  
  
  
  
  

EVANGELICAL MISSIONARY CHURCH
OF CANADA

PASTORAL COMPENSATION
GUIDELINES
2018
  
  
  
  

A message from President Kervin Raugust
Thank you for the care you are giving your pastor and family (Please read this as pastors and
families IF you have a pastoral team in your church)!

Pastoral ministry comes with the joys of shepherding one’s flock and it comes with the weight
of serving as overseer. This is the image Jesus spoke of himself in John 10. I assure you, your
pastor walks in the way of Jesus as a shepherd and overseer. It is in his/her DNA!
Thank you for caring for the compensation of your pastor going into 2018. My invitation to
you is to give time to “listening to the heart of Jesus” as you consider not only how to invest in
your pastor but also how to express gratitude in tangible and visible ways.

The Pastor Compensation Guideline is given to help you in your discerning process. My
challenge to you is to remember that just as God honours people who, out of gratitude, give
generously, so too does He honour churches who do so toward their pastor(s).
Your Friend and Fan…
Kervin Raugust
President,
EMCC
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Overview of this Guide:
Thank you for reading the EMCC Pastoral Compensation Guide. It is a privilege for us to serve you
in this way.
Consumer Price Index: The CPI from July 2016 to July 2017 increased 1.2% for Canada. You
can see the specific details by Province on page 6 of this guide.
EMCC Pension and Benefits: The EMCC West District Pension and Benefits Plan expanded to
become a national plan in 2010. Many churches in eastern Canada have enrolled in the Plan over
the past 7 years. Employees enjoy the benefits and the churches appreciate a reduction in premiums;
however, a great benefit for pastors and churches is the consistency of benefits across EMCC
churches. Extended Health and Dental Benefits became available to permanent, part-time employees
in June, 2013. See the specifics on page 11, section 4.1. For more information and for a specific
review of the benefits offered in your church, contact the EMCC Pension & Benefits Administrator.
CCCC Salary Survey: Members of the Canadian Council of Christian Charities can participate
and receive results for an annual salary survey. This survey will show you what other churches are
paying their pastors and support staff. EMCC recommends that if you are a CCCC member you
should participate in this and use the results to ensure you are in line with other churches. This is
intended as a guide to show minimum salaries for pastors in the EMCC. However, each employment
contract is between the local church and the pastor. Visit www.cccc.org for more information.
The Pastoral Compensation Guideline remains a general guideline for all churches.
There may be factors, many of which are discussed in this document, that could affect
how your church uses this information. Please read the remainder of this guideline
for an understanding of the issues.
If you have any questions about these guidelines or find any discrepancies, you are welcome to call
the EMCC office at:
1-877-375-7600 (toll free)
403-250-2759 (Calgary)
519-894-9800 (Kitchener)
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1.

Preamble

The purpose of this document is to assist churches in determining a fair and adequate level of compensation
for their pastors. The guidelines identify a range of factors churches may wish to consider when determining
or reviewing pastoral compensation. They provide an approach or formula for arriving at compensation with
current data comparisons and inputs. It offers a frank discussion on a subject that pastors may be hesitant to
talk about for fear of appearing materialistic or selfish. This document is intended to support pastors and
churches in providing relevant and current information for an important ministry decision.
Church situations will vary in terms of pastoral qualifications, the church’s financial ability to compensate their
pastor, and the desired method for determining an appropriate pay scale. Whatever the situation, it is
recommended that EMCC member churches consider these guidelines in arriving at appropriate salaries and
benefits for their pastoral staff. Note, however, that they are guidelines only, not mandatory expectations.
Some churches may choose to arrive at a salary that is different than that suggested by this document. This
may be appropriate for congregations where factors other than those considered here are deemed relevant:
unique circumstances, where ability to pay is an issue, or the parameters used here for a “typical” Canadian
setting are not applicable to the church’s specific locale.
If your church’s compensation package is below these guidelines, you may wish to revisit your pastor’s salary.
On the other hand, if you are above the guidelines, we will praise the Lord together for your care and
consideration of your pastor.

2.

Factors to Consider in Assessing Pastoral Compensation

There are many factors to consider in determining a fair and adequate pastoral compensation package, and a
range of opinion as to their relevance and ranking. Among the many factors are the following (in no particular
order): scope of responsibility; ability to relate to a wide range of problems; years of pastoral (or other relevant)
experience; years of education or degree level; effectiveness of ministry; size of congregation; median income of
congregation; size of church budget; financial need; experience in specialized ministry areas; size of
professional staff being supervised; compensation of other clergy (in this denomination and elsewhere);
compensation of other comparable occupations; Biblical standards regarding support of those who minister;
and cost of living (absolute levels and percent changes).
We have focussed on a number of these and ask that you give them prayerful thought.

2.1

Biblical Standards for Ministry Compensation

•  1 Cor. 9:7-14, specifically verse 14: “in the same way, the Lord has commanded that those who preach the
gospel should receive their living from the gospel.”
•  
Gal. 6:6: “anyone who receives instruction in the word must share all good things with his instructor.”
•  
1 Tim. 5:17-18: “The elders who direct the affairs of the church well are worthy of double honour,
especially those whose work is preaching and teaching. For the Scripture says, do not muzzle the ox
while it is treading out the grain, and the worker deserves his wages.”

2.2

Need for Fair Compensation

Although many pastors are willing to sacrifice for the sake of ministry, and most are not in ministry solely for
economic gain, there is a need for them to be fairly compensated. The marketplace provides information as to
what is “fair”, provided that related comparables can be identified. For example, information may be
available respecting salaries and benefits paid in other churches, both in our denomination and in other
denominations, for similar qualifications. Parachurch organizations may be another source of information.
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In making comparisons to non-clergy salaries, however, one must be cognisant of the differences in duties and
responsibilities, and in the tax treatment of remuneration. Regarding duties and responsibilities, pastoring is a
unique occupation and not entirely comparable to any other single occupation. Furthermore, since pastors are
eligible for the “clergy residence deduction”, “apples to apples” comparisons should be made on an equivalent
before-tax basis. For example, an Alberta pastor whose salary is $55,000, of which $15,000 is eligible as a
housing allowance deduction, would have after-tax cash equivalent to a salary of $62,059 that would not be
eligible for such a deduction. The calculation is as follows: $40,000 + $15,000/(1-0.32) = $62,059. Note that
marginal tax rates (for example, in Alberta) are currently 25% to $45,916, 30.5% on the next $45,915, 36% on
the next $34,794, and so on. The example uses a 32% marginal tax rate to determine the fully taxed
equivalent of the tax-free clergy housing deduction. 2017 marginal tax rates for other provinces can be found
at http://www.cra-arc.gc.ca/tx/ndvdls/fq/txrts-eng.html .

2.3

Need for Adequate Compensation

Typically in Canada remuneration for any occupational group is not based on need. The view is taken that
the number of children and lifestyle are personal decisions of the individual. Having said this, the following
additional comments appear relevant to pastors.
Pastors who are under financial duress find that it severely hampers their ministry and adds stress to their
family life. The Scriptures admonish those who do not provide for their families. 1 Tim. 5:8 says: “If anyone
does not provide for his relatives, and especially for his immediate family, he has denied the faith and is worse
than an unbeliever.” It becomes very difficult to give oneself wholly to ministry and make decisions for the
right reasons when facing financial stress. It may also cause the pastor to seek opportunities elsewhere where
there can be ministry and adequate provision for family.
Many pastors have also sacrificed to complete their education, often to the Masters degree level. It can be
difficult for a pastor to recover from the out-of-pocket costs associated with further learning, much less the
foregone earnings while pursuing further education. While most churches cannot bear the entire responsibility
for the educational choices of a pastor, it is both incumbent upon and advantageous for a church that requests
such a level of schooling for its pastor to be certain he or she can recover from the financial sacrifices made.
For pastors to be effective in our churches and communities, they ought to be able to enjoy a standard of living
comparable to others in the community. It can be a tremendous ministry opportunity for pastors to be
involved in community life and activities. These activities usually cost money; thus, the pastor should be
compensated to support the level of involvement in the community desired by the pastor and the church.
Another consideration is that, under most circumstances, having a pastor who is paid too little or too much by
society’s standards is not a good testimony to the community.
Finally, there may be concern about the ability of small churches to meet the compensation guidelines. This is
a concern that can be addressed by exploring possible solutions that will meet the needs of both the pastor and
the church. One suggestion is for the church to extend a part-time call according to what can be financially
supported, allowing the pastor opportunity to pursue other personal employment or educational opportunities.

2.4

Geographic Costs

Cost of living varies greatly from one region to another. Compensation considerations should include fair
market value rental of the parsonage or pastor’s home, plus the cost of utilities. Major regional
differences may relate not only to housing costs, but also to other living costs such as insurance, property taxes,
utilities, food, etc. In some cases the costs are offsetting—for example, a remote location may be characterized
by lower housing costs, but involve higher travel costs. These cost of living differences between regions will
generally be reflected in the wages and salaries being paid by employers to attract individuals to higher cost
locales.
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Various information sources are available regarding regional cost differentials. The Canada Mortgage and
Housing Corporation web site (https://www.cmhc-schl.gc.ca/en/hoficlincl/homain/stda/data/data_004.cfm)
compares rental value of accommodations in major Canadian metropolitan centres. Differences in salaries
according to geographic location are also illustrated by published provincial salary comparisons for various
professions such as “general duty registered nurses” and “teachers”. This information may be found on web
sites of such organizations as the Canadian Federation of Nurses Union and the Canadian Teachers
Federation.
In the compensation formula suggested in Section 3 the “housing allowance” factor is assumed to reflect the
difference in cost of living (and commensurate earnings) from one community to another.
Not only does the absolute cost of living between regions vary, so does the rate of inflation as measured by
changes in the Consumer Price Index (CPI). To rely totally on the CPI to adjust salaries (i.e. take last year’s
remuneration and increase by the CPI), albeit simple, can be problematic, because the resulting income may,
after a period of time, no longer reflect the market value for the occupation. Also, the CPI is calculated for a
hypothetical “basket” of goods and services consumed by a typical household, which may differ from the
typical purchases of pastors (or for that matter any other segment of society). A comparison of the CPI to the
proposed salary percent increase over the previous year does show the purchasing power of the salary package
and whether the individual’s standard of living is being maintained. Depending on supply and demand factors
in the market for different occupations, one would generally expect percent increases for some occupations to
be greater than CPI and for others less. CPI data for the provinces and larger centres are readily available
from Statistics Canada (toll free 1-800-263-1136 and follow the instructions, or see
http://www.statcan.gc.ca/). Changes to the CPI (all items) for the 12 months ending July 2017 were reported
as follows:

Location

2.5

% Change in CPI

Location

% Change in CPI

Total Canada

1.2 Alberta

1.0

Manitoba

0.9 Ontario

1.2

Quebec

0.9 Nova Scotia

0.9

Saskatchewan

0.8 British Columbia

1.9

Internal Equity

Many churches have multiple pastoral staff, with different levels of qualifications and responsibilities. When
determining compensation in this situation, the task is further influenced by the need to ensure that individuals
are remunerated according to the qualifications required and the responsibilities assigned to each position.
Some larger churches with many staff have gone the route of internally defining a salary range applicable to a
level of leadership, with the range of remuneration linked to the responsibilities associated with each level.
Minimum qualifications for the position are defined, but not maximum qualifications, such that an overqualified individual may still be eligible to serve in this capacity, but is remunerated according to the grid and
responsibility associated with the position.

2.6

Performance Evaluation

There are different schools of thought with respect to the relationship between salaries and performance
evaluations. One view holds that expectations for the position must be well defined and communicated to the
staff, whereupon salary is tied in some fashion to performance and meeting the specified expectations. Another
view holds that performance evaluations should be linked with employment rather than reward for
employment. The reasoning here is that the church would want a pastor employed who continually meets or
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surpasses the goals and does so with acceptable excellence. Anything less, and with no sign of improvement,
would not be acceptable.

2.7

Other Considerations

There are no doubt other factors that may come to mind in your particular situation. For example, broadbased Canadian salary surveys conducted by management consulting firms have historically shown
compensation for a like position tends to be somewhat lower in the “Public Sector” and “Not-for-Profit Sector”
than in the “For-Profit Private Sector”. A similar relationship probably exists for pastors’ salaries in relation to
the “For-Profit Private Sector” if their skills and experience were applied there. However, there may be some
countervailing benefits relating to work environment and employment security when compared to the private
sector.
Another factor is the size of the church budget. Studies suggest that on average, churches with larger budgets
pay their pastors higher salaries than smaller churches. It would seem prudent for churches to seek pastors
with qualifications commensurate with their ability to pay. To seek a pastor with extensive qualifications (e.g.
education, experience, etc.) and be unable to adequately compensate the individual for his or her qualifications
unfairly places the financial sacrifice moreso upon the pastor.
While the size of the church budget has a bearing on ability to pay, it must be remembered that faith also plays
a role, as God often provides through His people when they step out in faith for the right reasons.

3.

Compensation Recommendations

The following formula provides one way of determining your pastor’s compensation:
Working Paper (Fill in the Numbers):
Base Salary
Plus
Plus

Clergy Housing Deduction Equivalent (based on costs in your
community)
Composite Attendance Allowance (based on church size)

Plus

Administrative Allowance (for multi-staff situations, if applicable)

Plus

Experience Allowance (applicable ministry experience)

Plus

Graduate Degree Allowance (graduate studies, if applicable)

Total Compensation

Each of these factors is explained in detail below. Application of these guidelines will yield a minimum salary
of $32,349 plus housing allowance and a maximum salary of $61,968 plus housing allowance for a pastor who
qualifies for all of the increments.
Each church will of course have its salary data for year 2017 against which to compare the proposed 2018 total
compensation.

3.1

Base Salary

The base recommended salary in 2017 was $31,965. The recommended value for 2018 is $32,349, based on
the increase of the Canadian CPI (1.2%).
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3.2

Clergy Residence Deduction

It is expected that the pastor will reside in a home that is typical of the homes in the community served.
“Typical” refers to a home of the size, age and standard that the majority of the people in the community
would be comfortable with given the size of the family and entertainment expectations the church has of the
pastor. The value of such accommodation will fluctuate considerably depending on the community served.
It is recognized that congregations within the EMCC will have various housing arrangements with their
pastors. Some will provide a parsonage, while others will compensate pastors with a salary adjustment where
the home is owned or rented by the pastor.
Tax law related to clergy continues to be scrutinized, so that Canada Revenue Agency (CRA) reassesses
hundreds of ordained ministers serving in roles other than pastoring a congregation. Many of these individuals
serving in missions, higher education and parachurch organizations have been successful in appealing their
reassessments. As this document is intended for the local church, we are restricting our comments to the
traditional role of a pastor “...in charge of or ministering to a diocese, parish or congregation....” These are the
“status and function” requirements identified in the Income Tax Act.
In October 1999 the Department of Finance proposed to amend the provisions of paragraph 8(1)(c) of the
Income Tax Act regarding the clergy residence deduction. However, the legislation that was passed on June
14, 2001, contained significant changes to the original proposals. The most significant changes included:
•   The ability to claim utility expenses in addition to the fair rental value of the home;
•   The maximum claim threshold; and
•   The requirement of an “employer certificate” (T1223 form).
All churches, effective 2001, are required to certify on the prescribed form that the pastor meets the “status”
and “function” tests. The T1223 form is available at http://www.cra-arc.gc.ca/E/pbg/tf/t1223/.
Where the employer provides rent-free housing and/or utilities, all amounts that are included on the T4 in
respect of housing are taxable benefits for the employee. This includes housing and utilities paid by the
employer.
In cases where eligible taxpayers own or rent accommodation and pay their own utilities, the clergy residence
deduction is restricted to equal the least of the following amounts:
•   The total remuneration from the qualifying employment
•   The greater of:
o   one-third of the total remuneration from qualifying remuneration or
o   $1,000 for each month in the year during which the employee meets the status and
function test (up to $10,000)
•   The actual rent and utilities paid (or, if the residence is owned, the fair market value) for the
residence, for the total period it was rented or owned and the taxpayer was in qualifying
employment.
Where the residence is owned by the church, fair market value of housing (plus cost of utilities) is to be shown
in Box 30 and included in Box 14 of the T4. This information is not shown on the T4 when the pastor
provides his or her own home (either through ownership or rental).
For the purposes of paragraph 8(1)(c), “utilities” means amounts expended for services for electricity, heating
(e.g. gas), and water and sewer.
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The concept of the proposed compulsory “clergy housing allowance” has been abandoned and the revised
paragraph 8(1)(c) leaves the deduction to be an amount claimed by the employee and not an amount required
to be paid by the employer.
Although community standards should be considered in determining the pastor’s compensation, for tax
purposes the housing element is not required to be disclosed as a separate item on the T4.
For further information on the clergy residence allowance, please visit the Canada Revenue Agency (CRA) at
www.cra-arc.gc.ca and the Canadian Council of Christian Charities at www.cccc.org.
Clergy residence deduction at source
The CRA requires that ministry employees who own or rent their living accommodation and desire to have
their income tax deductions reduced at source in connection with the Clergy Residence Deduction must file a
form T1213 every year (“Request to Reduce Tax Deductions at Source”) with CRA. CRA’s written
approval of the request must be provided to the employer in order for any reduction in tax deductions at
source to be made for pays issued after January 1, 2018. It is the employee’s responsibility to file the T1213
form.

Note: Where housing is provided by the employer (i.e. the employer owns and provides a parsonage or rents
accommodation on behalf of the employee) the T1213 form does not need to be filed with CRA.
The T1213 form (available at http://www.cra-arc.gc.ca/E/pbg/tf/t1213/) should be filed each year as
soon as possible, and no later than early November to allow sufficient time for CRA to issue the approval prior
to January 1, 2018. CRA typically requires at least 4 to 8 weeks (sometimes more) to process the approval.

3.3

Composite Attendance Allowance

The Composite Attendance Allowance (CAA) is an attempt to appropriately compensate a pastor for the
varying levels of responsibility demanded in churches of different sizes. The CAA is calculated by adding
average worship service attendance in the prior year + average Sunday School attendance in the prior year +
church membership at the end of the year, and dividing by three.
The recommended CAA scale is intended for a solo or Lead Pastor. When a church has more than one
pastor, the CAA for assistants or associates should be adjusted to reflect their level of responsibility relative to
that of the Lead Pastor.
The recommended CAA is as follows (with a comparison to year 2017):
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CAA

2017

2018

0-50

3.4

$0

$0

51-75

$1,339

$1,355

76-100

$2,786

$2,819

101-150

$4,414

$4,467

151-200

$5,987

$6,059

201 – 300

$7,910

$8,005

301 – 400

$9,024

$9,132

401 – 500

$10,136

10,258

Administrative Allowance

This factor is included in the guidelines to address the additional administrative/supervisory duties of a Lead
Pastor responsible for other paid professional staff such as an associate or assistant pastor. When a church
employs more than one person in full time ministry, the Lead Pastor should receive an administrative
allowance of $3,423 ($3,382 in 2017). If the Lead Pastor is responsible for more than 6 other paid ministry
staff, the church should also consider an additional amount of $1,060 ($1,047 in 2017) per pastor above six.

3.5

Experience Allowance

The experience allowance is intended to recognize the increase in effectiveness that should result from greater
experience. In most industries experience increments are capped between five and ten years, but additional
salary increases are possible through promotions. However, EMCC pastors do not necessarily move from
smaller churches to larger ones, and we do not want to provide significant financial inducements for them to
do so. Instead, each pastor should serve where most effective and be compensated for that effectiveness.
A pastor should receive one increment for each year of pastoral experience. Experience in other fields should
be carefully evaluated as to its comparability and benefit in preparation for pastoral ministry. The increment
values have been revised as follows for the experience allowance:
2017

3.6

2018

First 12 Increments

$686 each

$694 each

Next 8 Increments

$349 each

$353 each

Graduate Degree Allowance

The graduate degree allowance is intended to recognize the increase in effectiveness that should result from
additional education. A pastor should receive this allowance after earning the first Masters degree. The
recommended graduate degree allowance for 2018 is $1,863 ($1,841 in 2017). In the event a pastor has an
applicable second Masters degree or doctoral degree, a further increment of $1,863 is recommended.

4.

Benefits

Benefits comprising part of the compensation package for pastors include group insurance, denominational
pension and retirement savings plan, government pension (CPP/QPP), employment insurance, sick leave,
vacation leave, maternity and parental leave, sabbatical leave, days off, honoraria, and gifts or bonuses.
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4.1

Employee Benefits

EMCC provides a highly competitive Group Benefits Plan. EMCC regularly reviews the structure of its
insurance contracts that provide life and disability insurance, extended health care, and dental care benefits for
employees of full member churches. Regular reviews may result in a change in coverage from time to time.
The present contract expects all permanent employees who work 30 hours or more per week to participate in
the plan, and does not expect employees to completely opt out of the plan. Extended health care and/or dental
benefits can be waived provided the employee has comparable coverage through his or her spouse. Contract
employees are considered self-employed and therefore are not eligible for coverage in the group insurance
plan. It is suggested that the employee and the church share the cost of this coverage. It is important to note
that long-term disability benefits are non-taxable; therefore, employees are required to pay the full premium
for long-term disability insurance. Premiums for life, dependent life and accidental death & dismemberment
are taxable benefits when paid by the employer. Further details may be obtained from the EMCC Pension &
Benefits Administrator.
Extended Health and Dental benefits are available to permanent, part-time employees who work a minimum
of 24 hours and less than 30 hours per week. This class of benefits is available upon the request of the church.
Contact the EMCC Pension & Benefits Administrator for more information.
Short Term Disability benefits are not included in the EMCC Benefit Plan; however, this benefit is available
through EI Sickness Benefits. For information regarding EI Sickness Benefits, go to
http://www.esdc.gc.ca/en/reports/ei/sickness.page. To apply for EI Sickness Benefits, go to
http://www.esdc.gc.ca/en/ei/sickness/index.page.
If the church is interested in providing supplemental payments to Employment Insurance (EI) benefits, a
written policy must be established and submitted along with the Supplemental Unemployment Benefit (SUB)
registration form to Service Canada for approval. Information on the SUB plan and the registration form are
at http://www.esdc.gc.ca/en/reports/ei/supplemental_unemployment_benefit/index.page. The
Service Canada mailing address is on the last page of the form. Assistance is available by phone at 1-800-OCanada or by contacting a local Service Canada office. To locate the nearest Service Centre go to
http://www.servicecanada.gc.ca/tbsc-fsco/sc-hme.jsp.
Sabbaticals must be reviewed by the EMCC Benefits Administrator to determine eligibility for benefits and
continued insurance coverage during this time. The insurer assesses life and disability benefits during a
sabbatical period on an individual basis.

4.2
Defined Contribution Pension Plan (DCPP) & Registered Retirement Savings Plan
(RRSP)

The EMCC Defined Contribution Pension Plan (DCPP) is reserved for EMCC Licensed or Ordained
Ministers. The Church contributes an amount equivalent to 6% of the pastor’s salary including the housing
allowance, if applicable, to the DCPP. Through payroll deduction, the pastor contributes at least 3% of
gross salary to the EMCC Group RRSP. Both DCPP and RRSP are money purchase plans, the funds of
which are administered by the individual employee through Sun Life Financial. Contributions are remitted to
the EMCC Calgary office on a monthly basis. The EMCC Pension Plan is registered with the Government of
Canada and requires each church to comply with the above contribution rates. This is a contractual
obligation that cannot be ignored. It is important to remit contributions in a timely manner; failure to do so is
a criminal offense.
The EMCC Group RRSP is available to all staff:
•   who have been employed by an EMCC church for more than 90 days;
•   who are employed at a level of at least 4/5 full-time permanent (30 hours);
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•   with employer contribution of 6%, and a minimum of 3% contribution by employee;
•   with the restriction of withdrawals on employer contributions while employed by the church.

4.3

Government Pension (CPP/QPP) & Employment Insurance

The church is also required by statute to pay its share of the Canada Pension Plan and Employment Insurance
premiums. These payments, together with source deductions from payroll, are required to be remitted to the
proper authorities in a timely manner. Further information is available from Canada Revenue Agency at
http://www.cra-arc.gc.ca/E/pub/tg/t4001/.

4.4

Sick Leave

Employees accrue sick leave at the rate of one day per month of service, up to 10 working days annually (with
no carry forward to a subsequent year). Benefits are provided by and in accordance with the EMCC Group
Insurance Plan.

4.5

Vacations
1.   The minimum recommended vacation schedule is as follows (subject to provincial labour standards):
1 through 10 years of service equals 3 weeks; 10 through 20 years equals 4 weeks; and 20+ years may
be given 5 weeks.
2.   The local church is responsible for the cost of guest speakers during the pastor’s vacation period.
3.   If a pastor attends a week of Family Camp at one of the EMCC partner camps, that week should not
count towards 1. above, but should be considered an additional week of vacation.

When calculating the number of years of service, full time pastoral experience in any EMCC church should be
included. Full time pastoral experience in another denomination may also be given equal credit if the church
chooses to do so. Part time pastoral experience may be prorated. Other experience may be considered at the
discretion of the church.
It is recommended that at least one week, and preferably two, be taken consecutively to provide a meaningful
break from pastoral responsibilities. Also, vacation time should not be accumulated but at the latest should be
taken in the last few months of the year in which it is earned, or in the first few months of the following year.
In calculating vacation time earned, it is recommended that the date of hire be established as an “anniversary
date”. When the pastor moves, the church that he or she is leaving will calculate the vacation time owing from
the most recent anniversary date.

4.6

Maternity and Parental Leave

Maternity and parental leave for clergy should be provided in accordance with the guidelines provided by the
Government of Canada. For further information visit:
http://www.esdc.gc.ca/en/reports/labour_standards/maternity_leave.page.

4.7

Sabbatical Leave

The EMCC does not have a sabbatical leave policy with respect to its churches. The terms of such leaves
should be negotiated between the pastor and the local church. Regional Ministers are available for
consultation. An article entitled “Sabbatical Perspectives” is available on www.emcc.ca. To find the article,
search the title in search tool on the home page.

4.8

Statutory Holidays & Days Off

Allowance for rest and time to take care of personal affairs is particularly important if pastors are to maintain
long-term effectiveness. Thus, churches should encourage pastors to take two days off per week, with
allowances for statutory holidays.
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Each province has employment legislation requiring that all employees be granted time off or be paid timeand-a-half for specified “general holidays”. These usually include a minimum of nine of the following days:
New Years Day, Family Day, Good Friday, Easter Monday, Victoria Day, Canada Day, Labour Day,
Thanksgiving Day, Christmas Day, Boxing Day (and any other day designated by the employer).
Many of these days are special days in the church calendar, and the pastor is required to perform services on
those days. Therefore, each church should grant their pastor(s) other time off to compensate for these days.

4.9  

Honoraria

Honoraria are gifts of appreciation given to pastors for work or service performed, and should be viewed as a
love gift to the pastor, not the church. All portions of honoraria that are above and beyond incurred expenses
are viewed as taxable income by CRA.

4.10   Gifts or Bonuses
Sometimes churches choose to give a gift or bonus to the pastor as a way of saying thank you. The CRA
indicates that a gift in cash or in kind to an employee is considered to be a benefit from employment (subject to
an administrative exception for up to two non-cash gifts per year if no single gift designated for exemption
exceeds a cost to the charity of $500, or the combination of the two gifts does exceed $500 if the non-cash gifts
are not easily convertible to cash or disguised remuneration). If the cost of a single gift or two combined gifts
exceeds $500, it is to be included in the recipient’s income. For further information, see the CRA document
T4130 available under forms at the CRA website http://www.cra-arc.gc.ca/E/pub/tg/t4130/

5.

Other Ministry Expenses

Certain expenses are incurred in effectively conducting the ministry of the church. The pastor should not pay
these costs, nor are these costs viewed as part of the compensation package in itself.

5.1

Automobile Allowances

CRA allows (in 2017) the church as an employer to reimburse the pastor an automobile allowance up to $0.54
for the first 5,000 km per year and $0.48 after that. A church may pay travel costs at any rate it wishes, but
payments below the above rates should not trigger any taxable benefit to the pastor, because they would be
considered a reimbursement of the expenses incurred in operating a vehicle in the service of the church. The
amount agreed upon by the church and the pastor should reflect the true cost of operating the vehicle,
including insurance, depreciation, interest costs, fuel, etc.
If the pastor’s actual automobile expenses exceed the allowance paid by the church, these expenses may be
claimed as a tax deduction, and the amount received from the church included as income so that the tax
benefit from the higher cost is received. It must be remembered, though, that all of this relates to only that
portion of the pastor’s total travel that was done carrying out church duties. This does not include travel
between the pastor’s home and the church building, although it has been suggested that if the pastor is
required to make more than one trip to the church building each day, those additional trips could be
considered to be on church business. The CCCC felt that this position is defensible, but our auditor was of the
view that this was pushing the matter to the limit. Given this difference of opinion, we are recommending that
caution be exercised if including this mileage in the reimbursement calculation.

5.2

Professional Development & Denominational Networking

While not a direct part of a pastor’s compensation package, all churches are asked to pay the cost of their
pastor(s) to attend the EMCC Regional Pastors’ Retreats and either the EMCC Regional Gathering or
General Assembly, which occur in alternate years. Attendance at the retreat is highly recommended.
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Additionally, a church should also budget an amount equal to at least 2% of the pastor’s salary for professional
development, which is part of the Continuing Education policy. This amount may be used for seminars,
workshops, education or books. This allowance should not be paid directly to the pastor except as
reimbursement for expenses actually incurred, or will become taxable income to the pastor.
Books and periodicals that are purchased for the pastor’s library are a taxable benefit to the pastor. If,
however, they are bought for the church (even though the pastor uses them) there is no taxable benefit to the
pastor. Since used books (2 or 3 years old) have only nominal value, it may be possible to give books to the
pastor upon his or her leaving the church without incurring a taxable benefit. It is also possible for the pastor
to purchase books and periodicals personally and deduct the cost from “self-employment” income (honoraria
from weddings, funerals, etc.), which is otherwise taxable income.

5.3

Entertainment Expense

Often some of the pastor’s most productive time can be spent over a cup of coffee or a light lunch. It is
therefore recommended that each church consider including in their budget an entertainment allowance to
cover such costs. The amount of this allowance varies with size of the congregation, work schedule for the
congregation, etc., and is best determined at the local level. Hospitality reimbursement should not be paid as
an allowance to the pastor. Rather, the pastor should be reimbursed on the basis of actual expense within an
approved annual budget established for such purpose.

5.4

Moving Costs

When a church calls a pastor to serve, that church should pay the cost of moving the pastor and family from
the present location to the community in which the church is located. This should be done in the most
economical way that provides reasonable security and protection for the pastor’s belongings. This will usually
mean renting a truck and providing volunteer help for unloading. When a pastor moves to another church or
leaves ministry, the church from which the pastor is leaving has no responsibility for the move, but it is
expected that members will volunteer to help pack and load if requested.

5.5

Other Costs

It is expected that churches would provide a furnished office and supplies, as well as administrative support
required for the pastor. In most instances this will also include a computer, printer and Internet access.
Churches may also wish to consider provide a cell phone.

6.

Contacts for Further Information

EMCC is interested in comments from church members and pastors that may help to clarify these guidelines
and make them more useful. Please contact Lotoya Mahorn (Financial Administrator) or Pauline Zondervan
(Benefits Administrator) with your comments or questions.
Evangelical Missionary Church of Canada
4031 Brentwood Rd NW
Calgary, AB T2L 1L1
Ph: (403) 250-2759 ext. 247
Toll free : 1-877-375-7600
E-Mail: pzondervan@emcc.ca

For general questions regarding the Group Benefits Plan
contact:

Evangelical Missionary Church of Canada
214 Highland Rd. E.
Kitchener, ON N2M 3W2
Ph: (519) 894-9800 ext. 223
Toll free: 1-877-375-7600
E-Mail: lmahorn@emcc.ca

For general questions regarding the Group Pension Plan,
contact:

RWAM Insurance Administrators
www.rwam.com
1-877-888-7926

Sun Life Financial
www.sunlife.ca/member
1-866-733-8613
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