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MEMORANDUM 

 
To:    PTCA Member Congregations 

From: PTCA Commission on Ministry 
Date: October 13, 2020 
Subject: Annual Compensation Adjustment 

 
Annual Compensation Adjustment  

 

The fulfillment of the church’s mission calls for effective, competent staff throughout 

the church and appropriate compensation to attract and retain them. This policy will 

address the annual compensation adjustment recommendation from the PTCA to our 

member congregations. 

 

Basic considerations 

  
Pastors affirm that their calls are calls to service and not for financial gain. There is a 

balance that pastors and churches must maintain between what is needed for the 

pastor to work in the ministry of the church and what the local congregation can 

support. The purpose of this policy is to help maintain the salary of a pastor over time 

so as to not erode their ability to live within their community, support their family if 

required, and have the means to retire after adequate years of service. 

 

These guidelines will only cover the annual increase to salary. It will not cover the 

setting of salary levels or other compensation considerations. Those topics are 

covered by other policies. 

 
Annual Review 

 

Each employer should review the performance of each employee on an annual basis. A 

well written job description is the basis for this performance review. Performance 

reviews for each employee are one factor to be considered for salary adjustments. 

Performance-based increases provide opportunity for financial recognition to 

employees. It is recommended the annual performance review be done at a time 

separate from the compensation review. 

 

Each church should also review its compensation plan on an annual basis. The 
compensation review is a part of the larger budget planning process and should be 

made available to all affected persons.  

 

The PTCA provides congregations a suggested percentage increase in the financial 

terms of call based on the increase in cost of living and marketplace adjustments to 

general compensation. While the cost of living is a good benchmark, it should not be 

used as a sole factor. Other considerations such as performance, length of service, 

and ratios to other staff members might also be considered. 



 

2 

 

 

Salary relationships/stewardship 

 

According to the Churchwide Compensation Guidelines set forth by the General 

Assembly, “The Church is one Body with a variety of gifts, and each person’s 
contribution to its mission is important. The church recognizes the value of all 

varieties of service and seeks to temper the values and rewards of the marketplace. A 

reasonable relationship between the highest and lowest salaries paid to all church 

employees honors the principles of shared community and call.” 

 

Factors to consider 

 

Cost of Living Adjustment (COLA). This is the adjustment used by Social Security, 

Veterans organizations, military retirees and other government benefits to counteract 

inflation.  
 

 The COLA for 2021 has been set at 1.3% as of October 13, 2020. 

 

Marketplace data is available through trusted human resources sites. One such site is 

Willis Towers Watson Data Service. Willis Towers Watson Data Service is a leading 

provider of compensation, benefit and employment practice information to the global 

employer community. Their databases are recognized worldwide as a premier service 

of current data for compensating planning. 

 

According to a recent press release, most companies are planning to budget an 

increase around 2.5% for total employee compensation in 2021. The Society for 
Human Resources Management (SHRM) also puts out information on projected salary 

increases. SHRM estimate for 2021 total compensation is 2.8%. 

 

Conclusion 

 

Every compensation plan should be accompanied by a program of economic justice to 

ensure all employees are plaid equitably at all levels of employment. Taking into 

consideration the economy in general and an individual church’s stewardship 

plans/goals, it is our recommendation to set the increase for salaries for 2021 at 1.3% 

increase for Metro and Non Metro salaries. This is in line with the Cost of Living 
Adjustment and will allow salaries to keep up with inflation. The minimum salaries 

calculate as follows: 

 

• $53,612.88 for 2021 Metro Minimum salary 

• $47,994.37 for 2021 Non-metro Minimum salary 

 

We make the additional recommendation for annual salary increases at a minimum of 

1.3% with a goal of including an additional 1 to 1.5% (based on budget availability) 

for those employees in the top merit tier or those who need an equity adjustment to 

their salary base. 


