
 

 

 

 

Introduction  

Scripture has clear words of instruction for us in matters pertaining to the compensation of 
church workers (I Thessalonians 5:12-13; I Timothy 5:17; Galatians 6:6). The review committee 
and the congregation should know and understand this counsel. From these passages it is 
evident that we must treat those who labor in our midst with loving care and respect. Also it is 
evident that good work deserves good pay. Therefore, the matter of merit should receive serious 
attention.   

The Administrative Services Committee (ASC) of the North Wisconsin District Board of Directors 
is pleased to share that there is now a new tool from Concordia Plan Services (CPS) to assist 
with compensation matters. The struggle the ASC has faced through the years has been to 
adequately address the many variables in determining salaries for church workers throughout 
our District. The new CPS tool factors in those variables for a congregation’s geographical area. 
It also offers a salary range of other Lutheran Church—Missouri Synod ordained and 
commissioned ministers, as well as the salaries of other Christian church workers in the area. 
The areas not addressed in the new CPS tool are addressed on pages 3 and 4 of these 
guidelines.   
 
The new CPS tool is currently only available to assist in determining salaries for ordained and 
commissioned positions, with the exception of teachers. The final section for commissioned 
teachers is being prepared and is expected to be rolled out in the fall of 2018. Until that time, 
Lutheran schools of our District should continue to use the 2019 Compensation Guidelines and 
the base salary and chart as reflected in this document to assist in determining teacher salaries. 
The new base rate below reflects the recommendation by the North Wisconsin District Board of 
Directors.   

 

 

 
 
For Ordained and Commissioned Ministers, minus teachers, please use the following link 
to access the new CPS tool:  https://tc.cbiz.com/CompToolCPS/Login.aspx. 
 
 
Standard IRS automobile mileage rate effective 1/1/18 is 54.5¢ per mile.  Please note 
these rates change yearly; please check the District website at www.nwdlcms.org for 
updates. 
  

2019 Compensation Base Rate 
$37,096 

1.7% Increase from 2018 

2019 
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I.  ORGANIZE 

 Pray often for God’s blessing on your task. 
 Appoint a special committee to study salaries and benefits for all workers in your midst.  

You will want to include members of your boards of:  education, elders, stewardship and 
other appropriate boards and committees.  Your pastor(s) and principal might also be 
advisory members of this committee. 

 Use the CPS Tool to assist in determining the salary of your called worker(s). It takes into 
account the variables unique to each geographical area. 

 

 
II.  STUDY 
Consider the following: 

 The purpose and mission of your congregation (association) and its ministries including 
the Christian day school where one exists. 

 A careful and honest evaluation of present salaries and benefits offered to your workers.  
 A comprehensive study of job descriptions, responsibilities, expectations and division of 

tasks among staff persons. 
 A review of your congregation’s (association’s) financial resources, funding patterns and 

capabilities. 
 A study of alternative funding sources including tuition, third source funding, establishing 

a foundation to benefit the educational program, fraternal agencies and other 
opportunities which may be unique to your congregation and community. 

 A study of the salary and benefit suggestions of the North Wisconsin District. 
 
 
III.  ACT 

 Establish a plan for implementing the salary and benefit suggestions of the North 
Wisconsin District. 

 Install a plan that will effectively seek to meet the guidelines over a period of time should 
there be a discrepancy between current church worker's salary and guidelines (for 
example 85% of goal in the first year, 92% in the second year and 100% in the third 
year). 

 Share the specifics of their personal salary and benefit packages with each of your 
worker(s): salary, Concordia Plans, other benefits.  A sample form is included at the end 
of this document. 

 Continue to pray for God’s blessings on the pastoral, educational and outreach ministries 
to congregation (association) and community. 

 
 

 

 

 
 
 

Questions concerning these guidelines can be submitted to Rev. William Plautz, Chair, 
Administrative Services Committee at 715-226-0324 or email at rev_81_@hotmail.com. 

 
  

Suggestions for Implementation & General Information 
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Following are issues not addressed in the new CPS tool 
 
Retreats and Sabbaticals   
While this section is included in the CPS material, it is presented here to make the district congregations 
aware that the North Wisconsin District has developed Sabbatical Guidelines, approved by the Board of 
Directors, to help congregations as they seek to care for the well-being of their church workers.  You may 
access the Sabbatical Guidelines at the district website at www.nwdlcms.org. 
 
Vacation based on years of service  

 
1-3 years: 14 days 
4-10 years: 21 days  
11-25 years: 28 days 
25+ years: 35 days 

 
Personal Days 
The congregation should have a policy to determine personal days for full-time workers.  A suggested 
benefit is:  one year of LCMS service, one per year; two years’ service, two days; three years, three days 
up to five days per calendar or school year. 
 
Home Equity Support   
In prior years, the NWD encouraged congregations to provide a Home Equity Plan (HEP) when a home 
was provided for the worker.  However, significant changes in the federal law now make this illegal and 
all congregations had to stop this practice as of December 31, 2004.  Previously deferred HEP funds (on 
or before December 31, 2004) and earnings on these funds are unaffected.  The congregation can still 
provide to the worker additional annual compensation which the worker can deposit in a tax-sheltered 
annuity, a traditional IRA, or a Roth IRA.  Another option would be for the congregation to increase the 
salary of the worker by an amount equal to the former home equity contribution.  
 
Preschool Directors, Teachers, Aides, and Childcare Workers 
The work of these individuals is significant in the congregations they serve.  The following are 
suggestions for determining their equitable salary.  Clear policies need to be in place for determining 
those salaries and benefits.  Salary determination should not be perceived as subjective or arbitrary.  
 
Steps:  

1. Determine Base Salary  
2. Determine multiplier from guidelines that reflects position and years of experience.  
3. Determine percentage of the full-time week a worker is expected to provide.  Example:  five half 

days would result in a .5 factor.  
4. Find the worker’s salary by multiplying that factor times the salary determined in Step 2.   
5. Teacher aides’ salary can be determined in the same manner as in steps 2-4 and multiplying that 

by a factor that would reflect less responsibility.  For example:  .5 or .75 for an aide with teaching 
or additional duties.  

6. For directors consider using the principal column to determine salary.  If the director teaches half-
time with administrative duties half-time, consider determining half of appropriate teacher salary 
and half appropriate administrator salary and combining them.  

 
Following are Special Circumstances Budget Items  
 
Vacancy Coverage 
A position becomes vacant when the worker leaves, resigns, or becomes incapacitated.  Please check 
with Concordia Plan Services as to when and under what circumstances an enrolled worker becomes 
eligible for disability payments and unable to assume their duties.  
It is recommended that the salary of the person filling the vacancy be determined according to your 
current policies and guidelines.  Simply, what would that individual’s salary be if he or she would be 
called or contracted to the vacated position?  



 

 
The vacancy workers assume agreed upon duties of the vacated position.  When will the vacancy begin 
and when will it end?  Having something in writing concerning duties, beginning and ending dates, and 
compensation is highly recommended.  If the vacancy worker is assuming 100% of the vacant position’s 
duties, he or she should be compensated 100%; if 50% then compensated 50%.  Mileage should be paid 
according to your policies for the vacant position.  Vacancy compensation excludes Concordia Plan 
Services benefits.  
 
Guest Preacher Fee  
Provide prompt payment for this service.    

One service: $143 plus IRS mileage  
Two services and a Bible class: $230 plus IRS mileage 

 
 

 



 

WORKSHEET FOR COMPUTING COMPENSATION AND EXPENSES 
FOR PROFESSIONAL CHURCH WORKERS 

 
________________________________________ 

WORKERS NAME 
       

A.  BASE SALARY 
 Basic Cash Salary                                                                    

 $_______________________________ 
 Housing/Parsonage Allowance                                             

 $_______________________________  
 Fair Market Rental Value of Parsonage                              

 $_______________________________ 
TOTAL                                                                                    $_______________________________ 
 
B.  ADJUSTMENTS 
10-Month Contract (Teacher Only)                                    

 $_______________________________ 
 FICA-Social Security                                                               

 $_______________________________ 
 Related Life Experience                                                          

 $_______________________________ 
 TOTAL                                                                                         

 $_______________________________ 
 
C.  NON-SALARY BENEFITS 
 Concordia Plan Services                                                        

 $_______________________________ 
 Tax Sheltered Annuity or IRA                                                

 $_______________________________ 
 Home Equity Support                                                              

 $_______________________________ 
 TOTAL                                                                                         

 $_______________________________ 
 
D.  CHURCH BUSINESS EXPENSES 
 Automobile                                                                                 

 $_______________________________ 
 Books, Periodicals, Continuing Education                         

 $_______________________________ 
 Conventions & Conferences                                                 

 $_______________________________ 
 
 
 
 
 
 
 
IRS Housing Declaration @ % of _______________________ as determined by congregation. 

 


