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THE PRESBYTERY OF SAN DIEGO 

COMMITTEE ON MINISTRY MANUAL 

(Revised September 2017) 

 

CHAPTER 1 - GENERAL POLICY  

 

I. The Committee on Ministry (CoM) is governed by the Book of Order and the Standing Rules of this 

Presbytery. 

 

A. Meetings of CoM are to be attended only by the elected members of the CoM, the Executive 

Presbyter and Stated Clerk of this Presbytery, both of whom are ex officio members without 

vote. 

 

B. Other persons may be invited by the Chair to attend those portions of particular meetings in 

which they have a direct, personal involvement.   

 

C. The Chair in consultation with the Executive Presbyter may appoint qualified persons to serve 

on subcommittees to assist in their work.   

 

II. Meetings of the CoM are confidential. 

 

A. Minutes and agenda of the regular and special meetings of the CoM shall be distributed only to 

the members of the CoM and to the Stated Clerk and Executive Presbyter of this Presbytery. 

 

B. The Stated Clerk shall maintain a permanent file of the minutes of the CoM.  All other 

recipients of these minutes are to retain copies of them only for the duration of their term of 

service.   

 

C. Members of CoM shall be excused from any portion of a meeting dealing with matters 

concerning the church to which the CoM member is related. 

 

 

CHAPTER 2 - MEMBERSHIP 

 

I. The committee shall consist of eighteen (18) members divided into three classes of six each.  These will 

be divided equally as possible between elders and ministers.   

 

II. The committee shall have a chairperson, nominated by the Nominating committee and elected by the 

Presbytery.   The committee chair will appoint a vice-chair.   

 

III. A quorum shall be a simple majority of the elected members. 

 

IV. The Stated Clerk shall serve as the committee’s secretary, taking the minutes at meetings and 

conducting correspondence as related to calls or as requested. 

 

V. The committee shall have an Executive Committee consisting of the chair and vice-chair.  The 

Executive Presbyter and Stated clerk shall serve as resources to the Executive Committee. 
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CHAPTER 3 - ORGANIZATION 

 

I. Congregational Liaison.  Each member of CoM will be assigned as committee liaison to 

congregations in the Presbytery.  Ordinarily each member will be assigned two congregations by the 

Executive Committee of CoM.  Congregational Liaisons can not serve their own congregations as 

liaisons in order to avoid conflict of interest.  The responsibilities of each Congregational Liaison will 

include: 

 

A. Conducts annual in-person visits with pastor(s) to show support and encouragement for the 

ministry they have. 

 

B. Conduct bienniel visits with the Session to hear the stories of their ministry, to respond to 

questions, to offer support and affirmation for their work. 

 

C. Serve as liaison to PNC (or APNC) if the opportunity arises.  In the event that the 

Congregational Liaison cannot serve as PNC liaison he/she will take part in the selection of the 

PNC liaison and give assistance and guidance to this person.   

 

D. Serve as a point of information for the CoM as it fulfills its responsibility with regard to 

pastoral positions of a temporary nature. (i.e. Stated Supply, Interim etc) 

 

E. Report church difficulties (actual or potential) to the Stated Clerk for advice and counsel on 

appropriate next steps.  

 

 

II. Structural Guidelines.  The CoM Chair and Vice-Chair shall name persons to particular procedural 

responsibilities to insure work of the committee supports the needs of our churches.  Appointments 

shall be made annually.  Tracking of assignments will be made in the minutes.  The procedural 

responsibilities will include relationships to churches with vacant pulpits, provisions for inclusiveness, 

interim pastors, resignation of pastors, dissolution of pastoral relationships by congregations, personnel 

guidelines for clergy, ministers as continuing members of presbytery, guidelines for ministerial conduct 

and relationships with nondenominational religious organizations.  Additionally, other assignments may 

be made by the Chair and Vice-Chair as needed.  Persons outside the elected CoM may be co-opted for 

particular assignments.   

 

A. Calling 

 

 1. Responsibilities.  (As abstracted from the Book of Order.  Reference should be made 

to the Book of Order for the full statements.) 

 

  a. Interviews:  To approve the examination of ministers transferring from other 

 presbyteries required by G-11.0402. (Part of G-11.0502h). 

 

 b. Pastor Nominating Committees:  Make recommendations to Presbytery 

regarding calls for the services of its ministers. (Part of G-11.0502b).   

 

  Counsel with churches regarding calls for permanent pastoral relations.  

Advise congregational committees (PNCs and/or APNCs) regarding merits, 
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availability, and suitability of any candidate contemplated by a congregation.  

No calls are in order unless consultation has been received and considered by 

the local congregation’s committee (G-14.0502).  Facilitate approval of calls 

by Presbytery. (G-11.0502d). 

 

  Provide for the implementation of equal opportunity employment (G-

11.0502g, and G-4.0403),  

 

  Nominate Presbytery administrative commissions for pastoral installations.  

(Manual of the Presbytery, Chapter 8, III, C.)    

 

 c. Mission Studies:  Provide consultative services to regarding congregation 

mission studies. (Manual of the Presbytery, Chapter 8, III, I.)    

 

  2. Procedures for Discharging Responsibilities.   

 

 a.  COM Interviews: The Calling sub-committee is responsible for oversight of 

credentialing, but any member of the CoM may be involved with the process 

of credentialing.   Ordinarily, all ministers who request membership in the 

Presbytery of San Diego shall be credentialed prior to being presented to 

Presbytery for approval.  This applies particularly to ministers who have 

received a pastoral call from a congregation within the Presbytery.  It also 

applies to ministers responding to validated ministry calls.  Honorable Retired 

ministers will also be credentialed in the event they may serve congregations in 

some capacity such as pulpit supply. 

 

 b. Pastor Nominating Committees:  The Calling sub-committee will work with 

the duly elected PNC's of congregations seeking pastors or associate pastors.  

The Congregational Liaison for these congregations will serve as CoM liaison 

to the PNC or APNC.  The Calling sub-committee, through its Congregational 

Liaison, will assure that PNCs and APNCs act in conformance with the Book 

of Order and the Manual of the Presbytery of San Diego.  Recommendations 

will be made to CoM regarding suitability of candidates for particular 

positions.  The chair of CoM will present to Presbytery for examination and 

approval those ministers considered suitable for particular positions.  Terms of 

Call and an administrative commission for installation of the pastor will also 

be presented to Presbytery for approval.  

 

 c. Mission Studies:     The Calling sub-committee will provide consultation 

whenever a church undertakes a mission study.  Ordinarily the Congregational 

Liaison from CoM will serve in this capacity.  A mission study can be 

undertaken at any time.  It is most often used to assist in filling out Church 

Information Forms when a new pastor is being requested; when a mission 

proposal is being submitted to General Assembly; when it is requested by the 

presbytery or one of its committees; or when a church desires to re-examine its 

mission emphasis.  Presbytery encourages congregations to conduct Mission 

Studies every five years.   
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Mission study committees should be composed of no less than seven (7) 

persons.  At least a fourth of the Study Committee should be from the Session. 

 

Procedure:  The church notifies its Congregational Liaison that it will conduct 

a Mission Study.  The liaison informs the CoM Calling sub-committee. 

 

The session forms a committee, taking care that every point of view is repre-

sented, and that there is broad based leadership participation.  The session also 

appoints the Chairperson of the Mission Study Committee.  The CoM 

Congregational Liaison assures that the the Mission Study Committee has been 

formed appropriately.  The Congregational Liaison will provide the committee 

with materials prepared by Presbytery and the General Assembly that will help 

in the preparation of the Mission Study, including the Mission Study form. 

 

The first task of the committee is to gather the information required in Part I – 

Statistical Data.   The Mission Study Committee may need to consult the 

Clerk of Session, the Church Treasurer and the Church Secretary to obtain 

congregational data.  The CoM Congregational Liaison will lead the 

committee to sources of regional demographic information that are available 

through the Presbytery of San Diego, 

 

When completing Part II – Narrative, the Mission Study Committee must be 

convinced of the importance of being stringently honest.  If the committee 

confuses the current status of the congregation with the desired future status, it 

will be unlikely that the best pastors will apply for the position. 

 

Completed mission studies should be submitted to the Session for approval 

before being presented to the presbytery CoM.  Upon amendment/approval by 

the CoM a final draft should be submitted to the presbytery office.  (Mission 

study committees are encouraged to consult with Session concerning a 

presentation of the final draft to the congregation at a specially called meeting 

of the congregation.) 

 

B. Connecting 

 

 1. Responsibilities.  (As abstracted from the Book of Order.  Reference should be made 

to the Book of Order for the full statements.) 

 

a. Temporary Relationships: Counsel with churches regarding calling 

designated pastors, per G-14-0501. (G-11.0502 – e) 

 

Counsel with sessions regarding stated supply, interim pastors, etc. and 

provide a list of pastors available to fill temporary positions, per G-14.0513 – b 

& c.  (G-11.0502 – f) 

 

 b. Peace and Harmony :  Serve as an instrument to promote peace and 

harmony, especially between ministers and churches to the end that the church 

Session may correct difficulties.  (G-11.0502 – i) 
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Exercise wise discretion to: Establish and maintain lines of communication 

within the congregation and counsel sessions concerning difficulties; Offer 

help as mediators; Act when necessary to correct difficulties with constraints 

applied by Presbytery and as found in Rules of Discipline.  (G-11.0502 - j) 

 

c. Visitation:  Visit regularly and consult with each minister of the presbytery 

and report annually to presbytery the type of work in which each is engaged. 

(G-11.0502 – a) 

 

Visit with each session at least once every three years as per W-1.4002.  (G-

11.0502 – c)   

 

2. Procedures for Discharging Responsibilities     

 

a. Temporary Relations:   Continually maintain a list of ministers within the 

presbytery who are willing and qualified to fulfill the duties of the several 

types of temporary pastoral positions.  

 

Work with the CoM Congregational Liaison to counsel sessions regarding their 

choices of types of temporary pastoral relationships allowed by the Book of 

Order.  Sessions will be offered counsel with regard to procedures for calling 

someone to temporarily fill a vacant pastoral position.  Ordinarily, counseling 

will be done by the CoM Congregational Liaison.   Any member of the 

Connecting Sub-Committee may provide counseling if necessary.  In any case 

at least one of the following; Executive Presbyter, Chair of CoM or Chair of 

Connecting Sub-Committee will actively assist in the counseling process. 

 

Appoint and monitor support persons for pastors in temporary relationships.  

Interview sessions and clergy in temporary relationships near the end of terms 

and make recommendations to CoM regarding renewals when appropriate.  

 

Maintain records and oversight of Temporary Supply Pastors and Moderators 

of Sessions (may not be the same person).  Information to include (but not 

limited to) whether they are paid or non-paid, retired or non-retired. 

 

b. Peace and Harmony:   In the event of discord in a congregation: 

 

1.) Any comments, complaints, accusations, etc. regarding church difficulties 

will be forwarded to the chair of CoM, chair of the Connecting Sub-committee 

or the Executive Presbyter (EP).   Whichever of the three is in receipt of such 

information will share it with the other two as soon as possible. 

 

2.) The EP and the chair of the Connecting Sub-committee (or a designated 

member of the Connecting Sub-committee) will confer with all involved with 

the discord and especially with the Session and Pastor(s) to make certain that 

lines of communication are open and functioning.   Those involved in the 

discord will be encouraged to resolve the problem.  The greatest discretionary 

latitude should be allowed in an attempt to resolve the difficulty informally.   

A confidential written record of the facts and recommended courses of action 
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will be made. 

 

3.) The EP and Connecting Sub-committee representative will monitor the 

situation and if necessary make further suggestions to those involved in the 

dispute to promote peace and harmony.  Any new facts and recommended 

actions will be added to the confidential record. 

 

4.) If discord continues, the EP will meet with the entire Connecting Sub-

committee to seek guidance on how to proceed.  The minutes of this meeting 

will be added to the confidential record. 

 

5.) If further attempts to resolve a dispute fail, the Connecting Sub-committee, 

relying on its confidential record will prepare a document describing the 

dispute that includes recommendations for action by the entire CoM.  The 

document will be presented for action to the full CoM at the earliest possible 

time. 

 

NOTE:  Steps 1-4 should be considered informal without need to report the 

matter to the full COM.  If the dispute is resolved before reaching #5 and there 

is no indication that the dispute may be recurrent, the confidential record may 

be destroyed.    The EP and the Connecting Sub-committee will make every 

effort to solve problems or resolve disputes in an informal and confidential 

manner in an attempt to avoid pain and embarrassment that often accompany 

formal actions by the full CoM. 

 

 

C. Caring   

  

 1. Responsibilities.  (As abstracted from the Manual of the Presbytery of San Diego.  

Reference should be made to the Manual for the full statements.) 

 

a. Pastoral Care:  Maintain a pastoral relationship with all ministers, and 

particularly with ministerial retirees, special-need cases and with their families. 

 (Chapt. 8, III, E) 

 

  Provide for appropriate recognition of ministerial members of Presbytery at the 

time of their retirement.  (Manual of the Presbytery, Chapter 8, III, F.)    

 

  Make an annual necrology report to the presbytery in January. (Manual of the 

Presbytery of San Diego, Chapter 8, III, D.)    

 

  Submit an annual report of the compensation received by ministers of the 

Presbytery,  (Manual of the Presbytery of San Diego, Chapter 8, III, G.)    

 

b. Pensions:  Represent interests of the Board of Pensions and offer advise to 

members of the Benefits Plan.  (Manual of the Presbytery of San Diego, Chapter 8, 

III, B.)    

c. Visitation:  Establish and maintain the CoM Congregational Liaison structure with 

churches within the presbytery and forward to full CoM, all liaison reports 
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regarding regular visits with pastors of congregations and with sessions.  These 

visits shall be made at no longer intervals than every three years 

    

Work with the Stated Clerk to meet the Book of Order requirements of 11.0502a, 

as they relate to making annual reports to presbytery about the type of work in 

which each minister is engaged.  Furthermore the sub-committee will work with 

the Stated Clerk to obtain annual reports from ministers performing work not under 

the jurisdiction of presbytery.  

 

 

2. Procedures for Discharging Responsibilities:     

 

 a. Pastoral Care:  The sub-committee will cooperate with the CoM 

Congregational Liaisons, the Stated Clerk, the Executive Presbyter and the 

Connecting Sub-committee (visitation function) to provide care for the clergy 

of the presbytery and their families.   

 

The sub-committee will attend to crisis needs as well as promote opportunities 

for group recreational activities for pastors and their families.   Appoint 

support persons for new pastors (to serve for the first year of the pastorate) and 

monitor these support relationships.  

 

Work with the Stated Clerk to review and make recommendations concerning 

annual changes of terms of call, to review and make recommendations 

concerning continuing education requests and reports of completed continuing 

education, to make an annual necrology report to the presbytery in January, 

and to prepare annually and submit to Presbytery a report of the compensation 

received by ministers of the presbytery and recommend annually to presbytery 

minimum terms of compensation for its ministers of the Word and Sacrament.  

  

 b. Pensions:  Maintain full knowledge of the provisions and requirements of the 

pensions and benefits plan of the Board of Pensions.  Offer advice and counsel 

when requested or needed.  Investigate and seek resolution upon Board 

notification that pension dues payments are in arrears.  Facilitate and publicize 

visits to presbytery by representatives of the Board of Pensions. 

 

 
CHAPTER 4 - RELATIONSHIPS TO CHURCHES WITH VACANT PULPITS 

 

I. Every church having a vacant pulpit shall have a moderator assigned in accordance with the Book of 

Order. (G-1.0504) 

 

II. Whenever an installed pastor of a church shall resign, the CoM in consultation with the session of that 

church and in keeping with the Book of Order, shall request that said church be served, during the 

transition period, by an Interim Pastor, Stated Supply Pastor, Temporary Supply Pastor, or by other 

arrangement authorized by the CoM. 

 

III. Churches with a vacant pulpit shall be urged to move toward calling an installed pastor with all due 

haste.  The Calling Sub-committee of  CoM will represent Presbytery with respect to the conduct of a 
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Mission Study and the completion of the Church Information Form (CIF).  Neither the Mission Study 

nor the CIF shall be given final approval by CoM until a positive recommendation has been reported by 

document readers that include at least the Congregational Liaison, and designated members of the 

Calling Sub-committee of CoM.  In addition, a position description shall be filed with the CoM. 

 

IV. Action on calls and invitations to Pastors and Associate Pastors shall be presented by the CoM, through 

its Chair, only to the Presbytery assembled in stated or called meetings, or the Presbytery Council when 

Council is authorized to act. 

 

V. When any pastor nominating committee (PNC) proposes to bring a prospective candidate for an 

interview within the bounds of this Presbytery, the CoM PNC liaison (ordinarily the CoM 

Congregational Liaison) shall notify the Chair of the CoM Calling Sub-committee or the Chair of CoM 

in order to arrange a credentialing interview with the potential candidate. 

 

VI. Approximately one year following the installation of a pastor or associate pastor, that person shall meet 

with the CoM Congregational Liaison to discuss his/her ministry in light of the expectations, etc., held 

out at the time of the call or invitation.  At the pastor's option, a member of the church may also take 

part in this discussion. 

 

VII. When the pastor of a church having a multiple staff prepares to ask the congregation and the Presbytery 

to dissolve the pastoral relationship between him/her and the congregation, the Chair of the CoM shall 

confer immediately with all the associate pastors of that church and invite them to meet with the CoM 

or appropriate sub-committee.  The session, congregation, and associate pastors shall be reminded of 

the conditions of their respective relationships as defined by the Book of Order (G-14.0501). 

 

VIII. PNC's and Congregations, when pastors or associate pastors are being called, shall be expected to 

follow the spirit as well as the letter of the provision in the Book of Order concerning the calling and 

inviting of women and minority persons (G-4.0403;G-14.0502). 

 

 

 

 CHAPTER 5 - PROVISIONS FOR INCLUSIVENESS 

 

I. The CoM will follow an Equal Employment Opportunity Program in accordance with the guidelines 

and policies established by the Church Vocations Ministry Unit of the Presbyterian Church (U.S.A.) 

(G-11.0502g).  The following procedure is intended as a guide for this Equal Employment Opportunity 

Program.  

 

II. At the time a pulpit is declared vacant, the CoM Congregational Liaison will consult with the Session 

about the PNC'S responsibility to be an Equal Employment Opportunity Committee and the 

implications of this responsibility.  The CoM will encourage the consideration of women and minority 

ministers as interim or stated supply pastors and/or for appointment as moderators of Sessions.  The 

CoM will offer to help locate minority and women ministers to preach during the time the pulpit is 

vacant. 

 

When an associate pastor is being sought, the PNC (sometimes called APNC) will meet with the CoM 

Congregational Liaison who will serve as an advisor to the PNC and will provide any assistance needed 

to insure that Equal Employment Opportunity procedures are followed. 
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III. At a called congregational meeting, the Session shall advise the congregation of the constitutional 

requirements that the PNC be an Equal Employment Opportunity Committee.  The congregation shall 

signify its intent that the PNC be an Equal Employment Opportunity Committee.  Ordinarily the CoM 

Congregational Liaison will be present and assist in the discussion at the congregational meeting. 

IV. The CoM Congregational Liaison will ordinarily be present at the first meeting of the PNC to work 

with the PNC and discuss the pastor nominating procedure.  The Equal Employment Opportunity 

provisions of the Presbytery will be explained.  Alternatively another member of the CoM will be 

appointed to serve as a continuing liaison between the PNC and the CoM (G-11.0502d). 

 

V. The Clerk of Session will see that Amended Report Form #1 (Voc. Form 575) is filled out and signed 

by the appropriate persons and that a copy is sent to the CoM.   

 

VI. After the CIF has been completed, a copy will be sent to the CoM to be read and approved before it is 

endorsed by the Chair of the CoM.  A copy of the CIF, which includes the PNC's plan for 

implementing Equal Employment Opportunity, will be retained by the COM for future evaluation. 

 

VII. Once the PNC for pastor or associate pastor receives its first batch of Personal Information Forms (PIF) 

from the Church Vocations Ministry Unit, the PNC will forward monthly reports to the CoM through 

the CoM Congregational Liaison indicating the number of women and minority candidates in each of 

the various categories of consideration.  

 

Monthly reports will be filed with CoM until the PNC has reached that stage described in the next 

paragraph.  If any of these reports indicate a need for additional resources or if help is requested, the 

CoM will assist in obtaining additional PIF's or in arranging for the PNC to hear women and minority 

candidates. 

 

VIII. When the PNC has reduced the list of candidates under consideration to less than seven but not less 

than four, the PNC will meet with the CoM Congregational Liaison to review the implementation plan 

described in Part II of the CIF.  If the CoM Congregational Liaison has any question or concern that 

concurrence by the CoM on a final choice might be withheld for any reason related to the Equal 

Employment Opportunity procedures or guidelines, such doubt should be voiced at this time, made 

clear to the PNC and reported to the CoM. 

 

IX. The CoM shall take seriously sections G-11.0502 d and g, and G-14.0502 of the Book of Order.  The 

CoM will recommend a candidate Presbytery only after it is satisfied that the PNC has given serious 

consideration to minority and women candidates and further satisfied that all requirements of the Equal 

Employment Opportunity Program have been met  

 

 

 CHAPTER 6 - INTERIM PASTORS 

 

I. When a pastor has resigned or a pastoral position has otherwise become vacant, the Committee on 

Ministry will ordinarily recommend the appointment of an Interim Pastor.  The CoM Congregational 

Liaison will assist the congregation in the appointment process. 

 

II. An Interim Pastor shall not be considered for the permanent call.  This should be made clear to the 

church to which the Interim is appointed. 

 

III. Process for appointment: 
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A. The Session appoints an Interim Pastor Nominating Committee.  This committee should be 

small (3-5 persons).  The Session should be represented on the committee and it may be 

constituted entirely of Session members. 

 

B. The first task of the Committee is to create a position description and recommend terms of 

employment and a compensation range. 

 

C. Session must approve the position description and compensation range.  These are submitted to 

the Connecting Sub-Committee of the CoM. 

 

D. The Connecting Sub-Committee will recommend three possible candidates to the Interim 

Pastor Nominating Committee: 

 

1. Each possible candidate should be qualified, meet the basic requirements of the 

position description and be available to serve. 

 

2. Ordinarily, at least one of the possible candidates should be female, a racial-ethnic 

minority or a person with a disability. 

 

E. If the Interim Pastor Nominating Committee wishes to recommend a candidate other than those 

submitted by the Connecting Sub-Committee, the candidate shall be submitted to the 

Connecting Sub-Committee for approval before the recommendation is made to the Session. 

 

F. If the Interim Pastor Nominating Committee elects to choose none of the three possible 

candidates or any other candidate approved by the Connecting Sub-Committee, three more 

shall be submitted using the same guidelines.  The process shall be repeated until a candidate is 

selected. 

 

G. The candidate is submitted for approval to (in order): 

 

1. Session 

 

2. Committee on Ministry 

 

3. Presbytery 

 

IV. Terms of the appointment: 

 

A. Length: 

 

1. The appointment should normally be for twelve months, with the possibility of renewal 

in twelve month increments thereafter. 

 

2. Termination within the term of the appointment may be by initiative of the Interim 

Pastor or the Session, in either case with approval of the Committee on Ministry.  

Notice must be given a minimum of thirty days prior to the termination date. 

 

B. Financial package: 
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1. The total financial package should be equivalent to the terms of call of the most recent 

pastor at point of dissolution. 

 

2. Vacation and study leave benefits should be allocated quarterly, even though they may 

be used after the completion of the quarter. 

 

3. Vacation time should not accumulate beyond one year's allocation. 

 

4. It is strongly recommended that termination benefits be included in the terms; i.e., an 

agreed period of salary continuation for each quarter served.  (One week continuation 

for each quarter served, or portion thereof, would be appropriate.) 

 

a. Termination benefits are in addition to earned vacation time still due at time of 

termination. 

 

b. Termination benefits are not payable after the Interim Pastor begins other 

fulltime employment. 

 

IV. Interim Pastors will be expected to lodge their membership in this Presbytery during their term of 

service. 

 

V. The CoM Congregational Liaison shall serve as Interim Pastor Support Person and meet with the 

Interim Pastor occasionally and be available for consultation throughout the interim period.   

 

VI. Guidelines I through V (above) also apply to Interim Associate Pastors.  In addition, the CoM 

Connecting Sub-Committee (in particular, the CoM Congregational Liaison) should consult with the 

pastor of the church being served by an interim Associate Pastor. 

 

VII. Interim Pastor candidates are clergy who have gained by training or experience the ability to deal 

constructively with the transition in the life of the congregation between installed pastorates.  

Ordinarily, preference will be given to those who have completed Interim Pastor Training. 

 

VIII. Under no circumstances should the Interim Pastor be involved in the process of searching for the new 

pastor. 

 

 

 CHAPTER 7 - RESIGNATION OF PASTOR 

 

I. When a pastor wishes to resign: 

 

 A. The Committee on Ministry plays a vital role in the process of a pastoral resignation by 

assuring careful adherence to procedure.  The CoM (ordinarily through its Congregational 

Liaison) will speak to the congregation about the connectional solidarity of our denomination 

and our abiding pastoral concern for the departing pastor and the individuals within the church 

community. 

 

II. Steps to take during resignation of a pastor.: 
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 A. The chair of the CoM should be advised of the pending resignation.  This may be accomplished 

directly in a verbal manner or through the Executive Presbyter. 

 

 B. A CoM member, ordinarily the CoM Congregational Liaison, should be present at the Session 

meeting at which the pastor presents the resignation.  Ordinarily Session concurs and calls a 

congregational meeting.  The CoM representative is there to guide the Session on the 

appropriate procedural steps to be followed and to affirm Presbytery's assistance and guidance 

in the ensuing process. 

 

  1. A congregational meeting is called to act upon the resignation by recommending to 

Presbytery that the pastoral relationship be dissolved.  A CoM member, ordinarily the 

CoM Congregational Liaison, will be present. 

 

  2. The moderator of this meeting is the pastor, head of staff, unless a substitute is 

requested.  In this case the moderator can be (with consent of CoM): 

 

   a. Clergy member of CoM. 

 

   b. Associate Pastor of the congregation (if there is one).  

 

   c. Any other clergy member of the Presbytery 

 

  3. The Clerk of Session certifies in writing to the Committee on Ministry that the 

congregational meeting was held, its details, and the action taken. 

 

 C. The resigning pastor shall provide the CoM with the terms of the new call or take steps to 

ensure that the calling Presbytery forwards the information to CoM.  If there is no call 

involved, a statement regarding the clergy person's future plans should be provided. 

 

 D. Ordinarily the Committee on Ministry takes action only after the congregational meeting and 

after the written materials are in hand.  The personal appearance of the pastor is not required at 

CoM, but may be requested. 

 

 E. Ordinarily, the Presbytery acts only on the recommendation of the CoM. 

 

  1. It is appropriate for the resigning pastor to speak briefly at Presbytery. 

 

  2. It is also appropriate that the Session be represented at this meeting to certify that all 

necessary steps have been completed. 

   

  3. One (or more) member(s) of the Session may wish to address the Presbytery in brief 

appreciation and farewell. 

 

 F. The Committee on Ministry will work with the Session to ensure a smooth continuity of 

pastoral services following the resignation.  The possible courses of action are: 

 

  1. The CoM may give the Session permission to proceed with the prescribed steps to fill 

the pulpit. 
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  2. The CoM may work in conjunction with the Session to obtain an Interim Pastor. 

 

  3. The CoM will work in conjunction with the Session to recommend a Stated Supply 

pastor for appointment by Presbytery.   (Appropriate only if congregation is not likely 

to be calling a Pastor).  G-14.0513a 

 

 NOTE: The search process for calling a new Pastor may not begin until the resigning Pastor has left 

and the pulpit is vacated. 

 

 

CHAPTER 8 - DISSOLUTION OF PASTORAL RELATIONSHIP BY A CONGREGATION 

 

I. When a congregation wishes to terminate (dissolve its relationship with) a Pastor. 

 

A. The severing of a pastoral relationship is always difficult and even in the best of circumstances 

can involve pain   It is essential that the Pastor and his or her family, the congregation and the 

Presbytery be made aware of the potential for difficulty and pain. 

 

B. It is always desirable that pastorates end by mutual consent, a new call, or through retirement to 

honorably retired status.  However, when circumstances indicate otherwise the CoM will work 

within the parameters of the Book of Order, Section G-11.0502, and "shall serve as an 

instrument of Presbytery for promoting the peace and harmony of the churches, especially in 

regard to matters arising out of the relations between ministers and churches."  It will carry out 

this role while continually being open to communication with the ministers, elders serving on 

sessions and sessions of the Presbytery.  (G-11.0503) 

 

II. Early Committee on Ministry involvement. 

 

A. The Committee on Ministry shall always hold as its preferred goal the resolution of differences 

and the reconciliation of the parties involved.  Therefore, the committee must continually foster 

the goodwill and confidence of the Presbytery community in order to be invited (at an early 

date) into situations where differences exist. 

 

B. The earlier the committee is apprised of situations of dispute or potential situations of dispute, 

the higher the likelihood of satisfactory resolution for all concerned parties.  The CoM 

Congregational Liaison should be sensitive to potential difficulties and report them to the chair 

of CoM Connecting Sub-committee, the Chair of CoM or the Executive Presbyter immediately. 

 

C. The early cognizance may not necessarily involve the formal docket of CoM business, but may 

be limited to the Chair or other assigned member working in consultation with the Executive 

Presbyter.   See procedures in this Manual under Chapter 3, II, B, 2, b. 

 

III. Proper presentation of grievances to CoM. 

 

 A. Matters of grievance and dispute between ministers and congregations are properly presented to 

the Committee on Ministry.  Authorized contacts with the CoM are made by elders serving 

actively on Sessions.  When committee members are approached by others regarding such 

matters the committee person should contact the Chair of CoM, the Chair of the Connecting 
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Sub-committee or the Executive Presbyter before proceeding in any manner.  See procedures in 

this Manual under Chapter 3, II, B, 2, b.  

 

B. Before becoming formally involved in a church-pastor dispute the CoM must ascertain the 

extent to which the parties concerned have attempted their own resolution.  When satisfied that 

attempts at reconciliation have been taken as far as practicable the CoM Connecting Sub-

committee shall investigate all sides of the issue. See procedures in this Manual under Chapter 

3, II, B, 2, b.  

 

IV. Evaluation of the condition that exists. 

 

A. In reviewing the situation that exists within the congregation the CoM must take into 

consideration questions such as the following: 

 

1. What is the issue that has created the dispute? 

 

2. How long has the present condition existed? 

 

3. How much effort has been extended by both sides in seeking a resolution? 

 

4. What are the approximate numbers involved in both sides?  What percentage of the 

congregation is involved? 

 

5. Has the issue of termination been expressed between the parties, and if so what has 

been the response? 

 

6. What position is the Session taking in the dispute? 

 

7. What is the existing health of the church:  financial, membership, growth, property, 

etc.  Have there been any noticeable recent changes in trend in any of these categories? 

 

V. Consultation with Executive Presbyter. 

 

A. When the CoM is satisfied that it is in possession of the complete picture of the situation within 

the church the CoM shall consult with the Executive Presbyter concerning the situation.  

However, it is appropriate for the Executive Pesbyter to be involved, at an earlier time.. 

 

B. Among the options the CoM may choose at this juncture are: 

 

1. Elect to assume the formal role of mediator between the parties and seek reconciliation. 

 (The CoM Connecting Sub-committee may already have attempted to seek 

reconciliation in an informal manner.) 

 

2. Seek further information. 

 

3. Conclude that the peace and harmony of the church is best served under present 

pastoral relationship. 
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4. Conclude that peace and harmony would be best served by dissolving the present 

pastoral relationship. 

 

VI. In the case of termination (Dissolution). 

 

A. The CoM will counsel with the Pastor and advise of the conclusions reached. 

 

B. The CoM will work with the Session of the church and the Pastor regarding a suitable date of 

resignation.  The Session will concur with the request to dissolve the relationship. 

 

C. Session will call a congregational meeting for the purpose of the Congregation concurring with 

the request for dissolution.  This meeting is to be moderated by the Pastor, Head of Staff  (in 

accordance with G-7.0306) unless the Pastor deems it impractical.  The following may 

moderate instead of the Pastor (with concurrence of CoM): 

 

1. Clergy member of CoM. 

 

2. Association Pastor, if there is one. 

 

3. Any other clergy member of Presbytery.  

 

D. CoM will work with the Session to provide temporary pastoral services. 

 

VII. Termination (Dissolution) terms. 

 

A. It is the policy of San Diego Presbytery to require that churches obtaining involuntary 

termination of a Pastor provide three (3) months continuation of full salary and benefits unless 

the minister begins a full time position within three (3) months.  In that case, all salary and 

benefits terminate when the new position begins. 

 

B. Depending on the facts of the situation determined by CoM, more than three months 

continuation of salary and/or benefits may be recommended by CoM to Presbytery. 

 

C. Exceptions to this policy must be approved by the CoM before they are presented to the 

congregation. 

 

 

 CHAPTER 9 - PERSONNEL GUIDELINES FOR CLERGY 

 

 (NOTE:  Only the requirements set out in capital letters in Chapter 9 are mandatory.) 

 

I. Salary. 

 

A. Basic considerations. 

 

1. When a Pastor is called to a church, the local church in the Call promises the Pastor 

adequate compensation so that the Pastor may "devote herself/himself full time to the 

ministry of the Word among us".  THE SESSION FURTHER PROMISES AND 

OBLIGATES ITSELF "TO REVIEW WITH THE PASTOR ANNUALLY THE 
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ADEQUACY OF THIS COMPENSATION", (BOOK OF ORDER G.14-0506).  THIS 

REVIEW SHALL BE RECORDED IN THE SESSION MINUTES. 

 

2. The church needs to recognize that the typical Presbyterian pastor graduating from 

seminary has completed training equivalent in other professional fields to a Master's 

Degree or a Doctor's Degree. 

 

3. Many Pastors come from seminary carrying heavy tuition indebtedness.  Committees 

calling Pastors may discuss with them the implication for repaying these loans and how 

that fits into proposed salaries. 

 

4. Pastoral ministry is a heavy drain on time and energy, often taking the Pastor away 

from critical family needs.  If the spouse also works to make budget ends meet, a 

severe strain will be placed upon the couple and their family.  This may lead to a 

disastrous breaking point.  Local churches may consider with their Pastors the level of 

stress which may be placed upon the pastoral family resulting from inadequate salary 

levels. 

 

5. Sessions must stress the importance of adequate stewardship by all members of the 

church to sustain a fair salary for the Pastor.  They should not make the Pastor carry the 

burden of poor congregational stewardship. 

 

6. Sessions of our Presbytery should recognize that the cost of housing in this area is 

among the highest in the nation. 

 

7. Pastors need to recognize their calls are ones of "servanthood to God" and not ones of 

financial gain.  There is a balance which Pastors and churches must maintain between 

what is needed for the Pastor to work in the ministry of the church, and what the local 

church can support. 

 

B. Guidelines for salary levels. 

 

1. The General Assembly has established a procedure to guide all churches in establish-

ing salary levels.  This is a check-list of pastoral responsibilities expected by a church, 

along with basic living costs for various regional areas.  This formula approach is most 

helpful.  A copy of the Churchwide Compensation Guidelines can be secured at the 

Presbytery office.  Does it still exist and if so is this still the proper title? 

 

2. Each year the Presbytery establishes a minimum salary level for all full-time Pastors.  

NO SALARY CAN BE BELOW THIS LEVEL.  For information on what this 

minimum level is, please call the Presbytery office. 

 

3. The Presbytery publishes annually the salary level of pastors within the Presbytery.  

This is a helpful guide for comparisons. 

 

4. Another consideration in establishing salary levels is to compare the head of staff's 

salary package with that of the local high school principal.   
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5. Those churches that have exhausted all other means to maintain the minimum salary 

level established by Presbytery may apply to Presbytery for aid. 

 

6. Concern should be given to the ratio of difference between Associate Pastor(s) and 

Head of Staff salary level so that gross inequities or injustices do not occur. 

 

II. Housing. 

 

A. Important considerations. 

 

1. The Session's Personnel Committee needs to think through carefully the question of 

what is equitable for a Pastor and family to live within the geographical parish area.  

There is great value in having the Pastor living within and identifying with the same 

parish community in which most of the members live. 

 

2. The Personnel Committee needs to recognize that the housing costs in Southern 

California are among the highest in the nation, both for rental and purchase. 

 

3. Most housing costs are now consuming 30-35% of the total family income. 

 

B. Basic guidelines.  (Internal Revenue Code changes from time to time.  Comments about 

Internal Revenue Code in this document are meant to be helpful but pastors should always 

consult the official Internal Revenue Code that is currently applicable.) 

 

1. Under the Internal Revenue Code, an ordained Pastor may exclude any housing 

allowance from her/his income for tax purposes, if it is designated in advance and paid 

as part of her/his compensation when that allowance is used for: 

 

a. Rent of a home. 

 

b. Purchase of a home, including down payment, mortgage, legal fees, fees for 

searching the title, installment payments, interest, taxes, fire and home liability 

insurance premiums, repairs, etc. 

 

c. Running expenses of a home (other than for costs of food and domestic help) 

such as utilities, house furnishings, attached garage, sidewalks, front and back 

yards. 

 

2. The Internal Revenue Service has ruled that an ordained Pastor may exclude from 

her/his gross income "only an amount equal to the fair rental value of the home, 

including furnishings and appurtenances such as garage, plus the cost of utilities", or 

can exclude "the amount of compensation used for:  (1)  furnishings, running expenses 

and real estate taxes to the extent they do not exceed the fair rental value and, (2) 

utilities". 

 

3. By October 1st of each year EACH PASTOR SHALL COMPLETE AND SUBMIT 

TO HER/HIS PERSONNEL COMMITTEE A REQUEST FOR AN APPROPRIATE 

HOUSING ALLOWANCE FOR THE COMING YEAR.  BASED UPON THESE 

DATA THE PERSONNEL COMMITTEE AND THE SESSION WILL APPROVE 
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THE SPECIFIC AMOUNTS TO BE DESIGNATED FOR HOUSING 

ALLOWANCE FOR THE UP-COMING YEAR FOR EACH PASTOR, 

PROVIDING TOTAL FOR SALARY AND HOUSING DOES NOT CHANGE 

TERMS OF CALL.  ANY CHANGE IN TERMS OF CALL MUST BE APPROVED 

BY THE CONGREGATION.               

 

4. IF THE TOTAL AMOUNT DESIGNATED FOR HOUSING ALLOWANCE IS NOT 

FULLY USED FOR HOUSING, IT IS THE PASTOR'S RESPONSIBILITY TO 

INCLUDE THE BALANCE AS GROSS INCOME IN COMPUTING TAX LIABIL-

ITY FOR THE YEAR IN WHICH IT IS RECEIVED.  THE AMOUNT OF ANY 

ITEMIZED DEDUCTION, FOR EXAMPLE FOR REAL ESTATE TAXES OR 

MORTGAGE INTEREST PAYMENTS, MUST BE REDUCED TO THE EXTENT 

THE PAYMENT IS ALLOWABLE TO THE HOUSING ALLOWANCE. 

 

5. If the church provides a manse, it should be reasonably attractive, modern, well-

arranged and large enough for the Pastor's family needs.  There may be a committee of 

the Session or Trustees to work with the Pastor (and spouse) to see that the manse is 

well maintained. 

 

If a manse is provided, the Personnel Committee may think through some provision, 

such as an annuity, for the Pastor to develop a savings plan to provide for housing 

when the Pastor retires, there being no possibility of building equity in a manse. 

 

C. Housing assistance. 

 

1. Pastors who are moving into the area may require assistance in the purchase of a home. 

Sessions may wish to consider entering into an agreement with the Pastor for either 

second mortgages and/or swing loans.   

 

2. Such loans shall be given to the Pastor upon approval of the Session and are permitted 

only to the extent that the funds are necessary to complete the down payment required 

on a home or to supplement the primary mortgage.  It is expected that the Pastor will 

use all other means to provide financing before seeking such assistance.  SINCE THIS 

CONSTITUTES AN EMPLOYMENT BENEFIT, ALL SUCH LOANS SHALL BE 

APPROVED BY PRESBYTERY UPON RECOMMENDATION OF COM. 

 

3. SUCH LOANS ARE NOT TRANSFERABLE BY THE PASTOR AND WILL BE 

PAYABLE IN FULL IF THE PASTOR SELLS THE HOME PRIOR TO THE 

SCHEDULED REPAYMENT DATE OF THE LOANS, OR LEAVES THE EM-

PLOYMENT OF THE LENDING CHURCH.  It is suggested that these loans may be 

interest bearing and/or repayment may include a portion of inflation value received 

from resale of the home. 

 

D. Further detail information on the subject of housing is available in a study on "Manse vs. 

Housing Allowance for Pastors" prepared by the Church Vocations Ministry Unit, and is 

included in their "Handbook for the Committee on Ministry".  Does this document still exist?  

What is the proper name of the GA unit?  Should it be Church wide Personnel Services? 

Does the GA Handbook for CoM still exist? 
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III. Professional costs. 

 

A. Many Pastors experience professional costs other than car expenses and study leave expenses.  

Session may want to establish a separate "professional cost" category which will include such 

items as: 

 

1. Attendance at Presbytery, Synod, General Assembly sponsored conferences which 

enhance the Pastor and the local church's work. 

 

  2. Attendance at meetings of the General Assembly. 

 

3. Books and professional journals which are used as essential tools for ministry. 

 

4. Entertaining the staff, church boards, committees, etc., in the home of the Pastor. 

 

5. Baby sitting costs, especially where a clergy couple is involved. 

 

IV. Social Security. 

 

A. Pastors are considered by the Internal Revenue Service as "self-employed" for Social Security 

purposes, and therefore the entire Social Security tax is to be paid by the Pastor. 

 

B.  The base upon which a Pastor pays Social Security includes: 

 

1. Cash salary. 

 

2. Housing allowance. 

 

3. Utilities and other Internal Revenue Service allowable expenses if paid separately from 

housing. 

 

C. SINCE THE PASTOR IS SELF-EMPLOYED, THE CHURCH CANNOT WITHHOLD 

SOCIAL SECURITY AND SEND IT IN QUARTERLY FOR THE PASTOR.  However, 

many churches do reimburse the Pastor a certain percentage of Social Security self-employment 

tax on a quarterly basis as the Pastor's payments are made.  THIS REIMBURSEMENT 

AMOUNT PAID TO THE PASTOR MUST BE ADDED TO THE TOTAL SALARY UPON 

WHICH INCOME AND SOCIAL SECURITY TAXES ARE PAID AND INCLUDED IN 

TERMS OF CALL. 

 

D. Some Pastors have filed with the Internal Revenue Service to be exempt from Social Security 

payments.  It should be noted: 

 

 1. Participation in Social Security is now obligatory unless one objects to participation by 

reason of religious principle or conscience.  Financial considerations are not a legal 

basis for waiving participation. 

 

2. A member of the Benefits Plan of the Board of Pensions who does not participate in 

Social Security and is not eligible for Medicare Part A and Part B will not be eligible 

for the Board's Medicare Supplement coverage after retirement.  A member who did 
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not participate in Social Security may subscribe to Medicare Part A and Part B in order 

to be eligible for the Board's Medicare Supplement coverage; however the monthly 

subscription charge is quite high. 

 

3. The Assistance Program of the Board of Pensions is not intended to replace funds that 

could be available from Social Security. 

 

V. Pension B Major Medical. 

 

A. THE CALL OF EACH PASTOR REQUIRES THAT SHE/HE SHALL BE ENROLLED IN 

THE BOARD OF PENSION'S PENSION AND MAJOR MEDICAL PLAN OF THE PRES-

BYTERIAN CHURCH (U.S.A.). 

 

B. THE SESSION SHALL REMIT TO THE BOARD OF PENSIONS THE REQUIRED DUES 

BASED UPON THE FOLLOWING: 

 

1. CASH SALARY. 

 

2. HOUSING AND UTILITIES ALLOWANCE. 

 

3. ANY SOCIAL SECURITY REIMBURSEMENTS IF MADE BY THE LOCAL 

CHURCH. 

 

C. The percentage of dues paid on the Pastor's total salary is established by the Board of Pensions. 

 The Presbytery office will have this information. 

 

D. IF THE CHURCH PULPIT IS VACANT DUE TO THE LEAVING OF A PASTOR, THERE 

IS A FIXED PERCENTAGE ESTABLISHED BY THE BOARD OF PENSIONS WHICH 

SHALL BE REMITTED. 

 

E. Churches employing retired Pastors may also be required to remit to the Board of Pensions a 

fixed percentage of dues for these Pastors. 

 

F. All local churches and Pastors should have a copy of "The Terms of the Benefits Plan of the 

Presbyterian Church (U.S.A.)".  This may be secured from the Presbytery office or the Board of 

Pensions.  Is this the correct title? 

 

G. Pensions and major medical questions may be answered by the following: 

 

1. The Committee on Ministry Caring Sub-committee. 

 

2. The Western Area Board of Pensions office. 

 

3. The national Board of Pensions office. 

 

VI. Medical Reserve. 

 

A. Because there is a deductible element to the Board of Pension's Major Medical Plan, many 

churches have established a minimum of 2% of the salary base as a reserve upon which the 
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Pastor and pastoral family may draw each year.  This amount does not carry over from year to 

year, however. 

 

B. Such a medical reserve is of great value and may be considered by each Session, and is to be an 

expense controlled by voucher. 

 

 

VII. Maternal-paternal leaves 

 

A. In addition to other benefits, a pastor may be afforded a leave in the period immediately prior to 

and following the arrival (birth, adoption, or guardianship) of a child as follows: 

 

1. The Pastor(s) should apply for the leave at least one month in advance of the expected 

arrival of the child, specifying the amount of time desired. 

 

2. If the Pastor is female and the primary care-giver, the leave may be up to four (4) 

months.  The leave may include a period of time in advance of the expected arrival and 

also a period of time following the arrival.  The first two months of the maternal leave 

will be at seventy-five (75%) percent of the Pastor's salary (cash salary, housing and 

utilities). 

 

3. If the Pastor is male and a secondary care-giver, a leave may be granted upon approval 

of the Session of up to two weeks.  The leave may include a period of time in advance 

of the expected arrival and also a period of time following the arrival.  These two 

weeks of paternal leave may be at seventy-five (75%) percent of the Pastor's salary 

(cash salary, housing and utilities). 

 

3. Any approved leave beyond the employer's reimbursement period will be without pay. 

 

4. Upon completion of the maternal-paternal leave, the Pastor will be entitled to her/his 

position.  The position will not be filled during the leave except on a temporary basis. 

 

5. Any salary increase action for which the Pastor(s) may become eligible in the course of 

the leave will be effective upon return to employment. 

 

VIII. Sick leave.  .  (The following needs to be reviewed for accuracy (currency) by someone with 

appropriate expertise.) 

 

A. Full-time Pastors will receive ten (10) working days of sick leave each calendar year cumula-

tive up to 120 days to be used in case of illness.  Sick leave entitlement during the first year of 

employment will be prorated according to the length of employment.  Total credited service 

will be included in computing entitlement of sick leave. 

 

B. AT THE TIME OF TERMINATION OF EMPLOYMENT A PASTOR SHALL HAVE NO 

CLAIMS FOR PAY IN LIEU OF UNUSED SICK LEAVE. 

 

C. The certification of a medical doctor may be required for the payment of sick leave benefits. 
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IX. Off-the-job disability.  (The following needs to be reviewed for accuracy (currency) by someone with 

appropriate expertise.) 

 

A. If a Pastor remains disabled by illness or off-the-job injury after exhausting all accumulated 

paid sick leave benefits, the Pastor will also be entitled to the following: 

 

1. Continued benefits for up to 26 weeks, calculated from the eighth day of the disability. 

The amount of the benefit will be equal to sixty (60%) percent of the Pastor's average 

pay (cash salary, housing and utilities) for the 12 months preceding the disability 

absence.  In cases where the Pastor has not been employed for 12 months, the pay base 

for these benefits will be calculated by averaging the pay for the partial year served. 

 

This 26 week entitlement, as prescribed above, includes the time during which the 

Pastor is in receipt of full benefits except for the first seven days of disability. 

 

2. A Pastor is eligible for long term disability benefits as a participating member of the 

Benefits Plan of the Presbyterian Church (U.S.A.).  Long term disability benefits under 

this plan commences after 90 days of disability (which, in hardship cases, can be 

waived by Board action). 

 

a. These long term disability benefits are in the amount of sixty (60%) percent of 

the Pastor's effective salary on the date disability began as provided in Section 

11.3 of the Plan.  When payable by the Benefits Plan of the Presbyterian 

Church (U.S.A.), they will supersede the entitlement to benefits provided 

under (1) above from the 90th day of disability until the 26 weeks of entitle-

ment in (1) has run out. 

 

b. For a Pastor still on full sick leave benefits after 90 days of disability, com

mencement of long term disability payments will be deferred until full sick 

leave benefit entitlement has been exhausted. 

 

3. Benefit coverage (except vacation and sick leave accrual) and service credit will 

continue during the entire leave, with the cost of benefits paid by the church. 

 

4. Upon completion of the Pastor's disability leave, the Pastor will be entitled to return to 

her/his position.  The position will not be filled during the leave except on a temporary 

basis. 

 

5. Any salary increase action for which the Pastor may become eligible in the course of 

the leave will be effective upon return to employment. 

 

B. These disability benefits are designed to meet the requirements of state governments which 

have legislated such benefits.  However, if in any situation a Pastor is entitled to off-the-job 

disability benefits payments under a state or local law in excess of entitlements described 

above, credit for the church's payments will be taken in meeting the legally required benefit. 

 

 

X. Worker's compensation.  ALL PASTORS IN ALL CHURCHES SHALL BE COVERED BY 

WORKER'S COMPENSATION INSURANCE, IF PROVIDED FOR AND BY IN ACCORDANCE 
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WITH THE LAWS OF THE STATE OF CALIFORNIA, TO PROVIDE FOR BENEFITS IN CASE 

OF AN ON-THE-JOB ACCIDENT. 

 

XI. Travel and auto costs. 

 

A. A PASTOR'S WORK INCLUDES MUCH TRAVEL FOR HOSPITAL AND HOME 

VISITATIONS, AS WELL AS TRAVEL FOR GOVERNING BODY RESPONSIBILITIES.  

THESE TRAVEL COSTS SHALL BE REIMBURSED AS PART OF THE TERMS OF THE 

CALL TO THE PASTOR. 

 

B. Auto expenses are constantly increasing and such allowances should reflect this. 

 

XII. Professional evaluation. 

 

A. EVERY PASTOR SHALL HAVE AN ANNUAL PERFORMANCE REVIEW WITH THE 

SESSION'S PERSONNEL COMMITTEE. 

 

B. THE SESSION IS ALSO REQUIRED BY THE BOOK OF ORDER (G-10.0102n) TO 

REVIEW THE ADEQUACY OF THE PASTOR(S) COMPENSATION.  It is recommended 

this be done at a time separate from the performance review with several months between the 

two evaluations. 

 

C. Such evaluations are to be seen as supportive and of an encouraging nature to help the 

effectiveness of the Pastor.  It is to be remembered that people function better under proper 

encouragement. 

 

D. EACH CHURCH SHALL HAVE A CURRENT JOB DESCRIPTION FOR EACH PASTOR, 

AGAINST WHICH THE PASTOR MAY BE EVALUATED FOR WORK COMPLETED 

AND EFFECTIVENESS OF HER/HIS MINISTRY. 

 

E. Very helpful guides for evaluating Pastors may be found in several booklets produced by the 

Presbyterian Church (U.S.A.) called, "Toward the Improvement of Ministry".  Particular 

attention should be given to the booklet entitled "Pastoral Performance Profile". 

 (Are these booklets still available?) 

 

XIII. Study leave and Continuing Education - POLICY AND GUIDELINES 

 

A. Policy 

 

1. Study Leave Requirement:  Calls and invitations to all pastors and associates whether 

full time or part time, include the following provision:  an annual two week study leave 

in addition to an annual vacation, including reimbursement for related expenses of at 

least $750.   Is two weeks a minimum or fixed time?  (Is this information up-to-date?) 

 

2. Length of Leave:  The length of the leave shall be for at least two weeks annually. 

However, study leave time and expense reimbursement may be accumulated for a 

period of up to six weeks within a three-year time frame.  Is this a minimum or fixed 

time? 
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3. Reimbursement at Termination:  In the event of termination of service (voluntary or 

involuntary), accumulated study leave time and expense reimbursement shall be 

forfeited unless other arrangements have been made through the Session. 

 

4. Approval of Study Leave:  Written requests for study leave shall be approved prior to 

the leave by the Session.  Items that should be covered in each request should include:  

1) projected dates of leave; 2) projected plans for leave.  Sessions are urged to consult 

the Committee on Ministry if they have any questions. 

 

5. Reporting:  A written report of the pastor's reflections should be shared with the 

Session in a timely manner.  In addition, a brief (summary) written report shall be 

submitted to the Committee on Ministry.  

 

6. Review:  The Committee on Ministry will review, on an annual basis the study leave 

reports of all pastors of call in the Presbytery. 

 

 

B. Guidelines 

 

1. Purpose of Study Leave:  Study leave shall be for the purpose of 1) enhancing 

professional qualifications and abilities, and 2) fostering greater spiritual depth and 

insight through study with the intention of ultimately benefiting both pastor and 

church.  It is for self-development in the work of ministry and not for vacation, 

recreation or leisure.  The goal is equipment for the work of the whole church; hence, a 

study leave may have immediate and direct relevance broader than the current position. 

  

2. Importance of Taking Study Leave:  The Presbytery of San Diego considers the 

updating and maintenance of ministerial skills a necessity, not an option.  Pastors are 

encouraged to make plans for study leave far in advance and then to follow through on 

those plans. 

 

3. Nature of Study Leave:  The nature of study leave shall normally involve classes, 

degree programs, scheduled conferences or training sessions.  Independent study and 

travel shall be used as study leave only as they provide professional enrichment beyond 

such normal experience (See also, #4 immediately below).  The Committee on Ministry 

will offer counsel and suggestions as to the acceptability of study leave programs.  One 

week of study leave may be applied to attendance at General Assembly.  Purchase of 

necessary books or materials related to the project are considered legitimate expenses. 

 

4. Independent Study:  Independent studies which entail sermon preparation or annual 

planning are normally inappropriate study leave projects.  The expectation is that 

pastors will take "leave" from their usual routines and commit themselves to at least 

two days of "study" away from office and home for intellectual and spiritual 

refreshment.  Ordinarily, one-day conferences or single days of independent study do 

not meet this requirement.  Pastors should avoid, where possible, a study leave coupled 

with a vacation which might leave the congregation without necessary pastoral 

oversight for too long a period of time. 

  

  5. Sabbatical (See XIV, Extended sabbatical leave.) 
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XIV. Extended sabbatical leave. 

 

A. To enable Pastors to give extended study to subjects that will contribute to the work of their 

church and to their own technical or professional development, an extended sabbatical leave 

with salary continuation only may be granted within the following guidelines: 

 

1. The Pastor must have completed seven (7) years of credited service in the same church. 

 

2. At least seven years must have elapsed since any previous extended sabbatical leave, 

and at least one year since any previous two-week study leave. 

 

3. A detailed written plan of study with identified goals and expected end-products must 

be approved by the Session in consultation with the Presbytery Committee on Ministry. 

This must be done long enough in advance so that budget and staff needs will be met. 

 

4. The maximum length of extended sabbatical leave will be four (4) months.  It may be 

taken in conjunction with earned vacation within a particular year, but may not be 

combined with annual study leave since a Pastor is not eligible for both types of leave 

within the same year. 

 

5. The ongoing work of the particular church and its total functions will be primary 

factors in considering the granting of extended sabbatical leaves. 

 

6. The local church need not be financially responsible for the sabbatical leave. 

 

XV. Vacation. 

 

 A. A vacation with pay is provided for all Pastors for the benefit of both the Pastor and the church. 

 It is a necessary time of rest, refreshment, and relaxation for health and work performance. 

 

B. It is as much the responsibility of the Personnel Committee as it is of the Pastor to see that 

vacation time is used during the year in order to have an effective ministry. 

 

C. Vacation is vacation and is to be kept separate from study leaves or attendance at conferences. 

 

D. It is wise to encourage the Pastor to take vacation in a large enough block of time (at least one 

week at a time) so as to get completely free from parish responsibilities.  Vacations taken a 

couple of days at a time do not allow for the refreshment which is necessary for effective 

renewal. 

 

E. PASTORS IN SAN DIEGO PRESBYTERY SHALL HAVE AS PART OF THEIR CALL 

ONE MONTH OF VACATION.  THIS IS TO BE DEFINED AS THIRTY (30) DAYS 

INCLUDING THEIR NORMAL DAYS OFF.   

 

F. THE CHURCH SHALL BE FINANCIALLY RESPONSIBLE FOR COVERAGE OF ALL 

PASTORAL FUNCTIONS INCLUDING PREACHING. 
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G. THE PASTOR SHALL NOT BE CALLED BACK FOR PARISH DUTIES DURING THIS 

VACATION PERIOD. 

 

H. Because of the heavy work-loads of a Pastor, vacations may be taken during the work year, 

usually during the summer, not waiting until the anniversary date of the Pastor's commencing to 

work for the church. 

 

I. Vacation time may not be carried over from year to year or borrowed against future eligibility, 

except with the written permission of the Session.  All vacation time not taken is forfeited. 

 

 

XVI. Weekly time off. 

 

A. THE PASTOR SHALL BE EXPECTED TO TAKE AT LEAST ONE FULL, 

UNINTERRUPTED DAY OFF EACH WEEK. 

 

B. Sound personnel practice would encourage a Pastor, when there has been an unusually heavy 

week, to take an extra day off during the next week to compensate, and not be counted as a 

vacation day.  This should be a matter of encouragement from the Personnel Committee. 

 

C. The Committee on Ministry of the Presbytery considers a normal pastoral week to be fifty (50) 

hours. 

 

XVII. Holidays. 

 

A. THE SAME NUMBER OF HOLIDAYS SHALL BE GIVEN TO ALL EMPLOYEES IN 

THE LOCAL CHURCH. 

 

B. Holidays to be observed are:  What about Cesar Chavez Day? 

 

New Year's Day    Labor Day 

Martin Luther King, Jr. Birthday  Thanksgiving Day and the following Friday 

President's Day    Christmas Eve Day (1/2 day)  

Good Friday (1/2 day)   Christmas Day  

Memorial Day    New Year's Eve Day (1/2 day)  

Independence Day     

 

C. When a holiday falls on a Saturday or Sunday, it will be observed as a holiday on the nearest 

Friday or Monday respectively. 

 

D. When a holiday occurs on a Pastor's day off, it will be observed either the day before or the day 

following. 

 

E. IF A PASTOR WORKS ON A DESIGNATED HOLIDAY, ANOTHER DAY SHALL BE 

RECOGNIZED AS A DAY OFF, TO BE SCHEDULED WITHIN TWO WEEKS OF THE 

HOLIDAY. 

 

XVIII. Pulpit supply fee. 
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A. THE CHURCH SHALL ESTABLISH AN APPROPRIATE BUDGET RESERVE TO 

COVER THE COSTS OF A SUBSTITUTE FOR THE PASTOR WHEN REQUIRED 

DURING PERIODS OF VACATION, STUDY LEAVE, AND OTHER UNAVOIDABLE 

ABSENCES. 

 

B. A GUEST PREACHER SHALL BE REIMBURSED FOR TRAVEL EXPENSES AND BE 

PAID AN HONORARIUM ACCORDING TO THE CHURCH SIZE AND NUMBER OF 

SERVICES. 

 

 

XIX. Savings plans and annuities. 

 

A. The local church and Pastor may wish to enter into some type of arrangement whereby money 

is withheld from the Pastor's salary and placed into a long-range savings plan. 

 

B. There are various tax-sheltered plans and annuities which are available for such purposes.  One 

specific plan has been designated by the Internal Revenue Service as a "Tax-sheltered Annuity 

Program for Employees of Public Schools and Certain Tax-exempt Organizations."  This is 

discussed in I.R.S. Publication No. 571 and may be secured from the Internal Revenue Service. 

 Is this an up-to-date publication? 

 

C. The Benefits Plan of the Presbyterian Church (U.S.A.) provides a Retirement Savings Plan 

which qualifies under the provisions of 403(b) of the Internal Revenue Code. 

 

D. Tax code provisions of any such plan must be closely followed by the Session and the Pastor. 

 

 

 CHAPTER 10 - MINISTERS AS CONTINUING MEMBERS OF PRESBYTERY 

 

I. Vocational standings. 

 

The continuing membership of a minister in Presbytery signifies vocational and professional status and 

is not a personal right or privilege. 

 

II. Honorably retired. 

 

Ministers honorably retired hold membership in their Presbytery of residence or at last ministerial labor 

(G-11.0401). 

 

III. Employment and membership. 

 

Ministers, unless honorably retired, are members of the Presbytery in which they have their principal 

ministerial employment (G-11.0401).  Exceptions may be granted for short terms by concurrence of the 

Presbytery of membership and Presbytery of labor.  Staff of more inclusive governing bodies may 

maintain membership in a Presbytery other than the Presbytery of residence. 

 

IV. Ministerial employment.  Presbytery may approve only the following ministerial employments. (G-

11.0401) 
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A. Within the Presbyterian Church (U.S.A.). 

 

B. In an international religious organization in which the Presbyterian Church (U.S.A.) has official 

participation  

 

C. In a nondenominational religious organization which does not have official Presbyterian 

Church (U.S.A.) participationCrenewable annually  

 

D. In another denomination with which the General Assembly is in concurrenceC-renewable 

annually  

 

E. Other employment under the direct oversight of the Committee on MinistryCrenewable 

annually  

 

V. Secular employment. 

 

Secular employment is non-ministerial employment without judgment as to its merit, worth, or 

character. Such employment cannot qualify a minister for continuing membership in Presbytery (G-

11.0403). 

 

VI. Ministers without a Call. 

 

Ministers without Call, but desiring acceptable ministerial employment, may be retained on the active 

or inactive roll of Presbytery for two years.  Such desire for ministerial employment will ordinarily be 

demonstrated by having a current, active dossier on file with the Church Vocations Ministry Unit, and 

by requesting that the Committee on Ministry place the minister's name on the list of those seeking 

employment as Stated Supply ministers or Interim Supply Pastors (G-11.0406b).  All ministers awaiting 

a Call are presumed to be open to any Call unless reasons for a restriction have been given to the COM 

for presentation to the Presbytery.  Correct title? 

 

VII. Non-denominational ministerial employment. 

 

Continuing members with a ministerial employment in a nondenominational religious organization 

without official Presbyterian Church (U.S.A.) participation must apply anew each year for permission 

to labor outside (G-11.0411). 

 

VIII. Ministerial employment in other denominations. 

 

Continuing members with a ministerial employment under another denomination in correspondence 

with the General Assembly must apply for renewal of that permission. 

 

IX. Other ministerial employment. 

 

Continuing members who propose a ministerial employment other than this Church, an 

interdenominational religious organization, a nondenominational religious organization, or another 

denomination are under the direct oversight of the CoM and shall file annual reports of ministerial 

activity with the committee (G-11.0413).  Such ministerial employment must conform to the 

requirements (G-11.0403) that the employment: 
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A. Conforms to Holy Scripture and the Book of Confessions and the Book of Order of this 

Church. 

 

B. Serves others, aids others, and enables the ministry of others. 

 

C. Requires the M.Div. degree or its equivalent. 

 

D. Is accountable to the Presbytery and to other organizations and agencies where appropriate. 

 

X. Annual review and renewal. 

 

Permission to labor in such other ministerial employment is subject to review and renewal annually (G-

11.0411). 

 

XI. Temporary Supply Preaching. 

 

Temporary Supply Preaching (Sunday to Sunday) is a duty of all ministers not engaged in regular 

church work (G-14.0513c), and therefore does not constitute the ministerial employment necessary for 

continuing membership in the Presbytery. 

 

XII. Participation. 

 

All continuing members of Presbytery shall participate responsibly in the deliberations and work of the 

Presbytery, and in the worship and service of Presbyterian Church (U.S.A.) congregations (G-6.0201). 

 

XIII. Parish Associate. 

 

"A Parish Associate is a minister who serves in some validated ministry other than the local parish, or is 

a member-at-large, or is retired, but who wishes to maintain a relationship with a particular church or 

churches in keeping with ordination to the ministry of the Word and Sacrament.  Such persons, already 

qualified as continuing members of presbytery, may serve as parish associates.  The relation shall be 

established, upon nomination by the pastor, between the parish associate, the session, and the 

presbytery.  The parish associate shall be responsible to the pastor, as head of staff, on an 'as needed, as 

available' basis and with or without remuneration." (G-14.0515). 

 

XIV. Validated Ministries. 

 

A. The Book of Order (G-6.0203, G-11.0408 through G-11.0411) and The Standing Rules of the 

Presbytery of San Diego (Chapter 14 of its Manual) affirm pastoral calls other than as pastors 

of congregations.  Ordinarily these ministries comprise service as educators, chaplains 

(military, campus and hospital), as well as social workers, partners in mission, evangelists, 

missionaries, administrators, and consultants.  The Book of Order (G-6.0203) includes the 

possibility of “other specific tasks appropriate to the ministry of the church”. 

 

B. In deciding whether to affirm calls of ordained pastors to validated ministries, the Presbytery, 

through the CoM shall determine that the pastors give evidence of... “a quality of life which 

helps to share the ministry of the good news.  They shall exercise pastoral care of those for 

whom they are responsible and shall seek to fulfill their ministry by serving Christ and their 
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fellow men and women, strengthening the church and equipping it for concern and service to 

the life of the human community” (G-6.0203).    

 

C. When deciding whether a particular validated ministry may be used as a call for the purposes of 

ordaining a person as a minister of the Word and Sacraments the CoM will consider the 

following before making its recommendation to Presbytery:  

 

1. Does the call require activities similar to those required within the pastoral care of a 

congregation, including but not limited to: 

  

 a. Knowledge of the word of God as found in the Scriptures. 

 

 b. Administering the Sacraments. 

 

 c. Feed with spiritual food, those for whom the pastor is responsible 

 

  2. Does the person appear, after careful evaluation, to be suited for the position. 

 

  3. Could the position be filled just as well by a non-ordained person? 

 

 

CHAPTER 11 - GUIDELINES FOR MINISTERIAL CONDUCT 

(See also: Standards of Ethical Conduct, 1998, Presbyterian Church, USA) 

 

I. Ministers as persons. 

 

A. Ministers, like all other Christians, live out their vocations in faith by the grace of God.  

Ministers' standards for conduct grow out of a vision of the Christian life, a sense of calling to a 

particular ministry with its special tasks, and grateful discipleship rather than out of legalistic 

codes.  Ministers, like other Christians, make ethical decisions in the context of Christian 

freedom illumined by the gospel.  They experience sin, grace, alienation and forgiveness.  

Along with other Christians, they are expected by the Christian community to witness to the 

renewal of humanity in Christ by demonstrating in their daily lives love, compassion, and 

respect for other persons, fidelity in marriage, responsibility in parenthood, joy in service, and 

integrity and trustworthiness in all their dealings with others.  But they have a special 

responsibility to provide leadership in the development of ethical conduct. 

 

B. Ministers, like other Christians, need pastoral care.  They are encouraged to take the initiative 

in establishing relationships with other ministers, with the Executive Presbyter, and with the 

CoM which can provide support in difficult times, caring concern, stimulus for Christian 

growth, sharing in success and in failure.  Here, too, ministers can be honest with themselves 

and hear God's word of forgiveness. 

 

C. Presbytery has a special responsibility to encourage Sessions, the Executive Presbyter and CoM 

to find ways to exercise this pastoral care effectively. 

 

II. Ministers in relation to congregations. 
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A. Ministers' special task is to help each member of the congregation to grow in grace through 

teaching, preaching, pastoral care, sacramental and spiritual life and participation in the 

Church's total ministry.  Mindful of God's gifts to all the faithful, ministers will share 

generously their own gifts in the congregation while seeking out and encouraging the ministries 

of others and the full use of others' gifts as well. 

 

B. Ministers should respect the very long tradition of the "seal of the confessional", holding in the 

strictest of confidence any information revealed by a parishioner in the context of pastoral care 

unless the parishioner explicitly gives permission for the information to be divulged to a third 

person.  Ministers should discipline themselves to handle with good judgement information 

about others which comes to their knowledge in any way.  The church staff as a whole should 

be taught to exercise discretion in the use of private information about parishioners which may 

come to their attention. 

 

C. Ministers should ordinarily not charge or accept fees or honoraria for their personal use in 

exchange for pastoral services for families of the congregation.  Such services include 

performing baptisms, marriages, funerals, and counseling.  (When counseling services are 

offered on a fee for service basis, this policy does not apply).  If families wish to make a gift on 

such an occasion, they should be encouraged to make a contribution to some special fund 

designated by the Session for the use of the church.  Ministers should use their own best 

judgment regarding acceptance of personal gifts offered in other contexts. 

 

D. Trust in the minister as one concerned to protect the best interests of the parishioner lies at the 

heart of the pastoral relationship.  Special vigilance needs to be exercised by ministers that 

pastoral relationships not be exploited, however subtly, for the ministers' own benefit. 

 

Some parishioners, for example, have felt uncomfortably pressured by ministers selling their 

own books or organizing travel tours with publicity from the pulpit.  Some ministers have left 

congregations to establish counseling practices, encouraging former parishioners to come to 

them for counseling for a fee.  Ministers need to be very sensitive to the danger of any use of 

the authority of the pastoral office for personal benefit. 

 

E. Allowances included in the Call will be used in accordance with Presbytery's policies, 

government regulations and only for the purposes designated and in the amounts necessary. 

 

F. All ministry should be outreaching into the community and world.  But ministers and Session 

should come to agreement about the extent to which ministers should undertake outside 

responsibilities.  There needs to be worked out a balance between outside commitments which 

benefit the Pastor primarily, and those which primarily serve the congregation's outreaching 

ministry.  There should also be agreement about the disposition of honoraria received for 

speaking, pastoral services performed for those not members of the congregation, teaching, or 

other activities carried on during time which would otherwise be available to the congregation. 

 Such agreement presupposes common understanding between Pastor and Session concerning 

the limits of the congregation's claim on the Pastor's time. 

 

G. Ministers are expected as a part of their Call to participate in the work of the governing bodies 

of the church, such as the Presbytery.  This work is not "outside" work in the sense discussed 

here.  Nevertheless this expectation is not unlimited.  The needs of the congregation should be 
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taken into account in determining the extent of participation in the work of higher governing 

bodies of the church. 

 

III. Ministers in relation to congregations, staff, and colleagues. 

 

A. Ministers should strive to foster by their language and behavior a climate where persons of all 

races, sexes, ages, and capabilities feel comfortable and fully welcome in the church. 

 

B. In all relationships ministers are expected to abstain from behavior which can be considered 

"sexual harassment".  This term encompasses any unwanted sexual advances or demands, 

whether verbal or physical, which are perceived by the recipient as demeaning, intimidating, or 

coercive.  Such inappropriate behavior also includes the use of sexually-colored language 

which is perceived as demeaning or designed to embarrass. 

 

Please refer to Presbytery of San Diego "Sexual Misconduct Policy" (Approved by Presbytery 

1994/revised 1997) 

 

C. Ministers are also expected to refrain from actions or language which communicate lack of full 

respect for all persons. 

 

IV. Ministers in relation to other ministers. 

 

A. Other Presbyterian ministers: Effort should be made to establish warm and collegial 

relationships with other ministers in the Presbytery, searching out the best in one's colleagues, 

opening oneself to giving and receiving pastoral care and friendship from one's brothers and 

sisters in ministry, avoiding petty criticism or public disparagement.  Where there is mutual 

respect, differences in style of ministry can be welcomed. 

  

 However, should a minister have grave concerns about the conduct of a colleague which seems 

to betray the Presbytery's trust, it is appropriate to explore the matter privately with the 

colleague in an effort to understand the situation.  If the concerns are not removed, the minister 

should take them in confidence to the Executive Presbyter or the chair of COM without 

engaging in gossip. 

 

B. Ministers of other traditions: Presbyterians have a strong ecumenical concern, and 

Presbyterian ministers will try to cultivate collegial relationships with other ministers in the 

vicinity, working together where possible, respecting the distinctive religious commitment of 

others.  Should members of another church request pastoral services, such as performing a 

wedding or funeral, ministers will endeavor to persuade those persons to seek the services of 

their own Pastors.  If that effort fails, ministers should inform the minister of the other church 

of the request and explain the circumstances, endeavoring to work out some mutually 

satisfactory solution. 

 

C. The successor minister: The successor has a responsibility to be courteous to the predecessor. 

The years have built up in the congregation strong loyalties.  There are times when it is both 

wise and appropriate to graciously invite a family's former minister to participate in a wedding 

or funeral, for example.  It is also courteous to invite the former minister to write or call about 

concerns he/she may have.  Such openness of communication may prove helpful if problems 

later arise. 
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D. The departing minister:  Ministers who depart from a pastoral relationship should make a 

clear-cut break with the congregation, doing all that is possible to give the successor full 

pastoral authority and freedom to move in new directions.  They should explain clearly to the 

congregation the reason for the congregation's support of the new Pastor's role.  Until the new 

Pastor is well established, the former minister will avoid frequent visits to the congregation.  At 

no time will a former Pastor return to perform any pastoral service without the express 

invitation of the successor to assist in a particular function.  Should a former parishioner 

request, for example, that the former Pastor return to perform a wedding, the former Pastor 

should indicate clearly that the request is inappropriate, but that he/she would consider an 

invitation from the present Pastor to assist the present Pastor in the marriage ceremony.  Any 

exceptions to this policy should be made by specific invitation of the Session. 

 

1. The minister who leaves a congregation without taking up a new pastoral Call, either 

through retirement or change of vocation, would do well to reside in a community 

other than the past parish.  But if there are strong reasons to remain nearby, the former 

minister should become active in another congregation and should not attend worship 

or meetings at the former parish except for special occasions or upon special invitation, 

particularly during the first few years. 

 

2. It is not proper for a Pastor who has left a congregation to become honorably retired to 

be considered a candidate for a Call to the same congregation. 

 

3. Pastor Emeritus status shall not be conferred upon a retired pastor until at least one 

year following the date of retirement.  An exception (with concurrence of CoM) may 

occur if the retired pastor has taken up residence within the bounds of another 

Presbytery upon retirement. 

 

E. Interim ministers and the successor:  Interim ministers have a special obligation to 

communicate to the congregation that their ministry is a temporary one.  When long-term 

changes seem to be indicated, it is wise to consult with the CoM and/or related Presbytery staff. 

By focusing on the future and on a new Pastor to come, interim ministers can give genuine 

pastoral care to the congregation without creating unnecessary dependence. 

 

1. Presbytery representatives (including the Executive Presbyter, Chair of CoM, and 

Chair of CoM Connecting Sub-committee) should clarify to the congregation that 

interim ministers and stated supplies cannot be considered as candidates for a Call as 

Pastor. 

 

2. The provisions of paragraph IV,C (The successor minister) also apply to interim 

ministers. 

 

3. Under no circumstances should an interim Pastor become involved in the work of the 

Pastor Nominating Committee.  Presbytery representatives should make this policy 

very clear to the congregation at the time the congregation elects a PNC.  In multiple 

staff situations, the staff members in place are not to be directly involved with the 

PNC; although the PNC should be sensitive to the new working relationships which 

will result from the new Call.  However, it may be fruitful for the interim Pastor to 
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work with the CoM representative to provide assistance to the Mission Study 

Committee as it prepares the Mission Study Report. 

 

V. The Session, congregation and Presbytery in relation to ministers. 

 

A. Recognizing that ministers and their families' needs are often overlooked, it shall be the 

responsibility of the Presbytery to provide pastoral support and care to the ministers and their 

families.  This may take the form of assistance to the Session and congregation to help them 

develop pastoral care for their minister and/or care may be given directly through the Executive 

Presbyter and/or the CoM Caring Sub-committee. 

 

 

 CHAPTER 12 - RELATIONSHIPS WITH NONDENOMINATIONAL 

 RELIGIOUS ORGANIZATIONS 

 

I. Employment outside of denomination.   It is expected that the COM will be instructed by these 

guidelines as it exercises oversight of the Continuing Members of Presbytery employed by 

nondenominational religious organizations 

 

II. Our commitment. 

 

A. It is important that Presbyterians give highest priority to Presbyterian causes.  Neither the 

general Christian community nor other denominations are responsible for our mission.  We are. 

Whereas nondenominational agencies have a broad constituency and can draw from across 

denominational lines, we can raise support only from within our own denomination. 

 

B. Recognizing that the support of our own Presbyterian mission should be of highest priority, we 

nevertheless affirm the value of discovering areas of common Christian concern and the value 

of cooperative ministries with Christian groups with whom we are not formally in 

correspondence.  We want to be open to hear what God might be saying to us through other 

Christian bodies. 

 

III. Factors to be considered. 

 

A. Organization of Board:  The Board of Directors of the organization should be comprised of 

men and women who serve without compensation and who are not employees of the 

organization unless there are extenuating reasons. 

 

B. Nondiscrimination:  The make-up of the Board of Directors, or equivalent, and the personnel 

policies of the organization should be consistent with the commitment of the Presbyterian 

Church reflecting a nondiscriminatory policy as well as active attempts to be inclusive of all 

races, sexes, ages, or disabilities. 

 

C. Cooperation:  The organization should have a record of cooperation with our denomination 

and other ecumenical Christian bodies.  For a new organization, or one with which our 

denomination has never worked, the potential for cooperation should be examined. 

 

D. Financial accountability:  Financial accountability of the organization should be clearly 

visible to the public.  There should be available information on how money is raised and spent, 
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the percentage of funds that go to overhead, and who has the authority to make financial 

decisions. 

 

E. Fund raising practices: Fund raising policies should be available and should include the 

following principles. 

 

1. No fund raising commissions are to be paid on a percentage basis, but only on straight 

fee or contract. 

 

2. No mailing of unordered tickets or merchandise with a request for money in return. 

 

3. No general telephone solicitation of the public. 

 

4. Fund raising practices should be such that they augment rather than undermine the 

general mission giving to the Presbyterian Church (U.S.A.). 

 

F. Audit: The organization should have an annual audit employing the Uniform Accounting 

Standards and be prepared by an independent certified accountant showing all support/revenue 

and expenses in reasonable detail.  A combined audit of national and affiliates is suggested.  

These are the same audit practices used with our Presbytery.  (Is this still the appropriate term?) 

 

G. Budget:  The budget of the organization should be detailed and consistent with the Uniform 

Accounting Standards employed in the audit report, translating program plans into financial 

terms.  The budget should be available upon request. 
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