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WHAT OTHERS ARE SAYING 
 
 

“I’m very interested in the outcome of your work.   I have forwarded a copy to our Vice President 
of all IMB personnel.  He has been interested in finding out what other mission organizations are 
doing for their personnel.  Thanks again!” 
 
    Gala Kizzar, Director 

Payroll and Tax Department 
International Mission Board of the Southern Baptists 

 
 
 
“We appreciate your working with us; the information will be helpful to us as well as to others.” 
 
    Keith Kidwell 

 Administrator 
    Assemblies of God World Missions 
 
 
 
“This is a very informative document that will be beneficial to all of us.  Thank you for pulling this 
together. “ 
 
    Linda Alexander 
    Administrative Team for Compliance Review 
    Assemblies of God World Missions 
 
 
 
“Good work!  Thank you for sending the report.” 
 
    Tom Jackson 

Manager of Missionary Finance 
    The Evangelical Alliance Mission 
 
 
 
"This is essential information for any church that seeks to be both just and responsible in the care 
of missionaries under their supervision.  Given how hard it is to gain this kind of information, I 
can't express enough appreciation for the hard work it took to gather it and present it so well."   
 
    Dan Bouchelle, D. Min. 
    President 
    Missions Resource Network 
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The question at the heart of this research is: How can the best 
financial practices of evangelical groups known for their 
effective international missions programs help other mission 
agencies and local churches develop equitable compensation 
packages for their missionaries? 

 

 
EQUITABLE MISSIONARY COMPENSATION 

 

Purpose of the Research 

An increasing number of Bible Churches and Community Churches are joining groups like 
Churches of Christ in providing direct financial support for the missionaries they select and send, 
independent of a mission agency.  They often do not have any set policies or standard practices 
regarding the important financial issues necessary for determining a reasonable compensation 
package for their missionaries.   

Such a situation is problematic, resulting in widely varying financial arrangements that depend, 
in part, on (1) the limited knowledge of congregational missions leaders, (2) the level of 
generosity of any given congregation, and (3) the missionaries’ ability to negotiate what seems 
to them to be an adequate financial arrangement.  

Even missionary agencies, because of limited communication and collaboration, often silo their 
expertise and unwittingly cloak their compensation practices in secrecy, not knowing how they 
compare with other agencies in caring financially for their missionaries.  Some of the groups 
who participated in this current research project expressed keen interest in receiving a copy of 
this report so they would better know how they compare with other agencies. 

Leaders in all of these groups need hard data to help them exercise good stewardship of both 
the financial and human resources entrusted to them.  It was the purpose of this research 
project to provide some of that data.     

 

 

 

 

 

Facets of the Research 

Missions Consulting International’s research touched on several major issues regarding 
missionary support levels: 

 
Â What should be the base salary for a missionary and how is that determined? 

Â What part does experience, education, age, and size of family play in determining 
missionary salary? 

Â Does the cost of living variable for different countries factor into the missionary support 
level?  
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Â In addition to salary, what additional funds or benefits are commonly provided for 
missionaries? 

Â What financial assistance, if any, is provided for the university education of the 
missionaries’ children (MKs)? 

Research Steps 

Missions Consulting International implemented four steps to accomplish the research project: 
 

1. Prepared Interview Questions 
We prepared an interview format to discover the fiscal policies of select missions 
organizations.  A copy of the interview questions is found in Appendix A. 
 

2. Surveyed Select Mission Groups 
We conducted telephone interviews with five evangelical mission entities, known for 
excellence in missions, to determine their policies regarding their missionary compensation 
practices and support levels.  These entities included (1) Assemblies of God, (2) the Christian 
and Missionary Alliance, (3) the Presbyterian Church, USA, (4) the Southern Baptist 
International Mission Board, and (5) The Evangelical Alliance Mission (TEAM).  A list of the 
people interviewed is found in Appendix B. 
   

3. Verified the Accuracy of the Research 
Three of the interviews were conducted by telephone, after which we sent a typed copy of 
the researcher’s notes to the person interviewed for editing and, if needed, for additional 
explanation.  In two cases, the interviewees preferred to complete the questionnaire and 
send it to the researcher by Email.  In those situations, either the same follow-up procedure 
was pursued or subsequent telephone calls were made for clarification.  These steps were 
taken to insure the accuracy of the data. 
 

4. Prepared the Research Report 
We then assessed the data gained from the telephone interviews and Email 
correspondence, formulated conclusions and made recommendations for other groups in 
the missions community.  

Elements of an Equitable Missionary Compensation Package 

Jerry Burgess, who serves in the Professional Services Group of Missio Nexus as a missionary 
compensation consultant, stated to this researcher that there are three considerations in 
determining missionary compensation.  First, we could hire missionaries like we would hire a 
coach, a CEO or a corporate lawyer by asking what the market dictates.  The more capable the 
individual, the more we would pay.  Missionaries, then, could accept the highest bid for their 
services.  Second, missionaries could realize that this is a high calling and they must be willing to 
make a financial investment toward its accomplishment.  Third, the church could exercise 
stringent stewardship on behalf of the donors, including both the wealthy members and the 
poor widows whose offerings are used to support the missionaries.  Burgess says what is needed 
is a balanced approach that takes into consideration all three of these components.   
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Compared to most North Americans, missionaries, like their expatriate corporate cousins, are 
generally faced with unusual circumstances, including separation from extended families, 
limited and often expensive educational opportunities for their children, legal restrictions that 
often prevent a spouse from being able to work outside the home, wildly fluctuating economies, 
and political or ethnic unrest. 
 
Missionaries are not entitled to extravagant salaries, but agencies and churches who support 
them will want to ensure that their missionary servants are not being punished for choosing to 
serve the Lord overseas.  This entails careful attention to an equitable salary, making certain 
they have adequate housing and utilities, rewarding them for their perseverance on the field, 
keeping abreast of the cost of living variables from country to country, providing educational 
opportunities for their school-aged children that is comparable, whenever possible, to what 
they would receive in the U.S., and providing a benefit package that includes insurance and 
retirement.  These elements are discussed below. 

1. Base Salary  

We asked leading evangelical mission agencies how they determined the level of support 
needed by their missionaries worldwide.  The agencies ranged in size of their career 
missionary force from fewer than 500 to more than 4,000.  At their request, we are keeping 
their responses anonymous. 

Only longevity on the field, not education, age or size of the family plays a part in 
determining the missionary’s salary for the five agencies we interviewed.  The single 
exception is Agency E, who reported that the base salary is sometimes affected by the size 
of the family.  Couples with one or two children receive no additional compensation, but an 
increase of $3,720 is provided for the third child and an equal amount for the fourth child.  
No mention was made of how additional children might affect the salary amount. 

Agency A seemed to have one of the most objective standards for determining the base 
salary of their missionaries, linking it to the average annual teacher’s salary as reported by 
the American Federation of Teachers and multiplying that amount by 75 percent for a 
missionary family.  In 2012 the average teacher earned $52,289 x 0.75 = $39,217 as a base 
salary, not counting benefits and other compensation.  Couples receive 80 percent of this 
base salary and singles get 60 percent.  Agency B determines their base salary on the 
historical salary they have been providing to their missionaries, but at one time this amount 
was roughly equivalent to what a mid-sized U.S. congregation would pay their preacher.  
Single missionaries receive 60 percent of this amount.  Agency C determines the base salary 
by the national trend and the economy.  It is the only entity that reported that new 
missionary couples can negotiate the amount of their base salary, which is set at a 
maximum of $24,900.  In addition to base salary, and exclusive of longevity allowance, 
missionaries under this agency receive monthly service increments based on their years of 
service, increments which can vary from missionary to missionary.  A family that has been 
on the field for 10 years could receive approximately $3,000 per year in increments, 
increasing their base salary to a maximum of $27,900. 

Agency D provides the highest base salary, but reduces the compensation package in other 
areas.  They determine their base salary on the historical amount once provided to their 
missionaries, plus annual percentage increases to that amount over the intervening years.    
Their base salary for a career missionary couple sharing one position is $22,440 for each of 
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the two spouses, or $44,880 for the couple.  If the missionary couple fills two positions, the 
base salary increases to $53,856.  Single missionaries receive 66 percent of this amount, or  
$29,920.   

Agency E also has an objective standard for determining the missionary’s base salary by 
taking into account the salary of a local school teacher with a Masters degree and 10 years 
of experience and the average salary of a pastor of a congregation of 100-300 members.  
After using these as guidelines, they add an annual U.S. COLA to form the base salary.   

2. Housing Allowance and Utilities 

Several of the agencies have agency-owned housing or stipulate that housing must be 
approved by the agency to qualify for reimbursement.  All of the agencies cover 100 percent 
of the housing costs.  Agencies A limits the amounts they will pay monthly for housing and 
utilities, placing a cap of $2,800, which historically has exceeded actual costs.  Agency E 
reports a range for housing costs, with the top of that range fixed at about $2,500 monthly.  
Each regional office sets its housing cap at its discretion appropriate with the given context. 

3. Utilities  

Three of the agencies pay 100 percent of the cost for utilities, but Agencies A and E include 
those costs under the caps they have set for housing.   Agency B provides a portion of the 
cost for utilities, if those costs exceed those of comparable utilities in the U.S.   Agency D 
holds that utilities are the personal expense of the missionary.  Agency E does not 
necessarily cover 100 percent of the cost of utilities, but supplies a small utility supplement 
that helps.  In some locations around the world utilities are built into the cost of rent 

and so they are paid as part of the rent.  Agency E states this is an area of 
compensation that they plan to revise to correct the inequality that currently exists. 

4. Longevity Allowance 

All of the agencies provide longevity allowances to express appreciation to their long-term 
missionaries and to help avoid the attrition of seasoned personnel.  This allowance begins at 
the start of the second or third five-year terms.   Agency A provided data only for the first 15 
years of service.  Agency B calculated the longevity allowance at $200 monthly for each 

completed five-year term.  This figure has not increased since 2002.  Agency C caps their 
longevity allowance at $100 monthly.  Agency D begins their allowance at the start of the 
10th year and calculates years 10-14 at 10 percent of the base salary, increasing to 15 
percent for years 15-19 and 20 percent for each succeeding term.  Agency E allows an 

Figure 1 

Annual Longevity Allowance by Agency 
 

Years Agency A Agency B Agency C Agency D Agency E 
0-5 0 0 0 0 0 

6-10 720 2,400 600 0 0 

11-15 2,400 4,800 1,200 4,488 910 

16-20 ? 7,200 1,200 6,732 1,819 

21-25 ? 9,600 1,200 8,976 2,729 

26-30 ? 12,000 1,200 8,976 3,638 
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additional $4,548 annually for couples who complete more than 30 years on the field.  The 
scales for the agencies per missionary couple can be seen in Figure 1. 

5. Cost of Living Allowance (COLA) 

Some places in the world like Moscow and Luanda, the capital of Angola, are more 
expensive to live than others.  The purpose of the COLA is to guarantee the same buying 
power for all missionaries regardless of where they live.  To accomplish this, most mission 
agencies determine the amount of a livable salary in the United States and then increase 
that amount to adjust for higher costs in other parts of the world.   

All of the interviewed agencies report that they use the services of Mercer 
(www.mercer.com), a global consulting group, to provide the cost of living variances in the 
countries where their missionaries serve.  Agency A applies Mercer’s recommended amount 
to 53 percent of the couple’s salary.  The remaining 47 percent of their salary is assumed to 
be unrelated to on-field expenses.  They state this is in accordance with Mercer’s 
recommendations. 

Agency B pays the amount determined by Mercer to each of their missionaries.  No 
deduction in salary is levied on those living in areas of low cost of living.  Single missionaries 
receive 60 percent of the amount paid to a missionary couple.  Agency E does subtract from 
the base salary for missionaries living in less expensive countries than the U.S., in some 
cases reducing the base salary by more than $10,000.   

6. On-Field Education for Missionary Children 

Most missionaries are accompanied on the field by their children and a good school 
situation is important for meeting the needs of those children and avoiding the premature 
return of their missionary parents.  All five of the mission agencies interviewed for this 
project provide 100 percent of the costs for the education of school-age children. 

Agency A permits missionaries to raise 100 percent of their children’s school expenses, 
whether locally or at boarding schools, which is counted as additional salary for tax 
purposes.  Agency B adds 100 percent of the cost of on-field schooling as an increase in the 
missionaries’ taxable salary.  Schooling options can range from home schooling to private 
schools to missionary boarding schools.  The amount varies from kindergarten through high 
school with the maximum of $4,000 annually per student in high school for home schooling 
and up to $9,000 per student for those attending international or national schools.   

 
Agency C provides 100 percent of school costs for each child, including room and board if 
needed, but to qualify, the child must attend the agency’s approved school in their area or 
be appropriately home schooled.  Agency D has no financial cap on the children’s education 
supplement.  Agency E pays the full cost for school expenses as taxable income to the 
missionary, but 100 percent of the resulting additional Social Security and Medicare tax 
liability is paid by the mission as additional taxable income to the worker.  The school costs 
range from small amounts to over $10,000 annually per child in some places, including 
travel for adults to escort their children to and from boarding school at least three times a 
year (beginning of the school year, Christmas, and the end of the school year).   

http://www.mercer.com/
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7. Insurance  

 To eliminate financial hardships on top of the emotional, physical and spiritual burdens from 
emergencies, disasters and health issues, all five agencies provide health and evacuation 
insurance, prescription drugs and life insurance.  Four of the agencies also include a dental 
plan while Agency D categorizes it as an optional coverage that missionaries can select at 
their own expense.  Disability insurance is provided by all except Agency A.  Personal 
property is insured against fire, flood or theft by three of the agencies. 

8. Retirement/Pension  

All of the agencies provide 403(b) plans for their missionaries.  Agency A has discontinued 
their pension plan for new missionaries, and requires their missionaries to raise additional 
support for the 403(b) program ($80 per month for singles and $160 per month for couples).  
If the missionary also contributes a minimal amount from their personal pay—$30 single, 
$60 couple—(which they may raise as additional taxable income) it is matched by the 
agency.  Missionaries may also make additional personal contributions from their base 
salary up to the IRS maximums.  Agency B contributes an amount equal to five percent of 
the missionary’s U.S. salary into a 403(b), which comes to $1,290 per year, and will match up 
to another three percent.  A retirement grant, based on years of service is also provided to 
assist missionaries in reestablishing themselves during retirement.  After 25 years of service, 
for example, a couple would receive $16,800.  Assistance also is provided with medical 
expenses during retirement.   

Agency E contributes about $1,000 per year per couple to their 403(b) account.  This 
amount varies from field to field, with those in higher cost of living fields receiving smaller 
403(b) contributions than those living in areas with lower costs of living.  This is due to the 
fact that those living in more expensive regions receive higher compensation resulting in 
larger payments into Social Security and Medicare.  Agency D offers a 403(b) plan as an 
option for their missionaries, but has a pension plan into which the agency contributes 11 
percent annually of the missionary’s effective salary, which is calculated at 130 percent of 
the base salary or $3,209 per spouse, $6,418 per couple.  This represents 14.3 percent of the 
base salary.  

9.  Annual University Allowance for MKs    

Four of the five agencies provide some help toward the cost of the MK’s university 
education.  Agency A provides $605 per month for up to 48 months ($29,040) over a 60-
month period for each MK attending a university or college in the U.S.  Agency B provides a 
maximum of $5,000 a year per MK for up to four years as additional taxable income for 
undergraduate schooling at a university.  The family must have been on the field for at least 
three years and submit a request to the agency.  Agency D contributes $600 a year per MK 
toward a college savings plan for every year they are on the field, up to age 22.  A child born 
on the field and leaving for university at 18 years of age would have $10,800 to help with 
college expenses.  Parents are expected to supplement this amount.   

Agency C does not cover any expenses for the university education of their MKs.  Agency E, 
while not providing any scholarships, reports that compensation rates take into account the 
number of children in the home.  “In the home” includes two fiscal years after the year they 
graduate from high school.  This does not benefit families with only one or two children, 



7 
 

since no increase in base salary is provided for them.  Missionary couples with more than 
two children would receive a stipend of $3,720 annually for two years ($7,440) each for 
children number three and four if they leave for university immediately after their high 
school graduation.   

10. Help with Taxes 

 U.S. Social Security Taxes 

 Agencies A and D provide no assistance with Social Security taxes, seeing these as the sole 
responsibility of their self-employed missionaries (if they are classified as clergy).  Agency B 
also looks upon their missionaries as self-employed and liable for 100 percent of their Social 
Security taxes.  The agency, however, factors into the base salary, the COLA, and the 
Longevity Allowance a grant to cover one-half the cost of Social Security taxes.   

 
Agency C also considers their missionaries as responsible for paying their own SS taxes, but 
allows the missionary to raise an additional $3,480 of annual taxable income to offset this 
expense.  Agency E provides a “SS grant” as additional taxable income to clergy workers to 
cover 50 percent of their Self-Employment Tax.  The agency also pays the employer portion 
of SS/Medicare for non-clergy workers. 

 Foreign Taxes 

 Some nations levy either or both income and Social Security taxes on income derived from 
other nations.  All five agencies cover 100 percent of the foreign income tax and all but 
Agency C also provide 100 percent of the foreign Social Security tax.  Funding for these taxes 
is considered additional taxable income for the missionary. 

Application to Direct-Support Churches 

Missionaries supported directly by local churches, without the benefit of a mission agency, 
have generally been the ones to determine the salary they will need on the field.  They 
usually do so by discussing the matter with on-site missionaries, missionaries in a 
neighboring field and missionary mentors at a Christian school or missions organization.  
Under most situations the final amount has to be justified to the leaders of the sponsoring 
and supporting churches, but often these churches have little knowledge of whether the 
requested salary level is too high or too low.  To further complicate matters, an increasing 
number of missionaries are going to the field supported only by friends and foundations, 
generally a dangerous practice because it fails to provide an accountability structure, thus 
increasing both the risk of fraudulent or careless financial practices and the risk of a 
missionary going to the field with inadequate support, which is often the case. 

By following the recommendations listed below, and also reflected in the right-hand column 
of Figure 3, this report can be useful to direct-support churches in determining the 
compensation needed by their missionaries.  These recommendations include: 
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Â Base Salary 

The average base salary provided by the five agencies interviewed for this report was 
$33,924 and seems to be a reliable standard.  Missionaries are generally considered to 
be self-employed and are liable for 100 percent of their Social Security Taxes.  To help 
them with this, and following the example of three of the five agencies, we recommend 
increasing the base salary by 7.5 percent ($2,544) to $36,468. 

Â Housing Allowance and Utilities 

We recommend that the church provide 100 percent of the housing and utility costs.  
Relying on corporate rates for housing abroad is too expensive for missionary housing, 
but the missionary couple and a representative from the sending church can take a 
survey trip to the country to ascertain, among other matters, the rental costs for 
suitable housing.  This information can be supplemented by data from missionaries 
already on the field.  An upper limit can be set by the supporting congregation with 
exceptions for sharp increases that sometimes occur with sudden inflation or natural 
disasters.  These arrangements should be put in writing as part of the agreement with 
your missionary.  For a sample missionary working agreement, see 
https://www.mrnet.org/system/files/library/missionary_working_agreement.pdf 

Â Longevity Allowance  

We recommend following the example of Agency B by providing a $200 monthly 
increase ($2,400) for each five-year term, beginning with the second term.  This will help 
keep your experienced missionaries, who already know the language and culture of the 
people, to extend their faithful service. 

Â Cost of Living Allowance 

If financially possible, use the information from Mercer (www.mercer.com).  If not, use 
other reliable sources from the Internet and apply their recommendations to the cost of 
goods and services, which include everything except reserves, housing and taxes.   
Mercer already does the math and provides a simple dollar figure as the COLA for 
missionaries earning x or y salaries.   

Â On-Field Education for Missionary Children  

One major reason missionaries give for premature returns to their home country is for 
the needs of their children, and that often is closely tied to the children’s educational 
opportunities.  That may be why all five of the agencies provide 100 percent of the on-
field schooling costs for missionary children and that is our recommendation to direct-
support churches.     

Â Insurance  

The premature return of missionary families is expensive, so keeping them on the field 
as productive as possible and for as long as possible is good stewardship.  Providing 
adequate health insurance with prescription, dental, vision and evacuation riders makes 
good economic sense.  So does providing personal property insurance.  We also 

https://www.mrnet.org/system/files/library/missionary_working_agreement.pdf
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recommend that a $75,000 life insurance policy be provided for each adult, with the 
option that missionaries can increase the amount at their own expense. 

Â Retirement  

We recommend that a 403(b) plan be established and that an amount equal to eight 
percent of the base salary be deposited monthly by the sending church with the option 
that the missionary family can add to that amount.  At first, this may seem excessive 
until we consider the size of the base salary and the amount provided by the five 
mission agencies, some with more than 100 years of experience.  Consider the 
percentages of the five agencies we interviewed: 

Figure 2 

Percentage of Annual Base Salary 
Paid to Retirement by Agency 

Agency A Agency B Agency C Agency D Agency E 

6.7 % 

$2,640 

8.0 % 

$2,064 

Up to 21.5 % 

Up to $6,000 

14.3 % 

$6,418 

3.1 % 

$1,000 

 

Â Annual University Allowance for MKs 

The missionary’s salary and benefits are usually so low as to prohibit them from setting 
enough aside to fund their children’s university education.  This is compounded by the 
fact that foreign governments often do not allow the spouse to work outside the home.  
When university allowance is not provided, this researcher has observed families 
returning to the States prematurely to seek more gainful employment and to allow their 
spouse to obtain work on a university campus to receive a tuition discount for their 
children. 

Four of the agencies saw the importance of providing assistance to MKs who attend 
university.  We recommend providing $4,000 annually for four years over a five-year 
period per MK, but to qualify a missionary family should have been on the field for at 
least three years and currently reside on the field.  

Â Assistance with Social Security  

Funds for this have already been added to the base salary, so the missionary should be 
responsible for all Self-Employment taxes.  Due to the unreliable nature of international 
mail, perhaps a CPA in the sending church could prepare the quarterly documents. 

Â Foreign Income or Social Security Tax  

In keeping with the practice of the agencies we interviewed, we recommend that 100 
percent of these expenses, if levied, be underwritten by the sending church. 
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Figure 3 

Overview of Annual Compensation Packages by Agency
1
 

Based on a North American Missionary Couple with One Child 
Beginning their Eleventh Year of Service in 2013 

 

Item Agency A Agency B Agency C Agency D Agency E 
Recommendation for 

Direct Support Churches 

Salary       

1 Base Salary 39,217 25,800 27,900 44,880 31,824 36,468 

2 Housing 
100% up 
to 2,800 

100% 100% 100% 
100 % up 
to 2,500 

100% up to an appropriate 
cap 

3 Utilities 
Included 

in Housing 
A Portion 100% No 

Included 
in Housing 

Included in Housing 

3 
Longevity 
Allowance 

2,400 
4,800 

(Mercer) 
1,200 

4,480 
(Mercer) 

910 4,800 

4 
Cost of Living 
Allowance 

Yes 
(Mercer) 

Yes 
(Mercer) 

Yes 
(Mercer) 

Yes 
(Mercer) 

Yes 
Yes 

(Mercer) 

5 
Schooling for each 
Child on the Field 

100% 100% 100% 100% 100% 100% 

Benefits       

6 
Health & 
Evacuation Ins. 

Yes Yes Yes Yes Yes Yes 

7 Prescription Drugs Yes Yes Yes Yes Yes Yes 

8 Dental Yes Yes Yes Optional Yes Yes 

9 Life Insurance 10,000 125,000 75,000 
Amount 
varies 

60,000 75,000 

11 Disability No Yes 
No estab. 

plan 
Yes Yes Yes 

12 Personal Property  No 15,000 12,000 
Amount 
varies 

No 12,000 

13 Retirement 
403(b) 
2,640 

403(b) 
2,064 

403 (b) 
Up to 6,000 

403(b) 
optional 

403(b) 
1,000 

403(b) 
2,917 

14 Pension No No No 6,418 No No 

15 

Annual University 
Allowance for each 
MK (4 yr. Max.) 

7,260 5,000 No 
Alternate 

Plan 
Alternate 

Plan 
$4,000 

Taxes       

16 Social Security No Yes Yes No Yes No 

17 
Foreign Income or 
Social Security Tax 

100% 100% 
100% of 

income tax 
only 

100% 100% Yes 

 

                                                
1
 See notes on following pages. 
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Notes to Figure 3: 

These calculations are based on telephone conversations and email exchanges with helpful 
personnel in executive and managerial positions with their respective mission entities.  The 
researcher accepts full responsibility for any miscalculations or overlooked benefits.  The purpose 
of the chart was not to compare one agency with another, but to show the widespread 
agreement among mission agencies as to the kind of compensation missionaries need.   
 
A2 Housing: Includes housing during home assignment 
 
A7 Health Insurance: A self-funded health insurance plan is provided by the agency.  In 

addition to a small personal premium that is a pay deduction, missionaries must raise 
additional support for their medical and prescription drug benefits provided through the 
agency.  A family must raise $858, two people $572 and a single person $286.  Missionaries 
can also raise up to an additional $100 monthly in salary per spouse for a Health Savings 
Account.   

 
Evacuation Insurance: If needed for their country of service, missionaries can raise funds 
for this work expense, which will not be counted as salary. 

 
A10 Life Insurance: The agency pays the full cost for a basic $10,000 policy for each of their 

missionaries enrolled in their medical plan.  Missionaries have the option of purchasing 
additional life insurance coverage through the voluntary program. 

 
A11 Disability insurance is not available unless missionaries purchase it from their base salary. 
 
A12 Personal property insurance is an option that missionaries can purchase personally. 
 
A14 Pensions have been discontinued for new missionaries. 
 
B3 Utilities: The agency pays a portion of the cost for utilities (adjusted through the Cost of 

Living Allowance) if those costs exceed that of comparable utilities in the U.S.  
 
B11 Disability insurance is provided only for cases of 100 percent disability. 
 
C1 This includes a base salary $24,900 and an approximation of service increments. 
 
C11 Disability Insurance: The agency has no established plan to cover disabilities, but decides 

on a case by case examination.   
 
D9 Life Insurance: The lump-sum death benefit is calculated on the greater of effective salary 

(up to $90,000) or the church-wide median salary for the employment classification.  This 
amount is the Death Benefit Basis.  The Death Benefit Basis is then multiplied by the 
percentage corresponding with the missionary’s age.   A 35-year-old husband who has 
been on the field for five years, receiving a salary of $22,440 would be insured for 
$122,700.  Missionaries can pay for life insurance for their children or additional life 
insurance for themselves. 

 



12 
 

 

   
 

 

 

 

 

 

 

 

 

 

Summary 

The purpose of this paper has been to determine how the best financial practices of evangelical 
groups known for their effective international missions programs can help other mission 
agencies and local direct-support churches develop equitable compensation packages for their 
missionaries. 

Interviewing representatives from the five evangelical groups provided a window through which 
we could observe a range of good mission practices, honed for decades by people committed to 
preaching Christ around the world.   
 
We examined several aspects of missionary compensation, including the following: 

Â What is the agency’s base salary for a missionary family and how is that determined? 

Â What part does experience, education, age, and size of family play in determining 
missionary salary? 

Â Does the cost of living variable for different countries factor into the missionary support 
level?  

Â In addition to salary, what additional funds or benefits are commonly provided for 
missionaries? 

 

Notes to Figure 3: 

(Continued) 
 

D12  Personal Property Insurance is provided through the agency’s in-house Self-lnsurance Fund 
(SIF) that covers uninsured losses of personal property to those covered by the plan while 
working overseas.  Limits on the coverage are as follows:  

¶ $ 10,000 per occurrence for married couples  

¶ $ 8,000 per occurrence for single individuals  

¶ $ 2,000 per occurrence per dependent child in residence in the country where loss 
occurred.  

¶ Theft deductible: $100 per occurrence 
 
E3 Longevity Allowance: Agency provides $37.90 per adult for those who have served 10-14 

years. 
 
E7 Health Insurance:  While the mission covers 100 percent of the premiums, the worker pays 

20 percent of most claims. 
 
E10 Life Insurance: Additional voluntary coverage is available as a private expense of the 

missionary. 
 
E11 Disability Insurance: The mission provides 100 percent of the premium for Long Term 

Disability. 
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Â What ingredients comprise an equitable salary package for missionaries? 
 
The interviews highlighted the agencies’ commitment to good stewardship, both of the funds 
entrusted to them by faithful donors and the lives of the missionaries entrusted to their care.  
This was demonstrated by providing their missionaries with a modest income, coupled with a 
benefit package to alleviate financial crises that might otherwise have meant the premature 
returns of seasoned and effective missionary families.  
  
The result s of the research have immediate application to other sending agencies and to direct-
support congregations and the recommendations have been articulated in the section entitled 
“Application to Direct-Support Churches.”  It is the prayer of this researcher that these 
recommendations will be helpful in spreading the kingdom of God to every people on earth. 
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Appendix A: Interview Questions 
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Interview Questions for Select Missions Organizations 
Regarding Missionary Compensation  

 
 
Missions Entity: _________________________________ 
Tel.___________________________ 
 
Contact: _______________________________________ Tel. ________________ Ext. ______ 
 
Date: __________________ Time: _______________ Other: ___________________________ 
 
 

1. What is the base salary for your missionaries? 
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________ 

 
2. How do you determine the base salary? 

___________________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________ 

 
3. What part does experience, education, age, size of family, etc. play in determining 

missionary salary? 
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________ 

 
4. What do you provide for housing and utilities? 

___________________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________ 
 

5.  What adjustments do you make for the cost of living index for a given country? 
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________ 

 
6. What stipend do you provide for schooling of children on the field? 

___________________________________________________________________
___________________________________________________________________
___________________________________________________________________
___________________________________________________________________ 
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7. In addition to salary, what additional funds or benefits (insurance, retirement, etc.) 

are commonly provided for missionaries? 
 

Health & Evacuation Ins. _______________________________________________ 
___________________________________________________________________ 
 
 
Prescription Drugs ____________________________________________________ 
___________________________________________________________________ 
 
Dental _____________________________________________________________ 
___________________________________________________________________ 
 
Life Ins. ____________________________________________________________ 
___________________________________________________________________ 
 
Accidental Death/Dismemberment _______________________________________ 
___________________________________________________________________ 

 
 Disability ___________________________________________________________ 
 ___________________________________________________________________ 
 
 Personal Property ____________________________________________________ 
 ___________________________________________________________________ 
 
 Retirement __________________________________________________________ 

___________________________________________________________________
___________________________________________________________________ 
 
Pension ____________________________________________________________ 
___________________________________________________________________ 
 
Annual University Allowance for MKs _____________________________________ 
___________________________________________________________________ 
___________________________________________________________________ 

  
8. What financial help do you provide for taxes?  
 
 Social Security _______________________________________________________ 
 ___________________________________________________________________ 
 
 Foreign Social Security ________________________________________________ 
 ___________________________________________________________________ 
 
 Foreign Income Tax ___________________________________________________ 
 ___________________________________________________________________ 
 
 Tax Preparation Assistance _____________________________________________ 
 ___________________________________________________________________ 
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Appendix B: Contact Personnel at the Agencies Interviewed 
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Contact Personnel at the Agencies Interviewed  
 
This project was a delightful experience for the researcher personally.  I am indebted to Keith Kidwell, 
Linda Alexander, Jim Malone, Bill Ramirez, Gala Kizzar, Suzan Cantrell, Tom Jackson and Kathy Dollinger 
for their amiability, thoughtfulness, and spirit of collegiality.  They and the agencies they represent 
warrant profound gratitude from the entire missions community.   

 
Assemblies of God World Missions 

Keith Kidwell, Administrator  

Linda Alexander, Administrative team serving in the area of Compliance Review.   

 
Christian and Missionary Alliance International Ministries 

Jim Malone, Assistant Vice President  

Bill Ramirez, Director for International Accounting    

 

International Mission Board of the Southern Baptists 

Gala Kizzar, Director Payroll and Tax Department  

 
Presbyterian Church, USA Mission Agency 

Suzan Cantrell, Program Assistant for Mission Personnel, Payroll and Finance 

 

The Evangelical Alliance Mission 

Tom Jackson, Manager of Missionary Finance 
Kathy Dollinger, Benefits Coordinator 

 
 

 
 
 
 
 


