
Minutes Twentieth General Synod

TUESDAY MORNING 

9. PROPOSED PRONOUNCEMENT ON FAIR AND 
JUST COMPENSATION: THE CHURCH AS 
EMPLOYER 

Assistant Moderator Debney called on the Rev. Tom 
Clough (MASS) who presented the actions of Committee 
One. Mr. Clough stated there were no revisions made in 
the "Pronouncement on Fair and Just Compensation." 

Mr. Clough pointed out an editorial changes on Page 3, 
Column 2, Line 36, the word "not" should be inserted 
after service to read "All need to be concerned that any 
theology of sacrifice or service not be unjustly used ... " 

Mr. Clough on behalf of Committee One moved the 
adoption of the "Pronouncement on Fair and Just 
Compensation: The Church as an Employer." 

There was no discussion and the Moderator called for the 
vote. 

95-GS-64 VOTED: The Twentieth General Synod adopts 
the "Pronouncement on Fair and Just Compensation: The 
Church as Employer." 

PRONOUNCEMENT ON "FAIR AND JUST 
COMPENSATION: THE CHURCH AS EMPLOYER" 

I. SUMMARY 

Throughout its history, the Christian Church has often 
acted as employer. The Pronouncement on Fair and Just 

Compensation: the Church as Employer sets forth an 
ethical, theological and biblical basis for all settings of the 
United Church of Christ in calling and employing of 
persons for ministry in and on behalf of the church. 
Informed by a detailed study of compensation patterns 
among local churches in the United Church of Christ, this 
pronouncement lifts up concerns related to compensation of 
persons called and employed by the church within a 
framework of fairness and justice. The related plan of 
action commends specific activities for various entities and 
persons to consider in behalf of issues raised within the 
pronouncement. 

II. BACKGROUND STATEMENT 

The church, and in particular the United Church of Christ, 
has a history of witness on behalf of the fair and just 
treatment of persons in the workplaces of society. The 
United Church of Christ is itself an employer, calling and 
employing persons to labor, which benefits the life and 
mission of the church. While the church may speak to 
others of fairness and justice in the workplace, it too is 

confronted by the very same issues. 

The church runs the risk of speaking about fairness and 
justice to society while exploiting its own laborers. It will 
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be well for us who are the church to remember the words 
of Jesus Christ: "First take the log out of your own eye, 
and then you will see clearly to take the speck out of your 
neighbor's eye." (Matthew 7:5, NRSV) 

Although at first it may not be obvious, the church can be 
known as employer. The United Church of Christ, in all of 
its settings, calls and employs well over twenty thousand 
persons. When church-related institutions are included, the 
number of church-related employed persons is even 
greater. 

The local church is the largest United Church of Christ 
setting that calls and employs persons. Though this 
pronouncement speaks to all calling and employing bodies 
of the church, major research was initiated to better 
understand the state of compensation within local churches. 
The Working Group on Fair and Just Compensation asked 
the Research Office of the United Church Board for 
Homeland Ministries and the Office of the Secretary to 
engage in activity which resulted in a recently completed 
two-year research effort. 3,342 of the 6,225 local churches 
listed in the 1994 Yearbook completed and returned 
questionnaires sent out by the Office of the Secretary. This 
represents a 54 % return rate which provides a high level 
of confidence in much of the information gathered. 
Unfortunately, however, this participation rate did not 
provide sufficient data from which to generate reliable 
information regarding people of color called and employed 
by local churches. Further work needs to be done to 
address this issue and complete the work begun by this 
study. Nevertheless, the research represents the first time 
our denomination has had such an extensive data base 
related to compensation of persons called and employed by 
local churches. 

A brief summary of the completed research is attached to 
this pronouncement. Conferences can request more specific 
information in regard to their own conference and are 
urged to do so by contacting the Research Office of the 
United Church Board for Homeland Ministries. 

Early excursions into the research began to document a 
number of things. Salaries and housing allowances for 
persons called and employed by local churches can be 
correlated with size of membership, budget and average 
worship attendance. Each of these variables seem to have 
a similar effect on financial compensation and benefits. 
Regional differences, year of ordination and gender can 
also be related to variations in compensation. 

One of six pastors in the study receives compensation in 
excess of $40,000 annually. Nearly all these pastors are 
located in churches with current expense budgets greater 
than $75,000 per year.' It is worth noting that the median 
salary and housing reported for full-time pastors is $29,993 
and $29, 175 for full-time associate pastors. Attention needs 
to be paid to the 22 % who do not report annuity payments 
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for pastors and the 58 % who do not report annuity 
payments for associate pastors. 

Many of our United Church of Christ local churches have 
budgets that are more modest, and the adequacy of 
financial compensation is threatened. Approximately half 
of the local churches reporting indicate current expense 
budgets less than $60,000, making it difficult to call and 
adequately compensate full-time pastoral leadership in each 
of these local churches.2 Some have already moved to 
alternative models of staffing such as calling bi-vocational 
pastors or calling part-time pastoral leadership that is 
sometimes shared with other local churches. Other local 
churches may need to consider these and other alternatives 
for fair and just compensation of pastors to be achieved. 

The church needs to be concerned about the compensation 
of lay persons. Realizing that local churches are the major 
employer of lay persons in terms of numbers, the United 
Church of Christ is, as a whole, a predominantly part-time 
employer. While 85 % of local churches reporting had lay 
employees, only 16% of them indicated that they had one 
or more full-time employees (not including pastoral staff). 
The average salary for full-time lay employees is $22,477. 
It is $9,695 for part-time lay employees. Considerable 
attention needs to be given to these salaries and related 
financial compensation as the data suggests that the salaries 
are low and that many are not having Social Security taxes 
paid by the employer. 

The church also needs to be concerned with the continuing 
disparity of salaries provided women pastors when 
contrasted with their male counterparts. Among pastors 
working in similar situations, women ordained in the same 
era earned considerably less than men ordained in the same 
era. It was once thought that this disparity would 
disappear. It has not. While there are exceptions, the 
pattern remains and is cause for continued alarm. 

III. BIBLICAL, THEOLOGICAL AND ETHICAL 
RA TIO NALE FOR THE PROPOSED 
PRONOUNCEMENT 

The church is a community of faith responding to the 
Gospel of God's act in Jesus Christ. In the expression of 
that faith and the response to it, the church has been named 
in a variety of ways: including institution, community, 
sacrament, herald and servant. The action of the Eighteenth 
General Synod of the United Church of Christ, calling for 
a Pronouncement on Fair and Just Compensation, reminds 
us of yet another way of naming the church: the Church as 
Employer. The Church has been an employer for nearly 
twenty centuries. 

The Apostle Paul called attention to the words of Jesus that 
"the laborer deserves to be paid" (1 Timothy 5:18, Luke 
10:7, NRSV). Possibly referring to the same words of 
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Jesus, he wrote: "In the same way, the Lord commanded 
that those who proclaim the gospel should get their living 
by the gospel" (1 Corinthians 9:14, NRSV). Indeed, the 
passage from 1 Timothy indicates that competent leaders 
deserve to be well paid ( 5: 17). 

Today, persons called and employed by the church include 
pastors, educators, missionaries, musicians, administrators, 
office support staff persons, custodians and more. They 
include men and women from a variety of backgrounds, 
working full time and part time. 

This pronouncement calls for both fair and just 
compensation. 

The word "fair" has to do with the relational, with right 
relationships between or among people. In this regard, it 
is similar to the Hebrew word sedeqah, often translated 
"righteousness." If persons called and employed by the 
church are not provided with compensation that enables 
them to live as decently as others, their calling bodies and 
employers are contributing to an unfair situation. 

The word "just" has to do with what is right in relation to 
standards known in valued custom, rule, or moral law. It 
is close in meaning to the Hebrew word mishpat, often 
translated "justice." If those called and employed by the 
church are not able to secure compensation according to 
standards held in high moral regard, calling and employing 
bodies contribute to an unjust situation. 

When those called and employed by the church experience 
unreasonable disparity in compensation in consideration of 
similar employment responsibilities, education, work 
experience and abilities, persons can be treated both 
unfairly and unjustly. 

31 % of our local churches have budgets of less than 
$35,000, 62% have budgets below $75,000 and, in 
contrast, 18% have budgets of over $125,000. We need to 
pay attention to how these percentages contribute to an 
effect of driving down church salary structures over time 
and their impact on creating a large portion of the church's 
labor pool finding itself in economically vulnerable 
situations. 

Some justify low salaries with the rationale that people who 
work for the church are "servants" who have already 
committed themselves to "sacrifice," to work for other 
purposes than economic return. Many pastors and lay 
people serving in economically marginal situations are 
themselves reluctant to press for more fair and just 
compensation both out of concern for economically 
marginal situations and out of a theology of servanthood. 
These ingredients, over time, have helped to create 
compensation practices which are unfair, unjust and, at 
their worst, exploitive. 
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Historically, the employer/employee relationship has been 
an unequal relationship. The employer is usually able to set 
the terms of employment or at least control most of the 
terms of the relationship. Employment, in church as well 
as in society, should involve a mutual responsibility 
between those who employ and those who are employed. 
Calling and employing bodies need to provide an 
environment in which fair and just compensation can be 
assessed and discussed openly and honestly. Those who are 
called and employed need to accept their own responsibility 
to engage this concern as well. 

IV. STATEMENT OF CHRISTIAN CONVICTION 

Persons called and employed by the church are valued and 
play a vital role in its life and mission. The Twentieth 
General Synod of the United Church of Christ affirms the 
importance of all settings of the church behaving in a way 
that is just and fair to those who are called and employed 
by the church. 

The polity of the United Church of Christ has the 
responsibility for calling and employing persons finally 
lodged with the body directly served by those persons. 
Both governance and administration of compensation take 
place within that body, whether it is the local church or 
other units of the church. 

United Church of Christ polity is also covenantal in nature, 
fostering interdependence among units and persons for the 
good of the parts and of the whole engaged in Christian 
ministry and mission. This means that all settings of the 
church and persons called and employed by the church are 
conjoined in valuing and implementing concern for just and 
fair compensation appropriate to Christian community as 
employer. 

The General Synod, in providing a Pronouncement on Fair 
and Just Compensation: The Church as Employer, is 
calling all units and members of the United Church of 
Christ to a common commitment to fair and just 
compensation of every person called and employed by the 
church in all its settings. To that end, the Twentieth 
General Synod affirms: 

• If persons are not provided with compensation which 
enables them to live as decently as others, calling 
bodies and employers are contributing to an unfair 
situation. If persons are not provided with 
compensation according to valued moral standards, 
those who call and employ contribute to an unjust 
situation; 

• In a covenantal system, where all are concerned 
about fair and just compensation, mechanisms need to 
be found for all parties actively to join the concern. It 
is unfair if all parties to the concern do not join the 
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effort. It is unjust if the effort goes unattended. With 
that in mind: 

Persons called and employed need to accept 
responsibility for advocating that their own 
compensation be fair and just, not only for "one's 
own sake alone," but also for the sake of others who 
are called and employed, and for the sake of the 
integrity of the church as an employer; 

Calling and employing bodies need to assign 
responsibility within their structures to assess 
practices and provide advocacy and support for 
changes to take place when changes are needed in 
behalf of fair and just compensation; and 

The wider church needs to provide mechanisms 
within its structures which demonstrate advocacy and 
support for fair and just compensation of all called 
and employed by the church; 

• All need to be concerned that any theology of 
sacrifice or service not be unjustly used to coerce those 
called and employed to receive unjust salaries. It is 
unfair if some experience the burden of such pressure 
while others do not; 

• Compensation for leadership provided and services 
rendered includes more than financial income and 
housing allowances. Persons are also compensated by 
the presence of benefits such as health and dental 
insurance, pension payments (assuring financial 
compensation upon retirement) and reimbursement for 
work-related expenses. It is unjust if these go 
unattended and unfair if some are adequately provided 
these and others are not; 

It needs to be recognized that salary levels, years of 
participation, and percentage of salary used to 
calculate contributions to pensions affect income 
upon retirement. This is so because the pension 
provided by UCC Pension Boards is based on 
"defined contribution" and not "defined benefit." 
Hence, eligible persons need to be enrolled at the 
earliest possible time, persons with unfair and unjust 
salaries need to have higher salaries, and the 
percentage of salary used to calculate contribution 
needs to be at least 14 % ; 

Those who come into the UCC Pension Board 
program in later life need to be encouraged to avoid 
cashing in pensions provided by previous employers 
and using them for purposes other than pension. 
Some may need to add to the 14 % contribution 
provided by a calling and employing body so as to 
increase income from pension upon retirement, 
especially when no earlier pension source is 
available; 
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• Fair and just compensation goes beyond those issues 
that are economic in character. Persons deserve 
reasonable expectations of work in relation to time 
required for its achievement. It is unjust if full-time 
effort is expected when part-time compensation is 
offered or when the expectations of full-time work 
exceed that which is reasonably possible in the course 
of a day's work. It is unfair when some are provided 
this reasonableness and others are not; 

• Fair and just compensation is furthered when 
personnel policies bring focus to numbers of issues. 
Persons need to know to whom they are accountable 
and how evaluation will take place. Persons deserve 
clarity about vacations, holidays, leave provisions, 
grievance procedures, and other things normally 
associated with personnel polices. It is unjust if these 
issues go unattended, and it is unfair when the 
treatment of some is very different from others on 
these same matters; 

• Fair and just compensation is experienced when 
persons are readily able to connect their personal sense 
of calling and motivation to work in the church with 
work actually done and expected of them. It is unjust 
when those who call and employ do not actively value 
the need for this connection, and it is unfair when 
some experience this being valued and others do not; 

• Fair and just compensation includes the right to a 
safe working climate and workplace. It is unjust if 
these are not taken seriously by those who call and 
employ, and it is unfair if it is available to some but 
not to all. A safe climate and workplace include a 
number of things: 

Persons need to know that destructive conflict, when 
present, will be faced honestly without those called 
and employed becoming scapegoats caught in the 
cross-fire. Persons need to know that any history of 
mistreatment of staff has been acknowledged and 
worked through, lessening the likelihood that those 
called and employed will be similarly treated into the 
future. Persons need to know that the workplace will 
be free of sexual harassment. Persons need to know 
that the work environment is free of physical 
hazards, with a clean and secure workplace, and one 
free of tobacco smoke and other toxins; 

• Fair and just compensation includes support from the 
wider church and from colleagues who are similarly 
called and employed. There are times when persons 
sense they have been left to themselves without ongoing 
support from the wider church and from colleagues who 
actively and honestly value and support them and their 
ministries. It is unjust for persons to be without such 
support and unfair when these are unevenly available; 
and 

58 

• Conferences and associations have a covenantal role 
to play in developing and recommending valued 
standards for fair and just compensation, monitoring the 
implementation of these standards, and intervening in 
situations where these standards are not being met. 
National bodies have a covenantal role in providing 
advocacy and support in behalf of fair and just 
compensation. It is unjust to our covenantal polity and 
those engaged in and by it if the wider church is not 
involved in service of fair and just compensation and it 
is unfair if that involvement is unevenly valued, sought, 
offered and experienced. 

REFERENCES 

1. Of those responding to the study, 39% of churches 
reported current expense budgets of $75,000 and above. 
97% of the pastors receiving from $40,000 to $50,000 per 
year in compensation and 98 % of pastors receiving more 
than $50,000 are located in these churches. 

2. In contrast, 94 % of the pastors who receive less than 
$20,000 in annual compensation are located in churches 
with current expense under $75,000. 

10. A PROPOSAL FOR ACTION ON FAIR AND 
JUST COMPENSATION: THE CHURCH AS 
EMPLOYER 

Mr. Clough, Chair of Committee One, referred the 
delegates to Packet F and the "Proposal for Action on Fair 
and Just Compensation: The Church as Employer." Mr. 
Clough reviewed the work of the Committee noting 
additions and modifications to the original proposal and 
moved the adoption of the "Proposal for Action on Fair 
and Just Compensation: The Church as Employer." 

Moderator Debney called for discussion. 

The Rev. Matthew Schneider-Adams (NY) moved to 
amend Section C, removing lines 35 and 36 and 
substituting "to develop concrete strategies for sharing 
resources between financially rich and poor churches." 
There was a second. 

There was discussion both for and against the amendment. 
Moderator Debney asked the Synod to vote. 

95-GS-65 VOTED: The Twentieth General Synod defeats 
the amendment. 

Mr. Daniel R. Caplan (CAC) offered a friendly 
amendment to change "differently abled" to "persons with 
disabilities" wherever it appears in the document, 
specifically p. 2, line 40 and p. 3, line 19. The friendly 
amendment was accepted. 
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