
A Guide to Structuring Ministers’ Terms  

of Call as Authorized by the 223rd 

General Assembly (2018)

UPDATED 2026

In the same way, the Lord commanded 
that those who proclaim the Gospel 
should get their living by the Gospel.

1 Corinthians 9:14

LIVING 
BY  
THE 
GOSPEL



1 
 

INTRODUCTION  

 

Friends in Christ : 

Living by the Gospel details the offerings of the Benefits Plan of the Presbyterian Church 

(U .S .A .). This is a reference document to use in structuring ministers’ terms of call. The 

appendices include information on effective salary by job code, geography, congregation 

size, gender, and minister age. Living by the Gospel was authorized by the 223 rd General 

Assembly (2018).  

The pages that follow include an outline of the Board’s assistance and education programs, 

which, toget her with plan benefits, promote wholeness in those who serve the Church. You will 

also find information on how we are encouraging innovation in ministry through dues subsidies.  

When the Board introduced Living by the Gospel eight years ago, we had just updated the 

Benefits Plan to add flexibility and choice around benefits for employees who were not 

ministers. Those amendments helped attract PC(USA) -affiliated employers —  including 

educational institutions, camps and conference cen ters, retirement and senio r housing 

communities, and human services organizations. Since then, participation by affiliate 

employers in the Church’s plan has increased, driving overall membership growth and 

bolstering the plan overall.  

We hope to see membership growth with recent plan changes.  Today, the pastoral leaders of 

our congregations include ministers in positions that are not installed and commissioned 

pastors. Too many of them lack access to the Board’s assistance and education programs, 

which promote the continued growth a nd well -being of pastoral leaders.  

The Board of Pensions is the agency through which the Church raises up leaders to God’s 

people so that they may spread the hope that lies at the heart of the Gospel. Living by the 

Gospel is the guide to getting that done.  

Grace and peace,  

 

 

 

The Reverend Dr. Frank Clark Spencer  

President  

The Board of Pensions of the Presbyterian Church (U.S.A.)  
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The 223rd General Assembly (2018) authorized the Living by the Gospel document, and 

requested that the Board of Pensions update the document annually and distribute it to all:  

1.  Mid councils  

2.  Committees on  Ministry  

3.  Committees on Preparation for Ministry  

4.   Pastor Nominating  Committees  
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A THEOLOGY OF BENEFITS  

 

The Church’s provision of benefits for its employees is holy work, giving expression to the 

creative activity of the Trinitarian God to whom Holy Scripture bears witness: “In the 

beginning was the Word, and the Word was with God, and the Word was God. He w as in 

the beginning with God. All things came into being through him .”1 Scripture reveals One 

who cares about the health of body and soul.  

God’s desire is that all people experience shalom —  the flourishing of life. This desire is 

reflected in the repeated refrain of the creation narrative: “God saw that it was good .”2 The 

ensuing portrayal of life in the Garden of Eden illustrates an ideal in which humanity dwells 

in mutual care and well -being.  

Jesus extends the promise, “I came that they may have life, and have it abundantly .”3 The 

desire for health and wholeness are at the heart of the gospel call, which implores followers 

of Christ to care for the hungry, the thirsty, the stranger, the naked, the sick, and the 

prisoner. 4  In the celebrated parable of the Good Samaritan, itself a story of healing and 

wellness, Jesus extends the charge: “Go and do likewise .”5  

The Holy Spirit gathers the Church and shapes its life through the sacraments of baptism 

and the Lord’s Supper, which are the sign and seal of new birth, new life, and a new way of 

living. Shaped by these sacraments and empowered by the Spirit, we, the Chu rch, live in 

caring community with one another in all that we are, all that we have, and all that we do. 

The Church, as the Body of Christ, is rightly committed to a ministry of wholeness and 

compassionate care.  

The very character of God as revealed in the  Scriptures compels those who worship and 

serve God to “maintain justice, and do what is right .”6 Hence, from its inception the Church 

has affirmed just compensation for its servants .7 The Presbyterian Church (U.S.A.) has 

repeatedly confirmed this commitment to support its servants with compensation that 

includes salary, benefits, vacation, and opportunities for spiritual growth and renewal .8  

 
1 John 1:1 -3 

2 Genesis 1:12,18,21,25,31  

3 John 10:10  

4  Matthew 25:35 -36  

5 Luke 10:30 -37 

6  Isaiah 56:1  

7 Luke 10:7 -9; 1 Corinthians 9:9 -12; 1 Timothy 5:18; “The Second Helvetic Confession,” Book of Confessions , 5.168 

8  Book of Order , W -4.0404i(5)c; “Elements of Compensation,” Report of the Compensation Committee [approved 
by the 188th General Assembly (1976) of The United Presbyterian Church in the United States of America]; A 
Theology of Compensation: A Study Paper [approved by the 195th General Assembly (1983), from the General 
Assembly Mission Council]; “Theological Concepts” and “Basic Principles,” Report of the Task Force on the United 
Presbyterian Compensation Plan [approved by the 195th General Assembly (1983), from the Vocation Agency]; 
“The Presbyterian Church as Employer,” Life Abundant: Values, Choices and Health Care —  The Responsibility 
and Role of the Presbyterian Church (U.S.A.) [approved by the 200th General Assembly (1988)]  
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These concrete expressions of care extend God’s desire for shalom and well -being, helping 

church servants flourish in the holy and human endeavor of ministry. As the body of Christ, 

we demonstrate abundant life to the world as a community of faith, hope, l ove, and 

witness. 9 We call people to varied forms of service and covenant to support them so they 

may devote their best gifts and energies to the work of God’s kingdom.  

 

 
9  1 Corinthians 12:27 -28; Book of Order F -1.0301 



 

5 
 

A COMMITMENT TO SERVE MORE  

 

The Board of Pensions amended the dues structure in the Benefits Plan effective Jan. 1,  

2025 , to better support congregations  and their pastoral leaders . Increasingly, 

congregations have been  unable to afford to install a pastor , partly due to the cost of 

Pastor’s Participation, which was required for installed positions and provide d  family 

medical coverage fully paid for by the congregation.  

More than 75%  of our congregations have 150 or fewer members and resources are a 

concern . In 2023, for the first time ever, fewer than half of our congregations had installed 

pastors. At the same time, more than 50% of the ministers in Pastor’s Participation did not 

enroll a spouse and dependents for medical coverage. Yet, their congregations  still had to 

pay for it. The revised dues structure was designed to enable more congregations to enroll 

pastoral leaders in the Benefits Plan.  

Ministers who have been  excluded from the plan include  communities of color and those 

serving small congregation s. Only 28% of churches with 150 or fewer members had an 

installed pastor , and research by the National Black Presbyterian Caucus determined that 

only 20% of African American congregations had installed pastoral leadership . 
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Parity  

Before 2025, the Benefits Plan, as written, distinguished between ministers of the Word and 

Sacrament and other employees. Today, we  recognize a distinction between members who 

are pastoral leaders of congregations and all other members. This shift supports 

congregations while also providing parity among plan membership.  C ommissioned 

pastors who serve  PC(USA) congregations are  eligible for the Congregational Pastors 

Package, which  is required for installed pastors and open to ministers serving 

congre gations 20 or more hours a week.  

MINISTERS OUTSIDE CONGREGATIONS  

Ministers who do not serve congregations now elect benefits from the selection their 

employer offers, as other employees do, establishing parity among members outside of 

congregational settings. Any minister who was enrolled in Pastor’s Participation as of  

Dec.  31, 2024, was eligible for enrollment in Transitional Pastor’s Participation through 2029 , 

when this transition option sunsets.  

A SINGLE MEDIAN EFFECTIVE SALARY  

The plan provides parity by setting a single median effective salary, based on the annual 

effective salaries of minister members who serve congregations. Before 2025 , in addition to 

the congregational ministers’ median, there was a second median based on annual 

effective salaries of members who were not ministers and were enrolled in the Defined 

Benefit Pension Plan and /or the Death and Disability Plan. This second median ha d  been 

lower than the congregational ministers’ median. To understand the significan ce of this 

change, see the Community N ature section.  

ACCESS  

The 2025 plan introduce d  the Covenant Package, a bundle of income protection plans 

previously available only to ministers that includes access to the Board’s assistance and 

education programs as well as the Employee Assistance Plan. All employees working at 

least 20 hours a week are now eligible for the bundle, regardless of ordination status. The 

value of this package far exceeds its cost —  10% of effective salary, fully paid by the 

congregation or employer —  and is unmatched in the commercial marketplace.  
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BENEFITS FOR THOSE WHO SERVE THE CHURCH  

 

The Board of Pensions is the national agency of the Presbyterian Church (U .S .A .) charged with 

designing and administering the Church’s Benefits Plan. Congregations, as the employers, 

select benefits from the plan to offer their ministers and employees and pay dues to the Board 

to cover the costs of what they offer. Anyone enrolled fo r plan benefits also receives access to 

the Board’s need -based assistance grants and its education programs.  

Our mission —  making availa ble c omprehensive benefits and programming t hat  support 

holistic well -being  —  is grounded in A Theology of Benefits. Scripturally based, A Theology 

of Benefits recognizes  that God’s desire for all creation is  expressed in the biblical themes 

of shalom and abundant life , wholeness . The Church’s benefits and the Board’s programs  

promote wholeness by providing support  in four areas —  spiritual, health, financial, and 

vocational.  Together, the benefits and programs help to sustain those who are called to 

serve,  enabling them to devote their best gifts and energies to the work of God’s kingdom.  

 

Community Nature  

Congregations rely on the denomination to help make it possible for them to provide 

benefits . Community nature  is central to bringing this about. Community nature is the idea  

that those with more contribute more so that those with less can pay less, and all can 

receive a baseline of protection.  Effective salary and median effective salary are key to 

community nature.  

Effective salary, unique to the Board of Pensions, includes various types of compensation 

and /or reimbursements that congrega tions pay to ministers and employees. Each year, the 

Board uses the effective salaries of minister members of the Benefits Plan who serve 

congregations to determine the median effective salary. Effective salary is used to calculate 

employer dues and member  benefits —  unless a member’s effective salary falls below the 

median. Then, the higher, median salary is used to calculate the member’s benefits.  

The Benefits Plan , as well as the Assistance Program , reflect community nature in the 

following ways:  

1. Dues for the Congregational Pastors Package are based on effective salary, so 

the  largest congregations , which tend to pay the higher salaries , subsidize 

smaller congregations, which tend to pay  the  lower  salaries . 

2. The annual deductible and out -of -pocket maximums for the Medical Plan’s 

preferred provider organization (PPO) are  tied to effective salary , so members  

with the greatest  resources help support  those with the least . 

3. Pension credits accrue at the median effective salary for those earning below 

the median, helping to enable a secure retirement for those who devote their 

ministries to smaller congregations with limited resources.  
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4.  Members receive disability benefits based on the median effective salary if 

their salary is less than the median.  

5. Assistance grants are based on need, serving lower -paid ministers, employees, 

and retirees.  

 

Due s Packages  

The Benefits Plan includes two dues packages: the Covenant Package and the 

Congregational Pastors Package. Both packages provide access to Board of Pensions 

assistance and education programs, which support wholeness and nurture ministries, 

working to keep c ongregations vital. They are fully paid for by the congregation.  

The plan also offers an option for transitioning to the dues structure introduced in the 2025 

Benefits Plan. Transitional Pastor’s Participation  is available through 2029  for m inisters who 

were enrolled in Pastor’s Participation as of Dec. 31, 2024 . 

The Benefits Plan supports congregations in  structur ing  package s  to meet their context of 

ministry. Presbyteries and congregations are encouraged to have conversations about 

benefits needs with each congregational pastoral leader.  

Board of Pensions Church Consultants  are available to guide faithful decision -making 

throughout these conversations. We urge you to speak with them or call us at 

800 -PRESPLAN (800 -773 -7752) (TTY: 711) so we can guide you. You can also v isit 

p ensions.org  for additional information and use the Decision Guide for Minister  Benefit s  to  

help determine eligibility and costs for the dues packages.  

COVENANT PACKAGE  

The Board of Pensions hopes that the Covenant Package, which provides extensive income 

protection, becomes our denomination’s minimum commitment to every minister the 

Church ordains. The package is available to ministers and employees working at least 20 

h ours weekly, regardless of ordination status. With dues at 10% of effective salary, this 

income protection package is without equal on the commercial market:  

1. Defined Benefit Pension Plan (8.5%)  

2. Death and Disability Plan (1%)  

3. Temporary Disability Plan (.5%)  

4.  Employee Assistance Plan (no cost)  

The Covenant Package does not include medical coverage. In 2026, c ongregations may 

offer ministers and employees working 20 or more hours weekly one or more of three 

Medical Plan options: preferred provider organization (PPO), exclusive provider 

organization (EPO), and qualified high deductible health plan (HDHP). Effective Jan. 1, 2027, 

the re will be six  medical coverage options, with the addition of another  PPO, EPO, and   

https://www.pensions.org/our-role-and-purpose/the-connectional-church/church-consultants
https://www.pensions.org/
https://www.pensions.org/decision-guide/
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HDHP. Members may also secure coverage in another way, as through a spouse or on the 

Health Insurance Marketplace.  

CONGREGATIONAL PASTORS PACKAGE  

The Congregational Pastors Package is required for installed pastors. It also may be offered 

to ministers and commissioned pastors who serve congregations at least 20 hours weekly. 

For 2026, d ues are 17.5% of effective salary for Member -only PPO medical coverage (subject 

to minimum and maximum dues amounts), plus 10% of effective salary for the income 

protection benefits:  

1. Member -only PPO medical coverage, including Employee Assistance Plan  

(17.5% ; subject to minimum and maximum dues amounts)  

2. Defined Benefit Pension Plan (8.5%)  

3. Death and Disability Plan (1%)  

4.  Temporary Disability Plan (.5%)  

Medical coverage for family members is available in three tiers; congregations may 

choose to pay all, some, or none of the costs. The coverage costs for Child (ren), Spouse , 

and F amily are established as national, community -rated, fixed pricing. The costs are the 

same regardless of the number of children enrolled. Effective Jan. 1, 2027, a new subsidy 

will help alleviate the cost of dependent child medical coverage . The subsidy will cover 

50% of the coverage cost of dependent children, reducing  the flat rate s for both the 

Child(ren) and Family coverage levels.   

TRANSITIONAL PASTOR’S PARTICIPATION  

Transitional Pastor’s Participation is available to congregations and employers who ha d  a 

minister in Pastor’s Participation as of Dec . 31, 2024. This package continues the 

noncontributory dues structure of Pastor’s Participation , subject to cost increases ; it  is not 

transferable if a minister changes positions . The Board has extended Transitional Pastor’s 

Participation through Dec.  31, 2029, giving ministers two more years to transition to the 

Congregational Pastors Package. Dues are a percentage of effect ive salary for medical 

coverage, plus 10% of effective salary for pension and death and disability benefits. For 2026 , 

medical coverage dues are 37 % of effective salary, with a minimum of $ 18,500  and a 

maximum of $  50,000 . Dues are expected to increase yearly.   

OTHER PACKAGE BENEFITS  

Members enrolled in the Covenant Package or the Congregational Pastors Package are 

eligible for additional benefits, which appear in the chart below. The chart indicates 

whether a benefit is included in a package and also where cost -sharing is an option.   
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Benefit  Covenant Package  
Congregational  

Pastors Package  

RETIREMENT PLANS  

Defined Benefit Pension Plan  ✓ ✓ 

Retirement Savings Plan  + $  

DEATH, DISABILITY & LIFE PLANS  

Death and Disability Plan  ✓ ✓ 

Temporary Disability Plan  ✓ ✓ 

Supplemental Death  $ $  

HEALTH & WELLNESS PLANS  

Medical Plan  + ✓ 

Employee Assistance Plan  ✓ ✓ 

Dental Plan  + $  

Vision Eyewear Plan  + $  

 

✓ In package.  

$  Required to offer; cost may be shared.  

+ May be offered; cost may be shared.  
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Benefits Plan O fferings  

Congregations and employers can offer combinations of the full range of Benefits Plan 

options to ministers and employees, regardless of ordination status. Offerings included in 

the Benefits Plan are described below. Eligibility for most benefits requires a  minimum 20 -

hour workweek. However, several do not, and those are noted.  

RETIREMENT PLANS  

Defined Benefit Pension Plan  

Provides a guaranteed monthly income throughout retirement. Congregations and 

employers pay the dues, 8.5% of effective salary . Participants do not contribute. Vesting is 

after three years’ employment or upon seminary graduation . 

Retirement Savings Plan of the Presbyterian Church (U .S .A .) 

A qualified, 403(b)(9) defined contribution church plan including both tax -deferred and 

Roth after -tax contribution features. There is no hourly work requirement  for participation. 

Congregations may, but are not required to, contribute to a participant’s account.  

DEATH , DISABILITY & LIFE PLANS  

Death and Disability Plan  

Provides members with peace of mind and financial security in the event of total disability or 

death. Congregations and employers pay the full coverage cost: 1% of effective salary if the plan 

is offered with Defined Benefit Pension Plan or 2.5% of effecti ve salary if offered without.  

1. When disability keeps a member out of work for an extended period, this 

coverage  provides a monthly payment generally equal to 70% of the member’s 

effective salary.  

2. In the event of disability, pension credit accrual continues for pension plan 

enrollees until the normal retirement age of 65, and medical coverage continues 

until age 65 for those enrolled for medical coverage through the Board.  

3. In the event of a member’s death, this coverage provides a salary continuation 

benefit to beneficiaries for 12 months, a lump -sum payment to eligible 

survivors or the estate, and an education benefit for dependent children under 

age 25 for the first four y ears of study beyond high school.  

4.  For members who become terminally ill, it provides a living needs benefit, the 

option to receive a portion of death benefits to help pay expenses during the 

final stage of illness.  
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Term Life and Accidental Death and Dismemberment Plan  

Provides security for  members  who are not enrolled in the Death and Disability Plan. The 

plan  provides term life, accidental death, accidental dismemberment, and children’s 

education benefits when a member dies or sustains certain accidental injuries. 

Congregations and employers pay the full cost of coverage, which is available in incremental 

amounts or at one or two times the member’s salary, to a maximum of $200,000 . 

Temporary Disability Plan  

Provides 70% of effective salary to members during a disability, for up to 90 days, after a 

seven -day waiting period. The monthly cost is $0.45 per $10 of weekly salary, paid by the 

congregation or employer or by the minister or employee.   

NOTE : When congregational pastoral leaders receive paid family leave for pregnancy, 

required by the Book of Order for installed positions, this benefit can result in savings 

to the congregation that could be used to offset pulpit supply costs.  

Long -Term Disability Plan  

Provides financial protection for members who are not enrolled in the Death and Disability 

Plan and their families. The plan provides a monthly income to members who are unable 

to work due to a physical or mental illness or injury that lasts longer than 90  days. The 

monthly cost is $0.35 per $100 of monthly salary, paid by the congregation or employer.  

Supplemental Death Benefits  

Provide additional protection, above what is available in the Death and Disability Plan and 

Term Life and Accidental Death and Dismemberment Plan. Spouses and dependent 

children may also be enrolled. The congregation may pay some, none, or all of the cost of 

supplemental death benefits coverage. Member/spouse c osts are based on member age 

at time of enrollment, coverage level, and tobacco -use status.  For children, cost is based on 

coverage  level . 
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Health & Wellness Plans  

MEDICAL PLAN  

Provides three coverage options (PPO, EPO, and HDHP), personalized support for 

navigating healthcare, generous preventive care and prescription drug benefits, an 

employee assistance plan, telemedicine, and an online well -being program. Effective Jan. 

1, 2027, there will be six coverage options, with the addition of another  PPO, EPO, and HDHP , 

w hich will have  the same features as the existing options with different out -of -pocket costs.  

Congregations and employers may offer as many coverage options as they wa nt. They must 

contribute at least 50% of the cost of Member -only coverage in the lowest -cost option 

offered —  regardless of the option the member elects. M embers  may be required to pay up 

to 100% of the coverage cost for family members.  

1. The PPO provides the highest level of coverage and offers the most flexibility. Members 

enrolled in the PPO may seek care from both network and out -of-network providers.  

2. The EPO provides comprehensive coverage for care from the same providers at a 

lower monthly cost than the PPO because no out -of -network costs are covered.  

3. The HDHP, the lowest -cost medical coverage option available through the Board of 

Pensions , is a higher -quality version of the typical HDHP in the commercial market, 

uses the same network as the EPO, and would be considered a bronze plan in the 

Health Insurance Marketplace.  

VISION PLAN  

Includes an annual eye exam and the opportunity for members to save hundreds of dollars 

every year on the cost of eyeglasses, contacts, and more. There is no hourly work requirement  

to participate. Congregations and employers choose whether to share in the costs.  

DENTAL PLAN  

Provides c overage for a wide range of basic and major services and orthodontic treatment 

for children under age 22 . There is no hourly work requirement  for participation. 

Congregations choose whether to share in the costs, which vary geographically.  
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Tax -Advantaged Accounts  

DEPENDENT CARE FLEXIBLE SPENDING ACCOUNT  

Allows for pretax dollars to be used to pay for eligible child and elder care expenses. There 

is no hourly work requirement  for participation. Congregations may contribute to these 

accounts but are not required to.  

HEALTHCARE FLEXIBLE SPENDING ACCOUNT  

Allows for pretax dollars  to be  used to pay  for eligible healthcare expenses, such as 

deductibles, copays, and prescription drugs . 

HEALTH SAVINGS ACCOUNT  

Offered with the high deductible health plan (HDHP) to pay for eligible healthcare expenses; 

contributions, investment growth, and withdrawals for qualified expenses are tax -free.  

 

Assistance and Education Programs  

Any member enrolled in the Benefits Plan of the Presbyterian Church (U.S.A.), regardless of 

ordination status, has access to assistance and education programs  that work with benefits 

to foster holistic well -being . Additional programs are available to ministers of the Word and 

Sacrament.  

 

CREDO: AN INVESTMENT IN THE CONGREGATION AND THE MINISTER  

Ministers of the Word and Sacrament enrolled in the Medical Plan and/or the Defined 

Benefit Pension Plan are eligible to attend CR EDO. CREDO is an in -person, weeklong 

conference focused on ministers’ wholeness and well -being. Each CREDO conference is led 

by a team of experienced faculty who guide participants in a visioning and discernment 

process through four key areas of well -being : spiritual, vocational, physical and emotional 

health, and financial.  

There are three types of CREDO conferences, each designed to support ministers in a 

different phase of life and ministry. Recently ordained CREDO conferences are for members 

ordained i n the PC(USA) fewer than five years and are designed to provide a strong 

foundation for fruitful ministry. The experience comprises an initial conference dedicated 

to discernment and goal setting, followed by a year of optional one -to -one coaching and a 

co ncluding conference. A second conference serves mid -career ministers, who may benefit 

from the gift of time to renew a passion for ministry. And late -career ministers may attend 

a third conference that focuses on faithfully finishing a career of ministry.  

Each CREDO conference is limited to 28 to 30 participants to foster the flourishing of small 

cohort communities. The gatherings are by invitation only, but all eligible ministers receive 

invitations to the conference type for which they are eligible. At le ast 10 CREDO conferences 
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are offered each year, throughout the spring and fall. To date, more than 3,800 PC(USA) 

ministers have participated. While the cost to the Board is substantial, it is understood to 

be a critical investment in PC(USA) ministers and the varied contexts in wh ich they are 

called to serve.   

 

ASSISTANCE PROGRAM  

Ministers of the Word and Sacrament who are enrolled in the Medical Plan and/or Defined 

Benefit Pension Plan may apply for four grant programs designed specifically to support 

their well -being . A fifth grant is available for ministers and commissioned pastors . 

1. MINISTER DEBT RELIEF  

Helps ministers pay down debt —  and achieve greater financial well -being —  

through individual, debt -specific financial planning and a grant of up to $10,000.  

2. MINISTER EDUCATIONAL DEBT ASSISTANCE  

Helps ministers repay educational debt through student loan debt coaching and 

grants of up to $25,000. This assistance is designed to make it easier for ministers to 

accept a wide range of positions and wholly commit their best gifts to ministry.  

3. CLERGY WELLNESS SUPPORT  

Assists ministers with respite and vocational support, providing up to $5,000 for 

program and travel fees.  

4.  SABBATH SABBATICAL SUPPORT  

Provides ministers with a portion of the support they need —  up to $ 10,000 —  to 

engage in planned activities for personal and professional renewal.  

5. CHILD CARE SUPPORT  

Assists eligible PC(USA) congregational ministers and commissioned pastors with 

children ages 0 -6 years to offset a portion of their child care needs. The initial pilot 

phase of the grant provides $500 per child, up to $1,500 per month per family.  

The Assistance Program also provides grants that are open to anyone enrolled in the Benefits 

Plan, regardless of ordination status, and including retirees and surviving spouses. These are 

Adoption Assistance, Emergency Assistance, and Transition -to -College Assista nce. Retirees 

and surviving spouses may apply for Housing and Income supplements, Emergency 

Assistance, and medical grants.  

 

EDUCATION PROGRAMS  

Membership in the Benefits Plan provides access to offerings that support lifelong learning. 

These include seminars, webinars, and e -learning as well as other resources on financial and 

retirement planning and tax issues specific to ministers and congregat ions. A talented team of 
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educational professionals develops and staffs the programs, which provide guidance toward 

wholeness with learning opportunities throughout the stages of ministry and life.  

Innovative Ministries  

As the PC(USA) grows in diversity alongside our culture, innova tive ministries are vital to the 

flourishing of the changing Church. Over the last eight years, the Board of Pensions has 

been exploring ways to support ministers and innovation in ministry through dues 

incentive programs. Moving forward, this continues, with the agency also setting aside 

funding for as -yet -unidentified new concepts as it work s with the changing Church to meet 

new needs.  

The Board’s Pathways to Renewal, whi ch was sunset in 2023, and its Benefits Grants for 

Organizing Pastors and Evangelists, which continues, have resulted in more than 140 new 

calls being created. The Shared Ministry Program, introduced in 2015, encourages 

congregations, through benefits dues subsidies, to covenant to create sustainable pastoral 

positions.  At least 30 pastors have enrolled in the program , serving more than  60 churches.  

 

BENEFITS GRANTS FOR ORGANIZING PASTORS AND EVANGELISTS  

Benefits Grants for Organizing Pastors and Evangelists (church job code 301) support 

presbyteries in planting churches and cultivating new ministries by assisting with the 

minister’s enrollment in the Benefits Plan.  

Many communities served by organizing pastors and evangelists face economic 

challenges, and providing benefits through the plan may not be feasible. Yet, without the 

well -being support available to ministers through the plan, a minister may not be able to 

devote their best gifts to ministry. These grants help provide benefits support as ministers 

work to spread the Gospel and develop new congregations.  

 

SHARED MINISTRY PROGRAM  

The Shared Ministry Program encourages congrega tions , through benefits dues subsidies, 

to covenant to provide full -time employment to a minister of the Word and Sacrament . 

Positions created through this program may be installed or no t and ideally will be full -time . 

Once a covenant with the Board of Pensions is signed, the agency will provide a dues 

subsidy of 50% of the cost of benefits, up to a maximum of $10,000 per year, per call, for 

three years.  

 

THE VALUE OF COST -EFFECTIVE MAN AGEMENT  

The Board of Pensions relies on the power of large numbers in managing the Benefits Plan 

of the Presbyterian Church (U .S .A .). It does this  through its leadership in the Church 
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Benefits Association (CBA) , generations of  s tewardship by Presbyterian congregations , and 

decades of strong  investment management by the agency.  

CBA includes an overwhelming majority of all denominational benefits plans. Over 50  

organizations  are represented, with CBA members serving over 1 million  members of the 

clergy and other church -related employees and their families in the U.S. and Canada. The 

association’s buying coalition for healthcare is collectively the largest national customer of 

Highmark Blue  Cross Blue Shield.  

 

Healthcare Cost Control  

The size of the CBA buying coalition enables the negotiation of favorable rates and provides 

Benefits Plan members with access to the largest healthcare network in the U.S. As a result, 

the Board provides healthcare coverage with an administrative cost tha t is substantially less 

than the combined administrative and profit margin of the healthcare industry as a whole.  

Compared to total dues /revenue, 87.5% of every dollar the Board collects goes to pay 

medical claims; commercial compet itors may pay as little as 80 % of premiums toward 

claims. That is a 7.5% cost advantage for congregations and employers participating in the 

Benefits Plan.  

Congregations and employers who participate in the plan also benefit from large risk pool 

numbers. Most small employers suffer with the highest per capita costs for what is often 

less  than  comprehensive coverage. The PC(USA) plans have a large risk pool and are self -

funded, so the average costs per covered life are better controlled.  

 

Defined Benefit Pension Plan  

The  asset -based plans benefit from scale as well. Stewardship by Presbyterian 

congregations and expert investment management by the Board of Pensions have yielded 

sufficient resources to meet plan obligations and provide all members with benefits at a 

relative ly low cost. Dues for the Defined Benefit Pension Plan have never gone above 11% of 

effective salary. And after its 2019 asset -liability study , the Board was able to reduce pension 

dues to 8.5% of effective salary, without reducing benefits. By comparison, the Episcopal 

Church levies 18% of ministers’ effective salary for participation in its pension plan.  

The PC(USA) pension plan provides for a 50% benefit for surviving spouses, based on the 

member’s original pension calculation and without reduction. This is unheard of in other 

pension plans. Each member’s pension accrues at the greater of actual compensat ion or 

the annual median effective salary. This commitment to community nature costs the plan 

about 1% annually, but hon ors those in lower -paying positions without unduly restricting 

the ability of all members to receive increases through experience apportionments, 

granted by the agency’s Board of Directors.  
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Experience apportionments are the pension plan vehicle for sharing investment success. 

Apportionments increase the pension credits of active members and vested but 

terminated members and the pension benefits of retirees and surviving spouses. After the 

2025  asset -liability study, the Board was able to modify the guidelines in the policy it uses 

to determine apportionments. Th e most recent apportion ment  —  7.2% , effective July 1, 

2026 —  is the largest granted since 1999 and the 14th consecutive apportionment,  yielding 

a cumulative increase of 64.4%  since 2013 . The apportionment provision is unique in the 

pension world but explicitly reflects the PC(USA) value of generational equity. No one 

benefits disproportionately due to the year in which they retire.  

 

Death and Disability Plan  

Dues for the Death and Disability Plan have remained at 1% of effective salary for a 

generation, when offered with the pension plan, even though the commercial value is 

approximately 2.5% of effective salary. The commercial value is derived not only from t he 

income replacement feature for disability, which is common in commercial plans, but also 

from other features unique to the PC(USA). The Board pays for medical coverage if the 

member is enrolled for medical coverage through the Board at the time the disability 

occurs and pension accruals on behalf of disabled members until they reach Medicare 

eligibility. Included in the death benefits is up to $40,000 per child for the first four years of 

accredited study beyond high school.  

Every offering provided through the Board is designed to bring greater value at a lower cost 

than what is  available on the commercial market. More importan tly , we structure the plans 

and programs to reflect the values of the PC(USA).  

 

HOW MAY WE SERVE YOU?  

 

S ervice excellence, hospitality, and grace run through the fabric of the Board of Pensions. 

Our Church Consultants, located throughout the country, and our Plan Operations teams 

are available for guidance and simply to answer questions.  

 

CHURCH CONSULTANTS  

 

Sessions, session committees, and other church leaders are urged to call their Church Consultant 

before making benefits decisions. Ways in which consultants provide support include:  

1. p roviding guidance in discussions on benefits needs among presbyteries, 

congregations, and ministers  

2. k eeping presbyteries informed on innovative ministries programs  
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3. h elping to expand awareness of the assistance program.  

Consultants, their regions, and contact information are available on pensions.org, at 

https://www.pensions.org/our -role -and -purpose/the -connectional -church/church -

consultants , or by calling 800 -PRESPLAN (800 -773 -7752) (TTY: 711) . 

Visit pensions.org  for additional information on the plans and programs available through 

the Board of Pensions .  

 

https://www.pensions.org/our-role-and-purpose/the-connectional-church/church-consultants
https://www.pensions.org/our-role-and-purpose/the-connectional-church/church-consultants
https://pensions.org/
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APPENDIX 1: Salaries in the Parish Ministry ( 2026 Salary Study)  

The Board of Pensions of the Presbyterian Church (U .S .A .) annually tabulates the median and average annual effective salary 

information reported to it for minister members of the Benefits Plan who are serving PC(USA) congregations. The median salary  

is generally considered more representative than the average s alary because it is less influenced by very high and very low 

salaries. The Board uses salary information reported to it as of May each year to set  the  median effective salar y for the next year. 

The median effective salary applies to all Benefits Plan  members for purposes of calculating pension credits and pension and 

disability benefits.  

The median annual effective salary for  2027 is $74,400 , an increase  of  4.6 % from the 2026  median of $ 71,100 . The average annual 

effective salary of these ministers for 202 6 is $ 79 ,280 , a 3.3% increase from the 2025 average of $ 76 ,778 . 

The table below shows a five -year comparison of average annual effective  salaries received by the minister members of the 

Benefits Plan of the Presbyterian Church (U.S.A.) serving local congregations as of the date shown. These averages exclude 

salaries paid to chaplains, foreign missionaries, pensioners serving churches, and personnel at the Board of Pensions and other 

church agencies. The averages are based on the annual effective salaries, on which benefits dues are calculated, and include 

cash salary, manse or housing allowances, and deferred compensation as reported by the  churches.  
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APPENDIX 2: Introduction  

The following pages include salary study materials  designed to in form benefits decisions.  Included are breakdowns by gender, 

age, and position.  

P roviding access to the benefits and programming available through the Benefits Plan of the Presbyterian Church (U.S.A.)  

strengthens the ministry of the Church by supporting th e well -being of th ose who answer a call from God.  

Please take note of the following in reviewing the following appendices:  

1. This work focuses on church ministry, looking  at the following relationships (job codes): pastor or co -pastor (101), 

associate pastor (103), interim pastor or interim associate (105), temporary pastoral relationship (108), and 

designated pastor (191 and 193).  

2. The effective salary and relationship (job code)  information  is self -reported by congregations to the Board of 

Pensions for their p lan members. It does not reflect the effect of number of years of service.  

3. The data comprises  full -time and part -time positions, including those in split services (serving in more than one 

ministry context where the primary service includes one of the above relationships).  

4.  S tatistically insignificant or individually identifiable data has been removed from certain detail lines in the tables  

but is included in the high -level totals. As a result, detail lines may not all total to the summary totals.   
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APPENDIX 3: Newly Ordained Ministers vs. Ordained & Ever Receiving Benefits  

(2017 to 202 5) 
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APPENDIX 4: New ly Ordained  & Enrolled in  the Benefits Plan  (2017 to 2025)  
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APPENDIX 5: Congregational Ministry Effective Salary Study of Board of 

Pensions Plan Members as of 1/1/202 5 by Age Group & Gender  

 
- / - Figures are not shown due to possibility of being identifiable. Figures are included in the totals. Further explanation in Ap pendix 2: Introduction.   
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APPENDIX 6: Congregational Ministry Effective Salary Study of Board of 

Pension Plan Members as of 1/1/202 5 by Congregation Size  & Gender  

                 

- / - Figures are not shown due to possibility of being identifiable. Figures are included in the totals. Further explanation in Ap pendix 2: Introduction.
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