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Formal job performance evaluation of a church's pastoral staff has been 

almost nonexistent in many churches. While business and education have been 

making strides in evaluation techniques during the past three decades, the church is 

just beginning to notice the need for this kind of accountability and ongoing 

professional development. In this research, the author applied the evaluation 

techniques of education to church pastoral staff members. Evaluation can be 

understood as both a formative process and a summative decision. The steps to 

planning an evaluation that will be both formative and summative are discussed. 

Qualifying the ministerial tasks through objective job descriptions will enable the 

church to quantify the job performance through evaluation. Suggestions are given 

for developing a ministerial evaluation instrument. 

In this research a model from educational evaluation was adapted for use in a 

local church setting. One denomination was selected to demonstrate the process of 

evaluation development. Denominational governments differ considerably. 

Therefore, the key stakeholders of the church for the chosen denomination were 

identified as pastors and church board members. These stakeholders were used as a 

"panel of experts." 



The Delphi technique was used to develop consensus from the participants 

concerning 1) the core skills of ministerial effectiveness and 2) the quality indicators 

to measure those core skills. This required two rounds, one for identifying the core 

skills and one for identifying quality indicators. Each round consisted of three 

surveys. 

The research identified seven core skills for ministerial effectiveness and a 

number of quality indicators to measure each core skill. The results were used to 

demonstrate how an evaluation tool could be developed from the data. This 

evaluation tool was the consensus of the panel of experts in this study. While the 

process is a model that could be similar for any church's "panel" of participants, the 

resulting core skills, quality indicators and evaluation tool would vary for each 

"panel". 
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CHAPTER 1 

INTRODUCTION 

Formal evaluation of church pastoral staff has been almost nonexistent in 

many churches. While business and education have been making strides in 

evaluation techniques during the past three decades, the church as an institution 

world is just beginning to notice the need for this kind of accountability and ongoing 

professional development. 

One barrier to applying formative evaluation technique in the church is a lack 

of understanding of how to arrive at the criteria for evaluation and how to customize 

an evaluation model. Within the Church of the Nazarene, there is neither an 

agreed upon criteria for the evaluation of clergy nor an adequate tool for their 

evaluation. In other words, generally, Nazarene churches do not understand the 

process necessary for the development of an evaluation tool: 1) identify the criteria, 

2) determine the quality indicators to measure the criteria, or 3) customize the 

evaluation tool to fit the local church situation. 

Assumptions 

Assumption 1: Adult education, as a field of study, has much to contribute to 

the profession of pastoral ministry in a local church setting. This study is based on 

an assumption that in the process of local church ministry, clergy persons often 
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function as adult educators. The reason for this assumption is that one of the 

primary focuses of the clergy is to act as an educator 

in the teaching, training and development of adults. While the church is composed 

of children, teens and adults, the pastor may spend the majority of his time working 

with the adults. It is in this regard of working with adults that many of the 

principles of adult education apply to the pastor's work. While in the past the clergy 

was seen as primarily a care-giver, today s/he is increasingly seen as one who trains 

and develops others to be care-givers. Training the laity in a vast array of ministry 

areas has become a primary function of clergy. 

Assumption 2: The field of pastoral ministry is discovering that, like adult 

education, the church needs to develop a process of formative and summative 

evaluation, both in terms of programs and personnel. This is an era of 

accountability. An increased emphasis on evaluations is an outgrowth of this 

phenomenon. For both education and the church that pressure will not lesson in the 

foreseeable future. However, if a major task of clergy is education, training and 

intellectual development of adults, then the process of the evaluation of church staff 

has not, in many cases, followed the principles reported in the adult education 

literature. 

Earlier in this century, many protestant churches evaluated a pastor's 

performance and employment status by an annual "yes" or "no" vote by the church 

membership on the question: "Should the present pastoral arrangement be 

continued?" Fear and anxiety preceded those recall votes: without any warning or 
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explanation a pastor could be "voted out" or terminated from his position by the 

majority vote of the congregation. It was evaluation by popular ballot. 

Likewise, in the corporate world, "trainers most often rely on participant 

reaction forms as the only method for evaluation programs" (Sleezer, et al., 1992, p. 

56). It is significant to note that in the educational literature on faculty evaluation, 

there is a difference between expressing preferences and making staff evaluation. 

While the expression of preferences may be useful information, Riegle and Rhodes 

(1986, pp. 125-6) point out "it should not be confused with evaluation which 

requires, by definition, the application of criteria and standards beyond mere 

preferences." One denomination, the Church of the Nazarene, is now in the process 

of making the transition from evaluation by preferences to evaluation by some kind 

of measurement. 

Assumption 3: The third assumption is that ministry is comprised of 

specifically identifiable skills and these skills can be practiced in a proficient manner. 

Traditionally, the measurement of clergy performance has been difficult at best. 

Formal, quantitative evaluations of church staff members have been almost 

nonexistent within many churches and denominations. The evaluation of 

ministerial skills and performance is a complex and uncertain process. This may be 

due, in part, because there is a lack of consensus about how church staff 

performance can and should be measured. There is often a perceptual difference 

between how a church staff member views his/her performance and how a the 

congregation or evaluating board perceives that staff member's performance. Also, 

the perception of church board members frequently differ significantly from that of 



the clergy about the process and product of evaluation systems. It's easier to express 

one's personal preference by voting "yes" or "no" than it is to honestly and 

quantitatively evaluate the performance of one who is "called of God" and have to 

explain or justify one's view. Sapone (1982, p. 46) reports this same kind of 

incongruity between principles and school board members in evaluating educational 

personnel. She believes that "most teacher appraisal and evaluation models fall 

short of their intended outcomes" of improving a teacher's performance (1982, p. 

47). This has certainly been the experience in many churches concerning the 

evaluation of pastors and church staff. 

Assumption 4: However, there is a growing awareness between church staff 

members and the laity of the need for consistent accountability and ongoing 

professional development. The problem for many church boards is knowing how 

and where to begin. Deciding where to begin requires the identification of the core 

skills necessary for a minimal standard of ministry competence. This research 

assumes that an agreement on the criteria for evaluation of ministerial effectiveness 

can be achieved. 

Ernest House (1990, p. 26) writes that "evaluation requires that some criteria 

of merit be established and that these criteria be justified." This approach is widely 

recognized in education and other professions and will serve well in the church. As 

White, et al (March 1987, p. 89), points out, "higher level skills are built on the 

ability to successfully perform the fundamentals." The question in ministerial 

evaluation is: What are the fundamentals? To follow the model of education and 

other professions in effective personnel evaluation, those in the church need to 
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identify those fundamental skills that are consistently linked with effective ministry. 

Excellence in ministry, like any other field, is built on certain core skills and the 

ability to successfully perform certain fundamental tasks. 

Assumption 5: Once the core skills are identified and quality indicators 

established, an evaluation tool can be developed to help measure performance and 

encourage improvement. Uncovering the process for identifying core skills and 

quality indicators for ministerial evaluations is one of the aims of this research 

project. 

It is important to note that most clergy perform at a satisfactory or above level 

and do desire to enhance their professional competencies. Today, however, it is 

important that church staff members, like professionals in other professions, display 

a positive attitude toward professional evaluation and accountability. That being the 

case, another problem is the evaluation tools necessary for accountability and 

improvement are missing in many church organizations. What evaluation tools are 

present in local churches tend to express individual preferences, be summative (often 

terminal) and do little to enhance individual growth and professional competency. 

The field of education has demonstrated that well-developed evaluation tools 

can provide a systematic process for assessing needs for personal improvement, 

professional growth and overall accountability. Five important reasons to establish 

a system of formal evaluations, according to Walter St. John (1991, p. 88), are: 1) to 

improve overall job performance, 2) to determine how well goals are achieved, 3) to 

pinpoint specific strengths and weaknesses, 4) to identify professional development 

needs, and 5) to increase understanding of the evaluation process. 



The Problem 

In what ways, can evaluation theory based in adult education be applied to 

the evaluation of Nazarene clergy involved in the education of adults in the local 

church? 

Purposes of the Study 

This research project applied an educational evaluation model to 

demonstrate the process of how to : 

1. determine what Nazarene pastors and church board members identify 

as the core skills which are consistently linked to effective pastoral 

ministry (criteria) for evaluation, 

2. determine what Nazarene pastors and church board members identify 

as the quality indicators to measure the core skills of effective ministry, 

3. customize the educational model for use with Nazarene pastoral staff 

by developing a sample evaluation tool. 

Thus, the research method and the sample evaluation instrument will apply an 

educational evaluation model to determine and to evaluate the core skills of effective 

pastoral ministry within the context of the Church of the Nazarene. The instrument 

can then be used in providing a source of quantitative data as a basis for strategies to 

improve a minister's skills (formative evaluation) and on which to evaluate a 

minister's overall effectiveness (summative evaluation). 
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Research Questions 

1. What skills do the key stakeholders, Nazarene pastors and church board 

members, identify as the core skills necessary for the effective performance in 

pastoral ministry? 

2. What skills do the stakeholders identify as the quality indicators for 

measuring each of the core skills identified above. 

3. Given these core skills and criteria of measurement, can a functional pastoral 

evaluation instrument be developed? 

Limitations and Delimitations 

This research demonstrates the process for applying evaluation theory to the 

evaluation of a church's pastoral staff. The results are a representation of the 

process for developing an evaluation tool not a final product. Each local church will 

have to customize the model to fit its own setting. "A model by its very nature 

presents a limited representation of reality rather than the complex actuality," 

Sleezer (1992, p. 56) points out; "To be used most effectively, a model should be 

tailored to fit the requirements of the situation." 

Also, church governments differ along a spectrum from ecclesiastical to 

congregational. Not all church governments or theological positions will 

accommodate this type of model for using laity to evaluate the pastoral staff as 

church personnel. The model can work in those setting in which clergy and laity 

work together to enhance ministry effectiveness and professional growth. 
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The context of this research took place within the confines of one 

denomination, the Church of the Nazarene. The governmental structure of the 

Church of the Nazarene is representative, therefore, duly elected representatives 

(church board members) have been chosen for this research. In the Church of the 

Nazarene, the pastor is the chairman of the church governing board. Members of 

the church board are elected annually by the church membership. Pastors and 

church board members, represent the key stakeholders in decision making process of 

the Church of the Nazarene. Pastors are stakeholders because of their position and 

the fact that they are the ones to be evaluated. Board members are specifically 

selected for this research project as "experts" because they are informed 

representatives for the laity of the church and they will be doing the evaluating of the 

pastoral staff. 

Significance of the Study 

In the past, the employment status of the pastor in the Church of the 

Nazarene was decided annually by a "yes-no" vote of the church members. 

However, the denomination has moved away from the annual pastoral recall vote 

and is endeavoring to find and consistently apply a model for the process of pastoral 

evaluations. This research hopes to make a contribution to that denominational 

discussion by presenting just such a model taken from educational theory and 

presenting a model tool. The development of an usable evaluation instrument for 

clergy would be a valuable contribution to this process. 



CHAPTER 2 

REVIEW OF THE LITERATURE 

Theory Base 

The evaluation process can be a motivating factor for personal and 

professional development because it reveals specific areas which need improvement. 

According to Malcolm Knowles (1980) the need for growth and self-development is 

a primary motivation for adults to learn. This is one of Knowles' axioms for adult 

education. He defined the need for self-development as the most universal need of 

all. According to Knowles, adults are competency-based learners. They want 

learning to be applicable and pragmatic to their immediate circumstances (Zemke 

and Zemke, 1995, p. 32). Another way of saying this is that adults learn to solve 

problems. "The key to using adults' 'natural' motivation to learn," according to 

Zemke and Zemke (1995, p. 32), "is tapping into their most teachable moments: 

those points in their lives when they believe they need to learn something new or 

different." 

Thus, motivation to learn and grow can be enhanced by performance 

evaluations. When formative performance evaluations are used effectively to tap 

into an individual's internal need for growth, evaluation will be more effective at 

stimulating improvement than the use of external sanctions. Performance 

evaluation can motivate learning in the following steps: 
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Step 1: Through the evaluation process the individual becomes aware 

of areas that need improvement - that there is something that 

needs to be learned. 

Step 2: Through analysis of the evaluation data, what specifically 

needs to be learned is identified. 

Step 3: A Performance Improvement Plan is developed. 

Step 4: Growth and improvement plan implemented. 

Step 5: Re-evaluation is taken to determine if improvement objectives 

have been met. 

Management theorist, Douglas McGregor (Theory Y) seems to agree with 

Knowles' concept that the inherent need for growth and development can be used as 

a motivational tool. Sadler (1982, 3-4) quotes McGregor as saying: 

The motivation, the potential for development, the capacity for 

assuming responsibility, the readiness to direct behavior toward 

organizational goals are all present in people. Management does not 

put them there. It is the responsibility of management to make it 

possible for people to recognize and develop these human 

characteristics for themselves.... The essential task of management is 

to rearrange organizational conditions and methods of operation so 

that people can achieve their own goals best by directing their own 

efforts toward organizational efforts (1966, p. 15). 

Ellis and Bernhardt (1989, p. 362) point out that adults "are more motivated to 

learn when they perceive that learning will help them achieve the personal goals that 
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they have set for themselves." Motivation is that crucial "feeling," according to 

Herman (1991, p. 81), that makes the individual want to achieve at the highest level 

possible. This assumes the individual has the knowledge and skills necessary to 

make changes in performance. In other words, performance evaluation can provide 

a powerful and long lasting tool for intrinsic motivation toward professional growth 

and development. "It is when individuals value their experiences as meaningful life 

pursuits," according to Sapone and Sheeran (1991, p. 68), "that personal and 

professional growth occurs." When performance evaluation is viewed as a growth 

process, churches provide an effective motivating factor for personal, professional, 

and organizational growth. Both the staff member and the church benefit from the 

improvement that follows the evaluation process. 

Donald Orlich, in the Department of Educational Administration and 

Supervision at Washington State University says (1989, 370-374): 

If staff developers are to achieve and maintain high-quality programs, 

they must collect trustworthy information so that their immediate and 

future decisions are based on empirical data. There are a variety of 

general evaluation models from which staff developers may select to 

assess their programs. 

"If an evaluation model is to be helpful," Orlich continues (p. 370), "it must be 

viewed as a process by which staff development" is "improved through rational 

decision making and based upon objectively collected data." Evaluation is (1) the 

collection of information, (2) an evaluation of that data and (3) a decision based on 

the quantifiable information (Orlich, 1989, p. 371). The evaluation process provides 
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the data to make the decision to continue, to modify and continue, or to terminate. 

This is an ongoing process that helps decision makers select from among alternatives 

in a more informed way. It must be viewed as a means by which directions can be 

changed, modified, or terminated. 

The key requirements for the development of an effective performance 

evaluation system, according to Pembroke and Goedert (1982, p. 30) are: 

1. Be accepted as fair and objective by the staff; 

2. Be related to the specific requirements of the job and the unique needs 

of the organization; 

3. Specify the factors against which the staff member will be measured; 

4. Reliably measure staff performance and specify by whom and how the 

measurement will be done; 

5. Clearly communicate the expectations for performance to the 

individuals; 

6. Provide for staff development as part of the process. 

Eight major evaluation models were identified by Earnest R. House (1978, 

pp. 4-12): systems analysis, behavioral objectives, decision-making, goal-free, art 

criticism, accreditation, adversary, and transaction. Donald C. Orlich (1989, pp. 

370-374) reviews four decision-making models: CIPP Model (Daniel L. 

Stufflebeam), CSE (Marvin C. Alkin), formative and summative (Michael Scriven), 

and temporary systems (Matthews B. Miles). The focus of this project is on the 

formative and summative evaluation model. 
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Formative - Summative Evaluation Theory 

In addition to an overall process of professional development, two basic 

reasons for evaluating staff members are: (1) to judge the quality and effectiveness of 

his/her performance and (2) to decide the future employment status of the staff 

member. The literature refers to these two aspects of evaluation respectively as 

formative and summative. While they are distinct in purpose they do not have to be 

mutually exclusive; they can be complimentary. Formative evaluation is an ongoing 

process designed to improve ministry performance. It allows the evaluators to focus 

on what is working well and on areas where improvement is needed. Remember, 

also, that affirming a staff member's strength is very important in formative 

evaluation. The function of summative evaluation is to decide whether a staff 

member meets minimal standards of job performance. Summative evaluations are 

helpful in determining overall effectiveness and, thus, employment status. 

In order for an evaluation system to be developmental as well as evaluative, 

Dagley and Orso (Sept. 1991, p. 75) suggest the use of cycles of both formative and 

summative evaluations. This makes sense for the benefit of both the staff member 

and the church. Staff members need to understand the importance of using their 

time and energy to the organization's best advantage. This includes Knowles 

principle of being a lifelong learner. From an organizational point of view, 

improvement occurs (1) when those who fail to meet minimal performance 

standards are terminated and/or (2) when those who meet performance standards 

are helped to improve through formative evaluation. If the formative evaluations 

are successful in producing individual growth and professional improvement, the 
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summative evaluations will be a more positive experience for both the staff member 

and the church. 

The basic objectives of any evaluation are, therefore, to determine if the job 

objectives are being achieved and, if not, what action ought to be taken. Michael 

Scriven (1967) suggests the use of formative and summative evaluation 

methodologies. Formative evaluation is designed to provide ongoing feedback in 

order to determine where problems are emerging and to make corrections. Trends 

that are observed can be encouraged if desirable or, changed if considered 

undesirable. Summative evaluation is conducted as a final assessment. 

An evaluation instrument can be developed that will help with both 

formative processes and summative decisions. An evaluation instrument can help in 

deciding if a staff member meets minimal accountability standards in all key areas of 

concern (summative evaluation) and in detecting areas where improvement can be 

targeted (formative evaluation). The first concern is whether or not minimal 

standards of quality and effectiveness have been met. If minimal performance 

standards have been met, then the focus is shifted to where improvements and 

growth can be developed. 

Description of Research Models 

Educational literature is replete with examples of research on developing 

evaluation systems. The following examples demonstrate some of the process for 

identifying evaluation criteria and quality indicators. These examples form a basis 

for this research. 
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Pembroke and Goedert (1982, p. 29) note the difficulty in teacher evaluations 

because of a lack of consensus on what should be measured. They describe the 

development of a performance evaluation system by establishing a panel of experts 

(in this instance a cross-section of the teaching staff) to define the content and 

criteria of the system. The task force generated a list of responsibilities in four core 

areas of job function. The task force was asked to specify the end result of 

performance in each function. This formed an accountability statement defining 

expected accomplishments. A list of "accountability statements were developed that 

fully defined the functions and end results for the job ... in this particular 

organization" (p. 32). The task force was then asked to specify observable instances 

that would indicate whether an accountability had been achieved. The group 

developed 27 quality indicators for eight areas of accountability. "An accountability 

typically had two to four behaviors that would be considered in evaluating the 

degree of achievement of accountability" (p. 33). The task force, then, indicated 

what type of measurement would be used for each of the 27 accountabilities. For the 

majority of factors a rating scale was deemed most appropriate. Therefore, a five-

point rating scale of (1) lowest (3) proficient, and (5) highest was used. 

With the evaluation criteria in place, the task force specified the mechanics of 

the evaluation process. The accountabilities were weighted so that the percent was 

equal to 100 percent. "Variation in weighting of accountabilities allows for 

individualizing the process within the set framework of specified accountabilities and 

behavioral factors" (Pembroke and Goedert, 1982, p. 35). 
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The second model uses panels of stakeholders to demonstrate a process of 

discovering the criteria for evaluation. The Minnesota Extension Service 

demonstrated a technique to define quality standards to support program excellence 

(Mueller, 1991, p. 12). The program included three phases. During the first phase a 

small group identified the critical indicators associated with program quality. 

Fourteen quality program indicators were identified. Next, the quality indicators 

were reviewed by another group of stakeholders and criteria for each quality 

indicator was established. The final phase was field application and testing. The 

quality indicators are used as screens for priority setting and planning. They provide 

an arena in which to ask hard questions. Identifying quality indicators and criteria 

for each indicator is a part of this research. 

Carmelo Sapone (1982, pp. 46-51) presents a research model for developing 

an educational evaluation system that she calls "a total systems model of an 

appraisal and evaluation plan" (1982, p. 47). The goal was for teachers, school 

board members, superintendents and principles to come to a consensus agreement 

on positive performance indicators and an evaluation plan. They were asked to 

respond to an appraisal and evaluation questionnaire that presented a list of 18 

components found in evaluation models. "The respondents were asked to indicate 

whether each component should ideally be included in an appraisal and evaluation 

system" (Sapone, 1982, p. 48). The respondents were then asked to distinguish 

between components that were idealistic and realistic. The findings from each group 

were compared. Incongruity between groups indicates that the goals of the system 

are not clearly understood. The results seemed to indicate that a complete ideal 
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appraisal and evaluation system that everyone would agree upon is probably not 

possible (p. 48). The results are, Sapone (1982, p. 50) says, that "many evaluations 

become superficial in nature". 

Customizing the Research Model 

As Sapone (1982, p. 50) notes, a well designed evaluation model cannot be 

implemented unless all agree what the philosophy of that model should be. One 

barrier in evaluating church staff is a lack of expertise in how to customize an 

evaluation model. What are the core skills of ministerial effectiveness to be 

evaluated? Who decides what the criteria for the evaluation will be? Conventional 

wisdom among the clergy implies that the ministry is an idiosyncratic process and 

that each minister has his/her own personal creative system for successful ministry. 

The third assumption of this research project, that ministry is comprised of 

specifically identifiable skills and that these skills can be practiced in a proficient 

manner, is seldom given serious consideration when it comes to evaluating 

ministerial staff. A serious look at church growth research on models of ministry 

and exemplary practitioners reveals that there are specific skills related to significant 

differences in ministry successes. It is true that every minister is a distinct person 

with a unique personality. Certainly not all ministers do things in the same manner, 

nor is that what is needed. Each, however, may become effective in the integration 

of basic skills to accomplish ministry effectiveness (adapted from Petrie, 1982, p. 53). 

"The act of evaluation," says House (19 , p. 26), "requires that some criteria 

of merit be established and that these criteria be justified." Yet great variance exists 
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among criteria. It is not unusual, according to Riegle and Rhodes (1986, p. 127), "to 

encounter situations where different evaluators disagree about a particular 

evaluation because they are operating under different metaphors." One difficulty in 

ministerial evaluation has been the lack of agreement concerning evaluation criteria: 

what to evaluate and how it can be evaluated. Evaluation is usually conceived of 

differently by different interest groups. Sapone (1982, p. 50) suggests that an 

evaluation system cannot be implemented unless all agree on the ground rules. 

Before a staff member can be evaluated successfully, the individuals conducting the 

evaluation must understand and agree upon what foundational skills are necessary 

for a satisfactory level of accomplishment in that specific ministry. What are the key 

indicators of a quality ministry for each ministry position? This research project's 

suggestion to survey pastors and board members to identify core components for 

church staff evaluations is similar to models above of surveying school board 

members and principles. 

Before an evaluation tool can possibly be developed there has to be 

consensus on what criteria constitutes an adequate level of ministerial competence 

for a given position. Exactly what is considered to be the minimal standards of 

competence for effective ministry needs to be created as a matter of each church's 

written policy and clearly understood by the clergy and the evaluating board. This 

criteria may be somewhat different from church to church and position to position. 

After all, what constitutes effective rural ministry may not be effective in the urban 

setting. How a skill is applied effectively in one setting may not be appropriate in 

another. Before a church proceeds with ministerial evaluation, it must make certain 
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the evaluation criteria are carefully, completely, and explicitly defined and that both 

the staff member and the board understand the evaluation process. 

Empirical research on what constitutes the key areas of ministerial 

effectiveness has been lacking. Current reviews by church growth researchers such 

as George Barna, Carl George, Elmer Towns, Lyle Schaller, C. Peter Wagner, and 

others suggest that no single skill should be exclusively linked to ministerial 

effectiveness and church growth. Rather, clusters of skills occurring together 

distinguish effective from less effective ministry skills in most church settings. The 

key to effective evaluation is to focus on those skills which research has 

demonstrated to be core for effective performance in that particular ministry. Before 

evaluation is attempted, each church governing board and ministry staff should 

come to terms with what they consider to be the clusters of key areas of 

responsibility upon which effective ministry is built. Appendix A summarizes what 

church growth literature suggests are some possible clusters of core skills which can 

be used to begin the development of a ministerial evaluation instrument. Note that 

the evaluation is structured around the clusters of key areas of responsibility. 

Having defined the core skills that will be measured, the next task is to define 

how they will be measured. Data may be measured by judgment, description, direct 

count, rating, or ratio. Differing types of measurement may be built into the system 

as it is refined in its implementation stages. 
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Identifying Criteria and Quantifying the Evaluation 

Church staff evaluations by necessity include subjective judgments of 

performance and behavior. One of the problems in the church with a "yes-no" vote 

for the continuance of a pastor's employment is that it is far too subjective; it does 

not give any reasons why a pastor is being recalled or terminated. All that a "yes-

no" vote indicates is whether or not the congregation likes the minister enough for 

him/her to keep the job until the next vote. A "yes" or "no" vote doesn't give much 

information about which skills are effective and which are ineffective. By the 

outcome of the vote one might know something is wrong, but not necessarily what is 

wrong. "Yes" or "no" is simply not enough information for a formative evaluation. 

More quantitative data than "yes" or "no" is needed for the development and 

growth of a pastoral staff member. 

The literature contains several approaches to gathering evaluation 

information. However, the chosen approach is useful only if it collects the kind of 

information that will be useful for an effective evaluation. In the church, as in other 

institutions, it seems as though everyone has his/her own opinion. Quantifying 

those opinions through the use of an evaluation tool is greatly helpful both to the 

staff member and the evaluating board. For example, "I just don't like him/her," is 

not very helpful. In order for a staff member to make improvements, s/he has to 

have some sense of the "why." An effective evaluation tool helps indicate "what" 

specific areas need improvement. 

Beebe (March 1987, pp. 100-101) points out several questions that should be 

considered in collecting evaluation data. These questions concern the evaluation 
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procedures. Who will do the evaluation? How will the evaluator(s) be trained? It 

should be noted that training the evaluators will improve the reliability and validity 

of the information gathered. How often will evaluations be done? What will be 

done with the evaluation results? How will challenges to the evaluation be handled? 

Qualifying the position through a job description will help quantify the 

evaluation of the job performance. An evaluation instrument, based on one's 

position description disregards areas that are not relevant to one's job and focus's on 

core areas of the position responsibility. For example, if a staff member is not 

responsible for preaching, s/he should not be evaluated for that task - even if the 

staff member occasionally does preach. On the other hand, a staff member who is 

responsible for outreach should know exactly how success and failure will be 

measured and evaluated. Will success be evaluated on the perception of board 

members, on average church attendance, on the number of new professions of faith 

or on the number of new members? A staff person may be liked personally by board 

members and the majority of the church membership and yet, not be successfully 

fulfilling the requirements of his/her job description. Required minimal standards of 

achievement need to be specified in the position description for each area of 

responsibility. Each criteria should be translated into definable objectives that can be 

measured or observed. The more measurable the position objectives the easier to 

quantify the evaluation process. In writing objectives for a position three elements 

should be included: (1) what is to be accomplished; (2) what outcomes are desired 

and; (3) what will be the method of measurement. An evaluation instrument is 

developed for each position based on the measurable objectives of that ministry 
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description. A common understanding of the position requirements, objectives, and 

goals is necessary for professional growth and improved ministry effectiveness. It is 

also necessary for developing a relevant and effective evaluation instrument. Each 

local church should customize the evaluation instrument to reflect its own 

theological and local requirements. 

Although position descriptions are generally broad statements of job 

expectations, too often, the position description does not contain specific observable 

criteria that would indicate whether an accountability has been achieved. The job 

description should reflect the church board's understanding of the minimal standards 

of ministerial competence and, therefore, what key quality indicators will be 

evaluated. No evaluation should be attempted unless an up-to-date position 

description has been established by church policy. Understanding what constitutes 

ministry success is important both for the staff member's daily performance and for 

the performance evaluation. It is unfair to expect a staff member to perform 

competently without the context of knowing exactly what is expected and what will 

be evaluated. And, it is impossible to fairly evaluate a staff member without the 

context of a specific job description. The evaluating board and the staff member 

must first come to a common understanding of "what specifically has to be done?" 

and "how do we know when it has been done?" 

The position description should specify (1) the "Ministerial Qualifications" 

for the position, (2) the key "Areas of Ministerial Responsibility," and (3) the 

specific and measurable "Goals of the Ministry". Standards governing ethical and 

behavioral conduct should be articulated clearly, along with the consequences for 
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misconduct. The model position description, according to Zakariya (Nov. 1984, p. 

26) includes a provision that the board evaluate and assess the staff member's 

performance, in writing, at least once a year. If the board finds that performance 

does not meet the required minimal standards, it should describe in detail and in 

writing any unacceptable or substandard performance and include specific 

recommendations for improvement. Also important is that the job description 

specifically describe the grounds for termination and/or non-renewal of contract. 

Both board and staff members should be trained on what an evaluation 

system is designed to accomplish. All raters should be provided with a consistent 

interpretation of the rating scale. By using multiple raters the reliability of a rating 

scale is improved. Multiple raters minimize the impact of bias on the part of any 

individual rater as the number of raters increases (Pembroke and Goedert, 1982, p. 

34). 

While specific position requirements may vary from church to church, 

Appendix A suggests some core areas of ministerial responsibility, discovered in the 

literature, that could be considered for evaluation: [core areas such as: character 

traits, professional skills, administration and leadership, pastoral care, 

communication skills, professional development, relations with the governing board, 

and over-all satisfaction.] Under each of these core areas specific skills or traits will 

be assessed using a Likert type scale. Evaluators will be asked to rate each specific 

skill using a scale similar to the following: 

"1" indicates "unsatisfactory" 

"2" indicates "mediocre, needs improvement" 
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"3" indicates "satisfactory, average, could be strengthened" 

"4" indicates "above average, better than expected" 

"5" indicates "excellent, superior, outstanding" 

Remember, also, that not all tasks assigned to a job description are equally 

important or carry equal weight. There are key areas of responsibility upon which a 

staff member is appraised that carry more weight than others. For evaluation 

purposes, the tasks of a job description are simplified into clusters of key or core 

areas of responsibility. The weightier areas of responsibility contain more objectives 

and therefore more evaluation items than the others of less importance. One core 

area of a job description, for example, might contain five objectives and therefore, 

five evaluation items. Another more intensive area, may contain ten job objectives 

and ten evaluation items. This indicates which core areas are more important and 

which receive greater consideration in the evaluation. 

Developing An Instrument 

Evaluation instruments can be an important tool for gathering performance 

information. An evaluation instrument is useful for providing documented data of 

current performance on which to base strategies to improve a staff member's 

ministry skills. When developing such a tool two aspects of performance are vital, 

according to Herman (Dec. 1991, p. 82), performance on day-to-day tasks and 

overall effectiveness. The evaluation instrument should measure both efficiency and 

effectiveness. It is important that the evaluation system be balanced. 
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In developing an instrument, St. John (1991, p. 89) suggests using a five-point 

rating scale from unsatisfactory to outstanding, as was demonstrated earlier. He also 

suggests an additional column labeled "not observed" or "not applicable." 

Performance ratings are then made on the clusters of skills contained in the 

evaluation instrument. Individual skills within each cluster or category are summed 

to provide a cluster score. The instrument's function is to arrive at an overall rating 

for each category or key area of ministry. 

Appendix B provides a sample evaluation tool using this method. Each 

member of the evaluating board is asked to complete an evaluation form. It is 

recommended that this be done at the regular meeting or a meeting specifically 

called for this purpose in order to insure the greatest participation. It is also possible 

to have the staff member do a self-rating. A self-rating serves as a basis of 

comparison to the members of the evaluating board. "Significant discrepancies 

occurring between the self and others' evaluation of the ... performance provide a 

starting point to discuss areas where improvement is needed and the kind of support 

required to assure development occurs" (Pembroke and Goedert, 1982, p. 36). 

After all forms have been returned, numerical scores for each item are 

summed on a summary score sheet. Then, an "average" or mean score is obtained 

by dividing the total summed score for each item by the total number of responses. 

By obtaining a mean score extremes, "highs" and "lows," are factored out. There 

frequently seems to be one or two evaluators who will give an overly high rating and 

another one or two who will give an unduly low rating. Using the mean score 

provides a more balanced picture of the over-all evaluation. 
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After all evaluations have been summed, the mean (average) scores for each 

of the evaluation items are transferred to a "Summary of Evaluation" sheet. A 

sample summary sheet is provide in Appendix B. The summary of (average) 

combined results will then be shared with the evaluating board and the staff 

member. After everyone involved in the evaluation has had time to study the 

"Summary of Evaluation," a meeting with the board and the staff member will be 

scheduled to discuss the results. The "Summary of Evaluation" sheet may be kept 

on permanent file. 

Following the gathering and tabulation of data, an evaluation conference 

between the evaluating board and the staff member will be scheduled. This 

conference is the "make-or-break point in any appraisal program," according to 

Sadler (1982, 3). "The evaluation conference," according to St. John (1991, p. 89), 

"must emphasize two-way communication, openness, candor, and a willingness to 

hear each other out and be responsive." The emphasis of the interview is on the 

possibility for change and growth. Assuming that the staff member has the 

capability for change and growth, the interview is a problem solving process . This 

takes the evaluation out of the realm of judgment and makes it helpful (Sadler, 1982, 

4). Among the topics to be discussed at the evaluation conference are performance 

in general, attainment of goals, competency factors, differences in perceptions, and 

plans for professional development. 

Remember, too, if the staff member far exceeds minimal standards, some 

kind of acknowledgment of that excellence should be celebrated. Working above the 

status quo should always be rewarded! 
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The Relationship Factor of Evaluation 

"Performance evaluation is often thought of as something that is done to an 

employee by a manager," Pembroke and Goedert (1982, p. 30) point out. However, 

evaluation should not be something done to a staff member, but something that is 

done with the staff member. Actively involving staff members in the identification 

and resolution of problems connotes a positive process rather than a judgmental 

experience. 

In setting up a system of evaluation the primary focus of the process should 

not be on the evaluation itself or the evaluation's rating, but on the process of 

professional growth and improvement. In other words, evaluations are more than a 

decision on whether or not to terminate a church staff member. Remember, the 

primary purpose of evaluations are improvement in performance. "Evaluation," 

says Michael Quinn Patton (1991, p. 9), "is a learning process." The product in 

evaluation is the learning and growth process itself. Evaluation, then, is primarily a 

learning process not a judgmental verdict. It is a process of helping church staff 

members learn how to grow professionally and be more effective at ministry 

Good relationships and communication between the staff person and the 

evaluating board are vitally important for successful performance improvements. 

The ideal is to promote an environment where growth, renewal, and improvement 

have a good chance of succeeding. After all, continued long-term staff-church 

relations have proven to be good for both the staff member and the church. An 

environment of trust and goodwill is essential if church governing boards are to 

honestly evaluate the ministry staff. "If the process feels imposed, alien, artificial, 
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and dehumanizing," says Patton (1991, p. 9), "the results are not likely to be useful, 

relevant, and improvement oriented." Honest assessment can occur only in a 

supportive, nonthreatening environment. The desired result is for the evaluation to 

become a mutually satisfying evolution, rather than a polarization of the staff 

member and the church evaluating board. Only in a supportive climate of caring 

can we generate the atmosphere of security "in which people can explore ideas and 

confront differences of opinion without feeling threatened" (Ellis and Bernhardt, 

1989, p. 363). When security is threatened people often become defensive and 

withdrawn. "Imagination, initiative, and creativity," according to Ellis and 

Bernhardt (1989, p. 363), "can be destroyed, and people will concentrate on what is 

safe." In an atmosphere of support and security, performance can be evaluated, 

growth targets established, and improvements planned. Carol Wareing (1990, p. 

248) points out that "parties engage in trust building by being consistent, preserving 

confidentiality, stating intentions clearly and honestly ... and maintaining a 

professional demeanor and pleasant rapport." 

Performance Improvement Plan 

In cases where deficiencies are identified, the board and the staff" member 

need to be prepared to develop a "Performance Improvement Plan." A decision to 

terminate should not be done without addressing this issue of remediation. After all, 

reconciliation (2 Corinthians 5:18) applies both to laity and to clergy alike. In 

remediation, an agreement concerning a plan for performance improvement should 
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be made. The focus of the performance improvement plan is upon specifically 

identified deficiencies. 

Improvement objectives should be challenging, realistic and achievable 

(Redfern, 1983, 17-18). The Performance Improvement Plan specifies which skills 

will be targeted and the improvement objectives. The development of a plan of 

improvement should be a joint effort between the board and the staff member. The 

plan of improvement should contain, at least, three elements (Redfern, 1983, p. 17). 

First, "improvement needs." The deficiencies must be explained in detail, and the 

required corrective actions clearly indicated. This section answers the questions: 

"What performance needs to be improved? and what must the staff member do to 

improve performance?" Second, "improvement objectives." The plan should 

indicate what criteria will be used to measure improvement and decide if the 

corrections are sufficient. This answers the question, "How will we know when 

improvement has been made?" And third, "improvement deadlines." The plan 

must specify "When?" Deadlines for correcting the deficiencies must be clearly 

established. A staff member who needs improvement should be given explicit 

direction and allowed adequate time for improvement to take place. Allow at least 

several months for improvement. 

Figure 1 demonstrates a sample form for a performance plan: 
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Figure 1: Performance Improvement Plan 

PERFORMANCE IMPROVEMENT PLAN 

Sample Church 

Improvement Needs Improvement Objectives Improvement Deadlines 

This part of the process is likely to be difficult both for the board and for the 

staff member. Extreme care should be taken because relations may be strained and 

tensions escalate. This is unavoidable. A great deal of time and grace is required at 

this point. Zakariya (Nov. 1984, p. 24) sounds a warning at this point. A board that 

allows its differences of opinion with a staff member to filter out of executive session 

is asking for trouble. When board members are divided on the issue of a staff 

member's performance, it's not surprising to find the church divided as well. And 

that can make the job of remediation much more difficult. 

Non-renewal or termination 

Termination of a church staff member is not a pleasant subject. Conducting 

an evaluation does, however, present the possibility that a staff member may not be 

able to meet minimal performance standards. Remember, the first purpose of 

evaluation is to improve performance. The second purpose is to separate from 

employment those who do not meet the minimal requirements of professional 

competence and performance. "Incompetency" is a legal cause for termination and 

may be necessary even in the church! In defining "just cause" for termination, the 

Iowa State Supreme Court (Briggs v. Board of Directors of the Hinton Community 
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School District), includes the concept that the organization "is not married to 

mediocrity, but may dismiss personnel who are neither performing high-quality 

work nor improving in performance" (MacNaughton & Ross, April 1982, p. 33). 

The integrity of the church rests, in part, upon the ability of its staff to rise above the 

level of mediocrity to function efficiently and effectively. Remember, however, that 

termination or non-renewal must be predicated on established facts about 

performance, behavior, or abilities (Mclntire & Mclntire, 1982, pp. 91-92). When a 

staff member cannot be helped to improve performance, it may be in the best interest 

of the church not to renew or to terminate the individual. 

When termination is necessary a brief conference with the staff member 

should clarify the specific reasons the termination is being recommended. The 

reasons should relate to the specific evaluation criteria. Limit the comments to the 

specific reasons for termination. Nothing can be done or said at this point that will 

make the individual accept the termination in a positive light (Petersen, 1982, p. 85). 

Although termination may be necessary to benefit the church, there is no joy in this 

part of the process. Here are some suggestions to follow when termination is 

necessary: 

1. Remain calm even if attacked personally; don't get defensive or 

argumentative. 

2. Keep one's statements specific and related directly to the reasons for 

termination. The termination of the individual must be related to the 

staff member's performance and not some personal vendetta (Petersen, 
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3. MacNaughton and Ross (1982, p. 33) advise that if the reasons for 

termination are "stigmatizing - mental problems, questionable moral 

conduct, dishonesty - don't state the reasons directly." State them in 

terms of the evaluation criteria that are in the church policies. For 

example: ineffective management, not mental instability; failure to 

comply with church policy, not theft. 

Termination of a staff member requires that due process procedures be 

followed. Due process means that the staff member knows the standards of 

performance expected, is given ample warning of any problems and is given 

sufficient time to correct the shortcomings (Munnelly, 1983, p. 22-23). Due process, 

also, means giving written notice of "just cause" for termination and an opportunity 

to be heard before being denied one's job. It may be advisable at this point to consult 

an attorney to be sure that all legal requirements are carefully reviewed prior to the 

conference and followed throughout the process. 

Summary and Conclusions 

The literature on adult educational theory indicates that growth and 

development are enhanced via the process of performance evaluations. Evaluations 

are a part of the growth process. The process of formative and summative 

evaluation is a new concept for many in the church. There is, however, a desire on 

the part of the clergy and the laity of the church for accountability and ongoing 

professional growth. Having recognized a need for an evaluation process church 

leaders are left to search for an appropriate method or tool for evaluating the clergy. 
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As the literature on evaluation in education points out, there is a difference between 

expressing preferences and evaluating a staff member. Expressing preferences is 

fairly easy; developing an evaluation process is much more difficult. Before an 

evaluation tool can be developed a consensus among the key stakeholders regarding 

what criteria will be evaluated and how to measure the criteria must be reached. 

Educational evaluation does contain models: that church leaders can use to 

arrive at the criteria and measures for ministerial evaluation, and how to customize 

an evaluation tool. Three models were cited in this chapter. 1) Pembroke and 

Goedert (1982) used a panel of experts to gain consensus on the content and criteria 

for evaluating teaching staff. They generated a list of responsibilities in four core 

areas of job function. Then, they listed observable instances that would indicate that 

an accountability had been achieved. From this came the concept used in this 

research of listing responsibilities or core skills and the quality indicators or 

measurements for the core skills. 2) The second model, from the Minnesota 

Extension Service (Mueller, 1991), also used a panel of "stakeholders." to define 

quality standards and measurements for each standard. This model provided a 

further insight into how to develop this research. 3) Sapone (1982) provided the 

third, and final, model from education. Again, consensus among key stakeholders 

concerning the criteria for evaluation was sought. These three educational models 

of evaluation development formed the framework for the design this research. 

This research project applied the formative and summative model to the 

evaluation of church staff. Formative evaluation is an ongoing process designed to 
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improve staff performance. Summative evaluation is helpful in determining overall 

effectiveness and employment status. 

Within both education and the church there seems to be difficulty in defining 

the criteria for evaluation and how to measure the criteria. In order to evaluate 

ministerial performance, the task of church leaders is to identify specific skills 

necessary for effective ministry within a given context. A consensus concerning 

those skills must be reached between those doing the evaluation and those being 

evaluated. As has been seen, education provides models for this process of 

evaluation development. In the chapters that follow the educational model is 

applied to 1) identifying the criteria for ministerial evaluation (core skills and quality 

indicators) and 2) developing a model instrument for evaluating ministerial 

effectiveness. 

An evaluation instrument is a useful tool for gathering performance data. An 

effective evaluation tool will indicate specific areas of strength as well as areas that 

need improvement. It is important to understand, however, that no one is strong in 

every area. Therefore, an instrument developed around clusters of skills will give a 

more balanced perspective of a staff members effectiveness. While any staff member 

should be able to show performance improvement, other alternatives, such as 

acquiring additional staff or implementing more laity involvement, may need to be 

considered. From the data strategies to improve the skills of the staff member and 

the church's overall ministry can be developed. 

Having performed an evaluation, it is important to follow through with the 

data gathered. The success of the church, as any organization, lies in its ability to 
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rise above the level of mediocrity. It is frustrating for both the staff member and the 

evaluating board to gather data that is not used for growth and improvement. An 

evaluation conference that focuses on developing an improvement plan is the 

fulcrum of the evaluation process. The focus of this meeting is improvement and 

growth both for the staff member and the church. It is the event that makes the 

evaluation truly helpful. Where deficiencies are identified the staff member and the 

board can develop a plan for improvement. An improvement plan may involve 

more factors than just the staff member. There may also need to be changes within 

the job description, the board or the church. Deficiencies in job performance can not 

always be blamed solely or directly on the staff member. There may be other outside 

factors involved. 

In the chapters that follow, a detailed description is given for developing an 

evaluation process in a local church for evaluating staff. The research demonstrates 

1) how to define the criteria (core skills) to be evaluated, 2) how to develop measures 

(quality indicators) for the evaluation criteria, and 3) how to develop an evaluation 

instrument using core skills and quality indicators. 



CHAPTER 3 

DESIGN OF THE STUDY 

Qualitative Research Procedure 

The nature of this project necessitates the use of a qualitative rather than 

quantitative research procedure. Qualitative methods are especially useful, 

according to Polkinghorne (1991, p. 112), "in the generation of categories for 

understanding human phenomena and the investigation of the interpretation and 

meaning that people give to events they experience." This research sought to 

generate a list of categories and the interpretations for the meaning of each of those 

categories. 

Data were collected in order to generate two specific lists: (1) identifying the 

core skills of ministerial effectiveness and (2) identifying quality indicators for each 

of the core skills. From the data collected, a sample evaluation tool was developed 

as an example of applying educational evaluation technique to the church and the 

evaluation of pastoral staff. According to Rudestam and Newton (1992, pp. 69-70), 

"Research that concentrates on instrument development is a valuable enterprise and 

often makes greater contributions than research that attempts to relate existing 

measures to each other in some new and as yet untried fashion." The procedure for 

the research effort was as follows: 
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1. Identify a method or theory of evaluation from the literature on 

education that can be applied to the evaluation of pastoral staff. 

2. Survey pastors and church board members to identify the fundamental 

skills for the effective performance of pastoral ministry. Pastors and 

church board members were used because they are the key 

stakeholders and the policy makers of the local Church of the 

Nazarene. These stakeholders make the decisions concerning the 

results of the performance evaluations. 

3. Survey the stakeholders again to identify the criteria for measuring 

each of the core skills - the quality indicators. 

4. Develop a sample evaluation instrument from the data gathered in 

steps two and three above that may be used for the purpose of 

formative and summative evaluation of a minister's performance. 

5. Identify from the educational literature the procedures to follow in the 

evaluation process? 

The research procedure looked something like this diagram: 
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An Initial Survey Of Other Denominations 

The author did a telephone survey of five other protestant denominations in 

order to discover if and how they handle ministerial evaluations. Protestant 

denominations were chosen because they would be most similar theologically to the 

study group in this research - the Church of the Nazarene. It was discovered that the 

evaluation of ministerial staff is indeed diverse. 



39 

Assemblies of God: The North Texas District Council of the Assemblies of 

God was contacted. The district requires an annual statistical report from its 

pastors, but has no ministerial evaluation process. 

Southern Baptists: According the Church Services office of the Texas State 

General Convention of Southern Baptists there is not denominational evaluation 

process. Each church in the association is autonomous and would, therefore, be 

responsible for their own policies regarding evaluations of ministerial staff. 

Presbyterians: Although not required, the Presbyterians do have an 

evaluation process. According to the North Texas Governing Body of the 

Presbyterian Church an annual ministerial review can be done by Presbytery 

Committee. A form or check-list for such interviews exists but was not available to 

the public. The results of the interview between the committee and the minister are 

passed along to the Ministry Committee of the Presbytery. Apparently the results 

are not shared with the local church or the minister unless there is a serious problem. 

This appears to mean that the evaluation is not used for formative purposes but only 

in a summative way. If a local church feels it has a problem with it's pastoral 

relations, the church contacts the Ministry Committee of the Presbytery who has the 

evaluations on file. In the extreme case that there is a problem the Ministry 

Committee will discuss over-all performance with the minister. There seems to be a 

small chance that the minister might be relocated, but the person I spoke to, could 

not indicate that termination was ever an option. 

Salvation Army: The Salvation Army, according to a local officer (minister), 

also has an annual evaluation. The evaluation is conducted by a denominational 
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representative from "headquarters" who comes to the local church an interviews the 

minister. Following the evaluation interview, the local "officer" is informed of the 

results via phone. A written copy of the results is kept on file at the headquarters. 

United Methodist: The "Book of Discipline" of the United Methodist 

Church suggests that its local churches conduct an annual evaluation. However, no 

evaluation tool or guidelines are provided. Each individual church is responsible for 

implementation or not. According to a local pastor, ministerial evaluation in local 

churches is more common among other church staff than among the pastor. 

However, this local United Methodist church does have a policy of ministerial 

evaluation on a bi-annual basis. A committee of nine individuals evaluate the staff 

members, including the pastor, every six months. An evaluation form is used 

consisting of five categories in which the staff member is rated on a four point scale 

(excellent, good, fair, poor). Room on the form is provided for an explanation of the 

rating. See Appendix B for a sample of this form. 

The above survey of denominations demonstrates that the issue of ministerial 

evaluation is far from effective in several denominations. The procedures and results 

of ministerial evaluation processes are varied. This research focuses on an approach 

to evaluation that differs from any evaluation found to exist in the denominations 

surveyed. 

The Delphi Procedure for Data Collection 

The Delphi technique was selected as the method for collecting the data on 

core skills and quality indicators. One of the advantages of the Delphi method is 

that the participants can be spread over a large geographical area. They do not have 
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to be in the same location. According to the literature, Delphi is a technique for 

eliciting and refining opinions from a group in a given field, resubmitting the 

opinions several times until a consensus is reached. 

Delphi is a survey technique used to identify and correlate the judgments of a 

panel in a given field. The final results are a consensus reflecting the entire group's 

thinking, rather than the opinions of a few vocal members. "Delphi is based upon 

the assumption that the majority opinions will have greater credibility and authority 

than the surmise of only the most articulate spokesperson in a group of participating 

respondents" (Chandler, 1994, p. 69-75). 

The Delphi technique is, also, based on two features: anonymity and 

controlled feedback. The group members are not identified to each other; complete 

anonymity is maintained. Therefore, specific responses are not identified with 

individual participants. This allows participants to express or to change their mind 

without any group repercussions. In the Delphi technique each member of the 

group receives continuous feedback because the questionnaires used are made up of 

their previous responses. "These two elements, anonymity and feedback, distinguish 

Delphi from other systems," according Sybilla Cook (1978, p. 703). These features 

are designed to overcome the biasing effects of dominant individuals and group 

pressure toward conformity. 

Survey research is an accepted method for collecting original data among 

social scientists and other fields that have not yet developed scientific laws. The 

Delphi method has been a popular consensus model in education, often as a 

problem-solving or decision-making tool for administrators. Called "opinion 
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technology," it is a method designed to use surveys to gain consensus on complex 

problems. It is a rapid, efficient, and systematic way to gather the opinions of a 

specific group of people. The procedure offers objectivity, anonymity, and allows 

respondents to share responsibility while releasing their inhibitions. 

Population and Sampling Design 

Sampling Design: The choice of participants was an important one since the 

participants became the "panel of experts" for this research project. In this study, 

participants were "self-selected" who met one of two criteria. They were either a 

Nazarene clergy person or a Nazarene church board member. In the Church of the 

Nazarene, the clergy are to be evaluated by the church board. Because clergy and 

church board members are the key stakeholders in a local Nazarene church, they 

were considered to be the panel of "experts" as defined by the Delphi technique. 

"Expert" in this case means individuals who can supply relevant information to the 

study. And because of their key position as elected representatives in the Church of 

the Nazarene, the clergy and church board members are considered as "highly 

informed representatives" of the entire congregation. In theory, the church board 

forms a representative microcosm of the entire congregation. 

Since Delphi does not require the panel to meet, there were no geographic 

limitations on its members. In order to expedite research and conserve on the costs 

of eighteen mailings of questionnaires and reminders, only participants who had 

access to e-mail were selected. The use of e-mail theoretically enabled the turn 

around time for each questionnaire to be no longer than seven days, enabling the 
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entire data gathering to be done in a shorter period of time. Since each e-mail 

message was coded with the name of the sender, it was easy to identify non-

respondents and send them a follow-up reminder. Appendix F contains a sample of 

the follow-up e-mail. 

It could be suggested that the use of e-mail makes this an elitist rather than a 

democratic survey. However, Cook (1978, p. 705) points out that the same could be 

said of community meetings and public referenda: The people who respond are 

already interested in the institution. Delphi can still serve democratic requirements 

by including representatives from both stakeholder groups (clergy and laity) and by 

giving equal weight to all respondents, rather than favoring the most articulate or 

authoritative. According to Chandler (1994, pp. 69-75), "Delphi minimizes the 

undesirable effects and influences of face-to-face communication including: the 

bandwagon effect of a majority opinion, strong personalities of dominant 

respondents and public opinion." 

Procedure for Selection of Participants: A list of qualified participants was 

compiled by (1) sending an announcement of the research project to addresses 

gathered from an unofficial "Nazarene Directory" Internet site on the world wide 

web at http://www.cais.net/flowers/director, (2) searching for the Internet web 

pages of local Nazarene churches and seeking a listing of their e-mail addresses and, 

(3) asking Nazarene district superintendents in Florida, Ohio, Iowa, and Texas to 

submit the names of pastors on their districts who have e-mail addresses. After a 

database of the electronic mail addresses of Nazarene clergy and church board 

members had been compiled, an e-mail letter was sent asking if they and/or 

http://www.cais.net/flowers/director
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members of their church boards (who also have e-mail addresses) were willing to 

participate in the research. A copy of the initial cover letter is included in Appendix 

D. 

The participation goal was to gather the email addresses of 50 clergy persons 

and church board members willing to participant in the study. The goal for total 

number of participants was 25 -50. This is within the participation limits of 

acceptability for a Delphi study of 10 - 50 (Jones and Twiss, 1978, p. 229; Linestone 

and Turoff, 1975, p. 86). Remember, that Delphi uses a "panel of experts" approach 

to surveying. 

Data Collection Procedure 

Because this research project sought to identify core skills of ministerial 

effectiveness and the quality indicators for these core skills, there were actually two 

separate rounds in the Delphi survey. Round I focused on identifying the core skills 

of ministerial effectiveness. Round II focused on identifying the quality indicators of 

the core skills identified in Round I. Thus, the data collection component of the 

study covered a period of several months - approximately four weeks for each 

questionnaire. This was twice as long as originally anticipated. 

An e-mail "cover letter" explaining the purpose of the study was sent to all e-

mail addresses acquired. The purpose of the cover letter was to identify Nazarene 

clergy persons and church board members who were willing to participate in the 

research project. A copy of the cover letter is included in Appendix D. 
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Round I - Step 1: After the participants had been chosen, they each received 

an initial questionnaire (Appendix E) asking for suggestions about the problem: 

"Identify three to five core (fundamental) skills necessary for ministerial 

effectiveness." Participants were asked to return their responses via e-mail within 

five days to the author of this study. A reminder notice (Appendix F) was be sent to 

each non-respondent approximately one week following the initial questionnaire. 

This procedure was repeated approximately one week later. The responses were 

compiled into a list that included a summary of all responses. The list of core skills 

suggested by the respondents was compiled by eliminating duplicate items and 

identifying each item's rank. This list formed the foundation for future 

questionnaires. 

Round I - Step 2: Questionnaire 2 was composed of a compilation of core 

skills from the responses to Questionnaire 1. The core skills were listed in rank order 

- indicating the combined ranking of all the participants. The rank-ordered list of 

core skills was returned to the participants who were asked to rate the items on the 

bases of a three point scale. The instructions asked the participants to respond by 

rating each item as follows: "C" for "core skill category"; "S"for "subcategory of 

core a core skill"; and "NA" for "not applicable," not a core skill. The respondents 

were also asked to comment about the given rankings and their reasons for 

agreement or disagreement. Information obtained from the participants in Step 2 

were then used to refine the list by eliminating non-skills and combining sub-skills 

into core skills. 
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Round I - Step 3: A third and final questionnaire in the core skills survey 

showed the values and the comments of the panel members obtained in step 2 . The 

participants were asked to reconsider their responses to Step 2 and make any 

revisions that were deemed important. "These responses propel the group toward a 

final consensus" (Cook, 1978, p. 704). It was expected that Step 3 would show 

changes in the group median for each item. These values were used to determine 

how important the participants viewed each item. The result was a consensus list of 

the core skills necessary for ministerial effectiveness. 

Round II: The same three step process that was taken in Round I was then 

repeated in Round II in order to identify the quality indicators for each of the core 

skills identified in Round I. The final results are two lists: a list of core skills and a 

list of quality indicators for each of the core skills. 

These two components make up the necessary data for developing a 

ministerial evaluation instrument. The final phase of the research project was to 

compile the data into a sample evaluation instrument to demonstrate the process of 

applying an educational model of evaluation technique to the evaluation of the 

church's pastoral staff. 

Analysis of Data 

The Delphi panelists generated information by means of two rounds of 

surveys containing a three step process of solicited information with feedback 

interspersed between steps. There were a total of six surveys for the two rounds. 

The data were analyzed by an inspection of the medians as the Delphi process 
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unfolded. Delphi is a process for obtaining "consensus." Items achieved 

"consensus," in this research, if they were equal to or above the median of 

responses. Those items that fell below the median or did not have a majority of 

support were dropped and those items equal to or above the median were then used 

for the next step. 

Following Step 1 the data were simply be ranked ordinally according to 

number of responses each item received. Since the objective of this step was to 

generate an initial list of core skills, all items were kept. The rank of each item was 

noted to establish by counting the number of times the item was listed by the 

panelist. The rank in this step was used to indicate the strength of the relevancy of 

individual items by the panelists. 

In Step 2 the list was refined by asking panelists to rank the individual items. 

The rankings were then used to compare with the median of responses. At this point 

the list was refined by keeping those items that were equal to or above the median 

and dropping from the list those that fell below the median. The rationale was that 

those items that were equal to or above the median had the consensus of the 

majority. 

Step 3 gave the panelist the opportunity to review those items from step 2 that 

the majority of panelist considered relevant. The objective of this step was to make 

adjustments to the list and move to final consensus. The panelists were ask for their 

agreement or disagreement and comments on each of the items from step 2. 

Changes in the medians indicated that the panel was moving toward consensus, and 
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thus, validates the Delphi process. Again, items that were equal to or above the 

median were kept, and items below the median were dropped. 

The end results of the data collection were two lists that could be considered 

the consensus of the panel of experts. The first list was the result of Round I. It 

consists of a list of core skills that the panel considered fundamental for ministerial 

effectiveness. The results of Round II is a second list consisting of quality indicators 

for measuring the effectiveness of the cores skills from Round I. Together, these two 

lists can be used for the components of an evaluation tool for a church to measure 

the effectiveness of a pastoral staff member. 

Data were collected and displayed in table format similar to the table below: 

Figure 3: Data Display 

Item Round - Step 

Rating 

Rank by Number 

of Responses 



CHAPTER 4 

FINDINGS AND ANALYSIS 

This research first identified an educational theory and models of evaluation 

development from the literature in education. One axiom of Malcolm Knowles' 

theory of adult education is that growth and self-development are a primary 

motivation for adults to learn. Performance evaluations enhance the motivation of 

the adult to learn and grow. This research applies this theory of adult education to 

the church and the evaluation of pastoral staff. Educational research models by 

Pembroke and Goedert (1982), the Minnesota Extension Service (Mueller, 1991), 

and Carmelo Sapone (1982) were cited from the literature earlier. These models 

were used as a pattern to develop this research design. 

For the reasons mentioned earlier, the Delphi technique was selected as the 

method for collecting data. The Delphi method enabled participants to be spread 

over a large geographical area. By selecting the "key stakeholders" in the problem, 

the Delphi technique enables us to form a "panel of experts" and to gain a consensus 

solution. By using the panel to discern a majority opinion, the Delphi research 

forms a consensus that overcomes the biasing effects of dominant individuals. By 

using e-mail to send our surveys, anonymity was maintained and the band wagon 

effect was minimized. 
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Population of Participants 

Since this research was limited to Nazarene clergy and church board 

members with an e-mail address, a list of possible participants was compiled by 

searching the unofficial "Nazarene Directory" Internet site mentioned earlier and 

the web pages of Nazarene churches. A compiled a list of Nazarenes from the 

Internet was used to send a cover letter to possible participants seeking participation 

in the research project (See Appendix D). A total of 46 individuals responded to the 

cover letter indicating that they were either Nazarene clergy or church board 

members and would be willing to participate in this research. Our "panel of 

experts" were from the diverse geographical backgrounds. The "district" data 

indicates that they were from the states of Arizona, Australia, California, Indiana, 

Iowa, Kansas, New York, Michigan, Missouri, North Carolina, Ohio, Oklahoma, 

Pennsylvania, Texas, Virginia, and Washington. 

The Table below displays the research participants and their response pattern. 

Table 1: Research Participants Log 

Research Participants Response Log 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Round I 
Core Skills 

Round II 
Quality 

Indicators 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Step 
1 

Step 
2 

Step 
3 

Step 
1 

Step 
2 

Step 
3 

1 Board 
Member 

West Texas X X X X X 

2 DS Southwest 
Ohio 

X X X 

3 Pastor Virginia X 
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Research Participants Response Log 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Round I 
Core Skills 

Round II 
Quality 

Indicators 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Step 
1 

Step 
2 

Step 
3 

Step 
1 

Step 
2 

Step 
3 

4 Pastor Iowa No longer a valid address. 

5 Pastor Houston TX 
District 

X X X X X 

6 Pastor Iowa X X X X X X 

7 Board 
Member 

Southwest 
Indiana 

X X X X X 

8 Pastor West Texas X X X X 

9 Pastor Northwest 
Ohio 

X X X X X X 

10 Pastor Anaheim, 
CA District 

X X X X X X 

11 Pastor New 
Mexico 

X X X Address no longer 
good 

12 Pastor Iowa X X X X X X 

13 Pastor Iowa X 

14 Board 
Member 

West Texas X X X X X X 

15 DS North 
Carolina 

X X X X X X 

16 Pastor New York X X X 

17 Board 
Member 

Washington X X X X X X 

18 Pastor Philadelphia X X X 

19 Pastor New York X X X X 

20 Pastor Iowa X X X X 

21 Board 
Member 

Iowa X 

22 Pastor Houston X X X X X X 
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Research Participants Response Log 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Round I 
Core Skills 

Round II 
Quality 

Indicators 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Step 
1 

Step 
2 

Step 
3 

Step 
1 

Step 
2 

Step 
3 

23 Board 
Member 

Tennessee address no longer valid 

24 Pastor Arizona X X X X X X 

25 Pastor Northern 
Michigan 

X X X X X X 

26 Pastor Houston X X X X X X 

27 Pastor Iowa X X X X X X 

28 Board 
Member 

West Texas X X X X X X 

29 Board 
Member 

X X X X 

30 Board 
Member 

Missouri X X X X X X 

31 Pastor West Texas X X X X X X 

32 Board 
Member 

Los Angeles, 
CA District 

X X Address no longer valid 

33 Assist.DS X X 

34 Pastor Iowa X X X X X X 

35 Board 
Member 

Los Angels, 
CA 

X X 

36 Board 
Member 

Kansas City X X X X 

37 Pastor Michigan X X X (X) 
migh 
t 
have 
to 
think 

(X) 
comp 
t 
probl 
em 

X 

38 DS West Texas X X X X X X 
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Research Participants Response Log 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Round I 
Core Skills 

Round II 
Quality 

Indicators 

Email 
Particpants 

Status District 
(listed by 
State 
Area) 

Step 
1 

Step 
2 

Step 
3 

Step 
1 

Step 
2 

Step 
3 

39 Pastor Australia X 

40 Pastor Oklahoma X X X hospi 
tal 

X X 

41 Board 
Member 

West Texas X X X X X X 

42 Pastor San Antonio X X 

43 Pastor Oklahoma X X X X 

44 Pastor Dallas 

45 Pastor Houston TX 
District 

X X X X X 

46 Pastor Houston TX 
District 

TOTAL RESPONSES 38 34 36 21 28 30 

Geographical data was solicited from the participants by asking which 

"district" the individual represented. "Districts" are area divisions within the 

Church of the Nazarene and indicate what state the participant is from. Some 

districts indicate entire state areas and some states have more than one district. In 

some states, districts may be named for a prominent city but represent a larger 

geographical area. This data was used only in order to demonstrate the diversity of 

the group. 

Of the 46 individuals who indicated they would be willing to participate, 4 

never responded to any of the six surveys and had to be dropped from the research 
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group. Of the remaining 42 individuals, 26 were pastors, 4 were district 

superintendents (former pastors) and 12 were church board members. Four other 

individuals dropped out after the first survey. Of the remaining 38 who did respond 

more than once, 17 responded all six times. The remaining 21 participants 

responded more than once but did not respond to one or more of the six surveys. 

Data Collection 

The problem addressed in this research is a general lack of agreement within 

the denomination of the Church of the Nazarene concerning the criteria for 

conducting ministerial evaluations. The data collection consisted of two rounds of 

three surveys each for a total of six surveys. Each consecutive survey built on the 

results from the preceding survey. Round I endeavored to identify by the consensus 

of a "panel of experts" the criteria to be used for the evaluation of a Nazarene 

pastor. In Round I a list of seven "Core Skills" necessary for ministerial 

effectiveness was generated by the panel. 

The objective of Round II was to generate lists of "Quality Indicators" for 

each of the core skills generated in Round I. In Round II the question posed was 

"How can the cores skills agreed upon in Round I be measured?" This round was a 

much more difficult part of the research for the participants. The "quality 

indicators" attempt to quantify or measure what has been a very subjective, 

nondescript aspect of ministerial evaluation in the Nazarene church. 

Round 1 Step 1: The Delphi panel was asked to generate an initial list of 

core skills believed to be fundamental for ministerial effectiveness in Step One of 
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Round I. Appendix E contains a copy of the e-mail sent to each participant. A 

follow-up letter similar to that in Appendix F was sent twice following each survey, 

approximately one week apart, to remind participants to return their responses. In 

Round I Step 1 the participants were asked to "Identify three to five core 

(fundamental) skills necessary for ministerial effectiveness." In response to the 

survey, 38 participants submitted twenty-six category items as core skills for 

ministerial effectiveness. The mean ranged from .79 to .03 percent of responses 

based on the number of occurrences of each item by the 38 participants who 

responded to this survey. The occurrences ranged from 30 citations for the most 

often mentioned skill to 1 occurrence for the least mentioned skills. The complete 

listing of items generated by the panelists is shown below in Table 2. 

Table 2: Round 1 Step 1 

Round I Step 1 

Identifying The Core Skills For Ministerial Effectiveness 

Rank by 

Mean 

Core Skill For Ministerial Effectiveness: Number of 

Occurrences: 

.79 Leadership / Management /Administration Skills 30 

.68 Communication and Listening Skills 26 

.63 Compassion / Love People / Relational Skills 24 

.37 Character / Integrity 14 

.34 Relevant Preaching / Teaching 13 

.32 Personal Spirituality 12 

.16 Vision 6 

.16 Positive Attitude / Personality 6 
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Round I Step 1 

Identifying The Core Skills For Ministerial Effectiveness 

.13 Conflict - Problem Resolutions 5 

.08 Knowledge - Personal Growth & Development 3 

.08 Discernment 3 

.05 Clear Calling and Commitment to Ministry 2 

.05 Consistency / Dependability 2 

.05 Flexibility 2 

.05 Pastoral Care / Counseling 2 

.05 Vulnerable / non-judgmental 2 

.03 Availability 1 

.03 Courage 1 

.03 Entrepreneur 1 

.03 Healthy Self-esteem 1 

.03 Healthy Marriage & Family 1 

.03 Humility 1 

.03 Persistence 1 

.03 Personal Evangelism Training & Discipling 1 

.03 Risk Taking 1 

.03 Understanding of Culture 1 

Total number of responses = 38 

This table contains a list of all items submitted by the panel. A mean score 

was calculated for each item to show their ranking. Only three items ranked over 

.50 mean score and three more achieved a mean of over .30. No conclusions 

regarding consensus were drawn at this step. 
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Round I Step 2: The questionnaire for Step 2 of Round I is found in 

Appendix G. The survey was made up of the responses from Step 1 listed in rank 

order. The rank-ordered list was returned to the participants and they were asked to 

rate each item in one of three categories: 1) a "core skill," 2) a "sub-skill" or 3) "not 

applicable." The purpose of this step was to begin refining the list by getting 

consensus on the "core skills." The median was used as a baseline for accepting or 

rejecting items in the list. The participants were also asked to comment on their 

choices. The results of Round I Step 2 are found in Table 3 below. 

Table 3: Round I Step 2 

Round I Step 2 

Rating of the Core Skills 

Delphi 
Rank / Item 

Core Skill Score Sub-Skill Score Not a Skill Score 

1 / Leadership -
Administration 

32 2 

2 / Communication 29 5 

3 / People Skills 29 5 

4 / Preaching -
Teaching 

25 9 

5 / Character 
(Integrity) 

22 11 1 

6 / Spirituality 22 12 

7 / Ministry Call & 
Commitment 

20 12 1 

8 / Evangelism & 
Discipling 

16 18 

9 / Vision 15 18 1 
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Round I Step 2 

Rating of the Core Skills 

10 / Marriage & 
Family 

15 18 1 

11 / Consistency -
Dependability 

12 22 

12 / Pastoral Care -
Counseling 

12 20 2 

13 / Cultural 
Understanding 

11 20 3 

14 I Problem Solving 9 24 

15 / Professional 
Knowledge 

8 23 3 

16 / Humility 8 23 3 

17 / Self-Esteem 7 22 5 

18 / Attitude -
Personality Traits 

6 27 1 

19 / Discernment 6 23 5 

20 / Persistence 6 21 5 

21 / Flexibility 6 22 6 

22 / Entrepreneur 6 16 12 

23 / Courage 5 20 9 

24 / Vulnerability -
Non-judgmental 

3 24 7 

25 / Risk Taking 3 24 7 

26 / Availability 3 22 9 

TOTAL NUMBER OF RESPONSES = 34 
MEDIAN = 17 
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Consensus was indicated when an item's rating was equal to or above the 

median. The median indicated a majority of support. With 34 total responses, the 

median for this survey was 17. Seven items from the list achieved a score from the 

panel equal to or above the median and were, therefore, rated as core skills: 

1. Leadership/Administration 

2. Communication 

3. People Skills 

4. Character (Integrity) 

5. Preaching/Teaching 

6. Spirituality 

7. Ministry Call and Commitment 

The majority of participants indicated that they felt the remainder of items on 

the list were to be deemed as "sub-skills" and not core skills. Because these items 

that did not receive a majority rating as "core skills" were dropped from the process 

at this point. The objective of this round is to identify the "core skills" necessary for 

ministerial effectiveness. The seven "core skills" will form the categories or clusters 

for the evaluation tool. This round significantly reduced the size and manageability 

of the list. 

Some of the sub-skills that were dropped in this step surfaced later as quality 

indicators for the "core skills." Some never reappeared. From the comments 

received, some adjustments were made in the wording of some the core skills in 

order to be more inclusive of the sub-skills. These suggestions were reflected in the 

list used in the next step. 
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Round I Step 3: This was the final step in Round I. The objective of this 

round was to identify the "core skills" necessary for ministerial effectiveness. The 

participants were sent the list of seven skills that received a majority rating from Step 

2. They were asked to indicate whether they agreed or disagreed that each item on 

the list represents a general category (core skill) that could be used for a ministerial 

evaluation. Appendix H contains a copy of the Round I Step 3 e-mail. The 

instructions stated: "The objective of this process is to refine the list to contain 

ONLY those CORE SKILLS of ministerial effectiveness for which a minister can 

and should be evaluated." The results are contained below in Table 4. 

Table 4: Round I Step 3 

Round 1 Step 3 

Verifying Core Skills 

Category Agree Disagree 

Leadership / Administration 34 2 

Communication 34 2 

People Skills 35 1 

Character (Integrity) 31 5 

Preaching / Teaching 36 

Spirituality 26 10 

Ministry Call & Commitment 28 8 

TOTAL NUMBER OF RESPONSES = 36 
MEDIAN = 18 

As Table 4 indicates, the majority of group members agreed that all seven of 

these items are fundamental core skills for ministerial effectiveness. Only one item 
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("preaching/teaching") received the unanimous support of the panel. All items 

were rated substantially above the median by the panel. Therefore, the panel had 

reached a consensus agreement that all seven items are to be considered "core skill" 

for ministerial effectiveness. The panel believes that these seven items are to be the 

major categories of criteria for developing a ministerial evaluation instrument. 

Another interesting observation is the significant disagreement on whether or 

not "spirituality" and "ministry call and commitment" can realistically be measured. 

This was indicated by the high "disagree" rating that these items received. The 

difficulty of measuring these categories was later seen in Round II. However, the 

two items did receive a majority support and remained in the list of core skills. In 

regard to these items one point of clarification was made. The item "spirituality" 

was clarified to include a qualifier - "spirituality: relation to God." With this 

enhancement the seven items were established as the "Core Skill" categories to be 

used for ministerial evaluation. The next step in the development of an evaluation 

instrument was to determine the quality indicators for each of the core skills. That 

led to Round II of surveys. 

Round II - Step 1: Round II began the process of identifying the quality 

indicators for each of the core skills. It endeavors to answer the question of how to 

measure each of the core skills. Having identified the criteria for ministerial 

effectiveness, or the core skills, how is effectiveness or ineffectiveness to be 

determined for each skill. "Quality indicators" are the measures of a core skills 

effectiveness. By identifying the quality indicators for each core skill, a measure can 

be applied and the evaluation process can be to some degree quantified. 
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The participants were sent the results of Round I Step 3 which showed a 

general agreement or consensus on the seven core skills. They were then instructed 

to assume we would use a Likert-type scale with a five point rating (ie. 1 indicating 

poor performance, 3 indicating acceptable performance, 5 indicating excellent 

performance) to measure these core skills. Appendix I contains a copy of the initial 

survey for Round II Step 1. In this survey the participants were asked to submit one 

or two statements (based on our assumption of a Likert-type scale) that could be 

used to measure each of the core skills. These statements would be used to indicate 

the quality of performance of the skill being measured. Two samples were included 

in the questionnaire to illustrate the type of statements being sought. Table 5 

contains the list of statements of quality indicators that were received for each core 

skill. 

Table 5: Round II Step 1 

Round II Step 1 

Identifying Quality Indicators 

Core Skill Quality Indicators 

Leadership / 
Administration 

Is organized and prepared for meetings and services. Leadership / 
Administration 

People are motivated to follow his/her leadership 
direction. 

Leadership / 
Administration 

Delegates responsibility and authority to others and 
holds them accountable. 

Leadership / 
Administration 

Breaks larger tasks into small parts before delegating 
responsibility. 

Leadership / 
Administration 

Demonstrates ability to carry through to completion 
projects and strategies. 
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Round II Step 1 

Identifying Quality Indicators 

Has communicated a clear vision of what needs to 
happen in the church. 

Able to recruit and train a team to help implement plans 
and accomplish goals. 

Facilitates bold, positive change. 

There is an increase in conversions in the church. 

Effectively motivates and equips laity to perform 
leadership roles. 

Maintains consistent office schedule. 

Does not have to be involved in every decision, ministry, 
or activity. 

Able to state short and long-range goals for growth and 
the steps to accomplish these goals. 

Ability to manage time, energy, finances, people, etc. 

Communication Has good listening skills. Communication 

Communicates thoughts and ideas simply and 
accurately. 

Communication 

Draws out the ideas and opinions of others. 

Communication 

Written materials present the church in a positive, 
professional manner. 

Communication 

Builds bridges to the community. 

Communication 

Communicates important information (dates, schedules, 
events, etc.) in a timely manner on a church-wide basis. 

Communication 

Clearly articulates denominational doctrines. 

Communication 

Communicates understanding to others. 

Communication 

Facilitates 2-way communication in a non-
argumentative manner. 

Communication 

Gives and receives feedback in a positive manner. 
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Round II Step 1 

Identifying Quality Indicators 

Demonstrates love and concern for others. 
People Skills 

Easily begins conversation with strangers. 

Personable and friendly in all environments. 

Interpersonal relationships are positive and cooperative. 

Sensitive to the needs of others. 

Handles conflict constructively. 

Availability to congregation. 

Does not appear to be threatened by those who hold 
differing opinions and ideas, but welcomes diversity. 

Looks for the best in others and helps them feel valued. 

Able to confront with a loving spirit. 

Sought out for counseling (formally and informally). 

Consensus builder. 

Is a peacemaker. 

Able to work through interpersonal conflicts. 

Character/Integrity Known for honesty and integrity. 

Lifestyle models Christlikeness. 

Makes himself accountable publicly and privately to 
church leaders. 

Checks facts before presenting them as true. 

Keeps confidential information confidential. 

Intentionally avoids even the appearance of impropriety. 

Congregation has respect and confidence in this person. 

Adheres to Biblical absolutes. 

Preaching/T eaching Preaches specifically from the Bible. 
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Round II Step 1 

Identifying Quality Indicators 

Uses a variety of preaching/teaching methods. 

Demonstrates adequate time for study and preparation 
in preaching / teaching. 

Has good content that is easily understood. 

Sermons/teaching are relevant and interesting to listen 
to. 

Sermons are presented clearly and concisely without 
rambling and wasting time. 

Covers a variety of doctrinal and practical areas 
annually. 

Can express abstract ideas in plainly understandable 
language. 

Makes disciples through sermons and teaching. 

Spirituality (Relation 
to God) 

Makes reading the Word and prayer daily a top priority. Spirituality (Relation 
to God) 

Spends time fasting during major decisions. 

Spirituality (Relation 
to God) 

Seems to be passionate about relationship with God. 

Spirituality (Relation 
to God) 

Demonstrates the Fruit of the Spirit in life. 

Spirituality (Relation 
to God) 

Demonstrates continued spiritual growth. 

Spirituality (Relation 
to God) 

Shares insights into his/her personal spiritual growth. 

Spirituality (Relation 
to God) 

Takes a weekly Sabbath for rest and renewal with the 
Lord. 

Ministry Call and 
Commitment 

Demonstrates satisfaction and passion for ministry. Ministry Call and 
Commitment 

Testifies to a definite call to ministry. 

Ministry Call and 
Commitment 

Works diligently at ministry. 

Ministry Call and 
Commitment 

Carries a burden for the unsaved. 

Ministry Call and 
Commitment 

Makes personal sacrifices in order to minister to the 
needs of others. 
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Round II Step 1 

Identifying Quality Indicators 

Willingness to see the church through crisis. 

Communicates a love for his/her present ministry 
assignment. 

TOTAL NUMBER OF RESPONSES = 21 

This was the most difficult part of the Delphi process. More than one 

participant bemoaned the difficulty of "having to actually think instead of just 

respond. Because of the difficulty, this part of the research took the longest to get 

responses returned and produced the least number of participant responses, twenty-

one (21). Because of similarly vague responses it was also more difficult to tabulate 

the results. However, when the results were tabulated those twenty-one panelists 

returned sixty-nine (69) quality indicators for measuring the seven core skills. The 

array took the following shape: 

Leadership/Administration -14 quality indicators 

Communication -10 quality indicators 

People Skills -14 quality indicators 

Character/Integrity - 8 quality indicators 

Preaching/Teaching - 9 quality indicators 

Spirituality/Relation to God - 7 quality indicators 

Ministry Call and Commitment - 7 quality indicators 

It was at this stage that some of the items that were dropped from "sub-skills" in 

Round I began to show up as quality indicators. 
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Round II Step 2: The list of quality indicators resulting from Step 1 were sent 

to each participant with the following instructions: "Indicate which quality 

indicators you would l)include or 2) not include in a pastoral evaluation instrument. 

Also indicate any change in wording that you might make." A copy of the e-mail of 

this survey is included in Appendix J. 

This step was very productive in beginning to gain a consensus about how to 

measure the core skills. In addition to the ratings on the quality indicators, many 

comments about rewording and combining items were submitted. The results are 

listed below in Table 6. 

Table 6: Round II Step 2 

Round II Step 2 

Rating Quality Indicators 

Instructions: Indicate which Quality Indicators you would include or not include 
in an evaluation instrument. Also indicate in change in wording that you might 
make. 

Core Skill Quality Indicators Include Not 

Leadership / 
Administration 

Able to effectively organize and 
prepare meetings and services. 

25 1 Leadership / 
Administration 

Motivates people to follow his/her 
leadership direction. 

21 5 

Leadership / 
Administration 

Effectively delegates responsibility 
and authority to others with 
accountability. 

25 1 

Leadership / 
Administration 

Breaks larger tasks into small parts 
before delegating responsibility. 

10 16 

Leadership / 
Administration 

Demonstrates ability to carry through 
to completion projects and strategies. 

21 5 
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Round II Step 2 

Rating Quality Indicators 

Communicates a clear vision for the 
future of the church. 

22 4 

Able to recruit and train a team to 
help implement plans and accomplish 
goals. 

19 7 

Facilitates bold, positive change. 12 14 

There is an increase in conversions in 
the church. 

14 12 

Effectively motivates and equips laity 
to perform leadership roles. 

25 1 

Maintains consistent office schedule. 13 13 

Supports ministries and activities 
without having to be involved in 
every decision, ministry, or activity. 

20 6 

Able to state short and long-range 
goals for growth and the steps to 
accomplish these goals. 

22 4 

Ability to manage time, energy, 
finances, people, etc. 

20 6 

Communication Has good listening skills. 26 0 

Communicates thoughts and ideas 
simply and accurately. 

23 2 

Inspires others to share their ideas 
and opinions. 

23 2 

Written materials present the church 
in a positive, professional manner 

21 5 

Builds bridges to the community. 21 5 

Communicates important information 
(dates, schedules, events, etc. in a 
timely manner on a church-wide 
basis. 

22 3 
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Round II Step 2 

Rating Quality Indicators 

Clearly articulates denominational 
doctrines. 

18 8 

Communicates understanding to 
others. 

20 5 

Facilitates 2-way communication in a 
non-argumentative manner 

22 3 

Gives and receives feedback in a 
positive manner. 

22 3 

People Skills 
Demonstrates love and concern for 
others. 

26 0 

Easily begins conversation with 
strangers. 

12 14 

Personable and friendly in all 
environments. 

17 9 

Interpersonal relationships are 
positive and cooperative. 

26 0 

Sensitive to the needs of others. 24 2 

Handles conflict constructively. 26 0 

Availability to congregation. 20 5 

Does not appear to be threatened by 
those who hold differing opinions and 
ideas, but welcomes diversity. 

22 4 

Looks for the best in others and helps 
them feel valued. 

24 2 

Able to confront with a loving spirit. 23 2 

Sought out for counseling (formally 
and informally). 

15 11 

Consensus builder. 19 5 

Is a peacemaker. 20 5 
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Round II Step 2 

Rating Quality Indicators 

Able to work through interpersonal 
conflicts. 

19 7 

Character/Integrity Known for honesty and integrity. 26 0 

Public and private lifestyle models 
Christlikeness. 

24 1 

Makes himself accountable publicly 
and privately to church leaders. 

26 0 

Checks facts before presenting them 
as true. 

22 3 

Does not disclose confidential 
information. 

26 0 

Intentionally avoids even the 
appearance of impropriety. 

23 3 

Congregation has respect and 
confidence in this person. 

24 2 

Adheres to Biblical absolutes. 20 4 

Preaching/Teaching Sermons/teaching contain a strong 
Biblical foundation. 

25 0 

Uses a variety of preaching/teaching 
methods. 

21 5 

Demonstrates adequate time for study 
and preparation in preaching / 
teaching. 

26 0 

Has good content that is easily 
understood. 

24 1 

Sermons/teaching are relevant and 
interesting to listen to. 

25 1 

Sermons are presented clearly and 
concisely while giving fair regard to 
time constraints. 

19 17 
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Round II Step 2 

Rating Quality Indicators 

Covers a variety of doctrinal and 
practical areas annually. 

21 4 

Can express abstract ideas in plainly 
understandable language. 

19 6 

Ministry (Sermons/teaching) results 
in conversions and discipleship. 
(Suggestion: move this to people 
skills) 

22 4 

Spirituality (Relation 
to God) 

Makes reading the Word and praying 
daily a top priority. 

23 2 Spirituality (Relation 
to God) 

Spends time fasting during major 
decisions. 

17 8 

Spirituality (Relation 
to God) 

Is passionate about relationship with 
God. 

22 2 

Spirituality (Relation 
to God) 

Demonstrates the Fruit of the Spirit in 
life. 

26 0 

Spirituality (Relation 
to God) 

Demonstrates continued spiritual 
growth. 

25 1 

Spirituality (Relation 
to God) 

Shares insights into his/her personal 
spiritual growth. 

22 4 

Spirituality (Relation 
to God) 

Takes a weekly Sabbath for rest and 
renewal with the Lord. 

22 4 

Ministry Call and 
Commitment 

Demonstrates satisfaction and passion 
for ministry. 

22 3 Ministry Call and 
Commitment 

Testifies to a definite call to ministry. 24 1 

Ministry Call and 
Commitment 

Works diligently at ministry. 23 2 

Ministry Call and 
Commitment 

Carries a burden for people's 
salvation and spiritual development. 

25 0 

Ministry Call and 
Commitment 

Makes personal sacrifices in order to 
minister to the needs of others. 

20 5 
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Round II Step 2 

Rating Quality Indicators 

Willingness to see the church through 
crisis. 

23 5 

Communicates a love for his/her 
present ministry assignment. 

21 5 

TOTAL NUMBER OF RESPONSES = 28 
MEDIAN = 14 

Because of the helpful comments on this step, not only were some items 

dropped that fell below the median, but some items were combined with others or 

reworded for clarity. As the research process was moving toward a consensus, one 

participant complained, "The challenge of models like this (I used the same one for 

my dissertation.) is that by the end, the creative nuances are washed out and the 

residual is a commonly held list which tends to lack the intensity of a significant 

study." It is the authors opinion that the participant got the implication of refining 

the items but missed the meaning. At the beginning of this research it was stated 

that the problem within the church is a lack of agreement on the criteria for 

ministerial evaluation. In order to achieve a consensus or an instrument that all can 

agree upon, compromise is necessary. It is generally considered a strength of the 

Delphi technique that the "nuances" of individual bias are minimized. 

The purpose of this Delphi process was in fact to gain a consensus of the key 

stakeholders. Yes, consensus does 'wash out" the fringe opinions. But, that is the 

purpose of consensus, to gain an agreed upon criteria - something we have not yet 

been able to do in the Church of the Nazarene. It requires coming to a consensus to 
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get an instrument that is acceptable to the majority of stakeholders. When a group 

of individuals is used to conduct the evaluation, such as in a board evaluating a 

pastor, "washing out" the extremes gives us a more realistic picture of the pastor's 

performance. After all, there will be one who approves of everything the pastor does 

and one who disapproves everything s/he does. Again, the point of using a Delphi 

approach is to come up with an instrument that all the key stakeholders can agree 

upon. 

Round II Step 3: With the significant changes from Step 2, the research 

moved to the final step. In order to eliminate items that were "not" absolutely 

considered quality indicators by the majority of the participants, they were asked to 

"Choose the top 5 Quality Indicators in each core skill category you would include 

an evaluation instrument." Appendix K contains a copy of the e-mail sent to 

participants for this step. The purpose in this step was to verify whether or not each 

of the quality indicators had a majority of support from the panel. While it would 

seem reasonable to include all the items that received majority agreement, the author 

felt that prioritizing would force the participants to choose only those quality 

indicators that they strongly supported. Prioritizing would then eliminate only those 

items that did not truly have group support. Table 7 contains the final results of this 

research project. 
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Table 7: Round II Step 3 

Round II Step 3 

Verifying Quality Indicators 

Instructions: Choose the top 5 Quality Indicators in each category you would 
include an evaluation instrument. 

Core Skill Quality Indicators Rank 

Leadership / 
Administration 

Effectively delegates responsibility and authority to 
others with accountability. 

24 
Leadership / 
Administration 

Communicates a clear vision for the future of the 
church by stating the goals and the steps to 
accomplish those goals. 

23 

Leadership / 
Administration 

Effectively motivates and equips laity to perform 
leadership roles in accomplishing goals. 

22 

Leadership / 
Administration 

Motivates people to follow his/her leadership 
direction. 

19 

Leadership / 
Administration 

Able to effectively organize and prepare meetings 
and services. 

17 

Leadership / 
Administration 

Ability to manage time, energy, finances, people, 
etc. 

15 

Leadership / 
Administration 

Demonstrates the ability to carry projects and 
strategies through to completion. 

14 

Leadership / 
Administration 

Supports the church's ministries and activities 
without having to be involved in every decision, 
ministry, or activity. 

13 

Leadership / 
Administration 

There is an increase in conversions in the church. 3 

Communication Has good listening skills and communicates 
understanding to others. 

27 Communication 

Communicates thoughts and ideas simply and 
accurately. 

26 

Communication 

Gives and receives feedback in a positive manner. 19 

Communication 

The ability to inspire others to share their ideas and 
opinions. 

18 
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Round II Step 3 

Verifying Quality Indicators 

Instructions: Choose the top 5 Quality Indicators in each category you would 
include an evaluation instrument. 

Core Skill Quality Indicators Rank 

Facilitates 2-way communication in a non-
argumentative manner 

14 

Builds bridges to the community. 15 

Written materials present the church in a positive, 
professional manner 

13 

Communicates important information (dates, 
schedules, events, etc. in a timely manner on a 
church-wide basis. 

13 

Clearly articulates denominational doctrines. 9 

People Skills 
Demonstrates love for others and concern for their 
needs. 

26 
People Skills 

Does not appear to be threatened by those who hold 
differing opinions and ideas, but welcomes 
diversity. 

26 

People Skills 

Handles conflict constructively with the ability to 
work through them. 

24 

People Skills 

Approachable and available to the congregation. 23 

People Skills 

Looks for the best in others and helps them feel 
valued. 

21 

People Skills 

Able to confront with a loving spirit resulting in 
making peace and building consensus. 

18 

People Skills 

Interpersonal relationships are positive and 
cooperative in all environments. 

13 

Character / 
Integrity 

Models Christlikeness, publicly and privately, with 
honesty and integrity. 

30 Character / 
Integrity 

Does not disclose confidential information. 28 
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Round II Step 3 

Verifying Quality Indicators 

Instructions: Choose the top 5 Quality Indicators in each category you would 
include an evaluation instrument. 

Core Skill Quality Indicators Rank 

Makes himself accountable publicly and privately to 
church leaders. 

24 

Intentionally avoids even the appearance of 
impropriety. 

19 

Adheres to Biblical absolutes. 17 

Checks facts before presenting them as true. 15 

Congregation has respect and confidence in this 
person. 

15 

Preaching / 
Teaching 

Preaching/teaching contain a strong Biblical 
foundation. 

30 Preaching / 
Teaching 

Preaching/teaching has good content that is 
relevant and easily understood. 

28 

Preaching / 
Teaching 

Covers a variety of doctrinal and practical areas 
annually. 

26 

Preaching / 
Teaching 

Preaching/teaching demonstrate adequate time for 
study and preparation. 

23 

Preaching / 
Teaching 

Can express abstract ideas in plainly understandable 
language. 

22 

Preaching / 
Teaching 

Uses a variety of preaching/teaching methods. 19 

Spirituality 
(Relation to 
God) 

Committed to making spiritual disciplines 
(meditation on the Word, prayer and fasting) a top 
priority. 

28 Spirituality 
(Relation to 
God) 

Demonstrates the Fruit of the Spirit in life. 28 

Spirituality 
(Relation to 
God) 

Carries a burden for people's salvation and spiritual 
development. 

27 

Spirituality 
(Relation to 
God) 

Is passionate about personal relationship with God. 27 
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Round II Step 3 

Verifying Quality Indicators 

Instructions: Choose the top 5 Quality Indicators in each category you would 
include an evaluation instrument. 

Core Skill Quality Indicators Rank 

Demonstrates and shares his/her continued 
spiritual growth. 

21 

Takes a weekly Sabbath for rest and renewal with 
the Lord. 

20 

Ministry Call 
and 
Commitment 

Willingness to persevere to see the church through 
crisis. 

27 
Ministry Call 
and 
Commitment Demonstrates diligent work at the ministry. 26 

Ministry Call 
and 
Commitment 

Ministry results in conversions and making 
disciples. 

25 

Ministry Call 
and 
Commitment 

Testifies to a definite call to ministry. 25 

Ministry Call 
and 
Commitment 

Communicates satisfaction and passion for ministry. 23 

Ministry Call 
and 
Commitment 

Makes personal sacrifices in order to minister to the 
needs of others. 

20 

TOTAL NUMBER OF RESPONSES = 31 
Median =15.5 

The results of this final step indicated that there were many of the items that 

had overwhelming support and a few items that lacked overall support. Again, 

those that did not equal or exceed the median were dropped. Forcing the 

participants to limit their choices produced a list of quality indicators that the panel 

considered "essential" for ministerial evaluation. 

Another way in which this step could have done would have been an agree / 

disagree approach. Some responses indicated that the participant found more than 

five items acceptable. However, as indicated earlier the author choose to force the 
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participants to narrow their responses to those items that were "essential" to 

ministerial evaluation. 

The results of these two rounds of surveys produced a group consensus on the 

two key ingredients for an pastoral evaluation instrument: the core skills and the 

quality indicators. All that is left is put them together in an instrument using the 

Likert-type scale and we will have a model instrument for ministerial evaluation in 

the Church of the Nazarene. This process of criteria development could be 

duplicated for any local church. 



CHAPTER 5 

SUMMARY AND CONCLUSIONS 

Developing an evaluation instrument can be compared to physical exercise 

programs according to Sleezer, et al. (1992, p. 55): "It is easier to envision the 

beneficial results and to buy the latest equipment models than it is to implement a 

process that achieves outstanding results." The difficulty of getting responses to 

Round II Step 1 in which the participants were asked to generate quality indicators 

certainly demonstrated this observation. Agreement on the criteria for sound 

evaluation and appraisal of a pastoral staff member's performance are not easy to 

achieve. 

Summary of Findings 

This study was conducted to demonstrate the process of applying an 

educational evaluation model to the evaluation of church staff. The Delphi 

technique was chosen as the method to arrive at a consensus of opinion concerning 

the criteria for the evaluation and how to measure that criteria. The key 

stakeholders chosen as our "panel of experts" were Nazarene ministers and church 

board members. In the Church of the Nazarene these are the individuals involved in 

the evaluation process - the minister being evaluated by the local church board.. The 

result of this study was intended to demonstrate a method for developing an 

evaluation instrument for use by local churches in evaluating their pastoral staff. 
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On the first round the participants were asked to generate a list the core skills 

necessary for ministerial effectiveness. In the second step the items were ranked to 

eliminate "non-core skill" items. Finally, the list was verified as "core skills" by 

obtaining "agree" / "disagree" feedback for each item. This resulted in a list of 

seven core skills necessary for ministerial effectiveness. 

In Appendix A contains a list of core skills for ministerial evaluation taken 

from the literature. Note how this list compares with the list generated in this 

research: 

Table 8: Comparison of Literature with Research 

Core Skills from Literature Cores Skills from Research 

Character Traits Character / Integrity 

Professional Skills Preaching / Teaching 

Administration and Leadership Leadership / Administration 

Pastoral Care People Skills 

Communication Skills Communication Skills 

Professional Development Ministry Call and Commitment 

Relations with Governing Board Spirituality (Relation to God) 

Over-All Evaluation 

It is interesting to note the comparison of the research with literature. 

Generally the two lists are very similar. Three of the items - "character traits," 

leadership / administration," and "communication skills" match exactly in both 

lists. In the literature the "professional skills" category was broader than category of 

"preaching / teaching from the research. "People skills" and "pastoral care" may be 
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similar categories, but the other two differ substantially. The "over-all" category 

from the literature was not addressed in the research model. 

The same Delphi process was followed a second time in Round II to produce 

statements of measurement or quality indicators for the core skills in Round I. The 

items from Round II Step I were then rated on an "include" / "not include" scale. 

Those items that met or exceeded the median achieved "consensus" and were 

considered relevant for the development of an evaluation instrument. The 

verification of the Delphi process used to perform the study was accomplished by 

observing changes of the items along the median. The shrinkage of the items above 

the medians clearly verifies the panel's movement toward consensus. 

This research demonstrated first that a list of the core skills necessary for 

ministerial effectiveness as perceived by the key stakeholders in the Church of the 

Nazarene, ministers and church board members, can be determined. The 

participants in this research were a sample of Nazarene ministers and church board 

members. They agreed upon a list of seven core skills as necessary for ministerial 

effectiveness. 

Second, a method of measuring the above mentioned core skills can be 

established. While this task was more difficult and thought provoking, the panel 

again agreed upon a list of quality indicators for measuring each of the core skills. 

Third, this research found that the Delphi technique is a useful tool for 

obtaining a consensus of opinion among "stakeholders" spread over a wide 

geographical area without bring them togther. The 42 participants in this research 

project were from two different countries (US and Australia), 15 US states, and 
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numerous districts of the Church of the Nazarene. Using e-mail and the Delphi 

technique, these participants were able to achieve consensus on the "core skills" and 

the "quality indicators" for ministerial effectiveness. 

Fourth, this research project further demonstrated that a sample evaluation 

instrument that may be used for the purpose of formative and summative evaluation 

of a minister's performance can be developed. Below in Table 9 is a sample 

instrument that could be produced using the core skills and the quality indicators 

that were agreed upon by these research participants. 

Table 9: Ministerial Evaluation Instrument 

Ministerial Evaluation Instrument 

Circle the number that most closely describes how you evaluate this staff member's 
performance in regard to each skill. Rate each area according to the following scale: 

l=unsatisfactory; 2=needs improvement, 3=satisfactory, 
4=above average, 5=excellent, na=not observed 

Measure of Leadership / Administration Skill Scale 

1. Effectively delegates responsibility and authority to others 
with accountability. 

1 2 3 4 5 na 

2. Communicates a clear vision for the future of the church 
by stating the goals and the steps to accomplish those 
goals. 

1 2 3 4 5 na 

3. Effectively motivates and equips laity to perform 
leadership roles in accomplishing goals. 

1 2 3 4 5 na 

4. Motivates people to follow his/her leadership direction. 1 2 3 4 5 na 

5. Able to effectively organize and prepare meetings and 
services. 

1 2 3 4 5 na 

6. Ability to manage time, energy, finances, people, etc. 1 2 3 4 5 na 

Measurement of Communication Skill 
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Ministerial Evaluation Instrument 

Circle the number that most closely describes how you evaluate this staff member's 
performance in regard to each skill. Rate each area according to the following scale: 

1 unsatisfactory; 2=needs improvement, 3=satisfactory, 
4=above average, 5=excellent, na=not observed 

1. Has good listening skills and communicates 
understanding to others. 

1 2 3 4 5 na 

2. Communicates thoughts and ideas simply and accurately. 1 2 3 4 5 na 

3. Gives and receives feedback in a positive manner. 1 2 3 4 5 na 

4. The ability to inspire others to share their ideas and 
opinions 

1 2 3 4 5 na 

5. Builds bridges to the community. 1 2 3 4 5 na 

Measurement of People Skills 

1. Demonstrates love for others and concern for their needs. 1 2 3 4 5 na 

2. Does not appear to be threatened by those who hold 
differing opinions and ideas, but welcomes diversity. 

1 2 3 4 5 na 

3. Handles conflict constructively with the ability to work 
through them. 

1 2 3 4 5 na 

4. Approachable and available to the congregation. 1 2 3 4 5 na 

5. Looks for the best in others and helps them feel valued. 1 2 3 4 5 na 

6. Able to confront with a loving spirit resulting in making 
peace and building consensus. 

1 2 3 4 5 na 

Measurement of Character / Integrity 

1. Models Christlikeness, publicly and privately, with 
honesty and integrity. 

1 2 3 4 5 na 

2. Does not disclose confidential information. 1 2 3 4 5 na 

3. Makes himself accountable publicly and privately to 
church leaders. 

1 2 3 4 5 na 

4. Intentionally avoids even the appearance of impropriety. 1 2 3 4 5 na 

5. Adheres to Biblical absolutes. 1 2 3 4 5 na 



84 

Ministerial Evaluation Instrument 

Circle the number that most closely describes how you evaluate this staff member's 
performance in regard to each skill. Rate each area according to the following scale: 

l=unsatisfactory; 2=needs improvement, 3=satisfactory, 
4=above average, 5=excellent, na=not observed 

6. Checks facts before presenting them as true. 1 2 3 4 5 na 

7. Congregation has respect and confidence in this person. 1 2 3 4 5 na 

Measurement of Preaching/Teaching 

1. Preaching/teaching contain a strong Biblical foundation. 1 2 3 4 5 na 

2. Preaching/teaching has good content that is relevant and 
easily understood. 

1 2 3 4 5 na 

3. Covers a variety of doctrinal and practical areas 
annually. 

1 2 3 4 5 na 

4. Preaching/teaching demonstrate adequate time for study 
and preparation. 

1 2 3 4 5 na 

5. Can express abstract ideas in plainly understandable 
language. 

1 2 3 4 5 na 

6. Uses a variety of preaching/teaching methods. 1 2 3 4 5 na 

Measurement of Spirituality (Relation to God) 

1. Committed to making spiritual disciplines (meditation on 
the Word, prayer and fasting) a top priority. 

1 2 3 4 5 na 

2. Demonstrates the Fruit of the Spirit in life. 1 2 3 4 5 na 

3. Carries a burden for people's salvation and spiritual 
development. 

1 2 3 4 5 na 

4. Is passionate about personal relationship with God. 1 2 3 4 5 na 

5. Demonstrates and shares his/her continued spiritual 
growth. 

1 2 3 4 5 na 

6. Takes a weekly Sabbath for rest and renewal with the 
Lord. 

1 2 3 4 5 na 

Measurement of Ministry Call and Commitment 

1. Willingness to persevere to see the church through crisis. 1 2 3 4 5 na 
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Ministerial Evaluation Instrument 

Circle the number that most closely describes how you evaluate this staff member's 
performance in regard to each skill. Rate each area according to the following scale: 

1 unsatisfactory; 2=needs improvement, 3=satisfactory, 
4=above average, 5=excellent, na=not observed 

2. Demonstrates diligent work at the ministry. 1 2 3 4 5 na 

3. Ministry results in conversions and making disciples. 1 2 3 4 5 na 

4. Testifies to a definite call to ministry. 1 2 3 4 5 na 

5. Communicates satisfaction and passion for ministry. 1 2 3 4 5 na 

6. Makes personal sacrifices in order to minister to the 
needs of others. 

1 2 3 4 5 na 

Instructions for How to Use the Instrument: To use the instrument above, 

each member of the evaluating board would be asked to complete an evaluation 

form. It is recommended that this be done at a regular meeting or a meeting 

specifically called for this purpose in order to insure the greatest participation. It 

would also be possible to have the staff member do a self-rating. A self-rating serves 

as a basis for comparison. If significant discrepancies occur between the self and 

others evaluations this provides a basis for discussion. 

After all the evaluation forms have been returned, numerical scores for each 

item are summed on a summary score sheet. Then, an "average" or mean score is 

obtained by dividing the total summed score for each item by the total number of 

responses. By obtaining a mean score the "high" and "low" biases are factored out 

and an over-all rating is obtained. This provides a balanced picture of the board's 

perception of the staff members performance. 
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After all the evaluations have been summed, the mean (average) scores for 

each of the evaluation items are transferred to a "Summary of Evaluation" sheet. A 

summary sheet is provided in Appendix B. The summary of (average) combined 

results will then be shared with the evaluating board and the staff member. 

Following the tabulation of data an evaluation meeting with the board and the staff 

member will be scheduled to discuss the results. The emphasis of this interview is on 

the possibility for growth and change. 

The research panel, thus, defined the criteria and measurements for the 

evaluation of a pastoral staff member in the Church of the Nazarene. Using another 

model from the literature, there are six essential steps, according to Robert Beebe 

(pp. 96-101), in developing a sound evaluation process: 

a) Establish explicit, up-to-date job expectations; 

b) Determine key areas of responsibility; 

c) Establish the criteria for evaluations; 

d) Select the method for evaluation analysis; 

e) Develop written procedures; 

f) Stay within legal requirements. 

This research has demonstrated one method for completing part of Beebe's process. 

Key areas of responsibility were determined. Criteria for evaluation were 

established. And a method for evaluation analysis was selected. 
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Conclusions 

Church ministry is a complex human process that must adapt to the context 

in which it occurs. The clusters of ministry skills contained in an evaluation 

instrument cannot account for the totality of ministry. Any method used to 

construct a set of skills on which to base an evaluation of the ministry of a church's 

pastoral staff has limitations. We cannot measure everything a minister does or all 

the outcomes related to ministry. However, a set of core ministry skills 

fundamentally essential to performing effectively in the local church can be 

determined within each ministry setting. One of the most important contributions of 

an evaluation instrument is to help the local church develop some kind of formative 

staff evaluation process. The benefits include 1) greater accountability, 2) greater 

emphasis on personal and professional growth, 3) greater individual security and 

achievement, 4) an improved climate of care and trust, and 5) increased efficiency 

and effectiveness. 

This type evaluation process has served education and other professions. It 

also holds promise for guiding professional improvement in the church and among 

those involved in pastoral ministry. The following conclusions are warranted: 

• There are specific ministry skills or competencies that are needed by 

ministerial staff worthy of their hire. While this project has found general 

agreement on seven core skills for ministerial effectiveness from a broad 

geographical base, this is a "general" agreement. Certainly other 

denominations, if not individual churches, might differ on what they 

perceive as core skills. However, the process used here for developing the 
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criteria for evaluation could serve as a model to be used by any church and 

any denomination. 

• Documentation of the effectiveness of a minister's skills provides the 

information needed to render quality and accurate evaluations. These data 

enable the formative evaluation process. There will be some subjectivity in 

any evaluation of this type, but this process minimizes the subjective element 

and heightens the quantitative value of this evaluation process. For those 

accustomed to a "yes-no" evaluation, any quantifying and documenting of 

the data is helpful. 

Board members need training on what an ministerial evaluation is designed 

to accomplish. Training evaluators will improve the reliability and validity of 

the information gathered. Also using multiple raters improves the reliability 

of the rating scale. Multiple raters minimize the impact of bias on the part of 

any individual rater. 

Suggestions for Further Study 

Further research needs to be done. The evaluation instrument will need to be 

field tested in local churches evaluating their staff to see if the instrument is practical 

and relevant for use by that church board and staff. Adjustments would have to be 

made for the differences in the requirements of each local ministry. 

There are many questions in regard to the meaning of the individual "quality 

indicators." Some of the "quality indicators" reflect multiple issues. These issues 

would be better served if they were broken down into single issue statements. 
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There is also be an issue of "weighting." A church might want to include 

more "quality indicators" for a "core skill" that is more important to the church than 

another. It would be helpful if the total combined score for all the quality indicators 

of all the core skills would equal 100. That would make it easy to see that a 

combined score of 70 or 75%, for example, would be equal to or above average 

performance. 

Further study could define exactly what is meant by some of the quality 

indicators. For example, research could help define what is meant by "building 

bridges to the community" or "demonstrates diligent work at ministry." Some of the 

quality indicators chosen by this panel are still very subjective in their interpretation. 

Asking "how" for each of the quality indicators could further define what is meant. 

Since this study was done within the limits of the Church of the Nazarene, 

further study could be done among other denominations and across denominational 

lines. Intra and inter-denominational studies might suggest whether or not an inter-

denominational evaluation tool is possible. 

Much disparity exists in the church arena concerning ministerial evaluations. 

This research has demonstrated how applying an educational model can provide 

some help. The process can be adapted for use with a board, committee or an entire 

congregation. It is a time consuming process to initiate. However, it can provide 

the consensus needed to provide an ongoing, growing relationship between a pastor 

and church. 
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Sample of Pastoral Evaluation Criteria (Burnside, 1977, p. 37) 

1 unsatisfactory; 2=needs improvement; 3=satisfactory; 4=above average; 5=excellent 

Key Areas of Responsibilities Sample Measures 

1. Character Traits Honesty and Integrity 
Spiritual maturity 
Discipline 
Initiative 

2. Professional Skills Professional and ethical 
behavior 
Knowledge of field 
Competence 
Church growth 

3. Administration and Leadership Influence 
Delegation 
Management ability 
Organize and start new 
programs 

4. Pastoral Care Interpersonal relations 
Provides spiritual leadership 
Application of Scriptures 
Approachable 

5. Communication Skills Person-to-person 
communication 
Preaching / Teaching 
Clearly written reports 

6. Professional Development Attends workshops / 
conferences 
Continuing education program 
Professional organizations 

7. Relations with Governing Board Commitment 
Cooperation 

8. Over-All Evaluation Character 
Leadership 
Knowledge 
Organizational growth 
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Sample Review Instrument (Burnside, 1977, p. 41) 

1 unsatisfactory; 2=needs improvement; 3=satisfactory; 4=abov e average; 
5=excellent 

Measure of Character Traits: Not 
Observed 

1. Exhibits honesty and integrity. 1 2 3 4 5 

2. Exhibits spiritual maturity. 1 2 3 4 5 

Measure of Professional Skills: 

1. Ability to select, train and develop volunteer staff. 1 2 3 4 5 

2. Ability to make Scripture meaningful and relevant. 1 2 3 4 5 

Measure of Administration and Leadership: 

1. Ability to plan, organize and coordinate projects. 1 2 3 4 5 

2. Ability to influence, motivate and inspire others. 1 2 3 4 5 

Measure of Pastoral Care: 

1. Interpersonal relations are positive and cooperative 1 2 3 4 5 

2. Provides spiritual leadership for those under care. 1 2 3 4 5 

Measure of Communication Skills: 

1. Teaching/preaching are organized & 
understandable. 

1 2 3 4 5 

2. Is a good listener. 1 2 3 4 5 

Measure of Professional Development: 

1. Knowledgeable of new developments, methods, & 
practices. 

1 2 3 4 5 

2. Educational level is appropriate for position. 1 2 3 4 5 

Measure of Over-all Effectiveness: 

1. Possesses knowledge & skills to minister 
effectively. 

1 2 3 4 5 

2. Makes a significant contribution to church's 
growth. 

1 2 3 4 5 
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Employee: 

Position: 

EMPLOYEE EVALUATION 

Sample from a United Methodist Church 

Date: 

Period: 

Interpersonal Skills: How well employee relates to staff and pastor, 
congregational members, confrontation and/or 
compromise. 

Excellent Good. Fair Poor 

Explanation: 

Quality of Work: Does caliber of work meet the expectations of the job 
description. 

Excellent Good Fair Poor 

Explanation: 

Quantity of Work: Does time commitment meet expectations of job description. 

Excellent Good Fair Poor 

Explanation: 

Communication: Ability to express ideas, concepts, and understandings both 
orally and in written form in clear and concise manner as well 
as to intentionally listen. 

Excellent Good Fair Poor 

Explanation: 

Overall Evaluation: 

Excellent Good Fair Poor 

Explanation: 
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Sample Summary Results (Burnside, 1997, p. 42) 

Measure of Character Traits: Total 
Score 

Average 

1. Exhibits honesty and integrity. 

2. Exhibits spiritual maturity. 

Measure of Professional Skills: 

1. Ability to select, train and develop volunteer staff. 

2. Ability to make Scripture meaningful and relevant. 

Measure of Administration and Leadership: 

1. Ability to plan, organize and coordinate projects. 

2. Ability to influence, motivate and inspire others. 

Measure of Pastoral Care: 

1. Interpersonal relations are positive and cooperative 

2. Provides spiritual leadership for those under care. 

Measure of Communication Skills: 

1. Teaching/preaching are organized & understandable. 

2. Is a good listener. 

Measure of Professional Development: 

1. Knowledgeable of new developments, methods, & 
practices. 

2. Educational level is appropriate for position. 

Measure of Over-all Effectiveness: 

1. Possesses knowledge & skills to minister effectively. 

2. Makes a significant contribution to church's growth. 
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RE: Nazarene Research 

Greetings Fellow Nazarene, 

As a Nazarene Pastor, I know that your time is valuable and you want to 

make a significant contribution in the church. Let me be brief. I would like to ask 

your assistance in a research project concerning pastoral evaluation that I am 

conducting in conjunction with the department of Higher Education at the 

University of North Texas. Let me explain. 

If you, like me, have been a Nazarene pastor or church board member over 

the past four years, you have probably been involved in a pastoral evaluation 

process. Currently, there is no standard evaluation tool in the Church of the 

Nazarene for this process. The process is different from district to district. Because 

there is no defined "standard criteria" for evaluation, it can be a frustrating process 

for both the pastor and the church board. 

This currently research proposes to identify what pastors and church board 

members perceive to be the core skills of effective pastoral ministry and how to 

evaluate those core skills. The project consists of two series of short questionnaires 

conducted approximately one week apart. The first series will identify a consensus 

on the core skills for ministerial effectiveness. The second series will identify a 

consensus on how to evaluate these core skills. Participants will be asked to return 

their responses via email within five days from the receipt of each questionnaire. 

The desired results will be a more objective evaluation instrument that could be used 

in the pastoral review process of our local Nazarene churches. Supervision for the 
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project is being provided the Department of Higher Education at the University of 

North Texas. All participants are guaranteed anonymity! 

Your participation in the study will be important in developing a consensus 

concerning the core skills for ministerial effectiveness and how to evaluate those 

skills. If you are a Nazarene clergy person or church board member and would like 

to share your insights into this vital area of research, please email the following 

information to me at: Burnieb@aol.com: 

Subject: Pastoral Evaluation 

Your email address 

Status: Pastor or church board member 

District (for over-all demographic profile) 

When I have received your response, you will be sent the first questionnaire via 

email on identifying the core skills of ministerial effectiveness. Your consideration is 

greatly appreciated. 

Sincerely, 

Burnie R. Burnside, Pastor 

First Church of the Nazarene, Denton, TX 

Burnieb@aol.com 

mailto:Burnieb@aol.com
mailto:Burnieb@aol.com
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RE: Round I Step 1 

Dear Fellow Nazarene, 

Thanks for agreeing to participate in this research project. Your input is 

vital. As we begin our research, let me explain the Delphi process that we will be 

using. Delphi is a technique for eliciting and refining opinions from a group in a 

given field. The final consensus reflects the entire group's thinking. Data will be 

collected in two specific areas (1) identifying the core skills of ministerial 

effectiveness and (2) identifying quality indicators for each of the core skills. From 

the data collected, a sample evaluation tool will be developed. 

Reaching a consensus for the two areas of data collection will require two 

rounds each consisting of three steps. 

Step 1: you are asked to identify three to five fundamental skills necessary for 

ministerial effectiveness. It is important that you return your response to me within 

the next couple of days!! PLEASE! 

Step 2 is made up of the compilation of the responses from Step 1. You will 

be asked to rank this list and comment on the ranking. This step will be used to 

compute a group median. 

Step 3 will show the values and the comments obtained in Step 2. You will 

be given a final opportunity to make changes in the ranking. The result should be a 

consensus list of the core skills necessary for ministerial effectiveness. 

In Round II these same three steps will repeated to identify the quality 

indicators for each of the core skills identified in Round I. 
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Are you ready to begin? I hope so. According to church growth literature, 

no single skill should be exclusively linked to ministerial effectiveness. Rather, there 

are clusters of core skills related ministerial effectiveness. The key to effective 

evaluation is to focus on those areas which are core to ministerial effectiveness. 

Such areas might include character, profession skills, leadership, pastoral care, 

communication, administration, etc. 

ASSIGNMENT - ROUND I - STEP 1: "Identify three to five core 

(fundamental) skills necessary for ministerial effectiveness." Please return your 

response within five days! 

THANKS for YOUR HELP! 

Burnie R. Burnside (Burnieb@aol.com) 

mailto:Burnieb@aol.com
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RE: Follow-up 

Dear Fellow Nazarene, 

A few of days ago you received a questionnaire regarding core skills for 

ministerial effectiveness. Since this study may have a significant impact on the 

development of a ministerial evaluation tool, this survey and your part in it are 

extremely important. 

If you have not had an opportunity to complete your questionnaire, please do 

so as soon as possible and return it to me. The deadline for returning the 

questionnaire is . If you did not receive the questionnaire, please 

notify me immediately! 

Thanks for your assistance! 

Sincerely 

Burnie R. Burnside (Burnieb@aol.com) 

mailto:Burnieb@aol.com
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RE: Round I Step 2 

Dear Participants, 

Thank-you for your responses to "Identifying Core Skills of Ministerial 

Effectiveness." It has taken longer than expected to get all the responses turned in 

from Step 1. Below you will find a summary list of the 26 categories of core skills 

that were identified by our research participants in Step 1. 

1. Leadership / Management / Administration 

2. Communications and Listening Skills 

3. Compassion / Love People / Relational Skills 

4. Character / Integrity 

5. Preaching / Teaching Skills 

6. Personal Spirituality 

7. Vision 

8. Conflict - Problem Resolution Skills 

9. Positive Attitude / Personality 

10. Knowledge / Personal Growth and Development 

11. Discernment 

12. Clear Calling and Commitment to Ministry 

13. Consistency / Dependability 

14. Flexibility 

15. Pastoral Care / Counseling 

16. Vulnerability / Non-judgmental 

17. Availability 
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18. Courage 

19. Entrepreneur 

20. Healthy Self-esteem 

21. Healthy Marriage and family 

22. Humility 

23. Persistence 

24. Personal Evangelism & Discipling Skills 

25. Risk Taking 

26. Understanding of Culture 

Step 2 involves ranking theses skills in order to discover which you believe 

are truly "core skills" and which are a subcategory of a core skill. Rate EACH of the 

items listed with: 

"C" for core skill category or 

"S" for subcategory or 

"NA" for not applicable. 

The objective of this process is to refine the list to contain ONLY those 

CORE SKILLS of ministerial effectiveness for which a minister can and should be 

evaluated. 

Please rate all items and return the list to me ASAP! 

Thanks for your help! 

Burnie Burnside (Burnieb@aol.com) 

mailto:Burnieb@aol.com
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Dear Participants, 

Thank-you for your patience and persistence in this process. This is the final 

step in this round of identifying the core skills that could form the categories for 

ministerial evaluation. 

Below are the list of the seven core skills from round 2 that received a 

majority of your support. Those that did not receive a majority rating were dropped. 

In this final step, I ask you to indicate whether you agree (A) or disagree (D) that 

each item represents a general category (core skill) that could be used for a 

ministerial evaluation instrument. 

1. Leadership / Administration 

2. Communication 

3. People Skills 

4. Character / Integrity 

5. Preaching / Teaching 

6. Spirituality 

7. Ministry Call & Commitment 

The objective of this process is to refine the list to contain ONLY those 

CORE SKILLS of ministerial effectiveness for which a minister can and should be 

evaluated. In the next series we will try to identify how to measure each of the core 

skills. That will provide us with a sample evaluation instrument that you can adapt 

and use in your own ministry. 

Please rate all items and return the list to me ASAP! 

Thanks for your help! 
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Dear Research Participants, 

This begins the final stage of our research. THANK-YOU FOR YOUR 

HELP!!! A total of 36 responses were received from Round I Step 3. Below are the 

final consensus of the Round I - identifying the cores skills necessary for ministerial 

effectiveness: 

1. Leadership / Administration Agree = 34 Disagree = 2 

2. Communication Agree = 34 Disagree = 2 

3. People Skills Agree = 35 Disagree = 1 

4. Character (Integrity) Agree = 31 Disagree = 5 

5. Preaching / Teaching Agree = 36 Disagree = 0 

6. Spirituality (Relation to God) Agree = 26 Disagree = 10 

7. Ministry Call & Commitment Agree = 28 Disagree = 8 

The majority of the group's members felt that these are the fundamental skills 

for effective ministerial effectiveness. There is a significant disagreement on whether 

or not items 6 and 7 can be measured. In the end it may be that these two could be 

combined with others or dropped. We will deal with that issue later. 

In Round II we want to come to a similar consensus on how to measure these 

core skills. What are some statements that would be quality indicators 

(measurements) for each core skill? Let's assume that we will use a Likert type scale 

to measure (quantify) these core skills. We might use a scale with five points (ie. 1 

indicating poor performance, 3 indicating acceptable performance, 5 indicating 

excellent performance). 
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For each core skill above list one or two statements (quality indicators) that 

could be used to rate the effectiveness of the skill using a such a Likert type scale. 

For example: 

Core Skill: People Skills 

Quality Indicator: Interpersonal relations are positive and cooperative [12 3 4 

5] 

Core Skill: Communication Skills 

Quality Indicator: Is a good listener. [1 2 3 4 5] 

The objective of this process is to identify how to measure, and thus quantify, 

each of the core skills. That will provide us with a sample evaluation instrument 

that you can adapt and use in your own ministry. 

Please rate all items and return the list to me ASAP! 

Thanks for your help! 

Burnie Burnside (Burnieb@aol.com) 

mailto:Burnieb@aol.com
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RE: Round II Step 2 

Dear Participant, 

Below you will find the list of Quality Indicators for each of the Core Skills. I 

know that you do not all agree on each skill. Remember that this is a consensus 

building process and we are looking for a "generally" accepted evaluation tool. 

Indicate which Quality Indicators you would include or not include in a 

pastoral evaluation instrument. Also indicate any change in wording that you might 

make. 

Leadership / Administration 

* Is organized and prepared for meetings and services. 

* People are motivated to follow his/her leadership direction. 

* Delegates responsibility and authority to others and holds them accountable 

* Breaks larger tasks into small parts before delegating responsibility. 

* Demonstrates ability to carry through to completion projects and strategies. 

* Has communicated a clear vision of what needs to happen in the church. 

* Able to recruit and train a team to help implement plans and accomplish 

goals. 

* Facilitates bold, positive change. 

* There is an increase in conversions in the church. 

* Effectively motivates and equips laity to perform leadership roles. 

* Maintains consistent office schedule. 

* Does not have to be involved in every decision, ministry, or activity. 
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* Able to state short and long-range goals for growth and the steps to 

accomplish these goals. 

* Ability to manage time, energy, finances, people, etc. 

Communication 

* Has good listening skills. 

* Communicates thoughts and ideas simply and accurately. 

* Draws out the ideas and opinions of others. 

* Written materials present the church in a positive, professional manner 

* Builds bridges to the community. 

* Communicates important information (dates, schedules, events, etc. in a 

timely manner on a church-wide basis. 

* Clearly articulates denominational doctrines. 

* Communicates understanding to others. 

* Facilitates 2-way communication in a non-argumentative manner 

* Gives and receives feedback in a positive manner. 

People Skills 

* Demonstrates love and concern for others. 

* Easily begins conversation with strangers. 

* Personable and friendly in all environments. 

* Interpersonal relationships are positive and cooperative. 

* Sensitive to the needs of others. 

* Handles conflict constructively. 

* Availability to congregation. 
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* Does not appear to be threatened by those who hold differing opinions and 

ideas, but welcomes diversity. 

* Looks for the best in others and helps them feel valued. 

* Able to confront with a loving spirit. 

* Sought out for counseling (formally and informally). 

* Consensus builder. 

* Is a peacemaker. 

* Able to work through interpersonal conflicts.\ 

Character/Integrity 

* Known for honesty and integrity. 

* Lifestyle models Christlikeness. 

* Makes himself accountable publicly and privately to church leaders. 

* Checks facts before presenting them as true 

* Keeps confidential information confidential. 

* Intentionally avoids even the appearance of impropriety 

* Congregation has respect and confidence in this person. 

* Adheres to Biblical absolutes. 

Preaching/Teaching 

* Preaches specifically from the Bible. 

* Uses a variety of preaching/teaching methods. 

* Demonstrates adequate time for study and preparation in preaching / 

teaching. 

* Has good content that is easily understood. 
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* Sermons/teaching are relevant and interesting to listen to. 

* Sermons are presented clearly and concisely without rambling and wasting 

time. 

* Covers a variety of doctrinal and practical areas annually. 

* Can express abstract ideas in plainly understandable language. 

* Makes disciples through sermons and teaching. 

Spirituality (Relation to God) 

* Makes reading the Word and praying daily a top priority. 

* Spends time fasting during major decisions. 

* Seems to be passionate about relationship with God. 

* Demonstrates the Fruit of the Spirit in life. 

* Demonstrates continued spiritual growth. 

* Shares insights into his/her personal spiritual growth. 

* Takes a weekly Sabbath for rest and renewal with the Lord. 

Ministry Call and Commitment 

* Demonstrates satisfaction and passion for ministry. 

* Testifies to a definite call to ministry. 

* Works diligently at ministry. 

* Carries a burden for the unsaved. 

* Makes personal sacrifices in order to minister to the needs of others. 

* Willingness to see the church through crisis. 

* Communicates a love for his/her present ministry assignment. 
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RE: Round II Step 3 

Dear Research Participant, 

THIS IS THE FINAL STEP! I REALLY NEED YOUR RESPONSE!! I 

have to present my findings soon, so I need your input. 

I want to thank-you now for you participation in this research. I hope that 

you have found one model for developing an instrument in your own ministry. 

Below you will find the revised list of Quality Indicators for each of the Core 

Skills. A few items dropped out because they did not receive a majority approval 

rating. In some cases two items were combined and in others the wording was 

clarified. NOW FOR THE FINAL STEP!!! This is a prioritizing step! Indicate 

ONLY the top five (5) Quality Indicators for each Core Skill you would include in a 

pastoral evaluation instrument. 

Leadership / Administration 

* Able to effectively organize and prepare for meetings and services. 

* Motivates people to follow his/her leadership direction. 

* Effectively delegates responsibility and authority to others. 

* Demonstrates ability to carry through to completion projects and strategies. 

* Communicates a clear vision for the future of the church by stating the 

goals and the steps to accomplish those goals. 

* There is an increase in conversions in the church. 

* Effectively motivates and equips laity to take leadership roles in 

accomplishing goals. 
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* Supports the churches ministries and activities without having to be 

involved in every decision, ministry, or activity. 

* Ability to manage time, energy, finances, people, etc. 

Communication 

* Has good listening skills and communicates understanding to others. 

* The ability to inspire others to share their ideas and opinions. 

* Facilitates 2-way communication in a non-argumentative manner 

* Gives and receives feedback in a positive manner. 

* Communicates thoughts and ideas simply and accurately. 

* Written materials present the church in a positive, professional manner 

* Builds bridges to the community. 

* Communicates important information (dates, schedules, events, etc.) in a 

timely manner on a church-wide basis. 

* Clearly articulates denominational doctrines. 

People Skills 

* Demonstrates love for others and concern for their needs. 

* Looks for the best in others and helps them feel valued. 

* Interpersonal relationships are positive and cooperative in all environments. 

* Available and approachable to the congregation. 

* Handles conflicts constructively with the ability to work through them. 

* Does not appear to be threatened by those who hold differing opinions and 

ideas, but welcomes diversity. 
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* Able to confront with a loving spirit resulting in making peace and building 

consensus. 

Character/Integrity 

* Models Christlikeness, publicly and privately, with honesty and integrity. 

* Makes himself accountable publicly and privately to church leaders. 

* Checks facts before presenting them as true 

* Does not disclose confidential information. 

* Intentionally avoids even the appearance of impropriety 

* Congregation has respect and confidence in this person. 

* Adheres to Biblical absolutes. 

Preaching/Teaching 

* Preaching/teaching contain a strong biblical foundation. 

* Uses a variety of preaching/teaching methods. 

* Preaching/teaching demonstrates adequate time for study and preparation. 

* Preaching/teaching has good content that is relevant and easily understood. 

* Covers a variety of doctrinal and practical areas annually. 

* Can express abstract ideas in understandable language. 

Spirituality (Relation to God) 

* Committed to making spiritual disciplines (meditation on the Word, prayer, 

fasting) a top priority. 

* Is passionate about personal relationship with God. 

* Demonstrates the Fruit of the Spirit in life. 

* Demonstrates and shares his/her continued spiritual growth. 
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* Takes a weekly Sabbath for rest and renewal with the Lord. 

* Carries a burden for people's salvation and spiritual development. 

Ministry Call and Commitment 

* Communicates satisfaction and passion for ministry. 

* Testifies to a definite call to ministry. 

* Demonstrates diligent work at the ministry. 

* Makes personal sacrifices in order to minister to the needs of others. 

* Willingness to persevere to see the church through crisis. 

* Ministry results in conversions and making disciples. 

Thanks for all your help!!! 

Burnieb@aol.com 

mailto:Burnieb@aol.com
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