
DIOCESE OF WEST TEXAS 

CLERGY COMPENSATION AND BENEFITS POLICY 

When a parish is calling a rector, or a full-time priest is being appointed to serve as vicar of a mission, or when a 
rector and/or vestry is calling a full-time assistant or associate clergy, it is strongly recommended that this policy be 
shared with the prospective priest and the Vestry or Bishop’s Committee. 

I. “Compensation Package” is defined as salary, housing and utilities, and SECA (Self-Employed Social Security 
Tax Allowance) where that is included and designated in some individual clergy packages. 

The diocesan minimum compensation package is adjusted annually.  Information on current amounts is 
available from the Bishop Jones Center. 

II. Other employment costs which also change from year to year include: 
a. Medical, dental and life insurance provided through the Episcopal Medical Trust.  (See attached 

Diocesan Policy regarding Medical Insurance – Clergy). 
b. Pension Fund assessments which are calculated at 18% of the total compensation package. 

The formula for calculating the assessment differs according to whether the congregation 
owns a rectory or provides a cash housing/utilities allowance.  It also includes SECA 
reimbursements and equity allowances if applicable.  Information on this, as provided by 
the Church Pension Fund, is available from the Bishop Jones Center. 

III. Other benefits to be provided to the clergy are as follows: 
a. Vacation of one month per year.  If a priest moves from one cure to another in the middle of the 

year, the priest is strongly urged to take a vacation between assignments before reporting to the 
new cure.  If this is not possible, the priest and the new Vestry should negotiate the vacation time so 
that it is not lost. 

b. Sabbatical period for study, reflection and refreshment is typically granted after seven years’ service 
in one place.  It should be negotiated by the priest and the Vestry or Bishop’s Committee. 

c. Annual leave of two weeks for continuing education.  The Vestry or Bishop’s Committee should be 
prepared to provide financial support for this purpose in addition to what is available from diocesan 
continuing education funds. 

d. At least one full day off per week, preferably two days off.  This is not only expected of the clergy 
but urged for the mutual benefit of the clergy and the congregation.  Considering the fact that clergy 
are involved in both day and night work, it is very important that they be away from the telephone 
and have time for themselves in addition to having time to be with their families.  It is equally 
important that the wardens and Vestry/Bishop’s Committee urge and insist that the clergy take this 
time. 

e. An equity allowance is strongly recommended as one way to enable clergy living in church-owned 
rectories for their entire ministries to accumulate some sort of down payment for housing at the 
time of their retirement, without increasing their tax load.  Those congregations owning rectories 
and requiring the clergy to live therein are strongly urged to pay into a tax deferred annuity a sum 
equal to 10% of the salary package (which includes salary, utilities, and SECA) paid to the priest in 
the specific cure. 

f. Reimbursement for business travel and expenses should be provided by Vestries and Bishop’s 
Committees, recognizing the current tax situation and how it affects the clergy.  Reimbursement of 
travel/auto expenses or use of a church-owned automobile is required.  This is not considered a 
fringe benefit.  It is a cost of the congregation to conduct its ministry.  It is also recommended that 
the Vestry or Bishop’s Committee establish a clergy-qualified reimbursement expense account for 
professional expenses in order to simplify the clergy tax situation. 

g. Moving expenses for clergy moving into new cures are to be paid by the congregation.  It is also 
recommended that the new congregation pay a cash moving allowance to defray some of the one-
time costs of moving for the clergy family. 
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