


Presbytery of New Hope COM Paid Family Medical Leave Policy Report


Process Background: Over the past 9 months the COM Sub-Team on Paid Family Medical Leave (Paid FML) was tasked with crafting policy for the Presbytery of New Hope for this new term of call outlined in the Book of Order G-2.0804. To that end the Sub-Team collected several policies from other PC(USA) Presbyteries regarding Paid FML using those policies as a basis for crafting one for New Hope. The COM received and approved the final draft of the policy at their July 8, 2026 meeting. 

As the Sub-Team did its work, other topics beyond the Sub-teams’ capacity to fully address were raised. So, the work is not done! In particular, the following issues will require congregations, pastors and the Presbytery to faithfully walk and wrestle with the Spirit’s guidance. 

1) Responsibility for implementation: While the policy outlines required action for sessions and pastors in implementing this term of call, there are still questions that will emerge that a policy is unable to answer. The policy is therefore an attempt to provide a consistent framework for making decisions rather than a strict “one size fits all formula.”

2) Constitutional Interpretation: Based on policies of our sister presbyteries, the prevailing current interpretation of Paid FML as a minimum term of call is that it is mandatory for installed pastors only. The policy reflects this interpretation. If such is in error or future General Assemblies of the PC(USA) vote to amend the language making Paid FML a minimum term of call for installed and non-installed positions, the policy will likewise need amending. Relatedly, our Sub-Team’s assumption is that this policy, when adopted, will supersede any individual congregation’s policy for FML as it applies to a congregation’s installed pastors only. 

3) Funding Assistance:  Affordability of this term of call is a potential concern for some congregations. A policy of COM cannot mandate how Presbytery addresses this need, but our Sub-Team has been in conversation with Presbytery Staff and Coordinating Body, encouraging development of funds for this potential need. 

4) Sharing Resources: Though not available today, we hope to attach to the policy examples from churches who have implemented Paid FML as templates other congregations can use when developing their plans.















Presbytery of New Hope
Paid Family Medical Leave (FML) Policy
Approved by PNH COM on July 8, 2026

Eligibility All persons serving in a called and installed relationship with a PC(USA) congregation within the Presbytery of New Hope are required to have a minimum of twelve weeks Paid Family Medical Leave (FML) according to the Book of Order G-2.0804. 

This policy establishes minimum paid leave standards for installed pastoral relationships within the Presbytery of New Hope regardless of whether a congregation is otherwise subject to federal Family and Medical Leave Act (FMLA) requirements.

Though not mandatory, congregations are strongly encouraged to provide these benefits to all other staff members, such as ministers of Word and Sacrament serving in temporary positions, Certified Ruling Elders serving congregations, and Certified Christian Educators. 

Provision for Paid FML leave consistent with this policy must be explicitly written into the approved Terms of Call for all installed pastoral relationships within the Presbytery of New Hope.

Theological Background:
God created us to be in relationship with one another, to care for one another, and to participate in families. As we see in Scripture, our Confessions, and our Polity:
“Children are indeed a heritage from the Lord.” (Psalm 127:3) and

“Reconciled to God…parents receive the grace to care for children in love and to nurture their individuality.” (The Confession of 1967, 9.47) and

“We respond to God’s grace in the context of personal relationships…Congregations are
encouraged to nurture and equip households and families…” (W-5.0104).

The Presbyterian Church (U.S.A.) likewise in the Book of Order section F-1.0403 acknowledges a shared value of openness and diversity, which naturally includes a great variety of forms of family.”  This policy is, therefore, intended to support pastors in the diverse family relationships through which care and responsibility are lived out. 

Paid FML helps the Presbyterian Church (USA) and the Presbytery of New hope live into this call in two main ways:

1. It gives families the time and financial support needed to attain and maintain physical, mental and spiritual health. 

2. It bolsters a healthy working environment, increasing the likelihood of fulfilling one’s call, and a strong and enduring professional relationship between employer and employee. 






Types of Leave
Paid FML may encompass any of the following:

1. Parental Leave: Within one year of the birth, adoption, foster placement, or legal placement of a child into the pastor’s family, a pastor may take up to twelve consecutive or intermittent weeks of Paid FML.

2. Caregiver Leave: In times when an immediate family member requires care due to a major illness or disability, a pastor may take up to twelve weeks’ Paid FML, either consecutively or intermittently. 

3. Medical Leave: In the event of a major illness or disability, a pastor may take up to twelve weeks Paid FML.

In determining if “Caregiver” and “Medical Leave” applies to the pastor requesting Paid FML, the following definitions shall apply:
· “Immediate family member” includes spouse, child, parent, parent-in-law, sibling, grandparent, grandchild, or other person residing in the pastor’s household for whom the pastor has significant caregiving responsibility. 

· “Major Illness or disability” shall generally be interpreted consistent with and FMLA standards and/or Board of Pensions disability definitions.

Administration of Leave: As with other Presbytery of New Hope policies guided by the polity of the PC(USA), the design of the policy for Paid FML names for  congregations required guidelines while also acknowledging the administration and implementation of those guidelines will vary according to multiple factors, including, but not limited to, each situation, pastor, and church. 

While the “Leave Parameters” section includes language on basic responsibilities in coordinating and implementing Paid FML, the following “administration framework” below gives a “big picture” view of these roles and responsibilities.

· Session administers leave locally, in mutual support and consultation with the pastor. This includes, but may not be limited to:
· Development and approval of a written plan of leave
· Led by the clerk and pastor, communicating to COM, the congregation, and the Board of Pensions the details of the leave
· Insuring compensation continuity for the pastor

· COM provides interpretation/support as called upon, intervening particularly when exceptional circumstances and disputes arise in the session and pastor’s development of a plan for leave. 

Leave Parameters
1. A pastor may use up to twelve weeks (including Sundays) of Paid Family Medical Leave in any rolling twelve-month period. This period begins upon the first date of Paid FML. Should more than one precipitating event or circumstance permitting the use of Paid FML arise in a twelvemonth period, the session and pastor are encouraged to be gracious and generous in granting Paid FML and caring for one another.

2. A pastor provides as much advance notice as possible for potential Paid FML. Paid FML may be used—in accordance with need—consecutively or intermittently. Paid FML may also be used as a time offset that allows the pastor to move temporarily to part-time service. Should such a move from full-time to part-time occur, related Book of Order requirements regarding changes in terms of call shall be followed. 

Whether used consecutively, intermittently, or as an offset, the total amount of leave time permitted is equal to the equivalent of twelve weeks of work hours as regularly scheduled prior to the beginning of the leave.

When Paid FML is needed, such shall be communicated to the Commission on Ministry (COM). The pastor and clerk should send this communication both to the current COM Advocate and current COM Moderator(s). 

3. Eligibility for Paid FML begins on the first day of installed service and concludes upon dissolution of the call.

4. During Paid FML, the pastor shall continue to receive all benefits in their terms of call, including dues paid to and benefits provided by the Board of Pensions. Any needed communication to the Board of Pensions should initially be made by the clerk of session and include the pastor. COM is available to assist in this communication as needed. Communication to COM and to the congregation should also be made by the pastor and clerk of session when an approved written plan of leave is developed.  

5. Use of vacation time or other forms of paid leave is not required but may be used to extend leave time at the discretion of the pastor.

6. In addition to reporting to COM when Paid FML is needed, any additional questions about eligibility for Paid FML, special circumstances, or policy questions, shall be referred to the Commission on Ministry for interpretation. 

7. Use of Paid FML shall not negatively affect call status, future compensation consideration, performance evaluation, or standing within the congregation or presbytery, Upon completion of Paid FML, the pastor shall return to the same position with the same title, terms of call, hours worked, job description, and vacation and study leave time prior to leave. In the event the session and pastor mutually ask for any changes in these terms of call, normal process as outlined in the Book of Orders, including communication with COM, shall be followed.

Church Support
1. While the individual congregation is responsible for the funding and administration of Paid FML, state-provided disability and paid leave benefits and Board of Pensions financial protection programs may be considered to help offset income continuation costs.

2. Communication of mutual needs and planning is vital to minimize disruption for the congregation. Pastors are encouraged to anticipate leave with sensitivity around the needs of the congregation, including but not limited to temporary replacement and fulfillment of duties. A written, session-approved plan developed by the pastor and session outlining specific expectations about pastoral availability (e.g. to receive and respond to phone calls, emails, or emergency pastoral care situations) is strongly encouraged. 

3. Paid FML is not intended to be a burden but rather a source of joy as congregations encourage pastors to take time for the good of their families. In the spirit of the connectional church, councils of the PC(USA) are encouraged to work together to assist individual congregations in the development of funding Paid FML in order to best serve God.

4. Congregations and councils shall respect the pastor’s privacy and confidentiality regarding medical information shared in connection with leave requests. The Presbytery of New Hope staff, Coordinating Body, and COM, will work to support congregations as their pastors use Paid Family Medical Leave.

Adapted from policies of Greater Atlanta, the James, Palo Duro, and Yellowstone Presbyteries
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