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Fulfilling God’s Mission through Relationships: The Ministry of 
the Church’s Staff-Parish Relations Committee 

 
 

The Staff Parish Resource Book follows this topical outline of sequential relationships. 
1. Cultivate Relationships Within the Church 

A. With God                                                                                                                                           pg. 4 
“People serving on this committee must be engaged in and attentive to their  
Christian spiritual development so as to give proper leadership in the  
responsibilities with which the committee is entrusted.” ¶ 258 

B. With the Church and Its Charge Conference                                                                             pg. 6 
“It shall engage in biblical and theological reflections on the mission of the church, the 
primary task, and ministries of the local church.” ¶258.2 

C. With those we serve: Clergy and Staff                                                                                       pg. 6 
“The committee shall assist the pastor(s) and staff in assessing their gifts, maintaining health 
holistically and work-life balance, and setting priorities for leadership and service.”  ¶258                                                                                              

D. By Promoting Unity in the Church ¶ 258.2g.2                    pg. 5                                                                                                                                 
  

E. With The Church Council                                                                                                               pg. 15 
 ¶258 g.12                        

F. With the Finance Committee                                                                                                       pg. 12 
¶258 g. 16 

 
Topical Outline, page 2 
2. Cultivate Relationships with the Community  

 
A. Through Obedience to Civil and Federal Laws                                                                         pg. 12 

The Staff/Pastor Parish Relations Committee nurtures interconnected relationships to fulfill the mission of the church
to make disciples for the transformation of the world.
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“Members of the committee on pastor-parish relations (or staff-parish relations) shall keep 
themselves informed of personnel matters in relationship to the Church’s policy, professional 
standards, liability issues, and civil law. They are responsible for communicating and 
interpreting such matters to staff.”  ¶258 g. 15                            pgs.15-16 

B. With the Finance Committee         ¶258 g. 16                            pgs.16-17 
C. With the Trustees and Parsonage Committee        ¶258                                                       pg.17  
D. Through Emphasis on Diversity of Staff and Congregation                                                  pg. 15  

  ¶258 g.14 
E. Through Fulfilling the Mission to Go and Make Disciples                                                       pg. 6 

¶201. Definition of a Local Church-The local church provides the most significant 
Arena through which disciple-making occurs. ---the church exists for the maintenance 
of worship, the edification of believers, and the redemption of the world.”                                                     

F. Through Commitments to Serve the Community and the World                                          pg. 6 
  ¶202. “The Function of the Local Church-The church of Jesus Christ exists in and 
for the world. It is primarily at the level of the charge consisting of one or more local  
churches that the church encounters the world. The local church is a strategic base 
from which Christians move out to the structures of society.”                                           

 
          
 
 
 
 
 
 
 
 

 
 
 
 

 
The Staff Parish Survival Kit 

 Staff Parish Relations Committee 
The United Methodist Church 

Training for Chairpersons and Committee Members 
Bonnie Burkett and Nancy B. Rankin 

 
1. Cultivate Relationships Within the Church 

A. With God: 
 
¶258.2. There shall be elected annually by the charge conference in each local 
church a committee on pastor-parish relations who are professing members of the 
local church or charge or associate members (¶ 227), except in cases where central 
conference legislation or local law  provides otherw ise. People serving on this 

https://www.umofficialresources.com/reader/9781501833564/#part06chapter1.xhtml!p227
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committee must be engaged in and attentive to their Christian spiritual 
development so as to give proper leadership in the responsibilit ies w ith which the 
committee is entrusted. 
 

People serving on the Staff Parish should be active church members who are seeking 
to be mature disciples of Jesus Christ. They should be regular in worship attendance, 
participate in a class or small group that is seeking spiritual growth in discipleship, 
and who are people who love their church and want to see it thrive for the Kingdom 
of God. They should be emotionally healthy, able to keep confidences, and be willing 
to reflect biblically and theologically on the role and function of the church and the 
clergy and lay staff who seek to serve and lead the church. 

Colossians 2:6-7   Fullness of Life in Christ   6 As you therefore have received Christ Jesus 
the Lord, continue to live your lives in him, 7 rooted and built up in him and established in the 
faith, just as you were taught, abounding in thanksgiving. 
Colossians 3:12   12 As God’s chosen ones, holy and beloved, clothe yourselves with 
compassion, kindness, humility, meekness, and patience. 13 Bear with one another and, if 
anyone has a complaint against another, forgive each other; just as the Lord has forgiven you, 
so you also must forgive. 14 Above all, clothe yourselves with love, which binds everything 
together in perfect harmony. 15 And let the peace of Christ rule in your hearts, to which indeed 
you were called in the one body. And be thankful. 16 Let the word of Christ dwell in you richly; 
teach and admonish one another in all wisdom; and with gratitude in your hearts sing psalms, 
hymns, and spiritual songs to God. 17 And whatever you do, in word or deed, do everything in 
the name of the Lord Jesus, giving thanks to God the Father through him. 

In conducting its work, the committee shall identify and clarify its values for 
ministry. I t shall engage in biblical and theological reflections on the mission of the 
church, the primary task, and ministries of the local church.  

Ideally the church has done extensive work in discerning a vision for how they will 
live into the Great Commission (Matthew 28:18-20) and Great Commandment (John 
13:34), of Jesus Christ. They will have clarity about how they will “go and make 
disciples;” baptizing and gladly receiving these new Christians into the life of their 
church; teaching them obedience to the commandments of Jesus; and living with 
the knowledge that Christ is always with us. Their vision describes what they will 
look like in their local church and community when they are out making disciples. 
Who will they be reaching? Whose lives will be made better because of the love and 
service their church provides? How will their acts of witness and service help to 
transform their community and the world for the better? How will they teach the 
faith and scriptures to newcomers? How will current members be diligent about 
continuing to mature as disciples of Christ in their homes, their workplaces, and their 
community?  
“But to cast a vision, you must understand your mission. The mission of The United 
Methodist Church, according to our Book of Discipline (page v.), is to ‘make disciples 
of Jesus Christ for the transformation of the world.’ Therefore, as a United Methodist 
church, your mission is already established. You don’t need to spend time figuring it 
out.”   
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“The vision of your church is how your church uniquely carries out the mission in 
your community…Visioning demands a careful process in order to be cast accurately 
and get the necessary buy-in from the leadership.” 
“Adam Hamilton, in Leading Beyond the Walls, says you need to know three things 
about your church in order to cast your vision: 

1. Why do people need Christ? 
2. Why do people need the church? 
3. Why do people need this particular church?”    (Renovate or Die, page 11; 

Bob Farr and Kay Kotan, Abingdon) 
      “Outcomes Need to be ‘Visible’---They Need to Help People ‘See’ What is to Be 
Produced. The classic difference between a mission statement and a vision statement is 
that the mission statement describes what is to be done while the vision statement 
draws a verbal picture of what the results will look like if the mission is accomplished. 
The verbal picture is necessary to help people have a perceptual idea of the target: 
what will it look like? (When Moses Meets Aaron: Staffing and Supervision in Large 
Congregations, Gil Rendle and Susan Beaumont, The Alban Institute, pages 59-60) 

If the local church has not done this visioning work, we encourage you to begin. The 
Staff Parish Relations Committee should at least have these conversations and 
biblical studies as a core of your work together.  

Habakkuk 2: 2-3 Then the Lord answered me and said: Write the vision; make it plan on 
tablets, so that a runner may read it. 3 For there is still a vision for the appointed time; it 
speaks of the end and does not lie. If it seems to tarry, wait for it; it will surely come, it will not 
delay. 

B. With the Church and Its Charge Conference: The Staff Parish 
serves by the nomination of the committee on nominations and leadership development 
and through election at the annual Charge Conference. As a part of the committee’s 
biblical and theological study it is important to review ¶  201-Definition of a Local Church 
and ¶  202-The Function of the Local Church in the Book of Discipline of the United 
Methodist Church. 

 ¶ 202: 
“The Church of Jesus Christ ex ists in and for the world. I t is primarily at the level of 
the charge consisting of one or more local churches that the church encounters the 
world. The local church is a strategic base from which Christians move out to the 
structures of society. The function of the local church, under the guidance of the 
Holy Spirit, is to help people to accept and confess Jesus Christ as Lord and Savior 
and to live their daily lives in the light of their relationship w ith God. Therefore, the 
local church is to minister to persons in the community where the church is located, 
to provide appropriate training and nurture to all, to cooperate in ministry w ith 
other local churches, to defend God’s creation and live as an ecologically responsible 
community and to participate in the worldw ide mission of the church, as minimal 
expectations of an authentic church.”  

It can be a temptation for churches to look inward and focus on caring for each 
other and using most of their time to offer programs and services to their members. 
But understanding the outward call of Christ on the church is critical to fulfilling his 
calling to “go,” and make disciples for the transformation of the world. Our churches 
should be launching sites from where we are sent out to seek and serve others in 
the name of Christ. This also means that your clergy and staff cannot just serve the 
local church. They need to equip and train your congregation to join them in going 
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out into the community to befriend new people, find opportunities to serve, and to 
offer Christ to unchurched people. 
 
The pastor and staff also have responsibilities to your district and conference to 
serve as they are asked that will take time away from your church but can still be a 
great benefit to your church in connecting you to the wider world of ministry and 
service. Notice, too, that at the conclusion of ¶  202, it notes that the many 
functions of the church are not multiple choice, but to be all inclusive. These are 
“minimal expectation of an authentic church.”  Are there functions listed here 
that your church needs to embrace more fully? 
 

      C. With Those We Serve-Clergy and Staff: The committee shall 
reflect biblically and theologically on the role and work of the pastor(s) and staff as 
they carry out their leadership responsibilit ies. The committee shall assist the 
pastor(s) and staff in assessing their gifts, maintaining health holistically and work-
life balance, and setting priorities for leadership and service. I t is the responsibility 
of the committee to communicate w ith the committee on nominations and 
leadership development and/ or the church council when there is a need for other 
leaders or for employed staff to perform in areas where utilization of the gifts of the 
pastor(s) and staff proves an inappropriate stewardship of time. 

a) The committee shall be composed of not fewer than five nor more than nine 
persons representative of the total charge. One of the members shall be a 
young adult and one member may be a youth. In addition, the lay leader and 
a lay member of the annual conference shall be members. No staff member or 
immediate family member of a pastor or staff member may serve on the 
committee. Only one person from an immediate family residing in the same 
household shall serve on the committee. 
 

b) In order to secure experience and stability, the membership shall be divided 
into three classes, one of which shall be elected each year for a three-year 
term. The lay member of the annual conference and the lay leader are exempt 
from the three-year term. To begin the process of rotation where such a 
process has not been in place, on the first year one class shall be elected for 
one year, one class for two years, and one class for three years. Members of 
the committee shall be able to succeed themselves for one three-year term. 
When vacancies occur during the year, nominees shall be elected at the 
church council (or alternative church structure). 
 

c) In those charges where there is more than one church, the committee shall 
include at least one representative and the lay leader from each local church. 
 

d) The committees on pastor-parish relations of charges that are in cooperative 
parish ministries shall meet together to consider the professional leadership 
needs of the cooperative parish ministry as a whole. 
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e) The committee shall meet at least quarterly. I t shall meet additionally at the     
request of the bishop, the district superintendent, the pastor, any other 
person accountable to the committee, or the chairperson of the committee. 
The committee shall meet only w ith the know ledge of the pastor and/ or the 
district superintendent. The pastor shall be present at each meeting of the 
committee on pastor-parish relations or staff-parish relations except where 
he or she voluntarily excuses himself or herself. The committee may meet 
w ith the district superintendent w ithout the pastor or appointed staff under 
consideration being present. However, the pastor or appointed staff under 
consideration shall be notified prior to such meeting w ith the district 
superintendent and be brought into consultation immediately thereafter. The 
committee shall meet in closed session, and information shared in the 
committee shall be confidential. 

 
 
 

 

              
 

(Slide content from Guidelines, Staff Parish Relations Committee, Nashville, Abingdon Press) 

 
f) In the event that only one congregation on a charge containing more than 

one church has concerns it w ishes to share, its member(s) in the committee 
may meet separately w ith the pastor or any other person accountable to the 
committee or the district superintendent, but only w ith the know ledge of the 
pastor and/ or district superintendent. 
 

    g) The duties of the committee shall include the follow ing: 
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(1) To encourage, strengthen, nurture, support, and respect the pastor(s) and staff 
and their family(s). 

   D. By Promoting Unity in the Church 

(2) To promote unity in the church(es). 

(3) To confer w ith and counsel the pastor(s) and staff on the matters pertaining to 
the effectiveness of ministry; relationships w ith the congregation; the pastor’s 
health and self-care, conditions that may impede the effectiveness of ministry; and 
to interpret the nature and function of the ministry. 

(4) To confer w ith, consult, and counsel the pastor(s) and staff on matters 
pertaining to priorities in the use of gifts, skills, and time and priorities for the 
demands and effectiveness of the mission and ministry of the congregation. 

(5) To provide evaluation at least annually for the use of the pastor(s) and staff in 
an ongoing effective ministry and for identifying continuing educational needs and 
plans. 

(6) To communicate and interpret to the congregation the nature and function of 
ministry in The United Methodist Church regarding open itinerancy, the preparation 
for ordained ministry, and the Ministerial Education Fund. 

(7) To develop and approve w ritten job descriptions and titles for associate pastors 
and other staff members in cooperation w ith the senior pastor. The term associate 
pastor is used as a general term to indicate any pastoral appointment in a local 
church other than the pastor in charge (see ¶ 339). Committees shall be encouraged 
to develop specific titles for associate pastors that reflect the job descriptions and 
expectations. 

 

https://www.umofficialresources.com/reader/9781501833564/#part06chapter2.xhtml!p339
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(8) To consult w ith the pastor and staff concerning continuing education, work-life 
balance, dimensions of personal health and wellness, and spiritual renewal, to 
arrange w ith the church council for the necessary time and financial assistance for 
the attendance of the pastor and/ or staff at such continuing education, self-care, 
and spiritual renewal events as may serve their professional and spiritual grow th, 
and to encourage staff members to seek professional certification in their fields of 
specialization. 

It is vital to the relationship between the pastor(s) and the committee to invest in 
getting to know one another when the pastor(s) begin serving their church. Those 
first months give the pastor(s) and the committee time to have important 
conversations around sharing the history, hopes and dreams of the church as well as 
hearing about the passions, calling, hopes and dreams of the pastor(s). We 
recommend an on boarding process to help the pastor(s) and the committee and 
congregation quickly establish a rapport and mutual understandings regarding 
traditions, expectations, and vision. We suggest a structured process whereby the 
pastor can meet with groups of the congregation where people can get acquainted 
with the pastor(s).  
The Book of Discipline details the many responsibilities and duties of a pastor. It is 
important for the Staff Parish committee to be in conversation with the pastor, and 
come to mutual agreement, about how the pastor is to prioritize his/her time with 
specific understanding as to how his/her time is being used to further the God 
inspired vision of the church.  
 
Staff Parish needs to also develop detailed job descriptions for each of the employed 
staff persons to be transparent about performance expectations and expected 
outcomes. Goal setting and regular evaluations help the committee and staff persons 
stay focused on the best stewardship of the staff persons’ gifts and time while also 
being in alignment with the church’s vision, role, and function.  

It is imperative Staff Parish recognize their core responsibilities of hiring correctly for vacancies, 
determining market compensation, AND assuring the alignment of Team and Vision. 

A. Church Staff operate both as a Team member & as a responsible leader in the ministry 
of the local church. Position descriptions must move from task orientation to 
competencies needed to execute work today. Staff Parish is encouraged to shift job 
descriptions from a specific event, “lead VBS” to the skills needed to do the same. 
(Organizational, Relationship Building, etc.) This is known as, “Competency-Based 
Hiring,” and has been proven in all types of job settings for the past thirty years. 

B. Every church must establish a standardized hiring process that eliminates illegal or 
immoral employment questions. While most infractions are accidental, they could be 
consequential. 

C. Under the Safe Sanctuary rules churches must “vet” or do a full background check on 
both staff/team and volunteers working with youth or children. In addition, you must 
use a system for checking past employment references using a standardized interview 
checklist. Stories abound about “church-hopping” employees who are not reference 
checked. At the minimum this will reduce the chances of a bad hire for your team. 

D. Accountability and evaluation are biblical and necessary for all of us to grow, achieve, 
and feel accomplishment in our work. Training in the SMART goals system is a good 
place to start. You must also set inviolable times for reviews. A review system which 
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honors the church calendar, not the business calendar, increases performance appraisals 
on a timely basis. 

In summary, without a detailed process to find the best talent your church can afford, you will 
continue to spend energy and time handling employment issues that come from a mismatch 
between the employee and the position. * 

“Great vision without great people is irrelevant.” Jim Collins, Good to Great.  
STAR Team Hiring System training available; contact bburkett@triad.rr.com 
 

These kinds of conversations should continue throughout the pastor(s) tenure so 
that lines of communication are open and continually improving. Encourage church 
members who have concerns with the pastor to talk directly to the pastor if possible. 
Or have one or two members of the committee be present as a member shares 
his/her concerns with the pastor. No anonymous complaints should be considered by 
the committee.  

I Timothy 5:19 Never accept any accusation against an elder except on the evidence of two or 
three witnesses.  
Matthew 18: 15-17 If another member of the church sins against you, go and point out the 
fault when the two of you are alone. If the member listens to you, you have regained that one. 
But if you are not listened to, take one or two others along with you, so that every word may 
be confirmed by the evidence of two or three witnesses. If the member refuses to listen to 
them, tell it to the church; and if the offender refused to listen even to the church, let such a 
one be to you as a Gentile and a tax collector. 

(9) To enlist, interview , evaluate, review , and recommend annually to the 
charge conference lay preachers and persons for candidacy for ordained ministry 
(see ¶¶ 247.8 and 310), 

* and to enlist and refer to the General Board of Global Ministries persons for 
candidacy for missionary service, recognizing that The United Methodist Church 
affirms the biblical and theological support of persons regardless of gender, race, 
ethnic origin, or disabilities for these ministries.  

*Neither the pastor nor any member of the committee on pastor-parish 
relations shall be present during the consideration of a candidacy application or 
renewal for a member of their immediate family. 

*The committee shall provide to the charge conference a list of students from 
the charge who are preparing for ordained ministry, diaconal ministry, and/ or 
missionary service, and shall maintain contact w ith these students, supplying the 
charge conference w ith a progress report on each student. 
 

Sometimes members of Staff Parish need to be reminded of their role in looking for 
and encouraging people in their congregation to be open to God’s calling on their 
lives to become ordained ministers and/or missionaries. It has been encouraged 
among our pastors to preach at least yearly on the call to the licensed and ordained 
ministry. It would be good for Staff Parish to review ¶  310 to become familiar with 
the process for a person to enter candidacy for licensed and ordained ministry. 
People feeling a calling to licensed and ordained ministry speak first with their pastor 
who will recommend some books for them to read. If they want to go further, they 
write the district superintendent requesting admission to the candidacy process and 
they will be assigned a candidacy mentor. When they are ready, after working with 
their candidacy mentor, they will write their statement of call and request a meeting 

https://www.umofficialresources.com/reader/9781501833564/#part06chapter1.xhtml!p247sub8
https://www.umofficialresources.com/reader/9781501833564/#part06chapter2.xhtml!p310
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with the pastor-parish relations committee who will consider their call statement and 
interview them considering Wesley’s historic questions. These questions are found in 
¶  310.e.   
These questions are significant, and it would be good for Staff Parish to consider 
these questions before they interview a candidate. Considering the committee’s 
review of the duties and responsibilities of a licensed pastor in ¶ 316; a deacon in 
¶329 and of a pastor in ¶  334, reflect on whether the candidate has the gifts and 
aptitude to be able to learn how to fulfill those duties and responsibilities. Is the 
candidate a person considered by his/her peers as kind, trustworthy, a committed, 
active Christian, and who is seeking to be faithful?  
Discuss the Book of Discipline statement in ¶ 258.9, “---The United Methodist 
Church affirms the biblical and theological support of persons regardless 
of gender, race, ethnic origin, or disabilities for these ministries.” This is a 
statement worth your time to discuss not only while considering interviewing 
potential candidates for licensed and ordained ministry but also as you reflect on a 
possible pastoral change and/or adding staff persons. Does your congregation look 
like its neighborhood? Do you think that your church is a welcoming congregation? 
Do you have an opportunity here to become more diverse in your clergy and staff 
leadership and among your congregation? What is your sense of the leading of God’s 
Holy Spirit in these decisions?  

(10) To interpret preparation for ordained ministry and the Ministerial Education 
Fund to the congregation. 

(11) To confer w ith the pastor and/ or other appointed members of the staff if it 
should become evident that the best interests of the charge and pastor(s) w ill be 
served by a change of pastor(s). The committee shall cooperate w ith the pastor(s), 
the district superintendent, and the bishop in securing clergy leadership. I ts 
relationship to the district superintendent and the bishop shall be advisory 
only. (See ¶¶ 425-428.) 
 
“I left you behind in Crete for this reason, so that you should put in order what remained to be 
done, and should appoint elders in every town, as I directed you: - - -“(Titus 1:5) 

 

 
 

https://www.umofficialresources.com/reader/9781501833564/#part06chapter3.xhtml!p425
https://www.umofficialresources.com/reader/9781501833564/#part06chapter3.xhtml!p428
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If your district and/or conference offers training for Staff Parish, please attend with your 
pastor and all your committee members. Since one third of your committee rolls off each 
year, updating the new members and reminding existing members of the many facets of 
your work and responsibilities is essential to your effectiveness. This also gives your 
committee the opportunity to get to know your District Superintendent.  
Consultation between your committee and your District Superintendent is ongoing. It 
happens in addition to the move advisory consultation when the District Superintendent 
visits your church during the year and when he/she has conversations with your pastor 
and church officers.  
In preparation for a move advisory consultation, update your church’s profile. Meet with 
your pastor to discuss the move advisory letter. The pastor and the S/PPRC members 
share their decision about the move advisory and sign it. Consultation with the District 
Superintendent is an opportunity to share concerns, listen to one another, clarify the 
church’s profile, and needs in pastoral leadership. It is advisory. The final decision about 
pastoral appointments is made by the bishop after conferring with the Appointive 
Cabinet members who share their consultation information with him/her and with their 
Appointive Cabinet colleagues.  

1. Complaints against clergy or staff 
Encourage people to put complaints in writing stating facts, not vague references to 
“they say.”  Written complaints should be signed by the one making the complaint. Do 
not honor anonymous letters. Receive people’s concerns but remember, you do not 
have to act on every concern. Use your collective discernment and consider the source, 
as whether you need to take any action beyond the acknowledgement that you have 
received their complaint. Remember, too, that it is not your pastor’s job to make 
everyone happy. Do not be encouraged or swayed by petitions or surveys. That is not 
the way pastoral appointment decisions are made.  
Stay focused on the mission of the Church, to “follow Jesus, make disciples, transform 
the world.”  Continually ask, “How are we doing in helping our people become more 
Christ-like? How are we helping our people grow deeper in their relationship with Christ 
and serving as His disciple? How are we ministering to our community and helping to 
transform lives in the name of Jesus Christ? Together with our pastors and church staff, 
how have we made progress in each of these areas? No pastor or staff person can do 
this holy work alone. 

 
 



13 
 

 
 

2. Complaints against clergy 
The Book of Discipline, ¶ 362, addresses formal complaints made against a local pastor, 
associate member, provisional member, or a full member of the clergy of the United 
Methodist Church. You should contact your district superintendent if you receive a 
complaint against your pastor of this nature. The District Superintendent will inform the 
bishop and the process will move to their oversight.  
Whenever a person in any of the above categories, including those on leaves 
of all types, honorable or administrative location, or retirement, is accused of 
violating this trust, the membership of his or her ministerial office shall be 
subject to review .  
The review  shall have as its primary purpose a just resolution of any 
violations of this sacred trust, in the hope that God’s work of justice, 
reconciliation and healing may be realized in the body of Christ. 
A just resolution is one that focused on repairing any harm to people and 
communities, achieving real accountability by making things right in so far as 
possible and bringing healing to all the parties. In appropriate situations, 
processes seeking a just resolution as defined in paragraph 362.1 may be 
pursued. Special attention should be given to ensuring that cultural, racial, 
ethnic and gender contexts are valued throughout the process in terms of 
their understandings of fairness, justice, and restoration. 
(The Book of Discipline, ¶ 362.e) Upon receiving a w ritten and signed 
complaint, the Bishop shall, w ithin 90 days, carry out the supervisory 
response process outlined above.  I f w ithin 90 days after the receipt of the 
complaint resolution is not achieved, the bishop shall either: 
(1) Dismiss the complaint w ith the consent of the cabinet giving the 

reasons therefore in w riting, a copy of which shall be place in the 
clergyperson’s file; or 

(2) Refer the matter to the counsel for the church as a complaint. 
 

E. (12) With the Church Council: To recommend to the church council, after 
consultation w ith the pastor, the professional and other staff positions 
(whether employee or contract) needed to carry out the work of the church or 
charge. 

 
* The committee and the pastor shall recommend to the church council a 
w ritten statement of policy and procedures regarding the process for 
hiring, contracting, evaluating, promoting, retiring, and dismissing staff 
personnel who are not subject to episcopal appointment as ordained 
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clergy. Until such a policy has been adopted, the committee and the pastor 
shall have the authority to hire, contract, evaluate, promote, retire, and 
dismiss nonappointed personnel. 
  
*When persons are hired or contracted, consideration shall be given to the 
training qualifications and certification standards set forth by the general 
Church agency to which such positions are related. 
 
* The committee shall further recommend to the church council a 
provision for adequate health and life insurance and severance pay for all 
lay employees. In addition, the committee shall recommend that the 
church council provide, effective on and after January 1, 2006, 100 
percent vested pension benefits of at least 3 percent of compensation for 
lay employees of the local church who work at least 1040 hours per year, 
are at least 21 years of age, and have at least one year of permanent 
service. 
 
* The church council shall have authority to provide such pension benefits 
through either a denominational pension program administered by the 
General Board of Pension and Health Benefits, or another pension program 
administered by another pension provider. 

(13) To recommend to the charge conference, when the size of the employed staff 
of the charge makes it desirable, the establishment of a personnel committee. This 
committee shall be composed of such members of the committee on pastor-parish 
relations as it may designate and such additional members as the charge conference 
may determine. 

(14) To educate the church community on the value of diversity of selection in 
clergy and lay staff and develop a commitment to same. 

2 A. Relationships with the Community through Obedience 
to Civil and Federal Laws: (15) Members of the committee on 
pastor-parish relations (or staff-parish relations) shall keep themselves 
informed of personnel matters in relationship to the Church’s policy, 
professional standards, liability issues, and civil law . They are responsible 
for communicating and interpreting such matters to staff. Committee 
members should make themselves available for educational and training 
opportunities provided by the conference, district, and/ or other arenas 
that w ill enable them to be effective in their work.3 

Human Resources management issues are complex, and the church is not immune from major 
issues. Here are a few examples that could cost churches in fines and financial losses. 
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Mixing hourly & salary positions. ALL churches are held to the same standards as any 
business and are subject to both state and federal rules regarding exempt & non-exempt 
employees under the Fair Labor Standards Act. Refrain from reassigning work (due to a 
vacancy) to an exempt (salaried) employee, by adding specific hours at a specified rate. Under 
the FLSA, such an action requires weekly manual re-calculations of hourly wages for accurate 
pay rates and muddies the waters about the “exempt” status of that full-time employee. One 
mistake could result in fines and a full reset of the employees’ wage statements on 1040’s. 

Employee Handbooks are a good idea ONLY under two conditions: 

A. The handbook is reviewed, updated, and re-approved annually (and all team members are 
given amendments and explanations of all changes, without fail.) 

B. The handbook is enforced equally and consistently.  

When employee handbooks are written, shelved, allowed to be outdated, and not enforced, 
they can become a tool for a dismissed employee to improperly claim unemployment benefits, 
fuel Equal Employment Opportunity Commission complaints, and support lawsuits against you.  

Handling of Harassment Complaints- Every church MUST have a written process AND this 
process must be followed every time. Every complaint must be properly acknowledged, 
promptly investigated, and appropriate actions taken as the situation warrants. Improper 
handling of this highly sensitive matter can result in harm to one or all parties. Avoid 
appearances of dismissive behaviors and begin your investigation immediately to determine the 
facts and next right steps. Finally, document your work, including dates and time of day, to 
support your prompt and thorough actions. 

 

F. With the Finance Committee: (16) To consult on matters pertaining to 
pulpit supply, proposals for compensation, travel expense, vacation, health and life 
insurance, pension, housing (which may be a church-owned parsonage or housing 
allowance in lieu of parsonage if in compliance w ith the policy of the annual 
conference), and other practical matters affecting the work and families of the 
pastor and staff, and to make annual recommendations regarding such matters to 
the church council, reporting budget items to the committee on finance. 

Be sure the committee is aware of the conference policy on clergy vacation time, days 
off, and continuing education requirements of clergy. Gain clarity about what is the 
expected level of housing allowance for your geographic area and according to 
conference minimum recommendations. Understand the difference between a housing 
allowance and the amounts a clergyperson can deduct for housing upkeep for a 
parsonage. Abide by your conference’s minimum requirements for parsonages such as 
numbers of bedrooms and furnishings.  
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G. With the Trustees and the Parsonage Committee: The parsonage is 
to be mutually respected by the pastor’s family as the property of the church and by 
the church as a place of privacy for the pastor’s family. The committee w ill follow  up 
to assure timely resolution of parsonage problems affecting the health of the pastor 
or pastor’s family. The chairperson of the committee on pastor-parish relations, the 
chairperson of the board of trustees, and the pastor shall make an annual review  of 
the church-owned parsonage to assure proper maintenance and to give immediate 
resolution to parsonage issues affecting the family’s health and well-being. 

It has also become a required practice in the WNC Conference to have a professional 
inspection of a parsonage when a pastor is moving. This often alerts your Trustees 
to issues a walk-through would not reveal. It is important to work with the incoming 
clergy family about their housing should repairs take longer than anticipated.   

(17) To encourage, monitor, and support clergy and lay staff pursuit of health and 
wholeness. 

In an article published in Deseret News written by Mya Jaradat on May 12, 2022, she reported 
that anxiety among clergy is “becoming more common as clergy suffer from the burnout and 
mental health issues they attribute to the double whammy of the pandemic and increased 
political polarization. Quoting George Barna, she shared that in March 2022, 42% of pastors 
considered resigning — up from the 29% who did the same in January 2021. The three biggest 
reasons clergy cited were “immense stress,” feelings of isolation and loneliness, and 
“political division.”  

The stresses experienced by clergy during the pandemic and in our divisive culture have 
impacted church staffs as well as their congregations. As a Staff Parish Committee, you can 
help your clergy and church staff by expecting them to take their vacation days and days off 
consistently. Encourage them to attend to their physical and emotional health. Support their 
defining of healthy boundaries around their availability to the congregation and to maintaining a 
sustainable life balance between ministry and their personal health and family commitments.  

 

 
 

Fulfilling God’s Mission through Relationships: The Ministry of the Church’s 
 Staff-Parish Relations Committee 
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Colwell, Jessie Squires. Blessed Wrestling: Biblical Reflections on Discerning God’s Call. 
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Breakout Churches, by Thom S. Rainer, is the church’s version of Collins’ Good to Great work. It 
is worth a review. 
 
 
 
Nancy Rankin Coaching, LLC 
Lea dership coa ching to a ssist people in fulfilling their God inspired drea ms.  
  

 
 
 
 
 
 

     
 
        Dr. Nancy B. Rankin is an ordained elder in the United Methodist Church and a certified coach 
through ICF-International Coach Federation.  She has experience in coaching pastors, district 
superintendents, and congregational groups of laity.    

  
     She retired as the District Superintendent of the Northern Piedmont District in the Western North 

Carolina Conference.  Her district had 143 churches.  They partnered with Duke Divinity School to pilot 
the first Neighborhood Seminary, a two-year certificate program to equip laity.  During her 7 years on the 
district 14 cross racial appointments were launched.  Churches collaborated through Missional Networks 
to better engage their communities and reach new people.  Creative mergers and partnerships evolved 
that renewed churches and impacted communities.  
  

https://www.deseret.com/faith/2022/5/11/23058739/religious-leaders-struggle-with-burnout-depression-and-anxiety-pastor-mental-health-worker-shortage
https://www.deseret.com/faith/2022/5/11/23058739/religious-leaders-struggle-with-burnout-depression-and-anxiety-pastor-mental-health-worker-shortage
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        Nancy has been the pastor of small to very large churches in her 35 years of ministry.  Her last two 
churches had over 1,000 members.   She served for 4 years as the Conference Director of Congregational 
Development overseeing Church Revitalization, New Church Starts and Witness Ministries.  From 1996-
2001 she served her first term as a District Superintendent of the Statesville District.    
  
        She wrote CHECKING VITAL SIGNS: Assessing Your Local Church Potential, which took churches 
through a Bible Study that helped congregations navigate Paragraph 213 in the United Methodist Book of 
Discipline on Assessing Church Potential.  She wrote with Rev. Beth Crissman CHOOSING THE 
FAITHFUL PATH: A Bible Study for Discerning a Faithful Future.  She and Beth have presented their 
book and its additional guidelines for leading a church that chooses merger or legacy closure.   She earned 
a B.A. degree in Christian Education at High Point University, her M.Div. degree from Duke Divinity 
School and her D.Min. degree from United Theological Seminary.  Her doctoral dissertation was on 
“Reclaiming the Ministry of the Laity.” Her doctoral mentors were Dr. Michael Slaughter and Dr. Tom 
Tumblin and most of their classwork was on the campus of Ginghamsburg UMC.   
  
       Nancy is married to Terry A. Rankin, who is a retired transportation executive, and they have a son 
who serves as a Captain in Law Enforcement and a daughter who is a Neo-Natal Intensive Care 
Nurse.  They are the proud grandparents of five grandchildren.    

Nancy B. Rankin, D.Min., ACC  184 Billy Jo Road, Mooresville, NC  28117 
 

70 4- 363- 1695    nrankin@wnccumc.net 
Experienced Coach | Pastor | District Superintendent 

 
 
 
 
 

 
Bonnie  Burke tt 
After a 44-year career with State  Farm Insurance , including work as a Fire  Claims 
Specialist & Human Resources Associate  Manager and Agency Owner, Bonnie  re tired 
in 2021. 
Currently, as the Lay Servant Training Director for the  Northern Piedmont District, she 
leads a faculty of 25 lay and clergy teaching volunteers, serving over 100 students each 
spring. She also serves on the  Northern Piedmont District Board of Building & Location 
& the WNCCUMC Staff Parish Relations Committee . 
While  chairing her church’s Staff Parish, she developed a successful process for hiring 
the  best Ministry Team using competency-based processes. This became the  
foundation for her STAR Team Hiring System, a 5-module  training program for churches 
to revamp outdated and potentially improper hiring practices. Hiring the  right team 
reduces team issues by 85%, while  aligning them to your Mission and Vision. 
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She earned her B.A. in History from Erskine College  and did graduate  studies at the  
University of Virginia.  
She published her first book, ENOUGH! The College  Cost Crisis , how to protect your 
walle t and your student’s financial future , in March 2020. 
Bonnie  is married to David Wasserboehr, a semi-re tired graphic designer and digital 
photographer. They have  one  grown daughter, Sara, in Charlotte , NC.  
 

Bonnie  Burkett, 3605 Two Oaks Drive , Greensboro, NC 27410 
          336-420-1770  bburkett@triad.rr.com 

LightWay Enterprises, LLP 
           Trainer/Consultant/Course Designer 

 

 
 

Stay Focused on the Mission of the Church

With special thanks to our Produc�on Team for outstanding 
graphic design, video edi�ng, and professional consulta�on in 
the making of this video and survival kit.

Tall Sara Illustra�on & Design
Sara Wasserboehr
336-420-8030
TallSara.com

David Wasserboehr
336-668-2442
fwg@triad.rr.com

mailto:bburkett@triad.rr.com

	704-363-1695    nrankin@wnccumc.net

