
PRESBYTERY OF CHARLOTTE (POC) POLICY  
FOR SEVERANCE COMPENSATION – REVISED 2025 

 
Whenever difficulties arise in the relationship between an installed Minister of Word and Sacrament (Minister) 
and a congregation, resulting in the dissolution of the relationship without the acceptance of a called position or 
comparable career track employment, the installed Minister shall receive severance compensation as determined 
by the Commission on Ministry (COM) of the POC according to established policy.  
 
POLICY REQUIREMENTS: 
 
• Funding for the compensation agreement shall be the exclusive responsibility of the congregation 

regardless of duration or amount. Severance due to disciplinary action by the POC or higher church 
governing council will not be subject to this policy. 

 
• It is the responsibility of the COM to mediate between Minister, Certified Educators, and congregations 

when the relationship reaches the point where it is in the best interest of all parties to dissolve the 
relationship. 
 

• No severance payments or compensation should be given to installed Minister without a FULL and 
general release from any and all claims against BOTH their specific church, the POC, the PC USA, 
and the Synod of the Mid-Atlantic, as well as their officers, directors, agents, employees, and 
stakeholders. 
 

• All severance payments, compensation, or agreements must be properly documented in a written and 
properly documented Severance Agreement. This agreement must be approved by the presbytery, the 
session, and congregation for the specific church. 
 

• ALL monetary amounts paid under the severance agreement must be written out in their exact 
dollar amounts for all payments. It is not enough to merely state the terms without specific dollar 
amounts in a Severance Agreement.  

 
• It is the position and preference of the POC that Other Allowances and Reimbursements (this does not 

include the Housing Allowance) shall not be included in any Severance Agreements. In such specific cases 
or situations where such inclusion is appropriate, they may ONLY be included and allowed with the 
expressed permission of the POC and the specific church, and all amounts must be enumerated and 
written out in their specific dollar amounts. 

 
• It is the position and preference of the POC that all churches use the POC’s pre-approved template or 

agreement which may be modified as the church, the POC, and related parties continue the negotiation 
process. In specific cases or situations where the POC’s pre-approved template or agreement is not used, 
alternative templates may ONLY be used and executed with the expressed permission of the POC’s COM 
and costs associated with changes and reviews must be paid by the church. 

 
• All installed Minister must be given 21 Days to consider their severance offers and after they have accepted 

those offers, they must be given another 7 Days to revoke their acceptance BEFORE severance payments 
are made.  
 

• All severance payments must be properly taxed and reported in accordance with federal, state, and IRS 
rules and regulations for such persons based on the applicable situation or circumstances. 

 
• The terms below shall be used as "established minimum terms" for use during the mediation process and 

the negotiation of severance compensation. 
 
• Severance Agreement must include specific references to whether or not severance payments may be 

terminated if the person receives new employment.  
 
 



• Severance Agreement must include specific references to whether unused leave or unused vacation 
benefits are paid out or not. If included those amounts may be prorated. The POC does not require this 
benefit be included nor does it require the payment of unused vacation at the termination of one’s 
employment. However, in certain situations where the specific church approves this type of compensation 
payment it may be allowed. 
 

MINIMUM TERMS 

1. The following formula will be applied to all consideration for minimum terms of severance. Severance 
is calculated based on time served in the current position:  

a. One month of severance for each year served. For instance, a one-year service would require the 
church to pay one month of severance. Two years of service would require the church to pay for 
two months of severance and so forth.  

b. The maximum required severance that the church would be obligated to provide would be six 
months. 

 
2. Severance Compensation and Payments include: 

 
a. MINISTER’S CASH SALARY (at current level), including optional dental insurance, medical 

deductible reimbursement and/or any other option elected for disbursement of salary) 
 

b. MINISTER’S SECA ALLOWANCE (at current levels) if appropriate. 
 

c. MINISTER’S HOUSING ALLOWANCE (at current levels) or USE OF MANSE AND UTILITIES if 
appropriate. 

d. PROVISION FOR ANY BENEFITS RECEIVED WHILE EMPLOYED (the continuation thereof or a 
payment in settlement thereof at agreed-upon levels) if appropriate. 

3. Exceptions to this policy must be approved by the COM. 
 
NEW EMPLOYMENT 
 
If the installed Minister secures comparable full-time or part-time (as applicable) career-track employment before 
the severance time period expires, the church MAY seek COM permission to discontinue salary, housing, utility, 
and pension benefits after the individual begins work in the new position. However, the terms agreed to in the 
severance agreement will take precedent in these matters and determine final outcomes. 
 
Additionally, it is required that the Minister inform the congregation and the COM whenever the individual secures 
such employment or receives a new call. 

 
 
WHEN A MANSE IS INVOLVED 
 
The installed Minister (and family) may occupy the manse during the severance time period. Throughout this 
transitional period, the church will continue to repair and maintain the manse as it would under normal 
circumstances. If full-time employment is secured before the end of the severance time period, the Minister (and 
family) will have 30 days to move out of the manse. 



WHEN A CHURCH LEAVES THE DENOMINATION 
 
In situations where congregations seek dismissal from the PC(USA) to another reformed body, the covenant 
relationship with the installed Minister will be considered during the discernment process and procedure for 
gracious separation. The decision of the installed Minister to leave with the church is a separate and distinct 
issue. In many cases, the installed Minister will decide to request transfer to the other reformed denomination 
with the congregation. However, if the installed Minister decides to remain in the PC(USA), the covenant 
relationship with the congregation will be dissolved as a part of the dismissal process. When that situation occurs, 
the provisions listed below will be followed: 

 
1. The length of severance for Minimum Severance Terms (2)(a) through (2)(D) shall be six months. 

 
2. The Administrative Commission for Dismissals (ACD) shall require that the total amount of funds for severance 
be placed with the POC before the church is dismissed. The POC will disburse the monthly compensation for 
the term of the severance agreement. If the installed  Minister secures comparable full-time or part-time (as 
applicable) career-track employment before the severance period expires, the POC will discontinue salary, 
housing, utility, and pension benefits after the individual begins work in the new position and return undisbursed 
funds to the church. The ACD should be informed whenever the individual secures such employment or receives 
a new call. 

 
EXCEPTIONS 
 
Exceptions to this policy and its minimum terms require approval of COM.  
 
 
(LWOP) LEAVE WITHOUT PAY  
 
Finally, in such situations where the installed Minister has not yet been terminated and negotiations require more 
time to consider and reach resolution on the installed Minister may be placed on LWOP (Leave Without Pay) while 
terms of the severance are being discussed.  
 
If the installed Minister enters a LWOP status this must be communicated to him/her in writing, as well as the 
effective date of such status, with a notice that he/she may not receive compensation while they are on leave 
without pay. LWOP status must be approved by both the POC and the session of the specific church. LWOP 
status shall not prohibit the furtherance and continuation of negotiation on severance matters while the installed 
Minister is in this status; however, while the installed Minister is in LWOP status he/she should cease any and all 
duties related to their employment status while on leave.  

 
 
 
 
 
 
 
 
 
 
 
 
*Exceptions to COM policies can be made if approved by the Leadership Team of COM, under extraordinary 
circumstances affecting the church and its leadership. 
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