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PREFACE
The process of pastoral placement within the Georgia-Cumberland Conference has gone through a transition 
period during the last several years. Many can recall the days when the conference simply assigned a pastor to 
a given district and sent a letter informing the church of the decision.

The current practice involves a more inclusive process. This inclusive approach is based in the belief that 
the Holy Spirit works through all who are committed to growing and establishing the church. As Proverbs 
11:14 states, “There is safety in a multitude of counselors!” Therefore, conference leaders are committed to 
joining with the leaders of the local church to maximize the possibility of a good match between pastor and 
congregation. 

There are still exceptions when the conference appoints a pastor to a local church/district. These exceptions will 
be addressed later in this booklet.

This booklet is designed to provide an understanding of the procedure and policies involved in pastoral 
selection and placement. It further aims to encourage local members of ways in which they might serve this 
process in a helpful and productive manner.

Understand, the information collected during the pastoral placement process is not to be shared with any 
potential pastoral candidate, made publically assessable through website, email, or hardcopy. Providing such 
information in any form before the entire process is complete has the potential of derailing the process. 

THE CONFERENCE
Conference leaders are commissioned by the Georgia-Cumberland Conference constituency to effectively 
allocate pastoral resources. The pooling of tithe funds allows pastoral staffing to be distributed throughout 
the conference. The strength of our organization is thus enhanced by a community approach to growing and 
nurturing God’s kingdom in the area we serve.

The responsibility for administering the process of pastoral placement has been delegated to the Department 
of Pastoral Ministries. The Regional Ministerial Directors in this department are assigned specific geographic or 
language-specific regions of the conference and as such serve as liaison between conference administration 
and the local congregation. The Vice President for Pastoral Ministries serves the immediate administrative role 
for the placement process.

The Georgia-Cumberland Conference Executive Committee, after being advised by conference administration 
and the Personnel Subcommittee, is empowered with the final responsibility of authorizing the placement of 
pastors. 
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THE LOCAL CHURCH BOARD
The local church board has the primary responsibility of defining the leadership needs of the congregation 
through the completion of a church profile (included in this handbook). This usually involves the following 
aspects:

a. An analysis of the spiritual and physical challenges anticipated by the congregation over the next two, five, 
 and ten year increments.

b. Provides the groundwork for determining the strengths needed in a pastor to effectively serve the 
 congregation in the areas of his/her spiritual giftedness. 

c. The local church board may suggest names of pastors who may fit the church’s profile (once completed) 
 and possess potential for serving the church/district.

This church profile will be formalized in a meeting with a conference representative who will be involved in the 
process of matching  the perceived needs of the local church/district with a pastoral candidate possessing an 
amicable leadership profile (resume).

THE PASTOR
Those called to professional gospel ministry are not all gifted alike. Each is gifted according to the wisdom of 
the Holy Spirit to provide leadership uniquely suited to the needs of the church. In the early church the laying 
on of hands came after the church was convinced that the gifts necessary for a particular ministry were clearly 
demonstrated. A pastor’s reputation and supporting references usually make personal giftedness clear to 
others. Our conference has chosen to categorize the pastoral leadership gifts into five general areas:

•	 Shepherding—the gifts that generally nurture growth and provide loving care for the members. This is 
marked with an emphasis on visitation, counseling, actions representative of godly love, etc. 

•	 Proclamation—the gifts that permit effective communication and motivating inspiration to groups. This can 
be demonstrated through chosen lifestyle, focus upon mission, exhortation to godly living, the spoken word, 
etc. 

•	 Evangelism—the gifts that emphasize reaching out to influence those outside the community of the local 
membership. This can be marked by an emphasis on public event evangelism or may take on more personal 
or creative forms of outreach. 

•	 Equipping—the gifts that emphasize teaching and training the membership for ministry. Discipling and 
mentoring of others is a primary focus for this leadership gift. 

•	 Administration—the gifts that support the organization and management of projects and institutions. This 
gift provides leadership in developing healthy structures and strategies for managing the resources and 
people needed to accomplish the mission.

Most pastors will have dominant gifts in at least two of the five areas. These strengths need to match the 
determined needs of the church/district. The church should expect to participate in filling the responsibilities 
where the pastor is less gifted. Disappointment can follow the unrealistic expectation that a pastor is gifted 
in all areas of ministry. The pastor, like all of God’s children, has unique limitations that create a need for the 
fellowship and ministry of others. Our goal is to take advantage of the strengths that God has provided through 
His Spirit.
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THE PROCESS
Since our Lord founded the church and also calls pastors to service, the delicate and critically important 
process of matching a pastor to a church/district is of significant spiritual importance and requires great 
prayerful attention. The pastoral placement process is as follows:

NOTE: Because of the timing of church openings and Conference Personnel Subcommittee meetings, there will 
be occasions when some of these steps are not followed in exactly the sequence listed.

STEP ONE — MEET WITH THE LOCAL CHURCH BOARD AND FILL OUT PROFILE
Either the Regional Ministerial Director or the Vice President for Pastoral Ministries meets with the local church 
board.  Whenever the local church board meets for the purpose of collaborating with the conference in the 
search for a pastor, the church board will meet in executive session; official board members only. At this meeting 
they complete a church profile. The conference seeks to get an accurate assessment of the church’s current 
situation and needs. Suggestions for possible pastoral candidates gifted to fit the church’s needs are welcome 
at this meeting.  These names will be included with the list of possible candidates that will be generated by the 
Ministerial Department. 

NOTE: Discussions at these executive board meetings is to be kept confidential among board members. 
Decisions made during these executive board meetings may be shared with the congregation at an appointed 
time, by an appointed church board member.

 
STEP TWO – ADMINISTRATIVE COMMITTEE, PERSONNEL SUBCOMMITTEE AND EXECUTIVE COMMITTEE
These committees meet to discuss the results of the church profile and to review the results of research done 
by the Vice President for Pastoral Ministries on possible pastoral candidates.  Potential candidates are screened 
by checking references of pastoral colleagues, conference administration, lay members, and other avenues 
of reference such as Facebook, archived sermons, web searches, etc.  At the appropriate stage an extensive 
professional interview and a background check is conducted on the most able candidates.  This reference 
research is done by Pastoral Ministries and GCC Human Resources and NOT by local church leaders in an effort 
to avoid duplication and confusion. The Administrative Committee makes recommendations to the Personnel 
Committee who in turn makes final recommendations to the Conference Executive Committee.  

STEP THREE – CHURCH AND PASTOR MEET
Once a capable candidate is identified the Regional Ministerial Director sets up a meeting between the local 
church board and the prospective pastor. The purpose of this meeting is for the local church leaders (board 
members) to get acquainted with the pastor and the pastor to know these members to establish the possibility 
of a good match. Board members are free to ask questions of the pastoral candidate as well as for the pastor 
to ask questions of members. If it becomes apparent that there are significant reasons why  the church and the 
pastor might not be a good match, conference administration may choose not to extend a call to the candidate.  
If this becomes the case, another candidate will be selected by Ministerial to meet with the church board, and 
the previous candidate will be removed from consideration.  Simply stated, the aim of this meeting is to seek 
confirmation of a potential match.  Once a good match is established between church and pastoral candidate 
the church board should take a vote confirming an acknowledgment of a good match. The pastoral candidate is 
also extended the opportunity to confirm his/her sense of a good match

.
NOTE: The church board and pastoral candidate must BOTH confirm their belief of a good match, before an 
official call can be extended BY Ministerial (by consent of Personnel and Executive Committees) to the pastoral 
candidate. 
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CHURCH/PASTOR MEETING: SOME SUGGESTIONS

Timing: Choose a time when as many members of the local Church Board as possible can be present. 

During	the	Meetings:	
1. The representative from the Department of Pastoral Ministries or an appointed conference official will chair 

this meeting. 

2. Spiritual preparation should include an appropriate devotional and well-planned prayer time. 

3. The meeting should include introductions of Church Board members as well as the candidate and present 
family members. 

4. The candidate should be placed where he/she can make eye contact with all present. 

5. Time allotment should be balanced between questions from both board and candidate. 

6. There should be an atmosphere of openness and candor. 

7. The Q&A session should conclude with prayer before the candidate and family departs, allowing privacy for 
Church Board discussion.

The	Question	Session	Should:
1. Avoid inappropriate or illegal questions (i.e. age, date of birth, marital status, financial condition, medical 

history, cultural background, mutual acquaintances, or candidate’s family background). 

2. Resist treating the spouse as though he/she is also being considered for employment, i.e. church leadership 
roles, musical talents, etc. 

3. Avoid aggressively challenging the candidate theologically or philosophically.

Appropriate	Questions	Should	Relate	To:
• Philosophy of ministry
• Professional goals
• Relational skills
• Technology skills
• Mission of the church
• Organizational skills
• Language/cultural skills
• Church school ministry
• Christian education
• Worship style
• Leadership style
• Preaching style
• Educational attainment
• Certifications
• Personal interests/hobbies
• Evangelistic experience
• Work experience  
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IN GENERAL
1. Preference will be given to names of pastors within the conference. 

2. Churches will be authorized to meet with and make a determination of compatibility with one pastor at a 
time, as opposed to meeting with a battery of candidates. 

3. The conference will pay the travel expenses for pastoral candidates and their families only if the proper 
procedure is followed and the conference arranges the trip. 

4. The Conference Executive Committee has final jurisdiction on all pastoral assignments and may choose, 
under special circumstances, to appoint an individual for a specific church without going through the above 
process.  Also, in some incidences internal moves of one or several pastors might result in the above 
process not being followed.   

5. The church provides the conference a church profile and also participates in meeting the pastoral candidate 
to ascertain the possibilities of a proper church-pastor match.  The church does NOT vote whether to 
extend a call or not to a pastoral candidate.  The church DOES vote whether the match between church and 
pastor is a potentially positive one or not.  

6. The conference representative has the exclusive right to make the necessary phone calls to candidates and 
references.  A premature pastoral contact can be disruptive personally to the candidate and to the church/
district seeking to fill the pastoral opening. 

7. An appropriate break between pastors can be a blessing to both the church and the incoming pastor. The 
process that naturally follows the departure of a pastor from a congregation needs to progress for a time 
before a new pastor should step into that void. 

8. Interns will be placed by appointment of the Personnel Subcommittee and the Executive Committee during 
the years prior to their ordination to the gospel ministry. This policy insures adherence to the process of 
training and developing an ongoing body of qualified professional pastors. The conference will be careful to 
vary the locations where interns are trained. 

9. There are occasions when it is necessary to move a pastor that is a current employee in good standing to a 
new assignment within the conference. In such cases the Conference Executive Committee may choose to 
appoint an individual for a specific church without going through the above process. The head elder of the 
church with a pastoral vacancy will be contacted and made aware of the appointment process. 
  

10. The Regional Ministerial Director will arrange for the introduction of the new pastor in the church. 

11. The Department of Pastoral Ministries will try its best to match a pastor with churches that are part of a 
district in a manner that will aim to maximize an appropriate fit for each of the churches in the district.

The Regional Ministerial Director will lead the church board in responding to this questionnaire. A copy of the 
church profile form can be emailed to the first elder for consideration and fact-gathering before the meeting. The 
completed questionnaire should be typed and turned in to the Vice President of Pastoral Ministries.
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QUESTIONNAIRE
UNDERSTANDING YOUR COMMUNITY

1. What are the demographics of the surrounding community?

2. In what ways does the church reflect or not reflect these demographics?

3. What are some of the challenges facing the neighborhood?

4. In what ways is the church connected with the community?

5. What percentage of church membership live in the community?

6. Why should a new pastor consider living here?
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UNDERSTANDING YOUR CHURCH

1. How is your church different today than it was 10 years ago or at inception?

2. What is your church’s current attendance? ________.  10 years ago? ________.

3. Would you say your church is growing or declining?

4. What are the indicators of the above?

5. What are the strengths and weaknesses of your church?

6. How would you describe the kind of person who is most likely to be attracted to your church?

7. What percent of your church growth results from the following:
 a.     Births? ________
 
 b.     Evangelism? ________
 
 c.     Transfer? ________
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8. Where do most members live in relation to the church?

9. How many members have been part of this church for less than 10 years? ________. 5 years? ________.

10. What kinds of outreach ministries has your church initiated in the last two years?

11. Describe the financial situation of the church and school if you have one?

12. If you have a school, how many grades, students, and teachers? 
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IDENTIFYING YOUR CHURCH STYLE

1. Who are you hoping to reach (if different from present makeup of church)?

2. Is your church involved in the community? (civic clubs, crime watch, associated with help agencies, etc)

3. What kind of worship service is preferred?

4. Besides seeking a pastor, what are the most important issues facing the church?

5. What part do the youth have in how this church functions?

6. What else can you share that will help in understanding your church?
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YOUR CHURCH’S FUTURE

1. How would you like to see your church described in five years?

2. What goals would you like to see accomplished in the future?

3. What role will Christian education play in your church?

4. What role will your present youth and young adults play in your church?
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YOUR NEW PASTORAL PREFERENCES

1. What has been the average length of stay for pastors in your church?

2. What strengths did your previous pastor have that are very important to you?

3. How important is the involvement of the pastor’s spouse?

4. How would you prioritize the following pastoral gifts?
________  Shepherding 
________  Proclamation 
________  Evangelism
________  Equipping 
________  Administration 

5. What leadership style would you like to see in a pastor?

6. In matters that don’t necessarily require board action, would you like to see the pastor as the primary 
decision-maker or do you prefer decisions by consensus?


