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THE PASTORAL PLACEMENT PROCESS

Research into the practical aspects pertaining to the pastora
pl acenment process has yielded a wealth of information on the subject.
Wth the termnation of preachers occurring about every eighteen
nonths in the life of churches today the publications abound which
are designed to help the church find soneone they can call as pastor.
It would be good if the process could return to God calling them as
it has been reportedly acconplished in the past.

The practical aspects as reported in the followng information
are not necessarily in any particular order. An attenpt has been
made to list aspects from the leaving of the old pastor to the
begi nni ng of the new pastor.

Most congregations have a history of needing a pastor and for
that reason they should develop early on in the life of their church
guidelines which wll be followed in the event of the pastor's
departure. Fortunately for some denom nations these procedures are
al ready avail abl e.

Often forgotten in the search for a new pastor, or so it seens,
is God's part in his calling. It may be necessary for a church or
conmttee to decide first the issue of "Wwo is calling the new
pastor?" the church or Cod.

A self-study is a worthy aspect of any pastoral placenent
process. The church body should determne what they see as the
m ssion of the church. This mssion can |ater be matched with the
appropriate candidate with skills to nmeet the mssion statenment of
t he church and congregati on.

A truly insightful group of people will recommend that the body

reflect upon the past. They need to answer the question "Wat were
the previous problens wth the pastors?" which served their
congregation. |Is the problemthe pastor or power brokers with in the
church?

Prospective pastors for the pastoral placenent process need to
be identified. This can be done by soliciting resunmes or through an
application process and reconmendations from interested parties. A
full pool of prospects will make for better conparison of applicants
and their qualifications.

The practical aspect is of course to decide which candi date best
neets all expectations (wthin reason) and call him to serve as
past or. Wile this Ilengthy process takes place it mght be
appropriate to consider using a consultant and/or an interim pastor.
These individuals can help a congregation focus on such things as
their m ssion, past, and the needs of the church. This can also be a
time for grieving for the lose of the previous pastor and a tine to
face the problens of the past, as well as those about to occur.
Psychol ogi cal issues nust be dealt wth, as well as internal



di fferences between nenbers. A poorly handled sel ection process can
result in a church split. Menbers who are dissatisfied will vote
with their feet by joining another church which is not at that tine
in conflict in their opinion.

Much can be said for the calling of a pastor with the distinct
pur pose of keeping himfor a long tine. It is conmonly believed that
| ongevity in the pastorate is beneficial to both the pastor and
congregation. This should also be the case with any associate staff
menbers. These people have a real stake in the total outcone of the
sel ection and should be given all due consideration.

A serious look at the biblical basis for pastoral qualifications
can be obtained by the reading of 1 Tinothy and Titus. No search
commttee should overlook this practical aspect of what a pastor is
according to God's Word. Some problens can be elimnated if these
gui delines are the basis for selection.

There is a cost for any endeavor, and the calling of a pastor is
expensi ve and nust be consi dered. Dependi ng on the |ocation of the
called pastor and his |living arrangenents, the relocation and noving
expenses could be nore than the church can afford. Cost of the total
pastoral placenment process needs to be taken into account.

Learning from the past, and not naking other pastoral conmttee
m st akes, nay neke the process easier. Comm ttees should consider
di scuss the process with nenbers of previous conmittees with in their
church or with other church of their denom nati on which have recently
made changes in pastoral staff. Tinme is noney. A practical aspect
of the pastoral placenent process nust take into account that nore
time will be spent on the selection of pastor than any other position
of service in the whole church. The loss of tine is an inconveni ence
which is a by-product of serving on the selection commttee.

It is extrenely inportant that representation by all nenbers of
the congregation be a major concern. Too often the elderly and wonen
are being ignored in the pastoral placenment process. Deacon boards
are not representative of the church body.

A procedure is needed to ensure that the congregation is not
i nfluenced by nultitudes of preachers parading through the worship
services. The best preacher may not necessarily be the best pastor
for the job.

The pastoral placenent process should be made in as short a
period of tine as possible. An established procedure, whether from a
book, or self-designed, should be used and followed to bring the end
results as rapidly as is humanly possible. Tine, noney, and patience
are at stake and the | onger the process the nore that is |ost.

The congregation should use a process which fits their needs.
Part of this should be their devel opnment of a preacher profile. This
profile should be a conposite of what each nenber thinks the
prospective candi date shoul d be.

Sonme type of assessnent nethods should be devel oped in order
assist with the selection of a pastor. The comrttee should consi der
using a formfor collecting pastor information. They should | ook at



references supplied by the candi date. For legal reasons credit
checks and police records nmmy be appropriate assessnent tools.
Certainly, the analysis of the recordings provided by the prospect is
i nportant. The conmttee should have a neans of evaluating the
answers to the prepared list of questions used in the personal
interview. This list can be devel oped from 1 Ti not hy.

Several other practical aspects to be considered are the salary
and benefits, congregational expectations, history and church policy,
and the care and feeding of the new pastor and his famly to name a
few. Now consider an aspect which nmay hel p one understand the tota
aspects of the pastoral placenment process. This aspect is that, npst
everyone on the selection conmttee, if not all of them have never

been in an interviewing or hiring capacity before. Many will learn
"on the job" what it takes to call a pastor. Each i ndi vi dual
conmttee nenber should put hinself in the position of the

prospective candidate to see how the procedure is neasuring up to
God' s st andar ds.

Most inportantly in the process of finding a pastor is the
absol ute necessity for prayer. One cannot have too much prayer in
finding the right pastor for God' s people.
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CHURCH QUESTI ONNAI RE FOR THE CANDI DATE

NAVE OF CHURCH

ADDRESS

STATE/ ZI P
PERSONAL PASTOR | NFORMVATI ON FORM
(use additional paper as needed)

Dat e

Nanme

Addr ess

Hone Phone O fice Phone

Date of Birth
Married (Wen)
Di vorced (Husband or wife)

Date of License
Date of O dination

Are there any physical or nental handicaps which may affect your
mnistry?
If yes, How do they affect your mnistry?

Have you ever been convicted of a felony or m sdeneanor?
If yes, explain.

EMPLOYMENT (List from present to past)
Nane

Addr ess

Phone

Job Title

Type of Work

Dat es of Enpl oynent

Reason for | eaving

EDUCATI ON
For all schools attended please provide the follow ng infornation.
Use separate sheet of paper

Nane and Location of Schoo
Type of school
Course of study



Nunmber of years conpl eted
Degree and year received
Li st other experience which may be relevant to position.

Fam |y I nformation
Wfe's nane
Chil dren' s nanes

Pl ease use a separate sheet of paper for the follow ng.
Descri be your conversion experience.

Descri be your call to the mnistry.

What is your pastoral or Christian service experience?

What do you believe concerning the inerrancy of God' s word?

What does the Bible say concerning abortion? Wat is your position
on this issue?

What does the Bi bl e say concerni ng honosexuality?

Do you condone abortion, honposexuality, ordination of wonen or
honosexual s, honbsexual nmarriages? Please explain where necessary.

Pl ease discuss briefly your strengths and weaknesses in the follow ng
ar eas.

Past or al

Preachi ng

Tr ai ni ng

Fi nance

Bui | di ng

Visitation

I nterpersonal skills
Leader shi p
Associ ati on

St ate Conventi on
Nat i onal Conventi on
M ssi ons

Di sci pl eship

(O hers, your choice)

List at least three references who can attest to your pastoral
ability and noral character.

G ve nane, address, city, state, zip, phone.

Do not |ist references that you do not wish to be contacted at this
tinme.



Perm ssion is granted to contact references which have been provi ded.
(Sign here)

CANDI DATE QUESTI ONNAI RE FOR THE CHURCH

Pl ease provide the following informati on which may assist in a
better understandi ng of your church.

If menbers of the congregation were asked "Wat is the mssion of
your church?" what would be the reply?

What | ong range planning is presently in place?

Wien was the |ast self-study conducted by the body? Is that study
avai | abl e?

What statistics are avail able concerning the condition of the church?
i.e. attendance records or reports.

What is the communities perspective of the church? Respected? Lack
of influence? Describe comunity.

What are the strengths of the church?

What are the weaknesses of the church? Wat is being done to correct
this?

What is the vision or priority of this body for the next five years?

Is there a current constitution and by laws available to the
candi dat e?

Is a church budget available and what is the process used for
accountability?

What are considered to be the |eadership positions within the church
and how are these | eaders sel ected?

Briefly describe the church history.

Wat was the length of tenure of the last five pastors and the
reasons for their departure?

What facet of the church body do each nenber of the conmmttee
represent?

What are the expectations of this church for the pastor's wfe?



OQUTLI NE OF PASTOR SEARCH PROCESS

CANDI DATE - Resune with cover letter expressing interest in vacant
position sent to pastor search conm ttee.

CHURCH - Acknow edges recei pt of resune and provides a tentative tine
schedul e for conpletion and call of pastor.

Devel opnent of salary and benefits package should already be
conpleted. It can be adjusted upward if appropriate.

CHURCH - Committee reviews information received by candidates and
sends one of two docunents.

1. Pastoral information formw th deadline for returning.

2. Letter stating church does feel led to continue considering them
for the position.

CANDI DATE - Promptly conpletes information form and returns to
committee.
CHURCH - Conmttee assunes non-respondents to information form no

| onger interested and sends them letter thanking them for their
interest, but stating they are no |longer being considered for
position.

CHURCH - Conpleted forms should be reviewed by commttee. Those
neeting the established criteria for continued consideration are
asked to provide any additional information or clarification along
with two audio or video tapes of recent nessages delivered. Notify
candidates at this time that references may be checked.

Those not neeting the established criteria are sent a letter that
they are no | onger under consideration because they do not neet the
needs of the church at this tine.

CHURCH - Conmittee nenbers after hearing tapes should record their
response on the form for evaluating the nessages. This preaching
formalong with the information form should be prayerfully consi dered
in light of needs of the people at this time in the life of their
church. After prayerful consideration all nenbers should rank order
all remaining candi dates. The ranking should be the order which they
wi sh to continue to consider the candidates. i.e. first, second.
These ranks are tallied and a commttee consensus ranking 1is
obt ai ned.

CHURCH - Conmittee contacts the nunber one choice and sets up an
appoi ntnent for a personal interview. Questions should be devel oped



by commttee nenbers to be asked of all interviewees prior to first
i ntervi ew.

CHURCH - After interview individual should be notified whether
commttee wishes to continue the process with this candidate. |[If not
the candidate is so notified and conmttee request interview wth
second ranked candi date.

CHURCH - After the interview should the commttee desire to take a
candidate to the next step arrangenents should be nmade to the
i ndi vi dual preach sonewhere other than at the calling church.

CHURCH - After hearing candi date preach should conmttee not wish to
continue his consideration he should be so notified. The comm ttee
should then invite the next ranked applicant to interview

CHURCH - Conmittee desiring to continue after hearing preacher can
now reconmend to the total church body that the candi date be invited

to preach for themin view of a call. Salary and benefits should be
finalized as part of call. Menber interaction time wth candi date
may be arranged. I.e. a reception. Mot el and restaurant

accommodati ons should be provided by church. Travel i ng expenses as
wel | .

CHURCH - The body now votes to call. If call is not extended or
candi date declines call commttee invites next ranked candidate for
i ntervi ew.

CHURCH - If candidate is called and accepts notify candidate in
witing of terms of salary and benefits, and any other requirenents,
and request a witten response. The candidate should be given

sufficient time for prayer.

CHURCH - After acceptance of call commttee should send sincere thank
you letters to the renmai ni ng non-intervi ewed candi dat es.

CANDI DATE - G ve reasonable notice to present church and prepare to
nove.

CHURCH - Conmmittee should arrange for paynent of any required
prelimnary noving expenses. i.e. deposits.

CHURCH - Sel ection conmmttee should disband and be recogni zed by the
church for their service.

CHURCH - A new commttee should be fornmed for the purpose of noving
and hospitality for new pastor.

CANDI DATE - Leave the church you had been serving graciously, this



is not atinme for negative comments or conduct.
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