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Remuneration Recommendations 2025

Purpose

The purpose of this document is to detail the remuneration for ministers recommended by the
Baptist Association of NSW and ACT (BANSWACT) for 2025.

The Association recognises that pastoral appointments continue to become more diverse in
nature, and that increasingly churches are employing ministry staff across a range of areas in
the life of the church.

Fuller information and worked examples of ministerial remuneration arrangements are
contained in the document Guidelines for the Remuneration of Ministers which is available on
the Association’s website.

These recommended remuneration guidelines are a recommendation only and as such,
Churches and their Leadership are free to negotiate other levels of remuneration. However,
this should be done with reference to Fair Work Guidelines to ensure that at least minimum
requirements are met.

This document should be read in conjunction with the Guidelines for the Remuneration of

Ministers.
Definitions

Accredited Ministers Have gone through a rigorous assessment of their call,
character, gifts and doctrine, and have been accepted and
accredited by the Baptist Assembly for ministry in our churches
and other related ministries. Accredited Ministers have also
completed the requisite formal theological qualifications for
becoming a Baptist minister.

Associate Pastors/ Leads and manages areas of ministry under the supervision of

Ministers a Lead Pastor.

Exempt fringe benefits Fringe benefits that are exempt from Fringe Benefits Tax. Refer
to the Guidelines for the Remuneration of Ministers for further
information.

Lead Pastors/ Ministers Pastors whose responsibilities include leading a team of multiple
other paid pastoral staff.

Ministry Assistant Assists a ministry under the supervision of an Associate Pastor

(Assistant) or a Ministry Worker.
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Ministry Worker (Worker) Contributes to leading and managing a ministry under the
supervision of an Associate Pastor or Lead Pastor.

Recognised Ministers While not meeting the requirements for accreditation, are
involved in church or related ministry. In light of local
endorsement, the Affirmation Oversight Team has
acknowledged their current ministry. The level of theological
training among Recognised Ministers varies considerably from
person to person.

Pastors/ Ministers Pastors whose ministry roles do not involve leading a team of
multiple other paid pastoral staff, though they may lead others
e.g. administrative staff person, student pastor, etc.

Student Pastor A person undertaking theological study for pastoral affirmation.

Employee An employee is a person who is hired to provide a service to
an organisation either on a full-time, part-time or casual basis
in exchange for payment.’

Indicators that may suggest an employment relationship
include, but are not limited to:
¢ A written contract of employment between the pastor
and the church
e A position description for the role stating duties,
outcomes, and indication of regular weekly hours
e Contribution of superannuation and withholding and
remitting of tax by the church on behalf of the minister
¢ Entitlement to and payment of leave

Spiritual Appointment A spiritual appointment is a type of covenantal relationship
grounded in a call from God to ministry, confirmed by the
church.

Indicators that may suggest a spiritual appointment relationship
include, but are not limited to:

o Awritten Letter of Call which is a document outlining
the Spiritual Appointment giving effect to the will of God
as expressed by a decision of the governance of the
Church and by the response of the Pastor concerned. It
is an invitation into a covenant between God, the
congregation and the Pastor and is not based on a
common law contract.

' Definition as per Fair Work Australia available at https://www.fairwork.gov.au/dictionary/e
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e The payment of a living allowance i.e. stipend and
provision of a manse to the minister as they exercise
their needs rather than a salary

¢ No position description — rather, the pastor is given
autonomy and discernment in their ministry.

Employee vs Spiritual Appointment

Ministers of your church may be classified as either employees or Spiritual Appointments.
Refer to the BA’s Guidelines on Employees vs Spiritual Appointments for further details.

A Minister who is spiritually appointed does not have the same legal entittements and
protections as a Minister who is an employee. However, the Association’s recommendations
below apply to both ministers who are employees and those who may be spiritual
appointees.

Components of remuneration

Remuneration provided to ministers for their pastoral duties consist of one or more of the
following elements:

a) Salary or stipend

b) Use of a fully maintained vehicle or the provision of a car/ travelling benefit

c) The provision of a manse or the provision of a housing benefit

d) Superannuation

These recommended salary guidelines are inclusive of leave loading and no separate loading
is recommended to be paid.

Some of the above can be paid as an exempt fringe benefit if certain conditions are met. Refer
to the section below on Exempt Fringe Benefits for further information.

Also, there are other entitlements and benefits (some which are legal requirements) which
need to be considered e.g. provision of annual leave, long service leave, parental leave,
personal leave and workers compensation insurance. Note that the list below outlines the most
common entitlements and benefits and is not exhaustive.

The Baptist Association of NSW and ACT (BANSWACT) recommendation for the above
remuneration components are summarised below:
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Remuneration BA Recommendation 2025 Exempt Income tax Treatment
component / fringe

other benefit
entitlements ortion?

Salary or stipend In line with BA's recommended stipends, 50% 50% is Assessable income i.e.
refer to the Recommended Stipends subject to income tax by the
Section below for details. religious practitioner

Housing benefit Refer to the Housing benefit section below 100% Not assessable
for details.

Car benefit® A benefit of $8,800 per annum is 100% Not assessable

recommended to reimburse the vehicle
owner for 10,000 kilometres of motor
vehicle travel incurred in the course of
church ministry.

Superannuation* 12% including Superannuation n/a n/a
Guarantee.®
Annual leave In line with national legislation (being 4 n/a In line with the split of
weeks per annum). remuneration component above
Long service In line with the Baptist Long Service Leave n/a In line with the split of
leave® Scheme or state legislation. Refer below to remuneration component above
the Long Service Leave section for further
information.
Personal leave In line with national legislation (being 10 n/a In line with the split of
days per annum for full time employees remuneration component above
and on a pro rata basis for part time
employees)
Parental leave In line with national legislation. Refer to n/a In line with the split of
the Fair Work Ombudsman Website. 7 remuneration component above
Compassionate/ 2 days of paid compassionate leave each n/a In line with the split of

2 There are no available government guidelines for the portion that can be paid as a non-cash component. The
percentages listed are a guideline set by BANSWACT. Refer to the section below on Exempt Fringe Benefits for
further information.

3 The car benefit is based on the ATO tax deduction for motor vehicle expenses rate for 88 cents per kilometre

“The salary component for the superannuation contribution should include the following amounts:
e Stipends
e Housing benefit or notional value of housing if the minister is provided with a manse
e  Other benefits that are not expense type allowances. (Expense allowances are those allowances paid to
an employee with a reasonable expectation that the employee will fully expend the money on expenses
in the course of their work e.g. car benefit)

5 Superannuation guarantee rate for the period 1 July 2024 to 30 June 2025 is 11.5%, the additional superannuation
component will be 0.5%, totalling 12%. From 1 July 2025 the superannuation guarantee rate will be 12%, there will
no longer be an additional superannuation component.

8 The salary component for the long service leave payments under NSW Legislation should include their ordinary
pay rate which may include:

e  Stipends

e Housing benefit (or notional value of housing if the long service leave payment is on termination and the

minister is no longer living in the church manse)

e Other allowances that are not expense type allowances.
Note that the pastor should be reimbursing to their church from their LSL fund an amount equivalent to a housing
component if, at the time they take their LSL, they have their housing provided by the church.

7Available at https://www.fairwork.gov.au/leave/maternity-and-parental-leave
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Bereavement
Leave
Family and

Domestic Violence

Leave
Community
Service Leave

Workers
compensation

Preaching fees

Pastoral
Supervision costs

Psychological
Assessments

time they meet the criteria. &

10 days of paid Family and domestic n/a
violence leave per year. °

This includes activities such as voluntary n/a
emergency management activities or jury
duty.

Community Service Leave is unpaid. °

Jury Duty Leave is for both full-time and
part-time employees. They have to be
paid 'make-up pay' for the first 10 days of
jury selection and jury duty. " It should be
noted that members of clergy and
religious orders are exempt from Jury
Duty.
It is a requirement to hold workers n/a
compensation insurance if the salaries
and wages of your church exceed $7,500
p.a.
The recommended amounts to be paid to n/a
visiting preachers are as follows:
o For one Service $250
o For two Services $375

Churches should also reimburse travelling
expenses at 88 cents per kilometre.

The above guidelines also apply for

visiting Baptist Association staff. Please

make payments direct to the Association.
Professional pastoral supervision for n/a
accredited and recognised ministers for at

least six sessions per year in line with the

Royal Commission recommendations.

All applicants for accreditation, recognition n/a
and transfers of accreditation undergo

psychological assessments which are

used to equip them further for ministry,

facilitating their health and well-being as

they serve in ministerial contexts.

remuneration component above

In line with the split of
remuneration component above

Unpaid

In line with the split of
remuneration component above

Refer to
https://www.icare.nsw.gov.au/ for
more information

Assessable income (in most
instances)

n/a

n/a

Refer to the Guidelines for the Remuneration of Ministers for further information and examples.

8 Compassionate leave is for when:

e a member of their immediate family or household dies, or contracts or develops a life-threatening iliness

or injury

e ababy in their immediate family or household is stillborn
e they have a miscarriage, or
e their current spouse or de facto partner has a miscarriage.

For further details refer to https://www.fairwork.gov.au/leave/compassionate-and-bereavement-leave

9 For further details and eligibility refer to https://www.fairwork.gov.au/leave/family-and-domestic-violence-leave
10 For further details refer to https://www.fairwork.gov.au/leave/community-service-leave
" For further details refer to https://www.fairwork.gov.au/leave/community-service-leave/jury-duty
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Eligibility for exempt fringe benefits
The following conditions must be met to be eligible to pay exempt fringe benefits:

e The benefit must be paid by a registered religious institution with the ACNC and

e The benefit must be paid to a religious practitioner and

e The benefit is provided principally in respect of pastoral or other directly related
religious duties.

Refer to the Guidelines for the Remuneration of Ministers for further information and examples.

It is important that any fringe benefits provided to employees be paid directly to third
parties by an employer or be paid by the employee and then reimbursed by the employer
upon receipt of documentation by the employee. Employees should not have any amounts
paid to them directly (other than for the reimbursement of eligible expenses already paid by
the employee), as such amounts will be taxable income and not fringe benefits. In addition,
f the payment is deemed to be an allowance, then it will form part of the employee’s
assessable income for tax purposes. This may not have an outcome as favourable as if the
payment was a fringe benefit.

The simplest way to overcome this is to ensure employees use a credit card, which is
subsequently reimbursed by the employer as discussed earlier. There must be a policy of
no cash advances on the credit card.

Alternatively, many churches set up specific working accounts and corporate credit cards
for a minister to use, and deposit regular amounts into these for the minister to expend. As
the account and card is in the church’s name, this ensures that any remaining funds cannot
be assessable to the minister. The church should be able to reconcile the account and
provide documentation if required by the Taxation Office.

Both churches and pastors should recognise the importance of this tax benefit and the
savings from these tax exemptions. For example, in 2025 an accredited Lead Pastor with
10 years’ experience post accreditation, receiving $30,000 in housing benefit and car
benefit of $8,800, receives total remuneration of $114,449 per annum (plus super). This is
equivalent to a pre-tax salary of $151,800 (plus super) when compared to employees who
do not have access to this benefit'2,

Recommended stipends for pastoral roles

Following are the recommended 2025 stipends for those undertaking pastoral roles. These
have been based on an increase of 4% from the prior year, as per the relevant government
index for changes in wage levels. We note a new additional category for students which has
been added to our recommendations this year.

These recommendations and benefits are minimums for full-time ministers (full time being 5
days/ 38 hours a week) or on a pro rata basis for part time ministers. It is recommended that
relevant benefits are provided to all pastoral staff.

12 This comparison presumes applying the Exempt Fringe Benefit portions to the various components of pastoral
remuneration as outlined on page 3 of these Recommendations.
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Where possible we encourage churches to be generous in supporting pastors and their
families. On the other hand, we also note that some churches may not be able to afford these
recommendations; in such cases we would encourage churches to employ their pastors on a
part-time basis, which would permit them to seek additional employment to supplement their
income, should their personal financial circumstances warrant this response.

The following recommendations are based on the 5 levels of pastoral responsibility as noted
in the definitions. The relationship in terms of salary level between each of these levels is as
follows unless otherwise noted:

Lead = Associate + 15%

Pastors/ Ministers = Associate + 7.5%

Worker = Associate - 5%

Assistant = Associate - 10%

Student = Associate (Recognised Ministers and other Non-Accredited Ministers)
Accredited = Non-Accredited + 10%

Experience = 2% p.a. (up to 5 years)

Experience = 1% p.a. (after 5 years, capped at 10 years)

Recognised Ministers and other Non-Accredited Ministers

Upon commencement4 $47,622 | $48,956 $51,533 $55,398 $59,263
1yr $47,622 $49,936 $52,564 $56,506 $60,449
2 yrs $48,254 $50,934 $53,615 $57,636 $61,657
3yrs $49,220 $51,955 $54,689 $58,791 $62,892
4 yrs $50,204 $52,993 $55,782 $59,966 $64,149
5yrs $51,208 $54,053 $56,898 $61,165 $65,433
6 yrs $51,719 $54,592 $57,465 $61,775 $66,085
7yrs $52,237 $55,139 $58,041 $62,394 $66,747
8 yrs $52,761 $55,692 $58,623 $63,020 $67,416
9yrs $53,287 $56,248 $59,208 $63,649 $68,089
10 yrs $53,821 $56,811 $59,801 $64,286 $68,771

3 The Recognised Assistant rate should never be lower than the minimum wage which is $24.10 per hour (from 1
July 2024. This amount should be reviewed by the church in line with any minimum wages increases through the
year.

14 For recognised ministers this is intended to mean when first approved as a Recognised Minister by the
Association. If a minister moves churches this experience should be understood as cumulative — i.e. the salary
level paid in subsequent ministries where they renew their Recognised Minister status in a different role should
reflect all their years as a Recognised Minister. With respect to non-accredited ministers, the same general
principle is intended to apply and these guidelines should be seen to reflect the cumulative ministry experience of
the minister, not simply the years of experience in their current role.
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Churches must ensure that the stipends paid is no less than the National Minimum Wage.®

Accredited Ministers

Years of Ministry

Experien_ce _after Assistant  Worker A;f::z‘t: /
accreditation
Upon accreditation $51,017 $53,852 $56,686 $60,940 $65,191
1yr $52,039 $54,930 $57,821 $62,159 $66,494
2yrs $53,080 $56,029 $58,978 $63,402 $67,824
3yrs $54,142 $57,150 $60,158 $64,670 $69,181
4 yrs $55,224 $58,292 $61,360 $65,963 $70,564
5yrs $56,329 $59,459 $62,588 $67,282 $71,976
6 yrs $56,893 $60,053 $63,214 $67,956 $72,695
7yrs $57,463 $60,656 $63,848 $68,635 $73,422
8 yrs $58,036 $61,260 $64,484 $69,320 $74,157
9yrs $58,616 $61,873 $65,129 $70,013 $74,898
10 yrs $59,201 $62,490 $65,779 $70,714 $75,649

Where a minister has had years of ministry experience prior to accreditation, and their
recommended stipend as a non-accredited minister with that experience (as per the first table
above) is higher than their recommended stipend as a recently accredited minister, the higher
stipend should be paid.

Administrative roles in churches

Some churches employ varying administrative roles ranging from bookkeepers, office
managers to some executive pastors. It is recommended that the remuneration for these roles
are set in line with the local market rates for similar type of roles. We are unable to recommend
any set remuneration for these roles to the varying nature due to the different requirements of
each church.

It is noted that these types of roles, being predominantly administrative in nature, are not
eligible to be paid exempt fringe benefits.

5 National Minimum Wage available at https://www.fwc.gov.au/agreements-awards/minimum-wages-and-
conditions/national-minimum-wage
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Housing benefit

Housing Benefit should be paid to a pastor where the church does not provide housing (i.e.
access to a church owned manse or a property leased by the church for the pastor™®).

If it is expected that a pastor live geographically close to the church’s ministry context, a
housing benefit should be negotiated between the church and the pastor with reference to the
church budget and that local property market.”” If the church is happy for the pastor to live
further away in order to access more economical housing, the housing benefit may be
negotiated accordingly. However, the church should then recognise and allow for any
limitations not living in the local community may place on the pastor.

It is recognised that the cost of housing varies significantly from region to region. Pastors may
need to be flexible in relation to the location and type of housing provided by the church. There
should be a mutual recognition by the pastor and the church of the reality that where housing
of a size to accommodate a family is required, many modern families are dual income in some
form out of necessity, especially in more expensive areas.

The principles a church uses to determine housing benefits should be applied consistently
across all pastors in the same church.

Housing benefit payments should be provided on a pro-rata basis. For example, a part time
pastor who works 2 days per week should receive 40% of whatever appropriate full-time
equivalent housing benefit is provided by the church. If a pastor works part-time for the church
but their housing is fully provided by the church, normally an equitable downward adjustment
should be made to their overall remuneration to offset this.

Overall, a church should provide well for its pastors’ housing needs, within the constraints of
its financial capacity.

Gender Remuneration Equity

The Baptist Association accredits for ministry both male and female pastors. As a matter of
principle, there should be no differentiation of pay rates and benefits between male and female
pastors in equivalent roles.

Long Service Leave Contributions

Long Service Leave (LSL) is a period of paid leave granted to an employee (permanent, part
time or casual) who has served a specified period of continuous employment in one

16 1t should be noted that the Association no longer recommends that a church lease a property in its own name
for a pastor. Where a pastor’s housing is in the form of rented accommodation which is either partially or fully paid
for by the church, the rental contract should ideally be in the name of the pastor. The church then provides the
agreed housing benefit to the pastor as part of their remuneration.

7 Refer to https://www.facs.nsw.gov.au/resources/statistics/rent-and-sales/dashboard for data on Rent by
Postcode and LGAs.
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organisation. In NSW, this is 13 weeks for 15 years of service, vesting'® at 10 years. In the
ACT, the benefits are the same, but the vesting period is 7 years.

Pastors often serve in a particular church for less than 10 years, yet could be in pastoral
ministry for many years, moving from one church to another.

Because of this, the Baptist Association of NSW & ACT LSL Program was established so
Baptist churches, the Baptist Union of NSW and other approved organisations could
accumulate on behalf of their eligible staff an amount of money which will be available to pay
the liability for Long Service Leave of their ministers when it falls due. This would then
recognise continuity of service where a Pastor moves from one church or organisation to
another. The Association recommends that churches contribute to this fund on behalf of all
their pastoral staff.

It should be noted that where a pastor does serve more than 10 years in a single church or
organisation (7 years in the ACT) then that employer is legally obliged provide long service
leave to that employee, including paying any unused LSL that accumulated from their
employment at that church to them when that employment concludes. In such cases
accumulated LSL funds from that church cannot be left within the Baptist Association of NSW
& ACT LSL Program after the pastor concludes employment with that church.

All Long Service Leave payments must go through payroll and appropriate ATO reporting.

Refer to the Long Service Leave Fund Rules and FAQ document available on our website for
more information.

Further information

For further information including FAQ’s, refer to the Guidelines for the Remuneration of
Ministers.

Released September 2024

18 “Vesting” refers to when a person begins to be legally entitled to something. In this context, while an employer
should put aside funds regularly so they can prepare to pay an employee’s LSL in the future, in NSW the
employee only becomes entitled to this LSL (ie it vests to them) after 10 years’ service (7 years in ACT).
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