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Our Pastor Has Left What Should We Do?
BMBA Pastor Search Training (p. 3)

• People react in extremes.


• The “in-between” time can be instrumental in the life of the church.


• Make wise use of the time and see at as a spiritual milestone.


• Use this as a time to clarify and define expectations realistically.


• A transitional pastor can be of help to the congregation.



Our Pastor Has Left What Should We Do?
BMBA Pastor Search Training (p. 3)

• Transitional Pastor or Intentional Interim—When is a TP needed?


• After a long-tenured pastor.


• When undercurrents or disunity may exist in the church.


• Moral failure or trauma has impacted the church.


• A pastor has been forced to resign.


• Conflict is unresolved.


• Church is plateaued or declined.



Electing the Pastor Search Committee
BMBA Pastor Search Training (p. 4)

• Wait if you are using a Transitional Pastor. Stop and take your time.


• Follow your bylaws in the election process.


• Suggestions:


• Prayer should be the main emphasis.


• Ask students and children to sit with their parents during all elections/
balloting. 


• Take great care in explaining the process of administering the vote and 
caring for the ballots; follow the process.



Electing the Pastor Search Committee
BMBA Pastor Search Training (p. 4)

• Most Baptist churches are congregational in the pastoral search process.


• A pastor search does not ultimately decide on the new pastor. The search committee 
RECOMMENDS the candidate that the Holy Spirit leads the group to present.


• The committee does not have the authority to obligate the church.


• The committee should have an expressed process of reporting to the church at every 
key moment. In addition, the committee should have an ongoing “conversation” with 
church by giving and receiving information to keep the church body engaged in the 
process. If the people “weigh in,” they will “buy in.”


• See the sample election ballot on p. 5.



The Pastor Search Team’s First Meeting
BMBA Pastor Search Training (p. 6)

• See page 6 for a detailed checklist and agenda.


• Review the committee’s responsibilities. See your bylaws.


• Make sure the preaching calendar is filled IF that is your responsibility.


• Secure or recognize the officers of the committee and divide responsibilities.


• Agree to the Code of Ethics. Review the “Getting Organized” suggestions.


• Determine a time and place for WEEKLY meetings. Consider Zoom for every 
other meeting. Determine congregational reporting processes and 
timeframes.



The Pastor Search Team’s First Meeting
BMBA Pastor Search Training (p. 6)

• Set aside a prayer retreat of a day or two days (Friday evening through 
Saturday). This is important that you are all working well together and know 
each other’s personality differences. Schedule: fun, prayer, devotional times 
with Bible study from Experiencing God, testimonies, and DISC profile.


• Pray for one another daily: for the Spirit to guide, for each member to endure 
the added responsibilities, for the committee to communicate well together.


• Determine how to create, conduct and report a Pastoral Search 
Questionnaire.


• See sample First Report on page 6.



Who Will Preach? What is an Interim?
BMBA Pastor Search Training (p. 7)

• The “interim period” is the time between when the former pastor leaves and a 
new “permanent” pastor comes. 


• Pulpit supply or filling the pulpit are common terms used.


• An interim pastor is longer-term.


• Emotions are common when a pastor leaves: 1) grief; 2) joy; 3) anger; or 4) 
confusion. This is a time to bring people back together.


• Let’s think about the qualities of a promising interim pastor (next slide).



Qualities of an Interim Pastor
BMBA Pastor Search Training (p. 7)

• Recognized and experienced.


• Provides a face and voice as a temporary under-shepherd.


• Offers preaching, pastoral care, counseling, and wisdom. Possibly offers 
administrative and staff leadership.


• Is not a candidate for the permanent pastor role. This is critical.


• Leads with a non-anxious presence.


• The church leadership should take care to carefully agree on responsibilities 
with the prospective interim pastor.



BMBA Pastor Search Training (p. 7)





Job Description and Compensation
BMBA Pastor Search Training (p. 10)

• The Job Description must be clearly established before the search. See 
Appendix 4 for a sample.


• The Stewardship/Finance Committee (Team) should work to set some range 
for compensation to help in negotiating with the candidate. The range is 
important. A Compensation Subcommittee may include the Finance 
Committee chairperson and members of the Pastor Search Committee; the 
Subcommittee can work out details with the selected candidate.


• The Pastor Search Committee may present to the church the updated Job 
Description and any other necessary details early in the search process to 
avoid any miscommunication.





Putting Together a Church Information Packet
BMBA Pastor Search Training (p. 14)

• Things to include: Budget, Bylaws, Constitution, Policies, Guidelines, Church 
Information, Financial Statements


• Church Staff, Committees, Other Leadership


• Community Profile


• Church Ministries and Organizations


• Community/City/State Information



Critical Agreements, 1 of 2
BMBA Pastor Search Training (p. 15)

• Unanimous vote of the Search Committee.


• FULL confidentiality. What about spouses?


• Agreement on committee related expenses and reimbursements.


• Only consider candidates who submit resume or have resume submitted.


• All recommendations must be in writing.


• A profile must help guide.


• The candidate submitted to the church will be investigated completely.



Critical Agreements, 2 of 2
BMBA Pastor Search Training (p. 15)

• No promises will be made to the candidate regarding finances that are 
outside of the set parameters. Any proposed changes must be brought to the 
proper leadership group.


• The committee will not rush the process.


• A candidate will not preach before the church unless the committee is ready 
to present the candidate. No “parade” of candidates will be conducted.


• We will only negotiate with one top candidate at a time.



Code of Ethics
BMBA Pastor Search Training (p. 16)

• The church has placed tremendous trust and confidence in each member.


• Speak plainly and honestly regarding all matters.


• Trust in the committee members to speak to the common good. 


• Seek the Holy Spirit’s guidance and spend time in prayer.


• Hold all confidentialities. No politicking.


• Recognize our need for God’s wisdom. 



Pastor Search Expenses
BMBA Pastor Search Training (p. 17)

• This responsibility should not be a financial hardship on any member. Do not 
make a fellow member feel compelled to pay their own expenses.


• See the guidelines on expenses on p. 17. Consider taking the expenses from 
line items relative to the Pastor’s Salary or Expenses.


• Cover transportation, meals, mileage, etc.


• Be fair and frugal. Save as much of the outgoing pastor’s salary. Your new 
pastor will need moving expenses and other financial support to start his 
ministry.



Pastor Search Etiquette, 1 of 4
BMBA Pastor Search Training (p. 18-19)

• Treat every candidate as a called man of God and as a potential pastor of 
your church.


• Treat every candidate as you would want to be treated.


• The search process could take one month per year that the previous pastor 
served as a rule of thumb.


• Consider the items on pages 18 and following.


• Fill the pulpit.


• Respect the process.



Pastor Search Etiquette, 2 of 4
BMBA Pastor Search Training (p. 18-19)

• Other important considerations:


• Use the questionnaire to understand the church and give them an 
opportunity to share their concerns.


• Update the Job Description. Make sure your bylaws are up-to-date.


• Give assignments to committee members to assemble information packets 
for prospective candidates.


• Discuss the code of ethics.


• Conduct the search as prescribed.



Pastor Search Etiquette, 3 of 4
BMBA Pastor Search Training (p. 18-19)

• Other important considerations:


• Make sure your spokesperson is clearly speaking for the committee without 
undermining.


• Develop a master list of prospective pastors with needed information.


• Establish a cut-off date for resumes.


• Do not accept a recommendation without a resume. Make sure you retain 
the source of the resume!


• Keep corresponding with the candidates. 



Pastor Search Etiquette, 4 of 4
BMBA Pastor Search Training (p. 18-19)

• Other important considerations:


• Use the profile and develop a list of prospective pastors according to a 
rating system.


• Assign committee members to investigate top candidates.


• Establish an interview plan. See ideas on pages 20-21.


• Make sure you understand how the congregation must vote on the selected 
candidate per the bylaws of the church.


• Establish a plan of assimilation for the new pastor.



How to Present the Candidate
BMBA Pastor Search Training (p. 38)

• You are inviting an entire FAMILY to come and join the life of your church. This 
is like an organ transplant. The prospective pastor needs to know that things 
are handled with care.


• A written recommendation should be provided to the church in advance. This 
is simply a notice that a candidate has been identified.


• A brief biographical sketch should be shared in a short time window before 
the candidate comes to the church in view of a call. However, this should not 
be done too soon due to the impact of social media. Do not share the 
pastor’s information on social media. Host a get acquainted weekend on the 
eve of the candidates preaching in your worship service and vote.



How to Make a Recommendation
BMBA Pastor Search Training (p. 39)

• Announce that a candidate will preach in “view-of-a-call.” Set up preliminary meeting and 
prepare to send out the information pieces about the candidate.


• Set up the vote for the candidate. Day of the sermon is customary. One week later is 
acceptable. 


• Active voting members should be provided with a ballot. Signed ballots are customary.


• Check with your bylaws about necessary percentage for calling a pastor.


• Candidate should be notified of the vote results ASAP and have the opportunity to respond to 
the call. The committee should already have asked the candidate in the interviewing process 
as to whether the candidate would accept the call should 100% to 80% vote in favor.


• Establish a plan should the vote not be favorable.



Sample Covenant
BMBA Pastor Search Training (p. 40)

• Letter of call or covenant should be prepared between the pastor and church. 
The covenant should be signed at the time of the candidate’s accepting of the 
call. This details any agreements and understandings not outlined clearly in 
the governing documents, policies and guidelines of the church.


• This should clearly outline the compensation package.




