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               Further Revisions Expected
Pastoral Evaluation Plan

Pastoral evaluations are welcomed by some pastors and a cause of uneasiness and fear for others. We are confronted by a growing call from our lay leadership that we as pastors be willing to submit to evaluation periodically, as are the many employees outside of church employment.

There are benefits that will come to the church and to us as pastors when we open up our ministerial profession within the Adventist Church to a positive evaluation process. It will hold us accountable for the quality of our work and encourage in us a commitment to growing toward excellence. It will also build trust and credibility with our lay leadership.

For us to be willing to identify and confront our strengths and weaknesses is not easy. Sure, being affirmed in our strengths builds our confidence. But to face our weaknesses with a willingness to take advantage of the continuing education available to improve our skills - that takes openness, courage, and faith!  Knowing that the lay persons in our churches care deeply about us and want us to grow in our overall ministerial abilities should strengthen us.

The following ideas are here suggested as a model for the growth evaluation process in the Northern California Conference:

1. Our pastoral evaluation process be designed to be a positive experience to affirm and build up pastors.

2. The evaluation itself be requested by the pastor for a time convenient to the local situation. An evaluation should take place at two-year intervals.

3. The evaluation facilitator should be a colleague pastor chosen by the pastor asking to be evaluated from a pool of other pastors in our field who have a minimum of 10 years of field experience in pastoral ministry.

4. The principle of confidentiality be followed with care. After the evaluation interview, 

the raw data sheets would be destroyed. Only a copy of the summary sheet will be sent 

to the Conference Ministerial office after first having been approved by both the evaluating pastor and the pastor being evaluated. The evaluation data would not be available for use 

to the Personnel Committee for the purpose of determining pastoral placement.

5. We suggest dual entry levels to the evaluation process:

a. Self-evaluation - This is a beginning point for the faint of heart. The pastor requests the evaluation questionnaire and with careful integrity fills it out. Objectivity and candor about the true inner perceptions and feelings are purposely sought. The pastor then makes an appointment through the Conference Ministerial office with a colleague pastor, who will serve as the evaluation facilitator, to sit down privately together for about two hours of conversation. They review the evaluation form together. They talk and pray through any sensitive areas in an affirming way. Then they find concise language to fill out the summary sheet. A positive plan for growth emerges. A copy of the summary sheet is sent to the Conference Ministerial office. 


b. Member-evaluation - The pastor requests a quantity of the evaluation questionnaires and gives them to a group of lay persons that have been selected because of their personal knowledge of the pastor, and who care enough to give constructive, kind, but honest answers. This could be the elders, the board, or the total membership. The pastor may choose to have the evaluation forms mailed out to the members from the Conference office. A colleague pastor is again chosen through the Conference Ministerial office to facilitate the evaluation. The questionnaires are gathered and tabulated by the facilitating pastor. Soon a time is arranged for the two of them to sit down for about two hours of open conversation as they go over the responses together in an affirming way. A summary sheet is carefully filled out, a growth plan formulated, and a copy sent to the Conference Ministerial office.

6. On the summary sheet, the strengths and weaknesses are tactfully identified. Plans for personal growth are envisioned. This might include recommended reading, a home-study 

CE class from the Ministerial Department of the General Conference, a CE class that the 

pastor could attend with Conference assistance, or some mentoring time with a pastor who 

is strong in the areas needing attention.  

CONCLUSION: It is hoped that we as pastors will come to see this pastoral evaluation experience as affirming and designed to tap resources to help us improve our skills and confidence in the service of the Master. We are all quite different and unique. No pastor 

is the best in everything. We need not feel embarrassment or fear to acknowledge that we have limited skills in some areas. Instead of distrust, may God help us see in each other our spiritual support system, and cheer each other on to be the best that the Lord can help us be.
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