The Search Committee Interviews The Candidate

Your search committee has been chosen to represent the church as it seeks to fill a vacancy of staff leadership. The interview you hold with a person you are considering as a candidate for your church is one of the most important parts of your work. It is essential that attention be given to those procedures that produce the most effective results.

Purpose:

The interview process is a time to examine values, attitudes, temperaments, hopes and dreams for the future, faith journeys and theological concepts. These and other discussion points will help all parties to see if there is compatibility. The interview is the time to get acquainted with each other and to engage in mutual sharing of facts concerning the candidate and the church.

Preparation:

Much of the effectiveness of the interview will depend on the committee's preparation for it. Therefore, the following suggestions are made:

1. The church should be responsible for all expenses related to hosting the candidate and spouse for the interview, including IRS mileage allowance or transportation, housing, meals, etc. These expenses should be paid to the candidate before leaving the interview.

2. A confirmation letter should be sent to the candidate. This should give all the details such as time of the interview, expense arrangements, the exact place of the meeting, and direc​tions. Even if there has been a telephone conversation, it is important that these details be sent in written form.

3. Sufficient time should be allowed for the conference; preferably a full evening or its equivalent.

4. Consideration should be given as to whether the spouse should be involved in this first interview. It is the candidate's decision that is being sought, but the spouse's reactions will be a part of the decision. If the spouse is invited, then the interview process should include time for the spouse to participate.

5. The candidate and spouse should be given an opportunity to be fresh for the interview. A schedule that wears them out ahead of the interview should not be planned. It is wise to have them see the church, parsonage, community, schools, shopping areas, etc., but time should be allowed to freshen up and possibly rest a bit prior to the interview.

6. An informal agenda should be planned for the interview. It is the committee's interview and the committee should plan it, but not dominate it. The candidate should be given time to explore questions and concerns. The committee should know the areas of concern it wants to explore. Questions should be related to the Professional Specialties* that were determined by the Search Committee. The committee should determine in advance who will ask certain questions in order that all the entire committee participates in the interview.

Plan to hold the interview at a place where interruptions will be eliminated and confidentiality is maintained; and where the setting promotes a relaxed friendliness. This could be at the church, in a home or in a private room at a restaurant.
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7. Conducting The Interview

The interview should be an affirming experience for both the committee and the candidate. Confidentiality is of utmost importance at this time; therefore, it is best to make this as private a meeting as possible in order that other members of the church will not make incorrect assumptions. Before the interview, the chairperson should work out the time schedule with the candidate so that adequate time is allotted for each party.

An Agenda For The Interview

Open with prayer.

An expression of appreciation for the candidate's willingness to be present should be made.

Introduction of committee members should be done thoughtfully, giving enough time for the candidate to take notes of names and church relationships that will be helpful in conversation.

Opening statement: "Tell us something of your background, conver​sion and call to the ministry."

A period of questions and sharing should follow, related to professional special​ties.

1. Questions should relate to the committee’s vision for ministry and the criteria established from Church Reflections 8. Questions should be asked that allow a person to reveal his/her ideas and attitudes in the response. Leading questions should never be asked; that is, questions that in asking suggest the answers wanted or expected. Questions should also be asked that relate to the chosen top 8 professional specialties from Church Reflections 9. (Cf. next pages for suggested questions.)

2. All committee members should feel free to ask questions that will be helpful in deciding whether to extend a call to the person to serve the church. The committee is entitled to sufficient facts about a person in order to make a responsible decision.

3. Committee members should never argue with a person who says something with which they disagree. The object of the interview is to understand a person, not to convert them. To understand the person's concerns and convictions is essential. Any clarifying questions should be asked, but precious time should not be wasted in argument. There should never be needless discussion among members of the committee. Misunder​stand​ings within the committee should be cleared up at another time. During the interview, full attention should be given to the discussion with the candidate.

1. All matters of salary, parsonage or housing allowance, vacation and fringe benefits should be dealt with openly, clearly, and honestly. If there are differences of opinion, all parties need to know exactly what they are and where negotiation is possible.

Allow specific time for the candidate's questions.

Subsequent steps in the process should be discussed. Let the candidate know what the next steps will be. Are there other candidates to be interviewed? The committee should agree to write or phone the candidate within an appropriate time period advising of the committee's decision to this point. If the committee is still interested, it should find out if the candidate is willing to pursue the matter further. Always verify a phone call in writing. It is important that ongoing communication happen between the committee and the candidate until a decision is reached so that he/she knows where they are in the process.

Appreciation should be expressed to the candidate again. The interview should be closed with prayer.
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Evaluating The Interview

It is important for the committee to meet as soon as possible to evaluate the interview. The longer the time separation from the actual interview, the harder the evaluation process. Some suggestions include:

A Period of Prayer

This is a very serious step in the placement process. Prayer should be an important part of the committee's time together, praying for direction and guidance in selecting the person needed in the church.

Objectively Evaluate Interview

Evaluation should be made in the light of the original criteria set forth by the committee and the church. The committee should ask whether the person met these expectations. Appendices B, C, or D may be helpful in making this determination.

Discuss Impressions and Feelings

List Strengths and Weaknesses

Further Steps

The committee will need to decide whether it wishes to meet again with the person, check the references further, or set up a time to hear the person preach a sermon. The regional staff person should be consulted for help in this process.

NOTE: Confidentiality is essential. No leaks of information should come from the committee members. Those persons who have been interviewed may not be ready to have their present church know that they are considering a move.

NOTE: The regional staff person should be informed about where the church is in the process periodically. This will help the regional staff person to know how best to help.
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Professional Specialties

The following are possible questions that might be used as a committee seeks to look at those criteria for ministry that were discovered through Church Reflection 9.

Budget/Financial Management


How have you been involved in preparing and managing a budget?


Describe the size budget you have worked with in recent years.

Church Growth


Define church growth. How has that definition been lived out in your present congregation?


How do you work within the church structure to facilitate growth?

Church Planting


Discuss your experience as a new church planter.


How do you feel that is different from pastoring an established congregation?

Communication


Rate your communication skills.


Share some of the ways in which you have improved com​munication in your church, between 

groups?

Community Assessment/Involvement


How have you helped the church to evaluate the needs of the com​munity and to become involved in that process?

Conflict Management


Discuss your conflict management style using specific circumstances.

Counseling


What specific training have you had to do counseling?


What percentage of time do you normally spend in counseling in a typical week?


In what areas are you most comfortable in your counseling?

Cross Cultural Involvement/Mission


What are some other cultural groups with which you have worked?

Education


Share with us a teaching idea that you have designed and implemented in your present ministry?


How would you go about developing a program if you were to identify a concern? Give examples.


What process would you use in determining resources for a congregation?

Evangelism


Define evangelism. In what way do you feel most comfortable sharing your faith?


How have persons been assimilated into the life and ministry of your church setting?

Facility Management

How have you worked with a congregation to evaluate the use of space and equipment?

What kind of systematic plan would you suggest for repair and maintenance of the church building?

Fund Raising


Tell us about a particular fund raising event you led?

Interchurch Cooperation


Tell us of your philosophy of working with other churches of different beliefs in your community.


Specifically, how have you been involved in ecumenism.

Interpreting The Faith

How have you helped your congregation to find an understanding of the Bible and faith which made sense to their lives?

Leadership Development


How have you gone about identifying, selecting and supporting leaders?

Leadership


Define the qualities of a leader? What is your leadership style?


How has your leadership style impacted your present position?

Ministry Of The Laity Development


How have you identified gifts of laity and helped them to grow in those areas?

Mission Promotion


How have you promoted ABC mission?


Tell us some of the things you have done to make the congregation aware of mission.

Music Directing/Performing


What kind of music ministry would you like to develop?

Nurturing Fellowship


What does the phrase “nurturing fellowship” mean to you and how do you go about doing it?

Planning And Management


Tell us about your management style and your administrative skills.

Pastoral Care


How do you express your interest and concern for your people? 


In what areas do you find it difficult to express care?

Personnel Supervision


Tell us about your supervision style. Have you supervised other persons?

Preaching


How do you go about developing a sermon? How would you describe your preaching style?

Program Development


What are some of the programs that you have developed?


What were needs you were trying to address?

Research


How have you gone about securing reliable information that would help you make a good 

decision?

Social Action Enablement


Which areas of social action concern you most as a minister?


How have you communicated those concerns with your people?


Share the social action ministry of your current position.

Spiritual Life Development

Tell us about the components of your personal spiritual life. What do you do to feed and nurture that life?


How have you helped others to be intentional in their spiritual lives?

Stewardship


How have you brought a stewardship emphasis to your congregation?


How has that made a difference financially?

Teaching


How would you describe your teaching style?


Share with us some of your teaching experiences.

Visitation


What are your visitation gifts or strengths? Do you like to visit?


How do you organize yourself and the congregation to do visitation?


What kind of training have you provided for lay visitors?

Worship Preparation And Leading


What excites you about worship? In what style of worship are you most comfortable?


In what ways have you equipped persons to plan for or to lead in worship?

Youth Ministry


Share your philosophy and experiences in youth ministry.
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