Central Canadian District of the C&MA

GUIDELINES FOR CHURCH BOARDS

DURING PASTORAL TRANSITION

_______________________________________________________________
Making a pastoral change presents both a challenge and an opportunity.  This period of transition can help the church re-evaluate and refocus its vision and values.  Once a renewed direction for the future has been clarified, criteria can be established to maximize the best possible match in selecting a new pastor.  This “in-between” time can also provide the congregation with an opportunity to step up its involvement in ministry, claiming the biblical role of the “priesthood of all believers.”  The following guidelines are offered to assist in making this transition as smooth as possible.
RECEIVING A PASTOR'S RESIGNATION

1.
Contact the District Superintendent as soon as possible to inform him of your pastor’s resignation.  The D.S.’s early involvement can help you avoid unnecessary problems and provide helpful guidance in navigating this significant change in leadership.
2.
A written resignation should be received by the Board and a formal motion recorded in the minutes.

3.
The congregation should be notified by public announcement on a date agreed upon by the Board, Pastor and District Superintendent.

The congregation should be informed of the pastor’s termination date and any plans for a "farewell" function.  It can be helpful for the pastor to share his plans for the future and remind the church that their loyalty is to the Lord and to the church, not to himself.  God’s purposes always transcend human personality.  Emphasis should be placed on trusting God for a new tomorrow.
The District Superintendent will want to meet with the Board to explain the Refocusing and Selection process.  The congregation should be informed that the Board will select a Strategic Planning Team which will re-evaluate the direction of the church and establish objective criteria in the selection of a new pastor.  A Search Committee will then be appointed by the Board to begin evaluating candidates, using the grid formulated by the Strategic Planning Team.  The congregation will need reassurance that things are moving ahead.  Therefore, the Board should provide the congregation with regular updates. 

4. 
In multiple staff ministries the Board should review the role and ministry of each


staff member and make a decision regarding their ongoing relationship. A designate


from the Board should meet with each staff person to clarify their role. Staff could 


be very uneasy when a senior pastor resigns.

The Board is encouraged to exercise caution in "clearing the slate" due to the need for continuity during a period of transition even though, in the Christian and Missionary Alliance, the senior pastor is given the privilege of nominating his choice of staff to the Board.


Normally, if a staff member is having a positive ministry, the Board is encouraged to

adopt a policy that staff members be retained with a fresh evaluation conducted by the new senior pastor six to twelve months after he has assumed his ministry.  Decisions could then be made by the senior pastor about retaining staff or requesting a natural transition for a staff member to a new ministry. The staff member could also feel free to seek another ministry.

DURING THE TRANSITION
1.
Worship Service Planning Team
In churches where there is no worship leader on staff, a Worship Service Planning Team of two to three members should be appointed by the Board to arrange for Sunday morning worship and preaching ministries during the transition.

· A schedule of speakers should be mapped out three months in advance. Speakers should be notified when candidates are scheduled since their preaching responsibility may need to be altered.

· A member of this team should communicate in advance with each speaker and review the order of service. 
· Meal and lodging arrangements need to be clarified.
· An honorarium should be given to the speaker at the close of the service. It

should include reasonable travel allowance plus the honorarium for speaking.

· A list of speakers is available through the District Office.  In some situations it may be best for an interim pastor to be appointed by the district..
2.
The Board of Elders should keep in touch with the families of the congregation, taking time to communicate about transitional issues with members with special concerns.
3.
The Board should arrange special times of prayer, mobilizing the congregation to seek the Lord’s guidance in the selection of a new pastor.
4.
Through the Refocusing process, the Strategic Planning Team will submit to the Board for their refinement specific criteria for selecting their new pastor which is tied to the future vision of the congregation.  The District Superintendent will present to the Board resumes of candidates he believes match the church’s preferred future.
In addition to this, the Board is encouraged to communicate to the District Superintendent the names of people they may want to consider for the position.
5. 
The district office will post a concise pastoral candidate profile on various websites.  The cost of these postings will be covered by the local church.
6.
The Board should determine a suggested compensation package for their new pastor.  This can be negotiable, but it gives candidates and the District Superintendent an idea of your salary range.
7.
All contact with the District Superintendent should be handled by an appointee 


from the Board.

THE CANDIDATING PROCEDURE

1.
The following procedure is outlined in the Manual of The Christian and Missionary


Alliance in Canada, Local Church Constitution, Article 1X, p.43:


Section 1.
Senior Pastor.  "The District Superintendent shall suggest to the




Board of Elders the names of such workers as in his judgment




have proper qualifications for the pastor of that church. The Elders




shall give consideration only to candidates approved by the District




Superintendent. The pastor of the church shall be called by the Board




of Elders and appointed by the District Superintendent. Upon his 




appointment by the District Superintendent, the pastor and his wife 




become members of the church."

2.
The Board of Elders may appoint a Search Committee to do initial screening and


interviewing. They should not assume more responsibility than is given to them


by the Elders. The Search Committee is amenable to the Board of Elders. They 


cease to function once their recommendations are submitted to the Board.

It is the responsibility of the District Superintendent or his designate to make initial contact with potential candidates. After an initial pre-screening, the Superintendent will pass on to the local church Search Committee the resumes of those candidates which best match the candidate profile.  Search Committee members should check references and finalists should be asked to complete two assessment inventories: Ministry Match (www.go-cee.com) and the Personal Profile System (OnlineDisc.com).  Both of these inventories can be taken online and a copy of the results sent to the district office.  The local church is responsible to cover the cost of these inventories.  The Search Committee is encouraged to conduct preliminary phone interviews using behavioral questions which focus on the candidate’s actual performance.  If possible, Search Committee members should visit the candidate’s current ministry in order to gather first-hand information.  This will help to narrow the field down to the candidates with the best potential match.
3. 
The Search Committee needs to check with the district office concerning their top candidate’s accreditation status with the Christian and Missionary Alliance.  Adequate time needs to be allotted for the accreditation process to be completed prior to an on-site candidating experience.  This entails the completion of an Application form, Doctrinal Questionnaire and a two-hour interview. 

Our policy is to invite only one candidate at a time. A decision should be made on 


that candidate. If he is unacceptable, a second candidate should be considered.


Multiple candidates have a tendency to polarize the church and cause division.

4.
It is imperative for the candidate's wife to accompany her husband on the candidating


experience.

5.
The Board should decide what percentage of a vote in the Board would be required 


to call a pastor. A significant majority vote should be expected but a required 


unanimous vote should be discouraged. Assurance should be given by all Elders


that they will cooperate and accept the will of the majority.

6.
The result of the vote is to be shared with the District Superintendent. An Elder 


should be careful not to assure the candidate while he is candidating that he will


be receiving a call.

THE CANDIDATING WEEKEND

1. 
Arrangements should be made will in advance so that it can be properly announced to the congregation.  Early planning also cuts air travel costs if this is required.

2.
Motel accommodation is preferred to allow some private time to the candidate.

3.
The candidate should be notified ahead of time regarding the candidating schedule and his expected involvement. Some activities that might be considered in addition to the Sunday Services are:

· An informal evening with the Elders and their wives

· An informal congregational dessert hour where the pastor and his wife could

share their life stories.
· Sharing with different age groups or ministry leaders.
· In informal time with multiple staff personnel and their spouses.

4.
The candidate’s specific ministry involvements in worship services should be clearly communicated, allowing him the freedom to help shape the order of service.
5.
A formal interview should be conducted with the candidate.  It is preferable to have this after hearing at least one sermon by the candidate. 

The Church Board should be prepared to share the results of the Refocusing process, providing an honest assessment of the church, along with its values and vision for the future.  (Remember, exaggerated reports may come back to haunt you!)  Opportunity should 
be given for the candidate to ask any questions he may have. Several annual reports, bulletins and church promotional materials should be given to the candidate for his 
information.

The Board will want to prepare a series of behavioral questions to discuss with the candidate. Here is a list of SAMPLE questions:


SPIRITUAL FORMATION
· How is your relationship with God different today than it was one year ago?
· What specific spiritual disciplines have you found most helpful during the past six months in cultivating intimacy with God?

· How is worship a part of your life 24/7?


OUTREACH/ASSIMILATION
· Tell us about some recent contacts you have had with unbelievers.  How have you gone about cultivating a relationship with these people?
· What are some tangible things you have done to make your ministry more “user-friendly” for seekers and guests?

· What approaches have you used in helping new people get plugged into the life and ministry of a local church?

TEAM BUILDING/EQUIPPING FOR MINISTRY
· Give an example of how you helped move someone from nominal to active involvement in ministry.  How did you get that person to move off the sidelines and into the game?
· Share some practical ways you have gone about building a ministry team.  What approaches have you used to train lay leaders

· Tell us about someone you mentored who is now mentoring others.  What steps do you take to ensure your ministry will flourish in your absence?

· How have you gone about cultivating “relational community” among members of your ministry team?

· Describe your best experience in leading a small group.  Tell how you have coached small group leaders?

· Tell us about the methods you have used to help lay people discover and utilize their unique spiritual gift mix.

· What approaches have you utilized to stair-step people toward spiritual maturity?

PREACHING/TEACHING
· When it comes to communicating God’s Word, what have been your most important “guiding principles”?
· Tell us about a recent series of messages you have presented.
· What steps do you follow in putting together a message?  What have been your most valuable resources?

· How do you help people apply the truths you teach?

MISCELLANEOUS
· What specific things help you balance: home and ministry?  Work and rest?  Describe an ideal “day off”.
· How would you describe your spouse’s preferred role in ministry on the spectrum below:
”Behind-the-scenes-supporter” …………………………”Up-Front Partner”

· Tell us about a time when you “hit the wall” and what helped you bounce back.

· Describe a “sandpaper” person you have had a conflict with and the steps you took to reconcile the relationship.

· What are your spiritual gifts?  How would you describe your personality type and leadership style?

· What has been one of the best pastoral staff teams you’ve been a part of?  What made it strong?
· What has been one of the worst pastoral staff teams you’ve been a part of?  What made it weak?
· In what setting do you believe you fit best and can make your maximum contribution to the Kingdom of God?

-size and type of church:

-size and type of community:

-size and type of staff:

· What are the top 3 questions you want to ask any church in which you would consider ministering?

7.
Someone should be assigned to give the candidate and his wife a tour of the community.  A good map and promotional materials would 
be helpful.

8.
Arrangements should be made to have a real estate agent available to the candidate


during the weekend to give samples of the real estate market in the area.

9.
Before departure, the Board should present a cheque to the pastor to cover all


expenses incurred for the weekend (i.e. air travel, ground transportation,meals,etc.)


The church should also include an honorarium for Sunday ministry.

ISSUING THE CALL

1.
The Board should take adequate time following the candidating weekend for prayer


regarding a decision on the candidate. This also allows time for feedback to the


Board from the congregation. A decision should be made by the Board within a two 


week period.

2.
Once a vote is taken, a decision is made on issuing a call. This decision is 


communicated to the District Superintendent. He will relate this to the candidate


along with any other relevant information. A formal letter of call should be prepared


and sent to the candidate outlining the call, salary, expected starting date, etc.

3.
The District Superintendent will expect a response from the candidate within a


two-week period of issuing the call. This will be relayed to the church. The candidate


will then send a formal letter to the church with a copy to the District


Superintendent. 


If the call is accepted, the Board will work with the District Superintendent to 


prepare for the installation of the pastor. If the decision is made not to call the 


candidate, the process begins again by considering other candidates still available.

4.
It may be necessary to arrange a second visit by the candidate in order to finalize


housing arrangements. Preparatory work should by done with a real estate agent


to gather information on houses in the price range of the pastor for purchase or


rent. This trip is at the expense of the church. If possible, the wife should accompany


the pastor. 

RECEIVING THE NEW PASTOR

1.
Once a call has been accepted, the pastor will prepare to move. He will be encouraged to compare moving costs and have his moving arrangements approved

            by the Board.

2.
The installation service should be held on a Sunday close to the beginning of his ministry.  A suggested outline for the service is available from the District Office.
3.
The Board may want to consider some of the following:

· Official welcome to the pastor by a member of the board; to the wife by a woman in the congregation; to the children by a younger person of the church.

· Encouraging the congregation to give a "grocery shower" to the pastor and his family.

· Have pictures taken at the installation for the historical record of the church.
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