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Our Mission
Guided by the values of our faith, 

we equip congregations for excellence 
as employers

and their staff for financial competence 
and well-being.

UUA Office of Church Staff Finances
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Overview



 Promote economic justice

 Equip congregations for excellence as employers

 Help congregations attract and retain quality staff

 Aid congregational decision-making

 Create consistent expectations across congregations

Why Do We Provide Salary Recommendations?



Challenges of Former Approach (1995-2022)

Equity
Cultural wage biases 
perpetuated 

Internal equity 
deemphasized 

Integrity
Illusion of precision 

Local wage info ignored

Legal compliance and 
procedural guidance 
minimized

Practicality
Unique jobs
Evolving duties
Innovative leadership 
models

Economics
Viability of congregations & professions



• Continue to provide useful information
• Emphasize that comp is about process and values, not just numbers

Equity
Transparency
Economic justice

• Better accommodate a wide range of staff roles and configurations
• Acknowledge and allow for change over time
• Encourage use of other sources of info
• Empower congregational decision-makers

In creating a new program, we wanted to…



Focus on lower wage earners, lower end of ranges, smaller congregations
• Levels help mitigate cultural wage biases
• Lowest salary = $30,300 (Geo Index 1, Size A, Support Level minimum)
• All minimums at 90% of midpoint* 
• Ruler Method: progress faster to midpoint
• Customized approach for 800+ members
• Career pay progression in tension with:

 Wage ratios (highest/lowest pay within congregation)
 Pay differences by size (how much pay increase for larger?)

* Previously many ranges significantly wider, i.e., lower minimums

Economic Justice



Main Webpage and Resources



Main Webpage

Congregational Salary Program page
(You get to everything from here.)

https://www.uua.org/leaderlab/congregational-salary

We’ll take you through the Resources and Reminders sections of this page.

Note in top section
We’re keeping all 2022-2023 resources available through the '23-'24 year 
on this Salary Recommendations: Historical Information page.

https://www.uua.org/leaderlab/congregational-salary
https://www.uua.org/leaderlab/congregational-salary/historical


Introductory Information
Please review these two resources before accessing the '23-'24 Recommended Salary Ranges.

• Introducing a New Congregational Salary Program (PDF)

• Unconscious Bias in Compensation (YouTube, 8 minutes)

Resources

Please 
remind 
leaders:

Do not rush 
to the salary 

charts!

https://www.uua.org/files/2022-11/Intro_New_Salary_Program.pdf
https://youtu.be/A5GM7Xf28t4


Key Documents for Use with Recommended Salary Ranges
• Salary Process Guidance (PDF)

• Geo Index Listing (PDF), Canadian Geo Index Listing (PDF)

• Congregational Size Profiles (PDF)

• Job Level Rubric (PDF)

Resources

Please 
remind 
leaders:

Do not rush 
to the salary 

charts!

https://www.uua.org/files/2022-11/Salary_Process_Guidance.pdf
https://www.uua.org/files/2022-11/Geo_Index_Listing_23-24.pdf
https://www.uua.org/files/2022-04/Canada-UU-Congregations-Geo-Index-2021.pdf
https://www.uua.org/files/2022-11/Size_Profiles.pdf
https://www.uua.org/files/2022-11/Job_Level_Rubric.pdf


Recommended Salary Ranges for 2023-2024
Access by completing a quick form.

Form confirms that Intro Information has been viewed.

Resources



Process is Primary! Compensation is about more than numbers. Your compensation policies 
and practices are a way of living your values. Our Salary Process Guidance (PDF) includes a list of 
suggested policies and practices to help you ground your compensation decisions in equity, 
transparency, and economic justice.

Local Information: For many positions, understanding local wage norms is important. 
Additionally, although all Recommended Salary Ranges meet the federal minimum wage, it is possible 
that some do not comply with all state and local wage laws. Please be aware of minimum wage law in 
your area, as well as the living wage.

Cost of Living: The third-quarter Consumer Price Index (CPI-U) increase from 2021 to 2022 was 
8.3%. As you budget for staff salaries in the year ahead, consider that a 8.3% wage increase would 
be needed to roughly maintain a typical employee's purchasing power. This this may be aspirational for 
most congregations as it is for many other organizations. It is common for raises to lag the CPI-U 
change during periods of high inflation.

Reminders

https://www.uua.org/files/2022-11/Salary_Process_Guidance.pdf
https://livingwage.mit.edu/


Everything is accessible from the Congregational Salary Program page 
(https://www.uua.org/leaderlab/congregational-salary)

_____________________________________________________

Read the Salary Process Guidance document
1. Look-up Geo Index
2. Evaluate Congregational Size
3. Use Job-Level Rubric to determine job level of position(s)
4. Only then reference Salary Recommendations

Process Work-thru

https://www.uua.org/leaderlab/congregational-salary


• Easiest step

• No change in methodology

• 23-24 Geo Index Listing

• Measures Cost of Wages

• Provides Cost of Living info

Geo Index

https://www.uua.org/files/2022-11/Geo_Index_Listing_23-24.pdf


Congregational Size Profiles (https://www.uua.org/files/2022-11/Size_Profiles.pdf)

1. Start with Membership

2. Consider Operating Budget

3. Consider Staffing

4. Expanded process means some overlap

5. Use data from Congregational Directory
(https://my.uua.org/directory/)

Evaluate Congregational Size

https://www.uua.org/files/2022-11/Size_Profiles.pdf
https://my.uua.org/directory/


Use Job-Level Rubric (https://www.uua.org/files/2022-11/Job_Level_Rubric.pdf)

1. Based on Job Characteristics 
• Moved away from Job Titles

• Adaptable Job Levels

2. Appropriate level may be a blend 
3. Transparency important
4. Two pay tiers for higher levels

Consider job level of position(s)

https://www.uua.org/files/2022-11/Job_Level_Rubric.pdf


1. Accessed thru Congregational Salary Program Page

2. Registration required

3. Two tiers for higher job levels

4. Evaluate placement in range

5. The “Ruler Method”
6. Blending may be appropriate

• Across size
• Across job levels 

7. Emphasize process & values

Salary Recommendations



Expected minimum: 90% of midpoint
Midpoint: 100%

Expected maximum: 110% of midpoint
Special situations: 114% of midpoint

• New Hires & Annual Salary Adjustments
• Professional Milestones, Credentialing, & Exceptional Service
• Instructive, Not Prescriptive 
• Important tool for promoting Economic Justice

Application – The Ruler Method



Setting Pay: New Hires & Annual Adjustments

Upon Hire
• 0” minimum qualifications/expectations
• 5” coming in fully proficient
• Strive for consistent philosophy

Annual Adjustments
Priority on getting to midpoint 

• 1” per year up to 5”
• 0.5” per year once reach 5”
• Add for professional milestones or exceptional service
• Strive for consistent philosophy

Challenge
Determine relative relevance/value 
across staff of:
• Work history
• Lived experience
• Volunteer work
• Unconventional paths
• Degrees and other credentials

Challenge
Consider Community-based staff: tension 
between internal and external equity



Professional Milestones

General
• Specifics up to congregational leaders

• The challenge of establishing relevance/value

• Staff: do not make assumptions about raise upon completion – talk early with supervisor

• Congregational leaders should strive for consistency

UUA In-House Programs (RE Credentialing and Music Leadership Certification)
• Staff: do not make assumptions about raise upon completion – talk early with supervisor

• RE Credentialing: add 0.5” per successive level in year of completion

• ML Certification: add 1” in year of completion



Focus on process and values

Recognize when aspirations exceed resources

Set priorities, for example:
Bring lowest paid up to living wage
Provide cost of living adjustment to all
Remedy specific pay discrepancy

Nobody’s pay gets lowered

Transitioning to the New Program



Equip congregations for excellence as employers

Whole-staff approach

Advocate for equity, transparency, and economic justice

Provide a service to congregations
Process guidance (primary!)

Recommended salary ranges

Be cheerleaders for congregational leaders

The Role of the UUA Compensation Team



Congregation retains agency: owns decisions, policies, and practices

Make process primary

Use UUA information responsibly and sensibly

Take good care of staff in other ways!

The Role of Congregational Leaders

Photo by Renee Ruchotzke



Learn about UUA resources 
and guidance

Reach out to us with 
questions

Advocate for equitable and 
transparent pay practices

The Role of Ministers

For Heads of Staff & Supervisors
Recognize your power and your responsibility

Advocate for staff

Examine pay practices through lens of values

Communicate honestly and compassionately



Frustrations about Pay
Disempowerment

Decision-making not transparent

Misuse of UUA recommendations

Experience not accounted for

Supervisor not advocating

Don’t trust leaders

Other comp issues – benefits, time off

Household under financial strain

Lack of career path options

What We Hear from (Some) Non-Clergy Staff

Realities 
Increasing costs, stagnant budgets

Reversal of trend toward more staff + hours

Expect further decline in congregational 
membership and staffing

Professional growth won’t translate into 
promotions or viable career paths for all

Opportunities to Minister
Build trust
Support your team
Manage anxiety (including your own)



Conversation
Questions
Thoughts
Joys and sorrows

Thank you! 
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