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Personnel Policy
PART I: Values to Guide Personnel Policies and Procedures
1. To support the health of our Pastor(s) and congregation, we commit to the following values:
· to nurture a relationship of trust between our Pastor(s), staff, lay leaders and congregation, mutually engaging one another with a spirit of care, curiosity, humility, and grace.
· to be self-reflective— Pastor(s), lay leaders, and the congregation are asked to consider their own strengths, how they are growing in faith and maturity, how they are contributing to patterns that need modification, and how they are being challenged to grow;
· to support the spiritual, emotional, and physical health of our Pastor(s), staff, lay leaders, and the congregation.
· to listen for God’s leading in what we do, recognizing that at times we may need external support. 
PART II:  Pastor-Congregation Relations Committee (PCRC) 
 Overview
1. Purpose

a. to establish and review the Pastor(s)’ job descriptions;

b. to negotiate and approve employment contracts, holidays, leaves of absence, salaries, etc. with Pastors;

c. to organize Pastoral reviews and negotiate ongoing employment;
d. to meet with the Pastor(s) on a regular basis to provide support and accountability;

e. to manage congregational feedback and address conflict between the Pastor(s) and the congregation, should it arise.

2. Structure 

a. Typically, the PCRC is made up of three to five members;
a. One member of the PCRC acts as chair of the committee and is a member of the church’s governing body (e.g. Church Council).

b. The Church Council Chair is typically available as a resource to the PCRC. 
3. Accountability 
a. Pastors are accountable to the PCRC.

b. The PCRC is accountable to the Church Council.

PART III: Tasks of the PCRC
1. Job Descriptions

a. While a job description for new Pastors is typically provided during the search process, the PCRC finalizes this job description at the start of a Pastor’s employment.

b. The job description is reviewed with the Pastor on an annual basis.

2. Employment Contracts

a. The PCRC negotiates and approves employment contracts, holidays, leaves of absence, salaries, etc. with the Pastor(s) at the start of a Pastor(s) employment. 

b. Employment contracts and salaries are reviewed on a yearly basis.
3. Pastoral Reviews and Ongoing Employment
a. The PCRC organizes Pastoral reviews and approves the Pastor(s) ongoing employment.

4. Support and Accountability
a. The PCRC is the primary location of support and accountability for Pastors.

b. The PCRC meets with the Pastor(s) regularly (typically, at least three times per year) to provide feedback, review the Pastor’s personal goals, provide support, check in regarding work-life balance, etc.
c. When Pastors experience challenges in one or more areas of their job description, the PCRC may recommend one or more of the following:
· increased oversight, provided by the PCRC;

· guidance, provided by area church personnel;
· intentional feedback, provided by a focus group drawn from the congregation;
· training courses;
· leadership coaching, provided by a coach external to the congregation;
· mentoring, provided by an experienced Pastor external to the congregation.
5. Congregational Feedback and Conflict Management

a. General Feedback: The PCRC encourages the congregation to give feedback (thanksgiving, encouragement, suggestions) to the Pastor(s) directly in a spirit of humility and grace, just as Pastor(s) seek to receive feedback with a spirit of humility and grace. 
b. Significant Feedback: There are times when the nature of the feedback is more significant. After talking directly to the Pastor(s), members of the congregation may talk with the PCRC. (If members of the congregation talk with the PCRC before talking to the Pastor, the PCRC may encourage the member to talk directly to the Pastor.) Once a significant concern has been raised with the PCRC, the congregation is encouraged to trust the PCRC and to allow the PCRC to determine how it will address the matter. The PCRC may also remind members to use the channels of Pastoral Review available to them for sharing more significant feedback.

c. Situations of Conflict: It is natural and normal for conflict to emerge between members of the congregation and the Pastor(s). When these situations arise, those involved are encouraged to follow the steps below.
PART IV: Conflict Management
1. Step One: Self-Reflection

a. When conflict arises between the Pastor(s) and members of the congregation, all involved are encouraged to take time for prayerful self-reflection, reflecting on the cause of their concern, their own contribution to the situation, other contributing factors to the situation, etc. 
2. Step Two: Direct Dialogue

a. The parties to the conflict are encouraged to set a confidential and appropriate time and place to meet to talk directly with one another to resolve the situation. Those involved are encouraged to speak with one another with a spirit of grace, humility, honesty, curiosity and care.
3. Step Three: Help from the PCRC

a. If those involved are uncomfortable with talking directly and/or if talking directly has not resolved the situation, they may talk with the PCRC. The PCRC will determine how to respond, recommending one or more of the following:

· guidance for each of the parties, provided by the PCRC; 

· facilitated dialogue between the parties, facilitated by the PCRC;

· conflict coaching for one, both or all parties, provided by a coach external to the congregation;

· conflict mediation, provided by a mediator external to the congregation;

· training in understanding conflict and communication;

· guidance for each of the parties and/or the PCRC, provided by the Area Conference;

· conflict assessment, provided by a conflict specialist external to the congregation – this assessment may lead to recommendations for conflict coaching, mediation, training and/or other recommendations.
Part V: Matters of Ministerial Misconduct 
1. Extreme cases of concern regarding ministerial misconduct do arise in congregations from time to time. Examples of ministerial misconduct may include Pastoral involvement in one or more of the following: harassment, actively nurturing divisions in the congregation, sexual misconduct, fraud, misuse of alcohol or drugs, etc. (See A Shared Understanding of Ministerial Leadership, page 55 ff)
2. In situations where Pastor(s) are accused of misconduct by a colleague, an individual in the congregation, or someone external to the congregation, the PCRC will refer the matter to the Area Conference and follow the process as outlined there. 
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� In some congregations, the PCRC is known as the Personnel Committee. This function may also be the responsibility of Elders in some congregations.


� While further detail regarding each of these purpose statements is provided in Part III below, congregations are encouraged to supplement this document with clear policies and procedures. Policies and procedures can offer guidance and provide clarity to Pastors, PCRC members and the Congregation, allowing each to know what their roles and responsibilities are (and are not) with respect to each of the purpose statements identified here.


� Please see the Pastoral Review document for more information.
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