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Almighty God, you alone are the great Shepherd of           
the sheep, and we turn to you to lead and guide us         
in all things. Our trust and our hope is in you. 
 

You are the way, the truth, and the life. 
 
As you have raised up faithful servants of your holy 
word to tend your flock in each time and place, send  
us now, we pray, a faithful shepherd to lead our  
flock. 
 

Send us a shepherd, loving God. 
 
Send us a shepherd of goodness and grace, of 
strength and faith, of righteousness in your sight. 
 

Send us a shepherd, loving God. 
 
Send us a shepherd to comfort and care for us, to 
preach your word, to teach our children, to baptize                          
and commune, to marry and counsel, to visit the sick 
and lay to rest, to guide us and pray for us. 
 

Send us a shepherd, loving God. 
 
Give us a holy patience in this time of our seeking, a 
patience that trusts in you for our present care,  
knowing that you will bring our good work to  
fulfillment in your time. 

 
Lead us and guide us, gracious God. 

 
 
 
 
 
Keep us faithful in mission, regular in worship,  
responsible in stewardship, mindful of the needy,  
and diligent in prayer. 
 

Lead us and guide us, gracious God. 
 
Fill us all with your Holy Spirit and magnify our  
gifts of discernment, that we might follow your  
will and leading into a future yet unknown. 
 
Lead us and guide us, gracious God. 
 
Bless the work and ministry of this call committee. 
Give us the gifts we need to seek and find the  
pastor of your own nurturing, the shepherd of your 
own choosing, that we might be fed by your holy 
word and sacraments and grow in faith and love  
and ministry. 
 
Lead us and guide us, gracious God. 
 
All these things we ask, O God, with whatever else 
we need, in the name of him who is the Good  
Shepherd, Jesus Christ our Lord. 
 

Amen 
 
 

Adapted from prayers 
by The Rev. Thomas L. Weitzel 

Evangelical Lutheran Church in America 
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Jesus came to Galilee, 
 proclaiming the good  
news of God, and saying, 
“The time is fulfilled, and  
the kingdom of God has  
come near; repent and  
believe in the good news.” 
 
As Jesus passed along 
the Sea of Galilee, he saw 
Simon and his brother  
Andrew casting a net into  
the sea, for they were  
fishermen.  And Jesus  
said to them, “Follow me 
and I will make you fish for 
people.” 
 
And immediately they left 
their nets and followed  
him. As Jesus went a little  
further, he saw James,  
son of Zebedee, and his 
brother John, who were in  
their boat mending the  
nets. Immediately he  
called them and they left  
their father Zebedee in the 
boat with the hired men  
and followed Jesus. 
 
They went to Capernaum;  
and when the Sabbath  
came, Jesus entered the  
synagogue and taught.   
They were astounded at  
his teaching, for he taught 
them as one having  
authority. 
 
Mark 1:14-22 

  

The work of a call committee that culminates  

in a congregational vote to call a rostered  

leader is a Holy Calling in and of itself.  A  

call  committee is entrusted with an incredibly 

important responsibility. This manual offers  

assistance to that call process so it may  

be executed faithfully and effectively. Our  

prayer is that it will prove helpful to you. 
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While there are aspects of  
your task that look much  
like “hiring an employee,” 
rostered leaders in the  
church are not “hired” but  
“called” after prayerful  
deliberation.  
 
The distinction is more  
than simple semantics.  
Those called to leadership  
positions in the church are  
gifted with a relationship  
with the people of God  
that allows them to be a  
part of people’s lives at  
the most sacred and  
precious events of life.   
Lutherans understand  
leadership to be a call to  
proclaim both Law and  
 

Gospel. Leaders are  
called to comfort and  
console, support and care 
for God’s people.  
 
They are also called to  
proclaim a corrective  
and challenging Word  
from God that may  
at times cause discomfort.  
If the relationship between  
leader and congregation is  
seen simply as an  
employer-employee  
arrangement, the latter  
responsibility would be  
difficult to carry out. 

3 



Rostered Leader—  
Although the majority of  
call committees are  
formed to call a pastor to  
their church, this manual  
uses the term “rostered  
leader” rather than  
“pastor.” In the ELCA,  
rostered leader status is  
granted to Pastors  
ordained to Word and  
Sacrament Ministry, to  
Associates in Ministry;  
and  to Diaconal  
Ministers. The call  
process for each of  
these is the same. 
 

Ministry Site Profile— In 
short, the resume of the  
congregation that shares  
congregational history,  
current structures and  
staffing patterns, hopes  
for future mission  
directions, demographic  
data about the community,  
as well as the gifts for  
leadership being sought  
by the congregation. 

Compensation Package— 
The actual financial impact  
on the church’s budget to  
support the leader called   
to your congregation. This  
includes salary and  
housing allowance,  
pension and health  
benefits, car allowance,  
continuing education and  
professional expenses,  
Social Security assistance  
(if offered) and the like. It  
is helpful to candidates  
when there is clarity as to  
what is actually available  
to them to cover the day- 
to-day living expenses,  
and what are benefits the 
leader would not receive di-
rectly, such as pension and 
health benefits. 
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Letter of Call— The official  
letter and supporting  
documents extending the  
congregation’s call to the  
rostered leader.  This  
form will be provided to  
the congregation by the  
Office of the Bishop once  
a call is voted by the  
congregation. 
 

Rostered Leader Profile 
—The church’s word for 
resume. This form, com-
pleted by the candidates, 
includes responses to a 
number of questions about  
their theology, their under- 
standing of their gifts for  
ministry, personal 
information, employment  
and educational history,  
and references. 

Steps in the Call Process 
 

¨  Consult with synod staff 

¨  Prepare ministry site profile 

¨  Form call committee 

¨  Identify potential candidates 

¨  Interview candidates 

¨  Recommend candidate 

¨  Hold congregational meeting 

4 



�
�

������
�������
������������
��
����������������

In the ELCA,  
congregations call the  
pastor they wish to call.   
The Office of the Bishop,  
enlisting  the resources of  
the synod, is committed to 
being as helpful as  
possible to you. When  
you decide to begin the  
call process, we invite you  
to contact the Bishop. He or she 
will arrange a time to visit with 
your call committee to begin the 
synod’s partnership with you 
through the process. 
 
If schedules allow and the  
congregation deems it  
helpful, the Bishop or an Assis-
tant to the Bishop is open to 
coming to your congregation for 
Sunday worship to preach and  
preside, conduct an  
educational forum on the  
call process for all  
interested, and certainly 
 

meet with the call  
committee.  This might  
also be an appropriate  
time to commission the  
call committee within the  
worship service, giving  
them the blessing and  
prayers of the community  
as they begin their work. 
 
As an alternative to such a  
Sunday visit, the Bishop or an As-
sistant to the Bishop can visit  
the congregation on different  
day of the week to meet  
with the call committee. In  
some congregations, this  
meeting is open to all  
members. At that time,  
the call committee is  
oriented to, and can ask  
questions about, the  
call process.  This is an  
important step in  
establishing a good  
working relationship  
between the synod office  
and the call committee. 
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A time of vacancy can be  
a stressful time for a  
congregation, but it can 
also be a rich opportunity 
for reflecting on the past 
ministry of the  
congregation, and for  
discerning future  
directions for their ministry. 
This time is also an  
opportunity to determine 
what gifts the  
congregation desires in its 
new leader. Preparation of 
the Ministry Site Profile 
gives structure to this good 
and holy work. 

This profile is helpful  
to the Office of the  
Bishop as it seeks to  
offer candidates for  
the congregation’s  
consideration. 
 

While a task force is  
responsible for  
completing the profile,  
experience has taught us it 
is vital to involve as many  
members of the  
congregation as possible  
in gathering the data. It is a 
way for the congregation to 
have a concrete role in de-
scribing themselves and 
finding a new leader. Do not 
be surprised if such reflec-
tion together bears surpris-
ing fruit in the congregation.  
New information and new 
ideas that begin to emerge in 
the process of study may 
cause the congregation to 
see their future differently, 
and their leadership needs in 
a new way. 
 

 

The financial package  
portion of the Ministry 
Profile is the responsibility 
of the church council.  
Have the church council 
provide the task force 
with some clear guidelines 
on a total compensation 
package. 
 
Another task for the  
church council is the  
creation of the criteria for 
this position, based on the 
insights from the Ministry 
Profile. The model  
constitution of the ELCA 
sets forth basic  
expectations for rostered 
leaders. 
 

If your congregation is 
adding staff to your  
ministry team, there are 
some special concerns 
you will want to address.  
First of all, titles have 
meaning, and are  
important.  Are you looking 
for an Associate Pastor, an 
Associate in Ministry for 
Education, an Assistant 
Pastor, a Diaconal Minister 
for Lay Visitation, or a  
Co-Pastor?   

Naming and clarifying the  
title and what it means is  
the task of the church  
council. Clarity here will  
be very helpful to both the  
call committee and  
potential candidates. 
 
The Ministry Site  Profile 
and instructions are avail-
able on the ELCA website 

at www.elca.org/call.   
 
It is important to provide as 
accurate a picture as pos-
sible of your congregation 
in this document. Upon 
completion of the Ministry  
Profile the Synod office is 
automatically notified a 
new profile is available for 
the Bishop’s review.  Upon 
the Bishop’s approval the 
Ministry Profile is activated 
on the ELCA’s website.  

�
�
�
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While the congregation  
profile is being completed, a 
call committee is selected. 

There is no magical  
structure that fits all  
congregations and call 
committees, but it is  
obvious the one that 
works for you is  
important.  Congregational  
constitutions often set  
forth how a call committee  
is selected, how many  
members it should have,  
and how it shall relate to  
the church council. If  
not, normally it is the  
responsibility of the  
church council to 
determine how that 
selection is done.  Also  
obvious is the need for a 
convener or chair,  
someone who keeps  
records of your progress, 
and other tasks that arise.  
In most cases, the call  
 

committee answers to the  
church council, for it is to  
the church council that  
the recommendation of a 
candidate is first given. 
As a call committee, you 
will incur expenses to do 
your work effectively.  
Consider what the church 
council might budget for 
bringing candidates to your 
community for interviews, 
and for you to complete 
your task.   
 

Since this is a Holy 
endeavor for the sake of 
Christ’s mission in the 
world, developing a  
consistent devotional life 
for your committee as  
you proceed can make a 
huge difference.  You will 
have many tasks to do  
and “business” decisions 
to make that can distract 
us from the One whose  
work is being undertaken, 
and the One for whom the 
work is being done.  Re-
calling God’s great prom-
ises of the Holy Spirit’s 
coming to you, and re-
membering Christ is con-
cerned about who shep-
herds God’s people, can 
be an energizing and 
calming word. We  
invite you to make prayer 
and Scripture reading an 
integral part of each  

 
 

meeting and the time be-
tween meetings. 

Ask the congregation to 
help and support you in 
prayer.  Include the work 
of the call committee in  
the prayers of the  
congregation in every 
worship service.  Ask for 
special prayer services 
and vigil times to help in 
the process of inspiration. 
 
Times of transition raise 
anxieties in the  
congregation. Sharing 
helpful, appropriate and 
timely information is so 
important. You may have 
heard that “Nature abhors 
a vacuum!”  That is as true 
in communication as it is 
with matter!  If no  
information is shared,  
information is created to fill 
that vacuum. Having a 
plan for keeping each 
other, the congregation, 
and the synod updated on 
progress—and even the 
lack of progress—will help 
to ease anxieties.  Most 
importantly, be sure you 
have a plan for consistent 
communication with 
candidates. 
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Call committee meetings  
may be open to all until  
the committee is ready to  
review names. At that  
point, the committee’s  
work must be totally  
confidential. This certainly 
serves the interests of  
candidates, but also  
allows the call committee  
to do its work effectively  
and discuss personal  
matters freely.  

 
 
 
 

 
�  The synod office   
provides the rostered leader 
profiles of potential pastoral  
candidates. 
 
�  At times, congregation 
members may  
confidentially suggest  
potential candidates.  
The committee should  
contact the synod office and 
request the suggested candi-
date’s rostered leader pro-
file.  
 
�  Or, some rostered persons 
may self-select and let you 
know by letter or some     
other communication they 
would like to be considered.  
Again, please notify the 
synod office of these inter-
ested persons.  
 

Note: Please use the 
synod’s process for  
obtaining a rostered leader’s  

 

profile. The Bishop’s office 
will be certain the candi-
date is truly open to a new 
call, and cleared to serve. 
This clearance is one way  
to protect the interests  
of the congregation.  

 
Some possibilities for gathering information for th e Ministry Site Profile:  
 
  �   Whenever there is a gathering, let people know that call committee and council members are available to 
hear what they have to say.  Encourage them to talk about what they would like to see in ministry and in the            
future of their church.       
 
  �   Use the committee structures or ministry teams already in place in your congregation as a venue for         
gathering information for the Ministry Profile.  Ask the committee/team members to set aside some time during 
their regular meeting to entertain appropriate questions and comments. 
 
  �   Hold informal dessert and coffee gatherings in someone’s home or at the church to gather thoughts and          
perceptions of members.   
 
  �   Brainstorm together about your future during Sunday forums and Bible Study gatherings. 

8 



After reviewing the candi-
dates’ profiles, it is time to 
choose candidates to  
interview. Call committees 
normally interview  
candidates initially via 
conference call. Some  
tips for a successful  
conference call:  
 
�  Use a quiet room 
�  Introduce everyone 
�  Ask the same questions 
of each candidate 
�  Prepare follow-up  
questions  
�  Expect the call to last 
about 90 minutes 
�  Leave time for the  
candidate to comment  
or answer questions 

Following the initial  
conference call  
interview, committees  
check references, and  
make plans for a small  
number of call  
committee members to  
attend worship where  
the candidate currently  
serves. Participating in  
the candidate’s current  
worship setting allows  
committee members to  
observe how the pastor 
leads worship, preaches, 
and engages the  
congregation.  

It is important that call  
committee members  
attending worship do so 
anonymously. Should  
the committee decide to 
move ahead with another 
candidate, confidentiality  
is maintained and the  
pastor’s ability to serve  
in the current setting is  
not compromised. When 
members of the call  
committee return, the  
committee  normally  
identifies the candidate  
with whom they wish to 
move forward.   
 
When adding to an  
existing staff, it is wise to 
clarify the senior pastor’s 
role in the interview and 
discernment process. It  
is also wise to develop a  
method for current staff  
members to offer insight  
to the committee’s  
discernment process.  
  
While current staff are  
not extending the call, their 
input can be very helpful for 
both the candidate and the  
congregation.  
               

Appendix A offers sug-
gested interview ques-
tions. Keep in mind you 
are legally prohibited  
from asking direct ques-
tions about age, marital 
status, size and make-up 
of family, or political af-
filiations. Most rostered 
leaders will readily share 
such information in re-
sponse to open-ended 
questions such as, “Tell 
us about your faith jour-
ney that brings you to us 
this evening” or, “Who 
are some of the people 
who have had a strong 
influence in your faith 
journey?” Presenting 
scenario situations and 
asking how the candi-
date would work with the 
situation can give you a 
picture of her or his ap-
proach to the challenges 
of ministry.   

"���	���#�
����������  
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When the call committee  
has come to a consensus  
on a candidate, having the  
candidate meet the  
congregation is  
appropriate. For such a  
meeting, the following  
arrangements would be  
helpful: 
 

· Set a time for the                                 

candidate to meet                            
with the call committee. 

 
 

· A meeting with the                         

executive committee or                            
the personnel committee                                
to discuss compensation                
matters and possible start                     
times. 

 

· A social time with the                

church council, such as a           
dinner and meeting. 

 

· A time for formal                        

conversations with the                  
whole council, if the                      
committee sees the need.              
The council is not doing                  
another set of interviews,                
but rather getting to know the           
candidate in a more formal            
way. 

 

· Provide for spouse and                  

family to be introduced to                
the community. 

 

· Provide for relocation                 

information and meetings          
with real estate                             
professionals. 

 

· Provide any detailed                              

information on relocation                    
needs (schools, special                   
needs, health care                   
concerns, etc). These will                       
have come to the                                    
attention of the committee                                    
in conversations with the               
pastor. 

��������� �$������
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Following this  
time with the pastor, the 
call committee comes  
together for prayerful  
deliberation and vote.  
Must the vote of the  
committee be unanimous?  
Perhaps it would be better  
to ask, ”Can this  
candidate, despite some 
misgivings among the  
committee, effectively  
serve as a rostered leader  
in our congregation? Can 
every member of the  
committee feel that they,  
as well as the groups they  

represent, see this person 
as their pastor?” 
 
There will be some  
reservations; that should 
be expected. However, 
discuss these issues  
to the point of comfort so  
the committee can present 
a firm decision to the  
council.  
 
It is a good idea for the 
congregational council  
and the committee to  
meet together.  At this 
point the committee can  
present the results of their  
deliberations and engage  
 
 
 

in any discussion that will  
be of help to the council  
to clarify their process.  
Having acted as a task 
force of the council, the 
committee now turns the 
results of its work over to 
the congregational  
council. 
 

The role of the call  
committee has been to 
discern who to  
recommend for call.  
Now it is the role of the 
congregational council  
to lead the congregation 
in making a community 
decision. 
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Congregational Council Actions 
 

· Move and vote to accept the recommendation                                          

of the congregational call committee.        
                                                                           

· Make the final revisions and adjustments in                    

the compensation package. 
 

· Following the mandates of the congregation’s                   

constitution, arrange for, and make plans to                        
publicize, a special congregational meeting. 

 

· Council president contacts the Bishop’s office                             

at 602.957.3223 and requests an official                        
Letter of Call packet. These papers will be                    
signed by the president and secretary of the 
congregation at the time of the congregational 
meeting. 

11 



Normally, two votes are taken.  
 

· One is to affirm the                                     

congregational council’s                                           
recommendation to                                     
extend a call to the                           
candidate. A 2/3 vote                                       
is required to call a                
rostered leader. 

 

· The second vote is to                               

approve the compensation                       
package necessary to                          
extend the call.   

It  should be presented in  
the budget structure  
familiar to the congregation.               
A simple majority vote                                        
approves the                                                
compensation package. 
 

Upon a positive vote to                               
both motions, the Letter                                          
of Call is signed by the                               
appropriate congregational                         
leadership. The signed Letter 
of Call is then returned to the 
Bishop’s office. 

�
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The Bishop reviews the  
call documents and if in or-
der, will sign them. The Let-
ter of Call is then sent by the 
Office of the Bishop to the 
rostered leader. 
  

Normally, the candidate  
acknowledges a receipt  
of the Letter of Call by  
letter to the congregation 
with a copy being sent to 
the Office of the Bishop. 
 
The rostered leader  
reviews the call and sends  
a letter of acceptance to  
the congregation, with a  

copy to the Bishop.  We  
ask that a response to this 
call come within two  
weeks, and no more than  
30 days from the date of  
issuance.   
 
After that period, if no  
response is forthcoming, 
the call is considered no 
longer valid. There have 
been instances where the 
candidate has returned the 
Letter of Call because after 
prayerful deliberation, be-
lieves remaining in their 
present call is the most 
faithful decision. 
 

�

"����������	�
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In some cases, the letter 
acknowledging receipt of the 
Letter of Call is also the  
letter of acceptance of the 
call. 
 
Arrangements can now 
be made for transition to 
your congregation, and an 
acceptable start date is set. 
(This may have already been 
determined in earlier conver-
sations.) 
 
Finally, contact the Bishop’s 
office to plan a formal   
installation service for your 
new pastor.  
 

13 
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Appendix A-1 
SAMPLE INTERVIEW QUESTIONS  

 
One of the most important skills in interviewing is shaping open-ended questions … questions that cannot be 
answered with yes or no. Open-ended questions always start with words such as what, how, in what ways, how 
would you, etc. 
 
Take time to get acquainted with the candidate. Introduce yourselves and share what your role in the congrega-
tions is. Ask the candidate to briefly tell you about him or herself.  What brought them to this congregation at this 
point in time? 
 
Theology  
 
1. Describe your preaching style. What themes do you emphasize in your preaching?  What do you see as 

the purpose of the sermon? 
 
2. How do you go about teaching and interpreting Scripture? 
 
3. What are the ways worship and liturgy generate energy and life for you? 
 
4. How do you view corporate and private worship?  What role would you play in setting the style of wor-

ship in this congregation? What role would congregational members be asked to carry our? 
 
5. Describe your understanding of the fundamental mission of the Church.  What is the role of the pastor 

and the congregation in relation to that mission? 
 
Ministry  
 
1.    Describe your top three skills in ministry? What aspect of ministry is most satisfying?  What aspect is 

most dissatisfying? 
 
2. How do you deal with conflict? 
 
3.    Evangelism is important to us. If you were our pastor, how would you work with us in this community in 

doing outreach?  What are your past experiences and new ideas?   
 
4.    How active are you in synod, region and church-wide programs? How do you view ecumenical involve-

ment? 
 
5. Questions about the following areas of ministry are suggested if they have not come up in previous dis-

cussion: 
 

> visitation       > counseling   > stewardship 
 > financial mgmt.      > social concerns  > youth 
 > community involvement        >teaching (adults, Sunday School, Confirmation) 
 
 
Leadership Style  
 
1.  Describe your leadership styles. (There are a variety of leadership styles. Different situations call for dif-

ferent styles.) 
 
2.  What do you see as the primary role of the congregation council? Describe how you work with commit-

tees/teams. How do you work with other staff members? 
 
3.  Communication is an important part of parish life. What methods of communication work   
  for you? 
 
4.  What do you see as the role of lay members in the congregation, specifically in relation to the functions 

of worship, learning, witness, service, and support? 
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5.  How do you envision congregational planning? How do you go about generating a vision for a con-

gregation? 
 
6. What are your feelings relative to an annual review of the congregation's program, leadership, and 

staff? 
 
7. What functions are uniquely the pastor's? How will mutual ministry be fostered within the congrega-

tion? 
 
Professional and Personal Growth  
 
1. What kinds of continuing education experiences have you pursued in the last five years?  Have you 

received any special training in educational ministry?  How do you approach confirmation ministry?  
How would you relate to volunteer leaders and teachers? 

 
2. What continuing education opportunities will you seek in the future? 
 
3. Share a recent (or past) experience that challenged your thinking, inspired you, or deepened your 

understanding of the ministry and/or life? (e.g. a book, lecture, movie, event, program, article, trav-
els, etc.) 

 
4. What are your future plans for continued personal and professional growth? 
 
Pastor as Person  
 
1. Describe your basic work orientation.  Where and when do you work best?  How do you determine 

priorities in tasks you must do? 
 
2. Describe ways you take care of your physical, emotional and spiritual self.  How do you spend your 

free time? 
 
3. How do you value collegiality with neighboring pastors? What kind of relationship do you appreciate 

among other clergy, Lutheran and non-Lutheran? 
 
4. The Congregation Mission Profile has provided some information about financial arrangement. You 

 may wish to explore a number of financially related concerns, (i.e. salary, housing, and equity  
 allowance.) 
 

 
SAMPLE QUESTIONS ASKED BY CANDIDATES 

 
 1. What do you think individuals like about this congregation? 
 
 2. What are some of the things you hope this congregation will do in the future that would benefit you 

and/or others? 
 
 3. What are some of the reasons why you are members of this congregation? 
 
 4. What kinds of organizations do you have in this congregation? 
 
 5. What kinds of activities take place on a weekly/monthly basis? 
 
 6. How do you welcome and assimilate new members? 
 
 7. What plans has the council made for doing additional self-study and goal setting? 
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 8. What governing structure does this congregation have? (This information should be in the Profile or other 

advance material.) 
 

 9. What kind of benevolence do you support? How do you see this congregation as part of the ELCA  
 Mission? 
 
10. In what area(s) of social concern has/is the congregations (been) active? 
 
11. How would you prioritize the functions of a pastor, both in terms of importance and number of hours?  

What gets deferred if time runs out? 
 
12. What view does the congregation have about continuing education?  What about time off? Financial sup-

port?  Will the pastor be encouraged to attend pastors' conferences and Synod Assemblies?  Who will 
pay the expenses? 

 
13. How does the pastor's family receive support?  Are there expectations of the pastor's   
 family? 
 
14. Who prepares the council and congregational meeting agendas?  Who chairs meetings? 
 
15. What are the housing opportunities in the neighborhood? What present financial arrangements have 

been made for the pastor's housing? Has the council and/or congregation envisioned any future ideas for 
the pastor's housing (shared equity, mortgage loan from the congregation, etc.)? 

 
16. What is the school situation in this area?  
 
17. (In the case of multiple-staff ministries) How do you describe the task definitions, lines of authority, con-

flict management, and reporting methods for the pastoral staff, council, congregation and committees? 
 
18. What is the community's image of this congregation (if you can tell)? 
 
19. What hardships has the congregation experienced in the past?  Have there been any major conflicts? 
 
20. What is the attitude of the congregation toward the church-at-large (synod and ELCA)?  
 
21.  What are the possibilities for growth in size and involvement? 
 
22. How many pastors has this parish had in the past twenty years? 
 
23. How is the pastor's leadership accepted by the congregation? 
 
24.  What kind of secretarial service will the congregation provide? 
 
25.   What do you see as the role of the lay members in fulfilling the purposes of the congregation, specifically 

  in relation to the functions of worship, learning, witness, service, and support?   
 
26.   What do you see as the pastor's role in fulfilling the purposes of the congregation in relation to the 
  functions of worship, learning, witness, service, and support? 
 
27.  What arrangements do you anticipate for moving the pastor, family, and household goods into this area?   
 
Additional Thoughts on the Interview 
 
The correlation of the gifts and skills and experience of the candidate to the priorities and qualities identified by 
the congregation and to the congregation’s vision for mission and ministry as defined in the Profile is very impor-
tant! 
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Three Questions underlie the interview:   
 

  Does this person have the gifts and skills to do the leadership we are seeking? 
 
  If called, does this person have the passion, motivation, perseverance and time  
  management skills to be effective in this setting? 
 
  How does this person fit into the culture of the community and the congregation   
  and its field of mission and ministry? 
 
On a Personal note: Can this person be my pastor?  
 

 
CHECKING REFERENCES 

 
Please remember that it is important to notify the candidates that you will be checking references.  This is par-
ticularly critical if you are contacting individuals who were not listed by the candidate.  When placing calls to 
references, emphasize the confidential nature of this process.  Using a structured interview, asking the same 
questions of each reference, helps to establish a more systematic procedure for evaluating all candidates and 
helps to focus on relevant issues.  Equal treatment of candidates is essential. 
 
A. Identify yourself and the role you are playing in the call process. 
 
B. Identify and record the name of the individual to whom you are speaking and the working relation 
  ship this person has with the candidate. 
 
Sample Questions  
 
 1. What were the candidate's responsibilities in order of importance? 
 
 2. How would you rate the candidate's effectiveness in his or her work? 
 
 3. How would you rate the candidate's passion and energy? 
 
 4. How would you describe the candidate's attitude? 
 
 5. How would you describe the candidate's relationship to the congregation council or governing board? 
 
 6. How would you describe the candidate's relationship with staff and volunteer workers? 
 
 7. What were the candidate's main strengths, outstanding successes, and signal failures? 
 
 8. How did the candidate work with people? Identify reasons for positive or negative working relationships. 
 
 9. How do you feel about the candidate's management techniques? 
 
10. How would you describe the candidate's success in training, developing, and motivating persons? 
 
11.   What would most people with whom he or she worked say about the candidate? 
 
12.  What other information can you share that would help to develop a more complete picture of the  
     candidate? 
 
13.   Tell me/us about this person. 
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Liturgy for Departure of a Pastor from a Congregati on 
 
When used as part of the Sunday Service, it may be used following the Prayers of the Church. In other ser-
vice settings it may be used prior to the Benedicti on. 
 
The Pastor (P), a Representative of the synod/cluster designated by the Bishop (B) **, and a Representative of the 
Congregation (R) come forward. 
(** - Due to availability, a representative from th e synod may not be able to be a part of this servic e.  For a 
retiring pastor, it is more important to have synod  representation.  The likelihood of representation is in-
creased if the date is first coordinated with the s ynod staff person.) 
 
R:  Pastor N_, on ______, we called you to be our pastor: to proclaim God's Word, to baptize new members 

into the Church of Jesus Christ, to announce God's forgiveness to us, and to preside at our celebration of 
the Lord's Supper.  With the gospel you have comforted us in times of sickness and trouble, and at the 
death of our loved ones.  Sharing our joys and sorrows, you (and your family) have been important to our 
life together in the Church of Jesus Christ and in our service to this community.  You have served our con-
gregation faithfully _ years.  You are now leaving our midst to [become pastor of ___]. (Retire)  As mem-
bers of this congregation we wish to honor your ministry among us and bid you farewell and Godspeed in 
your new endeavor, bringing closure to your ministry at ____. 

 

P:  I thank you … the members of ____ Lutheran Church for the love, the kindness and support shown to me 
(and my family) during active ministry among you.  I ask forgiveness for the times I have not served well.  I 
am grateful for the ways my ministry has been accepted.  As I leave, I carry with me all that I have learned 
here. 

 

C:  We receive your thankfulness.  We offer you our  forgiveness and accept that you now leave to re-
sume your ministry [in another congregation] (retir e).  We express our gratitude for your time 
among us.  We ask forgiveness for the times we have  not served well with you.  Your influence on 
our faith and faithfulness will not leave us at you r departure.  

 

P:  I forgive you and accept your gratitude, trusting that our time together and our parting are pleasing to God. 
 

B:   Do you offer encouragement for his/her ministry as it unfolds in his/her new [congregation]? 
 

C:  We do, with God's help.  
 

B:   Do you, Pastor ____, commend the congregation into the care of another pastor?  
 

P:  I do, with God's help. 
 
B:   Do you offer your encouragement for the continued ministry here? 
 

P:  I do, with God's help. 
 

B:   On behalf of the Grand Canyon Synod I witness to the words spoken here: words of thankfulness, forgive-
ness, and release.  We will hold you in our prayers as you begin your ministry at ____ [or as you retire].  
We pledge our support and love to you and wish you God's blessing. 
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R:  Let us pray: God, whose everlasting love for all is trustworthy, help each of us to trust the future that 
rests in your care. The time we were together in your name saw our laughter and tears, our hopes 
and disappointments. We give you thanks for the countless ways our lives have been woven together 
in the tapestry of your church. Guide us as we hold these cherished memories, but move us in new 
directions, until that time to come when we are completely one with you and with each other, through 
Jesus Christ our Lord. 

 

C:  Amen.  
 
R:  Let us bless the Lord. 
 
C:  Thanks be to God.  
 

R:  The Lord bless us, defend us from evil, and bring us to everlasting life. 
 

C:  Amen.  
 
The peace is shared. 
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