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Abstract

Leaders have been following leaders in every widlkfe since the beginning of
recorded history. Newly arriving pastors follow fzas who have served before them in
the church. This thesis seeks to help newly amipastors get a good start in a new
ministry setting. The biblical and theological falation of this research is based upon
the Lordship of Jesus Christ. Christ is the Headhef Church. The regenerate local
church membership seeks God’s will in the call gbastor who desires to be in the
precise place of God’s will. From the Scripturesaraples are given of spiritual leaders
who have followed leaders who have ministered leefioem.

Recently ten Atlantic Baptist pastors were intewed to discover their
experience of arriving in a new ministry settingrtPof these interviews concerned the
type of pastor that preceded them. The age andeeniuthe departing and arriving
pastors, along with the strengths and weaknessesadi that may impact the new
pastors’ ministry, were considered. Different tymésformer pastors one follows were
researched: e.g., following one who was typicdiyed, who died, extraordinary, in a
moral crisis or who split the church. What wentiywet not well, during these transitions,
was also explored. Along with these interviews,t there evaluated in light of the
Atlantic Baptist context, other research and liter were consulted which reflected
similar findings in other constituencies. In corsstn a number of suggestions are
offered for incoming pastors to consider that miglatke a pastoral change more positive
and fruitful. Understanding the many dynamics aivarg at a new church can help the
newly arriving pastor and the congregation gettoffa positive and encouraging start.

May all who read find a word of encouragement armstiom.
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Introduction

The purpose of this thesis is to research the digsasurrounding the arrival of a
new minister who has followed another pastor, &tma that is quite common in most
pastoral transitions.

The goal of this project is to bring understandioghe events that surround the
arrival of a new minister and the transition tleMes place on many levels. Each minister
and ministry location is unique, and how one copik this “changing of the guard” is
vital to the health of the newly arrived ministgater and the local church. From this
writer's experience and conversations with clergyg &ity alike, there is a need for this
kind of study.

Research has been gathered from questionnairesyiews, and reading. The
intention is to arrive at some conclusions as t@twiappens when a pastoral change
takes place, especially in our Atlantic Baptist sitnency. It is hoped as well that this
thesis will contribute to the foundation of our msters and churches. Recommendations
to pastors who follow pastors will be highlighteal help them cope and make the
transition as smooth as possible as well as giogfio God. There will be some thoughts
and reflections for exiting pastors as to theierahd behaviour. The intended result of
the research and discovery is that it will improie theory of pastoral transition practice.
Based upon the experiences of others, it is hopetdthis study will provide a model for
the purposes of application in ministry life.

Pastoral changes and moves take place in our AtlBajptist constituency every

year. Everyday one can check the list of minispgrings on the Convention of Atlantic



Baptist Churches web site. One can subscribe t€&RBC pastoral Changes RSS féed
and be notified when the list is updated. Thisdisbpen ministry positions is maintained
by the Regional Ministers of the Convention. Positbpenings listed have been included
at the request of a church. If a church is seagcfinpastoral or ministry staff and would
like their opening listed on this page they maytaohtheir Regional Minister. Today
when this site was checked, it posted a need feenssolo pastors, four senior/lead
pastors and one associate pa$@astors move from one place of ministry to anogtser
God leads in each pastor’s heart.

Pastoral changes are listed by year as well. 1® 20€re were fifteen pastors who
completed and accepted a call to another ministtying. There were three interim
pastors who completed a ministry and accepted|daacahother church as interim. There
were thirteen pastors listed as completing a nmnistithout reference to receiving
another call. Two of these completions included istip couples. The changes also
included twelve pastors who had accepted callsete places of ministry. Three other
pastors accepted calls to interim ministry while ather completed an interim ministry.
Two pastors retired in 2009. In total there werepé8toral changes listédAssuming
there are approximately 500 churches, this coutdesent a 10% change in one year.
These pastoral changes are part of the reality iofstry life in Atlantic Canada and
beyond.

To give a snap shot of the Atlantic Baptist sitolatas of December 2010 this is

what it looks like:

! RSS- Rich Site Summary, is a format for deliveringukarly changing web content.
www.whatisrss.comFebruary 28, 2011.

2 CABC Web Site, http://www.baptist-atlantic.ca/dees/job_postings.

3 CABC Web Site, http://www.baptist-atlantic.ca/newsents/pastoral_changes/2009.




510 churches

482 listed as “Active”

23 listed as “Meets Occasionally”
5 listed as “Closing”

25 listed as “Closed*.

The number of pastors actively serving in a chiwolks like this:

Senior Pastors — 351

Associate Pastors — 109

Note: 435 churches are listed as having a padter difference between the
number of churches and the number of senior pastomsbe accounted for
with churches that are a part of a field).

It also seems that there are 82 churches with@atbma(some of these would
fall under “Meets occasionally” or “closing”).

Retired pastors - 143 are listed.

The number of pastors awaiting a call to begin stigiin a new church setting

varies by accreditation type.

The number of accredited and ordained but not ontigengaged in ministry
with the CABC is — 132; 106 male, 26 female

Church Licenses to Minister — 121 with currentises (94 male, 27 female);
currently serving: 29 (25 male, 4 female);

not serving: 92 (69 male, 23 female)

Association Lay Licenses to Minister — 57 with et licenses (34 male,

23 female); currently serving: 19 (14 maléefmale);

not serving: 38 (20 male, 18 female).

Association Licenses to Minister — 52 with currboénses (41 male,

11 female); currently serving: 30 (27 malée@ale);

not serving: 22 (14 male, 8 femdie).

With 82 churches without a pastor, the questionraight ask is, “how many are

awaiting a call?” Andrew Myers, Communications Mgea of CABC said, “this is

difficult to answer because we don’t track thisonte may be accredited with us but no

longer have interest in pursuing ministry opportiesi Some may have yet to find the

* Andrew Myers, Communications Manager for CABC, #eusthis data 8 December 2010.

® |bid.,
® Ibid.,



right fit. And some may be volunteering in chursh& providing occasional pulpit
supply. Once a church/association license lapsesvancan determine there is no intent
to continue, according to the privacy laws, we cam longer hold their contact
information so we close their record in the datab&dso, not all churches submit annual
reports or keep us up to date on chande®dstoral changes are a very real part of
Atlantic Baptist life.

This thesis is seeking in part to address ministansitions based upon a
theological and biblical foundation which placesukeChrist as the head of the Church.
With Christ as the example this thesis and reseaesks to discover how and to
encourage pastors to be Spirit led leaders, shepbaders and selfless leaders.

Part of this theological and biblical underpinnisghe Lordship of Jesus Christ.
This doctrinal stance in the making of decisiorngeeslly in the calling of a pastor and a
pastor accepting a call is critical, vital and fdational to healthy pastoral transitions.
This work also will be looking at the covenantdat®nship of pastor and congregation
and the call of God to serve in a particular plaod time. Part of this discovery will
include the importance of working with other Chastchurches and organizations.

This thesis will also look at the impact of followg a former pastor and the
influence that lingers after the former pastor leds Some biblical examples of leaders
who followed leaders will also be explored. Sinbe early record of Scripture leaders
chosen by God have followed in the footsteps oéthLeaders follow leaders in every
walk of life, including the world of sport, busireeand politics to name a few. Michael

Watkins of Harvard Business School says it plaif®s long as there have been leaders,

" Ibid.,



there have been leadership transitions. The chgngfinthe guard and the challenges it
poses for the new leader are as old as human gétiet

In the Preface to Beyond the Boundary: meetingtialenge of the first years of
ministry, Gary L. Harbaugh, et al., state well thgue of new pastors arriving at a new
setting, especially for the first time.

The transition from seminary culture to local paraulture is a difficult
one for most seminary graduates. What the semiredes and rewards is
often devalued in the local church. The seminaryplesizes academic
education, biblical criticism, theoretical discussi emphasis on relevant
social issues, inclusivity, and acceptance of waripersonal lifestyles.
These values sharply contrast with the expectatminglergy by the
parish. Because of this contrast between the seyncaatext and the local
parish situation, the potential for problems betwetergy persons and
local laity is present in any first call. It is lgatened even more when the
parish culture is a small, rural church —often toatext for a first call.
The result has not infrequently been short-termtgpates with a high
degree of conflict.

The cost to the church has been great. Parishes baen
distressed, clergy emotionally and professionalgmdged, and the
mission of the church at the local level weakerdgere is a definite need
for the church to assist those making transitie@mfiseminary to the local
parish culturé.

Part of the scope or goal of this thesis is to Wbeel@ and an encouragement to
new pastors who are engaging their first congregatt is hoped as well that this thesis
will be a benefit to anyone who is called to leadamgregation and who has newly
arrived. Being aware of the issues surrounding tthasition to a new church helps
prepare a pastor when a change in ministry settxcgrs.

Loren B. Mead, Founder and President Emeritus,hef Alban Institute, states in

one of their publications titled, The Pastor as Newer:

8 Michael Watkins, The First 90 Days: Critical Suss&trategies for New Leaders at All Ley@sston:
Harvard Business School Press, 2003, xi.

° Gary L. Harbaugh, et al., Beyond the Boundary: tingehe challenge of the first years of ministfe
Alban Institute, 1986, 1.




All too often when a pastor takes up a new assignmmecall the same
frustrating series of events occurs:

* everyone experiences a burst of enthusiasm apd, hwith lay people
and clergy finding that doors seem to open to nessibilities

» a few things go wrong, some hopes get dashedopal differences
emerge, old feuds erupt again, and a kind of d&tinment begins to take
over

 gradually things get back to where they wereworse, and the new
pastor begins to have daydreams of greener pastis@shere?

How do pastors and leaders keep from repeatirigrigis

As this thesis goes forward it will consider tlesearch of others in the field of
pastoral transitions. Part of this discovery preoggl be through looking at seven kinds
of pastoral transitions. In short, these seven<iofdpastoral changes are representative
of the kinds of pastors newly arriving pastors wybically follow. This is not meant to
be exhaustive. There are other pastoral situatlmatscan and will occur. This research is
focused on the Atlantic Baptist Convention Churcaied the experience of some pastors
in this region of God'’s vineyard.

This thesis will look at the realities discoverdtough interviews with ten
Atlantic Baptist pastors. The survey and interviemil reflect the experience of these
pastors in twenty-nine transition stories. Somadseand patterns will be discovered as
well concerning the Atlantic Baptist experience.

From these interviews and revealed realities samggestions for newly arriving
pastors will be offered. These suggestions willude for example: the period before
arriving, the time of arrival, the induction semjcthe honeymoon period and the

establishment of a support system.

2 Roy M. Oswald, The Pastor As Newcom@étashington: The Alban Institute, 2001, 4.




May the reader find encouragement and enlightenrdoenthe journey God has

called each to make in ministry.



Chapter 1
Theological and Biblical Foundation.

This thesis, in part, is looking at the arrivalaominister to a local church. Part of
that arrival process is the call that is extended pastor seeking God’s will for a change
in ministry location. Another aspect concerns tbhamer pastor’s ministry and/or any
interim pastoral leadership.

Today there are many misunderstandings concerhm@hurch. Some speak of
it as an architectural structure. Others refett twsia denomination, a group set apart by
some distinctive, while others are referring toaatipular body of believers in a certain
place.

The Church was founded by Jesus Christ. Jesuggpdke disciple who became
a prime leader in the Church, “Thou art Peter, @pain this rock | will build my church
and the gates of hell will not prevail against itMatthew 16:18)". In reference to the
Church, Paul claims, “and he put all things in sabpn under his feet, and gave him to
be head over all things to the church, which isbody, the fullness of him that fills all in
all” (Ephesians 1:22, 23 KJV). J.W. Shepard indosk, The Life and Letters of St. Paul:
An Exegetical Study, writes: “Paul represents #lation between Christ and the church
under the figure of that relationship in the hunmaganism between the head and the

body. The community of Christians is to be indwsitthe Spirit of Christ, as its real life

' W.E. Vine, et al, Vine’s Complete Expository Dantiary of Old and New Testament Wordikashville:
Thomas Nelson Publishers, 1984, 537. This writamiare of the theological discussion regarding €hri
the rock, and Peter. The waqpdtra, “a mass of rock,is used metaphorically of Christ and is distincinfir
Petros, the apostle Peter, and defined as “a detdcstone or boulder.”




principle....the body must be under control of theatleThe church must follow the
direction of the Spirit of Christ!?

In the same epistle Paul reminds us that the chisclsubject to Christ”
(Ephesians 5:24). Again in the hymn of Colossiai®-P0 one reads, in verse 18, “And
he is the head of the body, the church: who itgnning, the first born from the dead;
that in all things he might have the pre-eminené&eF. Bruce, in his boolaul: Apostle
of the Heart Set Freesays Christ... “is ‘head’ of his body the churabt simply in the
sense of ruler or origin but in the sense thashsoivitally united with his people that the
life which they now live is derived from the lifehich he lives as first-born from the
dead.*® Jesus Christ, the founder, is the head of thed@hu

The understanding that Jesus Christ is the heatieofChurch is an important
place to start. In John 15, Jesus said, “I am the and you are the branches.” And as
one reads the next verse one is struck by the tfatt Christ has “chosen” us and
“ordained” us, “to go and bring forth fruit...” (v.}16lt is the Lord’s idea and not ours. A
believer is united with Christ by faith and at #eame time enjoys union and fellowship
with other believers.

Christ is also pictured as the Cornerstone of thar€h. In Ephesians 2:19-22,
Jesus is referred to as the “chief cornerstonestislesaid that that he would build his
church (Mathew 16:18). Christ is the Chief Cornamst and foundation (1 Corinthians
3:11; Ephesians 2:20-22; 1 Peter 2:6); and Chnistigdhe living stones, as a whole

become “the habitation of God through the SpirEEplesians 2:22). And in fact, Peter

12 3.W. Shepard, The Life and Letters of St. P@uand Rapids: Eerdmans Publishing Company, 1950,
536.
13 E.F. Bruce, Paul: Apostle of the Heart Set F&mnd Rapids: Eerdmans Publishing Company, 1977,
420.




speaks to the thought that individual believersliareg stones in the construction of this
building, the church (1 Peter 2:5). Jesus is thadhef the church in all of its
manifestations universally and locally, and beliswere the body of Christ on earth.

Jesus is the Head of the Church but has also,dhrbis Spirit called leaders in
the local church. Early in Acts 6 we understand tha needs of some marginalized
Christians were not being met. The church soughetp meet these needs. The church’s
primary criterion was that those who would be cdesed for this ministry would be
Spirit filled and Spirit led people. This is thenHi of leadership quality the church today
needs to seek and should underpin all that thecbhdwes. The church needs leaders that
are full of the inspiring, empowering, and enabl8grit of God.

In the New Testament, the local church had leageifsbm elders, bishops and
pastors. The term Elder appears the most (Acts011:8:23; 15:2, 4, 6, 22, 23; 16:4;
20:17; 21:18; 1 Timothy 5:17,19; Titus 1:5; Jameiib1 Peter 5:1; 2 John 1; 3 John 1).
Emery Bancroft suggests the reason this term id bgdar the most frequently is that it
“probably grew out of the fact that it was alreaaty established word among the Jews,
and while it describes the same office as the diley bishops and pastors, it has rather
the idea of maturity and experience, thus desagitiie character of the office rather than
the function of the office™ These words used to describe leaders in the chameh
words not of dominance but of spiritual guidancd eare.

Another term for this office is bishop. This wonppears in Acts 2:28; Philippians
1:1; 1 Timothy 3:1,2; and Titus 1:7. The word bigHoom the Greek (episcopos) means

literally an overseer. This title of overseer aplegal to an officer in the church looks

4 Emery H. Bancroft, CHRISTIAN THEOLOGY: Systematind Biblica] Second Revised Edition,
Zondervan, Grand Rapids, Mi., 1976, 297.

10



rather to the functions of the office than to tharmacter of the officer, describing the care
and outlook upon those committed to the bishopé&pkey, as a leader, guide and teacher.
It carries with it more the idea of authority anderthan does eldér.

The third title given to this office is pastor. Theord is only used once in
Ephesians 4:11 where it is describing the giftddywesd on the church by the ascended
Lord. The apostle says in part that Christ “gavemepopastors and teachers.” This term
seems to have in it the thought of shepherding hvimwolves the personal care and
spiritual concern which the bishop-elder shouldreise over the flock to which they are
called’® Though the term is used only once in Scripture\ttoed of God is replete with
passages that reflect God’s loving care for hispfedChrist is our example of a good
shepherd who cares for and gives his life for theep (John 10:11-16).

This caring function was emphasized when the oeargefunction of the elders
(bishops) was expounded by Paul (1 Timothy 3:5)tHeuw, Donald Guthrie, in his New
Testament Theology says, “the pastoral function thasefore an activity of leadership
rather than an office in its own right. It was edg&s for the well-being of the church that
care should be extended to the members, and tisurprising that pastoral qualities
should be expected in overseets.”

Local manifestations of the Church have been geitfesince its inception. In
Acts 1 we see the disciples gathered in an upp@nrcontinuing “with one accord in
prayer and supplications, with the women, and Magy mother of Jesus, and with his
brethren” (Acts 1:14), about 120 in number. Whea dlay of Pentecost fully came and

they were gathered once again, the Holy Spirit éleded and Peter and the others

*bid., 298.
'®Ibid., 298.
" Donald Guthrie, New Testament Theolpgyter-Varsity Press, Downer’s Grove, 1981, 771.

11



preached in the many languages of those visitimgsdé&em from all over the world.
Three thousand believed and were baptized and adged to their number. “and they
continued steadfastly in the apostles doctrine fetildwship, and in breaking of bread,
and in prayers” (Acts 2:42). This passage setspdrameters for ministry: teaching,
learning, loving, caring and worshiping.

Part of what impacts the arrival of a new pasterome’s view of ecclesiology:
how one understands the biblical teaching of tlvallassembly, the church at large and
ecumenically, the mission of the church and whiooisl of the Church.

If one arrives at a new congregational setting @mels view is one that “self’ is
the center of the ministry, he/she is off to a togtart. Bishop Stephen Neill said it well,
a half-century ago, when he addressed self ambititime ministry:

You must often have encountered the ambitious tfpminister. Such a
man is always restless and never happy. All the tma has one eye on
another church, with better pay and prospects anae congenial
atmosphere; therefore, it is impossible to be simjinded and contented
in the work that he is doing. He tends to speakrofti church meetings
and synods in order to have the eyes of othersimnal a coming man.
His thoughts and actions tend to be determinedpahe will of God but
by what others are likely to think, and particwably the current policies
of the leaders of the Church. Well, it says in @cnie that a double-
minded man is unstable in all his ways and thah suenan will receive
nothing of the Lord. You can well see that the Bngein of ambition
spells disaster to the work of the minister.

For the Christian there is one place and only enlthe lowest
place. That is the command of the Lord, and itingling upon us all. As
you enter on the work of ministry you must seek ph&ce of hardest
work, greatest sacrifice and least recognition, #mete you must be
content. Obviously in the Church some men must ctonthe top; the
place of great influence and responsibility musffibed. But woe to the
Church if they are filled by the ambitious who haeeight thent®

18 Stephen Neill, On The Ministry.ondon: SCM Press Ltd, 1952, 41,42. The repeatfrtge word “only”
in the quote above must have been for emphasis.
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This sense that “self’ is the center of ministifg lis brought out in a very recent
study by Hoge and Wenger. As part of their reseattody interviewed a 50-year-old
former pastor of the Evangelical Lutheran ChurciAoferica, who spoke to the quality
of seminary students today and revealed theseisgb&ords:

I chaired the synod’s candidacy committee for seyesurs, | served on it
for nine years. And | kept seeing what | considemelle the calibre of the
candidates go down and down and down. | finally ggotynical | had to
get off the committee. It was more and more beiogutated by people
who had an extraordinary sense of entittement. Bpdhat | mean, for
example, a candidate who lived in [a certain oo wanted to go to the
Presbyterian seminary there, get her degree thadweher internship
somewhere within a 20-mile radius, and then getch#rwithin that same
radius, because her husband was a lawyer and ¢omidwe his practice.
That's a far cry from, “Here am |, send me.” | urstand that that
person’s call to ministry came after she had alydst a call as a partner
and a mother. Oh, and there was an Olympic swimrpog in that mix
too, because the candidate had a kid who was ameinmAnd she was a
good candidate, intellectually and spiritually, thad some challenges
with regard to being inconveniencEd.

Jesus Christ is not only head of the church butttake that place in the heart of
a pastor as well. Putting Christ in the driver seatild help pastors whose understanding
of ministry is more secular than spiritual. It wouhlso help pastors who are more
anxious about personal advantage than fulfillingiGaall.

People will let one know rather quickly that thenister is not in charge. On the
other hand, if one’s view is so unbalanced as tie that the local assembly’s wishes
are the center of ministry it can be an equallygtostart. If people and pastor are not
working together, pointed in the same directiorgacheng together for the prize of the

high calling of Christ Jesus, God’s blessing camllyaest on that ministry.

9 Dean R. Hoge and Jacqueline E. Wenger, Pastdmsirsition: Why Clergy Leave Local Church
Ministry, Grand Rapids: Eerdmans Publishing Company, 2205,
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One’s view of the mission of the church local arversal affects priorities. If one
views the church as a place of employment andrutti time until one is 65, it is hard
to imagine anything meaningful being accomplishedthe kingdom of God. On the
other hand, if together, priorities are based enctll of God to reach out in Jesus’ name,
to bless those in and outside of the local faitimewnity, to proclaim the gospel of Jesus
Christ and to invite people into relationship witasus Christ, God’s work can and will
go forward.

One’s view of the mission of Christ through theuath affects one’s loyalties. If
one has a high view of the local church, the wilthat church as expressed through lay
leadership and a Spirit led vote, will mean thatd®as placed divine approval on one’s
coming and place of leadership in the local gattwerif indeed God has called one to a
local church one’s loyalty to God and the congriegatre important. It helps pastors
keep their vows of induction when they promisedokl after the flock where God has
placed them, and in turn, receive the care andezonaf those with whom one is called
to minister.

Bill Lawrence, in his book Effective Pastoring,esfis of the dreaded “Leaders
Disease” when we pursue our own interests in Godiie. He states, “we proclaim
ourselves to be Christ's servants, but in realigy ave self-serving. Each Sunday as we
pray from the pulpit or preach from the Word weirdldo be serving the sheep for the
Saviour’s interests, yet when our hearts are hadlemve use the sheep to serve

ourselves 2

20 Bjll Lawrence, Effective Pastoring: Giving VisioBjrection, and Care to Your Churdiashville: Word
Publishing,1999, 34.
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Lawrence recognises four symptoms of this leaddisease. First he speaks of
careerism marked by selfish ambition and shamefuhpetition. He asks us to think
about the conversations pastors have at conferembes we talk about baptisms,
buildings, budgets, books and broadcasts. Secandpkaks to the shameless use of
power. Like the disciples, pastors seek to sit thre ‘right or left” of denominational
organizations with selfish concern for their ownvadcement. Third, he speaks to
Insensitive Arrogance. He illustrates this as tiseigles sought to be the greatest rather
than take a towel and wash feet as Jesus did. Astl he speaks to the blind self-
confidence as shown in the life of Peter who sadwould never deny the LofdA
newly arriving pastor needs to walk humbly befo@@nd the people.

One’s view of who the head of the Church is al§ectés ministry from the very
beginning. Who is Lord of the Church? If an incumbeloes not have a clear
understanding that Jesus Christ is Lord of allluding the local assembly, there can be
trouble. If a pastor believes that his/her wilulimate and anyone who does not comply
is not of God, ministry will be affected negativefyn the other hand, when pastor and
people are pointed in the same direction, theisdpeed upon Jesus Christ, the author
and finisher of the faith and head of the churciistry has opportunity for a healthy
start. Jesus must be Lord of all that a local dinacd pastor attempt to do in Jesus’
name.

To understand the Lordship of Christ a person nmesta born again believer.
Jesus is not only Saviour, He is Lord. A regenegatibering of believers will seek the

Lordship of Christ together in every aspect of stiryi, including the calling of a pastor.

2 |bid., 35-42.
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Charles W. DeWeese, in his book, A Community ofi®ers, speaks to the
importance of a regenerate church membership. &desst

Definitions of the church which have appeared ipti&a confessions of
faith throughout the centuries clarify the perpktBaptist stress on a
regenerate church membership. In 1611, Thomas Helsoon to become
the pastor of the first Baptist congregation in lBng, wrote a statement
of faith, which became the first English Baptisnfassion, in which he
described the church as a company of faithful @ans who have

separated from the world, confessed their sinsy@eledged their faith in

God, and knit themselves to God and one anothé&aptism. These same
elements characterize descriptions of the churcimdaon practically all

Baptist confessions of faith. The combined thrusthese definitions of

the church is that the regenerate can fulfill thresponse to God only
within the context of the church, and the church aahieve its mission
for God only if comprised of the regeneréte.

The Lordship of Christ is vital to any local congag¢ion in the calling of a pastor.
Maitland M. Lappin, in his book, Baptists in theoRstant Tradition, says it well, “The
phrase (the Lordship of Christ) expresses an idma&ly attained, and often not even
sought.” Further he says:

The phrase — “The Lordship of Christ” — becomes mmegless and loses
all significance if used merely as a slogan in \ultiz take refuge from or
to attempt to justify repudiation of all ecclesieat authority. The
Lordship of Christ obligates the individual to se#kough prayer,
thoughtful reading of Scripture, reflection, and atéver means at his
disposal, to know the mind of Christ. If Jesus @d, He must be leader.
Hence, in every situation, in every set of circuanses, seeking the
solution of every problem, the guiding question What would Jesus do?
So also is the Church: what the individual strif@sas an individual, the
group collectively strives for as a group — The dniof Christ. This
necessitates pooling the mental, moral and spirfesources within the
group, the community of thought and action inspited prayer and
meditation. Thus the democratic principle and tmeedom of the
individual, with Christ as Lord, accentuates thepansibility of each
member of the group. It presupposes a Church whosebers value
communal prayer and study of the Scriptures andause desiring the
greatest good of all, and of the community in whithministers and

22 Charles W. DeWeese, The Community of BelieverskifpChurch Membership More Meaningful,
Valley Forge: Judson Press, 1978, 12.
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witnesses wherein each member strives to fulfgl i her responsibility

in full, free, and prayerful co-operation with tlshers in the Spirit of

Christ®

This is the kind of seriousness that congregatshrmaild engage in when calling a
pastor. The desire should be not only with the ltipsto fully practice the acknowledging
of the Lordship of Christ and honestly seekingrttied of Christ.

Ernest A. Payne, in his book, The Fellowship ofi@®&ers, Baptist Thought and
Practice Yesterday and Today, argues that fromdtys of John Smyth and Thomas
Helwys, Baptists have understood the spiritual momay of each local company of
believers, and jealously guarded the right of teal church “to appoint its own officers,
and specifically rejected any suggestion that onherah should have authority over
another.®

Further, Payne, in appendix A, gives a doctrirnatesnent of the Particular
Baptists Confession of 1677, Chap. XXVI, of the @i part number 8. “A particular
Church gathered, and completely organized, accgrdirthe mind of Christ, consists of
Officers, and Members; And the officers appointgddhrist to be chosen and set apart
by the Church...® Notice the early Baptist understanding that firgtastor is called and
appointed by Christ and then set apart by the ¢hdrbis should be true in ordination of
an individual as well as the calling of a personatgarticular ministry in a local
assembly.

Alan P.F. Sell, in his book, Commemorations: Stadn Christian Thought &

History, speaks to the Lordship of Christ in chudgtisions, which would also apply to

% Maitland M. Lappin, Baptists in The Protestantditian, Toronto, The Ryerson Press,1947, 63.
# Ernest A. Payne, The Fellowship of Believers, Bagthought and Practice Yesterday and Today,
London, UK, The Carey Kingsgate Press, Ltd., 1252,

% |bid., 133.
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the calling of a pastor. He writes, “| sometimeiskithat one of the worst things we have
done is to persuade ourselves that our church asdgemocratic. If by democracy we
mean “one person, one vote” and rule by majoritgntit is quite anachronistic to
suppose that our forebears espoused any such nétdheir best they sought to be
Christocratic: they wished Christ to rule in hisugth; and in their decision-taking their
quest was for unanimity in hinf® Further he rather pointedly asks, “How do we mesasu
up to this ideal? Is Christ’s rule never impededoly church-politicking? Do not some
congregations so exalt their pastors as to put tiheanposition which only Christ should
occupy — and do not some ministers rather enjoy steatment? Do not some elders
think that they have been called to run the affairthe church as they think best?”

Sometimes pastors forget whose church it is. thésLord’s church, bought with
his own precious blood. It is God’s call upon thestor’s life and the church gathered
together that places one in a certain ministryirggttThis shared belief that God has
called one at this time and place to minister togets a powerful source of strength and
encouragement for ministry together. It places Gaamp of approval on the calling of
the pastor and confirms the expressed will of thegeegation who has called one in
particular to lead.

Still further, Alan Sell, when speaking of the sdieadship of Christ being
honoured in his Church historically concerning taél of a pastor and the sanctity of the

relation between pastor and people, states, “Télation was so sacred that it could be

% Alan P.F. Sell, Commemorations: Studies in ChaisfThought and Historyalgary: University of
Calgary Press, 1993, 175.
" Ibid., 175.
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created only by Christ himself. The people in oglla pastor were supposed to be calling
Christ's man.?® Of course, this is easier said than done.

Again, Sell expresses his concern about the blyrinlines today between the
calling of a pastor and the hiring of staff. He tpgofrom John Robinson, the pastor to the
Pilgrims, who writes of the sacred bond betweenisten and people.

The bond between the minister, and people is thst rsipait, and near

religious bond that may be, and therefore not terdered but with mutual

consent, any more than the civil bond of marriagevben the husband

and wife.

It makes much, both for the provocation of the ister unto all
diligence and faithfulness: and also for his comforall the trials, and
temptations which befall him in his ministry, whiea considereth how the
people unto whom he ministereth, have committet rti@st rich treasure
of their souls, in the Lord, yea, | may say, ofitlwery faith and joy, to be
helped forward unto salvation, to his care, andgdaby their free and
voluntary choice of hind?

The importance of the Lordship of Christ in thd o&pastor is further illustrated
by Alan Sell as he shares an ‘atrocity story’ whifttats down the years from A.J.
Grieve. Grieve, “received a letter from the secretd a vacant pastorate inviting him to
send the names of three students who might beestet in the position. The secretary
explained that he was also writing to three oth@lege principals, and that when the
church had heard all twelve candidates, a seleetimnid be made. Grieve replied on a
postcard, ‘The ministry is a calling not a horseeraNo students will be coming from this

college.” Sell continues to encourage churchesayodho are tempted, that they not

succumb uncritically to the “corporate model” oflicey a pastor®

28 |bid., 175.

2 |bid., 176.

30 Alan P.F. Sell, Enlightenment, Ecumenism, Evangiekological Themes and Thinkers 1550-2000,
Waynesboro, GA: Paternoster, 2005, 237,238. Aldgadames Grieve, M.A., D.D., 1874-1952.
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Further, Sell, in his book, Testimony and TradhitiGtudies in Reformed and
Dissenting Thought, in his chapter, Doctrine, Bplitiberty: What Do Baptists Stand
For?, quotes Baptists of the past regarding thedlop of Christ:

In the mid-twentieth century we find Arthur Dakissgrting the Lordship

of Christ in no uncertain terms: ‘The true headh# church is the Lord

Jesus Himself, who through the Holy Spirit makes will known as the

members seek it.” Henry Cook concurred: ‘The Chureh the holy

society of believers in our Lord Jesus Christ whitdn founded. But its

relationship to Him is more than historical; itagperimental, and he still

is what he always was, the Church’s Founder, GaitkeController3!

This high view of the Lordship of Jesus Christlviliélp any local church and
pastor to seek the will of God for ministry togethe a certain place. Seeking to be
unified under the Lordship of Christ is an idead tthurch has striven for since its early
days. Paul wrote to the church at Rome, to “behefsame mind one toward another”
(Romans 12:16). Again he writes, “Now | beseech. ythat ye all speak the same thing,
and that there be no divisions among you; butybatbe perfected together in the same
mind and in the same judgement” (1 Corinthians J1:Further he says, “giving all
diligence to keep the unity of the Spirit in thenboof peace” (Ephesians 4:3). To the
church at Philippi he exhorts that they “stand fastne spirit, with one soul striving for
the faith of the gospel” (Philippians 1:27).

The calling of a pastor, under the Lordship of €halso is impacted by the
covenantal relationship between the local churcimbership and their pastor. These

voluntary pledges made by congregations to Godoaedanother reflect biblically based

guidelines by which church members intend to conhthemselves or practice their faith.

3L Alan P.F. Sell, Testimony and Tradition; Studiesieformed and Dissenting ThougBurlington, VT:
Ashgate, 2005, 69,70. Sell is quoting A. Dakihe Baptist View of the Church and Ministcpndon:
Baptist Union 1944 and Henry Codk/hat Baptists Stand Foondon: Carey Kingsgate Press, 1964.
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Charles DeWeese emphasizes the covenantal relaifooisBaptist life. He notes
its biblical basis as God’s people, in both Testaefrequently bound themselves to
God and one another with covenants. Again he sthsCovenanting is theologically
sound. Biblical theology is saturated with covesatolving from God’s initiative. As a
covenantal people, Baptists express their loyaltgsbd making it a continuing reality.
Further he shares that covenanting has wide hisiigsgrecedent among Baptists. This use
of covenants among Baptists helps preserve a reggenghurch membership. Born again
believers who covenant to live in vital relatiorskith God through worship, bible study
and serving ethically under the lordship of Chrvigli enhance the moral and spiritual
progress and integrity of a congregation.

As God'’s people in a certain place are bound tagein Christ and covenantal
promise, under the lordship of Christ, seekingpghdect will of God in the calling of a
pastor, there is divine hope that the result wallthe person of God’s choosing for that
place and time. Each person in the congregatiorabasuch voice and authority as any
other individual within the church. The church mer#) under the guidance of the Holy
Spirit, vote to call the pastor they believe toob&od’s choosing?®

The understanding of one’s own call to ministry #mel affirmation of the same is
important to the whole pastor for spiritual, mentad physical health. From the
beginning of the biblical record men and women hagen called and set apart by the
Spirit of God for specific tasks and ministry. Mesafter attempting to do God’s work in

his own way and strength, was called by God as &xathapter 3 reveals. God pledges

32 DeWeese, A Community of Believe9-23.
33 Gordon G. Johnson, My Church, The Baptist Faitt lsifestyle, Evanston, Ill.; Harvest Publications,
1979, 44.
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and confirms the call of Moses saying, “Certainkyill be with thee; and this shall be a
token unto thee, that | have sent thee: When tlast brought forth the people out of
Egypt, ye shall serve God upon this mountain” (E20@:12). The great “I AM” was
sending and commissioning Moses. This same “I ABI'calling and confirming the
ministries of pastors and people today. When Davéd called to lead as a youth the
choice of God was not to be confused with any “@uthappearance” for “the Lord looks
upon the heart.” When David was finally set befSamuel he heard the voice of the
Lord saying, “Arise, anoint him, for this is he.’nd after Samuel obeyed, the “Spirit of
the Lord came upon David...” (1 Samuel 16:13).

As churches and pastors today we are admonishséetothe mind of Christ as
we call leaders. Certainly we want the Spirit tadeand empower all we do in the name
of Jesus Christ. Jesus chose disciples, calling tloefollow and be like him. Luke tells
us that Jesus spent the night in prayer the evdmfigre he called the twelve apostles
(Luke 6:12,13). As the disciples chose Judas’ ssmrethe Scriptures tell us that after
they had prayed to the Lord, ‘who knows the heaftall men’ to reveal to them whom
God had chosen (Acts 1:15-26). The early Churchglsbthe mind of Christ as the
believers set apart different people to specifies@nd ministries.

When seven were chosen to serve, it was precededalyer for those who were
people of honest report, full of the Holy Ghost dnldl of faith. It resulted in the increase
of the Word of God and people coming to faith isuke(Acts 6:1-7). As the Church at
Antioch prayed and ministered the Holy Spirit tthém to “separate Barnabas and Saul
for the work whereunto | have called them” (Acts113). This is another illustration of a

church listening to the voice of God and callingge in concert with the Spirit. Later
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Paul had words of encouragement and affirmationyfmung Timothy. He reminded
Timothy of God’s calling upon his own life “puttinigim in the ministry” (1 Timothy
1:12) and how God had ordained him a preacher...(®&)further instructed Timothy
concerning this calling of God on any person (3;1-7

To be called of God into ministry with the confmtion of God’s Spirit and
Church is certainly a source of strength and eragement in every circumstance of
ministry life. When one arrives in a new ministstteng, led by the Holy Spirit, with
pure intentions, with the calling preceded by pragad the seeking of God’'s will
together and then the divine approval of God’'s peqeeking unity in the Spirit,
Christocratically, there is a sense of peace andcemf strength and joy.

A healthy understanding of the Church universa ane’s place in the wider
church community helps a congregation as well.n geeks to be a lone ranger, when
there is much that can be accomplished togethen wiher Christians of varying
denominations, it is not a healthy start to a ntigias well. One can make a huge
difference when working with other Christians inttees of justice, poverty, equality and
other issues of life.

As pastors arrive in a new ministry place they affected by those who have
gone before them. If the former pastor was “thesPakie congregation may be looking
for one who is less demanding. If the former pagist gave in and went along with the
status quo, the expectation for the incumbent neyhle same or the congregants may
feel the one who is leading should have more bawleblf the former pastor did not

listen to anyone but forged ahead on a personaldaggarishioners may be hoping that
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the newly arrived minster will listen and be emmgithto their hopes and dreams for the
future.

The attitude and actions of a former pastor canogrthe mission of the local
assembly impacts the new pastor as well. If thenérpastor’'s loyalties were all about
self and not the congregation’s, reactive forcey & at work to make sure the new
pastor knows his/her priorities or place. Thisas al negative and people may recognize
that the former leader did not make time for hisfen family, or did not make personal
time, so the reaction for the new pastor is tormmaraging him/her to be more involved
with family or to find ways of outlet for personakll being.

Biblical Examples of Ministry Transitions

The Bible has many examples of ministry transitidf@ centuries, leaders have
followed leaders in the work of the Lord. As pastare are always following someone
else who has led before us.

It is inevitable that we will follow another pastas we begin in a new ministry
setting. Biblical examples help in one’s understagaf the dynamics that are happening
when a leader follows the ministry of another. Tihisological perspective shows where
God is at work in the transition process.

One of the first examples is in the life of Joshsahe followed one of the greatest
leaders of all time, Moses. “There arose not a Ipeoince in Israel like unto Moses,
whom the Lord knew face to face, in all signs damelwonders, which the Lord sent him
to do in the land of Egypt to Pharaoh, and to alldervants, and to all his land, and in all
that mighty hand, and in all the great terror whiMbses showed in the sight of all

Israel.” (Deuteronomy 34:10-12). Joshua had hugestho fill. According to the KJV,
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Moses “was in the church in the wilderness...” (A£t38). Joshua followed one who had
a long history of leadership. Moses also died whileader. He was a successful leader
who brought the assembly of Israel right to theyvedge of the promised land before
Joshua assumed full leadership responsibilities.

Moses knew he was relinquishing his place of lestdp and had prepared Joshua
to assume the reins. Moses was a great encouragshua and had mentored him at
different points along the way in preparation fosldua to lead.

Another example from Scripture is in the life cdr®uel. Samuel followed Eli
who had served as priest and prophet for forty syedle had the privilege of being
mentored by Eli, which would have aided in the demf leadership and the early
approval of Samuel by the people. At least Samasl mot unknown to the people. They
had watched him grow up in and around the tabeeraotl had withessed his growth in
both physical and spiritual things. Eli died sudgieend Samuel assumed the spiritual
leadership with great influence in political mastes well. It may have been understood
that Eli's sons, Hophni and Phinehas would havenlibe ones to follow after Eli, but
they also died at the same time just prior to Fléssing. Samuel followed a leader who
died, one who was extraordinary and also one witbexperienced moral crisis in his
family. God’s judgment came upon Eli’'s house beedhis sons “made themselves vile,
and [Eli] restrained them not” (1 Samuel 3:13). Sdevere big shoes to fill as he
followed after the influential ministry of Eli.

More could be said about the Judges who followeed another. The Book of
Judges is a series of narratives describing tleearsl fall of leaders. Each one was raised

to face a crisis. Some of their durations of lealigr were longer or shorter than others.
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Some of the leaders were more famous like GidedrCsborah while others, one would
be hard pressed to recall from memory.

Elisha followed a charismatic leader named Elijahough Elijah did not die in
office he was transported by a fiery chariot in ghght of many witnesses. Elijah was
influential in the “school of the prophets.” Elishattitude was critical to the assumption
of leadership when he followed Elijah. He was noéspmptuous that people would
automatically follow him. Elisha seems to have hiyndtayed near to Elijah, learning
from him and desiring that a “double portion ofif&h’s] spirit be upon [him]” (2 Kings
2:9). Elisha’s humble following of his predecessould be a good example of how to
follow a dynamic leader. One might ask the questtmat if the newly arriving pastor
follows a good leader and things go well, does shatwv God’s hand was in the choosing
of the new leader?

In the New Testament record, Matthias was chosefoltow Judas who had
betrayed Jesus. Judas was one of the twelve anbdmada leader from the beginning of
Jesus’ public ministry. Judas had been involvedh wite of the greatest moral crises of
all time, betraying our Lord. Matthias followed hitattle is said about the dynamics of
this transition but one can relate to them whelo¥ahg a minister who was involved in
some kind of moral crisis. The calling process Wwasfly mentioned in Acts 1 as “they
appointed two.” After they prayed, they asked Gathith knows the hearts of all men”
to show them which of the two God had chosen. Ttest lots and the Bible simply
states that Matthias “was numbered with the el@isciples” (Acts 1:26).

Further in the book of Acts one reads of Paul Badhabas traveling together.

Mark left them and later wanted to join them agdihe dissension between Paul and
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Barnabas was such that they parted company. PakilSitas and Barnabas took Mark.
Though tough at the start, with feelings raw witmogion, and maybe a little
stubbornness, these transitions proved to be pedir the church and the spread of the
gospel. Later Timothy followed the great apostlelPBEven though he was mentored by
Paul, Timothy must have felt some pressures thatlevét hear in the narrative. What
could they be? Could he have felt less of himsetfduse his pedigree was not like Paul's
who was a “Hebrew of Hebrews?” Maybe he was intated by the apostle who had met
the Lord on the road to Damascus and was now tiekm@vn and dynamic Paul. When
a pastor follows a dynamic pastor there may bespres from within or without to be
like or measure up to the former pastor.

Other leaders came along who followed Paul. Agaiha Priscilla were early
leaders who did not always do things the way Paad tdone them. They were likely
compared to Paul, for people would claim they waré®aul or they were of Apollos.
Again, Timothy the Greek did not observe all of tRearisaical nuances that Paul
practiced and could have been criticized for that.

New leaders are often compared to their preded@$sdtvery pastor follows
another pastor one way or another. Even if yowstaging a church you follow all of the
former pastors of the people in your congregatitach congregant has an idea of what a
pastor should be like and what a pastor should do.

In every walk of life, leaders follow leaders.niiay be in the sports world where
famous coaches are followed by lesser known coadbesoaches who used certain
systems of strategy and the new coach has diffédeas as to how to make the team

successful. It can happen in the board room witleva CEO who follows a world class
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leader. Will the new person take the company witeeg want to go? The former CEO
did not do it that way. Doubts and fears rise a&srtéw leader tries to effect change from
what has always been done.

In summary, Jesus Christ is the Founder of theré€®hwHe is Lord and Head of
the church. Under this Lordship, local churched, mastors, elders, or bishops to serve
as leaders and shepherds. The local church, madef upgenerate believers, calls
individuals to serve with a Christocratic approachyenanting together to serve one
another and Christ's Kingdom. The Bible has mangngples of ministry transitions
which are instructive to the local church todayd®as been at work throughout history

in the calling and equipping of people to serve fmtidw others who have led.
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Chapter 2
Theoretical Foundations for This Research

The theoretical foundations for this research cdroen a genuine concern for
newly arriving pastors in a new ministry settingnisTwriter is especially concerned about
young pastors in their first ministry location. $htoncern comes from thirty years of
pastoral experience and many conversations wittopgand parishioners. All too often
pastors survive their first ministry setting enougtgo back to their former profession or
simply to choose another way of making a living.

What is the cause of this kind of discouragemer@ldit be the legacy left
behind by the previous pastor? Could it be thenmalbrocess and unvoiced expectations
that were never met by the local church or the nmoent? Could it be the age and
experience of the freshly arriving minister? Coitldbe the lack of effective interim
ministry that causes early frustrations from issiefs unresolved? Could it be the
comparison of the new pastor with the personalitg aninistry style of the former
pastor? Could it be a lingering interference of themer pastor's influence on the
congregation that impacts the new pastor? Couwtein from a lack of resources like a
mentor and friend to air frustrations and find siolus?

Dean R. Hogue and Jacqueline E. Wenger, in thightigl book, Pastors in
Transition: Why Clergy Leave Local Church Ministishare these thoughts from their
research gleaned from five denominations in thaddinbtates from 2001-2002:

Why did ministers in the various denominations &avwhree summary

statements are supported by the research. (1) i€onfis the main reason

ministers left — conflict with parishioners, witther staff members, or

with denominational officials. Many ministers féliocked or frustrated in

their efforts to bring new life to their congregats, and this led to
disillusionment with their members and with theéndminations.
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(2) Women left local church ministry more oftenriraen. Often this was

due to family responsibilities, especially the reed children. Women

also left because of disillusionment with denomoval systems and

continuing resistance to women clergy in some lobalrches and among

district superintendents. (3) More clergy left dte institutional or

interpersonal problems due to loss of faith orririal need. The greatest

interpersonal problems were feelings of lonelinesplation and

inadequate boundaries between ministry and farfidy4

These and other related queries are the kind ektquns that this research is
intending to address. Every pastor follows anoffestor. This research is an attempt in
part to look at seven types of pastors whom a nastop would follow. This writer
knows there are many other pastoral transitionagdns that could be considered but
they will remain outside the scope of this research

With every change in ministry life there are fegbnthat remain around the
termination of one’s predecessor. Roy M. Oswaldn&grastors: “To assume that the
mere passage of time between that termination auod grrival will adequately dispel
those feelings is to make a serious mistake. Evvéimei majority of people did not like
your predecessor, there will be unresolved feeliogdeal with. Parishioners may have
some unresolved feelings of anger toward the forpastor that remain unresolved or
some feelings of guilt about how they treated hanir concerning the circumstances of
his/her leaving®

One may be required to listen to stories of formpastor(s) many times. It is

important not to stifle those feelings or to be rweene with parishioners who compare

3% Dean R. Hogue and Jacqueline E. Wenger, Pastdnsahsition: Why Clergy Leave Local Church
Ministry, Grand Rapids: William B. Eerdmans Publishing Camp 2005, 29. Hogue and Wenger’'s
research involved five denominations: the AssemshdfeGod, the Evangelical Lutheran Church in
America, the Lutheran Church-Missouri Synod, thesByterian Church (U.S.A.), and the United
Methodist Church.

% Roy M. Oswald, New Beginning8.
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one with former pastors. People are trying to wibr&ir way through the unresolved
feelings so they can begin the new relationship @wihew pastor. It is important to listen
without participating in running down the formerspar. If the comments are positive one
should try to affirm without being threatened ot gawn3*

Oswald, quoting Richard Kirk, in his publicationn@he Calling and Care of
Pastors (Alban Institute, 1973), “postulates thabagregation will go through the same
stages of grief that an individual goes througldealing with the death or loss of a loved
one. This would imply that your new congregationyniee going through any of the

T37

following stages: denial, anger, guilt, or bargagi®’ This thought is following the

classic study of Elisabeth Kiibler-Ross and we tlwaeRichard Kirk left off acceptance.
Alan Chapman shares this thought in an article atheuwider use of the Kubler-
Ross model and change in one’s life:

Dr Elisabeth Kubler-Ross pioneered methods in thgpsrt and
counseling of personal trauma, grief and grieviagsociated with death
and dying. She also dramatically improved the ustdeding and
practices in relation to bereavement and hospice ca

Her ideas, notably the five stages of grief mognial, anger,
bargaining, depression, acceptance), are alsoférabge to personal
change and emotional upset resulting from factdinerothan death and

dying.

We can clearly observe similar reactions to thosglatned by
Kibler-Ross's grief model in people confronted withi less serious
traumas than death and bereavement, such as by meddndancy,
enforced relocation, crime and punishment, didgbiland injury,
relationship break-up, financial despair and baptay etc.

This makes the model worthy of study and referdaceutside of
death and bereavement. The 'grief cycle' is agtumlchange model' for
helping to understand and deal with (and counset¥gmal reaction to
trauma. It's not just for death and dying.

This is because trauma and emotional shock argvesia terms of
effect on people. While death and dying are for yna@ople the ultimate
trauma, people can experience similar emotionattspshen dealing with

% bid., 9.
* bid., 9.
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many of life's challenges, especially if confrogtisomething difficult for

the first time, and/or if the challenge happenstioeaten an area of
psychological weakness, which we all possess iferéiit ways. One
person's despair (a job-change, or exposure toorigkhobia, etc) is to
another person not threatening at all. Some pe@ple snhakes and
climbing mountains, whereas to others these aengay scary things.
Emotional response, and trauma, must be seen ativieelnot absolute
terms. The model helps remind us that the othesqoés perspective is
different to our own, whether we are the one inckhor the one helping
another to deal with their ups&t.

Is there a possibility that these stages of grfedhil with the frustrations of
ministry or transition time? Congregations and @astare affected by changes in
leadership.

Roy Oswald and his research speaks of the “ShadwveiGof the former pastor.
This extensive quote is highly instructive to evpagtor.

One way congregations move through the grief pgyaesppears, is by
talking about the previous pastor. The new pastay fmave heard the
same stories over and over again: it seems negebsdrhe/she continue
to listen so people can work their feelings thraughe ability to avoid
being threatened by all the positive comments alioeitprevious pastor
and to avoid being judgmental about the negatif@mmation is the key to
the newcomer’s being able to facilitate the procémsd finally be
accepted as the new pastor). To view the praiseeoformer pastor as a
sign that certain parishioners are rejecting thecoener is to wrongly
interpret what is taking place.

A real advantage of being in touch with the histofya congregation is
that one knows which previous pastors are stilsatered the saints of the
past. Quite possibly, a congregation is still gngvfor a pastor who
served them several pastorates ago. This comidate picture when
exploring congregational feelings about the immediredecessor. The
incoming pastor needs to walk slowly here, mayba slight crouch, to
avoid the spider webs spun by former clergy. Witnetul research and
time a new pastor knows exactly where these weles—although
occasionally he may still find web on his face.

3 Alan Chapman, 2006-2010, Alan Chapman offersrtirpretation of the Grief Cycle model first
published “On Death & Dying,” Elisabeth Kubler-Rp4969.
http://www.businessballs.com/elisabeth_kubler_rfige_stages_of grief.htm.
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The general consensus seems to be that it is easifllow a good
pastoral experience than a poor one. In our wotk aimy chaplains, we
came upon the term “borrowed credit.” Borrowed dredfers to the
positive feelings parishioners naturally accrugh® new pastor because
they have had positive experiences with past cldfghe immediate past
pastor was loved, trusted, and respected, oncecomgregation has
worked out its grief in losing him/her, then thegseishioners will expect
to have the same feelings about the incoming pastor

When experience with the past clergy has been wmegdhe new pastor
may discover that he/she has unequivocal accepw@intiee start-up—as
one clergyman put it, “It was as though | couldrowrong,”—but in the

long run these clergy need to contend with the éfitad debt” from

former clergy. If, for example, the former pastadhhis hand in the
Sunday offering occasionally, parishioners willyr fa long time, be

watching out of the corners of their eyes to seethdr the new pastor
will try the same thing. Similarly, if parishionefsave been betrayed,
disappointed, let down, abused, or lied to by formokergy, the new

pastor, no matter how popular, may have to contsitd parishioners

occasionally wondering whether all clergy are alik&tra caution needs
to be exercised in areas where laity have beenedbas disappointed.
Clergy may find they are being tested around tispseific areas’

When a pastor follows a pastor these dynamics weedi above are at play. As a

pastor arrives in a new church setting to be awhat the impact of several former

pastors can be influencing one’s beginning is irtgdrto starting well. How one reacts

in a positive way as one strides through the edalys of a new ministry is crucial.

Further Roy Oswald suggests that if you encountgerin your new situation, it

is important to evaluate carefully whether it legately belongs to you or is meant for

your predecessor. Sometimes people feel guiltyosading the circumstances of the

former pastor’'s departure and wonder if they haatead the pastor better the former

pastor might have stayed or they feel guilty abdw the pastor was forced out. Others

may bargain with you to stay if you are like thenfier pastor or to be sure you are not

3% Oswald, Pastor As Newcomdr6,17.
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like the former pastor. Again he encourages pastorbe themselves and remain
authentic as folks move through these stages gfiring with your arrivaf®

This research, in part, is looking at seven kioflpastoral transition: 1. a typical
or normal transition; 2. a pastor who has died Bastor who retires and moves away; 4.
a pastor who retires and stays in the communitg; gastor who was involved with some
sort of moral crisis (moral, financial or ethicab);a pastor who was extraordinary; and
7. a pastor who split the church and stayed inaifea to pastor part of his/her former
congregation. This research will be based upomiiges with Atlantic Baptist pastors
who have experienced arriving and serving in AtaBaptist churches.

Following a pastor in a normal or typical term efdce.

The first category is regarding a normal or typisi@iation. A normal or typical
pastorate would be one that does not raise anyeofhégative issues that are in the other
situations. A normal or typical pastor serves faillly and seeks a seamless transition and
best of all possible futures for the incoming pasitis may be influenced by the length
of tenure: 1-3 years, 4-9 years, 10 and up, etev ldag a pastor serves could impact the
depth of a church’s feelings for her/him. The stgfeleadership and programs begun
would be influenced over a longer period of service

For some churches there seems to be a pattermafi@sters arriving every two
or three years. Often the expectation is that tleerning pastor will follow the pattern.
The folks in that church just assume that you Wl leaving when you graduate. They
will even tell you this up front in your initial cwersations. It almost makes a pastor want
to start looking for her/his next church, even befthe pastor starts in this new ministry

setting. There has been no crisis or moral issukas simply been the history of that

0 Oswald, New Beginningd.0.
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church that student pastors or other leaders hefveeVery few years. It could be the
financial situation of a particular church as socherrches find it hard to pay a full or
part-time minister. It may be that every few yeatsen their minster leaves the church
saves money during the interim to call anothergragtind again in a few years, when the
pastor leaves, because the church has no moneyppors them, the assembly will start
the cycle all over again.

Even though a pastor only stays a few years, tbhenmimg pastor will discover
any unclaimed baggage the former pastor(s) leftindehMinistries are shaped by
leadership and even the short term pastor leagbae for an incoming pastor. The little
ways things were done are the new traditions whiehverbalised as “the way it has
always been done”

If a pastor stays four to nine years and if theaving was not caused by any
trouble, a new pastor will be wearing any pasttiaits of the previous pastor. Folks
will inform the incoming pastor if the former pastut his/her own grass, or always got
the mail, or if the pastor kept regular office muFhe church folks will soon remind the
incumbent of the former pastor's ways of doing gisirand the felt expectations of those
statements will ring in the new pastor’s ears. @eeer knows what small thing will be
part of the expectations of the new pastor. Thepeaations may be said out loud or
not. They may or may not be the new pastor’s goatsinistry. They may not be the new
pastor's way of doing ministry. One will have topeowith these expectations and be
prepared in one’s heart to be true to one’s calling loving way.

After a short time of doing something a certain yagople feel that this is the

way it has always been done. In a Baptist churtgnaomething that is done for 2 weeks
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is now a tradition. A new pastor may have someake them aside and share candidly
their own thoughts about the way the incoming pashwmuld lead. Their former pastor

promised to stay until he/she retired. The congreganay feel cheated that the pastor
did not stay longer. Others may announce that ah@dr pastor stayed too long and so
the incoming pastor should know up front to be yeldmove on. The expectation may
be to move in less than ten years, five years @tewer their constitution declares.

Following a pastor who has died

When a pastor dies in office and in the midst dfistry, it is traumatic in the life
of a congregation. There is a sense of great lesause their pastor, friend and mentor is
unexpectedly gone. This may be different if thetkdeaccurs suddenly through an
accident or cardiac arrest. It may be differentiraglathe death is the result of a long
illness that the church family has journeyed alartly their beloved pastor and family.
There is not only a sense of loss that their pastgone but the circumstances which
caused the parting were painful and emotionallyd h#drone follows a pastor who has
died one should know that the former pastor seemings a special status. He/she did
not move to another congregation but to their hanglory that they proclaimed and are
now experiencing. Whatever their programs were, évar successful or not these may
have been, they seem to be judged in the ligheaf/én. The new pastor should be aware
of this phenomenon to help him/her cope with histiev church setting, the church’s
expectations and their own self awareness.

Following a pastor who retires and moves away

As in other transitions the impact on the new nterisnay be influenced by the

number of years served by the former pastor be&inement.
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When a pastor retires the church usually has semetcelebration and the high
days of ministry are recalled. People from othexcgt where the minister served are
invited to bring greetings and reminisce of happysland pleasant scenes. There is a
healthy outpouring of love and respect for the wofkministry the retiring pastor
attempted in the name of the Lord. The new pasttirb& impacted by this in that
expectations of the incoming pastor may be to ocoetin the tried and tested ways of the
retired pastor. As mentioned already, little thingay or may not have to do with
ministry but were the habits of the beloved forrmpastor. These familiar habits may be
transferred and expected of the new pastor/leddderay be as small as always turning
the lights on in the windows of the church durindv&nt because that is what the former
pastor did.

Following a pastor who retires and stays in the momity.

It used to be that a retiring pastor or resigniagtpr would leave the community
and some denominations required it. Today manyyglewn their own homes and their
spouses are still working which causes clergy tatwa remain in the community where
they served last. A pastor who retires and staggegrcommunity is often a sore spot for
the incoming minister. The retiring pastor has edrtihe respect of the church family and
community and will often be the first one calledcases of emergency or to conduct a
funeral. This may be from habit. People like whayt know. It depends upon how the
former pastor who stays, deals with these calls @gliests that will alleviate the

possible tensions that can arise.
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Joseph L. Umidi, in his book, Confirming the Past@zall: A Guide to Matching
Candidates and Congregations, speaks to the pryxohihe predecessor and an issue
that commonly affects the volatility of a leadegstriansition. He writes:

If the departing leader stays in the area (espgdfahe has retired), loyal

parishioners may have difficulty “leaving” the oldader's style and

“cleaving” to the new leader’s style and persomgalit

During the first three months of one new pastta&iership, some

of the charter members of the church began to caimpgb the former

pastor, who still lived nearby. Feeling compassmnrthe disappointments

of his close friends, he mistakenly intervened. ddgrettably became

involved in pressuring the elder board to remowe ribw pastor. If this

former pastor had not been so accessible and &isthlthis church in

transition, the congregation might have found aitsmh with much less

dissention (sic) and paifi.

In A Manual For Worship and Service, a resourcatpd by Canadian Baptist
Ministries, it clearly states under the sectionezhl “Pastor-to-Church Ethics™: “1 will,
with my resignation, sever my pastoral relationghwny former parishioners, and will
not make pastoral contact in the field of my susoes without their knowledge and
consent.*?

It is important to find ways the departing pastan remain in the community in a
way that makes the experience positive for all. I/l is clear that a former pastor
should in no way interfere in the affairs of thengeegation he/she formerly served, it is

important that pastors, and their families, notdmated from friends and a church home

they have loved®

“1 Joseph L. Umidi, Confirming the Pastoral Call: Ai@e to Matching Candidates and Congregations
Grand Rapids: Kregel Publications, 2000, 23.

*2 Robert G. Wilkins, Canadian Representative, CBM&nual For Worship And Servic€anadian
Baptist Ministries, 1998, 158.

3 Oswald, Heath and Heath, Beginning Ministry TogetB8.

38



This is hard to maintain without real disciplina.d world with telephone and e-
mail, text messaging and who knows what methodscamhmunication are yet
undiscovered, people will contact the former pastbom they love and respect and who
lives in their community. Will this “code of ethitde strictly adhered to? Is the
responsibility on the former pastor to speak cdgdidth folks who call and request
his/her services, counsel and guidance? This wigieves it is and will offer
suggestions in formulating an agreement below.

Despite the farewell activities and liturgies he tend of a pastorate that help
congregations end a pastoral relationship therestiieties of friendship with the
departing pastor. If the pastor is staying in to@swald, Heath and Heath suggest that
the “board and the departing pastor need to cdede guidelines for the
departing pastor’s participation as a member of dhegregation. This should also be
included in the search committee’s presentatiorcandidates as part of the calling
agreement®

This “calling” agreement should include:

» an explanation of why the departing pastor wisbestdy in the community.

* a statement that the departing pastor and the restopwill affirm one

another’s ministry and not undermine it in any way.

» the departing pastor will not initiate contacts twitnembers of the

congregation for purposes of pastoral care.

» the pastor and spouse will absent themselves fnencdangregation for at least

one yeatr.

» If the clergy spouse is an employee of the congi@gahe spouse will resign

that position.

» The former pastor may assist at the request ofatimdy and at the invitation

of the interim or the new pastor.

* Under no circumstances should the former pastdiaiai contact upon
bereavement or notice of a wedding.

44 bid., 88.
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* The interim or new pastor should meet with the daépgpastor and a skilled
third party to be sure they agree in their undeditay of these obligations.

» ltis the responsibility of the new pastor to iai& this meeting.

» The board should work with these parties so thel @éll feel free to identify
any friction and major issues which can be resolved compassionate and
constructive manner.

Pastors who remain in a community that they onceesehave to learn how to
conduct themselves in a new role. Having a forngaé@ment helps both parties along
with the congregation to realize that a new past@iationship exists with the former
pastor:’

If the former pastor who retires and stays arobmtdwas not all that popular or
liked, it could still be a negative influence a®pke may associate his/her ministry and
mannerisms with the incoming pastor. One cannatraball of these things.

Following a pastor who was involved with some sufrimoral crisis (moral, financial,

ethical).

This author heard as a young pastor that one stamaid, “money, maidens and

modernism.” These three could lead one into a mwisis. It is part of our fallen world
and human nature to be tempted and turned aside dree’'s heavenly calling in Christ
Jesus. As an incoming pastor, one’s rules and leieware established in reaction to the
faltering of the previous pastor. If money were igsie, the leadership will try to insure
that the incoming pastor is never near where fuardscounted, deposited or left to be
dealt with and passed to the tellers. If there wgsoblem with the opposite sex the
incoming pastor may be limited in how he/she ralatepersons of the opposite gender.

He/she may be forbidden to counsel alone or ataall, may also be told that all visits

% |bid., 89.
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have to be made with someone else present. lotimeer pastor had any moral issues the
light of scrutiny will be upon the new ministeritesure this does not happen again.

Roy Oswald states, “Whether we like it or not, wéarit the credit and debit
parishioners have built up based on their past respees. This fact should make us
curious. For example, if clergy have lied to themthe past, they will watch you very
6

closely in the beginning to see how honest younatte them.

Following a pastor who was extraordinary

Every once in a while one follows a pastor who wagaordinary. The church
family will let one know the great qualities ongisedecessor possessed. It is probably
guite innocent that this information is passed g@loReople are proud of their great
pastoral leaders and like to share the blessinghthee had by such phenomenal leaders.
If he/she was a great preacher the new pastor eeyobligated to “out preach” the one
before her/him. If the previous pastor was passerabout visitation and listed the
number of visits made each year in the annual tefier chances are the new pastor will
strive to excel in visitation. It is part of ongXerson to try to be the best one can be in
ministry and one may measure such by attemptiigeaip to the legend of the one who
has gone before.

From the world of sport, following a great pastoay be like following a great
coach. There is a sense of great expectation toflibe same calibre and to be as
productive as one’s predecessor. There is a tnedt@sted coaching philosophy that is
known by others and the expectations may be tleahéw pastor/coach will follow the
same pattern. There seems to be an inertia inetidetship of a legendary predecessor

that people assume you will want to be like theraroter to be successful.

6 Oswald, New Beginningg1.
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It is not always easy to follow a great and infitial pastor.

Following a pastor who splits the church and thegsand pastors in the community

Church splits can be devastating to a faith comtyumhe pain of feeling
deserted by friends and family who have left id.réae pastor whom they trusted and
even loved has been unfaithful to the call to seand has breached his/her induction
vows. Some may feel they don’t blame the pastordaving but will stay true to the
original congregation. As a new pastor comes teesardivided congregation, with some
church members having questionable loyalties, litmake leadership challenging.

Other factors impacting the seven types of fornastars and transitions.

These seven situations listed above are impactewved by the size of the
congregation one serves. Harbaugh, utilizing thinARothauge model of categorizing
congregations into four basic types (patriarchalfimechal congregations: 0-50 active
members; pastoral congregations: 50-150 active ragsniprogram congregations: 150-
350 active members; and corporate congregation3:ugp, and states that “there are
radical differences in beginning one’s ministry @ach of these four types of
congregations. The difference between starting si@ra assistant in a large corporate
church and beginning as a pastor in a small ruagkp is as great as foreign missions is
to home missions®

The above seven situations may be impacted bygaéefthe incoming pastor. A
pastor who is young and arriving at his/her filstirch may respond very differently to
the challenges of following a former pastor thae thder and experienced pastor who
has lived through and survived more than one ttiansiThe way a pastor copes with

arriving may be influenced as well by the numbetrafsitions in that pastor’s career.

*" Harbaugh, Beyond the Bounda#y,
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Part of this document’s qualitative research isires what has gone well in a
pastor’s arrival and what did not go well. With egative response to this question this
research is asking what a new pastor might havaggthwithin him/her self that may
have made things better. Further it is asked ahtoh party had the greater share of why
things did not go well.

An answer this document is looking to find isehgth of tenure of the former
pastor has any impact upon ministry arrivals and keell they go. As churches may
have a history of long or short terms of pastarg0®, pastors may have a history of long
or short ministries in a particular setting.

Another question is if a pastor’s arrival impaotsis the genesis of a pastor’'s
departure. Does a pastor’s first impression ofva menistry setting encourage the pastor
to stay a long time or cause him/her to begin tepkan eye open for a new place to
serve.

Impacting this research is the question of thenfarpastor’s gifts and strengths
and the incumbent’s gifts and strengths. The sanasked concerning the weaknesses of
the former pastor, as understood by the incumbeamd, the weaknesses of the newly
arriving pastor.

Another part of the equation is the interim perlmetween the former pastor’s
departure and the new pastor’s arrival. This i afluenced by the type of leadership
during the interim period. Was there an intentiantdrim minister that bridged the space
of time between pastors? Did a nearby retired f@niprovide some preaching and

pastoral leadership? Was there some kind of psipiply by trained pastors or lay-
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pastors? Was this interim period solely led byl#aglership of the local church? Any one
of these could have an impact upon the newly angiyastor.

This paper is asking about relationships thavigi pastors may or may not have
had with former pastors of the congregation whiodytserve. It will also consider what
kind of contact a former pastor has maintained Withcongregation the new pastor now
serves.

Having a mentor, role model or colleague to cplbruis considered as well. To
have someone or a group to confide in or from whizlseek counsel and advice is
critical. The question is asked as to how helphalt is or would have been in a pastor’s

experience.
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Chapter 3
The Reality Discovered Through Surveys

To help explore the question of the newly arrivethigter to a field and to
consider the effect of other variables, such asptstor that one follows, a survey was
designed. This survey was designed to discoveintpact of various dynamics upon the
incoming minister. With input from thesis supervis®r. Andrew MacRae, D.Min.
ministry supervisor, Rev. Norman Hovland and cossgons with D.Min. colleagues
and Atlantic Baptist pastors, the questions bele@tenemployed to help discover insights
into the dynamics of a pastor who follows a pastater different situations.

In consultation with thesis supervisor, Dr. AndrélacRae, a short list of
possible interviewees was made. It was agreed tdratdifferent pastors would be
interviewed. The list was intended to be represemtaf the Atlantic Baptist pastoral
environment. Of the ten persons interviewed, twoevweomen and one is from a visible
minority. Every church that was discussed in therinews is an Atlantic Baptist church.
Even though some pastors had ministered in otheepl only their Atlantic Baptist
experience is reflected in this research. Thisewrihakes no pretence that these ten
pastors are a random sample.

Those who were on this list were telephoned ahk@dagor their permission to
participate in the survey. The survey questioneween e-mailed or sent by Canada Post
to those participating pastors with a time intefvatween the e-mail and the interview.
This was to allow the pastor who was to be intevei@, the opportunity to review the
guestions and give opportunity for reflection befaeceiving the call for the initial

interview.
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Here is the actual e-mail that was sent to pastorsview:
Dear Friend, thank you for helping me with thise@sh.

I will be phoning you to talk through this survegdathis gives you the
opportunity to see the questions ahead of time.

I will be following up again with a face to facermersation to explore
these questions and see if there are any more htotigat come to mind
after our initial conversation.

The purpose of the thesis is to research the dysasuirrounding the arrival
of a new minister who has followed another pastor.

Please answer the following questions for as maimystry transitions as
you wish to share.

Ethical research and confidentiality is also impottand will be strictly
observed.

Thesis Survey Questions
1. What is the number of transitions in your caPeer
2. What type of pastor did you follow?

A. Typical situation.
How many years did the former pastor serve previoy®ur arrival?

B. A pastor who has died.

C. A pastor who retires.
How many years did the retiring pastor serve beyore arrival?

D. A pastor who retires and stays in the community.
E. A pastor who was involved with some sort ofisrigmoral, financial, ethical).
F. A pastor who was extraordinary.
G. One who split the church and stayed in the asgaastor.
3. What was your age when you arrived?

4. Which particular transition in your career aocelyeferring to in this survey?
1t 2 39 2
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5. Was it a rural or city church?

6. What went well? Share a positive arrival.

7. What did not go well? Share a not so easy drsitzation.

8. What would you change within yourself if you 2

9. Who had the greater share of why it did not gti’?vAnd, why?
10. How long was your former pastorate?

11. How long did this term of pastoring last?

12. Did your arrival impact your departure? How?

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths?

14. What were the former pastor's weaknesses andt \whe the new pastor's
weaknesses?

15. How long between the former pastor's depaduncethe new pastor's arrival?

16. What type of interim pastoral leadership wasdf
(i.e. pulpit supply, interim pastor, intentionatenm pastor or something else.)

17. Has the new pastor had any contact with thmdopastor, before or after his arrival?
And, what type of relationship do they have, if any

18. Has the former pastor maintained any contaitt members of the congregation?

19. How is the church similar to or different fromhat you expected from the calling
process?

20. Did you have a mentor, role model or colleaigueall upon during your first year
after arrival?

All but one of the personal interviews were contddcby phone. The other one
was a face to face interview. All interviews toolage during the summer of 2010.

Confidentiality was strictly observed.
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What is the number of transitions in your career?

The first question in this research was concertiggnumber of transitions the
pastor had experienced. The pastors interviewedybad through a combined total of 41
transitions which makes for an average of four diteons per pastor. Not all of their
transitions were discussed in these interviewsedom was given so that only the new
arrivals that each participant felt comfortablecdssing were talked about. The other
transitions that are not included are those whodk place in another part of Canada. The
focus is on the Atlantic Baptist situation.

This research is looking at twenty-nine pastorahgitions into a new ministry
setting in an Atlantic Baptist Church. Of the twenine transitions in this study only
three took place in New Brunswick and none in RriBdward Island or Newfoundland-
Labrador. Of the twenty-nine churches considerethis study only one pastorate was
involved in the story of two different pastors.

The reason for asking how many transitions a pdsadrexperienced was that it
seemed obvious to this writer that as a pastor mdtand had moved a few times that the
process would be better each time. The researds tensay that each church and each
pastor are individually unique.

The question concerning the type of pastor eaghareval follows fell into five
categories. The majority followed a typical or natrpastor. Fifteen, just over half, of the
twenty nine pastors interviewed said they folloveedastor who was typical, normal or
stable. Seven newly arriving pastors followed aistén who was retiring. Some of these
retiring pastors stayed in the community while esheoved away. Five pastors shared

that they followed a pastor who was in some kindhofal crisis that involved the former
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pastor being asked to leave. One followed a pastw died and one followed an
extraordinary pastor who was very out going bub aglit the church and stayed in the
community to pastor the new congregation.

The length of tenure of the former pastor and gemtiving minister who follows
was considered. Twenty—one responses, regardintetiggh of the preceding pastor’'s
ministry were given. These answers were derivenh fiformation received from church
members upon arrival. They are also based upon ed@t pastor remembers from those
early days of ministry in a new location. The eigh&at were not given were simply
because the new pastor did not remember or wasfootned by the church he/she came
to serve. This turned out to be an average of sgeans of service by the preceding
pastor. The shortest pastorate that was followesdl t#a months and the longest was
fifteen years.

The age of the newly arriving minister was alsasidered. The average age this
study reveals is that 29 years of age is when thmseviewed were entering his/her first
ministry setting. The youngest pastors were 25 eviike oldest pastor entering a first
pastorate was age 43. Not all of the persons iwed chose to speak about their first
ministry setting. This study did reveal that thagth of first ministry settings lasted on
average nine years. The shortest first time pastosas 20 months and the longest
twenty four years. One other pastor served eighyeans in a first ministry setting. This
reveals an average of five years in a first chanotiuding the two long terms of eighteen
and twenty-four years.

The churches that were part of this study whestopa were moving into new

ministry settings involved thirteen rural multi-aloh fields; nine rural single-church
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pastorates; three town churches and four city d¢tasicPart of the Atlantic Baptist
context is the multi-church field. When a pastorcaled to a multi-church field the
pastor arrives at different churches all at theeséime. Arriving at one church can be
challenging enough but when a pastor comes intg tlwwee and sometimes four different
churches in the same field it is challenging indded challenging because sometimes
pastors arrive in multi-church settings that aréhtsuburban and rural. A pastor has to
minister to different challenges with cultural dymas from different communities.
Sometimes congregations can be rivals for the meirisstime and energy instead of
working together.

Part of this study asked questions concerningritezim ministry before a new
pastor’s arrival. Of the twenty-nine pastoral dias in this study eight had interim
pastors before the new pastor arrived. Ninetegheopersons interviewed shared that the
churches had pulpit supply for worship service &ralip preceding the new pastor’s
arrival. Two shared that he/she arrived the Suraftgr the preceding pastor finished
ministry in that place. Interim ministry ranged rfiosix months to two years with an
average interim pastorate being fourteen monthdpitPsupply between pastoral
ministries ranged from one week to two years. Therage length of pulpit supply
between ministers lasted seven months.

These questions and the answers from the intesvigilv be considered as this
paper moves from the statistical framework to ssessment of what has been heard in
the interview process. It is hoped that the readifind some help through this research

and can identify with situations that arose frora ihterviews that will be instructive or
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at least cause the reader to realize he/she ismloae in what pastoral ministry has
brought into his/her own experience.

What type of pastor did you follow?

In this survey the pastors who were interviewed expressed that they followed
a typical pastor had very little, if any, negativengs to say about the experience. One
pastor was told how the people loved the formeitguasnd in time the new pastor
enjoyed a good relationship with the leaving past®mwell. In one typical transition it
was expressed that health issues had caused atpreneaving of the former pastor.
Another pastor left for a denominational positidhe only negative comments regarding
a typical transition were that the people in onacel expressed relief that the former
pastor had left. And in another situation it wamalti-point rural church where in one
church it was a normal transition but in the otblkurch they were frustrated with the
leaving pastor. This reveals how two churches dield can have very different view
points regarding a pastor who is leaving.

Only a couple of pastors spoke of following pastamho were exceptional or
extraordinary. One felt threatened because he/she fwllowing a “legend.” The
congregation often would compare the ages of tberdbrmer pastor with the younger
new pastor. The other pastoral change story indohee very charismatic and
extraordinary pastor who when he left split therchuExtraordinary leaders can be hard
to follow because it seems that the new pastorthakeal with the comparisons made.
Comparisons are made concerning age, style of iglaige musical abilities, preaching

skills or just how a former pastor connected widlople in a big way.
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Seven of the pastors who were interviewed followedinister who retired. Five
of them mentioned that the minister who retired etbaway. It was noticed that none of
these pastors spoke of this kind of transition aitly negative tone. One mentioned that
the retiring pastor was “not liked by many.” Forstto be known by the incoming pastor
would make a new minister wonder what the churcugit about him/her or what that
feeling might look like in a few years once pasamd people got to know each other
better.

The most negative word revealed was concerningstopaho retired and stayed
in the community. Not only did the minister staytiie community but was involved with
funerals without first speaking to the incumbendtpa The issue came to a head and the
leadership of the church had to put a policy irceléo insure the new pastor would be
consulted first when a funeral or wedding aroseis TWriter has heard of similar
situations in other parts of the Atlantic Provincgkere retiring pastors have caused
some frustration and hurt through not allowing iesv pastor to take the lead in all parts
of ministry.

Some pastors shared that in ministry transitioey flollowed a pastor who left
with some sort of crisis: moral, financial or etidicOne pastor shared that the minister
was asked to leave regarding trust issues. As @trédse incoming pastor felt the
congregation had mistrust for him/her as well. Thgewith that, there was a culture of
mistrust in the church as a faith community as watiother former pastor was asked to
leave which resulted in a divided leadership grolp.add to this it was a multi-point

charge and the two churches were not getting admigcommunication was very low.
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Another former pastor was asked to leave becaussmaitional health issues.
Another pastor left over constitutional issues WHed to the former pastor only being in
that particular place for a couple of years. Pedefethe church during this time of
conflicting constitutional views and have not reked. Another former pastor finished
ministry in a particular setting due to a moralifeg. The new pastor felt that this led to a
general mistrust of the men in general for him. Pphstor felt alienated by the men. The
men had been betrayed by their former pastor whuey felt had been “eyeing their
wives.”

Every pastor follows another pastor. The minigtfythe former pastor and how
that pastor conducted him/her self in personal difel ministry affects the pastor who
follows.

What went well?

For the most part pastors had positive resporsabi$ question. In an early
interview it was mentioned that, as a newly arigvpastor, the new person was met with
positive comments about the former pastor. Evelytuhis new pastor came to enjoy a
good relationship with the former pastor as welleTreader must remember that these
experiences happened many years ago and still ntidents and impressions are
remembered and stand out as part of a pastor’adifeministry experience.

A common theme in the interviews was that of thedyhelp the arriving pastor
enjoyed in the moving experience itself. Kind pe&ofstbm the church where the pastor
and family had served helped to load and pack tmg truck. On the other end of that

move the story is repeated that the new churchlyanglped the pastor and family get
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unpacked and settled. More than one pastor rethdthe arrival and moving process
included a hot meal that was awaiting the pastdrfamily.

Many pastors commented that the people in the péeerival were warm and
friendly and appreciative. Some related that thetgzaand family were met with
welcoming baskets. These baskets included helpfdbrmation about the new
community(s) in which the pastor and family wouidel and serve. This information
included the names of local doctors, dentists ahdroservice providers that the pastor
and family would at some time need. One pastor imead that the three churches in the
new parish worked together and functioned well. Tgastor also mentioned how
affirming and encouraging the new congregationewer

Along with this thought of help at a time of arriwaas that which was received
from family and friends. The support a pastor aaaify receive from friends they have
made in the former church where they have served, the constant love and
encouragement from family, is a positive force. idliry life at times is lonely for a
pastor and family.

Hoge and Wenger, in their book that speaks to mmnigansitions from their
research in five denominations in the United Stadpeak of the factor of loneliness. In a
chapter that reveals their results concerning wdmstqgrs were burned out or discouraged
which led to them leaving the ministry, they sditht

In our research we encountered numerous ministecstald us they left

because of strain, weariness, burnout, and frimtratThey did not

attribute the problem to specific conflicts withime congregation or with
denominational officers; their complaints were mageneral, more
coloured by self-doubt, and more typical of indiads who are
depressed....These persons usually felt blocked nmesway, either by

external conditions or by personal inadequacy. &loee they were
frustrated and saw no solution to their malaiseepkdo leave parish
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ministry. They expressed feelings of hopelessnaessisolation, stating

that other people did not help them or even waemtin ministry. Many

felt lonely and unsupported....Twelve percent of fbemer pastors we

studied fell into this categof?.

Moving into a new setting has some anxious momerite love and help of
family and friends is a blessing. Every bit of lcued support a pastor and family receive
as they arrive helps ease the feelings of lonedia@sl isolation.

This writer knows that the role of the parsonageparish life is changing. Still, in
the interviews pastors related their arrival toaaspnage in a positive way. One pastor
mentioned it was his/her first place of serviceasparsonage was a good thing. With a
large student debt load and the subsequent yeg@ayofg off a student loan, a parsonage
is welcomed. Not having another payment in the d¢ifea pastor is a positive thing. In
another case of a first transition the pastor amailfy moved into a brand new parsonage
which was appreciated. Another pastor said thaptrsonage had been refurbished and
new appliances were in place. The reader must ré@ethat the question is “what went
well” in the arrival. The parsonages that needamhirs, painting and new appliances
were not mentioned to this point.

Another comment that was raised more than onceetoad a 100% vote by the
church or churches the pastor was coming to sdiwvese pastors felt encouraged, and
rightfully so, that the people whom the pastorasking to serve have voted together in
an overwhelmingly positive way. One pastor mentibtigat this vote was preceded by
prayer, time spent in God’s Word and a real sehaethe Holy Spirit was calling this
particular pastor to this new place of service. Maig be the norm in the churches of

Atlantic Canada. It is also noted that no one noetil a vote less than 100% as a part of

*8 Hoge and Wenger, Pastors in Transitibh5, 116.
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the arrival process that went well. On a criticatenone could ask from whom the new
pastor received this news of a 100% vote. Anotheestion might be as to the
circumstances of the vote. Was it declared unanifiouunity’s sake?

Another factor that was mentioned was the timifighe arrival. A couple of
pastors related that they arrived in the summers &lriving at a time of year when
ministry life may be at a slower pace was remembeae something that went well. It
may serve pastors well when considering a movertevaplace to seek God’s will about
the timing of an arrival. Another point raised irese interviews which may be related to
timing is that early upon arrival it seems thatuadral takes place. For all of the down
side of the funeral event in the life of a familydachurch, in a positive way a funeral
introduces a new pastor to the larger communityelrals are attended by and large by a
cross section of a community and a new pastor haspaortunity to meet and to be
heard by this new and diverse group of peoplelsti mstructs the new pastor as to who
is related to whom in the congregation or commuritglso tells who is connected to the
church through a former association such as SuSdagol, Youth Group or some other
setting in church life.

It was telling that the number of transitions ipastor’'s ministry career impacted
their arrival. One pastor shared that he felt thival went well because it was his fourth
transition. Another said it was his second traositind so he felt he had a better sense of
how to engage the new community. A first time pastd that the experience was all
new and so did not know what to expect. It is hopgdhis writer that the things learned
from this research will be instructive and helpfal future ministers as they begin

ministry in a new setting.
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The positive impact by leadership and staff pessonthe new setting was
helpful. Existing staff people were mentioned assthwho helped the newly arriving
pastor to integrate into the new ministry placeméne spoke of the good deacons,
leaders, retired pastors, team ministry and a géigevell organized church that made a
huge difference for a positive arrival. Anothertpasrrived while the senior staff person
was on vacation. This new pastor was helped imnhesethe office administration in
settling into this new ministry position. The guida and mentoring from secretaries and
key leaders is essential in a good beginning.

Following a good interim ministry was found to diebenefit. One pastor said that
a core group in the church was ready to move fawaministry and felt it was due to a
solid interim ministry that this was possible. Amet testified of how quickly a sense of
bonding happened with the new congregation. The pa&stor said that this was likely
due to the good interim ministry that preceded ghstor’s arrival. More has been and
will be said about the importance of good intergadership before a pastor arrives.

Many pastors when speaking of the numerous tiansitin their careers, when
asked, “What went well?” said, that it was “all gobAnother said, “it was seamless.”
Another said that it all went well and the peoplerevgracious and loving. The pastor
also mentioned how important it is for pastorsltovathe people of their congregation(s)
to love them. Another interview, speaking to a pastfirst ministry setting, arriving at a
church that was now venturing out on its own, spokéow positive an experience it
was. The people were willing to learn togetherhwiteir pastor, how this new ministry

would unfold.
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Still when asked, “what went well?,” there werengonegative comments. One
pastor said plainly, “nothing went well —I walketto a big mess.” Another said just one
word, “nothing.” Another said two words which magesk volumes, “no comment.”
Some arrivals, and one prays they are few in tfieeol a pastor, are unpleasant. Some
arrivals are such that a pastor would rather chémderget or leave in the past without
comment. In difficult transitions pastors need emagement and support from a variety
of sources. These will be explored later in thissey. The next question concerns what
did not go well. Pastors were asked to share ametsy arrival.

What did not go well? Share a not so easy arriahson.

To begin this section in a positive way, out of tiventy-nine transition stories
shared in interviews, three responses were thadttinot apply to their pastoral arrival.
The pastor felt the whole arrival experience, froailing process to moving in, went
well.

Early on it was learned that new ministers, esplgcthose experiencing their
first transition, did not find the process all tle@tsy. The question could be asked at this
point as to how our denomination can prepare owlneninted pastors such that this
new and first time experience could be met withatgge confidence. Further on in this
thesis suggestions for new arrivals will be add¥dss

Dishonesty surrounding the calling process waseane that kept recurring. One
pastor related that he/she walked into a messat®itu The pastor felt that the pulpit
committee was not totally honest for not mentiortimgt there were issues that needed to
be addressed. Another pastor said that the pubpiindttee misrepresented themselves.

The pulpit committee had promised they would dotlaing to attract younger families.
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When the new pastor attempted to tailor the worseifvice such that it would attract
younger families it started a worship war.

This is consistent with the research of Hoge andd¥e of five denominations in
the United States. When speaking of younger pasthosare a source of innovation and
new inspiration said:

...not every local church is interested in that kiofd innovation and

inspiration — in spite of what they might say whesarching for a new

pastor. This leaves thousands of new pastors #testrat how immovable

and resistant their parishioners turn out to be.fSM@d many cases where

new pastors committed to turning around small dyihgrches found their

ideas blocked and their inspiration wrung @fty.

In another transition the pulpit committee was foothright in how small of a
window of time the new pastor had to revive the llsnaf the two churches on the field.
A pastor arriving where the former pastor had dpik church and stayed to pastor the
split said, “the pulpit committee did not reveat tbplit.” The new pastor only learned of
it after his/her arrival and felt that the callipgbcess had been dishonest.

Again, Hoge and Wenger, speaking to recommendafamsnproving the call
process found that: “Many pastors criticized theklaf honesty and forthrightness in the
call process. While some thought the process itsstfled to be revamped, others asked
solely for more forthrightness about problems imrches and better effort to match
ministers to churches®

Further, though from another tradition than AtlarBaptist practice, a quote from

a United Methodist pastor speaks to forthrightniesshe denominational part of the

transition and calling process. The pastor said:

*9Hoge and Wenger, 13.
*%|bid., 205.
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When they appoint you to a church, they tell youtlaése wonderful
things about where you are going. So we don’tiistay more; after the
first couple, you know better. But | wish they wdutreat us like
professionals. If you're a doctor, you tell whatisong with the patient. |
wish they could say, “Look, this is a church inuite. This is what it
needs. We know you can’t levitate it. We recogritz nobody is going
to turn this thing around in four years. But trynbake it a little better. We
understand that you cannot work miracles, but geu can keep it from
getting worse >

This could be said to pulpit committees as wellrtiiaghtness in the calling
process could be a powerful source of inspiratiod ehallenge to the new pastor. Of
course, pastors who expect forthrightness from kpitpgommittee, could be more
forthcoming about their own selves when questiorsaaked regarding any weaknesses
that a pastoral candidate is presently working lons a two way street. Sometimes
candidates misplace themselves when seeking a laee in which to serve.

Joseph L. Umidi’s research discovered four keyaeasvhy ministry candidates
misplace themselves in new positions:

1. Unrealistic Assessment of Their Gifts (24%). Ngnaduates going into
ministry often display immaturity and ignorancetlasy try to move from
the ideals of the classroom to the realities of imisterial position that
requires maturity and gifts they may not yet possé&his may be due to a
lack of reflection on their strengths and weakngsKamay also be due to
a lack of practical experience in the area in whigky wish to minister.

2. Unrealistic Assessment of the Church (22%). Thidue in part to the

candidate’s inability or unwillingness to propedgsess the organization
to which he or she is seeking a call. It may alsabe to the failure of the
church to clearly define its values, expectatidnstory, and mission.

3. Unrealistic Assessment of Their Call (22%). éast of seeking God’s
will, candidates too often are influenced by fan@hd friends. Many new
candidates are unclear about what God is calliegtto do, and they may
accept unsuitable positions. They have not doneifficient spiritual
assessment to sense where the Spirit of God ismgavitheir lives.

51 |bid., 205.
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4. Selfish Motivations (20%). The following motivas seemed to appear
in equal numbers in both new candidates and expmteones seeking a
new position.

a. Tired of present position. Many will seek new piasis simply because
they are tired of their present ministry problems avant to get away to
“greener pastures.”

b. Desire for more salary/benefits. These candidgipsoach a new ministry
position from the same perspective as their neigrdm secular work.

c. Stepping-stone positions. Some candidates choasggms based on their
personal ambitions and view new opportunities immge of prestige or
prominence.

On behalf of the wounded pastors and staff memksard, the church

committees that called them, we must work hardematoid ministry

mismatches. Churches and candidates alike care sfoiveliminate the

pitfalls that have resulted in disillusionment foo many leaders. It begins

with a healthier way of relating to one anotherthe matching process.

There’s no better time to start than now, when veesaeking the kind of

people who can lead us into the twenty-first centar

A pastoral candidate needs to be honest with Gaddthemselves before they
come before a pulpit committee. This honesty beaoe and within will help one to be
honest with a church calling committee.

Another pastor when speaking about the callinggsssaid that the existing staff
at the church where not included. The pastor neadrany contact with the existing staff
before becoming the senior pastor. It was suggestatl even a social time which
included the existing staff would have been helpful

In another interview the pastor described the mgllprocess as “not handled
well.” The pastor related that the whole callingpgess as described by the pulpit

committee did not happen as they said it wouldtebud of voting, on another night, after

the candidate had returned home, they voted wihdecandidate-pastor waited in another

%2 Joseph L. Umidi, Confirming the Pastoral CZB.
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room. They told the pastor the results immediatelipwing the vote. The vote was that
all but two were in favour of the pastor coming. Tonclude this story, the pulpit
committee shared with the candidate who the twleewere who voted against the
incoming pastor.

Another story that did not go well concerned anoimmg pastor who was the
junior part of a team ministry church. The seni@stor who had encouraged the
candidate to apply promised he would remain ifyibeng pastor would apply. No sooner
had the young pastor arrived than the senior passigned. To make matters worse the
young pastor heard of the senior pastor’s intestigia “the grape vine” first. This
changed the role of the new incoming pastor whoihtaviewed for one position only
to have the job description change and a formeleagle on this team ministry
becoming the new senior pastor. Other factorsriate this transition stressful were in
part the lack of office space and that staff memstimere rare. Moving to a new place
with your family to take on a position only to real that the expectations are now
different than planned for is upsetting. To thihkttyou are coming as youth pastor only
to be morphed into an Associate/Youth pastor ra&es a huge difference.

Hoge and Wenger found in their research that tipeances and conflict in the
lives of associate pastors is unique. They disamer

Associate pastors have less autonomy and authibiaty senior pastors.

When dealing with other clergy or staff they musgaotiate with other

staff for power, whereas senior pastors wielded ggoy virtue of their

position. In our interviews, many associate pasteyrted difficulties

with their senior pastors. Some of them told ug thair senior pastors

were controlling or micromanaging; while othersdstie senior pastors

were unaccustomed to having an associate and tideicome them; still
others told of staff members whose personal issakscted their
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colleagues. Associates told us they often felt len&d control their lives
because they were too much subject to the whintiseo$enior pastor

The situation above ended, after two and one hedirs; when the new senior
pastor told the Associate/Youth pastor that theit gnix did not complement one
another.

On a positive note, one pastor said that the pupimittee understated the
church’s size and potential to the candidate. Ta&tqv was pleasantly surprised at the
opportunity in the community for growth. Anotherspar, during the calling process, said
that he/she “had to tell themselves not to liseeithe people” (friends and colleagues)
from off the field, who questioned the pastor’d ¢althis particular place.

Other comments as to what did not go well inclutte®l burden of a mortgage
from a previous ministry setting. Pastors oftenehdebt from their education that lingers
far too long and then to add to the mix a mortgagegs added stress to any household.
Other family stress included getting children gettinto a new school. Another comment
along this line was concerning the parsonage thatied some work. The pastor felt that
remarks made to the pulpit committee about the sihithe parsonage were too blunt. In
the end the pulpit committee heard the concern made sure the parsonage was
improved. A further comment that impacts the lifeaopastor concerned the church’s
lack of attention regarding the payment of pengimmiums on behalf of the pastor. The
pastor was unaware that this oversight went onofaer a year. Another interview
brought out that the pastor and family found, wtteey arrived with their belongings on

a truck, that no one was there to help them. Noveesethere to greet them.

*3Hoge and Wenger, 81.
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Another pastor described that the pulpit committes hesitant to call a female
pastor. This is in harmony with Hoge and Wengethgir research regarding the impact
of gender on pastors leaving the ministry. Theg:sai

...past research indicates that women ministers |#agastorate more
often than do men. This is partly because of thditional preference of
many laity to have men as ministers in their chascihe preference for
men seems to be strongest in the large affluentcbles, thus creating
what is sometimes referred to as a “stained glaiing” for women
ministers aspiring to those desirable positions.

Another Presbyterian woman, who left parish migistt age 32, argued
that women need to be better than men:

| do feel, when you are starting off, your playiigd is not
level to begin with. You might have heard it alrgad
women have to be better than a man from the get-go,
because people are really watching them and lootong
excuses not to like them. Whereas a man can get aitla
some mediocre performances on certain things,nkthis
harder for a womart*

George Barna in his research noted how opportunitywomen in ministry is
limited. He discovered that:

Women who make it to the top in a local church tente older than their
male counterparts, have spent fewer years in ifuk-tministry and

probably entered the professional ministry laterlife, serve in older

churches and are more likely to lead congregatthat have fewer than
100 people. They also preach shorter sermons, erage, than their male
counterparts. They are every bit as likely as npastors, however, to
have attended seminary and to be the only full-tprefessional on the
church staff®

Even though seminaries graduate many qualified wowith Master of Divinity
degrees the reality is that many churches are liingvilo call female pastors for various

reasons.

> |bid., 173,174.
% George Barna, Today’s Pastors: A Revealing Lodkhat Pastors Are Saying About Themselves, Their
Peers and the Pressures They Feleatura, California, Regal Books, 1993, 32.
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The theme of other interviews regarding what did go well pertained to
leadership issues in the local church(s). When masgor arrived there was a divided
deacon’s board and the two church fields did ndtajeng. Another pastor said the
church was “controlled by a few leaders.” Two we@k® another transition a pastor
noted that “strong leaders, who ran the churchd@mn people in the church by name.”
Another spoke to the fact that the leaders in #& oongregation ran down the former
pastor. This newly arriving pastor felt compliaisj for listening. In another situation the
leadership was “shaky” about moving forward. Sonomgregants on the periphery
wanted to exert power. Unofficial leaders, on thigeo hand, felt their opinions were not
heard.

Other pastors said that their arrival was impabtgthe pastor they followed. One
said that the people who had left over the previpastor's controversy were not
interested in returning to the congregation. Anptbestor arriving said that there was a
lot of “congregational baggage” and mistrust. Thispacted the trust that the
congregation was willing to give their new pastOne arriving pastor shared that the
interim pastor felt that he/she was indispensibld aterfered with funerals without
seeking the new pastor’s blessing. Again, the examiientioned retired pastor who stayed
in the community, was mentioned as part of whatmbtl go well for the new pastor.
Another said that the church was hesitant to makel@ng term plans as former pastors
had only stayed a short time as a rule. Anothetopawho felt impacted by the former
pastor, told of a person who was very close toftlimer pastor and was hurt by his
leaving. Eventually this person shared this with tlew pastor and in time warmed to the

incumbent’s leadership.
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What would you change within yourself, if you coulldat may have made things better?

This question was designed to allow the pastor whs being interviewed an
opportunity to reflect upon their own participatiam pastoral arrivals that did not go
particularly well. This writer knows that when tggdo not go well the reasons why are
not always with the church or only with the incogpastor.

In fifteen, just over half, of the twenty-nine pawml arrivals the pastors
interviewed responded with “unsure, all good, noghor inapplicable.” These pastors felt
that they had nothing to say about any changeamselves that would have made any
difference in the outcome.

For the pastor who felt overwhelmed with twentyese funerals in twenty
months in a first pastoral charge a suggestiorséoninary preparation was discussed. It
was thought that if seminary students could pgudie in an actual burial service which
included a service and sermon it would be instvectit was hoped that if a funeral home
would cooperate with the Divinity College to havegt@ve opened so that a pastor in
training could get a feel for all that a funeratadls it would not be so overwhelming the
first time.

There were issues concerning the calling prockas pastors addressed. One
pastor, who was interviewed for a senior pastoitiposbut was not introduced or had
any contact with the existing staff said: “I woutdve requested a meeting or at least
something informal for fellowship and an opportyrih get acquainted a little.” Looking
back this seemed like a way of improving the questiabout those with whom the new
pastor would be serving. Another interviewing pastho felt that the pulpit committee

was hesitant to call her as pastor because ofdretgy said she would have addressed her
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feelings more openly. She also would have encodrdigem to make some long term
plans despite their feelings of uncertainty abbetfuture of their church.

In another situation, where it was felt that apgutommittee had misrepresented
itself, a pastor said the change would have bearmtaccept the call. It was felt that a
little patience and a better attending to the inm@ce would have made the experience
different and better for both parties.

In The Power of the Call, Henry Blackaby and HeBrgndt exhort pastors who
are in the process of being considered by a chiorch

1. Bring our lives before the Lord — as His sersaiib deny ourselves and

take up our cross is to have God-given motivatmmelp these precious

saints from where the Lord has taken them with lzerdeader to where he

wants to take them with us. It is important that apgpreciate how God

had been working in this church long before our @avas considered as a

potential leader. If we think that we have to cldause in order to do

God’s work, we may be cleaning out the work Goddlesady done.

2. Pray! Pray! Pray! Pray for integrity of heartathhas no personal

agenda, no self-willed schemes, no self-centeredsgés we release our

will to Him, before He has made it clear, we aréedo receive clear

assignments that might totally surprise us. Out got join God in what

He is already doing. Therefore, we need to disedrat He is about and

ask Him whether this is the time that we shoula jbiim in His work.

“For it is God who works in you both to will and to for His good

pleasure.” (Philippians 2:15§.

Every pastor, if honest, wrestles with a call toeav place of service. Wanting to
be in the center of God’s will is paramount. Pgtself completely aside to see the way
of God'’s leading is the desire of every Spirit peastor.

A young pastor, in a first church, said that beingre intentional in leadership

would have helped. Even though it was a good béginih would have been better if the

pastor had not been so reactionary to situatiohsablier proactive in leadership.

*® Henry T. Blackaby and Henry Brandt, The Powetef€al|l Nashville: Broadman, 1997, 17-18.
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Again a first time pastor mentioned the lack of exgnce. This same pastor
spoke of the sense of feeling threatened somehcaube the pastor before was such a
legend. Another young pastor who walked into a mestuation where the pulpit
committee was silent about issues said that thegehwithin would have involved being
more outgoing in the early days of ministry.

In another church, a pastor upon arrival was nye& ltouple who were strong
leaders in the congregation but were critical dfeotmembers by name. The new pastor
confronted them. In hind sight the pastor saidh@isfesponse would have been less blunt
and would have taken the criticism more in stritiee confrontation created a feeling of
enmity for the next five years. The pastor said,|thad been less confrontational and
more gracious it would have made a difference.” phstor then added, “It's better to
find things out about people yourself.”

Another pastoral change involved a first time pasthose pension premiums
were overlooked for longer than a year. Reflectiupgpn this frustrating memory the
pastor simply stated that he/she would not asshatethe pension premiums were being
paid. There are so many things that a pastor assangebeing looked after by others.
Being proactive in every part of one’s life as atpais needful.

Another situation that did not go well concernkd tnoral failure of the former
pastor. The men were suspicious of the incomingopasd so were not very friendly.
The change for this pastor would have been to saekiendships in general. There were
other people in the community. There were other mih whom to build relationships
that were not part of the church family that ha@rbéurt by the indiscretion of the

former pastor.
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Another topic was the interim minister who inteee@ with the pastoral
responsibilities of the new pastor. The new pastought that when this occurs a pastor
should go to the Regional Minister. In this pagtarvn case he/she would have applied
more pressure on the Regional Minister to speakthm situation.

The sensitivities of a pastoral leader were brougHight in further interviews.
This involved a retired pastor who continued t@ifere to the point that a policy had to
be adopted to prevent its recurrence. For the ehémgf was needed in the pastor it was
said that: “I would try not to be so sensitive e ihegative stuff.” It is hard for a pastor
sometimes to be open and caring and not get hureréhis writer moved into a new
community a non-church goer said, “If you are gaimgjve in this place you need a soft
heart and thick hide.” This is true in ministrywvaslI.

In another church a pastor inherited a “big mesh a divided deacon’s board
and a multi-church pastorate that were not getailogng. Part of this pastor’s reflection
included an over sensitivity on the part of him/kelf as the new pastor. Also the pastor
mentioned the perfectionism expected by the pastorher self. This self-inflicted
perfectionism impacted emotions and how the pdst to stay sane through all of the
confusion. Again a lack of friendships outside ¢herch family was a factor.

Who had the greater share of why an arrival didgootvell? And why?

This question is not about blame and shame knteaded for the arriving pastor
to continue to think through the previous questinat would you change within your
self that would have made things better in an artivat did not go so well? If a pastor is
going to learn from the history of his/her own lggastor should consider his/her part in

transitions that did not go well. It is equally iorpant that a pastor be afforded the
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opportunity to say that they did their part toarivell but other people and factors made
it less possible.

For some the difference would have been a matteutinfulness. In one situation
it involved a senior pastor who promised not toséehen the junior partner on the team
arrived. For this young pastor the whole two and balf years would have been much
better had the senior pastor kept the promise #akd. For another pastor again the
difference would have been for the pulpit commitiede honest about the readiness of
the church for change, especially in the area obhip. In another situation there was the
pulpit committee that was not forthright in tellitige candidate about the split that led to
the calling process. There was no mention that ftmener pastor was still in the
community. This pastor felt that the deacons’ bpt#rdt had three strong leaders and two
weak leaders, was where the greater responsiliaityhe “not so good” arrival rested.
Their dominance in not allowing the church to cheatef to this pastor’s resignation. It
was noted that later one of the deacons apolodzdide pastor for his part in the short
and frustrating time in the life of a pastor.

In another transition a pastor felt the biggestrstof why things did not go well
was because of the couple who were critical of [ebp name in the congregation. The
husband was the same deacon who was responsiktieeféormer pastor leaving. Even
though this pastor acknowledged a share of whygthdid not go well this key couple in
the church made things difficult for at least twasfors in a row.

In another story it was said that immature leadad a big share in why things
did not go well. This was followed by the commehattthe congregation was weak

doctrinally and that they had experienced too mayng pastors in succession. One can
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see how this could happen, when a church has aemaftyoung pastors in a row, that

are just learning their way in ministry. The newdamoung pastor does not want to step
on any toes, or focuses only on one part of misio avoid being too dogmatic the

new pastor does not preach and teach doctrine lhsNeé wanting to hurt anyone else’s

feelings the young pastor avoids any confrontatioiih the leadership. When trouble

does arise, the young pastor moves on and the bggias again.

In another place where things did not go well oheerned previous pastoral
leadership. The large share of why things did rmotvgll was placed first on the former
pastor who had a moral crisis which led to the chisroverall distrust of the incoming
pastor. This was followed by an interim ministeroadid not let go of a place in the lives
of the congregation especially with funerals. Amwthtory was similar in that the retired
pastor who stayed in the community did not ceaseriofy pastoral care and ministry
especially concerning funerals. Even though then&rpastor, who had retired, said that
this interfering without approval from the new mastvould cease, it did not. The new
and frustrated pastor questioned the ethics ant/esoof the former pastor.

Other pastoral change discussions included tleeaibadministration. In the story
where the young pastor, in a first church, did kredw pension premiums were not being
paid, it was felt the large share of why things dt go well rested upon the church
leadership and the treasurer. This was the samelcthiat did not follow the calling
process they had laid out for the candidate. Sonestit seems that the whole ethos of a
church is relaxed about protocol and procedureitaaffiects more than just one element
of ministry life. Being young and inexperiencedoaddfected this pastor's memory of the

story.
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Some remembrances of arrivals which did not gd iweluded an honest pointing
of the finger at self as pastor and person. Ontopasid a lot in a one word answer to
this question of why things did not go well, by Isgépg, “me.” Even though this pastor
walked into a messy situation and the church wadatally honest, this pastor took on
some of the share of responsibility. Another yoyragtor in a first church said that
inexperience had a greater share of why thingsididjo as well as they could have. This
young pastor, following an older and experiencestqrefelt constantly that comparisons
were being made between the new and former ministeeemed that everything people
did not like about the former pastor they apprecah the new pastor.

Another pastor who had been out of ministry foiki for a year said that this was
the reason things did not go as well as hoped. pdssor felt out of practice and things
had to be learned all over again concerning pdstarastry. This pastor felt the stress of
dealing with some shaky leadership and power stesg@ his pastor had forgotten about
the dynamics of pastoral leadership and feelingthefpressures of church family life
again.

It should be said that the responses in sixteeth®ftwenty-nine cases in this
study felt that this question did not apply to théfwo others felt unsure of where the
responsibility rested with why things did not goveall as they could have.

Did your arrival impact your departure?

In twelve of the 29 transitions discussed throtighse interviews the pastors
plainly said “no” to this question. Nine othersdsaidid not apply as they are still serving
in their present church. One said it did not agphhim/her as he/she retired after that

ministry position. One said “not really” when ask#éds question. This was the case
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where moral failure had preceded this pastor, aetings of distrust prevailed from the
men in the church.

There were some “yes” answers. One pastor had d¢sdkad to serve in a junior
position with the promise the senior pastor woutd leave. The pastor did leave and
another person on this ministry team became themsg@astor. This time of serving
which had a disappointing start ended when the semior pastor said to the now
associate/youth pastor, “our gift mix does not work

Another pastor who had walked into a messy sitnaind where the calling
committee were not totally honest, said that thestsmpacted his/her leaving. The same
people who had run down the previous pastor wargethivho ran this pastor down to the
point of leaving. In a similar transition story agpor said that the people “chewed up” the
former pastor and the new pastor felt complicitlifstening. This story of how the arrival
impacted the departure included that the best terethis pastor experienced was from
people outside of the church family. This was fokal with that fact that the community
people were more upset the pastor was leavingtti@folks in the church. Pastors who
are reaching out to the community in witness andelelent help often build strong
relationships with people in the area. These peapevery upset when a pastor leaves,
especially if the pastor is asked to leave or fésmised out of a church.

In another story where the pulpit committee misgspnted the church and its
goals the leaving pastor said it impacted why reelsft. The pastor said, “we got off on
a wrong foot. | thought | could produce change.ahother similar story, the smaller of
two churches was not forthright in how small of maow of time the new pastor had to

revive the church. The smaller church eventuallys wbbsed and upon leaving this
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pastorate the minister suggested the remainingchhin with another congregation.
This worked out well with the calling of a new pasand two fields were amalgamated.

In another story, where the arrival impacted tlepatture, the church was not
forthcoming in the interview process in informirfgetcandidate that a split had occurred
and the former pastor was now pastoring the offshble leadership and the church
were not willing to change and so this pastor gutihout a call. The pastor said, “it was a
bad start with no improvement.” In this church tharas a conflict with the control of a
few strong leaders.

This is consistent with the findings of Hoge andnger regarding pastors who
had conflict in congregations. They found that:

One of two main reasons why ministers left parishisiry was the stress
of dealing with conflict. Our research agrees wath earlier studies in
finding that conflict distresses many Protestantistérs and ultimately
drives some of them away.

Conflict is part of life; psychologists consistgntemind us that it
should not be seen as something inherently basl.ah inevitable part of
any close relationship, especially relationshipswhich people have
strong personal investment. Marriage, the quintegdeexample, brings
together two people with different, often unvoicegpectations regarding
living life together. Church members and their pestmake a similar
emotional commitment to their church, bringing stimes radically
different, unacknowledged ideas of just how therchushould function
and what its goals should be. In both cases, @briflia strong indicator
that people are invested —that they really careiatheir marriage or their
church. Where conflict is present, apathy is nptablem?>’

The late, Dr. David Cook, former pastor and leadehe CABC, said at a local
Association presentation years ago that “conflant be good. It shows that people care

and the local church is still alive.”

*"Hoge and Wenger, 76, 77. In this quote, “earliedies” are mentioned. In appendix A of this baible,
authors summarize nine important studies on pastbesleft local church ministry in pages 221-226.
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What were the former pastor’'s qifts/strengths artthtware the new pastor’'s qifts/

strengths?

What were the former pastors weaknesses and wh#t@new pastor’'s weaknesses?

In this section the gifts and weaknesses of th@do and incoming pastor will be
considered. How does a former pastor’s gift mix actpthe incoming pastor? Are there
trends when one enters a church that is troublexl#? #b the strengths and weaknesses
of an outgoing and incoming pastor affect the stdtaffairs when one arrives? These
and other questions will be explored in this pathcs study.

This paper will now examine the responses of firsé pastors, and then consider
pastoral changes from second, third, and fourtbutlfin seventh transitions, attempting to
answer such questions as: Does one’s age and enxpernelp in the arrival process? As
a pastor encounters a few church transitions dosmke the process any easier? This
paper will also attempt to form a synopsis of gjtha and weaknesses of both former
and newly arriving pastors.

The responses to these questions are the thoafjthe pastor interviewed. Not
every incoming pastor knew the former pastor irrespnal way. Some of their responses
were the things that the congregation shared \ugmtabout their predecessor. The goal
of this section is to help young pastors who maydomd coping with the strengths and
weaknesses of a predecessor.

First Transitions

In this first transition for a young pastor, in ntigenties, where things went well,

the strengths of the former pastor were that he paas of the community, a people

person and a good visitor. The former pastor’s weages were said to be none.
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The new pastor’s strengths were also that of baipgople person, one who got
along well and one gifted for restoring relatioqshi This first time pastor felt that
insecurity and inexperience were weaknesses aaaviis expressed to the congregation.

As things turned out, this new pastor enjoyed edgelationship with the former
pastor. The former pastor and his wife would Vissm time to time, which forced the
young pastor to deal with some insecurities. Trseilte of this were positive. One can
sense that this relationship was one of encourageamel blessing.

The next first time arrival is of a young pastor late twenties. This pastor
followed a former pastor whose strengths were isimurhe former pastor and family
were especially good singers. Also the former pasts an evangelistic style preacher.
The weakness of the former pastor was that he hachper which caused hurt. This was
expressed by the congregation as they were reliehed he left.

The new pastor’'s strengths were gifts of beingeagher/teacher and one who
helped the congregation move forward and heal. Thian important ministry when
following a pastor who has caused some pain whirdmpted a transition. The new
pastor's weaknesses included being shy, one whaledaconflict and not strong in
visitation. The new pastor in reflection felt thasits had only been made as needed. The
result of this healing ministry in a hurting chuséems to be positive as the young pastor
remained in this church for eighteen years.

Another first time pastor, in mid twenties, sdicitthe former pastor’s gifts were
that he was willing to go to a rural setting andtthe did connect with some of the

people. The weaknesses were that the former pastmred people around and his
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spouse was a liability in the community which briougbout alienation. It should be
mentioned that this preceding ministry only lagksad months.

The first time pastor’s strengths were those ofidpgoung, energetic and “just
wanting to share Christ.” The weaknesses share@é werse of possessing very little
finesse, being too rigid and standing one’s growadoften. Following a pastor who has
been tough on a congregation can be a challengghYamd energy will carry one for a
while but a congregation who are hurting need tdtove and consolation. Hopefully
experience and grace teach a pastor how to chagberhbattles.

Another first time pastor, in mid-twenties, shatbd former pastor’s strengths as
one who was strong doctrinally. The weaknesses@fdrmer pastor were those of not
being diplomatic and being too dogmatic. It shobkl noted that this former pastor
retired after seven years of ministry in this plaitevas also mentioned earlier in this
interview that the former pastor was not liked bgny. Could it be that a pastor who
knows he/she is retiring can be more forthrighsaying what needs to be said without
fear of not being invited to another church?

This young, first time pastor’'s strengths, wereha area of worship, conducting
funerals and in diplomacy. The weakness mentioresitive lack of administrative skills.
Diplomacy is a needful quality when dealing withyatongregation. It is especially
important when following a pastor who may have beartally honest at the close of a
life of ministry. Most Atlantic Baptist churches earrural. In these, often aging,
congregations there are many funerals. Increasingsostrengths in the area of

conducting funerals is a worthy goal.
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Another first time pastor, in mid-twenties, saitatt the former pastor’s
gift/strength was being visionary. The weakness toeed was that of having no
ministry plan. This young pastor followed an “old@astor who had ministered in this
place for twelve years. The congregation often caneqg the age difference between the
former and the new pastor. This provoked some rfgsliof insecurity as the former
pastor was looked to as a “legend.”

The new pastor’s strength was that of being ga#&nted. The weakness
mentioned was a lack of patience and not understgnithe process of how things
happen in church and ministry life. Lack of expede was mentioned earlier in this
conversation. Experience was something that woakk thelped. Figuring out how to
move things forward in any congregation can be alehge. Learning the process and
the agents for change in an assembly of believemses from experience. At the same
time it is a challenge to exercise patience wherew pastor would like to see some
quick and positive results in ministry.

Another first time pastor, who was thirty, was sotre of the former pastor’s
gifts/strengths. All that was remembered was thatformer pastor was not healthy and
had only ministered for a year or two in that pldmfore his death. The weakness
mentioned, besides the former pastor’s ill healtlas that his widow stayed in the
community and tried to tell the new pastor how aatliings.

The new pastor’s strengths/gifts were that of peagreeable, wanting to love
people and willing to learn this new role as a pasthe weakness that this first time
pastor expressed was simply inexperience. Lovirgy geople that one is called to

minister with is vital. This loving way was met Wwia people who were loving and
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gracious in return. The fact that this young, fitiste, pastor was inexperienced and
willing to learn may have prompted the widow of theceased pastor to offer some
words of wisdom and instruction from her yearshe parsonage. The question might be
asked as to when this offering of advice and imsion is appropriate.

Our last first time pastorate that was shared sn@ who was thirty-seven when
beginning ministry. This new pastor followed a paswho retired after two years of
ministry in this particular place. The former pa%tcstrength/gift was that of being a
great preacher. The weakness mentioned was thaetineg pastor left ministry and
retired to withdraw from a crisis or confrontation.

The strengths/gifts of the new, first time, pastere teaching and preaching
along with good pastoral care. The weaknesses amatti were lack of administrative
skills, the aversion to confrontation, and strugdgtem within, i.e., insecurities.

Again, Hoge and Wenger, from their research ie fdenominations in the US
found that:

...conflict in the congregation can have devastagifigcts on pastors. We

identified the five topics on which it is most destive — both to former

and current pastors: pastoral leadership stylanfies, changes in worship

style, interpersonal conflicts, and issues about Ioeilding or renovation.

Conflicts arise in the lives of all pastors, ahdyt will not be going
away. Possibly what is unique in the lives of pesteho resigned due to

conflict is that these pastors lacked support andetstanding from
denominational leaders that might have sustaineoh A

This writer is not sure that any pastor enjoysisror confrontation that follows.

*8 Hoge and Wenger, 96,97.
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Summary of First Transition Interviews
When considering these seven first transition rutevs there are a few
similarities but they seem to be as different astqra and churches are different. The
strengths of the former pastors included being:

* A people person

* A good visitor

* Musical; good singers

» Evangelistic preachers

» A willingness to come to a rural church
e Strong in doctrine

* Visionary

* A great preacher

The weaknesses of the former pastor included:

* Bad temper

» Bossiness

* Indiscrete spousal input
* Lack of diplomacy

* Dogmatism

* Lack of ministry plan

e Health

» Avoidance of conflict

What can we learn from these weaknesses so thatntight not be repeated?
What are the strengths that a pastor, especiditgtdime pastor, should seek to emulate?
Next, these first time pastors shared their owresssent of strengths and

weaknesses as they arrived in their first minisetting. The strengths shared included:

* People persons (2 said this)

» Gift of restoring relationships ( 2 said this)
* Preaching/teaching ministry (2 said this)

* Energy and youth

» Passion for evangelism

» Leading of worship

» Conducting of funerals
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» Strong sense of goals
* Capacity to be taught
» Pastoral care

The weaknesses of these first time pastors inctuded

* Insecurity (2 said this)

» Avoidance of conflict (2 said this)

* Administration (2 said this)

* Inexperience

* Shyness

» Visitation, lack of regularity

* Impatience

» Naivety concerning the process to make changes

What does a pastor/leader notice regarding thagttre listed above that would
aid and enable a healthy arrival in a new or finste ministry setting? In the list of
weaknesses are their attributes that sound fanalar strike a chord with the reader?
Every pastor has weaknesses that need a work 0§ Gaate.

There were some similarities in the strengths d@hlibe former and experienced
pastor to the first time pastor. Both had commaugd in the areas of:

* People persons

» Visitation/pastoral care

* Preaching/teaching ministry

The common ground in the area of weakness was iagoadnflict. Every pastor
experiences conflict of one sort or another dudrggreer.

Hoge and Wenger conducted research in the areastbng who had conflict in
their congregations and left the ministry. The ¢iotd resulted from:

» Lacking agreement with parishioners over what tte of a pastor is

» Feeling stress due to challenges from the congmyat

» Feeling stress because of criticism from congregati

* Feeling drained by demands placed on pastor
* The demands of laity were unreasonable
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« Feeling pressure by lay leaders to I€dve

Every pastor who is feeling these kinds of pressueeds support from others. A
pastor needs the courage to express the feelingsesfs to friends, mentors, colleagues
and denominational pastors such as a Regional tdmislo pastor has to be alone when
dealing with conflict.

Second Transitions

This study continues with the view into second siton pastorates regarding
strengths and weaknesses of former and currendrpagts stated earlier not all pastors
shared every transition in their career. The gaestbuld be asked as to how experience
helps after one has had a first pastorate and mésvsehis/her second place of ministry.

In this particular interview the second place ohistry was in a multi-staff
church. The young pastor was called to be the youtister but upon arrival learned that
things had changed and that the new role was thatooth/associate pastor. The
strengths of the former associate pastor who is sewor pastor were that of an
organized administrator and good preacher. The messles mentioned were those of
being non-relational and having too few staff negi

The new youth/associate pastor’'s strengths/gitgsewhose of being relational
and a people person. The weakness mentioned wasiaeacurity. This had much to do
with the quick change of roles from what had begreeted in the calling process.

This is consistent with what Hoge and Wenger foumdtheir study. They

discovered that “many associate pastors enter tnyn&s youth pastors, charged with

*¥Hoge and Wenger, 78.
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developing a youth ministry, but find themselvewdy being burdened with
responsibilities unrelated to their caif”

Another second transition interview concerned dtirpoint rural setting. The
former pastor entered semi-retirement upon leaviihg. former pastor’s gifts were those
of visitation, especially of older members. Thenfer pastor was a good preacher and
strong witness. The weakness mentioned was thdbtimer pastor was rigid with strong
convictions that created tensions. “The former qrasias sincere but...” was a closing
comment. It should be noted that one congregatias @xtremely appreciative of the
former pastor’s ministry while the other was frastd.

The new pastor's strengths/gifts were those ofghing and teaching, many
years of experience and a developed concept oétshigh. The new pastor’'s weaknesses
mentioned were that confrontation was not enjoyad having less energy, having
reached the late forties in age.

Following a pastor where some feelings of tensimnlingering it is helpful that
an experienced pastor, with a developed senseadétship, bring those gifts to bear to
encourage harmony and unity and love. This is ealhpedrue when two different
churches, on the same field, see their pastor immdifferent ways. Each church has its
own opinion of the former and current pastor’s Isiiyi.

Another second church transition interviewee spokethe former pastor's
strengths/gifts as one who cared about people widaknesses mentioned were that the
former pastor was not a good preacher and thaatia had slowed down because of ill

health. It makes one wonder if the former pastb€alth also affected the pulpit ministry.

50 bid., 82.
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The new pastor’s strengths/gifts were energy, cimemt, wanting to engage the
community and being more self aware. The weakneasasioned in this interview were
the pushing for more benefits including vacationgiwhich caused a negative response.
Another set of weaknesses cited by the new pasisrbging too open and too trusting.

How does a pastor approach a congregation foeméienefits, i.e., salary,
allowances, vacation time, etc. without causing egative reaction? Could our
denomination be more proactive in making recommgéoigls to congregations? Most
correspondence on this subject is limited to tresasy clerks and clergy. How does one
find a balance between being too transparent aviddpadequate boundaries?

Another second church arrival interviewee desdribiee former pastor as one
who was strong in administration and intentionabwbdeveloping leadership. The
weakness mentioned was that the former pastor aidive in the community therefore,
to a degree, lacked presence in the communitydayt's increasing mobile society, with
more and more pastors’ spouses working outsidbeohbme, it may be that it is more
practical to live outside one’s the community oeevss. It is also true that parsonages
are not the norm in every pastorate.

The new pastor’'s strengths/qgifts were in the amasvorship, conducting of
funerals and in pastoral visitation. The weaknessestioned were in the areas of
administration and time management. It could bé wiegen one follows a pastor who is
strong in any area, such as, administrative skifiat one feels inadequate. It may also

prove to be an inspiration to improve one’s skillsdministration or leadership training.
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Another second transition interviewee did not knaiv any strengths or
weaknesses of the former pastor. This new pastowied a pastor who retired and
moved out of the area after having served the egagion for six years.

The new pastor’s strengths/qgifts were those afideelational and friendly. The
weakness shared was that the new pastor did nigt dalderstand the condition of
poverty in the area before arriving.

As this pastor had no contact with the former @ashight there have been a way
of sharing general and helpful information aboutoaxmunity? This writer believes it
would be helpful in normal or typical situationg feaving pastors to share meaningful
insights about a community or even dreams of uiaeglprojects that would prove to be
a blessing to a community.

Peter Lohnes has offered the sample contents k¢ ¢ofbe left for a successor.
He calls these items “things that a departing pasight leave in a file or a box for the
new pastor.” Here is his comprehensive and helstl

» Constitution and By-Laws.

* Policy Statements.

* Vision and Goal Statements.

» Church Covenant.

* Annual Reports.

* Membership List (Street and Mailing Address, PhNmenbers).

» Adherents Lists (Street and Mailing Address, Phdumbers).

» Pictorial Directory.

* Boards and Committee Lists.

» List of Church Ministries and Leaders.

* One year of bulletins.

» Calendar of Normal Church Events for Next Year.

» List of Practices and Traditions Peculiar to Coggt®n. (e.g. Method of
Communion, Where keys are kept, Annual Fundrsjse

* Local Wedding, Funeral, Baptism Traditions.

* Map of Community.

e Community Events Calendar.
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« Contact Information for Local churches, Clergy, Mterial.

* Information for Hospitals, Schools, Police, Comntyiigencies.

» List of Shut-ins, Recent Serious lliness, Bereaveme

» List of People with Untapped Potential.

* Recent Changes in the Church.

» List of Good Restaurants.

» Personal History with the Church.

» Former Pastor’'s New Contact Information.

» Offer to Meet if Desired.

« Other Appropriate Informatioft-

Another second church ministry was clouded byfoheer pastor having split the
church and stayed in the area to pastor the newregation that split. The former
pastor’'s strengths/gifts were said to be that he wmatgoing, a good preacher and a
dynamic leader. The weakness mentioned was thdotheer pastor went overboard on
the charismatic side.

The new pastor’'s strengths/gifts were optimism andeal desire to have a
ministry go as well as this pastor’s first expederhad gone. The weakness that was
revealed was that of being too accommodating angnAs mentioned earlier, this new
pastor was blindsided by this situation. The safitl the former pastor staying in the
community were not mentioned during the call precebhis lack of forthrightness
coloured the entire two years of this pastor’s stmi This was a great source of

discouragement in the life of this pastor, who wasis/her thirties, and resulted in a

resignation without a call to another church.

®1 peter Lohnes, Leading While Leaving: The Role Bfeparting Pastor in Preparing a Church for a
Healthy Pastoral Transitiop2008,_http://baptist-atlantic.ca/resources/theBbss list came from a hand out
from a presentation Peter Lohnes gave at the LwrgffQueens Association of Baptist Churches gathgerin
on Saturday, May 15, 2010, at Liverpool Baptist f£hu
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Crisis and conflict can discourage anyone. Thigus in the life of a pastor as
well. Hoge and Wenger in their research concermiiny clergy leave local church
ministry, had these main findings:

1. Pastors who left local church ministry did so foany reasons. The
seven most common were

» Preference for another kind of ministry

* Need to care for children and family

» Conflict in the congregation

» Conflict with denominational leaders

* Feelings of burnout or frustration

» Sexual misconduct

» Divorce or marital problems

2. About 15 to 25 percent left voluntarily, 30 t6 gercent were forced
out, and the remaining cases are the result ofrdbic@ation of motives.

3. Preferences for specialized ministry and friigting from dealing with
conflict were the most common reasons for leaviagsp ministry.

4. Institutional and interpersonal problems wereremignificant factors
than loss of faith, health problems, or financifficulties.®?

Further to these findings, Roy Oswald addressesigbue of a newly arriving
pastor’s first conflict. He argues that:

The new pastor should, if possible, check out wérethe new parish has
an immediate conflict that will need to be resolvgubn arrival. It is very

easy to get sucked into a major conflict when stgrip a new ministry as
parishioners often hold off on a resolution of eifnces until the new
pastor arrives. Judicatory officials [Regional Mi@rs] or persons
assisting in the call process may be helpful hEoebe forewarned is to be
forearmed.

If a conflict does exist and tensions are runnifghhthe new pastor will
need a careful plan for dealing with the interrtaefes and will need to be
aware that siding with one faction over anothet vedluce credibility.

Hopefully, there will be an opportunity to develgmme trust and
credibility with the entire congregation before nmay into resolution. If

%2 Hoge and Wenger, 49.
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that is not possible, the pastor’s credibility wille on how she/he deals
with that first conflict situation.

The kinds of norms that get set at the time ofidgakith the first conflict
are of great importance. People watch closely hosvritew pastor deals
with the first conflict. This is not to say thattipastor sets the norms, but
that, from his/her example, the congregation estlaé their expectations
for how the pastor will deal with future conflictBhis determines, to some
extent, the risks they will take and the kinds xjpectations they will have
about changing the conflict norm in the parish.

Once again, the new pastor can be more intentiapalit changing the

conflict norms within the parish when he/she is @@t the importance of

how the first conflict is dealt witf?

These findings are instructive to anyone servingastoral ministry. May all who
are contemplating leaving a church without a aall fall of the support they need in such
a decision.

Summary of Second Transition Interviews
Considering these six “second transition” intengelivere are a few similarities but once
again they seem to be as different as pastors famdlees are different. The strengths of

the former pastors included being:

* An organized administrator (2 said this)
* A good preacher (3 said this)

» Consistent in Visitation

* A strong witness

» Caring

* One who developed leaders

* A dynamic leader

The Weaknesses of the former pastor included:
* Not relating well

* Having too few staff meetings
» Having rigid convictions which led to tensions

53 Oswald, Pastor As Newcomdr9,20.
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* Being a poor preacher

» Lacking consistent visitation (because of healbles)
* Not living in the community

» Being overly charismatic

What can pastors learn from these weaknesses tsthéyamight not be repeated?
What are the strengths that any pastor shouldteeehulate?

Next, these more experienced pastors shared thairassessment of strengths
and weaknesses as they arrived in their secondstmirsetting. The strengths shared

included:

* Being a people person — more relational (2 sag) thi

» Preaching/teaching

» Experience, which led to stronger leadership

* Being energized and committed to engage community
* Being more self aware

» Becoming a better worship leader

» Conducting funerals

* Being consistent in Visitation

* Being optimistic

The weaknesses of these pastors in their secomdrcimeluded:

* Insecurity — due to role change upon arrival

* Avoidance of confrontation

* Age - less energy in late 40’s

* Pressure for more benefits and time off

* Lack of administration skills

» Poor time management

* Unawareness of poverty issues in the community @powal

Comparing this list from these pastors’ first cliustories, it is encouraging to see
that they have not regressed in the strengths dtsdtigat they bring to ministry. The
positive energy and commitment to reaching outhnis¥'s name is constant.

The weaknesses mentioned by these pastors insé@nd church have changed

a little. There is still a degree of insecurityjvwedy, lack of administrative skills and an
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avoidance of confrontation. While inexperience @ mentioned it was said that there
was an over assertiveness for benefits. It was aleationed by one that age and
depleting energy levels were beginning to be ndtice
Third Transitions

In a third transition interview the former pastostrengths/gifts were said to be,
“a solid pastor, well rounded, good visitor andde@” The weaknesses of the former
pastor were said to be that the pastor stayedotogp dnd that the congregation’s personal
issues became public through the preaching mini$tns former pastor had stayed nine
years. The question for pastors always seems tthoe,long is too long?”

The strengths/gifts of the incoming pastor wera tielationships are important.
The age of the new pastor helped because of mamygyoouples attending. Another
important note is that this pastor spoke of théizaon of his/her own ministering style.
This is probably different for each pastor, but fors pastor, in a third ministering
setting, a milestone was reached. On the other,atndge thirty-one, this pastor was
dealing with departure issues from the last chuftie pain of how things ended in the
second church of this pastor’s career still lingeréhe mortgage payments lasted for a
year from the former ministry setting likely servasla constant reminder.

The Alban Institute and their work in this areactérgy “getting settled in” is
instructive:

Getting settled in a new home and finding one’s veagund a new

congregation can be exhausting and frustrating.g@wations vary in

their involvement here. For the most part, we hakscovered that

congregational leaders are fairly conscientiousséeing to it that the

pastor and his family’s physical needs are mehis transitional period.

Helping the family move in—stocking the refrigenatath food, showing

the family around—may all be part of the welcomet.mi the
guestionnaires we have had laity fill out on thépect of settling in, most
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feel their job is done when the new pastor is egétthto the new house.

There is usually very little awareness that he/shay have some

emotional needs during this transition period, #nat the family may

have such needs. Grief work will probably have éodone outside the

new congregation. References to the former parigh probably be

tolerated only for a short while.

One item we discovered in our survey is how illganed clergy are for

the process of moving from a parsonage to a hcaetliey themselves

have purchased. Most clergy had very little expe@ebuying houses;

some have found that was somewhat traumatic. Tieareed for a guide

to be written for clergy in this regard, especiaigce the norm seems to

be shifting from parsonages to clergy-owned resids?f

The question might be asked as to how the Regidalster, Association
Moderators, or local pastors are aware of thesamjes and their impact upon a newly
arriving minister and his/her family. In what wagan these fellow labourers assist and
encourage clergy who are settling in?

Another third church interviewee described the farmpastor’s strengths/gifts as
“relates well and has dramatic abilities.” The weadses of the former pastor were that
irregular office hours were kept and therefore aohwas unpredictable.

The arriving pastor’s strength’s were such tha&csgized training that had been
acquired was now able to be utilized. Also thistpas people skills were better. The
weakness that was shared was that this pastortiNdsaking for a little approval. Once
again a pastor in a third ministry setting feelattaccumulated skills from training and
experience are making a difference in ministry.

Another third transition interviewee described foemer pastor’s strengths as

preaching and teaching. The weakness of the fopastor was visitation and this was

likely due to health issues. This former pastor baved this particular church for four

% Roy Oswald, Pastor As Newcomés.
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years and ill health was the cause of leaving.iTlnrealth may have been coupled with a
deacon who was very critical of the former pastail &ccording to the interview) the
difficult deacon was in part responsible for therfer pastor’s leaving.

The arriving pastor’s strengths/gifts were preaghi teaching, visitation,
relationships and prayer. This pastor was in his#iagly forties and had turned down this
call three times before hearing God’s call thropglyer and the Scriptures. The arriving
pastor's weaknesses included being impulsive aridpolien. Could it be that as one
matures in the ministry and gains experience omeoiee bold and assertive to speak into
situations and the lives of people?

Another third transition described the leavingtpds gifts/strengths as, “very
relational and a grand-father figure.” The weaknalsthe former pastor was a lack of
vision as he was looking to retire. How does aguastep his/her focus and fire as he/she
approaches retirement? Why does he/she now andabem passion for ministry?

The arriving pastor’s gifts/strengths were preaghand worship. This is what the
pulpit committee was looking for, a young pastotdad in a new worship strategy that
would attract younger families. The new pastor'sitkeesses were a lack of patience and
knowing the process of change. This pastorate dafitece years. The lack of a
willingness and determination to make needed clangaused frustration and
discouragement. The promise to do anything it woake® to change was not kept by the
congregation as a whole.

The need and timing of change are significant isstiée research of the Alban
Institute speaks to this thought of change eartynugrrival. Oswald argues:

To say categorically that no changes should be madithén the first year
would also be wrong. There are some changes tleat toebe made that a
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clear majority within the congregation will suppoln fact, in some call

situations the new minister is given the mandatenske bold changes

right from the start.

The job of the new minister is to be clear that tmange is needed,

wanted, and supported—to avoid being taken in bg faction of the

congregation that pushes for change when the mgajoesists. The
minister needs also to distinguish between thosmgds which affect
program or worship and those changes which affbet norms and
practices within the parish that are crucial to amtinued health and

life.®

The timing and type of change are common issuescdhurch. In Chapter four,
among the suggestions to newly arriving pastors,ttpic of change will be addressed.

In the last of third transition stories the intenwee described the former pastor as,
“a people person, equitable and having a good at¢iputin the community.” The new
pastor could not think of any weaknesses in thenéorpastor. They are still friends to
this day. These are very positive statements anddcbe why the transition was
described as, “seamless.”

The incoming pastor’s gifts/strengths were sudlt this new pastor did not feel
threatened or intimidated by the former pastor.sTpastor could not think of any
weaknesses at this time. Once again it seems tipastr in mid-thirties with good
experience, has confidence and self awarenes$idiyad in the transition process. This
pastorate lasted seven years. It may be as wadllthieachange from a very difficult

situation to one of less turbulence makes a triams@&nd settling in to a new church

setting a pleasant and rewarding experience.

% |bid., 15.
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Summary of Third Transition Interviews
Looking at the third transition interviews we ssmme continuing similarities in
both former and new pastors regarding strengths \wedknesses. Concerning the
strengths of the former pastor we have already ioeed the attributes of being a good
preacher/teacher, relates well with others, a gasitbr and leader. Some of the strengths
not mentioned earlier include:

* Being a solid pastor — well rounded

» Having dramatic abilities

* Being a grand-father figure

» Having a good reputation in the community.

The weaknesses not mentioned in earlier summardhsdie:

» Staying too long (9 years)

* Publicizing congregational personal issues thrqugit ministry

* Having irregular office hours

» Having lack of vision

» Coasting to retirement

The strengths mentioned in the interviews that farrpastors possessed are
instructive to all pastors. To take note of thasengths according to our own giftedness
would enhance any ministry.

These weaknesses along with others previously oresdi are also a help as to
behaviours and practices to avoid. One that standsis using personal issues as
illustrations or using the pulpit as a means ttdesetsues in the church.

Further, these more experienced pastors sharadatvai assessment of strengths
and weaknesses as they arrived in their third mnjnisetting. The strengths not
previously mentioned include:

» Age (positively, as it helped attract younger cespl

* Realizing one’s own ministry style
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» Matching ministry setting with ministry skills.

* Having a stronger prayer life

* Being less threatened by former pastors

The weaknesses of these pastors in their thirdcbhwt mentioned in earlier lists
included:

» Having departure issues lingering from the previdusrch

* Facing mortgage payments from previous ministriiregt

» Still looking for approval

* Being impulsively outspoken

» Having a lack of patience, partially due to not kg process for change in

a church

These experienced pastors now in their third chumod still growing and
changing. They are still young enough in some nt#ta to attract younger couples and
yet they are maturing within as they figure outith@vn style of ministry that is
emerging. The skills they learned in Seminary &tefiesh and vital as they assume new
roles in ministry. Age and experience also factao ihow they cope with a former
pastor’s reputation or ministry.

No matter how old or experienced a pastor may lpgstor is still human and is
subject to weaknesses. The memory of the way themgked in a previous ministry
setting may cause pain for years. The extra sfress a mortgage for which a pastor is
still responsible is very real. If a pastor is hetne pastor would likely agree that in some
ways a pastor is still looking for a little apprbvisom others. Impulsiveness and
impatience can negatively affect the good thatqrasachieve for the Lord. May these

feelings and behaviours that are listed as weaksesantinue to be warning signs to all

clergy.
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Fourth Transitions

In a fourth transition the former pastor’s gifteéagths were that of being a good
preacher and strong leader. The former pastor'«messes were noted as being abrasive
and non-confidential. This former pastor was adkeléave. Being a good preacher and
strong leader is not the whole story in pastoratistiy. If one is abrasive and cannot
keep confidences there are going to be problems.

The incoming pastor’'s strengths were mentionedbeasg relational, preaching
has improved and a sense of greater confidendg.iStihe midst of that confidence a
weakness given was some unstated and ongoing nitgeuThe new pastor’s arrival
was a fourth transition and experience made ardiffee. In the interview it was said that
former pastorates had helped prepare this pastéace the issues that came from a
church in crisis and that had asked its ministdedwe.

In another fourth transition the former pastoriisgstrengths were said to be “a
warm and loving pastor.” The new pastor could ok of any weaknesses in the
former pastor’'s ministry. The former pastor retigdd left the community with a good
send off. What a contrast to the previous ministogve. This pastor is known for being
warm and loving and received the congregation’sditegy in retirement.

The new pastor’s gifts/strengths were teachingaghing, visiting and a strong
prayer life. A weakness noted was wishing thatpastor, he/she would have begun a
stronger teaching ministry sooner. This pastor tie#t, in hindsight, the people were
ready for a focused teaching ministry sooner thavaes delivered. This pastor stayed for

four and one half years before beginning anothad kif ministry.
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In another fourth transition interview the fornpastor’s gifts/strengths were said
to be that of being a good teacher and well likdte one weakness was said to be in the
area of preaching. This was a two point chargendute former pastor’'s ministry.

The new pastor’s gift/strength was that of preaghirThe weakness shared was
that this pastor would have picked the battlesebetind not accepted the bait for
arguments. This pastor stayed for four years. Nearend of that ministry the smaller
church in the pastorate was closed and the larigerch joined with a neighbouring
pastorate under new pastoral leadership.

When change occurs in congregations regarding inggdand realignment of a
field, conflict is bound to arise. Strong feeliragsd emotions are part of those discussions
and final negotiations. As a pastor it is hard ickghe right battles and be objective
when there are strong opposing opinions. When dq&sstor just resolve to offer advice
and leadership and let the people decide the futfitbeir own congregation and their
building?

In another fourth transition the former pastorifisgstrengths were said to be
minimal because of ill health. The weaknesses ghaere said to be emotional issues
and bad judgement that had impacted the formeopsgninistry in that parish. The
former pastor was asked to leave after three yafarsnistry.

The new pastor’s gifts/strengths were experietius, being the fourth place of
ministry. The pastor said that ministry was seeal@arer light and this pastor had a love
for the people. The weakness shared was that ofbawtg assertive enough. This

pastorate lasted for sixteen years. In the endisfttme of ministry this parish joined
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with another parish and this pastor stepped as&deéha other pastor led the new
amalgamated church.
Fifth Transitions

In a fifth transition the former pastor’s strergtjifts were noted as visitation and
preaching. The weaknesses of the former pastor thatehe pastor was very defensive,
was hurt easily and made presumptions without tilekhowledge of a situation. This
former pastor only stayed for around two years &gitl over some controversy
concerning constitutional issues. Folks left thiarch because of these controversies.

The new pastor’s strengths/gifts were those afigpai preacher/teacher, visitation
ministry and relationships with others were betit@n ever. The weakness given was that
this was now a part time pastorate which limited possibility for ministry. This new
pastor wanted to give more time to relationshipd #me healing of hurts through
visitation. Teaching and preaching along the lioekve and encouragement was also a
focus.

In another fifth transition the former pastor’$tgfistrengths were those of having
a reputation or facade for being very godly andyvpersonable. Conversely the
weaknesses of the former pastor were a lack of Isjoleck of friends and being too
much “a part of the gang.” This pastor concludes thinistry as a result of moral failure.

The gifts/strengths of the new pastor were thditplio listen, build trust and
community. The weaknesses mentioned were loneliaeddack of friends outside the
church. Following a pastor who has left as a resuihoral failure is not easy. The men
of the church felt betrayed by the former pastdnisTwas followed by feelings of

mistrust for the new pastor. The men asked, “Cautdale minister be trusted around our
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wives?” This kept the men at arms length from tae pastor and hindered relationships
from being formed and the sense of loneliness soldtion increased.

This is consistent with the findings of Hoge andnijer. They asked pastors who
left ministry from five denominations in the UniteBtates, why they left pastoral
ministry. The top two reasons why pastors left latairch ministry were first that they
felt drained by the demands placed on them anchsettey felt lonely and isolate8.

In another fifth transition the former pastor’stgfistrengths were said that he/she
conducted good funerals and preached short sernitresweaknesses given were age
and health related issues. The former pastor detired moved away after five or six
years of ministry.

The new pastor's gifts/strengths were those ofirfftapwa clear ministry plan,
ministry goals and better preaching skills. In thansition it was felt it was too early to
tell if any weaknesses had affected things. Thi pastor, now in mid-forties, has
ministered in four previous places. Experience arsgnse of a ministry plan with clear
goals in mind bring a healthy confidence to a nestgral setting.

In the last interview regarding fifth transitiotiee former pastor’s gifts/strengths
were those of being a good preacher/teacher aridrpabe weaknesses mentioned were
those of being “shy and non-aggressive” as in nbgang. This pastor ministered in this
church for fifteen years before taking another chuiThis was a long, steady pastorate
without controversy. The transition was describgdyaical.

The new pastor’s gifts/strengths were those afigpeutgoing and confident. The

weakness shared was “not being used to keepingasg aut of different committees’

% Hoge and Wenger, 37, 237. Hoge and Wenger giwatiaptable of six responses on page 37 and
complete table of twelve responses in an appentipage 237.
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business.” Time will tell how this change from anf@r pastor who was shy and non-
aggressive to a new pastor that is outgoing antid=at will go.
Sixth Transitions

In this first interview regarding sixth transit®the former pastor’s gifts/strengths
were those of being very dogmatic, having lots mérgy, and having his/her own way
which included a strong and pushy personality. fDinmer pastor's weaknesses were that
in the pulpit the former pastor used too many paakdlustrations and was the only one
who could do things right. It was also said that firmer minister had not listened to the
hurts and issues of the congregation. This wasstopavho retired and stayed in the
community. This former pastor was also one whorfated with funerals and still carried
a lot of influence in the congregation. This fornpaistor had served this church for ten
years.

The new pastor’s gifts/strengths were listed amngaa good listener, teacher,
preacher and living the faith. The weakness notas being too much of a perfectionist.
Also it was felt that the parsonage not being en¢bmmunity was a liability. This pastor,
nearing fifty years of age and now in a sixth chunad accumulated experience. A plan
was formulated for a process and protocol to beviedd when a parishioner was seeking
pastoral care regarding weddings and funerals.

In the other sixth transition interview the fornpastor’s gifts/strengths were said
to be that he was a good pastor in relationshigmoa preacher and community person.
The former pastor’'s weaknesses included a laclklbfesteem, not being self confident,
and had a child who caused some embarrassmenfoither pastor had served for eight

years.
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The new pastor’s gifts/strengths were those afigp@i good administrator, a good
preacher who offered consistent pastoral care. passor felt that weaknesses were few
due to years of experience. The new pastor stayedifie years. A pastor would hope
that as a pastor experienced in different congi@gatand communities that a pastor
would gain a healthy confidence and consistenayimistry.

Seventh Transition

In the only seventh transition interview it wasdstiiat the former pastor’s gifts/strengths
were that the pastor was down to earth, related wigh others and reached into the
community. The weaknesses of the former pastoudsd inexperience, lack of time
management and a tendency to be overly charismbtie. former pastor served for
around five years and was asked to leave. Thisdpipastor still lives in the area and
interferes to some degree by way of visits and meetith former parishioners on the
street or in restaurants.

The new pastor’s gifts/strengths included expegewith dealing with trouble in
former churches. Other positive attributes mentiomere the ability to listen and to
encourage healing and love. Weaknesses that waredsincluded not knowing when or
when not to clash with the “power brokers” of thariph. This particular pastor’s
experiences shared were all troublesome. This pasio learned from other situations
that were difficult and found strength to cope wj#t another trial.

Summary of Fourth through Seventh Transitions

There were eleven interviews which covered thertfouhrough seventh

transitions. These incoming pastors are now mopemanced and it is reflected in the

strengths and weaknesses they shared.
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Looking at these transition interviews one seesesgontinuing similarities in
both former and new pastors regarding strengths \wedknesses. Concerning the
strengths of the former pastor those that have bEeady mentioned are the attributes of
being a good preacher/teacher, relating well witters, a good visitor and strong leader.
Some of the strengths not mentioned earlier include

* Being a warm and loving pastor

* Being a well liked community person

* Being godly

» Conducting good funerals

* Preaching short messages or sermons

Some of the weaknesses not mentioned in earliensui@s include:

» Having emotional issues which led to bad judgement

* Being defensive and easily hurt

» Making presumptions without the full knowledge ddituation
» Exhibiting lack of good morals

» Being too much a “part of the gang”

* Not listening to parishioner’s hurts

» Lacking experience (young pastor)

* Having poor time management

All of these strengths/gifts mentioned throughdwgse summaries are points to
note. Certainly to be a godly, warm and loving pastho is well liked in the community
is something to strive for. It also helps a pagtrstrengthen skills in the ministry
surrounding a death.

The weaknesses mentioned just above are thingstarmhould seek to avoid.
Paying attention to one’s inner self and seekirajgssional help with issues that are too
big to handle on one’s own are essential. Beirgnétte to the hurts of a congregation as

well as good time management skills are importéstiplines in a pastor’s life.
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Further, these more experienced pastors, now im therth through seventh
ministry settings, shared their own assessmenttrehgths and weaknesses as they
arrived in these later pastoral placements. Thengths/qgifts shared but not previously
mentioned by these seasoned pastors include:

» Possessing a sense of confidence

» Being more experienced

» Seeing ministry in a clearer light

» Having a clear ministry plan

* Living the faith

It should be noted as well that these experiencastops mentioned some

strengths over and over in these interviews. Thedaded:

» Relationships — more love for the people in congtieg(s)

* Improved preaching and teaching

* Visitation ministry

» Listening skills

* Healing of hurts

As a pastor, strengthening relational abilitiesteining to the hurting people in the
pew and having a genuine love for people are alaagsts. When a pastor improves the
pulpit ministry in better delivery of sermons am@dd¢hing content it is always beneficial
to the church.

These experienced pastors, now in their fourthutinoseventh ministry settings
shared honestly concerning weaknesses that alteaspért of being a pastor. These
weaknesses included:

* Not picking battles well — falling for the bait farguments

* Being in a part-time church impacted possibilifi@sministry

* Intruding into committee business.

» Trying to be perfect
* Not living in the community (rented out of town)
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Three of these five weaknesses speak to conflattdan arise between the clergy
and the congregation. Battling with staff or laigtrguing, and not keeping out of
committee work certainly has potential for conflietoge and Wenger in their research
discovered that of the five main reasons for legWatal church ministry involuntarily or
partly involuntarily resulted from conflict in a sgregation with staff or laity. 21% of the
women and 16% of the men who left local church stigi said it was because of
conflict. The next four categories for leaving Ibcaurch ministry were:

» Conflict with denominational officials or disillushment with denomination

» Burnout; frustration, feeling of constraint; seagénadequacy

» Allegations of sexual misconduct

« Problems in family; divordé

The many weaknesses listed above in various transihave pointed out things
that could contribute to the kind of discouragematiegations and problems that would
encourage a pastor to leave parish ministry. Agpasecognizing weaknesses and areas
of personal and professional growth is importanis trucial for a greater, long term and
positive impact for Christ and the Church. It igrsficant in every relationship as a
pastor to understand areas of weakness so thatar’panner life, home life and life in

the parish can be as strong as possible for Godioargbod.

How long between the former pastor’'s departureyand arrival as the new pastor?

What type of interim pastoral leadership was there?

The interim period between pastors in the lif@ahurch can be a critical time. If
there was a moral crisis of some kind the intebativeen ministers can provide space

for healing and congregational counselling. Congtiegs can experience pain from

57 1bid., 38.
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these traumatic events in a faith community. Tirae belp heal wounds and the bitter
aftertaste of a pastoral leader who has betrayeddhgregation somehow. This interim
period helps bring congregational factions closgether. One faction is those who loved
the former pastor and would stand by him/her notenathat. Another faction is those

who were troubled by the behaviour or teachinghef former pastor and are intent on
his/her removal. The other faction is those whao yusnt to come to church regardless of
who the minister is. This group is often confusedawhat the fuss is all about and may
drop out of attending church as a result.

In the interviews conducted eight transition @srincluded an interim pastor.
Two of the situations were such that the staff memmlof the church conducted the
interim ministry between senior pastors. In anotinégrview the incoming pastor was
first the interim pastor before being called asi@epastor. This happens from time to
time in the Atlantic Baptist context.

In another interview the interim pastor was a hgaetired pastor who ended up
being a part of the calling process and pulpit camem This interim period was for
approximately seven months. Another constructiterim ministry was one that lasted
for six months. This interim travelled to these iies and provided ministry in such a
positive way that the incoming pastor felt thataagesult it made the transition better.
Another interim pastor whose gentle way and helpfirdistry was so well received that
he was described affectionately as an “old genttehghis kind and loving ministry that
preceded this pastor lasted for six or seven momthether two year interim ministry

was conducted by a retired pastor who was descebédell loved.”
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This kind and loving interim ministry can soothéraubled congregation. It can
bridge divides that come between people who rezlhe about the work of the Lord but
have been distracted for a while. It can be a fionénstruction and preparation for a new
pastoral leader. It can be a time for refocusingCtmist and His call upon a church to
extend the Kingdom of God.

Not every interim ministry is positive. A recurgrdownside is the retired pastor,
who stayed in the community and became the intpestor. For the incoming pastor this
had negative outcomes. This interim period endeduwbek before the new pastor arrived
so there was no gap between the long serving pastbthe incumbent. The loyalties in
the congregation were still strong for the retipadtor. The church family’s habits were
to call upon their beloved pastor in times of furteror weddings. Eventually a policy
was drafted to deal with this ethical dilemma.

Another negative interview regarding interim minyswas concerning an interim
pastor who continued having contact with the cogatien after the new pastor had
arrived. The incumbent felt that this interim pasteelf assessment was that the interim
pastor was indispensible. The interim minister cwed to interfere with funerals and
felt that it was alright to do so. How should a hewrriving pastor deal with this
situation? Should the new pastor insist upon thgiddal Minister to speak to the interim
pastor whose ministry is over? Should the new pattare these concerns with the board
or church leadership? Could the Moderator of anogisgion speak into this kind of
situation? This pastor was not sure how long therim pastor was in place but his/her

influence was still strong upon the new pastortgzal and early ministry.
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Nineteen of the interviews related that the imteperiod was covered by pulpit
supply. This ministry called “pulpit supply” was thdefined. This pulpit supply on
Sundays ranged from one week to two years. In pialpoint churches not every church
had their pulpit filled every Sunday. The pulpipply person was arranged in some cases
by a solo deacon. Some churches had different izagtbo were available to cover
worship services each week. Another church had tigede pastor from within the
congregation that preached each Sunday. Anothé&hphad a local retired pastor who
ministered each Sunday. Each church or pastorateeskto handle this kind of interim
ministry in their own way. As mentioned earlierotehurches had no interim ministry as
the former pastor left one week and the new pastached the following week.

Did you as the new pastor have any contact withfdlhmer pastor, before or after your

arrival? And, what type of relationship wagfigny?

As this paper continues to look at the impact led former pastor upon the
arriving pastor these questions above were askéukimterviews. A variety of answers
were given from those who knew the former pastasrgo their arrival and those who
became acquainted after their arrival.

One interview revealed that this question did aymply to them as the position
they were arriving to commence was a new posifidmee others said plainly “no.” They
did not know the former pastor before or aftertlaerival.

Some of the pastors interviewed did have contétt tive preceding pastor before
his arrival. A couple of pastors said concerning filrmer pastor, “I knew of him.” This
was followed by one pastor saying there was vetlg Icontact after their arrival. One

pastor who followed a pastor who died said, “I v@gwknew him.” Another had met the
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former pastor once prior to arrival. This pastod ha contact with the former pastor after
arriving. Another pastor spoke of being an acqaaice of the former pastor in another
Association. The pastor knew the family but it vaas$ a close relationship.

Other pastors followed friends. One pastor folldveepersonal friend and former
colleague but they did not have much fellowshiperafthis arrival. Another pastor
followed a former pastor who had been this incuntibeninister and mentor in this same
church. One new pastor followed a former pastor was known to him and had a well
respected reputation. Another arriving pastor saitcerning the former pastor, “we were
friends before and after arriving.”

Not all comments were of a positive nature. Thetgrawho followed the retiring
pastor who interfered with ministry said the fornpastor was unknown before, “but |
got to know the former pastor plenty after arrivingnother interview revealed that the
new pastor did not know the former pastor before voas approached by the former
pastor after arriving.

Some pastors made a connection with the formeopagter arriving. One pastor
said that the former pastor came by the very dayn#w pastor moved in to the church.
Four pastors said that a connection was made wWieefotmer pastor visited in the area
after their arrival. Another spoke of how this tedaship grew over time. Two pastors
shared that they met the former pastor when heétbeed to help with a funeral.

Some pastors met through ministerial gatherings ttopugh working on
denominational committees together. One commeritatl the former pastor stops in
from time to time to visit in the pastor’s studyn@ther pastor mentioned that the former

pastor’s children live in the community and througis a good relationship has been
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formed. Another pastor mentioned that the formetqgraand spouse had dropped by the
new pastor’s dwelling and that they have enjoyethesther’s fellowship at Convention
Assembly. Another former pastor was invited badafrtime to time and through these
visits the new pastor said, “we became good friénéisother positive note was how a
former pastor met with the new pastor and did kst Ibo make the transition easier. One
former pastor, who was asked to leave, was inWii@tk to participate in a communion
service to promote reconciliation and congregatibealing.

For the most part these answers were of an engiogranature. Relationships
were formed and some grew into real friendshipsbdybeing colleagues. The negative
answers came where arriving pastors walked intobteal situations. The trouble
stemmed from a former pastor who was still arowadising conflict, usually in the form
of not ceasing to meddle in the church’s affaird Bwes of former parishioners.

Has the former pastor maintained any contact vaghnhembers of the congregation?

This question received a variety of answers. &#engly there were only three
interviews that said that a former pastor had nataxd to their knowledge. Three others
said that contact was limited, sporadic or mininttadhould be noted that the majority of
responses were of a positive nature.

The contact with the congregation by a former grastentioned most was that of
occasionally returning to attend a worship serviceouple of interviews mentioned that
the contact was unsolicited by the former pastod arsually with the smaller
congregations of a multi-point field. One interviesv spoke of the former pastor
returning to take part in a mortgage burning celgbn. Another pair of interviews spoke

of former pastor’s contact being in the form olreing to help with funerals.
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These funeral arrangements are sometimes pre-teduag the family before the
pastor has left the church and moved to anothesipalhe former pastor stayed in
contact with these families through to the timetlué funeral. It would be helpful for
leaving pastors to add to their “departing pastlsts the names of any persons that have
requested their assistance in a funeral or wedding.

Some pastors mentioned that the former pastom®to visit family that lives in
the area. Another pastor said the former pastgs staxt door to the parsonage with the
neighbours. In both of these instances the formastgo has been very supportive of the
incoming pastor and the relationship was genealfyood thing. Both of these former
pastors communicate with the resident pastor whehnd area.

Some of the contact from former pastors was in ahea of correspondence,
especially through Christmas cards and a few phluatis. It was said in a couple of
interviews that it was the former pastor’s spouss tvrote to folks in the congregation.
In the ever changing word of communications staymngontact with former parishioners
will be easier than before. How can pastors andisg®ensure that communicating with
former congregants will be healthy and affirmingtioé ministry of the new pastor and
the pastor’s family?

It was mentioned in one interview that the papteceding the former pastor who
still lives in the community is still very friendlgnd engaging. The previous pastor still
cares about the church and the deterioration ofciivegregation. This prior pastor
conducted funerals during the former pastor’s tand visits people occasionally. It is a

very positive relationship.
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In three different interviews it was mentionedtthi@ contact the former pastor
had with the congregation was “all good and untier@ag.” Does this mentioning of the
word “unthreatening” by three different pastors mehat there is a possibility of a
former pastor being a threat? In what ways wouldrener pastor pose a threat to an
incoming pastor?

There were three negative responses to the goesbiacerning the contact of a
former pastor with a congregation. Once again & Wweought up that the retired pastor
who lived in the community and attended the sameathinterfered with funerals, etc.
Another interview, involved a former pastor, whosvesked to leave, but still lived in the
general area, and had contact with the congregaliois former pastor still visits in the
homes of this church family and discusses issumsgalith having the occasional lunch
with the leaders in the church. Another former pabkid lots of contact with a previous
congregation and encouraged former parishionec®nee to the new church where this
former pastor now ministers.

How was the church similar to or different from wh@u expected from the calling

process?

The answers to this question were divided equaith positive and negative
responses. Some answers were a blend of a posiliila response and then a comment
that restated the positive reply.

Six interviewees responded to this question oftinrethe calling was similar or
different by using phrases such as: no differencesurprises, everything as agreed to,
pretty accurate and very close. Another said, dadlyi as described,” but, the church had

a history of short term pastors and the congregatist wanted a minister to be a friend
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and a peace maker. This pastor also commentedit tiwak time to learn the unspoken
expectations and how realistic the expectationgwasrwell.

Another pastor said the calling process was verhful but they under-stated
what inner-city ministry was like. Another pastaid it was pretty accurate but the
expectations were that this incoming pastor woutd the reincarnation of the two
preceding pastors. Other pastors were pleasantfyrised upon arrival. One said that
everything was bigger than expected, i.e., the tawd area. This pastor said that the
pulpit committee understated the potential of therches on the field. Another expected
a slow reception to the new pastor’s teaching riyisnstead the opposite was true.
Another said, that as a pastor and family, theyr@dexpected to be treated so well. The
new pastor expected controversy, immaturity andrbadtings. Instead the opposite was
true upon arriving at a difficult church. Anotheterview brought out that a pastor found
the pulpit committee very thorough and felt theyreveir. It was also mentioned that the
financial arrangements were agreeable.

Another pastor said that the church was closexme@ations but the calling
process was stressful. The candidacy visit unfoldeg differently from what the pulpit
committee had described. Another pastor saidttieathurch was close to what had been
expected and that the pulpit committee did notrigch. In another interview, the pastor
said the church was very close to what was expgeeterepting that finances were tight.
Another pastor said there was not much differenom fexpectations but the attendance
was lower than the impression given by the callboghmittee. It was also noted that
people were more related to each other than thmpasgginally thought in this rural

church.
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Other pastors expressed that things were diffecewhat had been expected. One
pastor said the church did not match the glowingtupeé described by the pulpit
committee. The pulpit committee never mentioned spkt and spoke highly of the
former pastor until the arrival of the new ministAnother pastor stated that he did not
realize how disillusioned a congregation would bthva former pastor who had failed
morally. Another said, “I was not aware of the dhespdf division, the spiritual immaturity
and how deep problems ran.” Another expressed plsagment as the newly arriving
pastor’'s expectation was that the people would beerangaged in the life of the church.
Another said that the church was not close to Wizt been expected. This was the
interview that concerned the role change of onkedals a youth pastor and upon arrival
soon learned of the senior pastor’'s resignation ewetything had changed with new
responsibilities added.

Another pastor said that those who had voiced thagpport during the calling
process did not follow through upon arrival. Anattsaid everything was completely
different. The pulpit committee misrepresented thelves regarding goals for reaching
younger families. Along this same thought, was stgrawho described that between the
calling process and early after arrival, two kewmes left the area. This created a
dynamic change from what had been expected. Imah chhurch one or two couples can
make a huge difference in ministry. Another pastod, “I knew it was a troubled church
SO expectations were accordingly.” Lastly, a pastared that the people expressed how
they wanted things to happen, but really they heftd it up to the new pastor. This
interview question ended with this statement: “Rudpmmittees are warm and energetic

and by the time you unpack the last box you rdailgw.”
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This thesis has addressed some of the issuesusdmng pulpit committees and
expectations. Truth telling and forthrightnessamething that is expected from both the
pulpit committee and the interviewing candidatemay also be that candidates are
blindly full of hope that a new ministry settinglingo well. Young pastors, especially
first time pastors, seem to be so excited abowgriegt their first ministry setting, that
they may not be listening as closely as they shdoldvhat the pulpit committee is
saying. On the other hand, pulpit committees mageb@ss in sharing the true picture of
a church or pastoral charge.

Did you have a mentor, role model or colleague &b wpon during your first year of

arrival? Would this have been a help?

This question was designed to understand the &dindentoring support pastors
have in the Atlantic Baptist context. The resuttanf this question show the importance
of having someone or a group of persons with whecthave contact for support and
encouragement in ministry.

This question was answered negatively in a fewames. Those pastors who
answered “no” to these questions, expressed thaiutd have been very helpful to have
a mentor or colleague to call upon. One pastor $aitithere was very little fellowship,
and even informal “get togethers” with other pastevould have been nice. One pastor
in the first year of a transition had no one taalmentor. Another pastor had no need of a
mentor as all went very well. This was not the caseevery transition this pastor
encountered. It was more of the exception thanulee One pastor said that they did not

have a formal mentor, but a retired pastor “fromagW and not part of the Atlantic
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Baptist context, provided some fellowship and suppédnother answer was “no
support,” but the Regional Minister checked in frome to time.

The number one resource for support in all of¢heserviews was the Regional
Minister. More than any other means of encouragénée ministry of the Regional
Minister was most appreciated. This begs the questivith the changing role of
Regional Ministry in our Atlantic Baptist churché®w might this impact this vital
mentoring ministry? Where will a pastor go whenr¢heeems to be no one else to call
upon?

Regional Ministers were not the only resource rf@ntoring. Most pastors had
sought out more than one means of mentoring anegiality. Six out of the seven
interviews of pastors, who were in their first otlursaid they had an Atlantic Baptist
Convention appointed supervisor directed to metitem in their first year of ministry.
Some of these supervisors lived forty-five minudesy but were acknowledged as being
a great help.

In seven different interviews pastors said theg hafriend or colleague to call
upon for advice and fellowship. Some of these wewer an hour away. This
encouragement was important enough to travel ardist as they had no one else, from
whom to find this kind of support.

In five interviews, it was mentioned how the locainisterial in the immediate
area served as a means of support and fellowship.yOuth pastor even had a “youth
pastors” ministerial to attend. Others found megntibwough neighbouring pastors and
non-denominational clergy groups. Another pastantbfellowship and support through

a Baptist Association pastors’ prayer group. Soemsqrs mentioned an Atlantic Baptist
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“pastors’ cluster” that proved to be a valuableotgse of encouragement. Two pastors
found help in this regard through serving on a Goon of Atlantic Baptist Churches
committee.

The Atlantic Baptist Convention institutions ofgher learning were also a vital
resource. Through the staff of the Seminary of Wita Baptist Churches, Acadia
Divinity College, pastors found mentoring relatibips that were very helpful. One
pastor spoke of how he called upon the presidenfttzntic Baptist College (now
Crandall University) for advice and guidance thrioagdifficult pastorate.

The two female pastors interviewed found suppaninfother female clergy who
were pastoring nearby. One of these female past@s part of a female clergy
ministerial group. This is important for female rghg and supported by research done by
Zikmund, Lummis, and Chang from 1993-94. They fodinat: “clergy in small towns
and rural settings were often unhappy due to ldckootact with other clergy. Single
women suffered the most in such settings, feeligdf dhey lived in a fishbowl. The
strongest determinant for leaving the ministry bmth sexes was not having been a
member of a clergy support groul.”

Other pastors mentioned that they found mentodpgortunities with a recent
interim who was a retired pastor and who livedha &rea. This interim knew the church
well after serving for seven months prior to thiasfr’'s arrival. Another pastor
mentioned that a retired pastor served as a mantbfriend.

Two pastors spoke to how existing pastoral s&ffesd to minister in a mentoring

way. The question that arose from this interviewswdf this is your only means of

% Hoge and Wenger, Pastors in Transiti®®3, 224. Zikmund, Lummis, and Chang made a major
contribution in their study of men and women miaistin 15 denominations. In 1993-94 they surveyed
almost 5,000 men and women clergy and interviewkll#% phone.
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support how are internal conflicts between stafépes handled?” Another source within
a church setting could be the role of a Ministerelitns in mentoring.

All of these answers reveal that there are mapgtore ways that a pastor can
find support and mentoring. Many pastors had mbaa tone form of relationship with
other clergy for fellowship, encouragement and noledels. The need for a spiritual
companion in ministry is vital to the spiritual méty and growth of a pastor. More will
be said about this later.

In conclusion some trends have been discoveremgaloe way. As mentioned
earlier not all pastors shared every pastoral chamgheir career. A few did. From those
pastors who shared more than one transition sorterps were noticed. Some pastors
seemed to follow one difficult church after anothiEney followed some sort of trouble,
crisis or ethical/moral issue more than once. Offastors seemed to have a repeated
ministry of love and healing to congregations wherevhurting.

Pain resides in congregations in many ways. Soraeimapain because their
beloved pastor has left. The pastor may have detirdeft for various other reasons. The
pain may come from broken trusts, promises not,kapimmorality. But still the pain is
real. Some have likened this pain to a broken b®hegs are not the same. The bone
has to be set and time given for healing. The i healing a hurting congregation is
vital and needed.

Some of the new and younger pastors followed otoetr experienced pastors.
They were new ministers and comparisons were madée older and wiser former

pastors. As these young pastors increased in experiand self awareness, they matured
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and were encouraged. These pastors’ transitioresteemore positive and smoother with
each pastoral change.

A few of these pastors experienced calling conaedtthat were not totally
transparent and forthcoming with the state of edfa a local congregation or parish. It
could be that pulpit committees may not want to gdubf their dirty laundry on the line
in an initial conversation. But if a candidate isiriy seriously considered for a call
transparency and truthfulness should be the orfigheoday. Once again the question
could be asked with the changing role of regionaistry, where will pulpit committees
get guidance?

As noted already, some of these pastors had wiutdelationships that grew out
of their encounter with a former pastor. Others hade the opposite. Former pastors
were said to have interfered with the new pastonigistry. Even an interim was
mentioned to have over stayed his/her influencedongregation.

One theme that occurs with each move is that \ohdi accommodations. A
parsonage or place of residence for the pastor partof every move. The moving
experiences were predominately positive. Peopliencongregations were helpful with
the physical aspect of moving furniture and houkkitems. Food and welcome baskets
were given to the new clergy family. Friends anchifg worked together to make this
part of the transition a good thing.

There was a mix of good and bad experiences mestérom pastoral changes.
Each pastor and each church is unique. Both crestédalled by God to be instruments
of grace and beacons of light in this dark worldayMhese insights shared, from real

pastors in real churches in the Atlantic Baptigtteat, challenge the reader to consider
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the former things, written for our learning. Matteader discover from these interviews

genuine insights and may they prove to be exantpldse wise.
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Chapter 4
Suggestions for New Arrivals
The understanding of transitions continues as estggns for new arrivals are
offered in response to what has been shared thrintghviews and discovered in
research of the topic of clergy transitions.

Just before a pastor arrives

The time between departure from a former ministrgifion and arrival of pastors
in a new pastoral setting varies in each situation.

Roy M. Oswald, James M. Heath and Ann W. Heathth@ir book, Beginning
Ministry Together: The Alban Handbook for Clergyamsitions, have a series of helpful
chapters covering every aspect of the departura pastor from a former church to
arrival as pastor in a new parish.

As a new pastor is selected by the search or @dstall committee, and there is
much excitement and anticipation, the tendency ithink the task of the committee is
over, but there is still more to do. A good negatia process and fair contract will do
much to start the new pastorate in a positive gbme®e. Any assumptions on each side,
pastor and congregation, need to be brought oattireé open, and differences in those
assumptions address&4d.

The major expectations of the congregation usueglyear in the parish profile or
other materials the candidate receives. Any norotiege items should be made clear to
the incoming pastoral candidate. These terms uysuaflude housing or housing

allowance, health insurance and vacations. Theeagrat should include the date the

%9 Oswald, Heath and Heath, Beginning Ministry TogetAhe Alban Handbook for Clergy Transitions,
The Alban Institute. 2003, 57. This book, thougfitten in an American context, applies in very picadt
ways to Canadian life and ministry.
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pastor will assume the position of congregatioeablership, who will pay for the move
and decide on the moving company. The expectatdrihe pastor's time should be
included as well. Time off is easier to specifycluding day(s) off per week, national
holidays, weeks of vacation, continuing educatiod @&ven the accrual of sabbatical
leave. Also sickness and disability days if extehdmess arises, along with how the
pastor's family will be looked after in the event an untimely death, should be
considered.

In conclusion, this helpful section states, “a Ivdeafted agreement will free
pastor and lay leaders to work together withoutstamt attention to details. Spelling out
the conditions of the pastor's work, will free tpastor for spiritual leadership in the
congregation. The process of thinking about thati@iship of pastor and congregation
before the pastorate begins lays a foundatiorn®igtowth of the relationshig®

Part of the Atlantic Baptist Regional Ministergle is to serve as consultants to
churches that are seeking to call a new membertHeir pastoral staff. Regional

Ministers have prepared a downloadable (pdf) docureatitled_Guidelines for Search

Committees A church may wish to have members of a Search raitiee read this
document through and then call their Regional Marigor assistance with a search for
an accredited ministér.

Take a break between ministry places

As a new arrival in a church as pastor, hopefudiye time should be taken for a

break or holiday. All too often pastors, out ofense of duty or the opportunity for a

70 (i
Ibid., 61.

" http://www.baptist-atlantic.ca/documents/searcimmittee_guidelines_2009.pdFfhis is a 46 page

document that methodically gives the process afdetines for search committees seeking to callva ne

pastor.
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change move too quickly into the next ministry isgtt Allowing yourself a little extra
time in between will be beneficial to the pastbe thurch and also one’s family.

Roy M. Oswald, in his book, New Beginnings: A Paate Start Up Workbook,
tells of a clergyman who, not only took his regutaonth’s transition time for himself
and his family, getting settled into a new home eochmunity, but took a second month
at a lakeside cottage. The newly arrived clergyrtadked about how important that
interim period was for him and his family: “We hadot of things to talk about—what it
was like saying goodbye to the congregation ---what stay there had meant to us---
some of the hopes and dreams that we had to lé{Vgoalso discussed the future as a
family in a new place --what things we wanted todifferently this time —what things
would be important for us to continue as a famillge month went very quickly. When it
was over, we were ready to begin ministry in the parish.”?

One of the pastors interviewed above said vergisatty, “pastors just need a
break.” May this word encourage the reader to takene time between ministry
positions.

Just as one arrives

When a pastor arrives in a new ministry locatiogréhare a lot of things that can
take one’s attention. There is a tendency to rudlynaff in all directions to get things
going and to have a positive start up in the newrdah placement. One part of the
complete pastoral change is to remember to lookimvds part of the beginning process.

Roy Oswald suggests first looking at the feelinghiw yourself. Are there things
and people you miss from your last place? Was amytleft unresolved? Do you feel

any guilt for having left your last place? Any arfgét whom? And why? In deciding to

2 Roy M. Oswald, New Beginnings, A Pastorate StartWorkbook The Alban Institute, 1989. 1, 2.
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move did you make any bargains with yourself, witkr family, with God? What will it
take to gain resolution on some of these issdes?

Seeking professional counsel

Roy Oswald recommends as well that a pastor segtksome other person that
you, as pastor, can trust and talk through sonteeothings you are feeling. The CABC,
through its health plan has provided coverageHisr kind of counsel from professionals
as well. Oswald continues, “If you take time to ldsah those feelings directly, you will
be clearing the deck for a fresh start in a newel& ou owe it to yourself, your family
and your new parish’*

For clergy with family, it is important also to &lcare of your family and help
them adjust. Clergy generally adjust to a new siimafar more quickly than their
families. Pastors get immersed in the work of niigiand are establishing relationships
daily but spouses and children must find suppambubh more subtle and less direct
ways. Oswald says, “While you are revelling in tigsv situation, you may come home to
persons who are hiding their tears or stifling nésent about having to leave the old
place.”

Just as a pastor seeks outside help for him oeliess too it may be necessary to
seek a counsellor for the family as individualsaera whole unit. As a pastor takes care
of one’s self and one’s family a pastor begins realthy way the new ministry together.

Michael Watkins speaks to this as stabilizing theni front. “It is a fundamental

rule of warfare to avoid fighting on too many frentFor new leaders, this means

stabilizing the home front so you can devote theessary attention to work. You cannot

bid., 5.
" bid., 6.
% bid., 7.
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hope to create value at work if you are destroyialge at home® Watkins offers some
practical advice that can help smooth a familyamsition:

* Analyze your family’s existing support system. Mogisevers your ties with
the people who provide essential services to yauarilf: doctors, lawyers,
dentists, baby sitters, tutors, coaches and moceal inventory, identify
priorities, and invest in finding replacements ¢iyc

* Get your spouse on track. Your spouse may quitohitier job with the
intention of finding a new one after relocating.Happiness can fester if the
search is slow. To accelerate it, negotiate uptfnoth your company for job-
search support or find such support shortly aftevinyg.

» Time the family move carefully. For children, itssbstantially more difficult
to move in the middle of a school year. Considettimg until the end of the
school year to move your family. The price, of g®yris separation from your
loved ones and the wear and tear of commutingouf go this, however, be
sure that your spouse has the extra support todedp the burden. Being a
single parent is hard work.

* Preserve the familiar. Re-establish familiar famiiyuals as quickly as
possible and maintain them throughout the transitidelp from favourite
relatives, such as grand parents, also makeseaetiite.

There is no avoiding pain if you decide to move ryfamily. But there is much

more pastors can do to minimize it and to accedezaeryone’s transitiors.

The Commissioning of a Pastor or the Induction Berv

Depending upon the time of year one arrives asopasie of the first major
celebrations will be a service of commissioning iaduction. Canadian Baptist
Ministries’ Manual for Worship and Service, hasext®on dedicated to this service of
induction. It is suggested that this “service bamged and conducted as soon as possible

following the arrival of a new pastof®It is an event that not only involves the local

® Michael Watkins, The First 90 Day&17.
7 bid., 218.
8 A Manual for Worship and Servic€anadian Baptist Ministries, 1998, 129.
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church and community but also the Association, Uputhe Moderator, Regional
Minister, and could also include other local clergy

These services of induction or commissioning \fewyn church to church. A few
options are offered in the Manual for Worship amalvi®e. Practice varies from area to
area and the service is shaped according to lasabm. The manual suggests that this
service should include, as a minimum, readings feaniptures (suggested readings are
listed), the introduction of the new pastor, anheme of commitments, and the act of
commissioning or induction, a commissioning praged a blessing or benediction by the
new pastor?

The local congregation, as a covenant people, saught God’'s will in the
choosing of a pastor. The process has been bathpthyer and spiritual discernment.
God has placed divine approval on the calling pgs@nd the new pastor has been called
and has accepted that call from God and God’s pedpiis service of commissioning or
induction is a way of celebrating that work of tBpirit. It affords the congregation and
new pastor the opportunity to publicly covenantetbgr to minister in a united way for
the glory of God.

The service itself may set a tone for the new stipi and the goals the
congregation and pastor hope to accomplish togdtiethe glory of God. The service
may focus on the servant leadership model. Anatkample is the theme of a shepherd
caring for the sheep. The new pastor’s ministry ip@yn the area of youth or seniors and
that could be the focus of the address or sermbis. ay vary with each church and the

movement of the Spirit in the heart of the guesagpr.

" bid., 129.
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Part of the service of Commissioning or Inductisnthe hymns and music
selected. The congregational songs and specialcniysia choir or solo add to this
special occasion in the life of a pastor and peophe former Manual for Worship and
Service, first printed in 1976 and edited in 19B4s a suggested order of service that
includes hymns as part of this celebrafidMany of our Atlantic Baptist pastors in the
past, used The Minister's Service Book: For Pufpid Parish Use. This book also
includes an order of service with music as parthef worshig’> A non-denominational
worship service manual also has suggested hymns:

God of Our Fathers, Whose Almighty Hand
Lead On, O King Eternal

A Charge to Keep | Have

O Master, Let Me Walk With Thee

O Jesus, | Have Promiséd

Nelson’s Minister's Manual has a sample order alise for an Installation
Service which includes preludes, hymns and speaigic.

Prelude Music: (The musicians should play approgrimusic dealing with
Christian commitment and service). I'd Rather Haksus; If Jesus Goes With Me;
Wherever He Leads, I'll Go; and Now | Belong toukes

Hymns: A Call for Reapers; | Love to Tell the StohyAm Happy in the Service
of the King; and Trust and Obey.

Special Music: I'll Go Where You Want Me to Go; Abr Jesus; Great Is Thy

Faithfulness: and Until Théeti.

8 | arry Matthews, Project Coordinator, A Manual Mdorship and Service: Prepared for Canadian Baptist
ChurchesAll-Canada Baptist Publications, 1984, 136.

81 James Dalton Morrison, Editor, Minister's Servid@ok: For Pulpit and Parish Usew York: Harper

& Brothers, Publishers, 1937, 146.

82 Samuel Ward Hutton, Minister’s Service Manuatand Rapids: Baker Book House, 1958, 188-191.

8 Joshua Rowe, Editor, Nelson’s Minister's Manuéshville: Thomas Nelson, 2003, 136.
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The Hymnal of the Baptist Federation of Canadadmmdex referring to hymns
for INDUCTION, ORDINATION and INSTALLATION of CHUR® OFFICERS (407-
453)% Other hymns like Be Thou My Vision, Christ Be Myeader, and a host of
modern choruses and praise and worship songs deanes a service of induction by
challenging God’s people to a unified walk with God

Sometimes hymns or songs have been written foo¢hasion. Rev. Dr. M. Allen
Gibson, Minister Emeritus at Chester United Bapf@iburch, once wrote a hymn for a
friend’s induction service.

Hymn for a Friend’s Induction

Once, in the days of long ago,

A plea that Macedon might know
The Truth brought, from across the sea,
Men strong in faith to speak for Thee.

And still Thy Spirit’s guiding hand
Leads men to answer need’s demand.

This Church and people are a part
Of Christendom’s redeeming heart;
Their Macedonian cry now met
May their great works be greater yet!
God bless this Church that it may be
A place where men are won to Thee!

Bless this Thy servant who today
We speed upon his sacred way.
Sustain his spirit; grant him grace
For every trial he must face,

And as he speaks and lives Thy Word
Give him the joy of being heard.

As this our prayer of trust ascends
We ask Thy blessing for our friends.
O may they ever be aware
That Thou art with them everywhere!
Lord we are few, our strength is small,

84 carol M. Giesbrecht, Editor, The Hymnahe Baptist Federation of Canada, 1973, 624.
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Be Thou the keeper of us &il.

[Suggested tune: MELITA (Eternal Father Strong &vej]

Like Dr. M. Allen Gibson, a native of Nova Scot@ther Canadian writers have
penned hymns that would fit the occasion of an @tidn or commissioning service.

Margaret Clarkson is one such person. She is aeafiCanada, but she has been
equally recognized and claimed by the evangelioatraunity in the United States. One
of her hymns that would fit such an occasion lsditLord of our Dawning. This is based
upon Luke 22:28, “I am among you as one who sérves.

Lord of our Dawning

Lord of our dawning, who brought us to birth,
Gave us your Word for this sin-shattered earth,
Clothed us with promise of strength for our days —
God of beginning, we sing to your praise!

Lord of our morning, who taught us to pray,
Taught us to trust you through joy or dismay,
Taught us that freedom is serving our King —
Glad with thanksgiving, our worship we bring.

Lord of our noonday, in Christ make us strong,
Wise to prevail in the war that is wrong,
Steadfast to trust you, and swift to obey —
Serving your will in our world of today!

Lord of our evening, Provider and Guide,
Lead us in triumph through paths yet untried,
Trusting, rejoicing, till rest shall be won —
Serving while waiting our soon-coming Sun.

Then, in the light of his glory and grace,
We shall adore you and look on your face;
Then, in the wonder of faith crowned in sight,

Serve you forever in endless delidft!

8 M. Allen Gibson, Idle Rhymedantsport, NS: Lancelot Press, 1987, 31.
8 Margaret Clarkson, A Singing Hea@arol Stream, IL: Hope Publishing Company, 19813. Margaret
Clarkson’s most well known tune is a mission hytmat thas appeared in many hymnals since it was first
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[Suggested tune: SLANE Mef€).10.10.10.]
Another hymn by Margaret Clarkson written for sachoccasion is:
O Living Word of God

O living Word of God,
Strong Lord of heaven and earth,
Whose mighty voice rang out
And light and life had birth,
One Source alone our being knows —
From you our soul and substance flows.

O sovereign Word of power,
O all-creating might,
Invade our inmost souls,
Transform our nature’s night,
Till all we are and all we do
Affirms our Saviour’s claims are true.

O holy Word of truth,
All wisdom’s crown and sum,
To you with all our quests,
Our hopes, our fears, we come;
In you alone true answer find,
And rest of soul and peace of mind.

O matchless Word of love
Who sought us when we strayed,
In whom we call our God
Our Father, undismayed,
Where sin and woe despoil their prey
Make us your word of love today!

O Lord of life and power,
O God of love and truth,
To you we bring our hearts,
Our freedom, strength and youth,
Your life to know, your will to do,
To serve your world for love of yotl!

published in 1954. The hymB8o Send | Ygwased upon John 20:21, has challenged congragdtio
over half a century.
8 bid., 114, 115. This hymn was written in Toroimd 983-4.
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[Suggested tunes: DARWALL, LOVE UNKNOWN Meter: 6.6.6.6.8.8.]

Whatever hymns or praise/worship songs a churchimeoming pastor choose
for this service, they can be a rich source ofggrand celebration and renewal for this
new beginning in the life of a pastor and people.

A church and pastor could also consider from timme@me, such as an anniversary
of the pastor’s arrival, to have a service wheee rgnewal of the covenant vows takes
place. When one attends a wedding one is reminfidteosows made to spouse, so too
in a service of renewal of covenantal vows pastal @eople would be reminded of the
promises made. This kind of service would be ameragement to faithful action in the
ministry pastor and people are called to engagetheg.

First Impressions

First impressions take place for both people amstgpaThe interviews above
revealed the first impressions pastors felt froosthwho met them as they arrived. There
were those who helped them unpack and the paristsonho had food prepared. The
pastors mentioned existing staff people who helpegnize the chaos a newly arriving
pastor may feel. The people in the pew and commuatso have a first impression of the
new minister.

For twenty-five years and counting the Alban Ingét has been conducting
research into life in ministry. Much of this resgarhas been in the area of ministry
transitions. In one of their projects it was noted:

One of our basic assumptions in the project is fthe start-up period”

(the first 12—18 months of a new pastorate) wited@ine to some degree

the entire ministry of that clergy person in thaingregation.” We

hypothesize that within this start-up period, thegtgrns of interaction

between clergy and congregation are set, the néfwsmkow they are to
live out their life together are established, amdtfimpressions are
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solidified into lasting attitudes towards one amothin short, the marriage

between clergy and congregation settles into ptalie patterns of

behavior and interaction. To date, we have not weieal anything that

would disprove this hypothesis.

It is said you only get one chance to make a iiingiression. It is true. It is a good
idea to be aware of this in beginning a new migiptacement. Maybe past blunders or
poor first impressions come to mind even now. Téian opportunity to do one’s best to
make a first impression on which one can buildti@teships. People will take note of
how genuine you are, if you care about them or shkigws that you like them. Oswald
suggests they will take notice of how you shakerthands, listen to them with eye
contact along with any non-verbal signs that yoel willing and open to engage them
personally?

This will be true in the community as one meets npgople and forms
relationships at the school where one’s childreny mttend, the bank, recreation
facilities, service station or any other place vhis frequented while serving in that
particular church. This is especially true in sn@mmunities where everybody knows
everyone. It is news when a new minister arrivepke will announce after they have
met him/her for the first time, “I met the new nster, he/she is really nice” or is
“pleasant” or “dresses weird.” People will add sokiad of description of a first
impression with them.

This will also be the case as one enters the pédpithe first time, not as a
candidate but as pastor. Authenticity is cruciabme’s pulpit ministry. One needs to be

faithful to God’s Word, one’s core beliefs anditif§ up the Lord. One could hardly know

8 Oswald, The Pastor As Newcomér
8 Oswald, New Beginning26, 27.

131



all of the sub-groups of a new church so one shbaldareful not to promise anything
publicly that one cannot deliver.

People will soon learn whether the pastor likesitloe cares about them. People
are quick to say, “he/she is not much of a preablehe/she really loves us and cares
about us.” Or the opposite is true, "the pastoresy organized but seems very distant
personally.” Or the in between comment, “the pasarery friendly but spends a lot of
time in front of the computer.” What kind of impsésn does a new pastor want to make
with those to whom she/he is called to minister?Dks Ohsberg used to say in class,
“people don’t care how much you know until they wnleow much you care®®

Concerning first impressions during the start upigokof a new ministry the
Alban Institute has found the following to be true:

In the start-up period, some persons on the pawypbiethe congregation

will probably be making snap judgments about the pastor. How he is

perceived may make the difference between thespleaticking around

to engage the pastor further or simply leaving, eneto return. As

impossible or frightening as this may seem, impartant to keep several

things clear:

a. People are looking hard to see whether their nsgyperson is

genuinely interested in them. They look for cluest ttommunicate caring

on the part of clergy.

b. People are looking for authenticity: Is this npastor a fully authentic
human being? Has he/she got it together persoaatlytheologically?

“Are you authentic?” and “Do you care?” are the thasic questions
people ask. For some, a specific kind of theoldgiceentation is called

for—charismatic, liberal, conservative, fundamestalThese folks will

carefully watch the words clergy use in sermons prayers, and on
informal occasions. Clergy who are aware of beindggd on a first
impression may draw on the portions of their owligi@us experience
that most closely approximate that of certain geoappeople. They need

% Dr. Ohsberg, was a former professor of cours&hinistian Education and practical ministry at Aeadi
Divinity College, Wolfville, NS. This writer has dened a great deal from Dr. Ohsberg and his ledsavs
proved very practical in ministry.
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to be careful, however, not to go outside their assne beliefs or value

system. The danger here is in trying to pleaseyewer This practice

carries the risk of coming across as inauthentiasohaving no personal

convictions. This approach would, in the long rbe,self-defeating in the

first impressions game.

Being real, genuine, authentic and caring is ndy engreat way to start in a
ministry placement it is also a good way to corginMany pastors strive to be faithful in
these four things to the last day of service is tifié and into the next.

Roy Oswald suggests that one take the first sixiie months and be little more
than an historian and a lover. He also speakseofrihatural selection process” where the
new pastor naturally is drawn to some and repdtimah others in the congregation. It is
important that pastors know themselves as thesamigs are going on in their heart.
Oswald says plainly, “remember you are called tgastor to all these people, whether
you like them or not.” How you respond to folkstially will determine their first

impression of you, the pastdr.

Inherited Psychological Contracts

Oswald, Heath and Heath, speak to a reality comgnosychological contracts
between pastor and congregants. “As people develaponships, they form unspoken,
non-rational, and often unconscious expectatioreaoh other.” This sense of how things
should be can be described as a psychological amnrecause it is evaluated in the
minds of the participants and a contract because tis an agreement (even if unspoken)

that things will happen in a certain wéy.

%1 Oswald, Pastor As Newcomdi3,14.
92 Oswald, New Beginning®9.
9 Oswald, Heath and Heath, Beginning Ministry Togetth23.
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When members are upset with either the congregatidhe pastor, it is usually
because the unspoken, often unconscious psychalogiatract has been broken. This
creates a particular challenge for a new pastoq wiay have inherited the contracts
members had with a predecessor. Clergy shouldzesttiat much of this contract will
surface in their first substantial meeting with @&miber and role negotiation of the
contract may be going on at the first meeting, Wwaetonscious or ndf.

Oswald, Heath and Heath conclude by stating, “l@Bginnformation about
different members’ psychological contracts will jnéthe pastor become a better spiritual
guide to each one. It will help the pastor identifie type of relationship that each
member expects, negotiate a set of expectatiomndbdth can accept, and help empower
195

members to perform the ministries to which theycaiéed.

Capitalizing on the excitement of transition

When a pastor and his/her family arrive in a newistiy setting there is a lot of
excitement and enthusiasm. The church and commis&yl energized with hope and
positive plans to move the congregation forward.

Oswald and his research team speak of positivesatttat are at work when one
arrives as a pastor in a new setting.

Among all the other things we have said about sipstthere are some
very powerful positive forces at work. The professil in ministry knows
how to capitalize on the extra energy that is add at this juncture for
use in the most crucial areas of that parish’'s Fer example, the new
minister usually has one or two “yeses” from eves/in the parish; when
asked to do something, each member will probably'gas” at least once.
The key is to apply this extra “transition” eneigyd the carte blanche that
is given during this period to the areas that atesial to a viable future
ministry in that congregation. This positive eneogn be well applied to
one or two of the destructive norms within thatigi@s life. The mistake

% bid., 124.
% |bid., 125.
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clergy often make here is to use up this energy #oair political
“vouchers” on some of their favorite programs teate an environment in
their new parish that they are more comfortabldwlit would, from our
perspective, be a mistake for a new minister tohisévouchers” on a
change in the liturgy, for example, when it is cldze congregation has
had a history of being in poor straits financiadigd will be in financial
difficulty in the near future. (We don’t recommentaking changes in the
worship within the first six months9

May this time of excitement combined with the imgpon of the Holy Spirit be a
great source for a powerful new beginning in tfe df a local assembly.

Know the history

It is important for a new minister to have a workiknowledge of the history of the
church where one serves. Every church’s histomctdfthe present situation. One part of
this history is oral. As Oswald states, this onaltdry “becomes valuable because what
people think happened is more important than wiatzdly did happen®

Each parish has its own sense of history. Eachcbhhas historical events
connected to it which shape what is a norm, custoimabit. People wish to perpetuate
this memory and their way of doing things. Peopl# want to share their version of
history. They will talk of former ministers, key @sions, critical incidents, days of
celebrations, building programs, good times and Revald refers to this as the parish’s
myth about themselves. He speaks of the importahbeing well grounded in the parish
myth and to listen carefully as people put yowoiach with this myti®

In the beginning it is helpful for the newly arri/@astor to respect where people
are and what they value. Roy M. Oswald stressdsctbiayy should take church histories

seriously:

% Oswald, Pastor As Newcomér.
9 Oswald, New Beginning<S0.
% bid., 31.
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Normally, a parish profile consists of a lot of mbogical and statistical

data about a congregation. This information is foélout it does not tell

the deeper story. There is a sense in which therkisf the congregation

will more accurately paint the picture for the mmets In starting up a

ministry in a new parish, it is our experience tpaying attention to those

portions of history that people remember and pasis @ery important. In

the first place, it gets clergy beyond the arrogesgumption that nothing

of significance has happened in this parish uhgltarrived. Secondly, it

puts them in touch with the hopes and expectatairthe congregation.

What we hope we will become usually grows out oferéhwe have

been®*

Knowing about a congregation’s past successes a@hdes helps the incoming
pastor know what kind of ministry is likely to bffextive. Knowing the story about the
congregation’s heroes and villains gives the pamstoidea about the types of people the
congregation looks for and the kind it avoids. Hegmabout the leadership styles of the
congregation’s favourite former pastors shows tae pastor what kind of leader the
congregation is looking for. Knowing about the cagation’s past history can help the
pastor identify areas where the congregation wedsormhange and areas in which
tradition seems deeply entrencHéd.

As one enters a new church ministry setting onelsi¢e listen and take mental
notes of the stories people share. Think about wimat history means to the local
assembly. The new pastor should ask questionsldoification and people will know
that he/she genuinely cares about people and evdnth have brought them to this
place and time. Oswald suggests the following peakk as useful in writing down the
important events in the life of a congregation:

1. The congregation’s beginnings

2. The leaders or “heroes” that are remembered
3. “Days of Glory” that are recalled

% Oswald, Pastor As Newcomérl.
199 9swald, Heath and Heath, Beginning Ministry Togeth4.
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4. Remembrances of crisis or turmoil

5. The hopes and dreams that have accumulated ovefetrs, usually associated
with the church buildings

6. Families or individuals who were key to this histosome of whom may still be
around.

In working with these items, the new pastor magal®r that he/she knows more
than previously thought or that there are significgaps in the information previously
learned. This may serve to equip the new paston witormation required in future
encounters with parishionef¥:

Further, Oswald encourages doing a congregatioraicise with suggested
guestions to gain a greater sense of the churdtdshement to the past to gauge their
openness to working towards the future. This forreatting gives the pastor the
congregation’s perception of itself, with a broaltek than individual stories and view
points of the past. He also suggests pastors dsaiime exercise on themselves to gauge
one’s own sense of who one is with the past, fatieguture'%?

It is also helpful to learn the history of the coomity. Sometimes the community
story has helped shape the congregational storg $hould read the history of the
village or city and also the county (e.g. DesBrisaylistory of the County of
Lunenburg). If one is new to the region, such as Altlantic Provinces, it would be
helpful to read the background and story of whaipsld that region. The Baptist story in
Atlantic Canada has been documented well in worksnpd by Robert Wilson, Dan

Goodwin, George Levy and Jarold Zeman. And if openéw to a country, such as

Canada, it would be a benefit to read a brief hysto be able to engage in conversation

191 Oswald, New Beginning$1.
192 |pid., 32, 33.
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but more importantly to have an understanding o honation was born and people and
events that shaped the culture.

Personal history is important too. One pastoha Maritimes when he arrives at
a new ministry setting gives each person a cartlishe be filled out with their name,
birthday, anniversary, favourite hobby and othenifainformation about children, grand
children, where they work or retired from, etc. §igives some important background
material to help a new pastor learn a little bib@bleach person in the flock. This
particular clergy person is faithful in sendingthitay and anniversary cards. This shows
each member how much their pastor cares enougikéothe time to acknowledge their
special day. Reading the annual reports of theathwiill also give great insight about
people, potential and power brokers and persoesliti

Taking history seriolusly will not only make a goedtry but will also aid the
pastor in developing a plan of ministry during galy months in that community.

The Honeymoon Period

There is a period of time of a new pastorate wharyghing seems to be going
right. It appears that pastor and people have atgrespect for each other,
communication is working well and things are moviogvard successfully. When this
period of time ends it is important how the newtpakandles this natural change in the
dynamics of ministry life.

When the first disappointment arises for eitherd¢bngregation or the pastor both
parties can positively work through and reach dthgaelationship. Congregations and
pastors go through a phase of losing illusions alfweir own qualities and those of the

other party. This can result in a negative outcohthe parties magnify each other’s
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faults. Both parties can also decide to accept siebras and each other with all of their
faults and limitations as well as their virtues dndld a relationship on the basis of this
acceptance. The first crisis in the pastor and Egagional relationship is an opportunity
for both parties to bring an uncertain relationsimfp one that more truly reflects the
potential of both pastor and congregatith.

Oswald defines and speaks further of two phast#stboneymoon period.

Are people talking about the time in which paristi gastor live together
harmoniously because they are living out of thegjgrtions and hopes?
Or are they talking about the time in which eachthholds honest
feedback from the other? It is almost as thoughetlaee two phases to the
honeymoon period. The first is a relatively shoetipd of time, one to
four weeks, in which each functions out of unrealadabout the other.
There is a sense in which new objects are overdalonnisters, babies, a
new spouse). We project onto the other our hopdsdegams of what we
would like him/her to be. In pastorate start-upe tlay feet of both the
pastor and parish are exposed very quickly. We odis@d, in our
research with the Army Chaplain’s Board, that peaped a minimum of
two contacts to arrive at a realistic assessmetiteohew chaplain.

During the second honeymoon period, people withliodsr candor from
the new clergyperson. It is as though parishioreamstract with one
another to suspend judgment until the new ministgiven a fair chance,
or until they have an opportunity to get to knownhier better. On the
surface it seems as though everything is going. Wérgy can fall into
the trap and construe this seeming harmony as eglpiar what they are
doing. In this sense, congregations give new clemgyugh rope to hang
themselves. Some clergy continue to “do their tfiiagsuming the parish
will tell them if they disapprove. They alienatethselves from some and
lose the confidence of others. When the perio@sting is over, they have
come up with a poor grade.

There are two sides to every relationship, andyglelo their own testing
of the congregations they serve. They, too, witlrsdiscover that the new
congregation is not everything it was cracked updoSome clergy may
seek opportunities to talk about their sense ofndpedeceived or
disappointed. They often need to wait until thegregation is ready to
hear. As one Disciples of Christ minister put it,Was almost as though |
had to wait until a prescribed period of time wasrdbefore people would

193 Oswald, Heath and Heath, Beginning Ministry Togeth28.
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listen to my frustration and disappointment. Theuld only hear me
when they were ready to talk about my shortcomasywell.” It is

as though there is an unwritten agreement as teriacoof time within
which clergy and congregation withhold their hogdsam each othet?

When the “Honeymoon” is over

All honeymoons’ of whatever type in time come toeand.
Oswald speaks further to the conclusion of whatmse¢o be an initial pleasant
beginning.

Even though this period of testing can hardly beedaa honeymoon, we
use the term because that is what it has beerddadiditionally. When, by
some internal calendar, parishioners feel the howwey has ended and it
is time to get down to the business of living tbgetin reality and in truth,
a creative opportunity is present. When people@asdor begin to unload
their deeper feelings towards each other, it isghtening time, to say the
least. Clergy who find this too threatening to ded#h either take refuge
in their role as pastor or avoid the confrontatiynlaunching into new
success-oriented programs. Hopefully, pastor anglpecan hang in there
with each other to renegotiate the conditions undach they will begin
again to live out their corporate life. An attengnt the part of either
clergy or congregation to force the other back itf® original contract,
set at the time of the call, is to be avoided. Tdwmitract was probably
made on the basis of much misinformation about eguér:®

If the relationship between pastor and churclikies & marriage there is a time to
move into a new phase of working together in cveatvays for the glory of God.

Change can wait

In some of the interviews above the new pastor easted about making a
difference. Even some calling committees were cerdbavith a plan for needed change.

Part of the very initial conversations with the toaal candidate was the formulation and

194 Oswald, Pastor As Newcomér7,18.

108 Ibid., 18. Oswald notes: Based on our experiente this process we do not recommend that
congregations attempt to establish a contract thighr new pastor at the time of the call. At maisere
should be a contract that they will, together, evétcontract sometime after the first 12 monthmiofstry
together.
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implementation of a different way of worship to e¢bayounger families as a
congregation. Part of the church wanted change.t¥Mashurch ready for it?

When a new minister arrives he/she has a way afigdthings that may be
different to what the congregation is used to amwhfortable with. The new pastor may
have had success in a former pastorate with dbingg a certain way or may have done
something that did not work. When he/she arrivasb raotices this activity which did not
work for him/her before, he/she may like to putt@psto it. If the new minister arrives
and changes things too quickly it may imply tha kbcal church does not know how to
do ministry properly. This approach sends a mesHageyou, the clergy person, have all
the answers. This is doubly true if the clergy pars not from Atlantic Canada. Often,
the author has heard from church people how thesir pastor, who is “from away,” (e.g.
Ontario or the United States), began to change tiealbcal church had been doing for a
long time and often too quickly.

Roy Oswald, “recommends that new pastors initiatecimanges for at least the
first six months. Instead, clergy should move apbsiening and watching intently what
is going on and how people get things done. Clefgyuld take careful note of those
activities and programs which work well, are helpfand are worth preserving. It is
especially important to affirm and support suchvaats. But don't just affirm and move
0n.”106

Further, Oswald speaks to the first big change raakes. In this “honeymoon”
period of ministry the church family wants to encmye and bless their new minister.
They are expecting some new ideas and so will stigheir pastor with some initial

change. He says, “One of the mistakes clergy fretiypyenake most often is using up this

198 Oswald, New Beginning87.
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initial energy on one of their favourite programs @astoms. Instead some serious
thought should go into the best change to make”fit5

Oswald suggests asking one’s self a few questiefad your first major change:

* Where is this parish in difficulty?

* What are the things that will block this parishrfrthaving a viable future?

» Are their destructive norms existing in the paristif?at are they?

* Does the parish have a solid financial base?

* Are people’s needs being met by what the parisreatly offers?

* Is the parish living up to its leadership poterttial

* Is a good percentage of the parish involved in \weekrship?

Oswald encourages the clergy along with local dndeadership to look at the
answers to these questions closely analyzing aiditiping the needs and issues that
need addressing first. Your first change effortudtidoe a significant one, forming the
foundation upon which the future health and viyatif the parish will rest®®

The biggest challenge for a new pastor, is torobihe desire to make changes
during the first few months. Almost everyone wilys'yes” to a new pastor at least once;
that moment of agreement should be saved for sangethat is really important to the
congregation. Oswald, Heath and Heath state, “Madasgy in new pastorates rush to
make cosmetic changes, rather than changes cdubatance. Most often, these changes
are in the corporate worship of a congregation ebably the worst place to make
changes since they affect the greatest number @bl@anost quickly and in the least
rational feature of congregational lif€&"®

Further, Oswald, Heath and Heath state, “Whensdopanakes changes before

getting to know the congregation, people feel that pastor is rejecting not only their

17 bid., 38.
1% pid., 39.
199 Oswald, Heath and Heath, Beginning Ministry Togeth29.
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way of worshiping God and their programs, but alem personally.” Once again, a new
pastor should spend the first 9-12 months beirayerland historiafh*°

Again, Oswald, Heath and Heath, suggest that the ef a congregation
determines those whom the clergy need to work #nddst at finding something to love.
If people don't feel that the new pastor loves thehlmange will be hard to accomplish
with success.

In a family-size congregatiofSunday attendance of 50 or fewer), the

pastor usually has little influence with the “patdghs” and “matriarchs.”

In such a congregation, the pastor will of necgssdme to know all
members and should try to develop the role of lovign each of them.

In a pastoral size congregati@unday attendance of 50-150, much of the
spiritual development of people comes through #lationship they have
with their pastor. In such a congregation the nagatqr should try to visit
every member in their home at least once durinditse9-12 months, and
work at finding something to love in each of theAfter that, any
proposed changes in the congregational life arehnmore likely to be
received with openness and trust.

In a program size congregatid¢attendance of 150-350), the new pastor
should develop the role of lover with the core kradof the congregation,
the people who run the programs that meet peompigtual needs.
Building rapport with the movers and shakers ofdbigregation will win
their support when the first major change is pregos

In a_corporate size congregatiaitendance of 350 and higher), the role of
lover relates to members of the parish staff anthéopower people in the
congregation, without whose endorsement changpsgrams or mission
outreach will faltet:*

Statistics below show the sizes of congregatiortisiwithe CABC that correspond
with the information above:

Total churches that are listed as active are 524.

1191pid., 129.
111pid., 130.
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Total churches that have attendance figures oftlissé are churches that have not
reported) totaling figure, 202. This leaves 322orépg churches. Over half are family-

sized churches. Another third are pastoral size.

* 50 or fewer attendance 168
e 50-150in attendance 110
e 150-350 in attendance 37
« 350 or more in attendancé'?

It seems that the majority of churches in our AflaBaptist context are pastoral
and family size. Even if all of the churches repdr82% would be family size and 21%
would be pastoral size. This is a total of 53% tnat churches of 150 in attendance or
less. A greater understanding of the life in miyish these sizes of churches is needed.
Perhaps a study of this topic would be of benefihie Atlantic Baptist understanding of
church life. To understand the dynamics within éhelsurches will help when it comes to
making changes.

From the business world, Michael Watkins suggebtst thange should be
planned. “The straightforward plan-then-implemempraach to change works well when
you are sure that you have the following key suppgmplanks in place:

» Awareness: A critical mass of people aware of tedfor change.
» Diagnosis: you know what needs to be changed aryd wh

* Vision: You have a compelling vision and a solictgy.

* Plan: You have the expertise to put together alddtplan.

* Support: You have a sufficiently powerful coalitioto support
implementation.**3

12\ Ken Peabody, Network Administrator, Conventadrtlantic Baptist Churches, e-mail sent June
25, 2010.
13 Michael Watkins, The First 90 Day38.
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The first major change a pastor makes, if succkssili move the congregation
to a new level of living and loving. It should rgathe congregation for significant
growth by increasing its spiritual depth, sociatreach, and care for its members. When
a congregation grows in these three areas of cgagiomal life, numbers are likely to
grow too. By postponing the first major changegites pastor and people time to
establish a good relationship, knowing that the pastor cares about them. It also gives
the new pastor time to identify and establish wagkrrelationships with people of
influence in the congregation. Also it allows titeeknow the key issues and determine
the best way to promote congregational health. & pastor needs to secure the trust of
those who are most influential and this takes time.

Early changes are risky, and many pastors who Iwaeeé early changes that
failed miserably, have compromised their ministrjthe congregation ever after. At any
point in ministry any change a pastor and congregatecide upon should be based upon
broad support and prayerful consideratith.

The importance of having a mentor or nearby colieag

In the interviews above pastors spoke of the néddhwing a mentor, role model
or colleague to call upon in the first year of reiny. This need continues as one matures
and is experienced. The questions and the kindhapes this mentoring evolves into
changes throughout one’s career.

It is good to have a mentor with whom to work. Omeds to watch an “old pro”
deal with issues. This is especially true in thistfyear of one’s initial ministry setting.
Sometimes these mentors are built right into aspads a retired minister is in the

congregation or a nearby minister emeritus willegone time and a safe place to talk

14 0swald, Heath and Heath, Beginning Ministry Togeth31.
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about things in ministry life. Other options arear® clergy within one’s own
denomination and failing that, one of any denonmamatl stripe to find some mutual
encouragement and support.

At present in the Atlantic Baptist context thispart of the role of Regional
Ministers and a central part of their ministry @s “dffer mentoring/pastoral support to
congregations, pastors and their famili€S.If in the future the role of regional ministry
changes, where will this kind of mentoring ministgme from? It may serve the Atlantic
Baptist context well to give some serious thoughhaw to facilitate mentors for pastors.
If there are already a number of informal mentotevare supporting pastors in their
area, should the Convention and Seminary not b&iagon this issue now? It is hoped
that the CABC and ADC will continue to take a lgate in this vital part of a pastor's
journey.

This mentoring relationship is part of a clergyguer's self care that is vital and
needs to be a key element of a pastor’'s life andistny. These kinds of mutual
supporting relationships help one deal with thespeal isolation and vulnerability clergy
face in a new situation.

Hoge and Wenger in their research received recordatiems from experienced
pastors. One 45-year-old pastor stated straight fiis heart:

Everybody who goes into ministry needs to haveetipeople in their lives

before they start: they need a therapist, a mewtwd, a pastor, so that

there is a therapist that they can go to in configewith the issues related

to personal life, growth type things. They needentar, somebody to go

to and say, “lI don’'t get this, what am | supposeddo? It's my first

funeral.” Those types of issues. And you need topasomebody that you

can go to as your spiritual advisor. Clergy dordvé that and they’re not
taught how to have that. They're taught the medsaoi theology, but not

M5 This information is found on-line from the Convient of Atlantic Baptist Churches web site.
http://www.baptist-atlantic.ca/departments/regions.
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the practical application of translating what theylearned into what's the

reality of parish life like-*®

Having a good mentor or role model can be very alagllel to a newly arrived
pastor, especially if it is one’s first church. Haugh says that “one of the crucial tasks in
a first call is the integration of the person, ralad faith.**” A mentor is a much needed
partner as a new pastor struggles to integratepaksaith with the sometimes surprising
demands of the new pastoral role.

Harbaugh speaks of mentors, role models and colesagHe says a mentor is a
“trusted counsellor and guidé*® A mentor helps to keep a busy and stressed newly
arrived pastor accountable for issues of spiritaahation. A mentor aids in making the
needed connections between the new pastor’'s fadhttze facts of congregational life.
Mentors help to gauge stress levels themselveslpthe new pastor with the balance of
life and ministry. A mentor can check on the newtpawho has a spouse and children to
help guide them to strengthen their marriage andlydife.

Role models are different than mentors in thaty thave been (or now are)
“heroes” or “heroine” to the newly arrived pastdhe role model is viewed as “someone
| can be like.” The role model is influential besauof what she/he models in terms of
style, skill development and valuES.These role models, especially in the younger first
time ministers, can be a source of growth and Iagrfar beyond any text book or class
room situation. If one enjoys a positive relatiapsiith a minister emeritus who is still

involved in the life of the church one pastorssttile modeling is invaluable.

18 Hoge and Wenger, Pastors in Transitip®3.
7 Harbaugh, Beyond The Bounda@.

8 bid., 48.

"9 1bid., 50, 51.
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To watch a seasoned and gifted pastor work up @asdepersonal, to hear them
pray, to observe how they conduct a funeral andraat with church folk and the
community is an education that is priceless.

Colleagues are peers or friends who have more iexper than the new pastor,
but do not necessarily fit either the descriptibmentor or role model (although some of
those dimensions may be present at times). A @uieanakes time for the new pastor,
listening, supporting and sharing to help one’s pesee the dynamics of a situation and
examine possible choices in ministry [ff&.

Again from a practical perspective, Michael Watkercourages leaders to build
their advice and counsel network. “No leader, ndatendhow capable and energetic, can
do it all. You need a network of trusted adviseithiw and outside the organization with
whom to talk through what you are experiencing. iYoetwork is an indispensible
resource that can help you avoid becoming isolaretiosing perspectivé?!

Having a Spiritual Companion

Another type of ministry or role in the pastor&ehaving a spiritual companion.
Having a fellow companion through the journey ofnrsiry life has proven to be
beneficial. Sometimes this person is called a tsridirector. William A. Barry has
written on this subject and defines Christian $yali direction as:

Help given by one Christian to another which ensltkat person to pay

attention to God’s personal communication to himher, to respond to

this personally communicating God, to grow in irdicg with this God,
and to live out the consequences of the relatiqgaghi

1291pid., 51.

121 Michael Watkins, The First 90 Day&19.

122 illiam A. Barry, Spiritual Direction and the Enaater with God: A Theological InquinRevised
Edition, Mahwah, New Jersey: Paulist Press, 200%/iiam A. Barry and William J. Connolly also
coauthoredThe Practice of Spiritual Directio(San Francisco: Harper & Row, 1982).
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Further, Tilden Edwards, in his book, Spiritualréaitor, Spiritual Companion,
writes:

The ministry of spiritual direction can be undecgt@s the meeting of two
or more people whose desire is to prayerfully tider the movements of
the Holy Spirit in all areas of a person’s life {fust in their formal prayer
life). It is a three-way relationship: among thaetrdirector who is the
Holy Spirit (which in the Christian tradition isdtSpirit of Christ present
in and among us), and the human director (whorigster the directions of
the Spirit with the directee), and the directeee @irector is a companion
along the pilgrim's way, wanting to be directly opalong with the
directee to the Spirit-undercurrents flowing thrbube happenings of the
directee’s life.

These currents provide glimpses of the divine lamed beauty, of

particular callings to fuller communion and compassand glimpses of
the illusions and wilfulness that we are being tedito relinquish as this
is empowered — those things that impede our sdimefss. As these
currents are explored together, the directees’orsgs to what is being
shown can be noticed: what they are wanting andnigasuffering and

hoping, waiting for and acting upon. Such attentiogether requires a
fundamental trust on the part of both director dimdctee that God is, that
God is for us, and that God'’s Spirit is activelyadrk in our lives, within

the context of our God-given freeddfi.

Finding a spiritual companion and fellow travelerministry life is not always
easy. One should be particular when seeking thispamion for the spiritual journey.
Tilden Edwards gives some thoughts concerning thaittes of an authentic spiritual
companion. He begins by saying:

If we have been drawn to a particular person mangd to listen with us

for the Spirit’s ways in our lives, then we haveoium someone who likely

reflects the fundamental calling of a spiritual g@amion, someone with a

true charism for this ministry. The marks of thisadsm historically are

these:

1. People come to such spiritual companions spontatecand
repeatedly to speak of their yearnings and lif&ad.

123 Tilden Edwards, Spiritual Director, Spiritual Coamon: Guiding to Tending the Sotlahwah, New
Jersey: Paulist Press, 2001, 2,3.
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2. The companion cares about these people at the rmemdally
spiritual level of their lives and feels calledide with and pray for
them.
3. The companion desires and humbly pursues uniorif@nch God
through all things?*
Finding someone a pastor can trust, one who iisginear to God, and one who
has the directee (the pastor’s) life in the Spag the center of this journeying
relationship, is crucial. This kind of companionsim the Spirit will help a pastor in all

parts of ministry.

Leadership Styles

Other aspects of newly arriving clergy to a paristiude that of leadership style.
Pastors, by the very nature of what they do ardelesa Pastors lead in worship. Pastors
also lead in life and model how to lead.

Roy Oswald once again has words of wisdom for pastio follow pastors and
the congregation’s expectations regarding leadestyle:

An analysis of the leadership style of both thetpmsd the present
clergyperson can give insight into disappointmemd conflicts that may
arise around leadership issues. Congregations g&edavelop a corporate
expectation for the kind of leadership they wantrfra pastor. Should the
new pastor’s leadership style differ significarfilgm this, conflict can be
expected.

Clergy often live with the notion that changingtyas expectations of
pastoral leadership style is a good thing. A nestgrawho sees changing
the parish into a more democratic institution as phhis/her ministry is a
good example of this. The pastor’s effort may bseaon a notion that,
from a theological perspective, there are good lzandi styles of pastoral
leadership. We, from our perspective in this pripjénd neither Biblical

nor theological support for one style of leadersbipanother. It is our
viewpoint that when, in a start-up situation, clergpnsciously try to

change pastoral leadership expectations within phesh, they are
attempting to create a parish that is more to thein personal liking. For

1241bid., 93, 94.
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us, this raises the ethical question of whethay lshould be expected to
change their leadership needs to suit the pergoatdrence of clergy.

Several years ago Robert Tannenbaum and Warreni@&cstodied which
styles of leadership are most effective. They disoed that no one style
emerged as being better than another and that tis¢ effective leaders
were those who could most closely match the leadgerexpectations of
those being led.

What these learnings seem to call for is the gbiit new clergy to
approximate closely the leadership expectationghefr new parishes.
Their style may be based on that of the previousstar, but not always.
The previous minister may have sorely disappoirtbed parish with his
style of leadership. Clergy new to their congremati need to discover
what the majority of parishioners expect in thisarTo be sure, they need
not attempt to imitate a style that is foreign hert. They can, however,
explore the breadth and depth of their own leadigrshpacity to see
whether they can legitimately offer to the new glam style that
approximates what is expect&d.

A second option is to talk about this issue wity lmaders after the first

year to see whether any differences between whaffesed and what is

expected can be negotiated to a workable compromise

Every pastor is an individual and must lead asHlo&/ Spirit directs. Pastors
need to be themselves as God intended. Still, véhpastor is joined to a congregation
the leadership style that emerges can be a mikeotlivine such that pastor and people

are walking together with God in the same direction

Understanding how a church works

As mentioned earlier in suggestions and interviewderstanding how a church
works takes some time. Part of the reason pastperience conflict early on is because
pastors do not fully understand how a church woidkst away.

Research reveals that a newly arrived minister Ishobserve how the new

ministry situation operates. Once again, Roy Oswafgests some key areas:

125 Oswald, Pastor As NewcomeX0. Oswald’s thoughts came from Robert TannenbaunwWarren
Schmidt, “How to Choose a Leadership PatteHgfvard Business ReviefMarch-April 1956).

151



* How are decisions made in this church?

» Every church is a little different in policy andratitutional format.

» Is there a small group who make the decision d@rrigore of a congregational

vote?

* Who are the key persons of influence?

» Where does the pastor fall in the mix?

Oswald speaks of three power networks in a locsgrably. There is the official
person of power who is elected to certain offidédere is also reputational power where
a handful of people who have the respect of mentterause of charisma or discernment
so people look to see how they vote or what theae lta say concerning issues. There is
also coalition power which is found in the variogeoups that gather together for
fellowship, fun or family. They all have opinionbaut the direction a church should go.
There are other people who just seem to know whapoing on around the church so
these people need to be identified as personsveémpor influence?®

How does the congregation communicate? Is it pilgnahrough the formal
bulletins and letters? Are there groups of peopi® weem to know what is happening
and who pass on that information informally? Oné¢hef potential dangers at this point in
time is e-mail and other electronic news moverse 8mould be careful so that these new
ways of disseminating information are used in pasitand helpful ways for a
congregation.

How does the congregation handle conflict? Is tfeigroup within the church
that handles the major disputes? Does one’s Coiavent Association have resources

and persons available to help resolve big issuds& Was been the history of this church

regarding stress or differences?

126 Oswald, New Beginning€7,48.
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When it comes to new ideas how hard is it for sameto be heard and the
creativity to get an ear? What persons of influeaceommittees are the best place to
start with an idea that is new and involves change?

When it comes to worship, who decides what musipléed, the order of
service, the frequency of special music or guesagiers? How does the congregation
experience fellowship? How often do they make thmdéoe with one another to get to
know one another better for understanding, mutugdpert and encouragement?
Fellowship was a key element in the early churadth ianhealthy churches down through
the centuries.

Making decisions, communicating, handling confleflpwing creative voices to
be heard, fellowship and worship styles and elesamné all things a newly arrived
minister should think about and have an understendi the way things work in this
new church?’

Understanding Strengths and Weaknesses

As one begins a new ministry setting, it affords cgportunity to make some
changes in one’s own heart and life. Arriving imew church and place affords a fresh
start. One should begin by thinking about formarations and churches. How did 1 do in
the past? What are my strengths and weaknesses?

Strengths are things one does well and enjoys. alsyinclude things one does
well but does not always enjoy doing. As well itludes things one does not do well but
enjoys doing. Other things to consider are minigifis that have been appreciated in the

past and aspects of ministry that bring high energy

127 bid., 45, 46.
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Weaknesses or self-defeating behaviour that onddnliee to overcome should
be acknowledged and weeded out of one’s way ofgditiimgs. These include thinking of
where we find ourselves backed into the same ofders, situations that de-energize,
conditions that cause one to become defensive morastinate. These may include:

» Characteristics of people that cause one to steufgb., age,
gender, physical characteristics, attitudes anavehrs).

* Areas of ministry where one feels inadequate, Uieskior
under-trained.

» Times and places that evoke anger.

These items hold one back from leading with stiemgind energy.

Clergy need to work out a plan that includes figdisupport, training and help in
identifying one’s issues and working through thdimis is part of being intentional about

one’s self care for greater effectiveness in Gaitigdom??®

Having a Self Care Plan

Roy Oswald says it plainly, “It is a sorry sightdee young women and men enter
the ministry with vigour and enthusiasm only to emudyears later as shallow, uninviting
people. This happens most often when clergy entemwasituation without an intentional
plan of self-care*

This self-care includes three dimensions of a pastiée: Church work, spiritual
growth and development, and personal/family timietixee parts of the pastor’s life are
important and any part left out of balance results pastor who is diminished.

Church work is mentioned first for that is whatasfor is called to do. One has to
attend to the ministry of worship, caring for theck, and providing leadership. This can

be done for a while in one’s own strength and krmw but one’s ministry will lose

1281pid., 57, 58.
1291pid., 60.
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effectiveness and passion if the spiritual growtt development part of the pastor is left
out of the balance.

A pastor has to be intentional about spending tirtle God in prayer, reading the
scriptures (not just for sermon prep), meditatingl distening to God. Continuing
education is another way of growing especially riecstudies those areas of life and
ministry which stretch in ways that take one ouboé’s comfort zone.

Married pastors must spend a good proportion o tivith a spouse and family or
those relationships will suffer. The author heaghator’s wife say recently that she was
wondering why “the people at church got the enérgeid enthusiastic pastor and when
he came home she got the tired husband.” Pastetstnenake time for family as well as
making time to be alone to rest, relax and be we@lwith some kind of recreation for
one’s own wellbeing.

Establishing a Support System

Another area upon arrival to a new ministry sitoiatis establishing a support
system. Many of the pastors interviewed enjoy aistenal or clergy prayer group for
understanding and support.

Clergy need a good peer group where the trust lisvalgh and the sharing is
significant. This kind of support does not happente own. One needs to seek out and
establish a peer support or accountability persograup. We need persons in our lives
to affirm and care for us, to provide a base opsupwith peers who understand ministry

and who are willing to prod us when we have becoamfortable or lethargic.
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These kinds of support relationships provide aresasly to discuss issues of
concern that challenge us from within ourselvesaitidout*°

Often pastors who have entered a new ministry iocatre still dealing with the
separation from their last ministry setting. Themay still be unresolved issues which
linger in one’s heart. The pastor’s family may h# snpacted by the change in location
and their friends or family they have left behiddpastor needs support as one wrestles
and struggles with these things.

Hoge and Wenger found this kind of support cruitiaheir research. They noted
that: “New ministers need help forging bonds widteran ministers, and ministers newly
arrived in a given community need to make connastiwith everyone there. Information
sharing and feed back are crucial to the successiookind of support; the question is
how to ensure that it happens®”

George Barna points out that we fail to train oastprs to seek fellowship with
other pastors. He says:

In some areas of the country, local pastoral supgaups have

been established to enable pastors to uphold ether m the difficult

responsibilities they shoulder.

In the typical church, it is impossible for the fmasto be truly
transparent about the struggles he endures withl@aathin the church,

within his family or within ministry overall. So whpastors the pastor?

Few churches have people skilled at doing so or dwe the mind to do

so. In essence, the pastor is on his own fromithe he leaves seminary.

Consequently, most pastors tell us they feel lonelyministry.

While they have many friends and acquaintances wilom they can

share a good laugh and a pleasant evening, they feav people with

whom they can share their hearts. The isolatioly #erience erodes
some of the enthusiasm and the power they brimgjnéstry '3

¥9%bid., 63, 64.
131 Hoge and Wenger, Pastors in Transifi8.
132 George Barna, Today's Pastotg5.
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In the Atlantic Baptist context a pastor could lmegy looking within one’s
Association. Many pastors know one another fromiridiy College days and have a
relationship at one level already. One can also $impport electronically through e-mail,
telephone or “skype” to share with a trusted frienaolleague.

It is important for clergy to put the shoe on ther foot when a new clergy
person arrives in one’s community. One can takethlevardness away by going first to
the new person and by being genuinely friendly affdring one’s support as he/she
begins ministry nearby.

Professional Counseling

In the Atlantic Baptist context, recognized pastoase resources for counsel and
advice through the Employee Assistance Program.

The Employee Assistance Program (EAP) is providedafl ministry staff who
are members of the Canadian Baptist Ministries iBan®lan residing in Atlantic

Canada. The EAP provides professional assistam@\iade range of issues, including:

« Personal and work-related stress
+ Couple and marital relationships
+ Childcare and parenting issues
« Eldercare concerns

« Depression and anxiety

+ Alcohol and drug misuse

« Family matters

+ Bereavement

« Legal issues

 Financial concerns

« Career issues

« Crisis counseling/Trauma

« Other concerns
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These services are provided by FGI, Canada’s largesl most respected
behavioural health service providgf.

Your EAP is voluntary, confidential, short-term oseling and advisory service
that connects you and your eligible family membéos a network of dedicated
professionals who are available to give you assi€t@4 hours a day.

This network is made up of experienced counsefig;hologists, social workers
and specialists. Their experts are ready and wvgaitin assist you with your special
concern, anytime you need help.

Worklife Solutions

It can be difficult to find the time and resource=eded to make decisions about
day-to-day concerns. WorkLife Solutions can het{s & confidential advisory service
that assists you and your family in balancing widkissues.

Professional WorkLife Specialists provide telephaassessment consultation,
resources, and advice. They can also send you kagacof information, educational
material, website listings and books to give yaeittbols you need to get things done.

WorkLife Solutions is available 24 hours a day, &%l a week to answer your
guestions, offer advice, and refer you to helpéglaurces.

WorkLife Online is a website that provides you amdir family with easy access
to relevant and timely information on a wide arraly work/life topics, including

reference materials, articles, books and links. Ye@n also access counseling or

133 http://www.baptist-atlantic.ca/departments/operasieap.
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information via an on-line appointment request form Visit

www.shepellfgi.com/ecounselling*

When a newly arrived pastor is feeling stressednfrmany areas of life the
services provided by the EAP is a valuable resofocéelp and encouragement to cope
with family, personal and ministry life.

Planned Renegotiation

A pastor related the common experience that trseté church the pastor hears
about when he/she is talking to the pulpit comraitd then there is the reality he/she
faces when the work begins.” Pastors often expegiendifference between "the church
that called you" and "the church you have to lgarwork with." Part of that reality will
be the way the pulpit committee described its i@hship with the former pastor, and the
reality that might be discovered after one arrives.

Pulpit committees and pastors do their best tordesone another, yet reality
happens and things change, or are better understibloih the first years. It serves one
well if it is said up front that when a surprise wnexpected change occurs in the
pastor/church relationship that things can be dised openly to minimize anxiety or
uncertainty*>

These suggestions that have grown out of the iilws/and pastoral life are not
exhaustive. They are only the beginning of exploratbne can make to become the
pastor that God wants and people need. There may heen many questions raised in

the heart of the reader which are outside the sobg@s research. May this work be the

134 This information comes from the Convention of Atia Baptist churches web site under the heading
Resources. http://www.baptist-atlantic.ca/departisieperations/eap.
135 Oswald, New Beginning4d'5, 76.
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gateway to more discoveries and understanding stbpel life in Atlantic Canada and to

the uttermost part of the world.
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Conclusion
A brief chapter-by-chapter summary of this thesis

Chapter one was a starting point of a biblical #reblogical foundation for this
thesis. As stated, the church was founded by JeBtist, the chief cornerstone. Christ is
the founder and the Church is subject to Christ @hdst is the head of the church.
Through the work of the Holy Spirit leaders arelezlto minister in and through the
Church. In the New Testament these leaders aredcaltlers, bishops and pastors. Such
Spirit filled leaders guided the early church etethis day.

Just as Christ is head of the church, Christ iglh&fathe pastor too. Therefore
pastors are not to be self centered or self semimginistry. Pastors are called ideally by
a Spirit-led congregation and called to walk witbdzand serve the Lord humbly. Christ
is Lord of the church and Lord of the pastor. Thesdship resides in regenerate church
members and pastors. With Christ as Lord, God's miles when calling a pastor. The
early Baptists understood a pastor to be calle@ad first and then set apart for a local
congregation. Our Baptist predecessors sought t&lmestocentric in their decision
making. There was a sacred bond between pastopample as they were unified by
Christ. They were covenantal people living in relaship with Christ. They sought
God’s will when calling a pastor. They were guidedthe Holy Spirit as they made a
choice together. The pastor who was called of Gst find then had that call confirmed
by God'’s people, found strength and encouragenoestrtve.

The local church is part of a wider family of Chiasis as well. Christians can

work together to stand against all forms of eviletifer organized or unorganized. The
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Church universal can work together concerning isafdife regarding justice, poverty,
peace and equity.

In the church pastors follow other pastors who hguee before them. Each
pastor leaves a mark upon a congregation. Somerpdstive bouquets. Some pastors
leave bombs, IEDs, (an improvised explosive devioejetected until another pastor
steps on them. This writer preached and pastoredcimurch that had dynamite literally
hidden under the church that had been undetectgeéos. When an electrical contractor
was doing some wiring he was terrified to crawl miplois mound of explosives. A newly
arriving pastor at times can walk into explosivéuaiions. Some of these difficult
transitions have been discovered along the walyignrésearch.

There have been examples given in God’s Word afdesawho followed leaders.
Joshua followed Moses and was encouraged by himu&8afollowed Eli and was
mentored by him. Elisha followed Elijah and waspinsd by him. Matthias followed
Judas, Timothy and others followed Paul. Each atkdifferent shoes to fill. Each one
was compared or contrasted in some way to the pensy followed.

With Christ as the Lord and Head of the Church pagtors and congregations
take their place with Christ reigning supreme ozach. May the Holy Spirit be allowed
to guide in all of a congregation’s choices of atpaand also a pastor in choosing a
particular place to serve. As covenantal people rldpeek to serve the Lord Jesus
Christ in unity of heart and purpose.

Chapter two is a theoretical foundation for thisearch. This thesis stems from a
genuine concern for pastors arriving in a new ptEfaministry. The concern was also for

young, inexperienced, first time pastors to havaesoesource to help and to encourage
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them. This writer has been in ordained ministry doer 30 years and possesses a real
compassion for pastors and ministry life. This arihas witnessed some first time
pastors become discouraged, disillusioned and tluinthe ministry as a result. Why
pastors quit was part of the research of this ¢hesi

The impact of the former pastor was addressed ia thapter. How a
congregation deals with a pastor who has left ammved on. The attending guilt
associated with how they may have treated the fopastor as well. The discussion also
considered how a pastor follows a good pastorakeepce versus a poor one and the
resulting effects.

Seven kinds of pastoral transitions were considerai list was not meant to be
exhaustive. The reader may have other situaticatscthime to mind. The seven transition
situations that this thesis was seeking to undedsta greater light were: 1. a typical or
normal pastoral transition; 2. following a pastonowndied; 3. following a pastor who
retired and moved away from the community; 4. felltg a pastor who retired and
stayed in the community or area; 5. following atpasho was involved with some kind
of crisis (moral, financial, ethical); 6. following pastor who was extraordinary, “a
legend” and 7. following a pastor who splits therh and stays to pastor the split.

The length of a preceding pastorate as part oExperience was examined. The
church’s history regarding a succession of stughastors or short term pastorates was
considered. The legacy of a former pastor’'s habi#) positive and negative, and how it
impacts the incoming pastor was addressed.

The seven types of pastoral transitions that weeefécus of the research were

considered carefully. The special status and juggenmn light of heaven, that is afforded

163



to a pastor who has died was considered. The eiebrof a retiring pastor and the
possible expectations transferred to the arriviagt@r were addressed. The pastor who
retires and stays in community for various reaseas explored. The lingering influence
that is very real and how these retired pastorsl feerefer to the “pastor to church
ethics” section of the Manual for Ministry from CBWas stressed. Also there is a great
responsibility placed on the incoming pastor to enak effort to bridge the gap and form
a positive relationship with the former and nowirest pastor. A list of items to be
considered in a formal agreement between the neWicamer pastor was also shared.

The reactive nature of a congregation whose foqastor left because of a crisis
was considered. This is to ensure the new pases dot fall into the same area of crisis.
The pastor who follows “a legend” or “extraordinapastor and the attempt to match up
to the reputation was addressed. The importancentain true to one’s own calling and
gifts was emphasized. Also the pastor who spliesahurch, and the resulting fall out
upon pastor and people, is part of the mix of ds=arch.

These seven transition situations are impacted tynaber of factors: the size of
the congregation; the age of the incoming pastod #ms/her experience; the
circumstances surrounding the arrival as far ag witbor did not go well; the strengths
and weaknesses of both the former pastor and twming pastor; the duration of the
interim period before the arrival; also, the tygdeadership that took place during the
interim period; what kind of contact the incomingspor may have had with the leaving
pastor; and how a mentor, role model or colleagipshin the early and ongoing days of

a new pastorate.
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These pastoral situations and attending circumstatacan arrival are the base for
the research. Underpinning all of this discussiod discovery is a real care and concern
for a pastor living through a pastoral change.

Chapter three reveals the realities made knowrugirdhe survey that was sent to
the ten pastors. The survey was designed with ifpmt supervisors, colleagues and
pastors. The questions were employed to help descmsights into the dynamics of
pastoral change. With counsel from this writerpeswisor a list of possible pastors to
interview was generated and ten were chosen argaidll'yes” when asked. There were
eight men and two women. One of the ten is fronsédole minority. They are all Atlantic
Baptist pastors. Each gave consent to be interdewesample of the letter and survey
was given. Confidentiality was strictly observedeTresearch was chronicled as shared
in the interviews.

Questions were asked concerning the number of iti@ms a pastor had
experienced. It was discovered that as pastoredamperience the depth of maturity
increased. All of the seven types of pastoral iteoms listed earlier were part of at least
one of the interviewed pastor’'s experience. Theontgj followed a typical or normal
former pastor. The length of tenure of the formastpr and the arriving pastor were part
of the discussion. The age of the arriving pastat the length of each first time pastorate
was part of the mix. The interviews also asked taethe pastorates were in a city,
rural, or part of a multi-point field. Some disciggsrevolved around the multi point field
and the unique dynamics that attend them.

The type of interim ministry that preceded a pdstarrival was discussed. The

quality of the intentional interim or the pulpitgaly ministry was considered. Much of
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this chapter dealt with the responses of pastori@gjuestions were asked from the
survey in sequence. Throughout this chapter wheplicaple, research from other
sources was included, as applicable to the situdtging considered.

Pastors spoke with candour with their answers th gaestion. Part of this open
discussion revolved around the lack of forthriglssef pulpit committees. This was a
recurring issue. Some pastors felt they walked antoess that was not disclosed in the
calling process.

Part of the dialogue was about the changing rolpaséonages and the pastor
owning his/her own home. The dynamics of a pastand or not living in the
community one serves in was pondered. The hesitahclgurches to call female pastors
was discussed.

The interviews talked about the pastor's persoeaponsibility as to his/her
contribution in why things did not go well in theansition. Issues surrounding leadership
style at the beginning of a pastoral term were id@med. The pain experienced by
pastors who felt their ministry was interfered whly retired pastors or interims was
expressed. The question was asked about whethestaris arrival impacted his/her
departure. Most said it did not.

The strengths and weaknesses of former and incopastprs were compared by
transition order. These were summarized in sequéwgcérst, second, third and then
fourth through seventh as a group. Was the churoltas to or different from what the
new pastor expected from the calling process? ®esl rior mentors, role models and
colleagues came out of the interviews. Some trevete discovered along the way and

shared at the close of chapter three.
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Chapter four covers a number of suggestions for agivals. Some of these
suggestions came out of discussion with the pastbocswere interviewed. Some of these
helps came from research and reading on the sulfi@i@nsitions. The topics are typical
of what takes place in a pastoral change.

The first suggestion covers the time just before arrives. It speaks to a well
drafted agreement with expectations spelled octezsly as possible. These expectations
are those of the clergy for the church family amcewersa. Taking a break between
ministry settings is desirable. Pastors have aesehduty to get on with ministry as soon
as possible. Pastors and their families need &hlyefore starting up in a new place of
service.

Pastors need to practice intentional, honest argbpel reflection at the outset of
a new ministry, based on several questions: Aneetary unresolved issues from the last
church where one has served? Are there friendghgisare hard to let go or to be
changed to a different kind of friendship? If seelking professional help is wise. Getting
help for one’s self and also the ministry family assential when needed. A pastor
neglects him/her self and the pastor’s family te’smperil.

Once the pastor and family have arrived the comonigsg or induction service
should take place as soon as possible. CanadiatisBafinistries has manuals for
ministry that provide guidelines and suggestionsdiach a service. This section also
covered the music surrounding such a service. Hnanh, especially Canadian hymns,
are highlighted. This service is a special ondnendarly days of a pastor’'s ministry.

A pastor has only one chance to make a first ingowas In the start up period of

the first twelve to eighteen months a pastor issalp observed. At all times but
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especially so during this beginning time a pastowatched carefully to see if he/she is
authentic and caring. It is suggested that durinig time a pastor is to be a lover and a
historian. One needs to take the time to learn abwa church and community. As a
pastor becomes acquainted with the people, a pksiars how to care for them in a
greater way. To be sure, there are inherited psgglual contracts with the people a
pastor serves. These are the unspoken expectalianare between pastor and people.
They are revealed as circumstances and issuesthengto the surface.

There is a lot of excitement that goes with thévatof a new pastor. This should
be built on carefully. There is much energy andtpashope and enthusiasm that attends
a new minister coming on the scene of a churche&eh suggests using the initial
“yeses” from the congregation wisely. It also sigjgehat a pastor should refrain from
changing the worship service for at least six menth

As mentioned briefly already knowing the history afchurch is essential.
Listening carefully to the parish myth will reveahat the people value and respect.
Learning about a congregation’s beginnings, itslées and glory days, underpins this
understanding. A pastor needs to know local histGrnye needs to take the time to learn
to appreciate everything that has shaped the peoglserves.

The honeymoon period, so called, lasts for anaihgeriod of time. The research
suggests this period is in two phases. The fingt feeeks when there is much excitement
and then the period of time working up to the fasappointment or crisis. It is critical to
work through this first bump in the road to reactd a&ontinue a healthy relationship.

When the honeymoon period ends it is time to getrdto reality and truth surrounding
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pastor and people. This ending of the honeymooriogelso marks a moment for a
creative opportunity for the future ministry togeth

For a new pastor it is important to remember thetnge can wait. If a pastor
changes things too soon, it can send a negativeageghat the pastor knows better than
the church people about things holy and concemwimighip. A new pastor again needs to
spend time watching, listening and learning to lse® people get things done and what
is worth preserving. One should make a list ofgkito consider before the first change.
The size of the congregation may affect the timafghe first change. Change should
always involve planning.

Having a mentor, role model or colleague nearhbheipful. This is especially true
in the first years of ministry. Pastors in the mtews above expressed the need for this
kind of relationship with another pastor. This @&giul throughout one’s ministry career.
As one matures the questions may change. Furthkist&ind of relationship the value of
having a spiritual companion was stressed. Suggestiere given in this section as how
to choose a spiritual companion and guide.

Leadership styles impact the kind of ministry oreks to do. A pastor is a leader
in church life through worship and meetings bubarsreal life as well. Pastors model
leadership. Part of this leadership quality is adarstanding of how a church works.
Making decisions, communicating, handling confliatlowing creative voices to be
heard, fellowship and worship styles and elemeatsall things a newly arrived minister
should think about and have an understanding ofvthethings work in this new church.

Understanding the strengths and weaknesses in omgislife and ministry is

important. A pastor needs to know what parts ofistin life bring energy. A pastor

169



needs to know as well what parts of ministry lisptete energy. A greater understanding
of one’s self is part of self care. This self-careludes three dimensions of a pastor’s
life: Church work, spiritual growth and developmamid personal/family time. All three
parts of the pastor’s life are important and anst [t out of balance results in a pastor
who is diminished, both personally and professignal

Establishing a support system in ministry is esaknthis may take the form of a
local ministerial, a peer group of some kind, answther form of supportive fellowship.
A pastor who has been in an area for a while, need=ach out to new clergy in the area,
to offer some support and encouragement. The Caioveaf Atlantic Baptist Churches
through the pastors’ health plan offers some ressurfor support. Professional
counselling and a product called WorkLife Soluti@ame available for accredited pastors.

This chapter ends with a few thoughts on planneégetiation. This is having a
vehicle in place to work through the new realitileat arise in ministry and church life.
This gives an opportunity for a way to discuss ahgnges in expectations or just plain
surprises that happen along the way.

Some Suggestions for Future Research

Some suggestions for future research are alsodmnesi. There could be a study
of particular church histories and how this histamypacts incoming pastors. Some
churches are “peaches” and some are “pits.” Theesamld be said of pastors as well. A
study could be shaped by pastors who have haddastisitive impacts. What were their
gualities? Conversely, if pastors have had a seoésnegative impacts upon

congregations, what were his/her attributes?
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Along with the pastors who have had a lasting av&ltiwe influence some study
could be given to pastors’ spouses. Clergy spolges a lot of wisdom to share from a
life and ministry in the church with a view fromettparsonage. Another segment of
Atlantic Baptist life is the role of pastors’ widevor a retired pastor’s spouse. How can
their wisdom be used to bless and encourage?

If there are 109 Associate pastors in the AtlaB@ptist world, research in this
area could be useful. It might be useful for a greanderstanding of the Associate’s role
in ministry. Also it would help a lead pastor todenstand his/her role as well as the lay
leaders of a local church. Along with this couldrbsearch into the real life experiences
of youth pastors in the Atlantic Baptist context.

Is there a need for a Convention ombudsman? Froen résearch above,
interfering retired pastors were an issue. Eveerims interfered. What vehicle does a
pastor have to deal with these things? Could timesbe said for difficult churches?
What about difficult pastors?

Retired pastors were mentioned in the interviewsrabCould there be a retired
pastor’s packet of information given to a retirjpastor. This could serve as a reminder of
the ethical responsibilities and behaviours thatexpected of a retired Atlantic Baptist
pastor. This could be reinforced at the sessionsefiring pastors when financial things
are being considered.

Some research could be given to the length of aopsastenure in one
congregation. How long is too long? How long is &bmrt? What are the positives and

negatives of a long ministry in one place? Whattaee pros and cons of a short term
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pastorate in a particular place? What are the ehgdls of following a pastor who has
been in a church for a long time? This researctohlstouched on this subject.

More study could be given to the need for solicgtiimh ministry. How can the
space of time between pastors be used in a greateto prepare a congregation for a
new pastor, new goals and a hopeful view of ther&® How can pulpit supply be better
utilized for these same desired ends?

A greater understanding of the size of the majaoitychurches in the Atlantic
Baptist context could be considered. If most chescare 150 or less and many are 50 or
less what are the unique dynamics that surrousdsibe of pastoral ministry?

The continuing emphasis of the Divinity College tme topic of Spiritual
Formation is commended. How does one help pastbosevunderstanding of ministry is
more secular than spiritual? How does one addEst®s who seem more anxious about
personal advantage rather than fulfilling God’dzal

The reality of pastoral changes continues in miyife. Churches need to be
equipped to ready themselves for the arrival ostqr. Pastors need resources to help
them to be prepared to meet the challenges andojogshew ministry setting. May both
pastors and churches in transition strive for carnty without conflict, through the Holy
Spirit’s guidance and the Lordship of Christ. Thlasessential in the calling of a pastor
and in partnership for ministry. Only then will Gbé glorified, Christians encouraged

and souls come to a saving knowledge of Christlycimg healthy, growing churches.
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Appendix 1

Thesis Survey Interviews

The interviews in this appendix have been editégghy so that the identity of each
interviewee is kept confidential.

Name: 1 of 1  Date of Interview: 20 July 2010

Thesis Survey Questions

1.

2.

8.

What is the number of transitions in your caPeér
What type of pastor did you follow?
A. Typical situation. Stable, normal situation

How many years did the former pastor serve previoysur arrival?
People loved him — sad to see him go.

. What was your age when you arrived? 26
. Which particular transition in your career acaiyeferring to in this scenario? 1
. Was it a rural or city church? Rural — 4 chuiiekd

. What went well? Share a positive arrival. Hagbad relationship with leaving pastor,

easy to talk to about situations. People spoké afiélim.

. What did not go well? Share a not so easy drsitaation.

| was a brand new minister. Within 2 weeks | hadfirst ever funeral which was
followed by 27 funerals in 20 months.

What would you change within yourself if you twbuhat may have made things

better?

9.

Some practical things for SFE: a practice buriahefal service and sermon.

Who had the greater share of why it did not gtI?vAnd, why? n/a
Former pastor and wife came back often and forcedtondeal with some
insecurities. This was a positive outcome.

10. How long was your former pastorate? n/a

11. How long did this term of pastoring last? 20nths.

12. Did your arrival impact your departure? How? No
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13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former- part of community- people person — goodosis

New — People person — got along well — restorifatimships.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — None.

New — Insecurity, Inexperience, even voiced to jeopcongregation.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
6 months.

16. What type of interim pastoral leadership wasdi
Pulpit supply in some of the churches.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Yes, after arrival.
And, what type of relationship was it, if any? esl area afterward.

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, generally a good thing, fully supportive. Theyent week-ends with next
door neighbours as they only lived three and aikhours away.

19. How was the church similar to or different frovhat you expected from the calling
process?
Close - “not much lying.”

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Yes, encouraged and appointed by CABC.
Would this have been a help? Was a great helpaictipal ministry.
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Name: 2 of 1  Date of Interview: 20 July 201
Thesis Survey Questions
1. What is the number of transitions in your caPeér
2. What type of pastor did you follow?
A. Typical situation.
FoII_owed a youth pastor who was moving up to Asstecpastor and then became
senior pastor.
How many years did the former pastor serve previoysur arrival?
3. What was your age when you arrived? 28
4. Which particular transition in your career acaiyeferring to in this scenario?°2

5. Was it a rural or city church? City.

6. What went well? Share a positive arrival.
Had a good connection with the youth right away.

7. What did not go well? Share a not so easy drsitaation.

When | arrived the pastor informed me he was lgpafter he had promised he would
not leave. | first heard about it through the graipe.

I had little or no office space.

3 months in the associate pastor was named seastorp

After first year | was made associate pastor wiglagpraise.

After first year we bought a house.

Staff meetings with the new senior (former asspastor were rare.

8. What would you change within yourself if you twbuhat may have made things
better?
Would have been better if the senior pastor whizdahe had stayed.

9. Who had the greater share of why it did not gti’?vAnd, why?
Former pastor for not keeping his word.

10. How long was your former pastorate? 20 months.
11. How long did this term of pastoring last? 3rgea

12. Did your arrival impact your departure? Yesw?dl he new pastor met with me after
two and one half years to share how our gift nidkrebt work.
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13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — organized administrator — good preacher.

New — People person.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — non-relational and few staff meetings.

New — Some insecurity

15. How long between the former pastor's depadnceyour arrival as the new pastor?
n/a

16. What type of interim pastoral leadership wasdfR n/a

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiiny? n/a

18. Has the former pastor maintained any contattt members of the congregation? n/a

19. How was the church similar to or different frovhat you expected from the calling
process?
| was expecting to be the youth pastor as thirdgpaf a team. My role changed
and more responsibility when the former senior qrakdft. | was given senior
adult ministry plus radio ministry.

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Yes, | had a friend and colleague only and a quarter hour away. A Youth
pastors ministerial and another ministerial alonitp\ywmy Regional minister helped.
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Name: 3 of1 Date of Interview: 20 July 201
Thesis Survey Questions

1. What is the number of transitions in your caPeér
2. What type of pastor did you follow?

A. Typical situation. Stable and normal.
How many years did the former pastor serve previoysur arrival? 9 years.

3. What was your age when you arrived? 31

4. Which particular transition in your career acaiyeferring to in this scenario?' 3

5. Was it a rural or city church? Rural churchrg pastorate.

6. What went well? Share a positive arrival.
The moving process with help of church folks frdm thurch we left. People at
new church helped us un-pack and had food readydorfamily. Family and

friends helped too. Moved into a parsonage.

7. What did not go well? Share a not so easy drsitaation.
We had a mortgage for a year after we left fornmerch.

8. What would you change within yourself if you twbuhat may have made things
better? All was good.

9. Who had the greater share of why it did not gIAnd, why? n/a
10. How long was your former pastorate? 3 years.
11. How long did this term of pastoring last? 5rgea
12. Did your arrival impact your departure? How? No
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former- solid pastor, well rounded, good visitod &ader.
New — Relational, my age helped me with young cesipRealized my own
ministering style.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — stayed too long, people’s personal issumsame public through
preaching.
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New — I'm a young pastor and still dealing with ddpre from last church.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
9-10 months.

16. What type of interim pastoral leadership wasdf Interim pastor.
17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? After our arrival. Daughter marriextdl man and lived in community.

And, what type of relationship was it, if any? Good

18. Has the former pastor maintained any contaitt members of the congregation?
Visited their daughter and communicated with memaeund.

19. How was the church similar to or different frevhat you expected from the calling
process?
Key couple left early to former community. Anothasuple left for ADC. This
caused the dynamic to change from what we had &qbec

20. Did you have a mentor, role model or colleagueall upon during your first year of
arrival? Regional minister, Regional working groapd a good ecumenical ministerial.

Would this have been a help?
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Name: 4 of 1 Date of Interview: 20 July 201
Thesis Survey Questions

1. What is the number of transitions in your caPeér
2. What type of pastor did you follow?

E. A pastor who was involved with some sort ofisris
Pastor was asked to leave.

3. What was your age when you arrived? 36

4. Which particular transition in your career acaiyeferring to in this scenario®.4

5. Was it a rural or city church? Rural - 2 chufieid.

6. What went well? Share a positive arrival.
New church helped with move into our own home thas like the one we had
left. People helped us get acquainted with the conityy Welcoming baskets
and helpful information. 100% call vote. Former tpaates had helped me
prepare for this one.

7. What did not go well? Share a not so easy drsitaation.
Children getting settled into new school.
Lots of congregational baggage and mistrust.
Impacted the trust the congregation had for me.

8. What would you change within yourself if you tbuhat may have made things
better? n/a

9. Who had the greater share of why it did not gIvAnd, why? n/a
10. How long was your former pastorate? 5 years
11. How long did this term of pastoring last? 4rgesnd counting.
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — good preacher, strong leader.

New — Relational, preaching has improved, moreident.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
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Former — Abrasive, non-confidential.
New — Still some lingering insecurities.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
1 and % years.

16. What type of interim pastoral leadership wasdi
Pulpit supply arranged by solo deacon.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Yes. Worked on denominational comesitt together.

And, what type of relationship was it, if any?

Still visits some local people and stops by pastetudy from time to time.

18. Has the former pastor maintained any contaitt members of the congregation?
Has been involved with occasional funeral.

19. How was the church similar to or different frovhat you expected from the calling
process?
Some who voiced support have not kept their word.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Yes, Regional working group and anothestqacluster.

Would this have been a help?
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Name: 1of2 Date of Interview: 21 July 2010
Thesis Survey Questions
1. What is the number of transitions in your caPer
2. What type of pastor did you follow?
A. Typical situation.
How many years did the former pastor serve previoysur arrival?

Not sure.

E. A pastor who was involved with some sort ofisris
Difficult for former pastor to leave but congregatirelieved that pastor left.

3. What was your age when you arrived? 28
4. Which particular transition in your career aoel yeferring to in this scenario? 1st
5. Was it a rural or city church? Rural — 2 chuschat 7 communities.
6. What went well? Share a positive arrival.
Church folks helped with move. Pot pie ready fostfimeal.
Relaxing summer beginning. Soon had first funenahy own.
7. What did not go well? Share a not so easy drsitaation.
8. What would you change within yourself if you twbuhat may have made things
better?
| would have been more intentional in my leadershipas too reactionary.
9. Who had the greater share of why it did not g2vAnd, why? n/a
10. How long was your former pastorate? n/a
11. How long did this term of pastoring last? 1ange
12. Did your arrival impact your departure? How? No
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — good singers and evangelistic preaching.

New — preacher/teacher and helped congregation feoward and heal.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
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Former — temper which caused hurt.
New — Shy, avoided conflict, not strong in visiteti(only as needed).

15. How long between the former pastor's depadanceyour arrival as the new pastor?
1 year.

16. What type of interim pastoral leadership wasdfR Pulpit supply and funerals.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Not before but grew but not aboutdstof congregation.
And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, more with one congregation than the othertdPa@sew up in area and close
to one family.

19. How was the church similar to or different frevhat you expected from the calling
process? Basically as was described.

There was a history of short term pastorates.

Took time to learn the unsaid expectations and tealstic they were.

They just wanted a minister to be a friend and peaaker.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Had a intentional supervisor for first gdawas a mutual decision and good fit.
Was 45 miles away.

Would this have been a help?
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Name: 2of2 Date of Interview: 21 July 201
Thesis Survey Questions

1. What is the number of transitions in your caPer
2. What type of pastor did you follow?

A. Typical situation. In one church.
How many years did the former pastor serve previoysur arrival? 4 years.

E. A pastor who was involved with some sort ofisris
Other church was frustrated.

3. What was your age when you arrived? 47

4. Which particular transition in your career acaiyeferring to in this scenario?°2
| started as an intentional interim.

5. Was it a rural or city church? 2 churches (&alrand the other suburban)

6. What went well? Share a positive arrival.
Core group in larger church wanted to move forwardl the interim helped
identify issues.

7. What did not go well? Share a not so easy drsitzation.
At first leadership was shaky about moving forweBdme reacted who were on
the peripheral but wanted to exert power. Unoffil@aders felt opinions were not
heeded.

8. What would you change within yourself if you twbuhat may have made things
better? Nothing.

9. Who had the greater share of why it did not gti’?vAnd, why?
There had been a year when | was at arms length fninistry and | was not
used to the stress.

10. How long was your former pastorate? 18 years.

11. How long did this term of pastoring last? 3rgesnd counting.

12. Did your arrival impact your departure? How& n/

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
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Former — visited older members well, good preachet witness. This was his
last full time church before semi-retirement.
New — preaching/teaching, experience, developedegirof leadership.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — Rigid which created tensions (sincere Hut...

New — | don’t enjoy confrontation, | have less ayer

15. How long between the former pastor's depadaoceyour arrival as the new pastor?
3 months until | arrived as interim.

16. What type of interim pastoral leadership wasdfR Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Yes, Knew him in former Associatigtnew his family but not close.
And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, a few in the smaller congregation but doesemaburage it. Asked back for
funerals.

The former pastor to this pastor still lives in coonity and is friendly and
engaging. Still cares about the deterioration cf ttongregation. Conducted
funerals during former pastor’s time and visitseaccasionally.

19. How was the church similar to or different frovhat you expected from the calling
process? No difference.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Not really, very little fellowship.

Would this have been a help?
It would have been nice to have even informal tggethers.”
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Name: 1 of3 Date of Interview: 21 July 0201
Thesis Survey Questions
1. What is the number of transitions in your c&Pe@r
2. What type of pastor did you follow?
A. Typical situation.
How many years did the former pastor serve previoysur arrival?
Less than ten months.
3. What was your age when you arrived? 25
4. Which particular transition in your career acaiyeferring to in this scenario? 1

5. Was it a rural or city church? rural

6. What went well? Share a positive arrival.
Church helped with moving and got to know the peaplickly.

7. What did not go well? Share a not so easy drsitaation.
Walked into messy situation and church not totatipest.

8. What would you change within yourself if you twbuhat may have made things
better?
Being more outgoing early would have helped.

9. Who had the greater share of why it did not gi?vAnd, why? Me.
10. How long was your former pastorate? n/a
11. How long did this term of pastoring last? 4rgea

12. Did your arrival impact your departure? Yes.
How? The people who ran down the predecessor toene the ones that ran me down.

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — Willing to go to a rural setting. Did camh with some.

New — Young, Energetic, Just wanted to share Christ

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — Ordered people around and spouse a tiabilithe community which
brought about alienation.
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New — Very little finesse, too rigid and stood gnduoo often.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
1 and %2 years.

16. What type of interim pastoral leadership wasdfR Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Not before.
And, what type of relationship was it, if any? Wheturned for a funeral.

18. Has the former pastor maintained any contaitt members of the congregation?
Christmas cards and phone calls to a few.

19. How was the church similar to or different frovhat you expected from the calling

process?
| expected more engagement from the people inféheflthe church.

20. Did you have a mentor, role model or colleagueall upon during your first year of

arrival? A local pastor, and ADC staff.
Would this have been a help? Yes.
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Name: 2 of 3 Date of Interview: 21 July 2010
Thesis Survey Questions

1. What is the number of transitions in your c&Pe@r
2. What type of pastor did you follow?

A. Typical situation.
How many years did the former pastor serve previoysur arrival? 10 years.

3. What was your age when you arrived? 29
4. Which particular transition in your career acaiyeferring to in this scenario?*2
5. Was it a rural or city church? Rural (2 and Ynpoharge)

6. What went well? Share a positive arrival.
A better sense of how to engage a community. Peopte receptive.

7. What did not go well? Share a not so easy drsitaation.
The people chewed up my predecessor. | felt compkcause | listened.

8. What would you change within yourself if you twbuhat may have made things
better?
I’m not sure what would have helped.

9. Who had the greater share of why it did not gi’?vAnd, why?
Not sure.

10. How long was your former pastorate? 4 years.
11. How long did this term of pastoring last? 3rgea

12. Did your arrival impact your departure? How?
My best reception was from people outside the dhufdie community people
were most upset when | left.

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — Cared about people.

New — Energy, commitment, wanting to engage thersomty, more self aware.

14. What were the former pastor's weaknesses andt e the new pastor's

weaknesses? (what were your weaknesses?)
Former — Not a good preacher, visitation slowedmaw a result of ill health.
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New — | pushed for more benefits, vacation, whiabhsed a negative response. |
was too open and too trusting.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
2 years.

16. What type of interim pastoral leadership wasdR Pulpit supply (different pastors).

17. Did you as the new pastor have any contact thighformer pastor, before or after

your arrival? Yes.
And, what type of relationship was it, if any? Weged a funeral six months after my

arrival.

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, a couple families but probably initiated bygregants.

19. How was the church similar to or different frovhat you expected from the calling

process?
People said they wanted things to happen but re=dtiyt up to me the pastor.

“Pulpits committee’s are warm and energetic andhieytime you unpack the last
box you really know.”

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Yes. A ministerial group that met once enih.
Would this have been a help?
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Name: 3 of 3 Date of Interview: 21 July 2010
Thesis Survey Questions

1. What is the number of transitions in your c&Pe@r
2. What type of pastor did you follow?

A. Typical situation.
How many years did the former pastor serve previoysur arrival? 10 years.

3. What was your age when you arrived? 32
4. Which particular transition in your career acaiyeferring to in this scenario?' 3
5. Was it a rural or city church? City.

6. What went well? Share a positive arrival.
Had familiar roles to begin and office adminisioatwas there to help.

7. What did not go well? Share a not so easy drsitaation.
| started the first day with the senior pastor anation.

8. What would you change within yourself if you twbuhat may have made things
better? Nothing.

9. Who had the greater share of why it did not gi2vAnd, why? n/a
10. How long was your former pastorate? 3 years.
11. How long did this term of pastoring last? 1lryead counting.
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — relates well, dramatic abilities.
New — Specialized training now able to use. Peskilés are better.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — Irregular office hours and therefore udpmtable.

New — Still looking for approval a little.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
2 years.
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16. What type of interim pastoral leadership wasdf Interim/part time associate.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Personal friend and colleague belfartenot since arrival.
And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
Limited contact.

19. How was the church similar to or different frovhat you expected from the calling

process?
There were no surprises. Everything was as it \yesea to.

20. Did you have a mentor, role model or colleatgueall upon during your first year of

arrival? Yes, senior pastor, another clergy graughafemale clergy group.
Would this have been a help?
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Name: 1 of 4 Date of Interview: 23 July 201
Thesis Survey Questions
1. What is the number of transitions in your c&re@r
2. What type of pastor did you follow?
A. Typical situation.
How many years did the former pastor serve previoysur arrival?
4 years. Health probable cause of leaving.
3. What was your age when you arrived? 43
4. Which particular transition in your career acaiyeferring to in this scenario?' 3
5. Was it a rural or city church? Rural.
6. What went well? Share a positive arrival.
The church called 3 times but | refused. Througayer and Scripture God
revealed it was time for me to accept this cal0%0vote.
7. What did not go well? Share a not so easy drsitaation.
2 weeks after arrival strong leaders, husbandvafe who ran the church ran
down people in congregation by name.
8. What would you change within yourself if you twbuhat may have made things
better?
| would have been less blunt and taken it in stitlereated enmity for 5 years. If
| had been less confrontational and more graciocsuld have made a difference.

“It's better to find things out yourself about péap

9. Who had the greater share of why it did not gti’?vAnd, why?
This same deacon was responsible for the forméopaseaving.

10. How long was your former pastorate? 4 years.

11. How long did this term of pastoring last? 8rgea

12. Did your arrival impact your departure? No.

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — preaching and teaching.
New — preaching, teaching, visitation, relationshiprayer.
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14. What were the former pastor's weaknesses andt \whe the new pastor's
weaknesses? (what were your weaknesses?)

Former — visitation — likely due to health.

New — Impulsive and outspoken.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
8-9 months.

16. What type of interim pastoral leadership wasdf Pulpit supply
17. Did you as the new pastor have any contact thighformer pastor, before or after

your arrival? Knew of him.
And, what type of relationship was it, if any? Veésl the church after our arrival.

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, when visiting church.

19. How was the church similar to or different frovhat you expected from the calling

process?

I knew it was a troubled church so expectationseveecordingly.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Yes, Area Minister and regular ministerial

Would this have been a help?
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Name: 2 of 4  Date of Interview: 23 July 2010
Thesis Survey Questions

1. What is the number of transitions in your c&re@r
2. What type of pastor did you follow?

C. A pastor who retires. And left the community.
How many years did the retiring pastor serve beyore arrival?

3. What was your age when you arrived? 51
4. Which particular transition in your career acaiyeferring to in this scenario®.4
5. Was it a rural or city church? Rural but Sentau.

6. What went well? Share a positive arrival.
People were congenial, warm, friendly and a 100%.vo

7. What did not go well? Share a not so easy drsitgation. All good.
8. What would you change within yourself if you @buhat may have made things
better? n/a
9. Who had the greater share of why it did not gI2vAnd, why? n/a
10. How long was your former pastorate? 8 years.
11. How long did this term of pastoring last? 4 &hgears.
12. Did your arrival impact your departure? No.
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — warm, loving pastor.
New — teaching, preaching, visiting, prayer.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — None that | know.

New — Wish | had taught things sooner. That | leketmh the time to teach.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
6-7 months.
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16. What type of interim pastoral leadership wasef Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? No, not before.

And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
He visited the church a few times and a few oildembers.

19. How was the church similar to or different frevhat you expected from the calling
process?
| expected a slow reception of teaching but theosfip was true.

20. Did you have a mentor, role model or colleatgueall upon during your first year of
arrival? Yes, colleagues and pastors.

Would this have been a help?
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Name: 3 0of 4 Date of Interview: 23 July 2010
Thesis Survey Questions

1. What is the number of transitions in your c&re@r
2. What type of pastor did you follow?

E. A pastor who was involved with some sort ofisris
Controversial re: constitution — there for aroungears.

3. What was your age when you arrived? 60
4. Which particular transition in your career acaiyeferring to in this scenario?.5
5. Was it a rural or city church? City/urban/sutaurb

6. What went well? Share a positive arrival.
We lived nearby and my spouse is a pianist.

7. What did not go well? Share a not so easy drsitaation.
The people who left over the controversy have atirned.

8. What would you change within yourself if you twbuhat may have made things
better? Nothing.

9. Who had the greater share of why it did not gI2"No one.
10. How long was your former pastorate? 4 and “#syea
11. How long did this term of pastoring last? 1 &hglears and counting
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — visitation and preaching.
New — preacher/teacher, visitation, relationshigtsdn than ever.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — very defensive, hurt easily, made presiomptwithout knowledge.

New — part time status limits ministry.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
10 months.
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16. What type of interim pastoral leadership wasdf
Intentional interim pastor. This was a real help.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? After arrival | asked the former madb help with a communion service to
promote reconciliation.

And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
None.

19. How was the church similar to or different frevhat you expected from the calling
process?

I had not expected to be treated so well.

| expected controversy, immaturity and bad meetingsmpletely opposite.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? No one but colleagues and pastors.

Would this have been a help?
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Name: 1of5 Date of Interview: 9 August 2010
Thesis Survey Questions

1. What is the number of transitions in your caPer
2. What type of pastor did you follow?

C. A pastor who retires. (not liked by many)
How many years did the retiring pastor serve beyore arrival? 7 years.

3. What was your age when you arrived? 25

4. Which particular transition in your career acaiyeferring to in this scenario? 1
Only summer pastorates before.

5. Was it a rural or city church? Rural (3 poinaaie)

6. What went well? Share a positive arrival.
There was a new parsonage. Three churches andhelixed me get to know area
and people. People worked well together and funetiowell. They were
affirming and encouraging.

7. What did not go well? Share a not so easy drsitaation.

My pension stuff did not get handled for about @l &hyears.

Calling process was not handled well.

Phone call

Interview

Preach

Voted that night

Told result — all but 2

Told who had voted against.

They basically did not follow the procedure theiddhey were going to follow.

8. What would you change within yourself if you twbuhat may have made things
better?
| would not assume that pension was being paid.

9. Who had the greater share of why it did not gi?vChurch and treasurer.
And, why? | was young and inexperienced.

10. How long was your former pastorate? 1 summstopate.

11. How long did this term of pastoring last?
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12. Did your arrival impact your departure? No.

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — strong doctrinally.

New — Worship, funerals and diplomacy.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — not diplomatic, and dogmatic.

New — administration.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
Less than 6 months.

16. What type of interim pastoral leadership wasdi
Pulpit supply by retired minister from within therggregation.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Not really, but met him eventually.

18. Has the former pastor maintained any contaitt members of the congregation?
A few times (mainly through his wife) and they cafnack of the mortgage
burning.
19. How was the church similar to or different frovhat you expected from the calling
process?
As | expected.

20. Did you have a mentor, role model or colleagueall upon during your first year of
arrival? Yes, CABC directed mentor.

Would this have been a help?
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Name: 2 of 5 Date of Interview: 9 August 2010
Thesis Survey Questions

1. What is the number of transitions in your caPe2r
2. What type of pastor did you follow?

A. Typical situation. (left for denominational ptiei)
How many years did the former pastor serve previoysur arrival? 8 years.

3. What was your age when you arrived? 31

4. Which particular transition in your career acaiyeferring to in this scenario?*2

5. Was it a rural or city church? Rural, town

6. What went well? Share a positive arrival.
Existing staff person helped me integrate into tiesv ministry setting. Good
deacons, leaders, retired pastors, team ministiyatl organized.

7. What did not go well? Share a not so easy drsitaation.
During the calling process | did not meet with &rg staff. There were many
meetings but pulpit committee did not include erigistaff in process.

8. What would you change within yourself if you twbuhat may have made things

better?
| would have requested a meeting at the very leastething informal for
fellowship and getting acquainted a little.

9. Who had the greater share of why it did not gi2WNot sure.
And, why?

10. How long was your former pastorate? 5 and “#syea
11. How long did this term of pastoring last? 8 af2lyears and counting.
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — administration, and intentional about deyieg leadership.

New — Worship, funerals and visiting.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
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Former — a lack of presence in community. Not padommunity.
New — Administration and time management.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
9 months.

16. What type of interim pastoral leadership wasdi
Leadership from existing staff and retired pastor.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Yes, formerly SFE pastor/mentor arespntly regional minister.
And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
Attended occasionally as regional minister.

19. How was the church similar to or different frevhat you expected from the calling
process?
Pretty accurate.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Not officially but existing pastoral stafiere helpful.*

*This brought up a question as to how to handlermdl conflict within a pastoral staff.

Would this have been a help?
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Name: 1 of 6 Date of Interview: 11 August @01
Thesis Survey Questions

1. What is the number of transitions in your caPeér
2. What type of pastor did you follow?

How many years did the former pastor serve previoysur arrival?
5 years.

E. A pastor who was involved with some sort ofisrigmoral failure)
3. What was your age when you arrived? 43
4. Which particular transition in your career acaiyeferring to in this scenario?.5
5. Was it a rural or city church? Rural (3 churblarge).

6. What went well? Share a positive arrival.
People were warm friendly and appreciative.

7. What did not go well? Share a not so easy drsitaation.
There was a distrust of men in general. Felt ateshdy the men of the church.
The men felt betrayed and felt former pastor wasrgytheir wives.
The interim minster felt she was indispensible mmerfered with funerals.
8. What would you change within yourself if you twbuhat may have made things
better?
Would have sought out friendships in general. | Mobave pressured Area
Minister to talk to the interfering interim.

9. Who had the greater share of why it did not gti2vThe interfering Interim in part
plus the non-ethics of the leaving pastor.

10. How long was your former pastorate? 4 years.

11. How long did this term of pastoring last? 6rgea

12. Did your arrival impact your departure? Notlsea

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — reputation for being very godly and vesyspnable.
New — ability to listen, build trust and community.
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14. What were the former pastor's weaknesses andt \whe the new pastor's
weaknesses? (what were your weaknesses?)

Former — lack of morals, lack of friends, too macpart of the gang.

New — Loneliness and lack of friends.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
2 years.

16. What type of interim pastoral leadership wasdf Interim, not sure how long?

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Met once before but not afterward.

And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
A few heard from him sporadically.

19. How was the church similar to or different frovhat you expected from the calling
process?
| did not realize how disillusioned people wouldvaieh a morally failing pastor.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? No.

Would this have been a help? Yes it would have Ibedpful. Had some contact through

local pastors. A retired pastor from away livedtive area and provided some
fellowship.
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Name: 2 of 6 Date of Interview: 11 August @01

Thesis Survey Questions

1. What is the number of transitions in your caPeér

2. What type of pastor did you follow?
How many years did the former pastor serve previoysur arrival? 10 years.
D. A pastor who retires and stays in the community.

3. What was your age when you arrived? 49

4. Which particular transition in your career acaiyeferring to in this scenario?.6

5. Was it a rural or city church? Rural.

6. What went well? Share a positive arrival.
People warmed to us. We moved into a purpose droyemch. Made positive
steps in our attitude.

7. What did not go well? Share a not so easy drsitaation.
Former pastor was prominent in the eyes of somaditiéunerals, buried church
members without seeking my leadership first. We toadet a policy in place to
insure that the resident senior pastor would belwed with weddings and
funerals.

8. What would you change within yourself if you twbuhat may have made things

better?
| would try not to be too sensitive to the negatueff.

9. Who had the greater share of why it did not gti’?vAnd, why?
The former pastor. Said he would back off but ditl keep his word after a short
time.
“Doesn’t anyone read that section concerning theegbf a leaving pastor?”

10. How long was your former pastorate? 6 years.

11. How long did this term of pastoring last? 5rgea

12. Did your arrival impact your departure? No.

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's

gifts/strengths? (what were your strengths?)
Former — Dogmatic, energy, his way, and strong/ppshisonality.
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New — Caring, listening, teaching, preaching, livthe faith.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — Used too many personal illustrations. Gorlg that could do things
right. Not listening to hurts and issues.
New — Too much of a perfectionist. Parsonage wasnmmmunity.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
A couple weeks.

16. What type of interim pastoral leadership wasdi
Interim was the former pastor who retired and sdlagecommunity.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Not before but plenty after.

And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, too much.

19. How was the church similar to or different frovhat you expected from the calling
process?
Very close to the calling process.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? No.

Would this have been a help? Yes. The regionalstandid check on us from time to
time.
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Name: 30of 6 Date of Interview: 11 August1Q0
Thesis Survey Questions
1. What is the number of transitions in your caPeeér
2. What type of pastor did you follow?
How many years did the former pastor serve previoysur arrival?
4-5 years.
E. A pastor who was involved with some sort ofisris
Pastor asked to leave.
3. What was your age when you arrived? 54
4. Which particular transition in your career acaiyeferring to in this scenario?.7
5. Was it a rural or city church? Rural. (2 chufield)
6. What went well? Share a positive arrival.
Nothing as we walked into a big mess. There wasaomonmunication between

committees as well.

7. What did not go well? Share a not so easy drsitaation.
There was divided deacon’s board and 2 churcheslith@ot get along.

8. What would you change within yourself if you twbuhat may have made things
better?
Sensitivity and perfectionism still hinders perdasamnity. Have no friendships.

9. Who had the greater share of why it did not gi’?vAnd, why?
Immature church leaders. Weak doctrinally. Too mamwoung pastors in
succession.
10. How long was your former pastorate? 5 years.
11. How long did this term of pastoring last? 3 andnting.
12. Did your arrival impact your departure? How&.n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — Down to earth, related well, reached azimmunity.

New — Dealing with trouble with experience, listegi encouraging healing and
love.

209



14. What were the former pastor's weaknesses andt \whe the new pastor's
weaknesses? (what were your weaknesses?)

Former — Inexperience, lack of time management;isimatic tendency.

New — Not knowing my own mind and when to clasthvgbwer brokers.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
7 months.

16. What type of interim pastoral leadership wasdf Interim for 7 months which also
became part of the calling process. (sat on patpitmittee in some capacity)

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Not before. After our arrival he apached us.

And, what type of relationship was it, if any?

18. Has the former pastor maintained any contaitt members of the congregation?
Still visits homes and discusses issues. Has lumithsome leaders.

19. How was the church similar to or different frovhat you expected from the calling
process?
| was not aware of the depth of division, the $pai immaturity and how deep
the problems ran.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Yes. Regional Minister and the interim rsier both helpful.

Would this have been a help?
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Name: 1 of 7  Date of Interview: 13 August1Q0
Thesis Survey Questions

1. What is the number of transitions in your c&pegr
2. What type of pastor did you follow?

A. Typical situation. (stayed in Association)
How many years did the former pastor serve previoysur arrival? 12 years.

3. What was your age when you arrived? 25
4. Which particular transition in your career acaiyeferring to in this scenario? 1
5. Was it a rural or city church? City

6. What went well? Share a positive arrival.
It was all new.

7. What did not go well? Share a not so easy drsitaation.
The comparing of my age to former pastor. | way yeung and he was old.

8. What would you change within yourself if you twbuhat may have made things
better?
I had no experience. | felt threatened. | folloveelégend.

9. Who had the greater share of why it did not gi’?vAnd, why?
Experience would have helped. Anything the peoplendt like about the former
pastor they liked about me.

10. How long was your former pastorate? n/a
11. How long did this term of pastoring last? 8rgea
12. Did your arrival impact your departure? How? No
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — visionary.
New — Goal oriented.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — no ministry plan.
New — Lack of patience and not understanding tbegss of how things happen.
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15. How long between the former pastor's depadunceyour arrival as the new pastor?
4 months.

16. What type of interim pastoral leadership wasdfR Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
The former visited me the day | arrived.

18. Has the former pastor maintained any contaitt members of the congregation?
Had a lot of contact. He encouraged people toectnhis church.

19. How was the church similar to or different frovhat you expected from the calling
process?
They understated what inner-city ministry was liket very truthful.

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Would this have been a help?
No, It would have helped very much.
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Name: 2 of 7 Date of Interview: 13 August1Q0
Thesis Survey Questions

1. What is the number of transitions in your c&pegr
2. What type of pastor did you follow?

C. A pastor who retires. (moved out of Association)
How many years did the retiring pastor serve beyore arrival? 6 years?

3. What was your age when you arrived? 33
4. Which particular transition in your career acaiyeferring to in this scenario?*2
5. Was it a rural or city church? Rural

6. What went well? Share a positive arrival.
They wanted a younger minister with a family.

7. What did not go well? Share a not so easy drsitaation. n/a

8. What would you change within yourself if you twbuhat may have made things
better? n/a

9. Who had the greater share of why it did not givAnd, why? n/a
10. How long was your former pastorate? 8 years.
11. How long did this term of pastoring last? 4rgea
12. Did your arrival impact your departure? How? No
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — not sure.
New — Relational and friendly.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — don’t know.

New — Did not understand the poverty of the area.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
6 months.
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16. What type of interim pastoral leadership wasef Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiainy? No.

18. Has the former pastor maintained any contaitt members of the congregation? No.

19. How was the church similar to or different frevhat you expected from the calling
process?

20. Did you have a mentor, role model or colleatgueall upon during your first year of
arrival? Would this have been a help? Regional $fami*

*With the changing role of the Regional Ministerwhamight this impact this
mentoring role?
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Name: 3 of 7 Date of Interview: 13 August @01
Thesis Survey Questions

1. What is the number of transitions in your caPegr
2. What type of pastor did you follow?

C. A pastor who retires.
How many years did the retiring pastor serve beyore arrival? Not sure.

3. What was your age when you arrived? 37
4. Which particular transition in your career acaiyeferring to in this scenario?' 3
5. Was it a rural or city church? Rural (small tgwn

6. What went well? Share a positive arrival.
| was younger. People wanted a younger pastor.

7. What did not go well? Share a not so easy drsitzation.
Pulpit committee lied — misrepresented themsel8asd they would do anything
to bring in younger families. This started a wopsthiar when we tried to tailor
the service to attract younger families.

8. What would you change within yourself if you twbuhat may have made things
better?
I would not have accepted the call. | needed pe¢ieShould have listened to my
inner gut feelings.

9. Who had the greater share of why it did not gi’2vAnd, why?
The pulpit committee as they were not truthful.

10. How long was your former pastorate? 4 years.
11. How long did this term of pastoring last? 3rgea

12. Did your arrival impact your departure? How?
Yes, we got off on wrong foot. | thought | couldbduce change.

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — very relational and a grand-father figure.

New — preaching and worship.
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14. What were the former pastor's weaknesses andt \whe the new pastor's
weaknesses? (what were your weaknesses?)

Former — lack of vision as he was looking to retire

New — lack of patience and knowing the procesgli@ange.

15. How long between the former pastor's depadaoceyour arrival as the new pastor?
1 week.

16. What type of interim pastoral leadership wasdfR n/a

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
A few times. He did his best to make it easy for me

18. Has the former pastor maintained any contaitt members of the congregation?
Minimal.

19. How was the church similar to or different frovhat you expected from the calling
process?
Completely different.

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Would this have been a help?
Had a pastor’s prayer group for support.
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Name: 4 of 7 Date of Interview: 13 August1Q0
Thesis Survey Questions

1. What is the number of transitions in your c&pegr
2. What type of pastor did you follow?

A. Typical situation.
How many years did the former pastor serve previoysur arrival? 6-7 years.

3. What was your age when you arrived? 43
4. Which particular transition in your career acaiyeferring to in this scenario®.4
5. Was it a rural or city church? Rural ( 2 chugihe

6. What went well? Share a positive arrival.
New ideas for change.

7. What did not go well? Share a not so easy drsitaation.
The smaller of the two churches was not forthrightow small of a window you
had to revive them.

8. What would you change within yourself if you twbuhat may have made things
better?

9. Who had the greater share of why it did not gi’2vAnd, why? n/a
10. How long was your former pastorate? 3 years.
11. How long did this term of pastoring last? 4rgea

12. Did your arrival impact your departure? How? No
*Upon leaving | suggested for them to join with #rer church and it worked
well with the calling of a new pastor. The smattburch was closed while | was
there.

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — teacher and well liked.

New — preaching.

14. What were the former pastor's weaknesses andt e the new pastor's

weaknesses? (what were your weaknesses?)
Former - Preaching.
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New — | would pick my battles better and not acedghe bait for arguments.

15. How long between the former pastor's depadanceyour arrival as the new pastor?
1 month.

16. What type of interim pastoral leadership wasdfR Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiainy? No.

18. Has the former pastor maintained any contaitt members of the congregation?
Christmas cards — not an issue.

19. How was the church similar to or different frevhat you expected from the calling

process?
Pretty accurate.

Looking back they expected me to be the re-incarnaif the two pastors before
me.

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Would this have been a help?
Yes, Regional minister and local pastor.
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Name: 5of 7 Date of Interview: 13 August @01
Thesis Survey Questions

1. What is the number of transitions in your caPegr
2. What type of pastor did you follow?

C. A pastor who retires. (moved to neighbouringripw
How many years did the retiring pastor serve beyore arrival? 5-6 years.

3. What was your age when you arrived? 46
4. Which particular transition in your career acaiyeferring to in this scenario?.5
5. Was it a rural or city church? Rural (small tow@ churches)
6. What went well? Share a positive arrival.
Quickly bonded.

| think it was because of a good interim ministry.

7. What did not go well? Share a not so easy drsitaation.
The pulpit committee understated the church to snaaas its size and potential.

8. What would you change within yourself if you twbuhat may have made things
better? n/a

9. Who had the greater share of why it did not g2vAnd, why? n/a
10. How long was your former pastorate? 4 years.
11. How long did this term of pastoring last? 1lryead counting.
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — Good funerals and short sermons.
New — Clear ministry plan, goals and preaching.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — Age and health related issues.
New — too early to tell.
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15. How long between the former pastor's depadnceyour arrival as the new pastor?
1 year.

16. What type of interim pastoral leadership wasdi
6 month intentional interim — very positive.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
Not really. Knew him before but had very little ¢act.

18. Has the former pastor maintained any contaitt members of the congregation?
Still attends lodge meetings in community.

19. How was the church similar to or different frevhat you expected from the calling
process?
Everything is bigger that | expected.

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Would this have been a help?
Regional Minister.
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Name: 1 0of 8 Date of Interview: 16 August @01

Thesis Survey Questions

1. What is the number of transitions in your caPegr

2. What type of pastor did you follow?
How many years did the former pastor serve previoysur arrival? 1-2 years.
B. A pastor who has died.

3. What was your age when you arrived? 30

4. Which particular transition in your career acaiyeferring to in this scenario? 1

5. Was it a rural or city church? Rural (2 churghes

6. What went well? Share a positive arrival.
All went well. People were gracious and loving. Mgmastors won't let people

love them.

7. What did not go well? Share a not so easy drsitaation.
Making sure | did not listen to people outsideiefd.

8. What would you change within yourself if you twbuhat may have made things
better? n/a

9. Who had the greater share of why it did not gIvAnd, why? n/a
10. How long was your former pastorate? n/a
11. How long did this term of pastoring last? 3rgea
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — Not sure — not in good health.
New — Agreeable, wanting to love the people — nglto learn.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former - Not healthy (widow stayed in communityied to tell pastor how to do

things).
New — Inexperience.
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15. How long between the former pastor's depadunceyour arrival as the new pastor?
6-7 months.

16. What type of interim pastoral leadership wasdi
Intentional interim — old gentlemen.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
Vaguely.

18. Has the former pastor maintained any contaitt members of the congregation?
Widow did.

19. How was the church similar to or different frevhat you expected from the calling
process?
Close to expectations -
Calling process - visit to the church was stressflilwas invited to give a Bible
study and when | arrived they asked me to preaictke( me off).

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Would this have been a help?
Yes, the mentor was assigned by convention.
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Name: 2 of 8 Date of Interview: 16 August @01
Thesis Survey Questions
1. What is the number of transitions in your caPegr
2. What type of pastor did you follow?
How many years did the former pastor serve previoysur arrival? 8 years.
F. A pastor who was extraordinary.
Dynamic, charismatic and split church upon leaving.
G. One who split the church and stayed in the asgaastor.
3. What was your age when you arrived? 33
4. Which particular transition in your career acaiyeferring to in this scenario?°2

5. Was it a rural or city church? Town/City (singlastorate)

6. What went well? Share a positive arrival.
Nothing.

7. What did not go well? Share a not so easy drsitaation.
Controlled by a few leaders. | was not told abalit.sl felt this was dishonest.
They seemed very “uppity”.

8. What would you change within yourself if you twbuhat may have made things
better?
The church was not willing to change so it was ttm&eave.

9. Who had the greater share of why it did not gi’?vAnd, why?
The deacons- 3 assertive and 2 weak ones. (1 apetbigter)

10. How long was your former pastorate? 3 years.
11. How long did this term of pastoring last? 2rgea

12. Did your arrival impact your departure? How?
Yes, a bad start with no improvement. (I quit witha call).

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — outgoing, preacher, dynamic.

New — Wanted things to go well like before. (I wdimdsided by the situation).
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14. What were the former pastor's weaknesses andt \whe the new pastor's
weaknesses? (what were your weaknesses?)

Former — Went overboard on charismatic side.

New — too accommodating and naive.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
A few months or less.

16. What type of interim pastoral leadership wasdfR Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiainy? No.

18. Has the former pastor maintained any contaitt members of the congregation?
Not really.

19. How was the church similar to or different frovhat you expected from the calling
process?
It did not match the glowing picture. No mentiontbé& split. They spoke highly
of the former pastor until | arrived.

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Would this have been a help?
No, | did call the ABU president from time to time.

224



Name: 3 0of 8 Date of Interview: 16 Augusi1@
Thesis Survey Questions

1. What is the number of transitions in your c&Pegr
2. What type of pastor did you follow?

A. Typical situation.
How many years did the former pastor serve previoysur arrival? 3 years.

3. What was your age when you arrived? 35
4. Which particular transition in your career acaiyeferring to in this scenario?' 3
5. Was it a rural or city church? Rural ( 3 chupeistorate).

6. What went well? Share a positive arrival.
It was seamless. Parsonage was refurbished andp@iances, fridge/stove.

7. What did not go well? Share a not so easy drsitaation.
| was too blunt but comments brought about theqraage work.

8. What would you change within yourself if you twbuhat may have made things
better? n/a

9. Who had the greater share of why it did not gAnd, why? n/a
10. How long was your former pastorate? 2 years.
11. How long did this term of pastoring last? 7rgea
12. Did your arrival impact your departure? How? No
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — people person, equitable, good reputaiaommunity.
New — Not intimidated or threatened by former pasto
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — don’t know of any.

New — none.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
1 week.
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16. What type of interim pastoral leadership wasdf None.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
We are still friends.

18. Has the former pastor maintained any contaitt members of the congregation?
All good and unthreatening.

19. How was the church similar to or different frovhat you expected from the calling
process?
Accurate.

20. Did you have a mentor, role model or colleagueall upon during your first year of

arrival? No.
Would this have been a help? Not in this case.
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Name: 4 of 8  Date of Interview: 16 August @01
Thesis Survey Questions
1. What is the number of transitions in your caPegr
2. What type of pastor did you follow?
How many years did the former pastor serve previoysur arrival? 3 years.
E. A pastor who was involved with some sort ofisrighealth — asked to leave).
3. What was your age when you arrived? 42
4. Which particular transition in your career acaiyeferring to in this scenario®.4
5. Was it a rural or city church? Rural ( 2 chugihe

6. What went well? Share a positive arrival.
All good, went well.

7. What did not go well? Share a not so easy drsitaation.
| was a little overconfident.

8. What would you change within yourself if you twbuhat may have made things
better?
No.

9. Who had the greater share of why it did not givAnd, why? n/a
10. How long was your former pastorate? 7 years.

11. How long did this term of pastoring last? 1@rge (I left for 4 months after 12 years
and then came back, recalled for 4 more years.)

12. Did your arrival impact your departure? How? No

13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — minimal due to health.

New — Experience. Saw ministry in clearer lightved the people.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former - Mental and emotional issues. Used badsjomgt.

New — Not as assertive as | am now.
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15. How long between the former pastor's depadunceyour arrival as the new pastor?
2 years.

16. What type of interim pastoral leadership wasdR 2 year interim — retired pastor
who was well loved.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
Yes, well respected reputation.

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, a neighbour — no threat.

19. How was the church similar to or different frevhat you expected from the calling
process?
Pretty accurate.

20. Did you have a mentor, role model or colleatgueall upon during your first year of
arrival? Would this have been a help?
No.

*Hurtful conclusion — attempted to join 2 fieldsytther.

One of the 2 churches joined with another 3 chéiettl to make one church.
One church remained on their own.

Could not afford 2 pastors.

Board chair deceptive about the feelings of thadhoa

Cut pay such that we could not afford to stay.
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Name: 5o0f8 Date of Interview: 16 Augusi1@
Thesis Survey Questions

1. What is the number of transitions in your c&Pegr
2. What type of pastor did you follow?

A. Typical situation. (lives in the community buagiors 40 k away).
How many years did the former pastor serve previoysur arrival? 15 years.

3. What was your age when you arrived? 58
4. Which particular transition in your career acaiyeferring to in this scenario?.5
5. Was it a rural or city church? Rural/town (saghurch).
6. What went well? Share a positive arrival.
7. What did not go well? Share a not so easy drsitaation.
Disappointed. Arrived with U-haul and no one helped one to greet us. One
person checked on us but did not help. People wmtant, inhospitable and
unwelcoming.
8. What would you change within yourself if you twbuhat may have made things
better?
Not sure. We were kind of forewarned by the congtieg itself.
9. Who had the greater share of why it did not g2vAnd, why? n/a
10. How long was your former pastorate? 16 years.
11. How long did this term of pastoring last? 5 therand counting.
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former — good preacher/teacher and pastor.
New — Outgoing and confident.
14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)

Former — Shy and non-aggressive.
New — Not used to keeping my nose out of diffe@mmittees’ business.
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15. How long between the former pastor's depadunceyour arrival as the new pastor?
1 year.

16. What type of interim pastoral leadership wasdi
Pulpit supply — local retired pastor.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
Met at ministerial.

18. Has the former pastor maintained any contaitt members of the congregation?
Came to church once.

19. How was the church similar to or different frevhat you expected from the calling
process?
Very close. Finances are tight.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Yes, retired pastor and affirming friend.

Would this have been a help?
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Name: 1 0of 9 Date of Interview: 23 August @01
Thesis Survey Questions

1. What is the number of transitions in your caPegr
2. What type of pastor did you follow?

C. A pastor who retires.
How many years did the retiring pastor serve beyore arrival? 2 years.

3. What was your age when you arrived? 37
4. Which particular transition in your career agaiyeferring to in this scenario? 1
5. Was it a rural or city church? Rural
6. What went well? Share a positive arrival.
All good. This church went on its own when shevadi They were willing to
learn together. A positive beginning.
7. What did not go well? Share a not so easy drsitaation.
A few were hesitant about a female pastor. Alsg there hesitant to make long
term plans as former pastors had short staysae.a r
8. What would you change within yourself if you twbuhat may have made things
better?
May have addressed my feeling more openly.
9. Who had the greater share of why it did not g2vAnd, why? n/a
10. How long was your former pastorate? n/a
11. How long did this term of pastoring last? 24rngeand counting.
12. Did your arrival impact your departure? How& n/
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)

Former — great preacher.
New — teaching and preaching and pastoral care.

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
Former — He left and withdrew from crisis or comitation.
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New — Administration. | don't like confrontation. yWmain struggles were within,
insecurities.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
2 or 3 months.

16. What type of interim pastoral leadership wasdfR Pulpit supply.

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? And, what type of relationship wadfiany?
I met his wife when she visited my apartment. Tame one they had lived in.
Occasionally would see them at Convention.

18. Has the former pastor maintained any contaitt members of the congregation?
Christmas cards for a while to the odd senior. Mterference. Never felt
threatened.

19. How was the church similar to or different frovhat you expected from the calling

process?
Not much difference. Attendance was lower thanithpression given. People
were more related than | thought.

20. Did you have a mentor, role model or colleafgueall upon during your first year of
arrival? Internship supervisor. Fortunate to ber Ad2C. Neighbouring pastors very
helpful. Had other female pastors near for support.

Would this have been a help?
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Name: 1of10 Date of Interview: 2010
Thesis Survey Questions

1. What is the number of transitions in your c&re@r
2. What type of pastor did you follow?

A. Typical situation.
How many years did the former pastor serve previoysur arrival? 7-8 years.

3. What was your age when you arrived? 52

4. Which particular transition in your career aoal yeferring to in this scenario? 6th

5. Was it a rural or city church? town

6. What went well? Share a positive arrival.
The church liked former pastor and invited him b&ckn time to time. He was
unsure of himself and felt insecure. Folks relaasalind me. Our ministry was a
good contrast. Acceptable change was good.

7. What did not go well? Share a not so easy drsitzation.
One person who had spent a lot of time with forpastor was hurt by former
pastor leaving. Felt a lot of loss and shared htit with the incoming pastor.

Eventually warmed up to new pastor.

8. What would you change within yourself if you twbuhat may have made things
better?

9. Who had the greater share of why it did not gi’?vAnd, why?
10. How long was your former pastorate? 8 years.
11. How long did this term of pastoring last? 9rgea
12. Did your arrival impact your departure? No.
13. What were the former pastor's gifts/strengthsl avhat are the new pastor's
gifts/strengths? (what were your strengths?)
Former- good pastor in relations, good preachanngonity person

New- good administrator, good preacher, pastora ca

14. What were the former pastor's weaknesses andt e the new pastor's
weaknesses? (what were your weaknesses?)
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Former- lack of self esteem, not self confidentd he child who caused
embarrassment.
New- few if any with years of experience.

15. How long between the former pastor's depadnceyour arrival as the new pastor?
Not long — a few months. | was interviewed (Mayjile pastor was still there. (I
arrived in Sept.) Saw the parsonage and churchnetdhe pastor and wife the
night of the interview.

16. What type of interim pastoral leadership wasdi
None, youth pastor handled the church for the summe

17. Did you as the new pastor have any contact thighformer pastor, before or after
your arrival? Yes, as above, later became gooddse

18. Has the former pastor maintained any contaitt members of the congregation?
Yes, | pastored this church again as an assistdallowing pastor.

19. How was the church similar to or different frovhat you expected from the calling
process?
| had some tapes of services so | knew it wasllikas used to. Pulpit committee
very thorough and | felt very free and | was agbéedo financial arrangements.
Felt they were fair.

20. Did you have a mentor, role model or colleafgueall upon during your first year of

arrival? Area Minister called in. Divinity Collegeas near and local ministerial helped.
Met weekly with youth pastor.
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