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 SEQ CHAPTER \h \r 1Suggested Pastor Search Process

1. 
Select/Enlist the Search Committee/Team/Task Force. Set up your committee’s Protocols or Operating Principles of how you are going to meet, make decisions & function & then stay accountable to them.
2. 
Respect the Process – You are the representatives of the larger body (do not serve with a personal agenda or for a constituency in the church);
1) 
Remember the Principle of Imputed Trust  (Since trust is earned, the trust level of the congregation for the new pastor is a function of the trust the committee has gained through the search process – poor process equals low trust level for the new pastor upon his arrival).

2) 
Confidentiality (Information about persons under consideration or information about Committee deliberations should not be shared or discussed with any individual outside the Committee until the Committee is ready to make a recommendation.)

3) 
Congregational Communication/Information (The Committee should report to the church as often as possible to explain what the Committee is doing.)
4)   
AVOID the temptation for Convenience! There will be sincere people in or around the church that will recommend pastors to call that they or the church knows…to by-pass the search process! Don’t do it!
5)  
Pray, Pray, Pray! Seek Jesus often in this process because after all, this is His church!

3. 
Let a separate committee/group recruit an interim pastor.  Impress to that group that the interim pastor should not be considered for the permanent position.  It is almost inevitable that church members may express a desire that the interim become the permanent pastor.  The eligibility of the interim as a candidate for the permanent position undermines the search process.

4.  
*Guide the church through a self-study to determine needs and concerns of the church, as well as the desired qualities for the prospective pastor/minister.  Using this information create a Prospective Pastor Profile.
5. 
*Develop an information packet on the church to share with the candidate during the deliberation process.  Chart and explain church statistics for at least the last five years.

6. 
Develop an information packet on the community to share with the candidate.  The Association can help provide demographic information and church data.  The Chamber of Commerce can usually provide information on housing, entertainment, businesses, projected growth/etc. for the area.
7. 
Review and update, as necessary, the job description for the position.

8. 
Correlate with the Personnel Committee and the Budget/Finance Committee (as applicable) to establish the compensation package for the position.

9. 
*Develop a list of names of candidates for the position.  Stay with Southern Baptist circles in receiving names.  Start with the Association.  Post your opening with the State Convention.  Receiving more is not usually better. Avoid posting the position at www.churchjobs.net. Establish a cut-off date for receiving resumes.  Do not accept recommendations without the accompanying resumes.  Establish a process for using the resumes to determine the number one candidate for the position.  A possible process:  each member of the Search Committee would receive a copy of each resume being considered for the position.  Using prayer and the Prospective Pastor Profile, each member would privately rate the resumes in order of preference (e.g., the resume that seems to be the best from that member’s perspective would be rated #1, and so on).  At the next meeting, the chairman would obtain the resume rating from each committee member.  The rating numbers for each resume, as assigned by the committee members, would be totaled.  The 5 resumes with the 5 lowest totals would then constitute the committee’s top 5 candidates.  The committee members would then take these 5 resumes home. With prayer, each committee member would rate these 5 resumes in order of preference.  At the next meeting, the chairman would again obtain the resume ratings from each committee member and total the rating numbers for each resume.  The 3 resumes receiving the lowest totals would constitute the committee’s top 3 candidates.  At this point, the committee would discuss the apparent strengths/weaknesses of the top three candidates, based solely upon the information supplied by the resume.  One more time, the committee members would go home, pray, and rate their order of preference for these top three candidates.  At the next meeting, the committee’s #1 candidate would be that individual who received the lowest rating total. 

10. 
Thoroughly investigate the individual who is determined to be the number one candidate.  To minimize conflict and to encourage consensus, the Search Committee should deliberate with only one candidate at a time.  Always do at least 2nd tier references checks (ask references for references).
11. 
Arrange to observe the candidate at work, if possible.  If not practical to visit the candidate on his field of ministry, use video and other media to evaluate the candidate.  The Committee should be very thorough in the investigation of the candidate's background (resume), financial dealings, doctrinal beliefs, family relationships, leadership style, and references.
12. 
 SEQ CHAPTER \h \r 1Before a personal interview with the candidate, have him write his philosophy of ministry/leadership, define his core values, describe his ministry vision, and declare his statement of beliefs.  Evaluate his beliefs by comparison with the “statement of faith” adopted by the church (usually a part of the church’s constitution/bylaws). 

13. 
Interview the candidate.  Prepare for the interview by establishing a list of questions.  Focus questions on behaviors (behavioral questions) not dreams, plans (what he would do). (See ADOM).
14. 
When announcing the Committee’s choice to the church, distribute the candidate’s resume to the church and schedule a get-acquainted weekend (at least 3 days).  Give the church at least 3 week’s notice.  Arrange for the candidate to preach at all services.  Arrange various informal gatherings. Schedule times for the candidate to visit with the staff, deacons, ministry leaders, organizational leaders, and the various age groups of the church.  Schedule a question/answer time to allow church members the opportunity to satisfy their concerns. (Think courtship, not just a dating situation).
15. 
Based upon the successful conclusion of the visit, recommend the employment of the candidate, as appropriate.  Schedule the church vote one week later than the get acquainted weekend visit to allow the church members and the candidate one week to earnestly pray about the matter. The less the Committee is perceived to rush the process, the more confidence is engendered by those church members who might be cautious. (At the least, wait until a later time on that Sunday). Always conduct the voting process in accordance with the requirements stated in the church’s constitution and bylaws.

16. 
When the vote is taken, communicate the results of the vote and notify the candidate of the vote results.  Receive his reply, and communicate this information to all concerned.

17. 
Assist the individual in his transition to the area, and schedule a dedication service.

18. 
Keep the Search Committee in place for at least 3 months after the call of the new pastor/minister to act as a support group for the pastor/minister and to assist everyone in interpreting the Job Description and Covenant Agreement.

Pastor Search Rules of Thumb

In zeroing in on a prospective pastor, here are some rules of thumb for a committee to seriously consider:

1. 
After a pastor has been at a church for one year, the church begins to take on his personality.

2. 
A church will never grow beyond its pastor---spiritually; Biblically; evangelistically.
3. 
A pastor will never grow, or grow a church beyond his leadership, vision or comfort level.

4. 
Consider the pastor’s background and track record. Has he led growth, decline, or to maintain?

5. 
When a Search Committee begins to tire or become anxious or discouraged, it quietly moves into a different mode.  Subconsciously, it moves to “just find someone”.  It begins to ease its requirements/expectations and gives less attention to do homework and background checks.  The goal becomes “fill the position”.   Rationalizations are made.  The qualifications become:

1) 
“Is he available” and 2)
“Is he cheap?”  

6. 
Some pastors say that they have 20 years experience, when in reality they have 4 years experience repeated five times.
Remember:   a Church has the right to ask God for, and expect from Him, the very best man possible.
Develop a Prospective Pastor Profile:
1. 
Consider age;

2. 
Consider family situation;

3. 
Consider education;

4. 
Consider pastoral experience

5. 
Rank pastoral responsibilities by priority (list top five):

1) 
Sermon preparation and preaching ability;

2) 
Church leadership responsibility/style

3) 
Visitation of Church members;

4) 
Visitation of prospects;

5) 
Counseling/Advising Church members;

6) 
Hospital/Nursing home visitation;

7) 
Administration/Office Hours;

8) 
Church Committee Involvement

9) 
Personal evangelism/witnessing;

10) 
Personal prayer life and devotional time;

11) 
Denominational service (association, state, SBC);

12) 
Community Involvement.

6. 
Consider personality traits.

7. 
Consider doctrinal beliefs.

8. 
Consider personal vision/ministry desires.

Develop a Church Profile:
1. 
Core Values of Church;

2. 
Mission/Purpose of Church;

3. 
History of Church (statistics of last five years);

4. 
Vision for Church;

5. 
Strengths of Church;

6. 
Weaknesses of Church;

7. 
Challenges for Church;

8. 
Needs of the Church.

How to Find Candidates:
1. 
Only accept resumes – never oral or written recommendations without a resume.

2. 
Ask and encourage church members to submit recommendations (resumes).

3. 
Contact the Associational Director of Missions for resumes.

4. 
Post the opening in the State Newsletters and web site.

5. 
Contact Southern Baptist seminaries for students/former students who meet your prospective pastor profile.

6. 
Never contact an individual to request a resume.  If a member of the Search Committee is interested in considering an individual, find a third party who can/would submit that person’s resume to prevent the appearance of favoritism by committee members.

*Denotes additional information on page 3









