
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SUBJECTS AND DETAILS OF INTERSST GROUP

I. WORKING DEFINITION (FREFACE)
Womack~Roberts Paper

IT. TERMINOLOGY (COMMON UNDERSTANDING OF WORDS AND/OR TERMS)
1. Eguitable
2, Basic Salary Support Plan
30 Minimum . _ .
4, Tull Time Minister R et |
5. Workload RS g
6. Professionalism R 8
7. Salary {Tutal Support )
8. Parish {Larger, Cooperative, Expanded, Yoked)
9. Mission Charge‘

III. STRUCTURAL RELATIONSHIPS OF C.E.S. s |
1. VWhat are our unigque responsibilities? - |
2+ Werking Relationship to the Cabinet
3. Who interprets Conference rules/policy and enforces them?

k. Realignment of Parishes for Ministry and Funds

5+ Committee on Missions (Beard of Global Ministries, District Committee and

Conference Committee)

6. Temporary General Aid Fund

Te CuF.A. Tor Funding

8. To General Church Structure

9. To Conference C.0.M,
10 7To Local Church Pastor-Parish Relations Committee
11. BEd8ardlof the Ministry
12. To Salary Structure for Conference Personnel?

IV, PROFESSIONALISM: ATIITUDES AND FUNCTIONS
1. Is funding addressed to who ‘the Minister is or what he does?
2. How de we deal with mediocrity and galary supplement?
3. Guidelines for Funding Husband-Wife teaums.
L, What is our relationship to student and sabbatical appointments?

V. NATIONAL CONCERNS
1. The Ramifications of Rescinding Paragraph 1260.6 of the Book of Discipline
(Pensions Responsibility of the Minister)
3. National Standard Method of Reporting Salary
3. What constitutes average salary?
%, Issues Invelved in the Parsonage System
5. Uniform Guidelines for Setting Salary Supplements



THE UNITED METHODIST CHURCH

COMMISSION ON EQUITABLE SALARILES

The word equitable is defined as that which is "characterized bf‘equity or
fairness; just and right; fair; reasconable." The word minimum is deéined as '""the
least gquantity or amount possible, assignable, or allowable; the lowést amount,
value, or degree attained or recorded." Thus, the concept of equitagle salaries is
quite different from fhat of minimum salaries, although a minimum sa}ary may need to
be established as a step toward arriving at what constitutes an equi%able salary.

An equitable salary for a minister in the United Methodist Churéh implies
remuneration commensurate with the qualificatioms of the minister an% the demands
and responsibilities required to serve a particular charge as well aé remuneration
which meets the minister's normal and reasonable living requirementsé Salary should
never be the attraction for one to enter the ministry, nor should itfbe the deterrent
to one who is called. Some charges obviously require the service of?a minister with
special talents and qualifications, and an equitable salary in such %ituations may
have little relationship to the ability of the charge to support thé; salary. HNew
or rapidly changing situations are examples of such needs. :

Establishing equitable salaries for ministers also implies thaé their salaries
should approach at least the median level received in other professions which require
comparable educational preparation and which are comparable in theié impertance to
society. This concept of equity places major responsibility for de?ermining salaries
on the local charges; yet the Commission on Equitable Salaries must%take the initia-
tive to effect policies, procedures, and incentives which will insuﬁe that each
full-time minister licensed by an Annual Conference will receive a %air and just
salary for his professional services.

The Commission on Equitable Salaries is concerned with more th?n minimum salaries.

It is as much concerned that the minister of the largest and most prestigious church

in a Conference receives an equitable salary as it is that the fulﬁrtime minister of
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a small rural charge receives a fair and reasonable %inimum salary. Too often

charges with financial resources sufficient to erectfmagnificent buildings or to
provide many special ministries to others fail to gi?e equitable salary support for
their own ministers. Such oversight is rarely delibgrate. It more often reflects

a failure on the part of the minister, the Pastor-Paﬁish Relations Cdmmittee, and

the Administrative Board to discuss objectively and 5onestly equitable salary support.

A rationale is required for equitable salary suﬁport which is sensitive both to
the minister's needs and to the total ministry of thé local church and the Conference.
Opinions about equitable salaries may differ; but thére can be no excuse for mis-
understanding, lack of trust, secrecy, or heartbreaki This will not happen if all
parties concerned considér the same questions,'honoréthe same principles, respect
the same needs, and wofk in an atmosphere of shared trust and confidence as equitable
salaries are determined.

The Commission on Equitable Salaries must assumé the responsibility for formu-
lating guidelihes for determining equitable salariesfwhich local churches can follow
in developing sound and realistic programs of'financial support for all full-time
ministers. In meeting this responsibility, the Commission must encourage and provide
information and incentives for local churches to assess each year their resources for
providing fair and reasonable salaries which will reflect such factors as the cost of
living, the financial resources of each church and i%s membership, and the significance
these members place on the role which the United Methodist Church should assume in
their communities for proclaiming the Good News, forzhelping the poor and needy, for
teaching the Word of God, for celebrating the presenée of Christ, for heéling sick
minds and bodies, and for binding together in close énd meaningful fellowship those
who are determined that THE CHURCH will be the most ﬁnflnential institution in the

world.

James H. Womack
Western North Carolina Conference

M. L. Roberté, Jr.
North Alabama Conference



SUBJECTS AND DETATLS OF IBTEREST GRCUPS

11. TERMINOLOGY ( COMMON UWDERSTANDING OF WORDS AND/OR ERMS)

1. Equitable salary is defined as that which is fair, just,
right and reasonable as to salary and support, in relation to
comparable professional and to peers in the ministry.

3. Minimum salary may be defined as a "base figure" for salary and
support as applied to ministry.

k. Full time minister: A minister whose major employment and
commitment is in his er her duly appointed responsibility
to the church.

5« Workload: The objective responsibilities and tasks inherent
or assigned in oneb particular ministry which are adequate to
challenge the ability and creativity of the minister.

Te Salary: -is that cash remuneration excluding all variables
and sdditicnal benefits which a minister receives for his
dgly appointed responsibllities.

e e e e ——ras

STRUCTURAL RELATIONSHIFS OF COMMISSION ON EQUITABLE SALARIES

I. OUR UNIQUE RESPONSIBILITIES
The 1972 Discipline, para. 892, lists:

Study needs

Set guilelines and policies, including such things as workload, educa-
tional requirements, etc, -

Present estimates of need to C.F.A. e ]

Collect and disburse funds bt

Provide an eguitable salary system to make p0531ble€to~deployment of
leadership

Implied are:

Working with Csbinet
Interpret functions of Commission to Annual Conference .

1t expands the oid idea of minimum salary to include whole areas of
ministerial support.

II. WORKING RELATISNSHIP TO:

A,

Board of Ministry ‘

i. Some are under Higher Education & Ministry, as is the Board of
Minigtry, which is under Conference Council on Ministries.

Requests go through C.0.M. to C.F.A.

2e In some conferences, the Board of Ministry classifies ministers
who are to receive salary support but there is no direct relation-
ship.

3. In one conference, the Commission is under the Parish and Community
Committee of the Board of Conference Life, which is under the
Conference Council on Ministries but there is no direct relationship
with the Board of Ministry.

4, Many have a liason relationship with the Board of Ministry.

5. The Board of Ministry should provide information to the Commi:sion
relative ©o the minister's relationship to the conference which
may affect salary support.

Cabinet and Bishop

1. Many Commissions have a Cabinet representative who is ex-officio
member of the Commission. _

2. Many Commissions have Jjoint meetings with Cabinet.

3. BSome Commissicons meet with individual District Superintendents who
are requesting salary support for thelr clergy. Others meet with
btoth the district superlntendent and those who are to receive the
aid.

L. Some Commissions help cabinets to study parishes and workloads.

5. One C,E.S. Chairmsn is on Interagency Commission on Charge Boundaries,
which must give approval that a charge is a legitimate charge before
the minister serving it can receive equitable salary funds.

6. In some conferences, individual members of the Commission go to
local churches snd help interpret the work of the Commission.

7. Sowe Commissions work with cabinets to supply emergency funds,

8. BSome negotiate with cabineis on special casess

9. The Commission should develop guidelines for the Annual Conference
which the cabinet and Commission will follow.

10, The whole matier of eguitable salaries is a conference responsiblitty

B T
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IT. {cont.) :
Pastor-Parish Relations Commitiee

c.

1.
25

Some have no relationship

Some feel that an advisory role to the Pastor—Parlsh Relations
Commission is appropriate.

Some Commissions have purchased the book, "How To Determine Salary
For Your Minister", a National Council of Churches publlcatlon, and
have mailed them %o loca PFR committees.

Suggested that Commission provide materials such as ILyle Schallex's
Parish Paper on salaries.

5. The Commission should provide materiasls for the cabinet members who

Te

work with the local FPPR Committee.

The Natiomal Consultation and/or Annual Conference Commissions might
consider developing a booklet on determining salaries which is
specifically for United Methodist Churches.

No one should remove the initiative from the local paster to
negotiate his/her own salary with the FFR Committee.

Board of Global Ministries

1,
2.
3.
L

Some conferences have cross representation.

In some conferences, there is no organic relationship.

There is a need for cooperation in evaluating needs, using resources,
and determining what constitutes a viable m1551on opportunmty.

There is a need to cooperationn defining: ‘mission church,’

"church in transition."

E. Conference Council on Ministries

1.

2.

3¢
L,

5

Some Commissions are related through the Board of Higher Educa-
tion and Ministry, whose chairperson is a member of the Conference
Couneil.

‘Some are under the Conference Council.

Some go directly to the Annual Conference.

Some go through the Conference Council on Ministries to C.E.F

Some feel that the Commission should be a member of the Conference
Council while others feel that it definitely should not be a member.

Council on Finance and Administration

1.
2e
e
L.

py

Budget requests go to CFA.

In some conferences, CFA.makes distribution of funds.

CFA should be kept informed of what the Commission is doing.
The Commisgsion should develop long-range planning with CFA so
they will know where the Commission is going programwise.
Policy and funding should be approved by the Annual Conference
before going to CFA,

III. RESPONSIBILITY TO AND RELATYONSHIP WITH:
A, General Church Structure

1l.
2e

3e

ll‘l

The 1972 Discipline, paragraph 892, requir.s each Conference to
organize a Commission o Equitable Salaries.

There is, at present, no relationship of the Commission to the
general church,.

Some feel that it should remain as it is at present. Others feel
that there should be some channel for information through some
general church offlice.

The General Conference should define terms relative to the work of
the Commission.

B. Generzl Council on Ministries
" 1. The Genersl Council on Ministries should place equitable salaries
on the agenda as a part of their training of district superintendents.
. ¥y General Conference - legislative process

1. Some feel the General Conference shouls spell out the criteria to
be used in setting equitable salaries. Others feel that the
1resent working of the Dls€lpllne provides the flexibility which
is needed.

IV, REALIGIMENT OF PARISHES

l.
2.

= W
-]

&
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The basic responsibility is with the cabinet.

The Commission on Eguitable Salaries’ can recommend and develop
guidelines to encourage realignmenti

The Commission can help through annual reporting, defining of work
load, and evaluation of charges recel {ving equitable salary funds,
The Commission can set up a graduvated scale for charges to move
towards self support.

Iocal churches want more invelvement in realignment.

Often, there are not many options.

The commitbee which works on reallgnmenu might direct hostility away
from the district superintendent.

"Ground up' reaiigrment is better than ‘top down' realignment.

We recommend that the National Consultation on Eguiteble Sazlaries be comvinued
oo a regular basis.



RECOMMENDATIORS CONCERNING STRUCTURAL RELATIONSHIPS

OF THE COMMISSION ON EQUITABLE SALARTES

Recommendation 1.,: That amnual conferences organize a Council on Professional
Minisrry. The purpose of this council is to coordinate and administer all
affairs related to the ministers, l.e. Board of Ministry, Pensions, Insurance,
Disability, Continuing Education and Equitable Salaries. The council may be
made up of the chairmen of each of the constituent agencies.

Recommendation 2.,: That the Commission on Equitable Salaries make recommenda-
tions to the Council on Ministries and the the Council on Flnance Administration
for the schedule of salaries of all ministerial employees of the annual con-
ference, i.e. conference staff, District Superintendents, campus ministers, etc.

Recommendation 3.: Paragraph 892.2, line 1 be amended to include at least one
cabinet representative on the Commission on Equitable Salaries,

Recommendation 4.: That the National Consultation on Equitable Salaries be
continued;
Function
l. To facilitate the work of the annual conference..
2. To research concerns related to equitable salaries,
3. To share findings of annual conference commissions on Equitable Salaries.
he To receive funds to finance these functious.

Torn
1. A voluntary association with no structural relationship to General
Conference,
2. A fellowship of persons responsible for Equitable Salary programs.
3+« An informational network.
4. Two quadrennial meetings:
a. dJurisdictional level for information and orientation.
be. General church level for sharing and legislative concerns.




IV. PROFESSIONAL ATTITUDFS AND FUNCTIONS

1. 1s funding addressed to who the Minister is or what he does?
Sub Group - Agreed that the minister be considered as a
professional when establishing a salary base.
The matter of work load consideration is still anm unre-
solved question. ~G. Ra Akers

2. How do we deal with mediocrity and salary supplement?

{8) We encourage the General Board of Ministries to
develop techniques of mechanism to evaluate -pastoral perfor-
mances and urge the cabinet and Board of Ministries to imple~
ment the program to the point of accountability.

(b) The Commission of Equitable Salaries require con-
tinved education or equivalancy for pastors receiving supple-
ment salaries from Commission, this being done in collabora=-
tion with Board of Ministry.

(¢) That there be a mandatory mid-career evaluation feor
each minister, by the Board of Ministry and/or Cabinet.

3. Guidelines for Husband-Wife Teams
Negative aspects or possibilities:
{a} Place one on superpuRerary
{b) Both appointed to one church at % price for each,
. Two half-time clergy in ome church now legally
impossible
{c) Pressure on appointive system seeking to appoint
two people to churches where both can serve is
almost insurmountable
Positive aspects or possibilities:
(a) Adjust system to accommodate such couples
(b} Remove stigma of voluntary location
(¢} Allow two to sexve for the price of one if couple
wighes to do this, giving % pensions to each
(d) Quit stretching point so many times or rewrite rules
which guide those making appointments
(e) Request couple to work out satisfactory priorities
for vocation and marriage
: -Betty Clymer, reporting

4. What is our relatiomship to student and sabbatical appointments?
Negative response = should stay away from this as much
asg possible.



SUBJECTS AND DETAILS OF INTEREST GRCUPS

V. NATIONAL CONCERNS

1. Ramifications of Rescinding Paragraph 1260.6 of the Book of
Discipiine: regarding Proportional Payment

a. We recommend a petition to General Conference that
#1260.6 be retained without change.

2. A National Method of Reporting Salary

a. We recommend that a petition be prepared so that #8935

be amended so that reporting of support should include
reporting as separate items:

{1} Cash salary
{2) Fringe bemefits including but not limited to:
(a) Utilities paid directly by church
(b) Health and Life Insurance Premiums
(c) Taxable pension contributions by church
(3) Business Expense including but nof limited to:
{a) Transportation expense
(b} Travel Expense
(¢) Office and equipment expense
{d) Education expense

We decided not to make any recommendations on the Definition
of Average Salary.

4. Issues Involved in the Parsonage System

a. Basic issuest (Positive)

(1) Facilitation of Appointment System
(2) Economic saving to church

{3} Facilitates first appointment of Seminary
graduates

b. Negative

(1) No provision for retirement housing

(2) Possibility of bad landlord-tenant situations
including children's pets

(3) Minister has no opportunity to become a home owner

5. Uniform Guidelines for Setting Salary Supplements

'a. We think this is not desirable. It is a local issue.




TUESDAY SEPTEMBER 23— ' P A

NﬁTIC@&p GGNSULTA’“LO\? CH r,Q.U.LTADD? ‘:.AAA‘QYF%
Septenber 23-25, i9?5 | “ e

=030 LM, Regiscration - Byron Le White o : NP
12:00. Hoon .- s IR LR
1215 P | e

&5

LWE ]

:O‘ :
. T

o

ol
=
.a

‘86 w0

Eh

L

fmﬁf
ed a8 .
L GO

WE“NESBA$§

TUNCH :
(a1l 6 crder in General Lsseroly Room

- _vielcome and Devotional by Rosident Bistop y
-Racognition of Rev. Frank Stevers MlSSOHTLJWGSt Coni‘e :
Prascantation of Basic Equitable” Salary Papar-- . T

iy Welre Hera-Wha* Wotire About” James o /Gy

BREAK: ANt e [
. Firsb workshop Segsion ° 3- R i j
‘proup©le ‘Belationships of EquLtable baﬁarlas uo Garee* ‘
Developament—Kenneth M. Lambeit : »
wGTOup 5, Salary Guidelines for Churches NOT T6061V1ng

Equltable Salary Suppiemenns-uames H, Womack® . o

~Group 3. Relationship of Salary Supplement to Mmssion K

i Charges—karo;d ¢, Knudsen ]< R T
_Group L. The Basic Salary PlamrPaurlcks?ﬁaharﬁy

" GroupB.  Salaly Guidelines for Oharges 'RECEIVING
ri

} Equlmable Salary Supplements
BREAK ‘

. ”Second'Wcrksnon Sassion
o iGroup l. Jemes Womack {,pgh,

_Group Ze 1‘I‘Iar'u:f.td Knudsen wry__i-

¥

- ~Group. 3a Pat Flaherty e
. ~Group. L, Cyril Stons e
CeGroup 5S¢ Ken. Iampert —_—

Ken Lambert
o Jamas ‘Womack
] GOFFEE HOUR

Steering Commlttes Feets

T -Qa Ep e

ce
L]

S OV
mw?w

&

OO =3 VLG
oo oE
el

4
Al

;_"} sv ga sv 6D

tn

SEPTEMBAQ 2hi- o S T
Tenoral Assembly - Devotionalfanﬂﬁﬁnndf"' e
rourﬁh'Workshop Segsion i Lo

o weroupile “Pat Flaherty
“';uﬁroup'2e Cyril Stons
+@roup;3e" Ken Lambert

ox;ef ¢n81gub wntb wherd we
see ﬁb energlng from our

Rupﬂcsencauzva of Bishops,
and Board of Gicbal Ministrigs gan
are with Eguitable S51aries as uﬂey

+

af "
LWL O
wm'

‘,Jl_!
O N o
et et ) 0
R e e

Ol
OO

.:."b “¥

SR O
=

Srg oG

T

Ty

N &$svw551ons

M, Gensral hesemoly _ “_ o CE
MQBTMKeORDEmmL e TR o
m‘u@@%;nﬁﬁﬂg
ML INFORMAL COFFREE HOUR
Stgoring Committos Meats
SEPTEMBER 25~

oy General Assembly ‘ _— : .

3, Rough formulation of Petitions to the General?coﬁferenq@jﬁ

elo BREAK PR Lo

M, Continuation of ner¢ectxng Deiltlous Rh

son BERAK FOR TGRCH ‘ U SR
v, Gensral Assorbil it Eeaaeaj rira'izzng'of ‘Petitions and “

: summsry of Congultsaiion : Tz IRt

M. Adsourmant IR : .
M.  Suesring Corrithes ma8 ous An owder Tor DIEsen~

E avion 0o whe, Genoral G & vﬂlﬂﬂte our, SeSb+OﬂS




TOPft“ Ideas for Discussion in General Sessions.

MAIL T0: Rev. James D. Archer
Flint Hill United Methodist Church
Dadeville Highway at Scott Read
Alexander City, Alabama 35010

PURPOSE- Hopefully, these ideas will stimulate discussion to the point that we can make
decisions concerning ideas which can be incorporated into Memorials for presentation to
the General Conference.

INSTRUCTION- On a sepavate sheet of paper, using the number I have assigned to the state-
ment, give full expression to your understanding or concept of the statement. I shall take
your statements and incorporate them into one. In discussing these ideaswith the Consulta-
tion, we need te be in common agreement on the presentation and ready if need be, to speak
to these ideas. '

1. IDEAS WHICH COME FROM THE TENATIVE PROGRAM:
1. Is salary supplement designed primarily for the support of ministers or charges?

2. Alternatives for strengthening ministries for charges:
-Parish Ministries

~Satellite Appointments
-Part-time minister and part-time associate appointments (the minister is serving

in both appointments at the same time)
~Other (identify)

3. Disposition of'éharges/churches that can never be self-supporting.
L. Define the term "Full-time Minister" including workload of same.

5, Across the board salary supplement suppert vs. graduated salary supplement based
on years of service.

§. Classifications of ministers who should be covered under salary supplements.
7. A standardized plan for nation-wide salary remuneration reporting.
8. Purposes and Responsibilities of the Conference Commission on Equitable Salaries.

3. Do Conference Commissions need someone at a general staff level to work with the
various Commissions on Equitable Salaries? If so, comment on the need for the following:

-Coordinator of conference programs

—Counselor to Conference Commissions

-Serve as a source of information and as a depository for existing Conference Programs
—Plan and conduct workshops for: (a) Conference Commissions (b) Pastor-Parish Commit-
ties

-Research information needed for operation of program

-Other {explain) '

T1. TOEAS WHICH COME FROM SUGGESTIONS MADE BY THE STEERING COMMITTEE AND FROM THE FIRST
CONSULTATION. ~ ‘ - : - - -

1. Bonus programs.

2. Disqualifying incomes which pronibit the receiving of salary supplements.



12,

a13.

Need for coordination with-

~Cabinet in setting new charge lines where salary supplements are required

~Board of Ministry in determining classification elgibility

-0ther Boards and Agencies‘(Committee on Missions, National Division, District
Church Extension, etc.) which supplement salary remuneration

-Other (identify}

Housing~

~Equitable percentage in arriying at total salary remuneration
-~Parsonage furnished by charge'vs. housing allowance
-Parsonage standards '

-Provisions for retirvement housing

Approval of applicants for salary supplements-
=Who?
~Hew?.

What authopity does the Commission on Equitable Salaries have in dealing with the
ineffectiyve minister who remains on salary supplements for years because of iInef-
fectiveness?

How should the Commission on Equitable Salaries deal with husband-wife teams who
qualify for salary supplement grants? '

What income sources should disqualify the minister for congideration by the Com-
mission on Equitable Salaries in meking salary supplement grants?

Shoild the Compission on Equitabie Salaries supplement the salary of a man who is
recelying & pension earaed from service in a special appointment?

Ts there a need for uniform guldelines In setting salary supplements for use in
all Conferences?

Define what constitutes an equitabie salary for
=3, loecal church
~an Annual Conference

Does the Commission on Equitable Salaries have a responsibility to supplement the
salaries of studeants? If so, '
Undepgraduate students?

~Theology- school students?

~Post-theology school students?

Should the Commission on Equitable Salaries act as a vecommendation committee for
setting the salary pemuneration of the following:
~Confepence Staff? '
«District Supewvintendents?

~Other Conference emploged personel?

ik,

15.

i15.

T71. OTHER TOPICS YOU FEEL MERITS ATTENTION (plesss Yist):

How do the following relate to equitable salaries;
-Social Security?

-Total insurance?

~Continuing Education?

Wh?t‘requirements should be placed on the local church whose minister is re-
celving a salary supplement from the CommlIssion on Equitable Salaries?

W@a? responsibility does the Commiééi@n onfééﬁitable_Salaries have to the o
minister whose salary is not supplemented by the Commission? '



RESPONSES TO QUESTIONAIRE

The following information was secured from a questionaire sent to
the chair person of the various Commissions on Equitable Salaries in
the United States. More detailed information about individual Confer-~
ence programs can be secured from the pack of Conference Programs
given the chair person of your Conference Commission at registration
on qusday.

Number of Annual Conferences in the United States: 73
Number of Annual Conferences responding to the questionaire: 40

I. PASTORAL CHARGES:

Largest number of Pastoral Charges in reporting A. C. 712
-Smallest number of Pastoral Charges in reporting A. C. 128
Average number of Pastoral Charges in reporting A. C. 409
Largest percentage of Pastoral Charges receilving salary
supplements from the Commission on Equitable Salaries

in reporting A, C. 22%
Smallest percentage of Pastoral Charges receiving salary
supplements from the Commission on Equitable Salaries in
reporting A, C. 2%
Average percentage of Pastoral Charges receiving salary
supplements from the Commission on Equitable Salaries in
reporting A. C. 12%

IT. MINIMUM SALARY SCALES:

A. FULL CONFERENCE MEMBER:

Number of Conferences in reporting category: 40

Highest minimum salary for a reporting A. C. 9,440,00
Lowest minimum salary for a reporting A. C. 5,600.00
Average minimum salary for reporting A. C. 7,668,00

B. FULL TIME PROBATIONARY MEMBER:

Number of Conferences in reporting category: 38

Highest minimum salary for a reporting A. C. 8,500.00
Lowest minimum salary for a reporting A. C. 5,200.00
Average minimum salary for reporting A. C. 7,420.00

C. ASSOCIATE MEMBER-

Number of Conferences reporting in category: 37
Highest minimum salary for a reporting A. C. 8,500.00
Lowest minimum salary for a reporting A. C. - 4,500.00

Average minimum salary for reporting A. C. 7,140.00




D. PULL TIME LAY PASTOR

Number of Conferences reporting in category: 37

Highest minimum salary for a reporting A.C, 8,300.00
Lowest minimum salary for a reporting A.C. 4,200.00
Average minimum salary for reporting A.C. 6,668.00

E. SEMINARY STUDENTS-

Number of Conferences reporting in category: 20

Highest minimum salary for a reporting A.C. 8,300.00
Lowest minimum salary for a reporting A.C. 2,333.00
Average minimum salary for reporting A.C. 6,078.00

F. UNDERGRADUATE STUDENTS-

Number of Conferences in reporting categorys 20

Highest minimum salary for a reporting A.C. 7,875.00
Lowest minimum salary for a reporting A.C. 3,600.00
Average minimum salary for reporting A.C. 5,316.00

G. MAXIMUM AMOUNT OF SUPPLEMENT TO ANY ONE CHARGE -

Number of Conferences reporting in categorys: 36

Highest amount of maximum supplement: 4,400.00
Lowest amount of maximum supplement: 750,00
Average amount of maximum supplement: 25324.00

NOTE: 21 Annual Conferences reported in the above listings. All others
with the exception of two or three, who work from a percentage standpoint,
there are no limitations as to the amount of maximum supplement.

H. INCREMENTS-

The kinds of increments given by the various Annual Conferences
reporting are so different and varied that a tabulation cannot
be adequately made. However it can be pointed out that most
Annual Conferences have some kind of increment as an addition
to the minimum salary supplement. These include increments for
years of service, multiple church charges,; family dependents,
travel, and others such as housing, insurance, utilities, etc.

ITI. ADDITIONAL SUPPLEMENTS-

Number of Commissions giving additional supplements for
New Church Situnations: 7

Number of Commissions giving additional supplements for
Larger Parishes: 8

Number of Commissions giving additional supplements for
Inner City Missions: 4

Number of Commissions giving additional supplements for
other types of ministries: 8



IV. MOST PRESSING CONCERNS OF CONFERENCE COMMISSIONS -,
(NO PRIORITY INTENDED )

Ll-Getting of D.S's. to follow the rules.
2~Getting into Action ministries,
3-We feel more guidance could be included in the Discipline as to
how equitable salary effects every church in the Conference.
4-Use of District Committees to work with C.E.S. and local charges.
5~-How to handle additional salary considerations- Social Security,
Insurance, Travel, Utilities, etc,?
6~What is Equitable?.
7-The effect of an Loguitable Salary increase on the cost of fund-
ing.pensions.
8-Giving Equitable Salary charges help and motivation in becoming
self-sustaining.
9~To make minimum salary truly ecuitable- differences in travel
and utility cost from ¢harge to charge.
10-How to evaluate needs of charges and to stimulate their inde-
pendence.
ll-Adequate support for Seminary Students {graduates) returning to
an appointment.
l12-Realigning of charges and/or parish boundaries and membership
levels, etc.
13~Getting charges whose pastors receive C.E.S. help to increase
their local giving to increase the pastors salary.
l4-An even greater increase in minimum salary scale than our present
~ program. '
15-An inducement to help charges raise their salaries, vear after
year,
16-How to implement "Equitable" salaries. Now supperting "Minimum®
salaries. Do not wish to take all autcnomy away from local
church.
17-Qur salaries are increased by about 10% each year. This barely
meets inflation. We are trying to provide parsonages for our
black ministers to enable them to live on their charges.
18-Financing our increased ecuitable salaries program.
19-The large number of students- graduate and undergraduate-~ need-
ing assistance.
20-Whether and how to move to projected Equitable Salary scale.
2l-How to be fair in light of so many variables. i.e. resident
and non-resident pastors; retired full-time and retired part-
time, married and single, number of churches, New churches
and older mission situations (rural and urban), Larger Parishes
and station churches.
22-Where is the division of our responsibility from that of the
Board of missions?
23-To raise the level of Ecuitable Salaries. ‘
24~-To get churches off Equitable Salaries that have been on for
many vears.
25-0ur group is the "Division on Minimum salary and Moving Expense'
under the Annual Conference Board of Higher Education and Minis-
try. We are recommending this year for 1976 that Minimum Salary
be listed only in our reports and that Professional expenses
‘be on a requisition basis and that all utilities be paid by
church.




26-To pay an eguitable salary for pastors--- and to have adecuate
parsonages for black churches in order for them to live on the
charge and give full-time to the ministry.

27-Developing a workable climate between the Cabinet, Mission Aid
and our Commission.

28~Increasing amount of Equitable Salary.

29-To bring all salaries to a level where Pastor can live comforte
ably and above poverty level,

30~The problem of small churches: How long do we keep them alive,
since salary needs go up and ability of local church to pay
remains the same or decreases?

3l-Interest in Basic Salary Plan

32-Implication in tenure principle in long run.

33~Equitable salaries for experlenced Black members of the Confer-
ence {(who should be above the minimum scale.)

34-Define supplement on the basis of Professionalism or Assistance.

35~Fringe benefits~ how to handle?

36-Establishment of an Equitable Salary Base for ministers that will
be commensurate with cost of living increase; and, the malnteu
nance of motivation and morals.

37~Large number of small charges that have little hope of growing
strong enough for self-support.

38-~Not making desired progress toward goals°

39-Bguitable salaries for men above minimum.

40~The tendency of charges to accept minimum salary as the norm.

41-Afflictions with "stationitis" on the part of both clergy and
charges.

42-Does the current approach encourage mediocrity?

43~Raising of salaries between minimum and highest levels.

44-Coordinating salary decisions between Mission Aid subcommittee
of Board of Missions and Commission on Equitable Salaries.

L 45-Contending with Commission on Finance and Administration on

salary decisions. *

'*5jfi46-Comparat1ve data compiled and used on salaries paid in denom-

inational Judlcatorles within Western Pennsylvania area- only

. Lutheran Church in Americs and American Lutheran Church had
‘Higher salaries in 1975; UMC salaries on par with United
Presbyterian Church.

':nf47-Formula proposed and adopted by Conference that District Super-

'f;_48-Conference has improved hospitalization, pension, minimum salary,

49~ Tables included in 1975 Conference report reflecting purchasing e
 power: in relation to cash salary show1ng impact of current 1nf1a~;f;

NOTE :

intendents' salaries be two times the minimum base rate.

o and minimum travel allowance in past two years.

“tion: upon pastors' salaries at mininmum levels. B
SO—Have included responsibility for recommending salaries for Dis=
trict Superlntendents and Conference Staff personnel although-f
salaries are’ adopted by other bodies.
51-In last two years Commission has begun granting merit 1ncreases
to pastors in minimum levels upon recommendation of Dlstrlct
Superlntendent and in situations where merit deserved but :
charge could not pch 1t up, S

The above conerns are llsted without change in most 1nstances
as chadr person gave them.3:3,;,. _ S




V. ANNUAL CONFERENCE SALARIES NOT INCLUDING SUPPLEMENTS:

A. FULL CONFERENCE MEMBERS-

Number of Conferences reporting in category 29
Highest Salary in the high range 32,965.00
Lowest salary in the high range 10,400.00
Average salary in the high range 22,458.00
Number-of Conferences reporting in category 27
Highest salary in the low range 9,600.00
Lowest salary in the low range 2,740.00
Average salary in the low range 6,199.00
Number of Conferences reportlng in category R 19
Largest number of members: in a reporting: Conference 599
Fewest number of members in ‘a  reporting: Conference ¢ 108,

Average number of members 1n reportlng A C _anrﬂj_' 289}1

B. FULL TIME PROBATIONARY MEMBERS—

Number of Conferences reportlng in category o230
Highest salary in the high range 12,200.00
Lowest salary in the high range 7,210.00
Average salary in the high range 10,045.00
Number of Conferences reporting in category 25
Highest salary in the low range $,600.00
Lowest salary in the low range 900.00
Average salary in the low range 6,775.00
Number of Conferences reporting in category -19
Largest aumber of members in a reporting Conference 67
Pewest number of members in a reporting Conference &
Average number of members in reporting Conferences 27

C. ASSOCIATE MEMBERS

Number of Conferences in reporting category 22

Highest salary in the high range 14,000.00

Lowest salary in the high range 7,500.00 . o
Average salary in the high range 10,680.00
Number of Conferences in reporting category 25
Highest salary in the low range 9,600.00
Lowest salary in the low range 756,00
Average salary in the low range 6,149.00

Number of Conferences reporting in category 18-
Largest number of members in a reporting A.C. 60
Fewest number of members in a reporting A.C. L 2
Average number of members in reporting A.C. o




D. FPULL TIME LAY PASTOR-

Number of Conferences reporting in category
Highest salary in the high range

Lowest salary in the high range

Average salary in the high range

Number of Conferences in reporting category
Highest salary in the low range

Lowest salary in the low range

Average salary in the low range

Number of Conferences in reporting category

Largest number of members in a reporting A.C.

Fewest number of members in a reporting A.C.
Average number of members in reporting A.C.

SEMINARY STUDENTS-

Number of Conferences in reporting category
Highest salary in the high range
Lowest salary in the high range
Average salary in the high range

Number of Conferences in reporting category
Highest salary in the low range

Lowest salary in the low range

Average salary in the low range

Largest number of members in a reporting A.C.

Fewest number of members in a reporting A.C.
Average number of members in reporting A.C.

F'. UNDERGRADUATE STUDENTS

Number of Conferences in reporting category
Highest salary in the high range
Lowest salary in the high range
Average salary in the high range

Number of Conferences in reporting catepory
Highest salary in the low range
Lowest salary in the low range
Average salary inthe low range

Largest number of members in. a reporting A.C.

Fewest number of members in a reporting A.C.
Average number of members in reporting A.C.

22
13,888,00
5,000.00
9,001.00

23

9,600,00
900.00

5,342.00

17
127
2
32

15

11,033,00

4,500.00
7,122.00

13
9,600.00
1,700.00
5,153.00

a7
1
15

11
9,500.,00
4,400,00
6,629.00

9
6,900.00
1,300.00
4,171.00- "

: 26_: £
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VI. THE AVERAGE ANNUAL CONFERENCE: A STATISTICAL PROFILE

Ve From the data sent in by the various Commission chair bexrsons, the
average Annual Conference might be described as follows:

1. Pastoral Charges 409
2. Number of Pastoral Charges supplemented 50
3. Percentage of Pastoral Charges supplemented 12%

4. Minimum Salary Scale-

Full Conference Members . 7,668.00
Pull Time Probationary Members 7,420.00
Associate Members 7,140.00
Full Time Lay Pastors 6,668,00
Seminary Students 6,078.00
Undergraduate Students 5,316.00
2. Maximum amount of supplement, if applicable 2,324.00

6. Increments- Yes, but of such diversity that it cannot
be averaged

7. Salary ranges (including base salary, travel expenses,
utility allowances and health insurance).

Highest Lowest Conf. Members
Full Conference Members: 22,458.00 6,199,00 289
Full Time Probationary: 10,045.00 6,775.00 27
Associate Members: 10,680.00 6,142,.00 26
Full Time Lay Pastors: 9,001.00 5,342.00 32
Seminary Students: 7,122.00 5,153.00 15
Undergraduate Students < 6,629.00 4,171.00 11

VII. STEPS NOW IN PROGRESS TO INCREASE SALARIES AT ALL LEVELS:

- Guidelines for use at both the District and local level with
Pastor-Parish Relations Committees.

- Recommendations in reports to Annual Conferences urging localﬁtf”
churches to make the minimum salary increase in excess of theu:u
cost of living. '

~'Studles concerning the present salary structure of the Annual?
Conference. i

~ Study of the Basic Salary Plan.

NOTE: 19 of the reporting Conferences are not 1nvolved;in any
program at the present to 1ncrease salarles_a al

- The above information is based on 1975 programs nowalnhus

country. Each of the Ilve Jurlsdlctlons are wel'"
1nformatlon. :




TOPICS FOR DISCUSSION

The concerns listed below are those that came from the first
Consultation or from the Steering Committee as they planned for this
Consultation. These are cuestions and statements that need to be
dealt.with sometime during our general discussions.

l. Is salary supplement designed primarily for the support of minis-
Lers or charges?

2. Alternatives for strengthening ministries for charges:
~Parish Ministries
~Satellite Appointments
~Part-time minister and part-time associate appointments (the
minister is serving in both appointments at the same time,)
~Inner City Ministries

3. Disposition of chargesfchurches that can never be self-supporting.
4. Define the term "Full-time Minister" including workload of same.

5. Across the board salary supplement support vs. graduated salary
supplement based on vears of service,

6, Classifications of ministers who should be covered under salary
supplenents.

7. A standardized plan for nation-wide reporting of salary.

8. Purposes and responsibilities of the Conference Commission on
Ecguitable Salaries.

9. The need for a glossary of terms frequently used by Conference
Commissions.

10. The need for someone at a general staff level to work with the
various Conference Commissions on Ecultable Salaries. Some pos--.
sible responsibilities might be:

-Coordinator of Conference programs.

-Counselor to Conference Commissions. e
“«Serve as a source of information and as a depository for ex1st1ng
Conference programs.

-Plan and conduct workshops for: (a)Conference Comm;ssxons, (b)
Pastor-Parish Relations Committees at thé District levelog;.
~Research information needed for the operation of the program
-Keep abreast of changing trends within the church and natlon

1l. Bonus programs as a means of incentive.

12, Disqualifying incomes which prohibit the receLVlng'oL
supplements, i




i3,

14.

15.

16,

17.

18.

1o,

200

21,

22,

23D

N o

Need for coordination with:

-Cabinet in setting new charge lines where salary supplements
are required.

-Board of the Ministry in determining classifications of
eligibility.

-Other Boards and Agencies (Committee on Missions, National
Division, District Church Extension, etc.) which supplement
salaries.

Housing:;

~Equitable percentage in arriving at total salary remuneration.
~Parsonage furnished by charge vs. housing allowance.
-Parsonage standards.

~Provisions for retirement housing. _

Approval of applicants for salary'suppiéméhfs;:'
~Who? U TR
~How?

What authority does the Commission on Equitable Salaries have in
dealing with the ineffective minister who continves to draw salary
supplements for vyears because of inéffectiveness2h;;-

How should the Commission on Eguitable Salarieékdééljwith husband-
wife teams who qualify for salary supplement grants?jg

What income sources should disqualify theImiﬁistéﬁVfbffconsider%
ation by the Commission on Eguitable Salaries: in making salary
supplement grants? T

Should the Commission on Equitable Salariés supplement the salary
of a man who is receiving a pension earned. from service in a
special appointment? e e

s there a need for uniform guid@linesfih”Sétﬁihg salary supple-
ments for use in all Conferences? R oI

Define what constitutes an equitable salary for: ' '+ .

-a local church,. R B EE TR
-an Annual Conference.

Does the Commission on Eguitable Salariethaﬁe a'résponsibility

"to supplement the salaries of students? 1if soy .

-undergraduate students?.
~Theology school students? .
~Past~theology school students?

Should the Commission on Ecuitable Salaries act as a recommendation
committee for setting the salary of the following:

~Conference Staff 2 S

-District Superintendents? o

-Other Conference employed personel?




24.

25.

26.

How does the following relate to ecuitable salaries:
-Social Security?

-Total insurance?

-Continuing education?

What reguirements should be placed on the local church whose
minister is receiving a salary supplement from the Commission
on Eguitable Salaries?

What responsibility does the Commission on Equitable Salaries
have to the minister whose salary is not supplemented by the
Commission?




