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THE UNITED CHURCH OF CANADA
SHINING WATERS REGIONAL COUNCIL

Minutes of a meeting of the
Pastoral Relations Commission
Tuesday, May 27, 2025

The Pastoral Relations Commission of Shining Waters Regional Council met on Tuesday,
May 27, 2025 by Zoom video conference. The meeting began at 9:00 a.m.

Present: Lawrence Nyarko (ordered); Eun-Joo Park (Staff); Lorraine Diaz (ordered);
Richard Gardner (ordered), Barbara Hendren (lay); William Haughton (ordered); Sung-
Ran Kim (ordered); Beth Moore (lay); and Robin Pilkey (lay) Rob Smith (staff), Andrea
Allan (staff)

Regrets: Deirdre Lawrence

Welcome, constituting the meeting and prayer

Lawrence Nyarko, chair, declared there was a quorum and called the meeting to order.
Lawrence welcomed everyone and invited a brief time of check in with those present. He
then acknowledged the Indigenous territory that they found themselves on and led with an
opening prayer.

Agenda

Eun-Joo Park requested that she be added as a liaison appointment to Beach Pastoral
Charge.

MOTION by Barbara Hendren / Beth Moore SW PRC 2025-05-27-01
that the agenda consisting of items that had been circulated to the commission in
advance of this meeting be approved.

MOTION CARRIED
Minutes
MOTION by Lorraine Diaz / Richard Gardner SW PRC 2025-05-27-02

that the minutes of the April 29, 2025, meeting of the commission be approved.

MOTION CARRIED
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Omnibus Motion

MOTION by Beth Moore / Barbara Hendren SW PRC 2025-05-27-03
that the Pastoral Relations Commission take the following actions:

a) Request for Change in Relationship

.. in accordance with The Manual 1.3.1.4(b) accepts the request for a change in
pastoral relations of Charles Arasaratnam, ordained minister at McKellar
Dunchurch Pastoral Charge (McKellar) effective June 30, 2025 and gives thanks
for his ministry.

.. in accordance with The Manual 1.3.1.4(b) accepts the request for a change in
pastoral relations of Morgan Bell, ordained minister at St. Andrew’s Pastoral

Charge (Toronto) effective July 13, 2025 and gives thanks for his ministry.

b) Appointments

... concurs with the request of St. Paul’s Pastoral Charge (Brampton), and re-
appoints Constance denBok, retired ordained minister, from July 1, 2025 to June
30, 2026, part-time based on 30 hours per week, with the following terms for
category F and Cost of Living Group Assignment 5: Salary $82978 (pro-rated
$62,233.50) per annum, salary in addition to the minimum 20% per annum or
$16,595.60 (pro-rated $12,446.70), for a total salary of $99,573.60 (pro-rated
$74,680.20) per annum, basic telephone $800 per annum, Continuing Education
and Learning Amount $1689 (pro-rated $1,266.75) per annum, and all other terms
according to The Manual 1.2, and that in accordance with The Manual 1.1.9 this re-
appointment does not require an act of covenant.

.. concurs with the request of Asbury and West Pastoral Charge (Toronto),
and re-appoints Ariel Saigan, ordained minister, from July 1, 2025 to April 30,
2026, part-time based on 24 hours per week, with the following terms for category
A and Cost of Living Group Assignment 5: Salary $73,098 (pro-rated $43,858.8)
per annum, basic telephone $800 per annum, Continuing Education and Learning
Amount $1689 (pro-rated $1,013.40) per annum, and all other terms according to
The Manual 1.2, and that in accordance with The Manual 1.1.9 this re-appointment
does not require an act of covenant.

c) Voluntary Associate Minister Relationship

... concurs with the request of Mt. Albert Pastoral Charge (Mt. Albert) and
Elizabeth Cunningham, to enter a Voluntary Associate Minister relationship,
beginning May 27, 2025.
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d) Licence to Administer Sacraments

... concurs with the request of Deer Park Pastoral Charge (Toronto) and

grants sacramental privileges in accordance with of The Manual 1.2.4.1(a) and
1.2.4.2, to Kevin Parks (Candidate for Ministry), during his time of appointment
at Deer Park Pastoral Charge (Toronto).

MOTION CARRIED

Recommendations from the Licensed Lay Worship Leaders (LLWL) Committee

Rob Smith reported on the ongoing work of the Licensed Lay Worship Leader (LLWL)
Committee. Two individuals were re-interviewed and approved for relicensing for another
three years. The committee has been functioning well and is actively working to strengthen
relationships with Canadian Shield Regional Council, with plans for a joint Zoom check-
in in the fall.

The committee is undergoing a transition in leadership. Lisa Pfau will step down as chair,
and members Pat Edmonds and Jeanette Schieck will also conclude their terms. Glenn
Greenwood has returned to the committee after a year away and will be assuming the role
of chair. A farewell lunch for outgoing members is planned for June at Hope United in
Toronto. Looking ahead, the committee anticipates a busy year, with approximately ten
individuals up for relicensing.

When asked if there was an LLWL manual, Rob confirmed that there is a national LLWL
Handbook available online as a resource. Please see the following link:
(https://www.united-church.ca/sites/default/files/handbook _licensed-lay-worship-

leaders.pdf).

Rob also noted that LLWLs are interviewed and relicensed every three years. He added
that there are no requirements around retirement, though some may choose to step back
voluntarily.

In cases of conflict between LLWLs and ministry personnel, Rob confirmed that he would
act as the initial point of contact and mediator. Additional information about LLWLs is
also available on the Shining Waters website. Please see the following link:
https://shiningwatersregionalcouncil.ca/pastoral-relations/licensed-lay-worship-leaders/

The following recommendations were made by the LLWL Committee at their meeting that
was held on May 15, 2025:

MOTION by Richard Gardner / Lorraine Diaz SW PRC 2025-05-27-04
that the Pastoral Relations Commission take the following actions:


https://www.united-church.ca/sites/default/files/handbook_licensed-lay-worship-leaders.pdf
https://www.united-church.ca/sites/default/files/handbook_licensed-lay-worship-leaders.pdf
https://shiningwatersregionalcouncil.ca/pastoral-relations/licensed-lay-worship-leaders/
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...concurs with the recommendation of the Licensed Lay Worship Leader
Committee, and approves Patricia Edmonds to be reconfirmed as a Licensed
Lay Worship Leader within the bounds of Shining Waters Regional Council for
a three-year period.

...concurs with the recommendation of the Licensed Lay Worship Leader
Committee, and approves Christine LeBlanc to be reconfirmed as a Licensed
Lay Worship Leader within the bounds of Shining Waters Regional Council for
a three-year period.

MOTION CARRIED

Report from Staff

Staff reported in on work they are doing:

a) Liaisons

The following liaisons were appointed by staft:

Islay Scott was appointed to St. Paul’s Pastoral Charge (Midland)

Eun-Joo Park was appointed to Beach Pastoral Charge (Toronto)

b) Pastoral Charge Supervisors

There were no pastoral charge supervisors appointed by staff.

¢) Flourish Update - No Report

d) Andrea and Todd’s Tab

Andrea Allan reported on two successful gatherings that she and retiring Pastoral Relations
Minister Todd McDonald held with ministry personnel in Orillia and Aurora. A more
detailed report will follow after further reflection and consultation with Todd. Eun-Joo
noted that Todd and Mastard Sakala also held two more gatherings which will be reported
at a future meeting.

Equity Project Goal and Plan Rubric Update APPENDIX A

The Equity Project subcommittee presented the final version of the Negotiation Handbook,
marking the completion of its work. William Haughton led the presentation, highlighting
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that the handbook was developed to address inequities in compensation negotiations,
particularly affecting ministry personnel new to the United Church or from different
cultural backgrounds. The team identified that lack of awareness around compensation
negotiations was a significant equity issue, and set out to provide clear, accessible guidance
to level the playing field. The handbook was adapted from a 2016 United Church resource
and enhanced with deeper explanation, appendices, and personal experience. Feedback
from regional colleagues helped refine the document and ensure policy accuracy.

Robin Pilkey noted that she, Will, and Liz Mackenzie, (who was no longer on the
committee) had worked on the Equity project for over four years, with this handbook
serving as their final deliverable.

Eun-Joo reported that she had asked Peter Hartmans, Executive Minister for SWRC, about
the executive’s perspective on the importance of equity work and the future of the Equity
Task Group. Peter will bring this question to the Executive at their next meeting, and all
Commissions will be asked to review and coordinate their equity efforts as part of a shared
phase two.

MOTION by William Haughton / Robin Pilkey SW PRC 2025-05-27-05
That the Pastoral Relations Commission accept the Negotiation Handbook as
presented by the Equity Task Group; and

That the current Equity Task Group subcommittee be disbanded, and the phase
one of its work concluded as of the close of the May 27, 2025 meeting of the
Commission, with gratitude for their hard work.

MOTION CARRIED

Next Meeting

The next meeting of the Pastoral Relations Commission will be held by Zoom video
conference on Tuesday, June 24, 2025, at 9:00 a.m.

End of Meeting

There being no further business, Richard Gardner closed the meeting with a prayer.

Lawrence Nyarko Donna Rutz
Chair Note taker

APPENDIX A — Negotiation Handbook — June 2025 (attached as a PDF)
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Shining Waters Regional Council acknowledges the Compensation Workbook for Ministry Personnel
(Toronto: The United Church of Canada, 2016) as a primary source for this document. This
Compensation Workbook was itself produced in collaboration with the Ministers and Missionaries
Benefits Board (MMBB.org) in the development of this material.


http://mmbb.org/

Contents

=) Lol T OO P PP UPPTOPPPOTRUPPRTOPPROt 4
INEFOAUCTION. ...t ettt ettt e e ettt e st e e e ab e e s bt e e s bt e e sabeeesaneeesanes 6
The United Church of Canada Compensation POIICY ......c.ccocveeereieiieeccieic e 8
StEPS IN NEBOIAtING ..o, 9
J AN o XY Yo [T <INt 16
Clergy Residence DeUCLION .....cceiiiiiiiiiieiiiiiees ettt e s et e e s sire e e s s ibae e e s saees 16
UNderstanding PaYrOll ....coooocuviveiiieiieeeeteeee e ee e e e e e s bra e e e e e e eeanes 17
Approaching Negotiations with the Right Frame of Mind ........cccccoviiiiiinniiiiiiiiiieens 18
Tips for Constructive NEBOtIatioNS.......ccccvvriiiiee et e e eesarrree e e e e e e e eenanes 19
Annual Performance and Compensation REVIEW .........ccovcuviiiiiiiiieeiniiieeeeniieeeesieeee s 19
Worksheet #1: Reflection—new ministry opportunity .......cccccceeeeeeeiiciinveeeeeeeeeeeinneneen, 21
Worksheet #2: Research—financial Needs ..........cccceveeiiiiiiiiieiecceeee s 22

Worksheet #3: Research—Ilocal ministry unit & community .......cccoecveeeiniiiieeiniiienennns 25




Preface

In Philippians 4:10-18, Paul offers gratitude for the financial support he has received from the
congregation, given out of its concern for his well-being. “I have received everything,” he writes,
“and I abound in fullness, having received from Epaphroditus the gifts you sent . . . a sacrifice
acceptable to God.” The financial support Paul received from the Philippians was about their faith
and God’s work through Paul’s ministry.

The United Church of Canada has long believed that the fair compensation of ministry personnel is
necessitated both by economic reality and also a fulsome understanding of Christian theology. Almost
fifty years ago, the General Council’s creation of a “Commission on Salaries” showed that “the
system by which salaries are paid to the Order of Ministry [is] a matter of great importance not only
economically but, even more, theologically. A salary system in the church . . . is a theological

statement . . . in a vocabulary that everyone understands, the vocabulary of money.”!

In May 2019, Shining Waters Regional Council passed the following Equity Policy: “Striving to be
faithful followers of Jesus in our time and place, Shining Waters Regional Council will continue to
remove physical and other barriers to full participation and leadership in the life and work of the
Region and society, committing itself to be open to the Spirit. Resisting all forms of oppression, we
welcome and celebrate people of all abilities, any sexual orientation and gender identity, racialized

persons, and all others who are marginalized, in the life and work of the Region.”

Each Commission within Shining Waters was asked to consider how it would embody this policy
statement. The Pastoral Relations Commission (PRC) decided to commission a study that would
provide information about experiences of equity, or lack thereof, in the region’s pastoral relations

system. Having issued a call for proposals, a researcher was engaged to conduct the Pastoral Relations

! “Commission on Salaries,” Record of Proceedings (United Church of Canada, 1980), 456, as quoted in Paul Stott,
“Paying the Pastor: A Critical Analysis of the Development of Salary Policy in The United Church of Canada,”
unpublished paper 17 April 2007, 1. Several of the United Church’s sister denominations also have helpful documents
relating to the compensation of ministers including, Maine Conference of The United Church of Christ, “Compensation
Guidelines for Pastors Foundation Document,” 2024 https://www.maineucc.org/wp-
content/uploads/2023/11/Compensation-Guidelines-2024.pdf, and Southwest Conference of The United Church of
Christ, “Compensation Guidelines for Authorized Minister,” 2016,
https://staticl.squarespace.com/static/552a993ce4b0c842cdb585ad/t/Sc8bfc8b4785d3f6dc660bS5/1552678027815/2017
+revised+Clergy+Compensation+Guidelines.pdf .
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Commission Equity Goal Research Project, Spring 2021.% The goal of this project was to assess the
impact of our current policies and practices in order to determine if they were placing unfair barriers
to equity in front of certain individuals or groups. The subsequent report made fifty recommendations,
four of which focused on supporting ministry personnel in negotiating terms of call or appointment
with communities of faith. This resource is a response to these four recommendations. It is our hope
that this Guide will help equip all ministry personnel in The United Church of Canada with the
knowledge and understanding they need to achieve equitable compensation when called to serve

within Shining Waters Regional Council.

2 https://shiningwatersregionalcouncil.ca/wp-content/uploads/202 1/06/Equity-Goal-Research-Project-Final-Report.pdf
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Introduction

Within The United Church of Canada, Ministry Personnel must come to an agreement about
their compensation with the Communities of Faith that they will serve, subject to the Minimum
Salary and Reimbursements for Ministry Personnel® as well as the policies detailed in The
Manual * Also critical for understanding the Minimum Salary requirements as well as
compensation within the United Church more broadly is the Cost of Living Group Assignments,

which indicate in which cost of living group each community of faith across Canada is located.’

Many ministers, especially if they are new to paid-accountable ministry in the United Church,
are not aware that they will need to come to an agreement about their compensation with the
communities of faith that they have been asked to serve. More yet are uncomfortable with the
prospect of entering into a negotiation with a church over money. However, it is a critically
important that such conversations be undertaken—with prayer, openness, and a spirit of
goodwill—in order to begin a new ministry on solid footing. Where possible, a sustainable
alignment needs to be found between a community of faith—what work it will expect from a
minister and what is financially feasible for it—and its prospective minister, including what the
minister considers needed and what is fair, given a variety of factors, including skills, experience,
and education. Many ministers are uncomfortable negotiating their terms of employment, for a
variety of different reasons. However, you and your pastoral relationship will be better off in the
long run if you take the step of faith in advocating for your needs in what you might almost
consider your first pastoral conversation within your new community of faith. As the prophet
Isaiah (52:7) wrote, “How beautiful upon the mountains are the feet of the one who brings good
news, who proclaims peace, who brings good tidings, who proclaims salvation, who says to
God’s people, “Your God reigns!”” Your faithful ministry will be a blessing to the people you

serve. It is good and right that you be compensated fairly.

While it is possible to re-negotiate compensation, hours, and duties required with one’s

3 https://united-church.ca/leadership/church-administration/compensation-and-benefits /ministers-salary-
schedule-and-cost-living-groups#downloads

4 https://united-church.ca/sites/default/files/2024-01/the-manual-2024.pdf

5 See note 1, above.
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community of faith after a ministry tenure has begun, it is much better and easier for all involved
that a productive conversation be had and a suitable, sustainable agreement is made when a call
or appointment is initiated. It is for the aid of ministry personnel in getting their new ministries
“off on the right foot” that A Guide to Compensation and Negotiation for Ministry Personnel

within Shining Waters Regional Council has been prepared.

How to Use This Guide

This guide suggests a step-by-step process for negotiating compensation with a community of
faith, beginning from the time when you are offered a call or appointment and you agree that you
feel called to this ministry. What follows are a series of appendices. These are helpful resources
that have been retained from the predecessor to this Guide, the Compensation Workbook for
Ministry Personnel. It is recommended that you familiarize yourself with these appendices and
that you make free use of whichever resources will be helpful to you in negotiating compensation
and considering how your compensation will affect different areas of your life, such as your
household finances and your yearly income tax return. In the footnotes in this Guide are provided
a number of internet addresses so that you might look up the original documents that are being
referred to. Realizing that web addresses are updated periodically, likely more often than this
resource will be, you are encouraged to visit www.united-church.ca and
www.shiningwatersregionalcouncil.ca if need be, in order to find the up-to-date version of the

relevant documents.
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The United Church of Canada’s
Compensation Policy

The United Church of Canada’s compensation policy is outlined in The Manual as follows:
1.2.1 Remuneration and Reimbursements for Ministry Personnel
1.2.1.1 Policy
The community of faith is responsible for
a) paying adequate remuneration to all ministry personnel called or appointed to it; and
b) reviewing the remuneration annually. The community of faith is also responsible
for ensuring salary is paid at least monthly through the pastoral charge payroll service.
1.2.1.2 Amount of Remuneration
The amount of the remuneration must be based on
a) the service required from the ministry personnel;
b) the circumstances of the community of faith; and
c) the cost of living in the area.
It must also meet the minimum requirements set by the General Council for that year.
1.2.1.3 Manse and Base Salary, or Comprehensive Salary
The community of faith must provide the ministry personnel with either
a) a manse and base salary; or

b) a comprehensive salary.
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Steps in Negotiating

Step One: Agree to Enter into a Good-Faith Negotiation on the Terms of Call or Terms of
Appointment

The first step in your negotiation process, easy to overlook, is your agreement to enter into a
negotiation. In The United Church of Canada, after you have applied for a vacancy and gone through
a selection process, if you are successful in your application, the search team will offer you the call
or appointment on behalf of the community of faith. Prior to negotiating, you will have to agree that
you feel called to that ministry. In a similar way, the community of faith is agreeing that it feels led
to offer the call or appointment before it will negotiate. These commitments remain conditional on a
variety of factors, including successful agreement on the Terms of Call or Terms of Appointment as
well as the subsequent approval of the Congregation or Governing Body. However, it is important in
our understanding of vocation and calling that there is an agreement between ministry personnel and
search team that both parties—minister and congregation—feel called to come together before
entering into a negotiation. This is because we emphasize the priority of God’s calling in pastoral
ministry. In some areas of the working world, an offer of a position with accompanying compensation
is sometimes the first step in negotiation. A person may not have even applied for a job but may be
tempted by a generous compensation offer. In the church, we do not negotiate terms until both parties
have agreed, at least conditionally, that this relationship is where God seems to be leading us. This is
why we read in Pastoral Relations: Guidelines for Search and Selection, “Negotiating with more

than one community of faith or ministry personnel at a time is unethical.”®

Step Two: Understanding the Context of Your Salary—The Minimum Salary

Subject to the criteria of United Church policies as articulated in The Manual, it is necessary for
Ministry Personnel to come to an agreement with a community of faith about the Terms of Call or
Terms of Appointment for positions on which they are about to embark. What is the first step in
considering this issue and entering into a negotiation? The first step is consulting the Minimum Salary

and Reimbursements for Ministry Personnel document.” Whatever compensation is to be agreed

¢ Pastoral Relations: Guidelines for Search and Selection, 21. Accessed at

https://shiningwatersregionalcouncil.ca/pastoral-relations/liaisons/
7 See note 3, above. As the precise web addresses often change, visit www.united-church.ca and use the search
tool to find the most recent documents.
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upon, this document regulates the minimum salary for ministry personnel based on their designation,
their years of service, the average number of hours per week to be worked and the cost of living group

of the community of faith.

Ministry Personnel should think of their salaries, first and foremost, in relation to the Minimum Salary
schedule—not in terms of an absolute dollar figure. If a community of faith cannot afford to pay the
minimum and yet you as a minister are still wanting to serve, the number of hours of work per week
will need to be adjusted downward and the salary pro-rated. For example, if a position is going to be
for 30 hours per week, the minimum salary for 40 hours would be multiplied by .75 to arrive at the
actual minimum. If a community of faith is able to pay more than the minimum, it is best to think in
terms of a percentage-over-minimum, rather than a specific dollar amount. This is because the
Minimum Salary schedule is adjusted each year and because, at least for your first few years of
ministry, you will progress into higher increment categories. If you want to keep getting annual salary
increases commensurate with the increase in minimum salary, adjusted for inflation, and for your
increased years of work experience, you will need to agree to a specified percentage-over-category-
minimum at the time of call or appointment. This will ensure that as your own minimum salary

increases from year-to-year, your actual salary will increase proportionally.

If, instead, you agree to a specific dollar-amount-over-minimum, without reference to the percentage-
over-minimum, the annual cost of living increase will apply to the base (minimum) salary amount
but not to the over-and-above portion. Over time, your percentage-over-minimum would decrease
relative to cost-of-living increases. In this case, the minister would have to either a) be satisfied with
inflation eating into their salary annually or b) having to renegotiate their salary with the community
of faith each year, which is not always easy to do. After all, sometimes ministers have to exercise

leadership with a long-term vision that is not always popular in the short-term.

Moreover, many communities of faith are in relatively weak positions financially. In other words, an
annual renegotiation may not necessarily lead to more beneficial terms for the minister, but less.
Further, unless you are willing to leave your job, you will have little leverage in future negotiations.
Instead, take the best and simplest route at the time when the community of faith is trying to attract
you and you are not yet tied to it: think of your salary as being in relation to the Minimum Salary
schedule, not a dollar amount, and begin inviting the community of faith to think in this way as well,
as soon as you begin to discuss compensation. Since the cost of living tends to go up consistently

over time, due to inflation, you will want your gross salary to grow proportionally in order to maintain
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your standard of living.

Note also: it is possible to negotiate a percentage-over-minimum for positions that are less than full-
time (defined as 40 hours per week). It is also possible and common to be in a job that pays precisely

the minimum salary.

Step Three: Understanding the Context of Your Salary—In Relation to Your Colleagues

Ministry is not a “rat race.” Few, if any, of us got into ministry in order to “keep up with the Joneses”
or to “get rich.” Nonetheless, it is important to consider salaries in relation to one another within the
context of The United Church of Canada for reasons of equity and fairness. While there is variation
in compensation in the United Church due to the differing circumstances of communities of faith and
of ministers in different personal situations, and a diversity of ways two parties (minister and
congregation) agree to covenant with one another, it should not be the case that there is rampant
unfairness and inequity between ministers who are performing equivalent work. Beyond the
administration of minimum standards, the way the United Church helps to avoid inequity and
unfairness in ministry compensation is to provide information. The way for ministers to avoid
becoming victims of inequity and unfairness is to equip themselves with information about what their
colleagues are earning in comparable ministry settings. While some may object to this analogy,
ministers’ compensation can be likened to the real estate market. How does one know what a house
is worth? Well, a house is worth whatever someone is willing to pay for it if the owner is willing to
sell it. In other words, house prices are determined in a marketplace. One of the most important
services realtors provide to both sellers and buyers in a real estate transaction is to provide information
to their clients about recent sale prices of comparable properties. This guides the parties towards
agreement on a fair and agreeable price in any given moment. Since there is no overarching authority
dictating housing prices in a market situation, and since no two houses are ever exactly the same, it
is necessary for all parties to the transaction to equip themselves with some knowledge of the

marketplace, at least as far as the closest comparable situations is concerned.

In the same way that the seller and buyer of a house need to know what similar houses have sold for,
so a minister and congregation should be aware of compensation being paid to ministry personnel in
comparable settings. With a little effort, it is possible to gain this kind of information. There are two
resources needed to be used in concert: The Year Book and Directory published annually by the

General Council Office as well as regional-council-by-regional-council statistics, which can be
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obtained through your Regional Pastoral Relations Minister. Through these two sources, you can
learn what most ministers are earning, approximately how many years of service they have, how long
they have been in their current ministry, what their ministry designation is and even what university
degrees they have earned. You can also learn what the size of their congregation is (average
attendance and membership), how many givers it has, how much income it has taken in and much
other information as well. You cannot make absolutely infallible conclusions from this research, but
you can give yourself a good picture of where the “market” is, which will be very helpful to you and

the community of faith in negotiating.

Let’s look at an example:

According to 2022 information (the latest available), there was a minister in a small-town, single
point charge north of Toronto, earning $65,463. This was an ordained minister was in Category F,
with a B.A. and M.Div. and approximately 20 years of service. The community of faith is located in
cost-of-living group 4.8 The minimum salary for this minister in 2022 was $68,505. We can see that
because the minister’s salary was below the minimum, s’/he was working less than full-time. This
makes sense given that there was an average Sunday attendance of 29 (in October and November)
and only 30 identifiable givers according to the statistics document. While you cannot know exactly
with publicly available information, it looks like the minister was working maybe % time (30 hours
a week) but making above the pro-rated minimum to come back up almost to full-time salary. As a
minister, if you were negotiating with a community of faith with a similar profile, this would be
helpful information to know. If you could look at information on one or two more communities of
faith with similar profiles, and see where their ministers are approximately in relation to the minimum
for their place on the salary grid (regarding years of service, cost of living group, and designation),
you and the community of faith will have a better sense of the range of compensation that would be

fair and equitable, given your unique circumstances.

If possible, it is also a good idea to determine what compensation has been paid to your most recent
predecessor in the ministry you are hoping to enter. This can be determined approximately using the
same method as outlined above. In some ways, this will be the closest, most important comparable to

consider when entering into a negotiation. This is not to say that the compensation paid to an incoming

8 You can access the Cost-of-Living Group map at https://united-church.ca/leadership/church-
administration/compensation-and-benefits/ministers-salary-schedule-and-cost-living-groups
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minister must be the same as an immediate predecessor. Different factors, such as growth or decline
of the community of faith or the relative experience of different ministry personnel may suggest a
difference in compensation. However, without a well-articulated reason, there should not be a gross

inequity in compensation paid to two different ministers in essentially the same role.

Bear in mind, you won’t have the full information necessary to know precisely a colleague’s salary
in relation to the minimum but you will be able to make a fair estimate if your research is conducted
diligently. And, while having such information is really helpful, the success of your negotiation will
come down to the quality of your conversation with the community of faith’s representatives. It is at
least as important that you spend time trying to prayerfully discern your own needs and wants and
your priorities as well as the perspective of the community of faith. Having a positive and constructive
mindset and approach will go a long way to establishing you in a positive pastoral relationship with

your new community of faith.

The above example seems fairly abstract, and that is to preserve confidentiality. It is advised that you
get your own copies of the Yearbook and Directory (available from https://ucrdstore.ca) as well as
the statistics spreadsheet from your Regional Pastoral Relations Minister. It will take some time to
familiarize yourself with these resources and the information they provide, but this investment in time
will be well spent. For guidance on how to make sense of these resources, you could contact a ministry

colleague or a staff person at the Regional Council Office.

Note: Regardless of how many hours a week are to be worked, whether full- or part-time, if you
negotiate a salary that is above the minimum for your increment category and cost of living group of
the community of faith, it is best that your Terms of Call or Terms of Appointment specify in writing

that your salary will remain at a certain percentage over minimum.

Step Four: Additional Terms to Consider

The biggest portion of your compensation will be your comprehensive salary, including the former
housing allowance. Some communities of faith still provide housing (a manse) in lieu of a portion of
salary. Aspects of such a housing situation can also be negotiated. While there are minimum
requirements for a manse—such as window coverings (blinds or curtains), floor coverings (rugs for
a non-carpeted floor), and appliances, it is also possible that you could negotiate for additional

upgrades to the housing provided as part of your Terms of Call or Appointment.

A GUIDE TO COMPENSATION AND NEGOTIATION 13 JUNE 2025



There are other items that can be negotiated, such as book and study allowance, telephone allowance,
holiday time, and weeks of study leave. The minimums for all of these additional aspects of
compensation are provided annually in the Minimum Salary and Reimbursements for Ministry
Personnel. 1t is fair and possible for you to ask for and negotiate above the minimum in any or all of

these areas as well.

The travel rate is a slightly different matter. Each year, the General Council Office sets a travel
reimbursement rate at a number of cents per kilometer travelled in one’s car. This is set out in the
Minimum Salary and Reimbursements for Ministry Personnel as well. It is possible to negotiate this
rate of reimbursement upwards with your community of faith. However, the rate of reimbursement
for travel is something that will need to be justified by each individual to the Canada Revenue Agency
if asked to do so. One is on solid ground before the CRA in justifying the rate determined by The
United Church of Canada. Please be aware that if you negotiate a higher rate of reimbursement per
kilometer traveled, it will fall on you as an individual to justify that rate. For this reason, most
ministers do not seek to negotiate a higher rate in this area, although you are entitled to try and do so
if you wish.” Note: if you cannot justify the rate, you will be required to pay income tax on these

payments.

There may be other areas you could negotiate as well. A seasoned minister once said, “Everything is
negotiable.” Within reason, this is more or less true. Keep in mind that the more unconventional your
request, the less openly it may be received by the community of faith. And, as in any negotiation, you
will not likely get everything you ask for—it is a matter of give-and-take. The goal of any negotiation
is to reach an agreement that is fair and sustainable for both sides. If you approach your negotiation
with prayer, openness, and a spirit of goodwill, you will be well along the path to establishing a good
foundation for your ministry. Note: If you are going to negotiate something that is not referenced in
the Record of Call or Appointment form, it could be considered a taxable benefit, and it is

recommended that you consult a tax professional.

Step Five: Annual Review!?

9 For more information about what the CRA allows for travel, please consider reading the Financial Handbook for
Congregations, found at https://united-church.ca/handbook

19 For more information about the details of the pastoral relations process that are set in motion once you have come to a
verbal agreement with the search team, visit https://shiningwatersregionalcouncil.ca/pastoral-relations/pastoral-
relations-commission/ .
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As stated earlier, it is best for you and a community of faith to have a positive and constructive
negotiation around compensation before you begin your ministry there. However, this does not
absolve you or the community of faith of the responsibility to have conversations about compensation
on a periodic basis going forward. In fact, The Manual states that, “The community of faith is
responsible for reviewing the remuneration [of its ministry personnel] annually.” (I.2.1) It is a best
practice for ministers to have a conversation each year with the Ministry and Personnel Committee
about how the pastoral relationship is going. This includes a conversation about your performance—
areas of strength and areas for growth—as well as any other issues which may be of importance to
the relationship. At this time, your compensation should also be reviewed. Often times, the matter of
compensation will be able to proceed as before with little conversation. Sometimes the community
of faith or you, as minister, may wish to request changes. Significant alterations to the terms of call
or terms of appointment, such as a reduction in the hours of a minister, need to go again before a
congregational meeting. And, prior to the calling of a congregational meeting to discuss a minister’s
compensation, the regional council must be notified. Sometimes there is a resistance to discussing
changes, especially if one party is satisfied with the current arrangement. But, nonetheless, this annual
review of your compensation is an appropriate time for you to request changes, perhaps due to new
information that has come to light or changes in the ministry context. Be sure to enter these
conversations with the same spirit of prayerfulness, openness and goodwill—and preparedness—as

you would a negotiation at the start of your ministry.
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Appendices

Clergy Residence Deduction

On income taxes, you are eligible for the Clergy Residence Deduction (CRD). You may instruct
the local ministry unit to reduce your taxable income by the amount of the CRD and thereby
reduce the amount of income tax deducted at source (pay by pay). To do so, you must obtain
a “letter of authority” issued by the Canada Revenue Agency (CRA), and Revenu Québec (RQ)
for ministers who work in Quebec. Otherwise, you claim the CRD when filing your personal
tax return the following year.

To obtain a letter of authority, you must apply annually.

m federal (all ministry personnel): using CRA Form T1213, Request to Reduce
Tax Deductions at Source; and, if applicable,

m ministers working in Quebec: using RQ Form TP-1016V, Application for a
Reduction in Source Deductions of Income Tax

Once the CRA (and RQ if applicable) provides you with a letter of authority, pass it on to
your treasurer. Your treasurer will then direct ADP to process housing subject to Employment
Insurance only. The letter of authority is valid for the current calendar year only. The government
must authorize this amount, and you must reapply each fall for the following calendar year.

If you live in the manse, you are not required to obtain government authorization to reduce your
tax deductions with each pay for the free housing benefit you receive. However, you must
confirm with your treasurer the amount you will claim for the CRD and/or provide your treasurer
with a copy of the T1223 (Clergy Residence Deduction) form from the previous year.

For further clarification on completing the government forms, search and select “Instructions for
Completing CRA TI1213 and RQ TP-1016-V” at https://united-church.ca/leadership/church-
administration/local-administration/congregational-finance/clergy-residence-deduction

To estimate how your take-home pay is affected by claiming the CRD at source, the Canada
Revenue Agency has a “Payroll Deductions Online Calculator.”
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Understanding Payroll

It is United Church policy that you receive your pay through the pastoral charge payroll service,
administered by ADP (Automatic Data Processing Inc.). With over 60 years of experience, ADP
is one of the world’s largest outsource providers for payroll services.

With each pay processed, ADP generates a Statement of Earnings and Deductions (pay statement).
Provincial employment legislation requires that employees receive a pay statement with every pay.

Treasurer (ADP administrator) responsibilities:

m To provide you with your regular pay statement. If you are not receiving it for
each pay period, ask your treasurer. If your treasurer is unsure how to obtain
the pay statements, request that they contact ADP Client Services (1-877-377-
4784) for assistance.

m To provide ADP with the form needed to process the annual (January 1) increase
to minimum salaries and years of service (increment category) increases, plus
any other salary related changes.

Treasurer and minister joint responsibility:

m To ensure your pay is processed accurately, including your January 1 increase
(based on the minimum salary schedule) and years of service (increment
category) increases. “Understanding the Payroll Reports” (www.united-
church.ca) provides clarification related to the descriptors and amounts you will
see on your pay statement.

Minister responsibility.

m If you wish to have your taxable income reduced at source as per the clergy
residence deduction (CRD) amount (pay by pay), obtain and submit the Canada
Revenue Agency (and Revenu Québec, if applicable) letter of authority to the
treasurer; or

m If you live in the manse, to confirm with your treasurer the amount you will
claim for the CRD and/or provide your treasurer with a copy of the T1223 form
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Approaching Negotiations with the Right Frame of Mind

Your advocacy for fair compensation need not be combative or demanding. Instead, approach
negotiation as a positive activity to be done in a manner that encourages:

m adequate income for you to fulfill your role without undue concern about current
and future financial needs;

m fair consideration for your investment in education, talent, experience, and effort;
m appreciation for the demands of the position and degree of responsibility;
m responsible and caring action by the congregation; and

m a healthy and more vital relationship between you, the local ministry, and its mission.

Common Misconceptions in Communities of Faith

>

“We can pay less because the minister’s spouse is a high earner.’

Nowhere else in the working world are employee salaries reduced to account for spousal
earnings. Your efforts are worth no less when your spouse earns a good income.

“We can pay less because the minister has modest needs.”

Although you may live modestly, you may need to care for family members, or have plans
for travel or unpaid service during retirement. A church has no right to pay a less-than-fair
wage simply because it makes assumptions how you will spend the money.

“We can pay less because the minister is young and has no family, is older and has established
themselves, or is part-time and can earn more elsewhere.”

Fair and equitable compensation should be based on your education, talent, experience,
effort, and responsibility. Non-work-related factors should not influence what you are paid.

“We should try to pay the minister as little as we can.”

A pastoral relationship is a covenant relationship and paying a fair salary is a faith statement,
not just a monetary negotiation.

Common Misconceptions among Ministry Personnel

“Congregation members will dislike me if I request a higher salary.”

People appreciate honesty and would rather know how you are feeling than deal with
unexpressed frustrations. You cannot have healthy relationships in a church when you carry
a burden of undisclosed negative feelings. People pay more attention to what you do than
what salary you ask for. People know that ministers are called to be God’s servants, but
sometimes forget that servants deserve fair wages for their labours.
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“I'm a proclaimer of the gospel, I shouldn’t be preoccupied with such material concerns.”

The scripture acknowledges time and again that church leaders must be cared for and
compensated for their labour. Paying a fair wage is one way your congregation
acknowledges that it respects its own ministry leaders. Being silent and passive can cause
your feelings to emerge in defensive ways that are not productive to God’s work.

“My church is poor. It can’t afford to do better.”

Some churches are doing all they can financially. However, perception and reality may not
always align. Use the tools at hand to determine if this is the case (refer to Worksheet #3:
Research—local ministry unit & community).

“The church’s Mission and Service giving will go down if my salary goes up.”

It is better for a church to support its own ministry than to sacrifice your salary for wider
mission giving. Your church’s first priority is to appropriately provide for its members and
pastoral leaders. They are essential for church growth and effective mission giving.

Tips for Constructive Negotiations

Conduct negotiations in a spirit of good will and positivity.

m If you are invited to begin the session with a prayer, pray that God’s Spirit will lead
all present in the discussion.

# Know what you want and what you absolutely need, and prioritize your
requests. It is important to have thought through these matters before the
negotiation begins.

Seeming to be unprepared diminishes your credibility. (If you are unprepared, they
may think, “How important can this be? They didn’t even know what they
wanted.”)

B Whenever possible, point out the positive impact your requests will have on you
and the community of faith’s ministry. We are all partners in ministry. Money and
ministry are connected.

m Be an active listener and try to understand the logic of others’ positions; restate
your understanding of your counterparts’ understanding to gain added credibility.

m Berealistic in your expectations. You may not be able to achieve all your goals
at once. Expect to give up on some requests and compromise on others.

m Understand that in some communities of faith, money anxiety is real and
discussions about money are not easy.
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Annual Performance and Compensation Review

The Ministry and Personnel Committee’s responsibility is to regularly review the working conditions,
responsibilities, and compensation of staff; revise position descriptions as needed; conduct annual
performance reviews; and ensure staff make use of opportunities for continuing education. Pastoral
charges handle these responsibilities differently. Some have a formal review process, while others
have none.

If the pastoral charge has no process in place, they should. You may wish to advocate for one.
The “Ministry and Personnel Committees: Annual Performance Reviews (December 2024)”
(www.united-church.ca) has been developed for M&P Committee members to help clarify their
roles and build positive, trusting relationships. Included are recommended practices for position
descriptions, pastoral evaluations, and annual reviews. These are important tools to move the
pastoral charge’s ministry and mission forward in a healthy, vibrant, and progressive manner.

Although ministers serving in missions or other presbytery-accountable ministries may not have
governance structures, the concepts provided in the “Ministry and Personnel Committees: Annual
Performance Reviews” can be adapted.

Perhaps when you were first called or appointed to a local ministry unit, the financial situation
could not support a salary above the minimum. However, over the years, the ministry has
expanded and you find yourself overseeing more responsibility and/or leadership than when you
first arrived. Or perhaps you have acquired accreditation in a specialized area of ministry. It is
through the annual performance review that goals achieved can be recognized, and increases to
compensation above the minimum can be negotiated. The worksheets provided in this workbook
will be helpful to use as a guide prior to compensation related discussions.
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Reflecting on my Own SKkills and Gifts

My skills and gifts

Local ministry unit—skills and gifts needed

Administration

Community
outreach and
Social Justice

Denomination and
Communities

Faith Formation
and Christian
Education

Leadership

Pastoral Care

Self-Care

Worship
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Household Budgeting
Reflecting on my Financial Needs

Possible Net Income (do not include
Expenses desired salary)

net income from other sources
(if applicable) i.e. spouse’s employment
income, grants, pension, etc.

mortgage / rent

property taxes

utilities
transportation
(lease/loan,
gas, repair)
insurance
(auto, home)
education
loan payment
child care
expense
food
clothing Total Income
home Note: reimbursable work related expenses (i.e., continuing
improvements education, mileage, personal telephone) should not be
' included as possible expenses.
vacations
entertainment SUMMARY:
& gifts '
savings Total Expenses
other Total Net Income
Total Total expenses — total net income =
Expenses INCOME SHORTAGE
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Calculate Government and United Church Deductions

In addition to your net income shortage, your desired salary needs to take into consideration payroll
deductions for United Church and government remittances. This is tricky, since they are calculated
as a percentage of your salary. As your salary increases, so do the deductions and so does your
tax rate. Therefore, some trial and error may be necessary to test different tax rate scenarios.
Government tax rates, depending on your salary and province, range from 20% to 50%. A good
place to start is to calculate remittances based on a tax rate of 30%.

To begin, let’s assume a 30% tax rate. Multiply your net income shortage by 1.3 to get a salary
assumption.

x1.3 =

net income shortage salary assumption (30% tax rate)
(from Step 1) usually referred to as gross salary

Now, use the amount of that salary assumption to complete the United Church, Canada Revenue
Agency, and if applicable, Revenu Québec remittance amounts.

United Church—search and select: Budgeting Tools for Treasurers—calculating pension & benefit
deductions (www.united-church.ca)

Mandatory United Church Pension

Mandatory Long-Term Disability (to age 64'2)
Optional Health & Dental*

Optional Life Insurance—member*

Optional Life Insurance—spouse™

Optional Accidental Death & Dismemberment™
(*if applicable)

Canada Revenue Agency—search “CRA Payroll Deductions Online Calculator” at

www.cra-arc.gc.ca. Refer to Appendix A for instructions related to claiming the clergy residence

deduction at source.
Income Tax

Canada Pension Plan

Employment Insurance

Revenu Québec—search “WinRAS—Calculation of Source Deductions and Employer Contributions™
at www.revenuquebec.ca.

Income Tax

Canada Pension Plan

Employment Insurance

TOTAL DEDUCTIONS:
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Compare Deductions with Salary Assumption
(30% tax rate)

You multiplied your net income shortage by 1.3 to add 30% to cover United Church and
government remittances. Was 30% the right amount? Compare your net income shortage with your
total deductions, as follows.

x1.3 = - =

net income shortage salary assumption total deductions calculation result
(from Step 1) (30% tax rate) (from Step 2)

If the calculation result is
e zero, then the salary assumption (30% tax rate) should be your minimum desired salary.
This salary should be enough to cover your income deficit.
e negative, then go back to Step 2. Calculate United Church and government remittances based
on a higher percentage (e.g., 35%).
e positive, you may wish to go back to Step 2 and calculate United Church and
government remittances based on a lower percentage (e.g., 25%).

Compare Desired Salary with Cost of Living (COL) Group Minimum

You now have a good idea of the salary you need to cover your income deficit. Next, compare
this amount with the minimum salary you could be offered.

desired salary COL group minimum difference
(from Step 3)

If the difference is
e negative, then this number is the amount you might aim to negotiate above the minimum.
e zero or positive, then the minimum salary should cover your income deficit.
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Research on local ministry unit & community

Community trends and
economic condition

Community demographics
(median income, age, type of
work, etc.)

Salaries of pastoral staff

of similar-size churches
(United Churches and other
denominations)
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Size of the congregation and
amount of your responsibility;
average weekly attendance

Congregation profile: size,
demographics, involvements,
length of time in congregation

Annual reports and budget
trends

Salary history

Financial condition (assets,
liabilities, income, expenses)

Number of households: under
pastoral care/ financially
supporting

Total givings raised

Is there potential for more
giving units? or increases?

Decision making style
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