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PULPIT COMMITTEE RECOMMENDED
COURSE OF ACTION

The following items are simply recommendationsdhduld be considered and a
decision on the order in which the actions aregdaiken should be made before moving
to the Interviewing Stage

1. Obtain Ministerial Data Forms from ‘Qualified’ proscts.

* Occasionally, when a Committee is first electedrehis one prospect who
is well known by the congregation and who, in tphenamn of the majority
of the Committee, is a Qualified Prospect who mgbdsibly quickly
become the Primary Candidate. This generally agcituchurches with
full time staff (Associate or Assistant Pastors).such cases, it is both
practical and polite to deal with that possibledidate first. Practical,
because if he turns out to be the choice of thgm@gation, many months
of unnecessary work may be avoided. Polite, becHu® turns out not to
be the choice of the congregation, he knows thdy eaough that he can
make plans to move on to another call himselfis(#eldom wise to tell a
newly called Senior Pastor that he must agree t& wdh an Assistant or
Associate who the congregation insists must remdinvas once called
to a church when, at the second meeting of theitRQtpnmittee, they
discovered that my name had been recommended tofdlie seven
members from four separate, independent sourcesdIblss to say, |
became the Pulpit Committee’s first (and only) ddatk.)

* If no such immediate ‘Qualified’ Prospect existger the normal search
for Ministerial Data Forms (MDF’s) should take pdacThis process
should be ongoing at least until you are ready ¢oerto a final face-to-
face interview with your primary candidate. White denominational
offices will send copies of MDF’s in large numbafsequested, it is
often best to first seek recommendations from atirethe PCA (former
pastors, pastors in the Presbytery, former mentfdare church who have
moved on to other churches, etc.) and ask for recemadations from
them. Some might refer to this procedure as thac8fied Good-Ole
Boy Network.

2. Whatever the source of the MDF’s the next stepiligtfe Committee to
review them and sort into two or three categosesh as:

* Prospects that do not meet minimum requirementtettédr should be sent
to them IMMEDIATELY that their names will not be msidered. You
should give them at least a basic reason why (m@gh experience, not a
match of gifts and needs, etc.)



* Prospects that meet minimum requirements. Theylmeagubdivided into
two categories, or all treated the same (use Upee). Possible
subcategories are:

o Lower Tier. You are not ready for sermon tapesfthem, but
do not want to remove them from the pool. A lefleould be sent
to them IMMEDIATELY that their names are still ooy ‘long
list’ (use that term — prospects understand it) youlwill get back
to them within 30 days to update your progresse $BRE to keep
that 30 day promise and continue at regular intervilo prospect
should go more than 30 days without hearing fromn. yo

o Upper Tier. You are ready for sermon tapes froemth Contact
them (phone, email, letter) and ask for TWO tap®gsecify one
must be the most recent sermon preartiedother may be a
sermon of their choice. Be sure they identify viang which.

Committee listens to sermon tapes. It is recomraéitidat all members listen
to all tapes. Members should make written notesbaiments, impressions,
and/or questions while they are listening and btirgge notes to the meeting
at which the prospect will be discussed. Aftecdssion of sermon tapes, a
decision should be made whether to reject, to keefong list’ or to move to
‘middle list’. An appropriate letter should be sémthe prospect indicating
this action.

Telephone interviews should be scheduled with angpect that makes the
‘middle list’- and the interview should be condwttes quickly as possible
after that determination is made. It is recommerttat you schedule TWO
phone interviews on the same evening (one at 6:4%5Pklat 8:00PM). That
reduces the number of meetings required for thenuittee. And that means
that you have at least two names on your ‘shdftdefore proceeding to this
next step. (Interviewing techniques will be covknre a separate section of
the seminar.)

After telephone interviews (and any needed follgnisicompleted) a
determination should once again be made and tlepect either rejected,
moved back to the ‘long list’, or moved up to adghist.” Again, a letter
should be sent to the prospect outlining the adaéen.

For prospects moved up to the short list, the Refs Checks should then

take place.

» Check ALL primary references given by the prospets.many different
members of the committee as possible should bdvedan this process.
No one committee member should ever check all eafas for any
prospect. A set of questions to ask all referesbesild be developed.
The person making the reference call should writettoe responses in
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some detail and clearly enough that others maycepts of their notes.
Written reference reports should be sent to allro@tee members prior to
the meeting at which that prospect will be discdsse

During each primary reference call (usually aslés¢ question on the list)
the reference should be asked to give the namelaoie number of at
least one ‘secondary reference’. The committee lneermaking the call
should have the prospect’s own written list of @ignreferences to be
sure that the offered ‘secondary reference’ isatrgiady on that list. Keep
asking until you get the name of someone not onitiitzal list. If the
prospect did not include anyone from his currentrch on his primary
list, seek to get the name of a secondary fromdhatch. Immediately
inform others making reference calls of the nam#efsecondary
reference you have obtained (to avoid duplicat@$)e ‘secondary
references’ can then be contacted using the it@dedures — or they can
be referred to Metokos Ministries if the committeees not have the time
to make the secondary calls

After reference checks, if something turns up bratgs the decision
either to eliminate the prospect from considerationecessitates moving
back to the long list, make that decision and imiatety notify the
prospect of the action. It is the committee’s deci whether or not to
notify the prospect of the reason this action heenltaken — it is best if
you say something.

Visits to hear prospect preach. This step mayeqgiossible or practical with
each prospect, but is strongly recommended.

Two or three of the committee members should travikar the prospect
preach in his own congregation. He should NOT dtdied in advance
that you are coming. If he is an assistant/assaa@amember of the
committee should contact the senior pastor to deter when the next
opportunity might be available and ask the senamtqr to keep the trip
confidential. (If the senior pastor is NOT on firespect’s list of
references, contact someone from the current chwinchis on the list. If
there is no one from the current church on thedshtact the church
secretary.)

Those who travel should arrive at the church séplgrédrop one off at
the door before parking), should sit in differeatts of the church (make
that decision ahead of time - one right front, taferear, one center
middle aisle, etc.) After the service they shaelirn separately to the
parked car and then immediately go somewhere thatgn record your
impressions and questions. (Having a tape recandée car might be
helpful — it is easy to lose impressions after exestort interval of time.)



» After returning from the visit, report to the fadmmittee, and make a
new decision as to placement (remove from list, enoack to ‘long list’,
or keep on short list). Notify the prospect ofthaction immediately.

Prioritizing the ‘short list’. At some point it {gossible that one prospect will
stand far above all the others on the ‘short lidf that is the case, you have
your primary candidate identified. However, thare situations where two,
or perhaps as many as three, seem nearly equtiode cases it is necessary
to prioritize them in some manner. Several optiamespossible to help that
decision be made.

» Do a professional employment reference check. mMawy contract with a
professional agency on your own, or perhaps someniiee Committee
has that ability through their vocation. In eitisase, you will have to
obtain a written authorization from the prospe8ince very few Pulpit
Committees take this step, the prospect may hegtagrant permission.
It is frequently helpful to let them know that aut@l party is doing the
check and the committee will only be receivingedtér-grade’ report
without details. (It is also useful to do a profeaal employment
reference check on a single primary candidate éf lnas emerged.)

* Whether or not you complete the professional emmplayt reference
checks, you must then sit down and vote as a caeen(alternates do
NOT vote). Itis suggested that you take the \mytputting all the names
on the short list on a ballot and then having eaxting member put a
number (from 1to 100) alongside that name. Themtimbers are added
up and the one receiving the highest total is ifledtas the primary
candidate.

Interviewing the Primary Candidate. While some oattees bring two or
three ‘short list’ candidates to the area for feméace interviews, it is our
recommendation that this not be done. It becomeg difficult for a Pulpit
Nominating Committee to remain unified if they rarhorse race’ and people
develop personal relationships with prospectshdfcommittee has done its
homework fully you will almost certainly end up wia clear indication of
your primary candidate. If there is a rare sitathat the vote at the end of
step number 8 still results in a tie, you mightgider bringing in the two
men, with the knowledge and understanding thatlitthen be very likely
that the committee will not end up with a unanimeate. The following
process is recommended for the face-to-face, drt Biterview.

« DO NOT BRING THE CANDIDATE TO YOUR CHURCH TO
PREACH! Arrange for a nearby church to invite horsupply the pulpit
for them and the entire Pulpit Nominating Commitgeeto hear him
preach in person. In this case, the committeesttangether if they
desire.
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Be sure the candidate brings his wife (if he isned) with him, and if at
all possible, that he bring his children. It isyw&elpful for the committee
to meet the entire family. Be sure to make arramgygs for the wife
and/or children during any formal interviews of tendidate. It would be
appropriate to have the wife of a male pulpit cotte®i member meet her
and take her home, shopping, etc. during that gerio

During the weekend of the preaching engagemewtyahe candidate and
his family at least one day to look around the camity. If they desire,
schedule an appointment with an area realtor whashaw them the
community as well as possible homes to rent orlase. If the
congregation owns a manse, give them plenty of torieok it over and
even to measure room sizes, etc. If they desivestbschools, be sure
appointments are set up on a day the school stafesent.

Schedule a time for a formal face-to-face intervieith the candidate.
Most committees do this in conjunction with a lueach right after the
sermon on Sunday, unless the candidate’s trave$ pkguire him to leave
then. Do NOT include the wife in this formal inteaw. (If he or she
insists that she be present, go ahead and prolcaeday, but be aware
that you are looking at a marriage where the maroiexercising full
spiritual oversight.) During the interview be stwandicate to the
candidate what the minimum financial package isasidhim to indicate
— either then or in the near future — whether dntns sufficient to meet
his needs. There is a separate section concegtentents of this formal
interview.

If possible, schedule several meals in the homesilpit committee
members during this visit. Be sure that each palpmmittee member
participates in one of these informal meals.

Schedule a time for the candidate and his familpdé at the church
property and facilities. Care should be takeat ill possible, to do this at
a time when it is unlikely that other church mensbeill be in the facility.

Making a decision on presenting a candidate t@wtimgregation. After the
primary candidate visits (NOT DURING THE VISIT) tfailpit Nominating
Committee should meet and decide whether or nptasent the primary
candidate to the congregation as the ‘Official Gdat.” UNDER NO
CIRCUMSTANCES SHOULD MORE THAN ONE CANDIDATE BE
PRESENTED TO THE CONGREGATION. In scheduling frecess for
the official candidate to be presented, the follgypitems should be
considered.

The candidate should bring his wife with him, agdia, if possible, his
entire family.
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Several informal social events (usually in conr@tivith meals, such as
breakfasts, luncheons, dinners, desserts) showdHhssluled with a good
cross-section of members of the congregations MOT necessary that
everyone participates, but make it as open a psaaepossible.

The candidate will have to meet with a committe®@sbytery. Check
with them to see if this can be accomplished dusiage trip (especially if
the candidate lives a long distance away).

The candidate will have to meet with the Sessiany theological issues

that have surfaced during previous interviews sthéel brought to the
attention of the Session at this point.

» Itis recommended that the candidate also meetamyhother leadership
individuals/groups that the Pulpit Committee bediésy important to the
process (any paid staff members — ordained orDedcons; Worship
Team; Women-In-The-Church; Children’s Ministry; gtc

* The candidate should be asked to lead as mucleafanship service as
he would should be become the pastor.

» The candidate should meet with those individuadpoesible for

managing the financial package and terms of thHeaaal ensure that there

is full agreement as to the suitability of the term

Making the request to the Session to call a meetintge congregation to vote
on the candidate. This is the final step in thexpss. The Pulpit Nominating

Committee should meet some time during the weekeadiately following

formal visit of the candidate and his family ankiga final vote on whether to

recommend the candidate be called as Pastor.appsopriate for the
committee to ask for feedback from the congregation it is suggested that
this feedback be in writing and that the commitiespare a one-page form
with a few areas for comment defined, such as pragcpersonality traits,
family, etc. AND that these written feedback ingtents be turned in to the
designated pulpit nominating committee by a fixatedcand time. If the
committee votes to recommend the congregation lexlda meet, the

Session should be notified and asked to meet fwitihre next Sunday service

so that the required minimum one-week notice ofntieeting may be given.
DO NOT LET MUCH TIME GO BY BETWEEN THE VISIT OF THE
CANDIDATE AND THE MEETING OF THE CONGREGATION.

If for any reason the committee decides not tomenend that candidate be
called, the Session should be notified and a mewiodie committee be
allowed to report that decision to the congregatibthe next Sunday
worship, and then the committee will go back tortb&t name on the ‘short
list’ at Step Number 8 and start again. (Do nosihecked if this occurs; it
happens in a high percentage of cases.)



TELEPHONE INTERVIEWING

Telephone interviewing should be utilized as a ement way to gather data from a
prospect, and as a method to start to learn e &tibut his personality and perhaps to
measure his level of openness/honesty, but shoOl@l bk used as tool to look at his
gifts as a minister. Telephone skills are just tha set of skills that people have to
different degrees. As a minimum, you want yourister to have some competence
on the telephone — frequently he will be called whecrisis is going on in someone’s
life or family — but no major decisions should bada solely on the level of his
telephone skKills.

1. Actions to be taken prior to the Telephone Intewie

* Send a document to the prospect with the names akdtch of the
background of each member of the committee who nlighparticipating in
the interview.

» Send a copy of as much of the Survey Researchtisemibre desired. Include
a cover sheet from the committee calling thosegthiyou believe are
important to his attention. Be sure to include sajuestions you want him to
answer on the phone interview on this material el. w

» Make up a written list of questions to be askedrdythe interview. Most of
these questions will be the same for all prospéxigiever, it should be
personalized to gather data that you determineesled after reading the
written documents.

* Every member of the committee should submit questfor the list. Some
may submit more than others, but everyone shouldvmdved in the process.
Remember, these questions should seek to gatteer Betd out what the
prospect knows or feels about specific issuesatetmportant to your
church. Also, seek to clarify anything that wasigtnpletely clear in the
written material he submitted.

* Some (not all) of the questions should be serfigéptospect in advance.
Particularly any questions about details that mighe some thought (or even
research) to answer fully. The purpose is to gadhé, not to put the
prospect on the spot.

» Prioritize the order of the questions so that thbag could be answered in
writing, if necessary, are at the end of the list.

» Try to schedule two phone interviews on the sanemieng. Since the length
of the phone interview should be between 45 anchiBites — scheduling
them and hour and 15 minutes apart should be atee(pig., 6:45PM and
8:00PM).



. Setting up for the actual meeting:

* Everyone should be in place at least 15 minutesrbehe first call is to
begin.

» Check out the equipment; place a call to a preWodissignated person to test
the system and the placement of equipment so eneryan be heard.

* Place committee members with the strongest voioggtion farther away
from the speaker than those with less projection.

* Do NOT try to use a phone instrument with a builspeaker. Cam Coble
may have some computer based technology that casdae

» Determine ahead of time who will ask which quedispn Everyone should
have a full printed list of the questions (bothgtdhe prospect had in advance
and those that will be fresh). Questioning shgudd proceed around the
room in order. Itis good for people to ask questithat were originally
submitted by someone else. And it is important éivaryone ask roughly the
same number of questions. Prospects will be triergsyche out the
committee, determining where the power lies, whewhat pet peeve, etc. —
do everything you can to discourage and avoid this.

. During the actual phone interview:

* As soon as you are connected and have completexbtimel check with the
prospect, ask his permission to record the contiersa Frequently you need
this because one member is not able to be pre#idatalso good to have a
recording in case you need to refresh your membayaandidate’s response.
Also, you may want the share the tape of the respwonth an outside party,
such as Metokos Ministries, for advice and counsel.

» Try to set both environments in the minds of theip@ants. Have the
candidate describe where he is sitting. Is higwiith him or listening in?
Describe the room the committee is sitting in. WkxsB1g the candidate is
facing the group in the position of the speakék hien who is sitting where,
starting from farthest left to farthest right.

» Explain to the prospect that the questions wilhtetfrom one member to
another. Any member who needs clarification omswer will be free to
ask a ‘follow-up’ question.

* Encourage the prospect to be brief — but allow thienfreedom to provide
detail if he believes it is necessary. Tell hirattifi at the end of one hour all
the questions are not been asked, that they wskbé to him by email for
written responses.



* At the 45 minutes point, the Chairman should angeuhat fact so everyone
knows it will wind down in the next 15 minutes.

4. After the interview is concluded, each committeemher should take 10 minutes
privately to write down their personal reactiondter the second call, the
committee should then discuss and vote on thestegtto take with each
particular prospect. One possibility is to subanfurther list of written questions
before making a final decision. In any case, lre smkeep prospect apprised of
where he stands in the process at all times.

SAMPLE QUESTIONS FOR TELEPHONE INTERVIEW

Many questions will come to the minds of committeembers as they are reading the
written materials submitted by the prospect. alet,fcommittee members should be self-
consciously looking for questions as they read.

There are some questions that are more genermtuma) and deal with issues common to
nearly every pastorate. Following is a list of xnich questions, along with ideas of
how to include one question in the written listegivto the prospect ahead of time, with
suggested follow-up questions to be asked in tlephene interview.

Remember, these are just samples. Only includsetirom this list that the committee
feels are important in your own situation — andaiaty include many more questions
that you develop on your own.

1. If you had to make a choice of spending an evewiitig
a. Visiting the non-Christian husband of a church mendnd presenting the
gospel to him, or
b. Visiting with a man who has just made a professibfaith and joined the
church to begin a discipling relationship
Which one would you choose? Why?

2. Other than visiting with out-of-town family, wheg your favorite vacation?
3. Written: What are the last three books you haee purely for spiritual
enrichment and devotions?
Telephone Follow-up: What is the most significgpiritual issue you are
working on in your life right now?

4, Written: What are the three most recent bookshaue read in the area of
church growth and vitality?

10



10.

11.

12.

13.

14.

Telephone follow-up: What have you learned from ahthese books that
you have tried to utilize in your current church®w did it go?

Many, if not most, PCA preachers lean to one sidbecenterline of
emphasizing law or grace in their preaching. Guhe past 50 sermons you
have preached, how many would you estimate have heahing to the ‘law’
side and how many have had a leaning to the ‘giside?

Written: Our church is in a small Presbytery (tisebout to get smaller).
How would you try to balance the pressure you fe#ll to be involved in
Presbytery work with the needs of being a paster growing church?
Telephone follow-up: What area of Presbytery woidst interests you?

How important is it to you that at least one of Bwding Elders in our church
would attend General Assembly as frequently asibless

Written: Which conferences (either in the PCA Isewhere) have you
attended in the last five years?

Telephone follow-up: What is the best sermon yavehheard in the last five
years? Who preached it? What was the topic?

Written: Would you describe your counseling gédtsbest suited: for crisis
intervention or long-term therapeutic work?

Telephone follow-up: Briefly describe your mosteat crisis intervention
counseling situation. How did it go?

Why are you ready to leave your current work? thigy are without call, ask:
Why did you leave your last work?

Written: Describe any short-term mission experésngou have had in your
ministry.

Telephone follow-up: Do you believe a short-terission trip to another
country is really worth the cost ($1,000 and uguding travel)? Why?

Written: Many preachers read or listen to sermenten by others. Who
are your favorites?

Telephone follow-up: Recently in the PCA there basn a rash of cases
involving verbatim plagiarism of the sermons oferth How do you credit
the work of others that you use in your sermons?

What is the average length of Session meetingswatghurch? Would you
consider this to be too short, too long, or jusiwhight?

Written: If you were needed to teach a Sunday S8lctlass in the church, but

had your choice of age groups, which would you skodViixed Adults,
Young Men, Teens, Juniors, Primaries, 4-5’s, 2-3's?

11
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16.

17.

18.

19.

20.

Telephone Follow-up: What it your teaching stytefprence, lecture or
inductive?

In your opinion, how important are small groupd&éab the life and health of
a church? Why?

Written: Are you willing to maintain the core valour church has for
Biblical, grace oriented, doctrinally clear and eea engendering preaching?
Telephone follow-up: If you were authorized to ke anything about the
preaching in our congregation, what would you recwnd?

In a small to mid-sizel church, the pastor is @hlipon to carry part of the
load of administration. How would you measure yskills and your desires
in this area?

Written: Given the following descriptions of leasleip styles, which one do

you most closely resemble?

* Prophetic — leadership primarily through preactand teaching.

» Charismatic — passionate, contagious, enthusigsisonality

* Task Oriented — developing programs, recruitingiatgers, setting goals
and objectives

» Entrepreneur — providing vision, encouraging pgréton from others

» Discipler — modeling through life-style and actipn®rking closely with
people one-on-one.

Telephone Follow-up: Which style do you believeharch like ours would

most benefit from?

In general, the work of staff ministers in our atluconsists mostly of
a. Preaching AM and PM (two morning services
b. Teaching an Adult Sunday School class
c. Preaching/teaching at a mid-week service
d. Overseeing one or more ministries in the churcbh &
i. Outreach and evangelism ministries

ii. Adult Discipleship ministries

lii. World Missions ministries
If it were necessary for you to ovesee any indiglduinistries, which would
you prefer.

Our current Administrative Assistant works from heme and we have a
small office for an Associate Pastor in the buiddinVould you prefer to
work from an office in the church building for froam office located at your
home or some other arrangement?

12



APPENDIX
REFERENCE CHECK INTERVIEW QUESTIONS

Each Pulpit Committee should develop a standardfsgiestions to ask of all references
— either by mail or in a telephone interview (degiag on how quickly you need the
responses). Following are some suggested quesktiahgou may want to consider
including in your committee’s list:

©CONOOA~WNE
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=

12.

How long have you know this minister?

In what capacity did you know/work with him?

How would you describe his overall personal chanéct

Can you describe his oral and written communicasiats?

Is he dependable?

Does he get along well with others?

Please describe his individual strengths.

In what areas might he benefit from additionalrtirag/counseling?
Has he ever demonstrated any type of violent belnavid/or excessive
anger?

Would you be pleased to have him as the pastoowf ghurch?

(OBTAINING SECONDARY REFERENCES) Please give us ttame of
another person we might contact as a referendbdéotandidate. (Have the
names of the five submitted by the candidate; if gice suggested one of
those names, inform them you already have that reamdesk if there were
someone else you could contact.

Call this Secondary Reference and ask them queastommnit #11 & 12).

13



SUGGESTED QUESTIONS
FOR FACE-TO-FACE FINAL INTERVIEW

According to Federal Law, the following questioms aot allowed to be asked at any

time.

1.

Any questions to determine age, such as date i, biate completion of high
school, etc.

. Any questions about marital status, number of chiridetc.

Any questions about health status or disabilities.

Any questions about military discharge status.

Any questions about past arrest record, other ¢banictions for felonies.**
Any questions about declaration of bankruptcy mpast.**

** The candidate could/should be informed that ekdgaound check,
including a credit check, will be conducted prioffinal decision and he
should be asked to sign a release form at the begjrof the interview. In
fact, it would probably be a good plan to send thmrelease form PRIOR
to his travel for the interview so he may exprasg @ncerns ahead of
time.

SUGGESTED CATEGORIES OF QUESTIONS: (You may askaror less questions
than listed here, but each of these categoriedatheucovered.)

A.

“OPENERS”
Tell us about the greatest strengths God has llggsewith for ministry.
What areas of ministry would you consider your wessdR

What was your favorite ministry opportunity in tpast (either paid or volunteer)?
What made it special?

What was your least favorite ministry responsiypiiit the past?

What role did the your relationship with churchdesship play in either of the
two situations you described above (favorite, |éasbrite)?

14



6. Where do you see yourself in 10 years?

ACHIVEMENT QUESTIONS

7. What makes you stand out among your peers (espyeaiakrs who might be
interested in becoming the pastor of our church)?

8. Relate your past achievements to the level of giomthe church (spiritual,
programmatic, attendance, financial, etc.)

9. If he has been an Assistant Pastor with limite@aasibility area, ask him to
relate it to those areas.

10.1f we were to ask the Session of your currentiasirch what makes you the most
valuable to that situation, what would they say?

SELF-ASSESSMENT QUESTION

11.What do you see as the 2 or 3 most important areamsnistry you will have to
give the most focus and time to during the firsh tyears as pastor of this church?

12.How many hours a week do you believe it will takelirect ministry involvement
(including sermon/teaching preparation time) teetively do those things you
just mentioned?

13.The church will grant its pastor one week each yeaaid study leave with a
$ stipend for expenses during which time waldvexpect you to increase
your skills and abilities in the ministry. Whatas of ministry do you believe
you would work on during the first two years?

LEADERSHIP COMPATIBILITY QUESTION

14.What kind of mentoring and training style do yoe2sGive several illustrations
of how it has worked successfully in the past.

15.Each church has its own set of ‘quirks’. How ‘duyiris/was your current/last
church and how much tolerance do you have for dgalith quirks?

16.How much direction and feedback to you feel youdnfeem either the leadership

and/or membership of the church in order to feHillied and satisfied? Should
this be formal or informal?

15



17.How do you approach your ministry from the standpof balancing your
ministry involvement with your personal and/or famife?

18.How do you typically stay in the information lodprmal and informal) in the
church?

19. How would you recommend that the Session deal avitrember of the
congregation who was clearly involved in serioududiactivities that were
becoming known publicly?

20.Describe how you will interact with leadership gosun the church, especially in
terms of whether you prefer keeping decision makite top (you and the
Session) or allowing for greater freedom and resiiility down the line in each
of the following areas:

* Session
» Deacons
* Worship/Music ministry

» Children’s/Youth ministry

21.How would you recommend that the Session deal avithy volunteer who was
ineffective (but well liked) in their ministry areauch as:

* amusician?
* a Sunday School teacher?

* a Youth leader

E. FINAL ‘PRESSURE COOKER' QUESTIONS

22.1In hindsight, how could you have improved your rsiry effectiveness in your
current/last position?

23.Where did you have the most disagreement with $assion (and/or your Senior
Pastor)? How did you handle the last time you wigitet and they were wrong?

24.Why do you want to be the pastor of our church?
25.What specific positive and negative things do yonaw about our church?
26.What concrete results in terms of church growthhihwe expect to see if you

become our pastor? When would we expect to see?he
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FINANCIAL & LOGISTIC ISSUES TO DISCUSS DURING THENITERVIEW TRIP
(be prepared with answers prior to the meeting)

A. Compensation package

B. Moving expenses/house hunting/timing

C. Arrangements for examination by Presbytery
D. Paid vacation/formal days off

E. Professional Reimbursement limits

- Travel expenses to General Assembly & Prespyter
- Mileage reimbursements for local ministry

- Allowances for books/professional subscriptions

- Other?

SUGGESTED FORMAT FOR INTERVIEW

Schedule interview for a comfortable room. Be sweryone can make eye contact
with the candidate and is sitting close enougheiar him speak in a normal
tone/level of voice. A church parlor, a living rmpor something similar works
well. Be sure the room has excellent privacy diesli

Set aside a period of from 2-3 hours for the intaw Your goal should be to
conclude as close to 2 hours as possible, and mdké&rmination to end at the 3
hour point no matter what.

Be sure someone is assigned to be with the camtdamily during this time and

understands that there is a one-hour window forptetimg the interview. Do
not have the family brought back to the intervieedtion too early.
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ADDITIONAL SERVICES AVAILABLE
FROM METOKOS MINISTRIES

Development of Church’s Profile & Prospect ‘Picture

Obtain input from Pulpit Committee and other sigraht church
leadership to complete the PCA documents.

Integrating Core Value Responses and Natural Chbestelopment
Survey Responses to produce additional documeitisipoin prospect
screening & selection

Define the ‘picture’ of the ideal prospect.

Seeking ‘Qualified Prospects’ who meet the Praditel ‘Picture’ (Also known
as the ‘Sanctified Good Old Boy Network’)

For committees that do NOT want to review dozersdozens of MDF’s
that are received once a pulpit is publicly adeedias vacant, help
committee select a small number of trusted souinekiding Metokos
Ministries) who will provide possible prospects.

Acting as a professional ‘headhunter’, developirigtaof possible
Qualified Prospects and contacting them on beliaHePulpit
Committee to determine their interest in becomaradiciate.

Obtaining necessary initial data from Qualified $prects for the Pulpit
Committee review

After installation of new pastor, returning to staetailed a Vision Planning
process.
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