The Intentional Interim Ministry Program
of the

Pacific Southwest District
The Lutheran Church-Missouri Synod

Congregations during Pastoral Vacancies

When a congregation enters that time of pastoral vacancy, it can panic and immediately begin the
process of calling another pastor, or it can treat this interim time as an unusual opportunity for
growth. Many congregations have found it is possible to deal most creatively with several life-
themes in their ministry and mission. During this period there is an unparalleled opportunity to
engage in developmental tasks — tasks that, if carried out well, can lead to greater health in
achieving the congregation’s aims and purposes.

Many congregations do not understand what is really happening to them during a pastoral
vacancy. Unless they have some sound intentional pastoral leadership, they will not be able to
deal with the variety of emotions, power shifts, and unique situations filled with fresh
possibilities. Congregations should be aware of issues common to churches that have just lost
the pastor, i.e., the grief process following the loss of a pastor, the subtle and not-too-subtle shifts
in lay leadership, the opportunity for self-assessment and affirmation of mission and ministry,
and the necessity of dealing with unresolved conflicts.
The Intentional Interim Ministry Program
The Pacific Southwest District has developed a program of Intentional Interim Ministry.
Intentional interim pastors are trained and certified. They assist congregations in working
through all the changes, usually by using five developmental tasks:

1. Assist the congregation to deal with its history.

2. Assist the congregation to discover its new identity and vision for the future.

3. Assist the congregation as it experiences a transition in lay leadership.

4. Assist the congregation to affirm its partnership with the District and Synod.

5. Assist the congregation to become committed to a new vision of its future.
In addition to assisting the congregation through these various tasks, the interim pastor provides
full pastoral services during this time of vacancy, giving the congregation a feeling of stability as
it moves in a new direction. Sometimes there are very special needs in the life of the

congregation that invite the leadership of a trained interim pastor.

Here are a few examples:
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5.

The congregation might need to deal with deep grief issues after the death of a pastor or a
long pastorate.

There may be serious, unresolved conflicts that need to be dealt with.

There may have been issues following the sexual misconduct by the previous pastor that
the congregation should address.

There may be a need for the congregation to refocus its mission. There are times when a
congregation is in need of restructuring or reorganizing.

The congregation may need to closely study its staffing.

The Process of Calling an Interim Pastor

1.

The intentional interim pastor receives a non-tenured call from the vacant congregation to
serve as pastor for from six months to one year. The intentional interim pastor is called
specifically to accomplish mutually agreed upon goals during the interim time.

The congregation, the District (Circuit Counselor, Director of Interim Ministry, and
District President) and the intentional interim pastor work together to set these goals and
to monitor their progress. There will be a quarterly evaluation of the intentional interim
ministry program that involves an interim task force from the congregation, the staff
assistant from the District office, and the intentional interim pastor.

The congregation will compensate the intentional interim pastor according to District
salary guidelines. The congregation also is responsible for moving expenses and housing
costs. The congregation will need to offer the interim pastor days off and vacation time.

The intentional interim pastor will continue to work in the congregation until the pastoral
vacancy is filled or following the completion of the goals that are set until he receives
another assignment. If mutually agreed upon, he may serve as a full-time vacancy pastor
once the interim goals have been completed.

When the full-time pastor has accepted a call to the congregation, the congregation will
need to give the interim pastor a month’s severance pay.

The intentional interim pastor should leave the congregation one or two weeks prior to
the installation of the full-time pastor. The interim pastor agrees not to be a candidate for
the call to be permanent pastor of the congregation which he is serving as an intentional
interim pastor.

A Theological Basis for the Intentional Interim Ministry Program

The following is an understanding of biblical concepts for the intentional interim pastor:
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Interim pastors serve in the spirit of Titus who was called to the church of Crete with
specific goals and for a limited period of time. Paul wrote to Titus: “I left you in Crete
for this reason, so that you should put in order what remained to be done...” (Titus 1:5).

Titus’ tenure at Crete was limited; he was there according to Paul’s intention and only
long enough to work on some specific things and then the next pastor would arrive.

Rationale for the Intentional Interim Pastor Program

The following are some reasons for the intentional interim ministry program that are not stated
elsewhere in this document. Some of these reasons were gleaned from Lyle Schaller’s book,
Survival Tactics in the Church.

The intentional interim pastor program gives the members the time to evaluate their
mission and ministry, set direction for the future, and, in so doing, clarify expectations for
ministry with the next permanent pastor.

It increases the chances that the next pastorate will be long (at least five to eight years)
and effective.

It reinforces the concept of the ministry of the laity.

It helps the congregation work on those areas that have traditionally been traps of
ministry so that the new pastor can devote his energies to the present and future rather
than reliving and being asked to reconstruct the past.

It gives the congregation time to respond to grief aroused because of the departure of the
previous pastor and his family.

It increases the freedom of choice open to the call committee in searching for a new
minister. (Frequently, congregations seek a new minister who is strong in those areas
where the previous pastor was viewed as weak. The intentional interim pastorate allows
sufficient time to pass to reduce this tendency.)

It allows the intentional interim pastor to do what needs to be done in the congregation to
prepare for the arrival of the next full-time pastor.

It promotes healing in the congregation. This is especially true of severely conflicted
congregations.

Expectations and Outcomes for the Intentional Interim Pastor

The following are some outcomes that are desired:

1.

Work through the grief caused by the former pastor’s leaving.

Rev. 2/13/08 3



Listen to the hurts and ideas of the members, especially those who feel they have been
neglected in the past or who feel they have ideas that have not been heard.

Rebuild the trust level among the members of the congregation. (This is especially
important when the congregation has been divided over issues or personalities.)

Help the congregation define its basis for unity.

Help the congregation rebuild its foundational base on God’s Word and its application to
congregational life.

Help the congregation to begin to set its future direction under guidance through God’s
Word.

Help the congregation define and recognize the leadership qualities desired in the next
permanent pastor.

Help the congregation establish expectations for itself in the future and some priorities
for the next permanent pastor.

Some Congregational Considerations

1.

The congregation, with the interim pastor, should set the job description with a mutual
understanding of expectations.

The congregation should issue a non-tenured call to the interim pastor and set the Sunday
for his “installation” (Litany of Recognition).

The congregation should insist that the interim pastor participate in the District pastoral
conferences and circuit “winkel” conferences.

The congregation will contribute 3% of the interim pastor’s total salary to the District on
a monthly basis, as stated by District convention, to underwrite the interim ministry
program of the Pacific Southwest District.

At the close of the interim pastor’s ministry, the congregation should work through the
evaluation report and send it to the District office.

Comparison of Models

Vacancy Pastor Model Intentional Interim Pastor Model

1.

Rarely serves full-time. 1. Full-time status produces stability and

reduces the anxiety level of the
people: “We are not without a
pastor.” Most evident on Sunday
mornings.
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Has no training and often little or no
experience with a congregation in the
“in-between times.

Has special training and experience;
under peer review; participates in on-
going required education; certification
process; accumulates extensive
experience as he works in this
specialized field.

3. Often many guest pastors are used for Preaches and conducts bible class
worship services, which provides usually every Sunday.
variety, but does not offer stability to
the congregation when stability or
instability is most apparent to
parishioners through what happens on
Sunday mornings.

4.  Word and Sacrament ministry is not Word and Sacrament ministry can be
brought to bear on “in-between times” brought to bear on issues and
issues and dynamics. dynamics peculiar to the “in-between

times” by a pastor who understands
what is happening and is able to
minister in a timely, sensitive, and
relevant manner.

5. Only basic pastoral functions can be Sustains the entire on-going programs
covered. and ministry of the congregation;

ministry is not put on hold.

6. Does not take advantage of the “prime Constructively utilizes the anxiety
time for renewal.” Vacancies are level of the people to make the “in-
often viewed as “not a time to change between times” a “prime time for
anything.” “Put things on hold until renewal.”
the next man arrives.”

7. Has little time to deal with Helps congregation and individuals

congregation’s grief process, past
problems, leadership power shifts, or
visioning.

handle their grief over their pastor’s
leaving — especially in those instances
where there has been conflict or break
of trust.

Termination Process
a. Disenchantment

b. dis-identification
c. disorganization

d. disengagement

Comparison of Models (continued)

8.  Has little or no training, experience, or Helps congregation resolve unsettled
time for dealing with conflict issues so they do not become baggage
resolution, previous pastoral conflict, for the new pastor.
sexual misconduct, multiple staff
issues, etc.

9. The purpose is usually to help them Reduces urgency of the call
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through a rough time and pray they
receive a pastor very soon so they can
move on in ministry.

committee to “find a pastor.” There is
often a deliberate slow-down of the
call process, allowing the
congregation to do a more thorough
job.

10.

Not aware of the five developmental
tasks and is not trained to help in these
areas. Congregation does not contract
with the vacancy pastor to do this
work.

10.

Intentionally works with the
congregation as contracted on the five
developmental tasks:

a) Snapshot history, a sense of who
we are.

leadership power shifts;

new identity, vision;

increased denominational
linkages;

commitment to new leadership
and direction which includes:

b)
c)
d)

e)

11. His role is to handle the basic pastoral | 11. Helps circuit counselor, congregation,
duties and has no responsibility and and individual members have a more
usually no time to help the objective view of the congregation
congregation achieve a more objective and its ministry.
view of the ministry.

12. He has no responsibility for the call 12. Helps congregation maintain amore

process.

balanced view of gifts needed in a
new pastor, especially after a long
ministry or conflicted one. (Tendency
is to take for granted strengths of the
previous man and look for a new
pastor with strengths in the areas of
weakness. Both congregation and
pastor can be greatly disillusioned
when this happens.)

Stages and Procedures vs. Dynamics of a Vacancy

Stages and Procedures (Cognitive Level)

1.

2.

Termination
Direction finding

Self-study

formulation (search)

Call documents
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6.

7.

8.

Call extended (negotiation/call)
Installation

Start up

The eight stages of a vacancy listed above are logical description of what transpires in a
“vacancy” situation and can be easily understood by most people. Also, each stage incorporates
tasks and/or procedures which are well defined, easily understood and is endemic to every
vacancy and church body which uses a call process.

Dynamics of a Vacancy (Affective Level)

The dynamics of a “vacancy” are much more difficult to grasp and understand because:

1.

They have to do with what is going on inside the congregation and its members (feelings,
emotions, attitudes, group dynamics, etc.)

Congregation members are too much an integral part of the dynamics to readily recognize
and deal with them objectively.

Vacancy pastors are neither trained in theory or by practice to recognize and respond to
the dynamics of a vacancy, nor do they have the time to help the congregation understand
or work through them.

The dynamics of a “vacancy” include:

1.

2.

bt

How the congregation functions as a system.

How the congregation deals with the termination-time issues and beyond (grief):
a. Disenchantment;

b. Dis-identification;

c. Disorganization;

d. Disengagement

The level of self-differentiation of present professional staff.

How the congregation deals with change: how things stay the same, get out of hand,
evolve — their comfort zone, etc.

How the congregation deals with conflict.
How well unresolved congregational conflict, past and/or present, is resolved before the
new pastor arrives.

What kind of self-image the congregation has (history).

What the church context is (sociological factors).
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9. What the congregation’s perception of the present and future is (new identity, vision).

10. How well the congregation deals with power and leadership shifts which take place
during both in-between times and at new beginnings.

11. What the congregation’s attitude is toward District and Synod.

12. What the lay leadership’s competency and confidence level is.
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Assessing the Need

Procedures

The church council and the district president plan for the pastoral ministry during the time of
pastoral vacancy. In the consultation, the church council and/or elders will decide the kind of
ministry needed during this period.

Among Considerations Guiding the Decision

The projected time duration needed to determine the focus and nature of future ministry
and pastoral leadership;

The effect of the previous pastor’s ministry and departure;

A changing context that may require study to determine the appropriate direction for
ministry; and

Any unresolved issues within the congregation.

Varieties

1.

Interim pastor

Serves during an intentional interim to accomplish the expressed “five developmental
tasks” of interim ministry, along with normal pastoral duties — generally no less than six
months, however, no specified minimum or maximum time. Names are provided through
the office of the district president and approved by the church council.

Vacancy pastor

Fills only those needs assigned by the congregation; time and compensation worked out
in coordination between pastor and church council.

Associate/assistant pastor

May serve as vacancy pastor. By nature of his position, he is not qualified to carry out
certain functions of intentional interim ministry. It is suggested that this be entered only
after consultation with the district president. Issues to be dealt with should include
adjusted compensation and careful consideration of implications for successor issues.
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Appropriate Candidates for Interim Ministry

Candidates

Ordained persons serving for interim ministries shall have the usual qualifications for pastoral
ministry in the LCMS. Proven experiences in congregational leadership as well as specific gifts
for this particular ministry also are priority considerations. They should also have the
recommendations of a circuit counselor, district president, district vice president, or an active
layman.

Characteristics

e Recognized as a man of faith and a communicator of the Gospel of Jesus Christ;

e Awareness of the developmental tasks and the probable unique dynamics of a
congregation in an interim period;

* Ability to enable a congregation to sort out a variety of feelings about itself, the previous
pastor, the interim pastor, the related judicatory officials, and the unknown next
permanent pastor;

e (risis intervention skills;

e Team building or developing a sense of esprit de corps among those who have been
previously divided;

® Organizational development skills including the skills of assessing needs, analysis of
situations, developing long range goals, and identifying potential resources for reaching
goals;

e Strategies for coping with one’s own stress and helping others deal with stress; and

e Participation in a continuing program of growth, evaluation, and development with
peers/colleagues in specialized interim ministry.

Specialized Skills

e Pastoral skills in such areas as helping people deal with grief, anger, and despair; healing
hurts and divisions; moving person from a sense of helplessness to a vision of hope;

e A personality that can move into new situations and adapt quickly; relate to the
congregation on an interim basis; be able to let go and move on when the work is
finished;

® Administrative skills in such areas as day-to-day operation of the institutional church;
planning and implementation of plans; corporate decision-making; the ability to
negotiate, compromise, and mediate differences;

e Experience in at least two different congregations in a responsible leadership role; and

* Ability to work effectively with volunteers in a church system.

¢ Those interested in serving in interim ministry are strongly encouraged to take the special
training available.
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Arranging for an Interim Pastor

Bringing Closure to a Pastorate

One of the responsibilities of a circuit counselor is to assist the departing pastor with brining
peaceful closure to his pastorate. The counselor is encouraged to do this in person, although in
some cases it may be necessary to communicate by telephone.

The departing pastor should leave all church records in order. He should provide helpful
information concerning those who are housebound, hospitalized, or in need of special pastoral
care. If there has been conflict, it would be helpful to know who the participants are. (Note:
Recognizing the departing pastor will most likely have biases; his story should be for
information only, at this point, and not for action). It may also be helpful to know who the
informal leaders are (Schaller’s Tribal Chiefs), since these may not occupy elected positions in
the church.

The circuit counselor will share all information appropriate to pastoral care with the interim
pastor.

Because the departing pastor normally will not perform any official acts once he leaves, the
circuit counselor will remind the pastor and the appropriate church board of the need for the
pastor to present any future requests for official service to this board before accepting them.

Selecting an Interim Pastor

The district president, with the director of interim ministry, recommends an interim pastor for
consideration. More than one candidate may be recommended depending on local circumstances
and availability of interim pastors.

The appropriate board may interview the candidate(s) recommended by the district president.
The board will make its recommendation to the congregation for acceptance.

Representatives of the congregations and the interim pastor each sign a covenant of
understanding outlining responsibilities and expectations each has for the other. This is
especially important for multiple-staff situations. Who’s in charge here is a key issue and must
be clearly defined.

Sometimes it becomes necessary for an interim pastor to leave before a new pastor is called. At

such a time, the congregation may ask the district president for another interim pastor. The
appropriate church board will make the necessary arrangements following this section.
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Interim Pastor and Candidates for Office of Pastor

Unless requested to do so by the district president, an interim pastor will not be directly involved
with the calling process.

Occasionally a candidate for a call may contact the interim pastor regarding the call process.
The interim pastor is free to respond, always remembering to be extremely cautious about
influencing the calling process.

Once a pastor is called, he may wish to consult with the interim pastor. The pastor is encouraged
to be as helpful as possible.

When the one called as pastor accepts, the interim pastor should begin his preparation to leave.
He will leave church records in good order and communicate all necessary information regarding
pastoral care to the circuit counselor. The circuit counselor will share this information with the
new pastor.

Normally, arrangements for the service of installation are made by the circuit counselor and
church leaders. The circuit counselor may arrange for a service of farewell and Godspeed for the
interim pastor before the new pastor assumes office.

Additional Pastoral Care during an Interim

During a pastoral vacancy, the interim pastor shall be considered the pastor in that place.
Occasionally, it may be necessary for him to arrange for supply preaching or for some other
assistance with pastoral care. He is free to make these arrangements with the knowledge and

consent of the appropriate local church board.

At the beginning of the interim, the church council or board of elders, go over the Entry
Checklist with the interim pastor.

At the end of the interim period, provide for a reflection by the council president or his designee
to the district office on the ministry of the congregation and the interim pastor.
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Intentional Interim Ministry Agreement (''Agreement'’)
Pacific Southwest District of The Lutheran Church—-Missouri Synod

By and Between

Lutheran Church, ("Congregation")

and

("Interim Pastor").

The parties listed above hereby enter into this Agreement so that the Congregation may continue to receive pastoral care
and leadership during the time between regularly called pastors. Since this is an intentional ministry, the Congregation
Church Council, the Congregation Voter's Assembly, together with advisement from the Office of the District President,
shall assist in determining priorities for this ministry.

Term of Agreement

This Agreement shall commence on and terminate on .; however, this Agreement
may terminate earlier in the event that a called permanent pastor has been installed by the Congregation prior to the
termination date listed herein. Upon such occurrence, this Agreement will terminate upon the date that the permanent
pastor is installed. This Agreement may be extended for an additional period by mutual agreement of the parties hereto.

Obligations of the Intentional Interim Pastor

The Interim Pastor shall be responsible for providing pastoral leadership to assist the Congregation during its transition
between regularly called pastors. The Interim Pastor may assist the Congregation in reviewing its history, in recognizing
its present strengths and weaknesses and potential for ministry, in developing additional leadership, in reaffirming its ties
to the larger church, and in committing itself to a new pastoral leadership and staff. The Interim Pastor may assist the
Congregation in dealing with the grief of being without its previous pastor and/or staff or working through conflict, or
dealing with financial problems, evangelism challenges, or other congregational agendas which need to be worked out so
that the Congregation is better equipped to carry out its mission and ministry with its new pastor(s) and/or staff. He will
provide for appropriate closure to the interim ministry.

The Interim Pastor shall provide an on-going Gospel ministry of Word and Sacraments according to the teachings and
practices of The Lutheran Church—Missouri Synod. To this end, he shall have all the rights, privileges, and responsibilities
of a regularly called pastor of the Congregation. His responsibilities shall include the general pastoral duties of the
Congregation, such as leading worship, visiting sick and shut-ins, baptisms, funerals, weddings, etc. The Interim Pastor
shall be responsible to the office of the District President, the Congregation Church Council and the Congregation's
Voters' Assembly, all of whom may provide guidance in his ministry. To this end, all regular meetings of the Church
Council and the Voters' Assembly shall provide opportunity to review the interim ministry of the Congregation and the
Interim Pastor.

The Interim Pastor is encouraged to participate in the local clergy-support network (circuit) and shall participate in the
district structure for the support and training of interim pastors.

The Interim Pastor may not be considered as a candidate for the regularly called pastoral office of this Congregation.
Obligations of the Congregation

The Congregation obligates itself to the following:
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* to receive the Interim Pastor as a servant of Jesus Christ, to give him the honor and love and obedience that the Word
prescribes, to work with him in word and deed, and to support him with diligent, faithful assistance and prayers.

* to make regular use of the means of grace.

* to set goals, through the Church Council and the Voters' Assembly, for the intentional interim ministry along with the
interim pastor and with the advisement of the Pacific Southwest District.

* to participate, through the Church Council, in biannual review meetings with the Interim Pastor with advisement of
the Pacific Southwest District in order to evaluate progress toward meeting the intentional interim ministry goals and
the five developmental tasks and to determine other actions that may be necessary to deal with transitional issues as
they arise.

* pay, on a monthly basis, three percent of Interim Pastor's salary/housing allowance to the district's interim ministry
fund for the continuation and development of this program. (The three percent figure was set by congregations at the
1994 district convention.)

* wait a minimum of six months after the commencement of the interim program before a search or call committee will
be established, allowing time for the interim process to function.

* to support the Interim Pastor in his professional and spiritual growth.

* to support the Interim Pastor with the following financial provisions:

Salary $

Car Allowance $

Housing Allowance  $

Business Expense A $§

Business Expense B §

Annual Salary/Housing $ x3%=3$ divided by 12 =% Monthly Payment to
District

Vacation To be computed at the rate of one week for every annual quarter employed, up to a maximum of
four weeks per year, including Sundays, and shall be prorated according to the length of
employment.

Education $ per month and one day per month education leave, up to $ and

weeks per year, shall be deposited with the congregation for the interim pastor on
a monthly basis; it can be drawn upon by the interim pastor for interim education.

The congregation should consider a severance package at the close of interim ministry period. The package should reflect
the current salary and benefits.

Business Expenses A and B will be paid upon a submission of a purchase order of actual expenses. Any remaining funds
in the Business Expense A or B accounts at the termination of the contract will be paid in a one month sum as salary.
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Obligations of the Pacific Southwest District

The District obligates itself

to work together with the Church Council and the Intentional Interim Pastor in setting goals for the interim period.
to meet with the Church Council and Interim Pastor biannually to evaluate progress toward meeting the intentional
interim ministry goals and to determine other actions which may be necessary to deal with transitional issues as they
arise.

to provide assistance in finding resources to meet intentional interim ministry goals.

to provide the necessary training for the Interim Pastor.

Addendum Items (Additional Intentional Interim Ministry Goals may be added here.)

Signed for the Congregation Date

Signed for the District Date

Intentional Interim Pastor Date

Copy distribution:
Intentional Interim Pastor PSW Congregation File
Church Office PSW Pastor File
Regional Mission Facilitator IIM Director
Circuit Counselor District President’s Office
PSW Accounting
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Agreement Guidelines

Introduction

Establishing compensation for the interim minister can be a very instructive process for the congregation. The
same process can also greatly smooth the work of the interim minister. It is well worth paying careful attention
to this portion of the negotiation.

There are two steps to this process: establishing the parameters of the pastoral task to be accomplished and then
attaching the compensation amount to the task.

Step One: Pastoral Task Description

It is frequently helpful to have the congregation describe in detail the pastoral tasks that they desire the interim to
fulfill. As a basis, a survey of the tasks that the former pastor performed can be used. If this description is done
in some detail, it will aid in the education of the members of the congregation as well as facilitate the decision as
to whether the interim pastor works full time or not.

Often a list of all the duties with the weekly hours required for the duties is helpful.

If some duties that had been done by the previous pastor are assigned to others than the interim, the assignments
should be specific. “The elders will take care of incoming mail,” is not as helpful as giving the assignment to
one specific individual. “We’ll take care of evangelism calls,” is not specific enough to offer accountability.

This discussion of the nature of the task needs to deal with the full pastoral task within the congregation. If full
pastoral ministry is not offered to the congregation during the interim, the congregation will want to rush into the
calling process and will not sit still long enough for the necessary developmental tasks to occur.

Step Two: Compensation

Compensation is set on the basis of the district’s suggested salary schedule. (See pages 31 and following). This
will bring the congregation to the level of compensation with which they will deal in the calling process. Set the
total compensation first and then use a percentage if only a percentage of the pastoral task is desired.

Make a distinction between compensation and reimbursement for expenses. Automobile expenses and unusual
commuting expenses are reimbursement. Housing may be included in compensation or in expenses depending
upon the situation.

You may want to use the current district salary schedule to determine the compensation. Figure the total
compensation based on the experience of the interim pastor, and multiply by the percentage of time that the task
has been determined to take.

Make certain that benefit items such as retirement and health insurance are included in the negotiations. It is not
helpful to the congregation to be able to get by with fewer expenses during the interim.

It is also important for the congregation to be aware that the interim pastor is actually furnishing them more than
a settled pastor would: full pastoral ministry plus facilitation of the developmental tasks during the vacancy.
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Rationale for the Interim Pastor Not Being a Candidate

A question is often raised by a congregation, a call committee, or an interim pastor in words such as this: Why is
it considered unethical and not normal practice for a congregation to consider calling a person who is serving in
the position of an interim pastor as the new pastor for that congregation?

For the experience of Synod and those persons who have worked closely with the call process, we find that
question answered. Following is listed the rationale for not considering the interim pastor:

1.

An interim pastor has an advantage over other possible candidates who may desire to be considered for
the position because he has more visibility to the congregation. This makes it unfair to others who may
be interested in the position but who will not have the same visibility.

An interim pastor will always have a following but will also almost always have those who are not
favorably committed to him. If he were to be called to be the pastor, there would be built-in opposition
from the very beginning.

If the decision is made to consider the interim pastor along with the others being considered and the
interim pastor does not get the position, there could be hurt feelings that would jeopardize the remainder
of his interim work until the pastor is called.

If the interim pastor is considered and he does not get the decision, there are already people lined up for
and against the interim pastor. Whichever way the decision goes, there will be some of the congregation
upset.

The congregation itself may pass up better leadership than it is getting, even with a good interim pastor, if
it fails to consider a larger number of potential pastoral candidates.

Interim ministry is unique, and an interim pastor may often lead in ways that would be acceptable as an
interim pastor but would not be acceptable to some in the congregation where he remains as the pastor.

Other pastors will know of the ministerial ethics involved and will know that those have been broken if an
interim pastor is called. The result could be a lack of fellowship and broken relationships with other
pastors.

A precedent could be set which would result in pastors seeking interim positions with the specific idea in
their minds of putting themselves in a better position to be considered and called as the pastor, thus
greatly damaging the whole call process.

There are unusual circumstances when it may be possible to call the interim pastor. Exceptions will be cleared in
advance with the president’s office. In these unique situations, no other candidates will be considered until a
decision is made concerning the candidacy of the interim pastor.
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Recognition of an Interim Pastor

The representative addresses the pastor being recognized.

L:

Scriptures: John 20:21-23, 1 Timothy 4:12-16

The representative question the pastor.

L:

C:

Pastor , in the presence of this congregation, will you commit yourself to this new trust
and responsibility and promise to discharge your duties in harmony with the constitutions of the church?

I will, and I ask God to help me.

Will you love, serve, and pray for these people of God, nourishing them with the Word and Holy Sacraments
and lead them in the use of the means of grace?

I will, and I ask God to help me.

Will you lead this people of God in giving faithful witness to the world and making known the love of God
through loving service in this community?

I will, and I ask God to help me.

Almighty God, who has given you the will to do these things, give you the power of His spirit so that you
may perform them with strength and compassion.

Amen

The representative addresses the congregation.

L:

You, people of God, will you receive this messenger of Jesus Christ, who continues the work of bringing the
Gospel of hope and salvation? Will you regard him as a servant of Christ and a steward of the mysteries of
God?

We will.

Will you pray for him and honor him for his work’s sake, and in all things strive to live together in the peace
and unity of Christ?

We will.

The representative addresses the pastor being recognized.

L:

By your statements of commitment and the affirmation of this congregation, we welcome you as interim
pastor of this congregation, in the name of the Father, and of the Son, and of the Holy Spirit. Amen.
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The newly recognized interim pastor continues as presiding minister.
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Entry Checklist

Review the contract for interim services:

What priorities have been established?

Who needs to be contacted in the first few days?

What resources are needed and available?

What traditions or practices need noting?

What worship preparation is necessary?

What class preparation is necessary?

Who needs a pastoral call right away?

When, Where, and what time are council meetings?
What reporting is expected and to whom?

After the first month, make necessary contract revisions.

Review official records:

Obtain and read the congregational constitution.

Review congregational policies and practices.

Review official membership records.

Insure that records are kept up to date.

Review financial records (budget, financial statements, unpaid bills, mortgage payments, benevolence
status).

Review attendance records for worship and classes.

e Become acquainted with list of leaders.

e Read historical documents.

Get acquainted with the people:

¢ Visit and/or telephone leaders and members.

e (Contact all staff members. Convene a staff meeting.

e Write an article and/or a letter telling who you are and how people can reach you. Announce this at the
first service.

¢ Drop in on groups and committees.

Get acquainted with the programs:

Find out what is happening, when, and where.

Ask about plans, traditions, and celebrations.

Learn the regular weekly schedule with seasonal changes.

Ask what, if anything, is “just not done here.”

Check on rituals for baptisms, weddings, funerals, etc.

What ecumenical and/or community relationships are there? Which need your attention?
Get acquainted with the real estate:

e [f there is a security system, learn how it works.
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Obtain keys to every door and learn peculiarities.

Find out about heating, cooling, cleaning, setting up.

Learn the schedule of use, policies, charges, etc.

Learn who to contact for emergencies (sprinklers broken, furnace not running, fuse blown, etc.)
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Interim Pastor Quarterly Report

Interim Pastor Date

Church

Please be succinct in your remarks. If you need more space, use back of paper.

1.  What significant activity or concern has required your attention?

2. Briefly, what work has been accomplished related to the five developmental tasks?

a. “Coming To Terms With History”

b. “Discovering a New Identity” (Analytical process/tools/consultants, etc.)

c. “Allowing Needed Leadership Change” (Power Shifts)

d. “Renewing Denominational Linkages”

e. “Commitment To New Directions In Ministry”

3.  What (if any) additional tasks have become part of your interim ministry?
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4. Matters you feel the district needs to be aware of/act on?

a. Regarding the congregation:

b. Regarding yourself:

5. How have you been working with the Circuit Counselor and vice versa? (Contacts, etc.)

6. How have you been working with the Mission & Ministry Facilitator? (Contacts, etc.)

7. Additional comments may be written on the back of this page. Enclose any material that you feel may be
helpful to understand your work on the congregation.
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Reflection on the Interim Ministry
Congregational Report

Congregation:

City:

Date:

Interim Pastor:

Please complete the following sentences:

1.  During this interim period, a time of joy for the congregation was

2. The most difficult experience of the interim was

3. What we appreciate most about our interim pastor’s gifts and leadership skills are

4. The one area of growth to which we suggest our interim pastor give attention in his new setting of ministry
is
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5. In looking back at our interim ministry contract and the ministry needs to be addressed, the congregation
accomplished the following

6. Areas of concern that still need to be addressed are

Signed:

Position:

At the end of the interim ministry, please send this completed form to the district president’s office.

Departure Checklist

1. Review the contract for interim services with the elders or church council.
e Has everything been completed as outline?
® Are the financial arrangements clear and complete?
® Have the reports been filed?
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e Has the Reflection on the Interim Ministry been completed?
e Has the president’s office been informed?

2. Leave church records and office in order.
¢ Insure that the parochial records are up to date.
¢ Insure that benevolences and bills have been paid.
¢ Insure that the constitution is up to date.
¢ Insure that the office is clean, files clear, signs changed.

3. Leave an information package behind.

e [eave your address, phone number, and a welcome note.

e [eave a list of homebound needing visits, prospective members and their status, weddings planned, etc.

e Leave a list of key contact people regarding emergencies, events, and/or last minute contacts.

e [eave a confidential list of those deserving special pastoral attention, but do not leave a file listing faults,
problems, or shortcomings of members.

e Insure that a package, developed by volunteers, is available for the new pastor. It should include
membership roster, constituent roster, leadership roster, financial records, attendance records,
congregational constitution and policies, histories, newsletters, Sunday bulletins, key traditions and
taboos, church calendar, buildings and grounds information, ecumenical and community contacts
(doctors, dentist, schools, mechanics, plumbers, supply pastors, child-care personnel, special tax and
vehicle requirements, and whatever else would be useful).

e [eave things the way you’d like to find them.

4. Arrange for an exit interview to share your reflections on the congregation and your interim ministry. The
circuit counselor should be invited.

5. Deal with personal matters.
e Write a farewell article or letter of appreciation which could include such things as positive perceptions of
the congregation, a welcoming attitude toward the new pastor, and the normal emotions in transitions.
e C(Clarify your role as being completed.
® Participate in a farewell event.
® Plan for a break before starting another interim position — time for renewal and recover.
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Rite of Farewell and Godspeed for Interim Pastor
and/or His Family

Rubrics:

1.

When set within the liturgy for Holy Communion, this order is used following the prayers or the post
communion prayer.

Sit
A representative of the congregation comes forward and addresses the congregation.

Pastor (name) and his family are leaving our congregation, having fulfilled the interim ministry needed at
this time. We wish now to bid/him/them farewell and Godspeed.

The same or another representative of the congregation may make brief comments about the pastor and/or
the family, recalling the important events which have been shared with the congregation.

A representative of the congregation then offers this summary statement, affirming the pastoral ministry
offered during the interim period.

Pastor , on (date interim ministry began), we engaged you to be our pastor for this
interim period in the life of our congregation. We asked you to proclaim God’s Word, to baptize new
members into the Church of Jesus Christ, to announce God’s forgiveness to us, to preside at our
celebration of the Lord’s Supper, and to fulfill other important pastoral service. With the Gospel, you
have comforted us in times of sickness and trouble and at the death of our loved ones. Sharing our joys
and sorrows, you (and your family) have been important to our life together in the Church of Jesus Christ
and in our service to this community. God has blessed us with His Spirit in fulfilling this interim
ministry, and He has blessed us through you.

Let us pray.

Eternal God, we thank you for (pastor’s name) and for our life together in this congregation and
community. He has been a blessing to us, so now send him out to be a blessing to others, through Jesus
Christ, our Lord.

Amen

Closing farewell comments may be made by the departing interim pastor and/or family members at this
time.
Stand

6. The service continues in the usual manner.
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All:

P:

A Litany for the Closure of a Ministry

On (date) we shared together in a service of celebration of a new ministry. It is now time to give thanks for
the life we have shared in Christ. It is also time for me to move on to the next chapter in my spiritual
journey on which the Lord is leading me.

I have found our time together rewarding and memories of what we have shared will always remain
precious and meaningful.

The Lord is loving to everyone; God’s compassion is over all God’s works. All your works praise you, O
Lord, and your faithful servants bless you. (Psalm 145:9-10)

I now ask you for a peaceful release from the call to be your pastor that I may leave with your love and
blessing.

We release you from your call and give you leave with our blessings and our prayers. May the Lord watch
between you and us when we are absent from one another.

Let us thank God for these past years and invoke His blessings upon us for the years ahead.

O God, you have bound us together for a time as pastor and people to work for the advancement of your
kingdom in this place. We give you thanks for the ministry which we have shard in these years now past.

Silence

We thank you for your patience with us despite our blindness and slowness of heart. We thank you for
your forgiveness and mercy in the face of our many failures.

Silence

Especially we thank you for your never-failing presence with us through these years, and for the deeper
knowledge of you and of each other which we have attained.

Silence

We thank you for those who have been joined to this part of Christ’s family through baptism. We thank
you for opening our hearts and minds again and again to your Word and for feeding us abundantly with the
Sacrament of the Body and Blood of your Son.

Silence
Now, we pray, be with those who leave and with us who stay, and grant that all of us, by drawing nearer to
you. May we always be close to each other in the communion of saints. All this we ask for the sake of

Jesus Christ, your Son, our Lord. Amen.

The peace of the Lord be always with you.
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C:  And also with you.
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Exit Interview Format
(especially for use with interims)

Purpose
¢ To reflect on the interim time; to discern movement, strengths, and challenges.
® To provide the interim with suggestions that might strengthen his future ministries.
¢ To help church members present become more aware of unfinished business on the interim time.
¢ To model open communication among church members and clergy.
[

To receive a gift from the pastor who is leaving — insights to be shared about the congregation; for the
pastor to receive a gift from the congregation.

To begin the process of closure as together the committee and pastor identify things they may wish to
accomplish in the final days of the pastor’s ministry.

Note: This is not a time for last minute “digs” or “put downs” of pastor or congregation.

Ground Rules

To encourage all persons to participate fully, it is strongly recommended that the session be moderated by
an outside neutral party.

Whenever possible, the seating should be in a circle, without benefit of tables with which to hide behind.
Questions should be asked with the intention of hearing one another — the pastor the leaders, the leaders
the pastor. They should listen to one another. They must not debate or give their own points of view.
You are receiving this as a gift.

Avoid why questions as they usually imply some sense of judgment.

Format

Begin with prayer.

Suggested Questions for the Leaders to Ask the Pastor

How was our congregation different when you cam from what you had expected?

In what ways do you perceive us as being different now from when you came?

What do you see as our strengths?

In what things do you feel we should improve or make significant changes?

Are there some possible new ministries or mission emphases you might suggest we should consider?
Were there things you had hoped to accomplish but didn’t? What might have helped make it possible to
accomplish them?

Are there issues that you have been working on during this interim period that are still unresolved and
will require further work?

Are there issues that you had not addressed during this interim time that you feel the church might benefit
from addressing in the future?

Is there anything else you want to share with us?

Suggested Question for the Pastor to Address to the Leaders
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e Having experienced my ministry during this interim time, what suggestions do you have for me that
might strengthen my ministry as I prepare for my next interim? (Pastor can ask questions of clarification
but is not to make defensive or rebuttal statements.)

Moderator:  Does anyone have any concluding comments to make in the spirit of this meeting?

Closing prayer (usually led by moderator): If at all possible, the prayer should be offered in a circle with all
holding hands. The prayer can be followed by a doxology.
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Congregational Guidelines
for the Care of Professional Church Workers

Pacific Southwest District
The Lutheran Church—Missouri Synod

2008

As the Pacific Southwest District,

our mission is to effectively resource congregations and schools to fulfill the Great Commiission.

Dear Brothers& Sisters in Christ:

For the 2008 Congregational Guidelines for the Care of Professional Church Workers (aka Salary Guidelines), the base
salary adjustment was based on the government’s Cost Of Living Adjustment released in October 2007. The
COLA released then recommended a 2.3% increase over 2006 as a national average.

The Pacific Southwest District is recommending a 2.5% increase, but remember these are
recommendations based on a national average. Your church board should also take into consideration the
local community COLA, which most often can be obtained on the web site for your city. Also, the
individual’s performance review and their contribution to the mission of the church should be a
consideration and factor (either positive or negative) into the base salary numbers in this guideline.

The following charts (outlining base salaries) have been adjusted to include the 2.5% recommended by the
District. It was reported in 2006 that the matrix would be reviewed and job classifications added. I regret I
did not get that done last year, but that will be a major goal to have the new guideline format completed by
October 2008 upon the release of the yeatly government COLA.

We will need input from your church in the form of a salary poll to get a good range of compensation
across the District. Please cooperate when you receive our survey later this year. If you have any questions or
need additional information, please don’t hesitate to contact me.

In His Guidance,
’ «ig @(445/
Y REICHMAN, Executive Team Leader
Pacific Southwest District—LCMS
Office: 949-854-3232 extension 210
Cell: 949 910-0583
E-mail: jerry.reichman(@psd-lcms.ore
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THE CONGREGATION CARE COMMITTEE

When workers accept a call or appointment to service, they make a commitment to faithful and full service to
the best of their ability, with the help of God. Congregations, too, must commit themselves to provide for the
workers' needs. One way to assure that these needs are being met is to establish a Congregation Care
Committee.

The care committee should be concerned with the workers' needs beyond basic compensation considerations.
The care committee may want to work with the compensation or personnel committee to be certain the total
compensation package considers fringe benefits which would enhance the workers' feeling of security and
belonging.

In general, the care committee will plan for the overall well-being of each staff member. Listed below are
some examples the committee should to consider:

® Provide help with moving expenses.

® Provide assistance in finding suitable housing,.

® Provide appropriate work space and furniture.

® Provide materials and equipment needed for productive service.

¢ Provide opportunities for a new worker to meet members, i.e. coffee, open house, dinner, etc.
® Plan periodic recognition for service or achievement.

® Express appreciation with gifts, mementos, tickets, etc.

® Recognize special occasions, i.e. birthdays, anniversaries, graduations, etc.

COMPENSATION AND BENEFITS
Establishing the Salary Base

A ten-month salary base was established for the states of California, Arizona, and Nevada by conducting
a survey of the public school districts in areas served by the Pacific Southwest District and by computing an
average salary from the most recent year information was available. Although the base will be adjusted
annually for cost-of-living increases, it is the intent of the District to revaluate this salary base every three years
with a new survey in order to keep up with any changing dynamics happening within the marketplace. In order
to convert ten-month salary to hourly wage divide by 1,733 (the number of hours an employee works within a
ten-month period).

The twelve-month base salary is extrapolated from the ten-month base. For pastors, principals, and
DCEs, this base can be applied to the experience and education table o Page 4 to compute the salary
guideline. The base salaries are for zero years of experience and no multiples for size of congregation or
school. The congregation size and the school size would have to be factored in for the principal, pastor, etc.
as shown on Page 3. Development of the experience and education table was based on input from other
districts in the synod as well as from congregations in our district. For school personnel, it may be necessary
to adjust the suggested base upward to reflect your local school district salary base and local cost of living
index. Due to the tremendous population growth in the areas of southern Nevada (Las Vegas) and the large
cities in Arizona (Phoenix, Tucson, Yuma), the average public school salary in those counties also rose,
thereby creating the need for the district to more accurately reflect this change in Arizona and Nevada.
Please refer to your Treasurer’s Manualfor housing allowance guidelines.

REGION
California Arizona Nevada
10 Month
Director, Teacher, etc. $38,304 $33,269 $34,201
12 Month
Pastor, Principal, $45,965 $39,924 $39,688
DCE, Director, etc
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ADMINISTRATIVE MULTIPLIERS

To use the administrative multipliers, add the appropriate multiplier(s) to the multiplier in the experience and
education table on Page 4 then multiply the applicable base salary by the result. For example:

Given a Senior Pastor in Arizona with a PhD and 10 years professional experience who is
serving a congregation with average worship attendance of 225, add .15 from the Pastor
Table to 1.600 from the Experience and Education Table and multiply the 12 Month base
salary of $39,924 by 1.750 (sum of multipliers) for a salary of $69,867.

[Sum of Multipliers] * [Base Salary] = [Recommended Salary]

SOLE PASTOR, SENIOR PASTOR TABLE

Worship Attendance Multiplier
200-500 .15
500 + .30
DCE TABLE
Worship Attendance Multiplier
200-500 .15
500 + .30

PRINCIPAL TABLE

Student Enroliment Multiplier
0-125 .15
125-200 .25
200-275 .35
275-350 .45
350-425 .55
425+ .65
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PROFESSIONAL EXPERIENCE & EDUCATION TABLE

Years 12 ECE 24 AA ECE BachelorsBachelorsBachelors| Masters ﬁ:sstt::s) Masters | PhD
Experience Units [ECE or Degree | Degree | Degree | Degree | Degree | Degree
CDA + 15 Hrs| + 30 Hr. + 15 Hrs, +30 Hrs
0 0.490 0.590 0.750 1.000 1.100 1.170 1.200 1.300 1.400/ 1.500
1 0.505 0.605 0.765 1.015 1.115 1.185 1.215 1.310 1.410/ 1.510
2 0.520 0.620 0.780 1.030 1.130 1.200 1.230 1.320 1.420/ 1.520
3 0.535 0.635 0.795 1.045 1.145 1.215 1.245 1.330 1.430/ 1.530
4 0.550 0.650 0.810 1.060 1.160 1.230 1.260 1.340 1.440/ 1.540
5 0.565 0.665 0.825 1.075 1.175 1.245 1.275 1.350 1.450/ 1.550
6 0.680 0.840 1.090 1.190 1.260 1.290 1.360 1.460/ 1.560
7 0.695 0.855 1.105 1.205 1.275 1.305 1.370 1.470/ 1.570
8 0.710 0.870 1.120 1.220 1.290 1.320 1.380 1.480| 1.580
9 0.725 0.885 1.135 1.235 1.305 1.335 1.390 1.490, 1.590
10 0.740 0.900 1.150 1.250 1.320 1.350 1.400 1.500| 1.600
11 0.915 1.160 1.260 1.330 1.360 1.410 1.510] 1.610
12 0.930 1.170 1.270 1.340 1.370 1.420 1.520| 1.620
13 0.945 1.180 1.280 1.350 1.380 1.430 1.530, 1.630
14 0.960 1.190 1.290 1.360 1.390 1.440 1.540| 1.640
15 0.975 1.200 1.300 1.370 1.400 1.450 1.550/ 1.650
16 0.990 1.210 1.310 1.380 1.410 1.460 1.560| 1.660
17 1.005 1.220 1.320 1.390 1.420 1.470 1.570| 1.670
18 1.020 1.230 1.330 1.400 1.430 1.480 1.580/ 1.680
19 1.035 1.240 1.340 1.410 1.440 1.490 1.590/ 1.690
20 1.050 1.250 1.350 1.420 1.450 1.500 1.600| 1.700
21 1.260 1.360 1.430 1.460 1.510 1.610/ 1.710
22 1.270 1.370 1.440 1.470 1.520 1.620| 1.720
23 1.280 1.380 1.450 1.480 1.530 1.630] 1.730
24 1.290 1.390 1.460 1.490 1.540 1.640| 1.740
25 1.300 1.400 1.470 1.500 1.550 1.650| 1.750
26 1.310 1.410 1.480 1.510 1.560 1.660| 1.760
27 1.320 1.420 1.490 1.520 1.570 1.670| 1.770
28 1.330 1.430 1.500 1.530 1.580 1.680, 1.780
29 1.340 1.440 1.510 1.540 1.590 1.690| 1.790
30 1.350 1.450 1.520 1.550 1.600 1.700| 1.800
31 1.360 1.460 1.530 1.560 1.610 1.710] 1.810
32 1.370 1.470 1.540 1.570 1.620 1.720/ 1.820
33 1.380 1.480 1.550 1.580 1.630 1.730/ 1.830
34 1.390 1.490 1.560 1.590 1.640 1.740| 1.840
35 1.400 1.500 1.570 1.600 1.650 1.750/ 1.850
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RETIREMENT & HEALTH PLANS

*The tables do not include the cost of retitement or health plans.**

Congregations are encouraged to pay 100% of the costs for comprehensive health, retirement, disability, and
survivor insurance plans. The policy SHOULD be applied consistently to all workers. Congregations conld
Jeopardize their legal and tax-exempt status by providing nunequal coverage of the benefits to all workers.

EMPLOYEE/WORKER BENEFIT PLANS

In order to protect tax benefits, according to the Internal Revenue Service, for church workers, each individual
working more than twenty (20) hours per week should be covered by comprehensive employee/worker
benefit plans. Such coverage should include pension, disability and survivor benefits, and, where desired by
the employee, health insurance. In any case there should be no discrimination between different workers and
the same coverage and payment for premiums should be provided for all full-time workers. For further
details contact the District office (888) 773-5267 or, where synodical coverage is desired, the Concordia Plan
Services office in St. Louis (888) 927-7536.

SOCIAL SECURITY

While considered employees (under current IRS guidelines) for income tax purposes, pastors, commissioned
ministers, directors of Christian education, and deaconesses who are members of the Synod are not employees
for Social Security and self-employment tax purposes, but are considered as “self-employed.” Therefore,
unlike other congregational “employees,” the congregation does not pay half of the FICA tax. The
professional church worker is obligated to pay the entire tax. Because of this difference, many congregations
have given their workers the amount the congregation would have had to pay to the U.S. Government in
FICA tax if the worker had not been classified as self-employed. This is taxable income for the worker, but it
is a way of helping the worker offset the high FICA he/she is required to pay. Whatever the congregation’s
policy is regarding FICA off set, it must be applied consistently to all workers.

Caution: Your Congregational Treasurer’s Manual will help in making a decision on this matter. The
manuals of the Concordia Plans will also provide helpful information on the question of self-employment
tax and the offset program for older workers

CONTINUING EDUCATION

In order to fully understand the changing needs of the congregation and community, professional church
workers should be encouraged to participate in a carefully designed and approved program of continuing
education. Since the congregation will be the primary beneficiary of such a program, a set amount should be
included in the congregation's budget to support this program.

A spiritually sound, well-trained (teaching) staff supports ministry. Professional growth should be valued as a
necessary ministry tool. In order to maintain consistency of Lutheran thought and teaching non-Lutheran or
non-synodically trained educators (and caregivers) should be encouraged and financially assisted in enrolling
in the Eatly Childhood Certificate of Christian Teaching or colloquy programs. (both ate available at CUI)
Certifications and additional coursework in the field of education should be celebrated. A congregation
should make funds available for continuing education and completion should be reflected in salaries.

Conventions, retreats, conferences, or workshops directly related to the worket's effectiveness in the ministry,
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or mandated by membership in Synod, are patt of the business of the congregation and should not be treated
cither as part of the worker's vacation or done at his expense. Church workers should be encouraged to attend
conferences and conventions regularly with all expenses (travel, meals, lodging, registration, etc.) paid by the
congregation.. Synodical rules require rostered called workers to attend all district conventions.

ESTABLISHMENT OF PREPARATION TIME FOR EDUCATORS

In order to encourage commitment to faithful and full service to our Lord and Savior, and for the health and
well-being of professional church workers, it is recommended that congregations assure the worker that an
adequate amount of time will be made available for the purpose of completing the required preparations and
record keeping to provide for the success of all students. To this end, each full-time educator will be allowed
an average of 2.5 to 5 hours per week for preparation periods during the school day. These preparation
periods will be in addition to a 45 minute student free lunch break.

The rationale for establishing these guidelines include the following:
® Provide time for professional growth (e.g. reading journals, books, etc.) Plan lessons
®  Opportunity to meet with the principal individually
¢ Initiate and return phone calls
®  Make final preparations for special lessons/activities
®  Organize field trips
¢ Conference with parents, students, or fellow staff members
® Correct papers/Record keeping
®  Work on additional responsibilities such as yearbook, NLSW activities, sports, etc.
® DPeer coaching and collaboration
® Time to be refreshed
The following suggestions are potential ways to implement this plan:

o At least one additional educator could be added to the staff to furnish specific training in a
designated subject (e.g. art, physical education, computer, foreign language, music, etc.) Although
this might result in a tuition increase, the students would benefit from the expertise these individuals
would bring in broadening these specific areas of the curriculum.

®  DPaid staff or volunteers may be used to supervise lunch and recess periods. It is important to note
that volunteers should be trained specifically and adequately for their position so they feel confident
and comfortable in performing the task, and are able to maintain excellent supervision.

® Preparation time may be coordinated with the number of hours a teacher has a classroom aid.
Those teachers without a classroom aid would receive more preparation time than those with an

aid.

Caring for our professional church workers should be one of our highest priorities. Instituting a teacher
preparation program will be as a morale booster for teachers, and will demonstrate care and concern for their
high calling. This is vital to the growth and quality in our Lutheran Schools. Our teachers are precious, and
caring for their well-being and professional growth is crucial.
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NON-DISCRIMINATION

The following information is provided to ensure that salary provisions are morally fair, legal, and non-
discriminatory. Synod has determined that all teachers who have graduated from one of its colleges and have
received Lutheran teachers' diplomas or received the Lutheran teachers' diploma through colloquy should
receive calls rather than contracts. Teachers without the Lutheran teachers' diploma are to be classified as lay
teachers and may be contracted. Title IX of the Education Amendments of 1972 expressly stipulates that there
shall be no sex discrimination in hiring practices. In effect, this means that salaries should be equal for men
and women.

AUTOMOBILE EXPENSES

Automobile and other travel expenses are not included in the salary base. Such expenses are business
expenses of the congregation for which the worker should be fully reimbursed. Each congregation should
consider distances that workers are required to travel in carrying out their assigned responsibilities.

The Internal Revenue Service is increasingly demanding actual records to support automobile expenses
claimed on tax returns. Some examples for handling this item are:
® Reimbursing for actual business miles traveled at a specified rate per mile. (Government and business
rates are available and might be used as reference.)
® Estimating, for the year, a lump-sum figure which will be paid in 12 monthly installments. The actual
expenses would still need to be defined to the congregation and the IRS by the workers.
® The congregation purchasing or leasing a car and assuming the total automobile expense.

Methods A & C above do not require reporting amounts paid to the individual to the Internal Revenue
Service on the worker’s W-2. Method B does require reporting such payment, and deductibility is subject to
the limits established for employment-related unreimbursed expenditures (currently 2% of adjusted gross
income). In an attempt to circumvent this interpretation some workers have attempted to continue to use
Schedule C for such expenditures. These then become subject to the IRS interpretation of the Deason Rule,
which limits expenses according to the ratio of compensation declared for housing. For these reasons, the
district does not recommend Method B, and each individual should confirm with his own tax consultant for
the specifics of his case.

Congregations with several staff members are encouraged to recognize that not only the pastor is required to
travel to carry out his ministry, and to strive for equity and fairness to all staff members.

VACATION

Days of vacation for the worker are based on prior service. Vacation days are not cumulative, but taken
within a given calendar year. Vacation days for twelve-month workers are any days away from assigned duties,
including school Christmas and Easter breaks. Teacher vacations are scheduled with the approval of the
principal. Congregations are advised to consider maximum vacation time for positions of great responsibility,
such as senior pastor and principal, regardless of years of service. Suggested vacation days:

Position 1to5 Years 6 to 10 Years 10 to 20 Years 20+ Years
SrPastor 3 — 4 weeks 4 weeks 4 weeks Cong. Discretion
Principal 3 — 4 weeks 4 weeks 4 weeks Cong. Discretion
Other 12-Month 2 — 3 weeks 3 weeks 4 weeks Cong. Discretion
10-Month n/a n/a n/a n/a
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