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PREFACE 

yreeting from the Parish Life and Leadership Ministry Team of 
the United Church of Christ 

For many years, PLL's predecessor body, the Office for Church 
Life and Leadership, has been encouraging local churches to establish 
Pastoral Relations Committees to assist them in maintaining good 
relations between their pastor and people. This booklet is designed to 
assist in this important service to the local church. 

It is with deep appreciation to the American Baptist Churches in 
the U.S.A. that this booklet was prepared by the Office for Church 
Life and Leadership. In 1985 the Commission on Ministry of the 
American Baptist Churches, U.S.A., produced a booklet for use in 
their congregations entitled "The Pastoral Relations Committee and 
the Church/Staff Relations Committee," written by Richard Waltz. 
The Office for Church Life and Leadership was most impressed with 
the document and sought permission from the American Baptist 
Commission on Ministry to utilize it in preparation of this booklet. 
We acknowledge their invaluable contribution to this production and 
celebrate their willingness to participate, in true ecumenical fashion, in 
this endeavor for the United Church of Christ and its conferences, 
associations, local churches, pastors, and leaders. We also acknowledge 
the helpfulness of many people in the United Church of Christ who 
shaped this adaptation. A special word of thanks goes to Martha Ann 
Baumer, Illinois South Conference Minister, for the case studies that 
help a committee explore expectations. 

Publication of this booklet was made possible through the 
generous offerings of United Church of Christ members through the 
Strengthen the Church Offering. 

With our best wishes to you and all members of your church, we 
offer this resource for your purposes as a part of our commitment to " ... 

give impetus and direction to the ongoing devewpment and support of lay 
and professional leaders whose purpose is to strengthen the life of the whole 
people of God in mission and ministry" and to " . . . care for personal and 
professional growth of persons engaged in the practice of ministry" 
(Paragraphs 220,221, United Church of Christ Bylaws). 

The Parish Life and Leadership Ministry Team 
United Church of Christ 
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I. INTRODUCTION 

'lhe pasmraJ office, and other positions of staff leadership, 
exist for the upbuilding of the congregation and equipping the 
saints rn be about the mission of t:he church. Pastors are called to 

equip and embody th('. faith and fairhfi.,lness of the church and its 
members in church and soci('.ty . .f\s such, pasrors do not do the 
minisr.ry of the body of Christ; they share in :-md support that 
ministry which all are called to by virtue of their baptism. The 
health of the relationship between the pastor and peopl('. cannot 
b(' taken for granted. Each entrusts the other; each complements 

the ocher. The stewardship of this relacionship is threatened if it is 
l'Ot seen as that. a stewardship of the relationship between a pastor 
and a peopie. 

For purposes of clarity and simplicity, this bookler uses the 
term pastor. In those local churches with a multiple staff consisting 
of ordai.•1ed, commissioned, licensed, or orher ministers called by 
che churcl,, readers should read pastoral staff where pastor appears 
in the text. ~,ection VIII also addresses some of the issues of mul­
tiple staff. 

Many churches have a personnel committee which deals 
wir.h policy, salary, ;1 nd benefits for all members of the church 
staff, including the pa~ror. The Pastoral Relations Committee has 
differem functions from r.he personnel committee, and thus, does 
1101 replace such a committ<:e. 

This booklet concains su~gescions or' policies, principles, and 
procedmes which may enhance the work of the Pastoral Relations 
Committee. If your church does not have a P~storal Relations Com­
mitree, careful study of this booklet and of the resources mentioned 
within it will guide your consideration in establishing a Pastoral 
Relations Committee for your pasror and congregation. Guidance 
on establishing a ne\V committee is found in Section IV. 

If your drnrch ;ii.ready has a Pasroral Relations Committee, 
this booklet m3y assist it in mengr.hening irs undemanding and 
functioning. An alread,, existim, committee mav find it enlie:hten.in! 

, 0 ' '-} • 

ro read and discuss the entire booklet. It will want to compace the 
wav in which it is organi,.ed and going about its work wich the 
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suggestions in Sections V, VI, and VII. It also may find the c.1se 
studies in Secrion IX of particular help. 

II. WHAT IS A PASTORAL RELATIONS COMMITTEE? 

'li~e Pastoral Relations Committee is a standing committee 
in a local church that seeks to support and maintain an open and 
healthy relationship between the pastor and members of the congre­
gation. The committee serves in two primary ways: as a advisory 
group to the pastor and as support for the pastor's leadership. As 
an advisory group the committee shares ideas, dreams, hopes, 
expectations, and conc(·rns of the congregation with the pastor. 
As support for the pastor, the committee interprets roles, functions , 
and needs of the pastor to the congregation. 

Constructive and caring communication in an atmosphere 
of confidemialitv and trust is essential to the work oF the commit-, 
tee. This committee is the congregation's fundamental support 
group i<:ir the pastor. It builds the framework in which conflict 
can be dealt with creatively. Its goals are rhe profrssional growth 
and well-being of the pastor and the promotion of mutual ministry 
between rbc pastor and the congregation. 

The basic reason for suscaining open and healthy pastor­
people relationships through the work of this committee is to 
enhance the effectiveness of the church's mission. The nurture of 
the pastor by this comminee not only brings about a wholesome 
and healthy congregation bm also creates a climate in which the 
spiritual life and mission of the people are strengthened. Serious 
atrention to the dynamics of rhe relationship between pastor and 
congregation can result in a local church able to carry om its 
ministry effectively. 

The Pasrora1 Relations Committee is concerned with each 
staff member's well-being, the entire staff's relationship wirh che 
congregation , and the fostering of healthy relationships among 
staff members. 
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III. \VHY HAVE A PASTORAL RElATIONS COMMITTEE? 

1-J{ Pastoral Relations Committee acknowledges rhe impor­
tance of the healthy relationship between the pasror and the congre­
gation. Such a committee aids a church in following Paul's instruc­
tions: "Help carry one another's burdens, and in this way you will 
fulfill the law of Christ. So r.hen, whenever we have an opportunity, 
ler us work for the good of all, and espectally for those of r.he family 
of faith ." (Galatians 6:2, JC) 

Through the ministry of the Pastoral Relations Committee, 
ways can be found to improve or maintain the relationship between 
the pastor and the congregation to enhance rheir mutual ministry, 
to resolve un.fruitfol conflict, and to assist the church in its mission 
and ministry. A trained and active Pastoral Relations Committee 
allows a congregation to car(: personally for its pastor. 

The relationship between the pastor and the congregation 
should be constructive, rewarding, and satis~,:ing. As the people 
of God, they share joys, heartaches, personal crises, and important 
decisions in ways that bind their lives together. However, sometimes 
the pastor-people relationship is characterized by tension, distrust, 
and conflict. When this occurs, there needs to be an arena for 
helpful and honest dialogue out of which new understandings may 
arise and nevv commitments to ministry may be forged. 

A structure within the church that deals with the relation.ship 
between pastor and congregation is itself an indication chat che 
relationship seeb to be a solid ba.se for an effective witness a.nd mis­
sion in the local church, the communiry, and the world. Atrenrion 
to personnel policies and practices and expeccarions i.s required if 
a local church is to be responsible to che persor1 called to be pastor 
and reacher. 

There are a number of reasons why an existing board or com­
mitte(: is not chosen for this committee's tasks. Usually such boards 
or committees are large, while this committee needs to be small 
enough to deal with sensitive and confidential matters. A church 
council, consistory, board of deacons or trustees carries wider 
responsibilities for the mission and program of the congregation, 
likely leaving too little time available on its agenda co handle pasror-



congregarional issues comfortably. Ir is unlikely that pastors would 
feel comfrmable being as candid wirh an encire governing board 
as with a committee specifically designed for such conversations. 
Existing commitr<'.es or boards may find it diffintlt to serve in bor.h 
programmatic and personnel roles. 

IV. DECIDING TO FORM 
A PASTORAL RELATIONS COMMITTEE 

7.e.Ji1en a church recognizes rhar a committee is needed with 
specific responsibiliry for smngthening rhe relationship between the 
pastor and the congregation, the following sreps may be followed: 

1. Dimibutc copies of this booklet to members of the governing 
board of your local church, and make arrangements for a 
subsequent discussion of its contents as applied to your church. 

2. Invite your conference or association minister to meet with the 
pastor and representatives of the governing board to discuss the 
possibility of establishing a Pastoral Relations Committee. 

3. Invite a member of a nearby church that presently has a positive 
experience with ics Pastoral Relations Committee to speak with 
your governing board about rhat church's experience. 

4. Suggest that che governing board conduct discussions wich 

members of the congregation about the helpfulness to your 
church of a Pastoral Rdations Commirtee. 

5. Encourage the governing board and congregation ro make a 
decision whether or not to proceed with the organization of 
a Pastoral Relations Committee. 

If the church decides m form a Pastoral Relations Com mi nee, 

a bylaw change to the church's constitution that states the purpose 
and fi.inctions of the committee, the s.ize of the committee, the 
process for seleci:ing members, the length of their terms in office, 
and rhe committee's relationship v,,ith a search commircee may 
be necessary. 

A P:tstoral Relations Committee is neither programmaric nor 

policy oriented. Its effectiveness often depends upon whether or not 
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the church has a writ::en personnel policy, position description, and 

evaiuarion procedure for each staff member. The Pasroral Relations 
Committee may produce these items if none exists and if there is no 

other committee designated the responsibility. Then the committee 

will need to secure approvai of these documerm through th<: 

legislative bodies of the church. 

It is important that training he provided for the Pastoral 

Relations Committee. The responsib ility for the initial training of 
the committee and the pastor rests, most likely, with your confer­

ence or association office. Request information from one of these 

offices regarding ;;ssisrnncc available to you. 

The respcnsibility for cominuing training rests \Vith the 

leaders of the committee and the pastor. Time for training should 

be S('.t aside during the regular meetings of rhe committee o r at 

,;pecial meetings designed solely for training. The resources listed 

a~ the end of this booklet may prove helpful to the committee as ir. 

plans for training. Use of ,he case studies in Section IX v.ill aid in 
training. You may also look to the conference or association office 

for guidance in continuing rraining and evaluation. 

See Section VII fr)r ideas for planning committee meeting~. 

V. ORGANIZATION Of A 
PASTORAL RELATIONS COMMITTEE 

Cmsider member~hip qu,liificarions, size of the commitr.ee, 

selection pmccdurc·s, ac:counrability of the committee, and its 

relationship with d1<'. search committee in organizing the Pasrora.l 
Relations Committee. 

A. SlZF. OF Tiff. COMMITTEE 

There :m.' no hard and fast rules about size of the committee, 

except that it should not be large. Usually there .. re r.h rce to seven 

members. A small commirree makes it easier to establish H·h­
tionships of trust within the com mince and r.o rnainta in confidenti­

ality. Small si,.e contributes ro rhc effectiveness of the Pastoral 
Relations Ccmminee. 
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B. MEMBERSHIP Q_U,\L!FiC,\TIONS 

The following skills and attributes are generally looked for in 
members of pastoral relations commim:-es: 

• Christian character that commands the respect and ;idrniration 

of rhe congregation and rhe pastor 

• maturity 

• patience and flexibiliry 

• vital interest in ,he life of the church 

• ability to maintain confidi:ntiality 

• ability to appreciate different points of view 

• ability to negotiate and reconciie differences 

• availabiliry for fis tening to church membi:rs 

• rrustworthiness 

• willingness to learn how to be dfrctive in this minis;ry 

No person possesses all these characteristics in equ:d srrengrh. 
Prospective members of this committee must be carefuily consid­
ered to see if they adeg,:ately possess these skills and anributes . 

C. SELECTION OF THE CoMMITfEE 

Choice of the committee members is crucial. The members of 
the committee must be people whose ideas and opinions are vaiued 

by the pasror and the congregation. Ro~h the pastor and rhc congre­
gation should have input into the selection of the committee mem­
bers. If the pastor does nor have input, a person may be chosen who 
does not relate well to the pasmr which could inhibir rhe needed 

open and trusting relationship. ff the congregation does not have 
a voice in the selection, a committee could become ingrown or be 
dismissed as hand-picked by the pastor. 

The governing board of the church may decide, when the 
congregation is preparing to start a new pasrora! rdarionship, to 

appoint members from the search committee ro rhe Paswral 

Relations Committee during the first year of the new pas.orate. 
This builds on the familiarity developed berw(·en new pastor ;ind 
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the search committee. !\,!embers may also be representatives or 

officers from specific commim.>es of the church. This would espc­
ci:11.ly be w(se where more than one pasror is involved and dmies 

are specifically assigned. Some congregarions have addirional 
comrnittec members to represent the who!('. church. 

Churches differ in how persons ;:re sck·cted for dii~ rnrnmit­

tcc. Some hold elections, with the nominating committee involve-cl 

in the process of securing candidates. Others permit the governing 
board to appoint the committee. The ek-crion or sdection pro(css 

for the commirtec should be written into the church 's bylaws. 

After a year or !:WO of service by the pastor, new members 

of the Pastoral Relations Committee rnay be selected in a process 

as follows: 

• The paswr submits names w the nominating commim:c. 

• The governing board also submits names rn the nominaring 

committee. 

• The nominating committee then selects names from each lis r 

and recommends the slare for eirhc:r election by the congregation 

or appointment by the governing board. 

When there is more rhan one member of the the pastoral ,rafC 
it is important that each member be in agrern1ent about the names 

of the persons who are submitted to the nominating cornm1ttee or 

governing board so that those who are eventually elected or ap­

pointed are support('.d by the entirt' pastoral sraff. 

D. ACCOUN'li\BILITY OF THE COMMIT1H 

It is recommended that die Pastoral R('.lacions Committee be 

established as a separ:1te sranding comrnittt't' :Kcountable only to 

the congregation rather than to ch,~ church governing bo;1rd. The 

Pastoral Rdations Committee should rnake an annual report to the 

congregation. The committt'<· should meet at least qu;inerly. Ir may 
warn to report to the congregation after each of these meetings. The 
reports can evidence the committee's adrnc;icies in behalf of the 

pastor and indicate the c;1tegories discussed during irs ddibcrarions. 
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E. REunONSHIP WITI-I THE SrARCH COMMITTEE 

lf rhere is an existing Pastoral Relations Committee, \vhen it 
becomes necessary to form a search commim:c for a new pastor, 
it is advantageous to have some members of the Pastoral Relations 

Committee as part of rhe Search Cornmim:.e. 

}..fost people who serve on search committees have never 
done so before. The pro,:ess of cailing a new pascor is a delicare 

one. Because of their \vork on the Pastoral Relations Commirtee, 
r.he training thev have received, and their occasional contact with 

v I 

conference or association staff persons, members of the Pasroral 
Relations Committee are well prepared for service on a search 

committee. 

The bylaws of most local churches give guidance on how a 

Search Committee is consrirnred, including any rdatiomhip it 
might have rn an existing Pastoral Relations Committee. The bylaws 
may require an amendmenr to allow for the suggested relationship 
between the Pastoral Relations Committee a.od Search Cornrnittee. 

VI. FUNCTIONS AND RESPONSIBILITIES 
OF A PASTORAL REI.ATIONS COMMITTEE 

A. UNDEHSii\NDING Tl-IE PASTORAL A..'iD CONGREGATIONAL ROLES 

The Pastoral Reiations Committee and pastor interact with 

each other and come m appreciate each other's understanding of the 
expecta[ions and roles of pa.stor and members of the congregation in 

carrying out rhe imendcd mission of the church. 

Roles and expectations are themselves derived out of long 

experience and trust that God calls persons whose miniseries are to 

help build up the body of Christ. Roles and expectations are always 
within rbis deeper context in which ministries serve, equip, and 
embody the faithful mission and minimy of the church and its 
members. As this deeper context is :Ktiveiy remembered, rhe work 
of a Pastoral Relations Committee becomes an act of stewardship, 
taking care t<.)r health in the relationship of pastor and congregation. 
Ail these relate to the upbuilding of faith and faithfulness of the 

church and its members in church and society. 



===============<i3):::============== 

Members of rhe congregarion expect many things, and many 
different things, from their pastor. For example, some expect a 
dynamic sermon every week. Others want. to be visited regula1ly. 
Some think the pastor should take an active role in the stewardship 
program; others think the pastor should not mention money. Some 

members want the pastor to emphasize ('.V:rngelism; others want the 
pastor to lead the congregation in addressing social issues in the 
community. In light of the diverse expectations, the congregation 
and pastor need to be aware of certain realities. They need to 
recognize that pastors have specific and limited abilities, interests, 
and time. Hdping the congregation to have reasonable expectations 

of the pastor and heiping the pastor to have a dear picture of 
priorities are essemi2.l functions performed by rhe Pastoral Relarions 
Committee. 

Pastors have many roles: preacher, reacher, counselor, visitor, 
administrator, and resource person to the congregation. Tasks of 

this committee include helping clarify pastoral position descriptions 
and mumal cxpectarions abour what: the pa.swr is to do and deter•· 

mining what has priority. Periodically renegotiating expectations is 
another important rask. 

Ir also should be acknm...,·lcdged that pastors have expectations 
of congregarions. Of course, rhcre arc ex1·Jectations of fair compensa-~... '- · 

tion and other forms of support. But there also are e>::p('.ctations 
related co participation and responsiveness, taking on volunteer 
tasks, and being about ministry in church, in the community, and 
bevond. The Pastora! Relations Committ(·c is a sett ing in which . ~ 

these expectations can be expr(:ssed and ways found to develop 
sc·nsitivity to th(·m. 

It is wise for the Pastoral Relations Committee to have a 

dearly defined relationship with the Personnel Commitree of the 
locai church if there is one and to be most familiar with the church's 

personnel policy if one exists. '«' here a committee functions wichout 

the bentfit of either a personnel committee or a personnel policy, 
it is advisable that the Pastoral Relations Committee become an 
advocate for a wricten personnel policy with provisions for salary, 
cominuing education, vacation, holidays, sick leave and disability, 
and grievance procedures. 
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"The Ordained Minister's Code" and "The Local Church in 

Relation to Its Pastor" in the United Church of Christ's Manual on 

jtfinistry can be used to facilitate discussion of the roles , expecta­

tions, and ethics of pasmr and congregarion. 

W'hen basic undersrandings are agreed upon, these should bt 

correlated wirh the church 's goals and objectives and shared with 

the congregation. Members of the commitree. by the nature of their 
responsibility and through their training, will become the most 

knowledgeable persons within the congregarion regarding the roles 

of the pasror. The commirtte should tike the lead in constantly 

seeking to improve communication, interpretation , and undersland­

ing benveen the congregation and the pa~cor. 

Und.ersranding the complexity and interrelatedness of roles 

of all persons on the staff of the chnrch and clarifying expectations 
C· • 

are viraliy important for committee members in a multiple-staff 

church where people are sharing in the pastoral leadership. 

B. PROVlDING A CoMMlJNlCATION LINK 

The committee serves as a vehicle to promote healthy relation­
ships between rhc pastor and congregation. If there is a staff of 
more than one pastor, the committee will :ilso be concerned about 

communication among members of" the pastoral staff. It is impor­

tam for rhe pastor rn be able to express frdings, concerns, and ideas 

to the committee. Providing an opportunity for the pastor to rdlect 
in conhdence abour personal concerns, hopes, ambitions, and 

frustrations is very imponam. 

Tr is also imponanr for the committee to feel free ro express its 

vie\vs to the pastor. Openly and honestly communicaring feelings 

and reactions of church members to the pastor is vital. Defining 

areas of potenr.ial .:onflict between the pastor's ministry :rnd rhar 

of rhe congregation and a.ssisting in developing alternative solutions 

and possibilities for avoiding destructive conflict arc important rasks 
of communication for the commitree. 

Important and necessary communication will occur \vhen 
there is an undemanding that the pasmr and the comrnitree will 

regnlarlv review the pastor's leadershi1D, the co1w-regation's resnon -
~ .,_-, '-· r 
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siveness to it, and the pa.stor's responsC'. to rhC'. congregation. Some­
times calling upon a conference or association staff person to assist 
in chis process of evaluation and interprerarion is warranted. 

For personal wel.1-bcing and effectiveness, the pasror .needs a 
group wirhin the coogregarioo \.Yith whom there can be real op('. n­
ness about man:e;-s regarding the church that may be troubling m 
rhe pasror. The commitree needs rn be alerr to rhe pasrnr's concerns 
between its meetings as well. The comminee needs ro encourage 
the pastor to plan time for person'.ll recrearion, exercise, relaxation. 
spirirnal developmenr, and personal relarionships. Demonstrating 
concern for the pastor's total being in minisrry communicares 
genuine acceptance and care for rhc person who h'.ls been called 
to "t'quip the saints of die church." 

The committee should meet regularly. The purpose of regular 
communication benveen rhe pastor and the committee is to provide 
support and to lessen the possibilities of misunderstanding. Issues 
are not to be forced . At some meetings more time can be given ro 
discussion and srudy of general issues, such as those noted by the 
case studies found in Section lX. An alert but relaxed attitude is 
necessary so that when sorm:diing surfaces rhar needs discussing, the 
anno~phere for communication will already h2ve been established. 

C. I-In.PING THE OmRCH AND PASTOR DEAL 'w1TH CONFLICT 

Although the functions of rhe Pastoral Relations Comrnir.tC'.e 
are designed t:o prevent destructive conflicr and misunde rstanding 
by promoting healthy relationships, sometimes such conflict does 
occur. At these rimes, this committee can sC'.rve as the reconciling 
agent ber.veen the pastor and the congregation. lf serious conflict 
arises, the committee will want to call upon conference or associa­
tion staff who arc experienced in rhis area. The committee can 
develop a written procedure for rhe resolution of serious diHerences, 
including the use of omside consultants such as conference or 
association sraff. 

Disagreements must be negotia.red as soon as possible or rhey 
will dissipate .mengrh. The congregation has a high srake in harmo­
nious, caring relationships b('.ing created in the midst of differences. 



-=--=--==--=---=---==---==-==========:::( II/)============== 

One of the services to a congregation that a Pasrora! Relations 
Committee can offer is to learn and then teach the arr of successful 
negotiating. 

Not all disagreements can be resolved. Because people are so 
differenr in rheology, personality, and background, some differenc('.S 
can never be totally eliminated. Richm'.SS and strengrh in ministry 
may come from an appreciation of diversity in the church. But, that 
will only come about as the resulr of an intention:il atmospherC'. of 
good communication and dear confidentiality. 

Sometimes when conflict arises there is danger of focusing 
only on the relationship between the congregation ::nd the pasrnr. 
The Pa.storal Rc~lations Committee worb ,1-·ith the pastor in manag-­
ing conflict and negotiating differences whern:ver they arise bi:-t·.veen 
the entire pastoral staff or individual members of the staff and (he 
congregation or between individual members of the pastoral staff. 

D. ADVOCArING CONTINUING EDUCATION FOR THE PASTOR 

Perso,1s serving in pasrnral roles rnx-d continuing education 
experiences. The rapid rate of change in society and the church is 
such rhar effoctive ministry i.s highly dependent upon cont:inuing 
education. The commirtce needs rn encour;-ige the pastor ro partici­
pate in continuing education programs and in planning a sabbatical 
that builds upon strengths and deals with weaknesses \vi thin the 
pastor's ministry. The committee needs to be scnsirive both to the 
pastor's needs and ro r:he need.s of rhc congregation as the commit­
tee assists the pastor in making dccis:ons about personal and 
professional growth. 

Churches that have more than one member on the pastoral 
staff should encourage them to participate in workshops designed to 
enhance the working relationships among pastoral staff members or 
ro seek other staff development resources. 

Continuing education will result in great:er skills and knowl­
edge for use in setvice to the local church. The Pastorai Rdations 
Commin:ee m:~y need to advocate that the pastor have quality 
continuing education. Members can interpret for the congregation 
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that rhe funds expended and rime taken by the pastor for personal 
or professional growth are not for vacation. 

The committee wiil want to assure that the congregation 
provides time away from normal duties for continuing education. 
A specific number of days per year should be allocated to the pastor 
for this purpose and adequate continuing education funds from 
the congregation's budget allocated each year. Whether or not 
funds and rime can be accumulared, and for how long, should 
also be clearly decided and provided in a ·.vrinen personnel policy 
statement. 

Congregations may grant a sabbatical leave to a pastor afrer 
a determined amount of service (usuallv five or more years). If rhere I , , 

is no sabbatical policy, the committee will want to consult with the 
pastor in developing a sabbatical proposal and then presenring it 
to the appropriate board or committee for prestntatio:1 to the 
congregation. 

E. ADVOCATING PARTlCIPATION IN UNITED CHURCH OF Cf!RlST 

AND £CUMF.NICAL ACTIVITY 

The committC'.e can play an important rolC'. in supporting and 
advocating the pastor's participation in the life of the wider church_ 
Doing so hdps to under.score that the local church is itself part of 
a wider church and that the pa~tor has responsibility ro f-i.ilf'ill this 
widC'.r church dimension of ministry by virtue of being an autho­
rized minister of the United Church of Christ. 

The pastor may be dccr('.d, appointed, or requestC'.d. ro servc 
on boards, rnmmittC'.e.s, or task forces that are denominarional or 
ecumenical in nature. Pasrors are likely to have borh voice and vote 
in United Church of Chrisc :1ssociarion and conference ;mnual 
meetings. These opporrnnities to serve the wider church mission 
and ministries are not to be seen as in addirion to, but rather a p;!rt 
of, the ministry of pastors. The committee can encourage participa­
tion and help to interpret such participation ro members of the 
local church_ 
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F. MONITORING THE £VALUATION PROCESS 

The committee needs to be helpful in seeing that a procedure 
for the evaluation of the pastor takes place, that the process is fair, 
and that the primary focus is to improve ministry, not to assess 
failure. The Pastoral Relations Committee should be a strong 
advocate for evaluation based upon mutually accepted goals and 
objectives. 

The booklet "Clergy Evaluation," from the Parish Life and 
Leadership Ministry Team, can help in the evaluation process. 

G. REvlEWING THE PASTOR'S COMPENSATION ANNUALLY 

Demonstrating concern and expressing understanding for the 
pastor's financial needs are important tasks of this committee. The 
compensation of the pastor should be reviewed annually. This 
committee may need to be an advocate for adequate financial 
support when the budget is being considered. 

The relationship between the pastor and the congregation can 
be enhanced by candid discussion concerning cash salary, housing 
allowance or parsonage (with allowances for utilities, repairs, and 
general maintenance), benefits (such as annuity; medical , dental , 
disabiliry, and life insurance; social security allowance; continuing 
education funds and time; vacation and sabbatical leave), ministry 
related expenses (such as auto allowance or mileage reimbursement, 
office supplies, meeting costs, books and subscriptions, secretarial 
support and temporary staff assistance) . 

Conference staff in the United Church of Christ are able to 
assist local church leaders in their evaluation of pastoral 
compensation packages. Conference guidelines of salaries and 
benefits are developed with an awareness of local abilities to support 
pastoral leadership financially and the experience of United Church 
of Christ local churches and pastors across the nation. 

In some churches, the pastor may negotiate directly with the 
Pastoral Relations Committee regarding compensation and benefits. 
When agreement is reached, the committee may take the initiative 
and present its recommendations regarding compensation and 
benefits to the local church's appropriate committee or board. 
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In local churches that use another process for reaching such 
agreements, it is a good idea to include a time for review of pastoral 
compensation annually in the work of this committee. 

For this reason, the committee needs to discover what is 
appropriate compensation and educate the congregation regarding 
ministerial compensation. The pastor's compensation should be 
measured against reaiistic standards, and then recommrndations 
should be made rn those !ocal church bodies which formulate and 
pass the forthcoming annual budget. 

The senior pastor may bring H:commendacions co the com­
mittee concerning ocher staff members' compensation since that 
person is in a good position to appraise each staff m(:mber's minis­
try and negotiate with each staff member personally. This can be 
discussed with the committee and then a final recommendation 
rega.rding staff compensation brought to the church or designated 
committee. It should be clearly understood where the final aur_hor­
ity for setting staff compensation resides and the role of rhe senior 
pastor to orht'.r pastoral staff in the process. 

H. ASSIS11NG IN START-UP WITH THE PASTOR 

The work of che Search Committee continues until the new 
pastor has arrived, is received by the congregation, and is installed 
by the association and local church. Because search committees 
disband once their work is done, it is helpfui to have the Pastoral 
Relarions Committee work with the Search Cornminee to ensure 
that the transition in leadership is smooth and that commitments 
which have been made r:o rhe new pastor are honored. 

W'.hen the decision is made to call a new pastor. the Pastoral 
Relations Committee will want to "vork with the Search Committee 
ro see that there are as few unspoken expectations as possible. 
Expectations that are never laid on the table and, Lhcrcfore, never 

mutually affirmed, can become sources of irritation and conflict 
that impair che relationship and sometimes set it up for failure. 
Making sure those expectations are surfaced and negotiated will 
make the task much easier for the ongoing work of the .Pastoral 
Relations Committee. 



=============<20)=::============ 

It may be helpfal to recall the expectations of the congregation 
and/or Search Commirtee expressed m rhe new pastor on the "Locai 
Church Profile." Many congregations use chis document in the 

search process as a w;,y of surfacing congregational expectations. 
This document could be the guide fr,r negoriating additional 

expectations of the new pasmr. 

Of course, no pastor can be found who will fulfill all rhe 
congregation's expecrarions. The church should ahvays be ready to 
deal realistically ,virh what it w.1nts from a new pastor. This com­
mittee can be the group thai: helps everyone deal realistically with 
expectations. There is no greater cause of low morale and eventual 
conflict in minimy than the unresolved conflict of expectations 

beGveen pastor and people. 

The Pastoral Relations Committee will wam to be especially 
observanr and available in the first six months of the new pastor's 

tenure. The comminee can help rhe pastor and the congregarion 
adjus:: t:o each other and come to accept the differences rhar exisr 
in the new relationship from the previous ones. 

At the end of six months, the pastor and the committee wiH 
w,mt to discuss how things are going irr the new relationship. Some 
helpful qoestion.s which might be asked are: 

• How do the new pasror and the congregation feel about the 
relationship and why? 

• Are there items rhat need to be handled in the normal process of 
beginning tbe relationship? 

• Are there any concerns rhar need to be responded to quickly so 
that they do not continue to block satisfactory start-up? 

• Are ther(· any surprises? 

A similar conversarion should cake place at the end of one year. 

It is often difficult for members of a congregation ro make tht' 

transition from the previous pastor to the new one, especially in the 
first momhs after the arrival of a new person. It is natural for some 

to feei more comfortable in calling a former pastor at a time of crisis 
or celebration. For the sake of th('. ongoing ministry of the church, it 
is important to make the transfer to the new pastor's leadership as 
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smooth and as full as possible right from the start. The Pastoral 
Relations Committee can be very helpful in this time of transirion 
by interpreting this need and its importance to the congregation. 

When a new person joins the sraff of the church, the Pasroral 
Relations Committee can see to it that the new pastor-and family, 

if family members accompany the new pastor-is orienced to the 
church and rhe community. 

] . ASSJSTING "1TH TF.RMIN,\TION PROCEDURES 

Emotions like those experienced by persons in grief are 
experienced by a congregation and the pastor when a resignation 

is announced. One of the early tasks of the Pastoral Relations 
Cornmiuee should be to work through basic procedures that will 
apply when a pastor is in transition. 

The Pastoral Relations Committee helps all parties move 
through the process following resignation by the paswr so that 
they emerge betc:er :-ible to carry on ministry in the name of Christ. 

Emotions wward the pastor may run the gamut from deep love 
to bitter animosicy. Other feding.s such as anger, rejection, disap-· 
pointmrnr., concern, depression, and guilt may be part of rhc 
experience. Such feelings may be directed at anyone involved. 

The commitc:ee needs to help the congregation and pastor work 
through their feelings. 

How is this done? One way is by pairing, in their own conver­
sation and perhaps in statements to the church, every negative state­
ment with a posicive one. For example, "\Y/e will deeply miss our 
pastor, but we are sure that God has called her/him to another area 
of service where ochers will respond co her/his leadership and care." 

A fareweil service should include the celebration cf specific 

accomplishrnents in the pastor's ministry and expressions of appre­
ciation. This will be hdpfol to the our.going pastor and, just as 
important, it will help the congregaiion to feel good abom itself. It 
·.vill enahie members of the congregation to appreciate their capacity 
to hrnction in a Christlike manner even in difficulc rimes. It will 
give rhern hope in their ability to relate t:o future leaders. The service 
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enrided "Order for Times of Passage: Farewell" in Book of Wrorship 
Urziied Church of Christ provides a framework for this service. 

In rhe case of a forced resignation, the committee needs to be 
very sensirive to the situation and be supponive of rhe pastor (and 
family, if family members are present), as well a.s help in the healing 
process with the congregation. The committee needs to help the 
church be fair in aH aspects of the simarion, including allowing 
suHicient rime, with compensation, for the paswr to find anorher 
position, realizing that a resignation wichout a place to go increases 
the difficult-j of finding anorher position. A sir.uarion handled 
poorly and withom compassion can produce pain within the church 
and impair the church's future ministry. 

The commirtee can help plan for and conduct an exit inter­
view. These have proven to he an invaluable resource to the Search 
Commirtee for closure of a pastorate. Exit interviews may be 
conducred at the close of a positive ministry or one which was filled 
with stress. The commirtee may obtain a sample exit interview from 
the notebook usually used by Search Committees entitled A Local 
Church Saks a Pr.LStor. 

This section has covered a host of responsibilities. AH are 
aimed at helping the Pasroral Relations Commirree define its 
.responsibilities; establish dear and workable directions, goals, and 
plans of action; and help rhe congregation understand and value the 
ministry it performs. The resources listed at the end of this book.let 
shouid be in the local church's library for the purpose of enabling 
the Pastoral Rdations Committee to do it.s besr work. 

VII. Pl.ANNING COMMITTEE MEETINGS 

C/f; a general rule the commictee should meet with the 
pastor at least four times a year. However, in the first six months 
of a new pastorate or newly formed commirtee, monrhly meetings 
may be very helpful. This gives time for training when a committee 
is just beginning its experience. Regular meeting dates should be 
established. If a meeting is called only in times of trouble, the 
purpose and effectivenC'.ss of the committee will be weakened. 



The effectiveness of the committee rests heavily upon rrnst 
being built and mainrnined between the pastor and the committee. 
In order ro ensure confidentiality, committee members must refrain 

from telling anyone, even spouses, about the conrenr of the meet­
ings. Some commirrees do not keep minutes. If minures are kept, 

they should be only a brief liM of decisions made. The minutes 
should not be shared beyond rhe committee. Reports of the Pastoral 

Relations Comrnit:tee to the governing board or the congregation 
should be general narrative, not a compilation of the minutes. 

Ir is good to have a wdl established agenda for each meeting 
of the Pasr.ora.l Rdations Committee. The l.t·ariers ' Box (Card C2) 

gives some excellent suggestions to any committee that seeks to 

improve: its agcnda buiiding skills. It is important that the agenda 
for every m(·eting of the committee be shared well in advance with 
all participants so that proper preparation m:1y be done by all 
members prior t:o the meeting of the committee. It is a good idea to 

begin every meeting with an agenda check even before conducting 

devotions to make sure everyone agrees with it before starring. 

'fime wiH not permit every item iiste<l below ro be discussed 
at every meeting. Some of the items lisred are annual emphases and 
others might be considered as th('. need arises. 

A. Agenda check: "What isrnes will we ralk about?," led by the 
chairperson 

B. Communitv building: Catctlinf:! up wirh each orher. led bv rhe I . , ., . ✓ 

chairperson 

C. W'orship: hrid. devotions, led by a member 

D. A. time for taking the pulse of' rhe congregation , where hurts 
are shared and victories celebrated, led by the chairperson 

E. Relational issues from the pastor that need reporting and 
discussing 

1. An event or (·xperience to share and celebrate 

2. Recent clisappointmenr 

3. future e:<pectations 

A. Most persistent concern 

5. Other concerns, ideas, feelings 



F. Relational issues from the congregation that need reporting and 
discussing, led by the chairperson 

1. Areas of strong satisfaction with and appreciation of the 
pastor at the present time 

2. Specific items that have caused some negative reaction or 
expression of concern 

3. Other feedback 

G. Specific issues assigned for this meeting, such as annual 
compensation, review of the pastor's or congregation's 
performance compared to expectations, and continuing 
education plans of the pastor, led by the chairperson 

H. A training session to help the committee function better, led by a 
designated person 

I. Assignments for next meeting, led by the chairperson. Are there 
steps that should be taken to try to resolve or improve a 
particular situation? What needs to be communicated to the 
congregation? What groups or individuals should be contacted 
in order to clarify and interpret the pastor's or congregation's 
ministry? 

]. Closing prayers for and with one another as all continue in the 
ministry and service of the church, offered by a member. 

As the work of the Pastoral Relations Committee progresses, 
there are ways to increase the skills, knowledge, and effectiveness of 
each participant. Here is a list of suggestions from The Leaders' Box 
(Card B22), which may help the committee: 

• Listen to what church members are saying about programs, 
ideas, and the pastor. 

• Read The Pastor and the People: Building a New Partnership for 
Effective Ministry by Lyle Schaller, which includes suggestions 
for writing position descriptions and surfacing expectations. 

• Use "Clergy Evaluation," a booklet from the Parish Life and 
Leadership Ministry Team, for ideas about appropriate 
methods of evaluation. 

• Order the booklet "My Pastor Has a Family," a resource of the 
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Parish Life and Leadership Ministry Team (when appropriate) 
for committee members. 

• Ask your conference for guidelines on pastors' salaries. 

• Have the chairperson and pastor get together to discuss issues 
to be brought to the meeting. 

• Meet regularly so that you establish an open relationship and 
are able to speak comfortably with each other. 

• Rotate the membership of the committee, so that there will be 
continuity of those familiar with the committee's work. 

• Meet in a setting where you will not be interrupted or 
overheard. 

To a large extent, any local church's effectiveness depends on 
a productive partnership between laity and clergy. It should be 
evident that a variety of avenues can be used to improve these 
relationships. But, the local churches that maximize the potential 
of their Pastoral Relations Committees will have the best 
opportunities for effective ministries within their own faith 
communities, local communities, and the world. 

In churches that have multiple staffs, good relationships 
within the staff and between the staff and the congregation are 
of critical importance if the ministry of the staff is to be strong 
and effective. 

In most churches, the action to add to the professional and/ or 
support staff brings up the question oflines of accountability and 
responsibility. There are no set rules for arranging these lines. The 
predominate model suggests, however, that within the United 
Church of Christ, where there is a designated senior pastor, all 
additional professional and support staff are accountable and 
responsible to her or him. 

However, there are times when other staff members feel a need 
for a committee with whom they can discuss their ministry, their 
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goals and concerns, their continuing education plans, and even their 
conflicts. The Pastoral Relations Committee can be a positive 
influence by helping staff work through their plans, ideas, concerns, 
and differences together. The comminee can do rhis in several \vays: 

• Help at the very beginning of a staff member's tenure to clarify 
and understand roles. This, in. turn, can be shared wir.h the 
congregation so that misunderstandings about staff roies can be 
eliminated before serious divisions occur. This permits sr.aff ro 
work in a rda.-xed atmosphere, freeing their energy to be used in 
ministry and service. 

• Help to assure that personnel policies are in ptice so that staff 
members can be clear about what is expected of thern . 1\ person-· 
nel manual may be written by the committee or assigned to 

some other board. If the latter is che choice, the Pastoral Rela­
tions Committee should monitor the poiicies. The kinds of 
questions they might raise are: "Are the policies fair and caring 
fix the congregation and for the mff persons?'' "Do the policies 
honor one sraff person over another?" "Do allow·ances go to all 
who need them?" "\\7ho is entitled to time and money for 
conrinuing education?" "Is compensarion built on the least that 
can be paid or on what is fair and caring?" 

• Provide a system of support and understanding for all staff that 
will do much co promote good relations among staff. The 
committee must recognize the responsibility of the pastor or 
senior pastor as the supervisor of the staff (if chis is the way your 
multiple staff policy is stated) and be carefol co work in a way 
that is supportive of the entire staff All pastoral staff need a 
group to share frusrrarions or good frdings in order to receive 
an objective critique of relations among staff and between staff 
and congregation. 

The tasks of rhe Pastoral Rdarions Committee are vital to an 
effective ministry in any local church of rhe United Church of 
Christ.l'he Parish Lifo and Lcadmhip Ministry Team covets for every 
local church of our denomination a healthy and productive ministry 
and mission. In a multiple staff setting this cakes work among staff 
as well as between staff and the congr('.gation. 
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IX. CASE STUDIES 

'fi;e case studies in this secrion were prepared by I\.fanha Ann 
Baumer, Conference Minister, for use in the Illinois South Confer­
ence: of the United Church of Christ. They focus on the roles and 
rehrionships of the pastor and congregation. ·rhe use of case srudic:s 
is a good rool as part of the training and preparation of Pastoral 
Relations Comminees. Tht:se ,Ht· just the kinds of issues that 
Pastoral Relations Commirtec5 must deal wirh. Focusing on rhc 
issues hefrwe thl·y an: a point of tension between the pastor and 
congregation allows f,11.· creative preventative measures and shaping 
the ministry of tbc pastor and congregarion. 

A use srudy could be used e.lCh time a Pastoral Rdations 
Committee meers or several could be used in a training CVl'nt . After 
npcrirnce with these, ..:hurches may be able ro devdop their ovm 
case studies. 

A. VISITATION 

Mr. Alpha was fussing ro his neighbor. Borh of them are 
members of Sr. lohn U nired Church of Christ vvhere a new ;:>asror , . 
recently b<:.gan. 

·'Do you know what?" Mr. Alpha sputrcrrd. "Thar new pastor 
has11'r been here ro see me yer! And it's almosc t,vo months since 
she brgan. I've,: mind to t'all the council president and complain. 
Wouldn't you think we'd get a good pastor for ;1 change?" 

That afternoon rhe neighbor diancd 011 the phone to his 
daughter, also a Sr.. John member. "Old Alpha says our ne,v pastor 
docsn 't do her job. She hasn 'r bet'n seen in this neighborhood 
yet: Excepr, of course, driving through with her kids on the way 
to school." 

And still later, the daughter mid her husband . .. Guess we got 
taken again. S<:.em.s our pastor has offended the \.Vhole congregation. 
Wouldo'r you think we deserve betrer?" 

For Discussion: 

l. \v'hat does your congregation expect your pastor ro do? 
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2. \Vhat are the various responsibilities which he or she must 

carry? 

3. \Vhen listing "visiting" as a responsibility, what do you mean? 
What priority should be given to the following kinds of calling: 

• A caH to one who visited worship last Sunday 

• A call to a member who is hospitalized 

• A call to a member who lives in a nursing home 

• A call to an active attender 

• A call to a member who rarely attends but is healthy 

• A call to an unchurched resident who has asked for help 

4. How would your pastor be m:eived if she arrived at your home 

unannounced for no special reason? Should she call? Should 
there be a purpose to the visit? 

5. \Vhat is important to your congregation about pastoral calling? 
\\1/h,:t is its purpose? 

6 How vvHI a new pastor know vvho in the congregation needs to 

be calkd on and who expects to be called on? 

7. How will you ask a pastoral candidate about his or her under­
standing and prac:ttce of pastoral calling? 

B. Av:4-HABH.ITY 

~.,fr.s . Beta has complained ro a council member that Pastor 
Gamma is never around when you want him. "Seems he's always 
our of town, usually attending those conferencC'. meetings. Don't 
know what he docs there, anyway. '-;/./e hirC'.d hi.ri1 to be our pastor, 
afrer all." 

When asked in the council meeting about his availabilitv, 
~ . 

Pasrnr Gamma agm:d rhar he had been away from W\vn several 
days this month . Two were attending the Conference Board of 
Directors meeting, one was to hear some lectures on theology at 
the seminary, and two were personal outings. He added rhar. he 
had phoned rhe council pres.idem with his plans for the meetings 
and lectures, giving the president phone numbers where he might 
be reached in emerge.::cies. The personal outings he considered his 
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"days off' and did not foci that he needed to account for them since 
he 's entiried to at least one day off each week. 

For Disc:ussion: 

1. How do you expect yo,,r pastor tO be available to church 

rnernbers and others? \Vhen? And \vhere? 

2. Do you expect your pastor to maintain office hours? How long? 
How often? For what purpose? 

3. Does your church provide a corwenient, comfortable, and 
pleasant study for your pasror' s use? 

4. Consider why iris important for your congregation and for 

your pasror that he or she continue to study and learn. How 
does your church hdp to make a good continuing education 

program possible for your pastor? 

5. Do you expect your pastor to be available at any and all rimes 
by telephone? \X'hat's reasonable? 

6. \Vhen your pastor must be away from town, hov>' do yon plan 
to be able to reach him or her? When is it all righr ro do so? 
\'\'ho should be the one(s) to make the contact? 

7. What is the difference when the pastor is 

• in the office 

• out calling 

• ac a meering 

• ;1t home 

• in a counseling session 

• having a day off 

• on vacation 

• :mending a lenure 

• working on a sermon 

8. r'\s a rule, bow many hours or units (a unit is one morning or 
afternoon or ev~'ning) is it reasonable for your pastor ro work 
each ·,veek' Ho,v do you assist him or her in determining what 

tasks rake priority? What role do church members play in the 

Pastor's healthy lifestvle? , , 
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C. NEW MEMBERS 

"Pastor," the council president said, "we want you to get more 
new people into this church. There are just not enough of us any 
more and we're getting old. There's lots of room on Sundays for 
people to come to church, and if you don't get more here v.,,e \von' t 

be able to pay your salary." 

"Yes, but when I called on that couple who last visited us, they 
said they didn 'r feel welcome!" 

"Well! They didn't seem to understand how we do things in this 
church. If they'd come rnore often, they'd learn." 

"The Smiths have suggesred that some of the younger adults 
would like to eat together once a month. They' re thinking wirh me 
about a Sunday supper, just a simp[e meal, as a time ro get ac­
quainted and to talk about rhe sermon and other things from time 
to time. They said there might be ochers who have some ocher 
interests and thev'd like to get to know them." , , 

"We don't need to do that. They can come to the Guild or the 
Brotherhood. They both need new blood." 

"No, they don't want to do that. I'm nor sure just ,vhy. but 
when I invited them they just said it wouldn't fo their schedules." 

"They could come if they want to. You don 't need to catC'.r to 

them; and we don't, either." 

For Discussion: 

1. How do you expect to include newcomers in your congrega­
tion's life? 

2. \Xihat do you expect yonr pastor to do? Is that reasonabie? 

3. Do you allow r.he necessary time in the pastor's schedule of 
things to do? And does new member involvement take priority? 
Over what? 

4. \\,'hat if a suggested new group meets the same night as the 
Guild? Which group should the pasr.or attend? Why? 
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5. \'fhat prt'.s:.-:ndy atrraci$ new people rn your congregation? \X'hat 
might be keeping them away? 

6. ')?hat do you and other members need to do ro receive new 
members inrn your cong:recation'.s life? \'viii vou do that? Or 

" ..... b I 

do you do that now? 

D. CI-IANGf-~ IN \X'ORSHIP 

"Welt, I never! You'd never know this was the United Church 
of Christ!" 

"\Ve never did ir this w;;y before and 1 think it's wrong!" 

''· I -:eruinly never n:mernber th•? confession afrer the sermon. 
Doesn 'r seem right. And t:he bread!/\ • ..,,hole loaf torn in h;i!f and 
passed around!" 

"/\nd the mu:-:ic. I rhink Former Pasror didn'r do it that way." 

Needless t:o say, d1Jnges were made in the service of worship. 

For Discussion: 

1. How are changes in worship introduced in your church? 

2. \~'har is your pastor's role? 

3. What should she or he do when desiring to make a change? 
' \VT' • l I ,· !: f h • ' 4. w nae ts t 1e ro e or mem Jers 01 t e congregation~ 

5. How might somerhing "new and diffrrenr" be introduced 
effectively in vour co1w,reg,ation? . ' ' 

6. fa there a board or committee which deab with worship:' What 
is its respond)iliry? How are rnemb('.rS chosen and to whorn 
are they responsible? How do you expecr 1:hc pastor to v,rork 
with them? 

I . If there .is no such group, hov.1 does the p,istor introduce ne,v 

ideas and practices? How does the pastor receive the congrega-­
tion' swishes and reactions? ~!here are new ideas and possibili­
ties discussed? What provision is there for chang<: co be made 
and for the congregation to learn various ways ro worship? 
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8. \;(t'har: worship cu,toms seem rno~r "sa.cred" to you? And whar 

are simply cornfonable? 

E. SERVING OOTSJDE Tl-!£ LOCAL CHURCH 

Pastor Delta announced to the council rhar "I'Ye been asked 

to serve on rhe Conference Board of Directors and I'd like to accept. 

But before I do. I want vou to lrnc.nv what ir would mean for St. . , 

John. I \vouid need to be away from rown for board and rnr::mtttce 

meetings. I suspect I'd need to spend some time in prcpararion for 
rhose, and there might be some work for our church secretary to do. 

1 know l'il be involved in helping plan and pull off die annual 

mission festival the rnnkr('.nce has , and we may be asked co host 

a visiting missionary frorn time to time." 

" Here we go: Just ·when we were getting used to you and 
likin?' vou! That conference alwavs comes and gets our ,,ood pastors . 

..,_') ✓ I 0 

Thev never lcl il5 :-ti.one. Thev' ll take all vour time and we'll never 
' ' ' 

"' see you: 

"W.hat:'s more, I'm not so sure about wh::t they do. I've heard 

strange things, frankly. I know they keep asking for our money, 
too. Now i:hey want you." 

"l know 1 need w be responsible to you," rhe p«stor replied . 
"But l v;:ould like to accept. You knov,, both the congreg:uion and 

I are members of the confcn:oce. l know sometimes it sc·ems the 

United Church of Christ does chings W('. don't fully understand or 
even ,vith which we disagree. But we arc the United Church of 
(]1ri:,r.,, 

"Maybe if you 'd be i:here they wouldn ' t do those dumb 
things." 

"\V ell, I'm not sure l can guarantee that. But I can guarantee 

dw I'd <lo my best for the whole church. I c;m raik wich you about 

what I'm doing and, from time to time, mention ir to the congrega­

rion in a sermon or in informal comments in worship. And, it 
would be a way for all of us to be a part of the whok church. Thar 
includes our church, but it's a lot more than just our church." 
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For Discussion: 

l. How do you expect your pascor to represent your congregation 
in the conference and denomination? In the ecumenical 

church? 

2. How do you expect your pastor to represent the whole church 
of the United Church of Christ, and the ecumenical church, 

within the life of your congregation? 

3. How do you and other members share those responsibilities? 

4. \\-'hat kind of a "mernber" is your congregation in the confer­
ence, the United Church of Christ, the ecumenical church? 

5. How docs the life of your congregation show that you are a 
part of the whole church of Jesus Christ? 

f. BAPTISM AND A FORMF.R PASTOR 

"Pastor, we wanr our new baby baprized. \Y/c'vc invited the 
whole family and some of our friends. They'li aH be :it the house 
next Sunday so come at three o'clock and we'll be ready. You can 
do the baptism in the iiving room ." 

"I don't do baptisms that way. '::tie need to talk. Can you come 
to see me rhis week? Or can I make an appointmenr ro come to 
your home to talk to the two of you abom this? " 

"But: we have all the arrangements made. ~'har's to ralk 

about? Our other kids ,vere done that way. Former Pasror didn't 
complain." 

''I'd like to explain to you why I can't do what you're asking." 

"Forget it. \X'e'll get Fonner Pastor to come." 

For Discussion: 

1. \\-'hat does baptism mean? W'hat happens in baptism? ~ 1har. is 
chc role of the congregation? The parents? The sponsors? The 
pasror? 

2. How do you expect your pasrnr to respond to such a request for 

a private baptism? Why? 
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3. \\-'hat does the pastor need to consider 

• abouc the sacrament? 

• about the fomily involved? 

• about the congregation? 

4. "'v:'hat is the response you expect from Former Pastor? ~.X-1ty? 

5. Is it ever ethical for a former pastor to be involved in the life of 
the parish? If so, under what circumstances? With what 
arrangements? 

G. TFACHING CONHRMATION 

In August, New Pastor called a meeting of all the potential 
confirmation class members and their parents. She outlined the 
course which she expected to pursue over that year, ·which she had 
developed with the approval of the Christian Education Commir.­
tee. She told the dass members and their parents the proposed 
schedule of class meetings as well as the expectations for church and 
church school attendance and for a service project. 

In December, Mrs. Jones called New Pastor ro say that 
Johnny would not be in class this week. She knew he had used all 
his allotment of "cuts" bur indicated that he wanted to play ball 
and this was his only chance. New Pastor responded that it was 
unfortunate since now John would not be eligible to consider 
confirmarion in the spring because of missing too many classes. 
Mrs. Jones was forious, saying rbac she hadn't had to do that when 
she was in confirmation and she had no intention of having her son 
treated this way. 

New Pastor indicated that there would be many oppommi­
tics, surely, to play ball. Mrs. Jones said New Pastor didn'c under­
stand that ball was very important to John and that she and her 
husband believed he had the potential to be a star. Fun.her, she 
intends to take the subject up with the Christian Educat.ion 
Committee or the Consistory. 

For Discussion: 

1. What is the committee's role in this dispute? W11at is the 
pastor's role? The parents'? The student's? 



---------- ------~=· ===-=--·····=---·-·-:::::::::::::= 

2. What would happen, really, in your church? 

3. What do you expect of your pastor concerning confirmation? 
Of the parents? Of the sr.udems? Of church boards and 
members? 

4. How do you discuss your expectations concerning confirmation 
and any other matters with your pastor? 1-fow do yon hear your 
pastor's expectations? 

5. What can your pastor expect from church members? From the 
governing board? Where and how ,,,,ii) support or correction 
be offered? 

6. In what ways are the governing board and the committees of 
your church prepared to support the pastor when the pastor 
meets resistance to a program or policy the group has approved? 

7. How do rhe officers of your church and your pa,;tor '"''ork 
together? \\'hat are their responsibilities to each oth(•r and to 

the congregation? 

H. ADMINISTRATION 

"Let's get this council meeting going. I call it rn order. Pasmr, 
will you pray?" 

"Yes. Let us bow our heads in prayer.'' 

Three hours iater, "I guess rhar does ir. Is there a motion to 
adjourn?" 

"But ,ve have lots to do yet!" 

"W'h d I) ' \VI' ' b • l' • h .. at o you mean, astor, we ve een here a i mg t . .. 

"I thought you'd ask for my rcporr. I have it ready. And I also 
have a number of questions and items which need your attention." 

"Well. ier's get on with ir. It's late. I guess we could stay a linle 
v,;hile yer, but I'd rather not. Can't this sruff •,vait?" 

For Discussion: 

1. 'Y/hat role do you expect your pastor to haVe in your church 
governing board? 
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2. Who forms the agenda,5 for meetings? When? How? Who is 
consulted? 

3. W'ho follows up when an action has been taken? 

4. How arc the members accountable? W'hat is their role bet'Ncen 

meetings? At: meetings? 

5. How do your governing board and your pastor work rogether 
to serve your congregation? 

L POL.ITICAL ACT!VlIT 

"Did you see the news? Our pastor had a letter to the editor in 
the paper about the school bond issue. And I hear she's thinking 
;ibour running for the school board." 

"ReaHy, I didn't think a pastor could do that! After all, they don't 
pay taxes, do they?" 

"I don't know. I chink they pay state taxes, and I kno,v they pay 
sales taxes. I never thought about it. It just seems funny to have the 

pastor messing around in politics." 

"You know she preaches about politics sometimes. Says we're 
supposed to vote. And she talks about civil rights a lot. I a!v.,,ay.s 
thought religion and polic:ics don't mix." 

For Discus~io.n: 

I. Is it ever appropriate fr1r a pastor rn be a member of a school 
board, city council, or other governmental body? How would 

your congregation support such a role for your pastor? 

2. How do religion and policies mix? What are your expectations 

of your pastor in relation to preaching about current affairs or 
conditions .in our nation and world? 

3. What is the role of the Christian faith in our secular lives? 
How is your pastor expected to make that connection for your 
congr('.gation? 
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J. THEOLOGY 

"Pastor, why don't we say the creed anymore? I miss it. We 
always used to say it. \Ve had to memorize it whrn 1 was a kid, 
and it doesn't seem right not to use it." 

"What creed do you mean?" 

"Tl ,\ l • C -1 .. " •• 1e npost es .;reeu, ot course. 

"Well, I rhink rhe language is difficult for lots of people roday, 
including me. And I struggle with rhe line about the virgin birth 
since I have questions abour rhat. So 1 just avoid it and use ocher 
things." 

"'X•11at? You have questions? I thought rhey taught you what to 
believe in seminar;! Didn'r rhey? And I cerrainly believe Jesus was 
'born of rhe Virgin Mary'! \v'hy, I'm shocked at what you said. I 
never knew that about you. I always thought you and I believed 
the same things." 

For Discussion: 

1. W'hat bdids about the Christian faith are central to your local 
church? How are they expressed? 

2. \v'hat statemenrs of the Christian faith are most v,:idely accepred 
in your local church? Why? 

3. W'hat room is there for differences of belief or understanding? 
How are such differences encouraged or discouraged? 

1i. Does your church's belief focus most heavily upon one or 
another or rhe three persons of rhe Trinity? \Vhich one? 

5. How do you expect your pastor rn teach you about the 
Christia.n faith? How do you expect to bC'. involved in le;uning? 
In teaching ochers? 

6. \X'har happens when the pastor and members of the congrega­
tion differ? WhcrC'. can those differences be expressed in a caring 
and accC'.pting way, seeking undemanding? Or can rhey? 
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