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The American Guild of Organists (AGO) was established in 1896 as a national association of church and temple musicians.  It serves more than 20,000 members in over 350 chapters throughout the United States.  The purposes of the AGO are

· To advance the cause of organ and choral music, to increase their contributions to aesthetic and religious experiences and to promote their understanding, appreciation and enjoyment;

· To improve proficiency of organists and conductors;

· To evaluate, by examination training, and the theory and general knowledge of music, and to grant certificates to those who pass these examinations at specified levels of attainment;

· To provide members with opportunities to meet for discussion of professional topics and to pursue such other activities as contribute to the fulfillment of the purposes of the Guild.

The Houston Chapter of the AGO was established in 1944.  This organization promotes organ and choral music in the Houston area by supporting area musicians and by sponsoring concerts and recitals.
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Because music is both an integral part of worship and a key factor in congregational growth and visibility, it is extremely important for religious institutions to hire qualified musicians.  This booklet is designed to assist congregations in their search for professionals to lead and support church/synagogue music programs.

The first section will help clergy and laypersons alike understand exactly what is required of a professional church/synagogue musician, from highly specialized musical ability to a broad rand of leadership and administrative skills.  The second section will guide congregations to assess their own needs in detail, mount a well-organized search, and negotiate a fair, attractive compensation package.
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Part I

Sacred music as profession and ministry

Let the music sound for our God, let it sound . . .

For God is King of all the earth; sing praises with all your skill.

—Psalm 47:6-7

The profession of sacred music tends to attract exceptional persons.  Although possessing the intellectual potential and the personal discipline necessary to succeed in almost any professional arena, most organists have entered this field because of a unique combination of gifts: innate musical talent, developed skill, and a desire to assist others in the worship of God.  Theirs is a vocation, not an avocation.

INDIVIDUAL TALENT AND COMPETENCE

The most essential of the organist’s gifts, musical talent, is also the rarest and therefore the hardest for most congregations to understand and appreciate.  Like other artistic talents, it clearly has a strong genetic component, often appearing at a very early age.  It is primarily evident as an exceptional ability to process aural sensory data, perceiving even tiny variations in pitch and rhythm and remembering and reproducing mathematically complex melodies and harmonies.

Mastering the organ requires not only musical ability but long years of intensive training and practice.  The organ is often called the most difficulty of all musical instruments because it demands such uncommon technical facility.  An organist needs top-notch physical and mental coordination to execute complicated musical passages simultaneously with the hands on the manuals (keyboards) and with the feet on the pedals, all while frequently using hands and feet to manipulate the stops that determine a wide range of tone qualities.

Professional training and experience

It generally takes about 25 years of training to produce an organist competent both in technical skill and in the musical knowledge of a vast organ literature—that is, both a craftsperson and an artist.  Unlike the genius J. S. Bach, who obtained his first professional position at age 18, many organists may not reach their peak ability until their 30s.  Most organists must thus maintain a commitment to investing substantial time and money in their own education, which little immediate reward, for a period of professional preparation that may well be both as long and as intense as the graduate-level training required of a lawyer, doctor of scientist.

In addition to mastering the art and the craft of organ playing, the church/synagogue musician must also understand clearly how music is used in worship.  This usually requires gaining some knowledge of Judeo-Christian history and theology in order to understand the liturgical context of a particular faith or denomination.

Leadership and administrative skills

The organist who wishes to become an organist-director will often seek further training in choral conducting and vocal production.  Equally important, however, are strong personal and interpersonal skills.  In order to motivate people and teach sacred music to choirs and congregations, a choral director needs a positive, energetic manner that combines tact and humor. 

The music director must also have the patience and discipline to oversee a wide range of detailed administrative duties, especially when managing multiple choirs or services and the additional staff and/or volunteers such programs often require.  The organist/director thus requires administrative and cross-disciplinary skills comparable to those at a high level of management in religion, business or education.

MUSIC AS MISSION AND MINISTRY

The musician’s commitment to such hard work in so many areas suggests that a career in sacred music is, by definition, a labor of love.  Whether such a love sees itself as an overtly religious offering or a more abstract dedication to art or humanity, to the believing congregation it clearly reflects the self-giving love of God.

Every church/synagogue musician, then, is engaged in ministry.  The goals of the music program are the same as those of the clergy and congregation: to draw people to God, sustain them in their faith, and send them out to do God’s work in the world.  Perhaps more than any other aspect of the worship service, music is uniquely suited to fulfilling these goals because of its great emotional power.

The value of good music in worship

Music possesses unique power to communicate emotion, to touch people’s hearts directly at a level deeper than word or thought.  Commercial institutions exploit this power for material purposes when they use movie music, piped-9in background music and advertising jingles to sell products.  Churches and synagogues should also be willing to invest significantly in the powerful medium of music if they wish to move worshipers to experience the deeper emotions of the spiritual life.

An organ is like an entire symphony orchestra controlled by one player.  Through the natural eloquence of a fine organ, a talented organist can convey powerful feelings from radiant joy to somber penitence, quiet awe to triumphant praise.  In a time of technological change, the traditional pipe organ thus remains the most effective and economical instrument for leading groups of people in meaningful worship—worship that expresses all the depth and complexity of human emotion.

Wise congregations know that a quality program of organ and choral music will more than pay for itself, since excellent music not only sustains the community of faith but also attracts new worshipers.  The mission of a congregation is thus appropriately supported by the best music program the congregation can afford.

Part II

Hiring a church/synagogue musician

“The position least likely to be filled adequately with a volunteer is that of organist or music director.  Music . . . makes a critical first impression on visitors, and the church that wants to grow will not cut corners in this area.  The hiring of an organist is, then, the second most important personnel decision any parish will make.”





—Christopher L. Webber, The Vestry Handbook (1988)

A dedicated organist is worth seeking for diligently and should be appreciated and treasured when found.  A thorough search will uncover the right musician, especially if the church or synagogue is committed to providing compensation, benefits and working conditions that match the congregation’s level of expectation.

The search committee

The first step in locating a musician is to appoint a search committee.  This group must be small enough for efficient decision-making yet diverse enough to represent the full congregation, both laity and clergy.  Its members should have some musical background and should clearly understand the role of music in worship.  

A musically inexperienced committee may wish to use one or more outside experts to assist in the search and/or at the auditions.  The local AGO chapter can recommend potential consultants, who should be paid an appropriate fee.

Before advertising the position, the committee should first evaluate the current music program, focusing in detail on what works, what doesn’t, and why.  An outside consultant may be particularly useful as an impartial observer at this stage.  Any unresolved conflicts need to be thoroughly dealt with before moving on. 

In addition, the committee must determine its decision-making and record-keeping procedures at a preliminary meeting.  Members should then plan a schedule for interviews, auditions and future meetings so that the search process will be timely and efficient.  It is also useful to check advertising deadlines at this stage.

THE JOB DESCRIPTION

After completing all preliminary organizational duties, the committee’s next step is to draft a job description.  This should be brief enough for advertising purposes but detailed enough to narrow the field to candidates who can clearly meet the congregation’s needs.  The job description should include the following:

· List of primary work responsibilities

· Minimum salary estimate

· Additional benefits offered (optional)

· Assurance of equal-opportunity employment

· Instructions for submitting applications

The following sections discuss each of these areas in greater detail.

VARIATIONS IN WORKLOAD AND RESPONSIBILTIES

The committee must first clarify whether the congregation requires an organist, a choir director, both an organist and a director, or a combined organist/director.

In general, the organist leads congregational singing and plays preludes, postludes, and other service music, both a regular and seasonal services and at weddings and funerals.  The choir director plans and administers the music program, rehearses and directs the choir(s) in anthems and other service music, and coordinates concerts and recitals.

Each position must be considered individually, as no two situations are exactly alike.  The following are variables the committee must consider when listing responsibilities, estimating working time and determining compensation.

Services, choirs and rehearsals

Multiple services and/or choirs inevitably multiply the time and energy required of the organist and/or director.

Many churches and synagogues in the Houston area are relatively small, with only one weekly service with music.  Larger congregations tend to have multiple services with music, often in both the morning and the evening and occasionally on more than one day of the weekend.

Most congregations require music at five to ten additional services during the year.  These usually occur at Thanksgiving, Christmas, Lent and Easter and during the High Holy Days at synagogues, and may fall on weekdays or weeknights (an obstacle for the part-time musician).  They typically contain more ambitious music and may require extra rehearsals.

The “average” choir has 20-25 voices and rehearses on a weeknight.  Most adult choirs rehearse weekly for one to two hours.  Children’s and youth choirs generally rehearse about one hour.  Most choirs also warm up for 30 to 45 minutes prior to the worship service.  A dramatic increase in the musician’s workload occurs with multiple choir programs, as they tend not only to be larger and perform more challenging music but also to multiply scheduling and administrative complications.

Concerts, recitals and educational programs

A larger congregation with a high-profile music program is likely to require one or more special annual events such as solo recitals, choral concerts or educational programs.  While such events benefit the congregation greatly by providing community outreach and increased visibility, they also make great technical, artistic and administrative demands on the music director responsible for planning and producing them, especially if they require outside instrumentalists or soloists.

TIME SPENT BEHIND THE SCENES

Congregations often fail to recognize the number of hours actually spent by the musician in the course of his/her duties.  Much more of the musician’s time is required for planning, administrative work, and keyboard and choral practice than for service playing or other public performance.  This “behind-the-scenes” time must be remembered when writing a job description and determining compensation.

The following charts show a sample division of time for both the organist and the organist/director.  Note that in each case actual service playing (including warm-up) represents only about one-fifth to one-sixth of the musician’s workload.
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Administrative and organizational duties

As the charts above suggest, organist/directors spend the majority of their time planning, organizing and directing the choir program(s).  Specific tasks may include scheduling, budgeting, filing, correspondence, attending staff meetings, publicity, music library maintenance, purchasing music and vestments, supervising organ and piano maintenance, recruiting new singers and coordinating social activities and pastoral care for choir members.

Keyboard practice and musical preparation

Much of the organist’s time is spent in keyboard practice.  All keyboard players must practice very frequently to maintain strong, agile finger (and, for the organist, foot) muscles with quick reflex responses in familiar patterns.  Practice sessions therefore may include not only pieces being prepared for a coming service or event, but also scales, exercises and works form the standard repertoire.

In the charts above, keyboard practice time does not include purposes other than church-related work, and the time shown for playing at worship services includes other duties such as pre-service keyboard practice and choir warm-up—i.e., the total time the musician is in the building.

Both organists and directors must also spend considerable time in music planning and preparation.  All musicians must study musical works in detail in order to develop or polish an artistic interpretation and to plan rehearsals and practice sessions.  Many also search files, libraries, and recordings for new works with suitable texts or musical styles.  Some gifted musicians may even arrange or compose special music for particular needs.

Professional standards and continuing education

Like other professionals, musicians maintain high standards through continuing education and peer review.  To assist in this process, the American Guild of Organists conducts regional examinations and awards certificates at the following levels:

· Service playing certificate

· Basic hymns, preludes, postludes, accompaniments)

· Colleague (CAGO)

· Harmonization, transposition, improvisation on given them

· Choir Master (ChM)

· Choir rehearsal & direction; written questions on music theory, history, dictation, harmonization, choral repertoire

· Associate (AAGO)

· Recital prices, sightreading, figured bass, playing from scores, modulating; written questions on composition, counterpoint, organ construction

· Fellow (FAGO)

· All of the above

Descriptions given represent new topics added at each level; examinations may also review previously introduced topics at a greater level of difficulty.  Examinations in the three upper levels last 4 to 8 hours and are spread over two days.

Professional musicians may also continue their education through attending and teaching music workshops and classes, reading and writing newsletter and journal articles, and attending conferences and conventions of the AGO and other professional organizations such as the American Choral Directors Association, Choristers Guild, and groups affiliated with a particular faith of denomination.

DETERMINING COMPENSATION

A professional musician should be professionally compensated.  The level of compensation varies both with the time required and with the personal skill level of the musician, but in all cases it should reflect the biblical principle that the laborer is worthy of his/her hire.

For many musicians, church work and the teaching of music is their livelihood.  Even more so than many clergy, there is little or no secular market for their highly specialized skills—particularly in the case of organists, since most organs are located in churches or synagogues.  Religious congregations must therefore accept the moral imperative to support the full-time church/synagogue musician with a living wage.

Other organists and directors are primarily employed in non-music professions, often out of financial need.  Even though they serve part-time, these persons may be equally dedicated to sacred music and often as well-trained.  In fairness, their compensation should reflect their ability and commitment.

SALARY GUIDELINES

Organists and Organist/Directors: Spring, 2009
	
	1/4–time
	1/2-time
	3/4-time
	Full-time

	Doctorate in music/

FAGO Certificate
	$18,389-27,583
	$36,777-55,166
	$55,155-82,748
	$73,554-110,330

	Master’s in music/

AAGO/Church Music

Certificate
	$13,666-20,499
	$27,332-40,998
	$40,998-61,496
	$54,663-81,995




	Bachelor’s in music/

CAGO Certificate
	$11,280-16,919
	$22,559-33,838
	$33,839-50,757
	$45,118-65,676

	Service playing

Certificate
	$9,588-14,381
	$19,175-28,762
	$28,763-43,143
	$28,350-57,524


Full-time salary recommendations based on professional standards in Houston area as of Spring 2009 (see table below).  Part-time salary ranges derived from full-time figures by mathematical percentages (25%, 50%, 75%).  AGO certificates are by no means exact equivalents of academic degrees, but roughly represent comparable levels of musical proficiency.  Figures do not include benefits such as health insurance or retirement.  

SALARY COMPARISON SCALE

Other Degreed Professionals 2009—Houston area

	
	Bachelor’s Degree

or equivalent
	Master’s Degree

Assistant/Associate Prof.

or equivalent
	Ph.D.

Full professor

or equivalent

	University Professor
	
	69,281
	107,927

	Teacher (public school)
	52,991
	60,354
	71,138

	Accountant
	42,653
	51,562
	62,344

	Application Systems Analyst
	53,175
	65,377
	81,349

	Architect
	40,002
	50,339
	67,905

	Business Manager
	
	70,512
	119,808

	Chemical Engineer
	63,523
	88,060
	104,730

	Computer Software engineer
	
	90,792
	

	Computer systems analyst
	67,066
	95,187
	

	Healthcare practitioner
	
	63,594
	

	Mechanical Engineer
	
	93,810
	

	Personnel Records Supervisor
	46,211
	56,528
	73,796

	Scientist – biotech
	86,211
	99,017
	114,364


Figures listed are full-time, median-range salaries based on: U.S. Department of Labor, Bureau of Labor Statistics, Houston-Baytown-Huntsville, TX National Compensation Survey, January 2008; The Chronicle of Higher Education: AAUP Faculty Salary Survey; ISD Districts: Teacher Salary Schedule (Houston and surrounding area); and Salary.com (Houston).  Twenty-five positions were averaged to determine the fair pay scale for area organists. (Approximately half are listed in above table.)  

Compensation for church/synagogue musicians should provide for an adequate standard of living at a level comparable with that of professional teachers and musicians employed in the secular world, as well as persons in other professions with similar levels of training and experience.

The salary tables on the preceding pages are designed to help congregations reach specific figures within the context of current economic conditions and the cost of living in the metropolitan Houston area.  In the first table, ranges given reflect variations in skill level and experience.

Weddings and funerals

Fees from weddings and funerals make up a significant part of the organist’s income, especially in a larger congregation.  The regular organist is therefore entitled to the right of refusal for all such services held in the church or synagogue building.  For details, see the AGO Code of Ethics and the end of this handbook.  The religious institution is responsible for notifying families of fees and for recording and reporting such income as part of the musician’s IRS Form W-2.

The following table lists a range of suggested minimum fees.  Congregations may set their own rates higher for a more skilled and experienced organist.

	Minimum Fee Guidelines

Weddings and Funerals

2009-Houston area

Wedding ceremony







$200-350

    (Includes 1 hr. pre-service consultation, 

    short prelude, accompaniment of soloists/instrumentalists, 

    entrance/exit music) 

Wedding rehearsal







 $100-175

    (Wedding party only; 1 hr. max)

Additional rehearsal of soloists/instrumentalists



   $75-125

    (Minimum fee; up to 1 hour)

Funeral or memorial service






 $200-350

    (May include pre-service consultation)


Provision for substitute musicians

Substitute musicians are usually considered independent contractors.  They are paid from the music budget during the employed musician’s vacation, study leave, sick leave and approved leaves of absence.

The following table lists a range of suggested minimum fees.  A more skilled and experienced musician, or one who must travel over 10 miles, may require greater compensation.

	MINIMUM FEE GUIDELINES

Substitute Musicians

2009-Houston area

Worship service (Organist only)






$200-350

     (Includes organ practice, pre-service consultation

     with clergy, service music)

Worship service (Organist/director)





$250-400

     (Includes above plus pre-service rehearsal)

Additional duplicate service






  add 50%

Additional choir rehearsal






$100-175




Vacation and benefits

All church and synagogue musicians are entitled to an annual paid vacation.  Paid sabbatical leave and reimbursement for continuing education expenses should be commensurate with that received by the clergy of the employing institution.

Full-time employment benefits should include sick leave, Social Security, pension plan, and health, disability and life insurance.  Pro-rated benefits should be provided for part-time employees.

Working conditions

In addition to all forms of direct financial compensation, musicians are keenly aware of the intangible benefits of a pleasant, supportive work environment.

Musicians will deeply appreciate such often-overlooked assets as well-maintained musical instruments; comfortable, attractive office and rehearsal space; an adequate music budget; and, for the organist-director, at least part-time secretarial assistance.

Finally, the trend today is for collaboration in worship and liturgy planning between lay people and clergy.  Church/synagogue musicians should be respected and consulted as an integral part of the worship planning team, especially when they have a strong cross-disciplinary background in both worship and music.

Musicians who work together on equal terms with supportive clergy and a responsive congregation, all cooperating in pursuit of common goals, will be more satisfied in their jobs and less likely to be tempted away by competing offers.

The future of sacred music

In recent years, much has been reported about the shortage of trained organists and choral directors available for employment in churches and synagogues.  Some congregations have reported long delays in finding qualified persons to fill vacancies.

At the root of this shortage is the promise of unreasonable low salaries and minimal or inequitable benefit packages so frequently offered to church musicians in relations to the degree of education and skills required to perform the duties of their profession.

Many talented musicians have been forced by financial need to forsake their aspirations to a career in sacred music and seek training and more gainful employment in other fields.  As a result, untrained persons with minimal organ playing or conducting skills sometimes fill church/synagogue music positions.  Congregations and their ministries inevitable suffer. 

It is only through the willingness of congregations to offer fair and adequate compensation not only to clergy but to lay professionals alike that the next generation of talented young musicians will be drawn to this most honorable profession, thus ensuring a future supply of qualified church/synagogue musicians.

THE APPLICATION PROESS

After drafting a job description and compensation package, the committee is ready to advertise the position and to solicit applications.

Publicity of the vacancy should focus on the musical community via local, regional and national professional journals, area universities with music schools and word-of-mouth among area musicians.  Individuals known to committee members or consultants may be invited to apply, but all applications should be submitted by a standard, publicly announced procedure.

All applications received should be acknowledged as promptly as possible.  As the search process continues, applicants eliminated from further consideration should be immediately notified by mail and politely thanked for their time and interest.

The resume

The easiest method for both search committees and applicants is to have the musician send a current resume with a cover letter to the attention of a designated person.  This contact may be a committee member, church staff person or pastor.

The resume should include the following:

· Name, address, telephone number (home, cell)

· Education background

· Schools attended, degrees/certificates obtained

· Previous employment

· Names of employers, position held, dates

· Personal references

The applicant may include a statement of personal or career goals in the cover letter.

Equal-opportunity employment policy

It is important that the employment process focus on an objective assessment of the applicant’s competency for the position advertised.  For both moral and legal reasons, the committee must take special care to avoid subjecting applicants to any form of discrimination.

According to federal policy under the Equal Employment Opportunities Commission, the following information cannot be legally required of an applicant:

· Race, color, national origin, religious creed

· Age, height, weight

     (Date of birth required only after being hired)

· Gender, marital status, pregnancy status

· Number of children or other dependents

· Residential or living status
Interviews and auditions

Promising candidates should be invited to interview with the full committee.  The interview is the stage for clearing up details of both previous experience and future expectations on both parts.  The committee should allow ample time for open communication, including questions from the musician to congregation members.

Only the most qualified applicants need be invited to audition.  The committee should try to keep requirements for each candidate as similar as possible while giving each candidate ample opportunity to demonstrate individual skills.

Organists may be invited to demonstrate technique and musicianship by playing one or two pieces of their own choice suitable for use as preludes, postludes or offertories.  Applicants will need time to familiarize themselves with the instrument(s) prior to the audition.  Depending on the organ, up to an hour may be needed.

The American Guild of Organists strongly recommends that the committee focus on a variety of skills and qualities, rather than simply the ability of a candidate to perform prepared organ literature.  Instead, the audition should also include the opportunity to demonstrate the playing of hymns, anthems and liturgical music, both prepared and at sight.  Committee members should listen particularly for singability in terms of tempo and registration.

Finally, any serious candidate should be given the opportunity to play at a regular service and/or conduct the choir at a regular rehearsal, receiving the regular fee paid to a substitute.  This process will allow the organist to show facility in handling a quality of music and sensitivity tin maintaining the flow of the service.  It will allow the director to demonstrate not only musical skill but—equally important—the ability to work with people.

After reviewing factors such as administrative and leadership skills, as well as musical ability and experience, the committee must reach a decision and make an offer to the top candidate, being sure to offer attractive, competitive compensation.  When a candidate accepts provisionally, the committee sends courteous letters thanking all finalists who were not chosen, makes plans to welcome the new musician into the congregation and prepares to negotiate a contract.

THE EMPLOYMENT CONTRACT

A contract is a formal document specifying the responsibilities of both parties in the employment relationship, whose respective signatures constitute a binding legal agreement.  A properly written contract contains two parts: a description of the employee’s duties, and an outline of the employer’s obligations regarding working conditions, compensation, leave, other benefits and termination procedures.

The contract is based on the job description.  However, a job description is not a contract but a statement of the congregation’s needs.  In preparing a formal contract, revisions to the preliminary job description are approved by both parties; the required musical, administrative, and other duties are translated into hours per week of work; and a compensation package, including salary and benefits, is negotiated.  

The American Guild of Organists strong recommends that all religious institutions have written contracts or employment agreements with the musicians they employ.  A detailed contract is indispensable not only as an initial means of clear communication, but also as a later point of reference whenever either party wishes to verify or renegotiate responsibilities or compensation.

The contract should be reviewed annually as part of the musician’s performance evaluation and salary review.

Model Contract Provisions For

Church/Temple Musicians
Approved by the AGO National Council, June 7, 2005; Updated Through August 29, 2005tc "Approved by the National Council, April 23, 2001"
PREAMBLE


The American Guild of Organists (AGO) encourages the establishment of written contractual arrangements between church and temple musicians and their employers because employees’ rights can be severely limited when they are serving purely “at will.”
AGO members should be aware that the nature of the musician’s work usually results in musicians being classified as employees and not as independent contractors. Regardless of a written agreement to the contrary, governmental agencies are likely to find that a church or temple musician is an employee because of industry practice, facilities used, work venues, an ongoing employment relationship, and the employer’s right to supervise the musician. 

The tax and accounting burden is greater for independent contractors. Therefore, if the institution tends to treat the musician as an employee for purposes of supervision and control, it should make the appropriate FICA/Medicare/Unemployment/Workers Compensation contributions from which the musician may benefit as an employee.

The content of the provisions that follow is organized primarily by topic.  The provisions should be selected and/or revised to fit specific contractual needs.  Many provisions are alternative in nature and the use of one may preclude the use of others.  Also, specific provisions may conflict with local law and/or may become outdated.

This is an official publication of the American Guild of Organists prepared by the Committee on Career Development and Support. It was approved by the National Council on June 7, 2005, and updated through August 29, 2005.

Committee on Career Development
Donna B. Wernz, mba, spc, Director

Edwina T. Beard, mm, aago

Barbara J. Gulick, med, fago, chm
Roy Roberts, ba

Councillor for Professional Development

W. James Owen, jd, ba

Executive Director

James E. Thomashower, ba, cae

__(Date)__

Effective from __(Date)__ 
until termination (or __(Expiration Date)__ ), __( Name )__, hereinafter referred to as “Employee,” shall act as ___(Title of Position)___ at ___(Name of Employer)___, hereinafter referred to as “Employer,” in _        _(Name of City and State)_       _.

General Understandings and Covenants
1.
Music is an integral part of the life of this [parish/congregation]. Under the leadership of the clergy, the Employee exercises an important ministry that reaches out to the staff, choir members, members of the congregation, and the community.

2.
The Employee agrees to recognize and facilitate the pastoral dimension of this position. 

3.
The music ministry will involve the Employee as a pastor, educator, and principal musician of this [parish/congregation]. The Employee’s pastoral concern for and counsel to all members of the choir and the [parish/congregation] are to exemplify the [religious] spirit of this place. As an educator, the Employee will teach music and explain [worship/liturgical] concepts. As a musician, the Employee will be diligent in preparation and performance, and will cooperate with others to provide and enable the highest possible standard of worship in this [parish/congregation].

4.
The Employee and the Employer agree to meet regularly to facilitate collegiality in the music ministry.

5.
It is understood that a variety of traditions and styles in [organ and choral] music [is/may be] appropriate for the services, and that the use of a variety of instruments [is/may be] expected.

Employee’s Responsibilities
Choose one or more of 6, 7, 8, and 9

The Employee shall:

6.
Provide organ music and direct the choir(s) at the ___________ service(s) regularly scheduled on       (Sunday morning)     and shall select appropriate organ and choral music for each service.

7.
Provide organ music and direct the choir(s) at all services, as directed by the Employee’s supervisor.
8.
Provide organ and choral music for the following additional services during the year:










 

. 

9.
Subject to the Employee’s availability, provide organ and choral music for services not listed above. Payment for such services and attendant rehearsals shall be: $

 per service; $

 per rehearsal (or per hour or fraction thereof). The budget in fiscal year     (Year)   for this expense is $_______.

10.
If not available assist in the hiring of substitute musicians. The fees for the substitute musician are payable by the Employer. The budget in Fiscal Year      (Year)    for this expense is $_________.

11.
Subject to the Employee’s availability, take part in extra rehearsals for regularly scheduled services that require additional preparation. Payment for such rehearsals shall be: $________ per rehearsal (or per hour or fraction thereof).

12.
Be responsible for the leadership of the following choirs/ensembles:











        . Rehearse once weekly (or as otherwise specified) with each of the choirs. During the summer months the choir schedule shall be:                                                     
.
13.
Rehearse once weekly (or as otherwise specified) with each of the choirs, from the ______ week of 
(Month)     through the ______ week of      (Month)   . During the summer months, music shall be provided as follows: ____________________________________________________________________.                                                                  
14.
Cooperate with the Employer in the area of general planning and leadership of the music program. The Employee shall be directly responsible to       (Name of committee or title of person)    .

15.
Function under the direct supervision of        (Name of committee or title of person)  , and in the absence of same, 
(Name of committee or title of person)       .

16.
Be responsible for the purchase of all music and music supplies, and the hiring of instrumental and vocal soloists. Expenditures in this area shall not exceed the amount provided in the church budget for the current fiscal year. The budget in fiscal year 
(Year)    for these expenses is $ ________.

17.
Maintain the music library in an orderly fashion and maintain, at the Employer’s expense, a suitable number of copies of musical pieces to enable performance of those pieces by the choirs or ensembles. The Employee shall not engage in the unauthorized duplication of copyrighted materials by photocopying or any other means that would expose the Employer to liability for penalties under existing or future copyright laws. In the event that photocopying of music becomes necessary for appropriate purposes, the Employee, on behalf of the Employer, shall first obtain all necessary permissions and authorizations prior to any such reproduction of copyrighted materials. The Employer hereby indemnifies the Employee from all liability in connection with the foregoing, provided the Employee complies with this paragraph.

18.
Supervise maintenance, storage, and cleaning of choir robes. The budget in fiscal year 
(Year)    for this expense is $ __________.

19.
Provide opportunities for the choir(s) to attend and/or participate in festivals, concerts, and other community outreach events.

20.
Attend regularly scheduled meetings of staff and other appropriate committees and, upon reasonable notice, attend such other committee meetings as may be necessary.

21.
Report to the appropriate committee(s) on the condition and needs for the maintenance of the Employer’s musical instruments. The Employer shall provide for the proper care of these instruments. The budget in fiscal year     (Year)     for this expense is $ __________.

22.
Be present in the buildings and facilities of the Employer a minimum of _____ hours weekly, of which hours at least_____ shall be during the normal office hours, in order to facilitate communication with staff and to achieve integration and collegiality with all programs of the Employer.

23.
Have the following days off:                                                         . Deviations from this routine may be made upon proper notice.

24.
Own the copyright and/or the rights granted by copyright holder to any work composed, created, arranged, or otherwise modified by the Employee, regardless of whether the composition, creation, arrangement, or modification was done during the term of this contract and/or at the direction of the Employer.

25.
In the event that the Employer’s job requirements change, the Employee in exchange for being considered for additional, new and/or different duties and responsibilities agrees to pursue, at the Employer’s additional expense, training and professional development in order to meet the demands of the new duties and responsibilities.

26.
Provide ninety (90) days’ advance, written notice to the Employer if the Employee wishes to terminate employment or not renew this contract.

Employer’s Responsibilities
The Employer shall:

27.
Provide a salary of $__________ per year, payable       (Pay schedule)    . This salary shall be reviewed annually at the time of preparation of the budget in 
(Month in which budget is prepared)    . [The Salary Guide for Musicians Employed by Religious Institutions is available from AGO National Headquarters and on the Web at www.agohq.org/profession.] 

28.
Provide a vacation (with full salary) of _____ weeks annually. (The Employee will assist the Employer in obtaining a substitute.) The fee for the substitute musician will be: $________ per service; $________ per rehearsal. [If length of vacation is based on length of employment, AGO guidelines should be noted here.]

29.
Grant up to _____ days sick leave during the year.  Sick leave shall be granted to the Employee, upon approval of the Employer which approval shall not unreasonably be denied, for the following reasons: illness, injury or pregnancy-related conditions of the Employee.  For male employees, in addition to sick leave for illness and injury, the Employee shall be granted leave for care of the Employee’s wife/family during any postnatal period.  Said leave shall be granted, without deduction from pay, for a maximum of _____ days per calendar year.  Beyond said number of days, said leave shall be granted, without pay, for a maximum of _____ days per calendar year.  In such cases the Employer shall pay for the services of a substitute organist and/or director. In case of extended illness the Employer will consider the granting of additional sick leave.

30.
Grant up to ______ days of personal leave during the year.  In such cases the Employer shall pay for the services of a substitute organist and/or director.

31.
Provide the following benefits for the Employee [and his/her family/partner]: health and dental insurance, Social Security, pension plan, life insurance, paid and non-paid maternity/paternity leave. These benefits shall take into account the Employee’s needs and be commensurate with the benefits received by other employees. (If the position is part-time and, by mutual agreement health and pension benefits are not provided, additional compensation shall be given to allow the Employee to provide individually for his/her needs.)

Choose 32 or 33

32.
Provide an annual allowance for continuing education in the amount of $________, and provide reasonable time for the pursuit of continuing education. Funds not used in any fiscal year will accrue to the next year.  “Continuing education” may include, but not necessarily be limited to, instrumental study, choral conducting and vocal study, trends in worship, and administrative skills.

33.
Provide an annual allowance (comparable to other professionals) for continuing education, professional dues, and for books, periodicals, and other publications (which shall remain the property of the Employee) in the amount of $________ per year.  “Continuing education” may include, but not necessarily be limited to, instrumental study, choral conducting and vocal study, trends in worship, and administrative skills.

34.
Provide for Employee’s sabbatical leave as follows: __________________________

____________________________________________________________________.

[A suggested basis for sabbatical leave is three months for each five years of full-time employment.]

35.
Permit the Employee to use the Employer’s facilities (organ, piano) for private teaching. Times of lessons and use of facilities will be scheduled in advance so as not to conflict with the Employer’s program needs. The Employee shall be solely responsible for all taxation and accounting obligations resulting from self-employment income received from private teaching, including, but not limited to, quarterly estimates and payments of all appropriate taxes and FICA/Medicare contributions.

Choose 36 or 37

36.
Provide the Employee with _____ hours of secretarial assistance weekly.

37.
Furnish secretarial assistance (including computer and software) to the Employee to reasonably enable the Employee to discharge the duties enumerated herein.

38.
Guarantee that guest musicians shall not be permitted to use the Employer’s musical instruments without prior approval by the Employee.

39.
Provide ninety (90) days’ advance, written notice to the Employee if the Employer wishes to terminate employment or not renew this contract.

Performance Review
40.
The parties shall review this document annually to ensure that it accurately reflects the position, the music budget, and merit increases for the Employee. This review shall include an evaluation of working relationships and job performance.

41.
The salary review shall include the consideration of a cost of living adjustment in accordance with prevailing rates. If no such review occurs, there will be an automatic cost of living adjustment in accordance with prevailing current rates.

42.
In the event that the Employer’s job requirements change, the Employee will be considered for additional, new and/or different duties and responsibilities, subject to contract renegotiation.  Compensation to the Employee for increases in workload pertaining to these changes and/or additions shall be in accordance with AGO Salary Guidelines.  The Employer will support the Employee, financially and otherwise, in acquiring additional training and professional development in order to meet the demands of new duties and responsibilities.

Weddings and Funerals
Choose 43 and/or 44 or 45

43.
The Employee will provide music at all weddings requiring organ music held within the Employer’s premises. If the Employee does not play, he/she will receive his/her normal fee.  The services of other organists may be used only with the permission of the Employee.

44.
The Employer has adopted wedding music guidelines, attached hereto, and made a part hereof. The Employee shall supervise all music presented at all weddings, whether or not the Employee performs personally at said weddings.

45.
The Employer will adopt wedding music guidelines on or before       (Date)        , in full consultation with the Employee who shall, in any event, supervise all music presented at weddings, whether or not the Employee performs personally at said weddings.

46.
The Employee shall receive the fee of $________ for a short program of music preceding the wedding ceremony and for performing during the wedding ceremony. For attendance at the wedding rehearsal(s), the Employee shall receive $________ per rehearsal (or per hour or fraction thereof). Additional remuneration shall be made if special music, and/or rehearsal and performance with additional musicians, is required. If the Employee is not available, he/she shall assist in the hiring of substitute musicians.  It shall be the obligation of the Employer to secure said fee.

47.
The Employee shall provide music for funeral services held within the Employer’s premises if available at the time of the funeral. The fee for such a service shall be $________.  Additional remuneration shall be made if special music, and/or rehearsal and performance with additional musicians, is required. If the Employee is not available, he/she shall assist in the hiring of substitute musicians. It shall be the obligation of the Employer to secure said fee.

48.
The Employee shall be solely responsible for all taxation and accounting obligations resulting from self-employment income received from third parties for weddings and funerals, including but not limited to, quarterly estimates and payments of all appropriate taxes and FICA/Medicare contributions.

Termination

49.
Either party may terminate this contract by giving the other party ninety (90) days’ written advance notice.

50.
This Agreement may be terminated as follows:

I.
Upon the expiration of this Agreement without its renewal by the parties. If either the Employer or the Employee does not desire to renew this Agreement at the time it expires, notice of non-renewal shall be given in writing by the party not wishing to renew the Agreement not less than ninety (90) days prior to its expiration. This period of time may be increased or decreased by the mutual agreement, in writing, of the parties. It is agreed that the Employer may substitute ninety (90) days’ compensation for the agreed-upon notice. If either party shall give written notice of non-renewal at a time less than ninety (90) days prior to the expiration of this Agreement, this Agreement shall remain in force and effect as to all parties for a period of ninety (90) days after the giving of such notice of non-renewal, subject to the stipulations in regard to non-renewal set out above.


OR

II.
With the mutual consent and agreement of all parties in writing.


OR 

III.
For cause. Cause is defined as conviction of the Employee of an offense involving moral turpitude, gross dereliction of duty by the Employee after due warning of same, chronic insubordination to authority by the Employee after due warning of same, or a willful failure of the Employee to perform in good faith the obligations and covenants of this Agreement. Termination of this Agreement for cause shall not occur until: 

A.
Notice has been given to the Employee in writing of the charges against 


the Employee along with notice that termination of this Agreement for 


cause is to be sought by the Employer. 

AND

B.
The Employee has had an opportunity to be heard by the Employer and to present whatever defense may be appropriate. This hearing may be waived by the Employee in writing, at the Employee’s sole discretion.

AND

C.
The existence of cause has been determined and findings of same have been reduced to writing, with a copy provided to the Employee. This determination of cause shall not take place before the hearing described in subparagraph (B) above has taken place or has been waived in writing by the Employee.

51.
Termination of this contract, or any non-renewal thereof for any reason, shall entitle the Employee to:
A.
Uninterrupted medical/dental/disability insurance for a period of ______ months from the final date of employment, the cost of which shall be borne by the Employer.

AND

B.
Severance pay equal to     (One month’s salary)    for each complete 12-month period of service, payable in a lump sum within 30 days from the final date of employment.

Dispute Resolution

52.
Disputes arising under this contract will be settled under the law of the State/Commonwealth of ________________.
Choose 53 or 54
53. At the Employee’s discretion, disputes arising from the parties’ employment relationship may be mediated and/or arbitrated through a mediation service such as the Federal Mediation and Conciliation Service, Washington, D. C.

54.
If a dispute arises or relates to this contract, any demands, claims, or controversies hereto arising out of or relating to this contract or the breach thereof, shall be settled through mediation as the parties may agree or, if they cannot agree within thirty days of receipt by one party from the other party of a demand to mediate, through ADR Systems of America. First, the parties shall attempt a voluntary settlement through non-binding mediation of their own choice or at ADR Systems of America, before resorting to the filing of a lawsuit.  Either party may commence the mediation process called for in this agreement by filing a written demand for mediation with the other party (or thereafter through ADR Systems of America).  The parties will select a mediator themselves or, if they cannot agree, from ADR Systems of America's panel of neutrals. The parties covenant that they shall participate in the mediation in good faith and that they will share equally in the costs. The mediator will be disqualified as a witness, consultant, or expert for either Party; the mediator will treat the offers, promises, conduct and statements made in the course of the non-binding mediation (including pre-mediation and post-mediation submissions to the mediator) as confidential and will refrain from disclosing such information except to the Parties. Any Court of competent jurisdiction may enforce the provisions of this Paragraph, and the party seeking enforcement shall be entitled to an award of all costs, fees, and expenses, including attorney’s fees, to be paid by the party against whom enforcement is ordered.


Caveat:  The use of the foregoing paragraph might be helpful, but it also might delay or preclude the use of other procedures, including the AGO Grievance Procedures, arbitration, and litigation.

55.
Any problems regarding termination of employment herein shall, at the option of the Employee, follow the specified Procedures for Dealing with Complaints about Termination (“Grievance Procedures”) available from AGO National Headquarters and on the Web at www.agohq.org/profession.

Execution

This Agreement, and attached addenda (listed below), constitute the entire Agreement between the Employer and the Employee.*

ADDENDA: _____________________________________________________________

________________________________________________________________________
________________________________________________________________________

IN WITNESS WHEREOF the undersigned Parties have hereunto placed their hands (and seals) this ________ day of ___________, 20____, at 
(City)       ,         (State)         .

Signature and Title of 

Employer Representative

Signature of Employee

*May include, but not be limited to, Employer’s personnel policies, a position description, or a separate document regarding compensation and benefits.

ADDENDUM A
Compensation matters are alternatively listed in Addendum A for ease in annual renegotiation.

Compensation
The Employer shall:

1.
Provide a salary of $__________ per year, payable       (pay schedule)  . This salary shall be reviewed annually at the time of the preparation of the church budget in      (month in which budget is prepared)   .

2.
Provide the following benefits for the Employee [and his/her family/partner]: health and dental insurance, social security, pension plan, life insurance, paid and non-paid maternity/paternity leave. These benefits shall take into account the Employee’s needs and shall be commensurate with the benefits received by other employees. [If the position is part-time and, by mutual agreement health and pension benefits are not provided, additional compensation shall be given to allow the Employee to provide individually for his/her needs.]

Weddings and Funerals
3.
For a short program of music preceding a wedding ceremony and performing at the wedding ceremony the fee shall be $ ________. For attendance at the wedding rehearsal(s) the fee shall be $________ per rehearsal (or per hour or fraction thereof).  Additional remuneration shall be made if special music, and/or rehearsal and performance with additional musicians is required. If the Employee is not available, he/she shall assist in the hiring of substitute musicians. It shall be the obligation of the Employer to secure said fee.

4.
The fee for a funeral service shall be $ ________.  Additional remuneration shall be made if special music, and/or rehearsal and performance with additional musicians, is required. If the Employee is not available, he/she shall assist in the hiring of substitute musicians. It shall be the obligation of the Employer to secure said fee.

Additional Services and Rehearsals

5.
The reimbursement for services and rehearsals not listed in the Agreement shall be: $________ per service; $________ per rehearsal (or per hour or fraction thereof).

6.
The reimbursement for extra rehearsals for regularly scheduled services that require additional preparation shall be $________ per rehearsal (or per hour or fraction thereof).

American Guild of Organists

CODE OF ETHICS 
Members of the American Guild of Organists are bound by the Code of Ethics and guided by the Code of Professional Standards. 

Adopted by the National Council on October 23, 1933 as revised through April 16, 2007. 
Preamble: The purpose of the American Guild of Organists is to promote the organ in its historic and evolving roles, to encourage excellence in the performance of organ and choral music, and to provide a forum for mutual support, inspiration, education, and certification of Guild members. Voting members are entitled to enjoy the privileges and are expected to accept the responsibilities of membership in the Guild. Members shall be considered equally for Guild offices and participation in Guild activities. These are the rules that shall be considered binding upon all voting members in good standing. 

RULE 1. Members shall promote good working relationships within the American Guild of Organists and shall respect the employment of colleagues. Members shall address differences between themselves and other members by following the procedures outlined in the Discipline. 

RULE 2. Members shall not seek or appear to be seeking employment for themselves, a student, or a colleague, in a position held by someone else. Members shall apply for employment only for a position which the employer, with the knowledge of the incumbent musician, has officially and publicly declared vacant by announcement of the vacancy. 

RULE 3. In cases pending under the Procedures or in cases where the National Council has determined that a position has been made vacant by wrongful termination of a member of the American Guild of Organists, members shall not seek or accept regular or permanent employment for themselves, a student, or colleague at that Institution until the National Council is satisfied that differences between the Guild and the Institution have been resolved. Interim services may be provided for a period of 90 days. 

RULE 4. Members shall obtain the approval of the incumbent musician before accepting an engagement for a wedding, funeral, or other service requested by a third party. In such cases, the incumbent should receive his/her customary fee, and the third party is expected to provide it. It is the responsibility of the guest member to inform the third party of this rule. Members are advised to protect themselves as incumbents in this regard by negotiating employment contracts which secure these fees and which provide some responsibility, oversight, and control as to choice of music, etc. 

RULE 5. Members shall conduct professional activities with truthfulness, honesty and integrity, and shall maintain sensitivity in matters of a personal or confidential nature. 

RULE 6. Members shall not discriminate against others on the basis of race, national origin, age, religious affiliation, gender, marital status, sexual orientation, disability, or medical condition (including, but not limited to, Acquired Immune Deficiency Syndrome). 
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