Search Committee

Interview Skills Training

S.T.A.R.

THE ELEMENTS OF A STAR

The STAR method of interview skills training helps members of a search committee focus on the specific criteria for a rector. In addition, it provides a method whereby the committee members can hone their ability to interview and gain relevant and extremely important information which can ultimately inform their evaluation of the candidates.

When you gather examples of behavior in an interview, you want to make sure you are getting the whole story-the situation in which the candidate acted, what he or she did, and the results of these actions.  An easy way to remember to get the whole story is to use the word STAR to describe a complete behavioral example.

(
The Situation or Task facing the candidate

(
The Action the candidate took

(
The Results or changes caused by these actions

What was the situation?

What action did you take?

What resulted from your action?

Prior to search committee training,

· It is very important that churches have clearly defined their identity through core value and mission statements. 

· In addition, leaders of a church should be able to articulate clearly the vision for the near future of the congregation. 

· This information informs a future rector profile which should define the characteristics, demonstrated behaviors and accomplishments of the optimum candidate for the position. 

The STAR method was derived from a secular human resources interview skills training program. However, it has been completely overhauled and adapted to meet the life of a congregation. It is based on the premise that future performance can be predicted by past behavior.    

AGENDA

Opening Prayer

1:00 – 1:30 p .m.
Discuss the following questions:

What are this congregation’s core values?

What is this congregation’s mission?

What is this congregation’s vision for the future? 

What is this congregation looking for in a rector? 

What is the rector profile?

How does this profile reflect particular behaviors? 

1:30 – 1:45 p.m.
Clergy Interview Guide and Key Background Review

1:45 – 2:45 p.m.
Focus Areas for Interviewing & Behavioral Dimensions

Review Focus Areas

What are behavioral dimensions? Review


Small Group Work






Each group selects focus areas and behavioral dimensions from




those assigned to the group that align with the church’s need

2:45 – 3:00 p.m.
BREAK

3:00 – 3:20 p.m.
Small Group Reports

Each group reports chosen dimensions and focus areas that 

become the initial areas the group will use for developing questions

3:20 – 4:00 p.m.
Asking questions based on the S.T.A.R. method 

Guide for Creating Behavioral Questions

Elements of a STAR

False STARs

Vague Answers

Follow Up Questions to Build Complete STARs

Rating




Individual Team Member’s Sample Dimension Question Sheet







After Interview Communication/Impact Assessment Team Rating Sheet







Final Record After Team Visit







Reaching Consensus as a Team







Whole Search Committee Discussion After 2 Team Visits

4:00 – 4:30 p.m.
Triad Practice listening for complete answers  

4:30 – 5:30 p.m.
Homework for Search Committee members, Search Committee


work to develop an Interview Guide, Q&A, Search Process Review

Closing Prayer

FOCUS AREAS FOR INTERVIEWING

 DURING A SEARCH PROCESS

The following focus areas cover most aspects of the work of a rector. Questions could be designed around as many areas as deemed appropriate. The questions are best designed with STAR components and decided in advance of interviews. Those areas

noted with ( ) are defined behavioral dimensions and are included  in this training.

Personal Life

Prayer/Devotional Life and Self Care

Family Life-Balance of Work and Home Life

Stress Tolerance
(S)
Personal Mission Statement

Theology

Demonstrating Personal Theology
(P)
Episcopal Church/National Policy

Ministry of the Priest

Ministry of the Laity

Abortion, Birth, Baptism, Confirmation, Marriage, Divorce, Death 

Spiritual Gifts

Personal Giftedness

Giftedness of Others and Empowerment for Utilization

Personal Passion for Particular Ministry

Actions Motivated by Spiritual Gifts
(G)
Leadership Style

Leading through Values, Mission and Vision

(V)
Initiating Action
(A)
Building Trust
(T)
Gaining Commitment
(C)
Delegating Responsibility/Setting Boundaries/Expectations
(D)
Work Standards and Expectations of Others

Building Parishioner - Staff Loyalty/Listening/Acknowledging/Building Relationships
(L)

Coaching/Contributing to Team Success

(CC)
Management Style

Communication
(CM)

Decision Making

Building Strategic Working Relationships

Managing Conflict

Team Building

Organizational Development
Meeting Leadership/Small Group Development

(M)

Organizational Design/Restructuring to Address Mission, Vision

Vestry Development

Small Group Development
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Worship/Liturgy
Preferences

Preaching
(PR)

Experience with Different Styles

Openness/Opinion of Diversity in Liturgy

Control/Delegation/Involvement

Expanding Worship Opportunities beyond Sunday

Pastoral Care

Decisions About When to get Involved in Parishioner’s Pastoral Needs

Overseeing Comprehensive Ways to Cover Congregation’s Pastoral Needs

Training/Deployment of Others to do Pastoral Care

Christian Formation

Experience/Value Placed on Christian Education for Children, Adults, Bible Study/Vacation Bible School, etc.

Personal Involvement in Teaching

Experience with Programs for Christian Formation (DOCC, EFM, etc.)

Involvement/promotion of Spiritual Development Opportunities (Cursillo, EFM, Faith Alive, Discovery, Alpha, spiritual direction, etc.)

Evangelism

Personal Involvement in Inviting Others into a Congregation

Training Parishioners for Inviting Others into a Congregation

Oversight/Involvement of Systematic Invitation, Welcome, Assimilation of Newcomers

Experience with Setting and Achieving Objectives in Evangelism

Stewardship

Experience/degree of Personal Involvement in Annual Campaigns

Experience with Capital Campaigns/building New Facilities

Day Schools

Experience with Day Schools on Church Premises

Mother’s Day Out Programs

Youth Ministry

Experience with Development of a Youth Ministry

Degree of Personal Involvement with Youth Ministry

Selection/Oversight of Youth Ministry Staff

Outreach Ministries

Experience/degree of Personal Involvement

Developing Outreach Opportunities

Foreign and Domestic Missionary Work

Living in a Community With Changing Demographics

Experience living in a community where demographics are changing 

Experience as an ordained person/leader of a church in a changing community

Needs/Expectations for self and family living in a community such as the one the church is located

OTHER TOPICS

FALSE STARs

VAGUE ANSWERS

PARTIAL STARs

FOLLOW UP QUESTIONS TO BUILD COMPLETE STARs

RATING

AFTER INTERVIEW COMMUNICATION/IMPACT

ASSESSMENT TEAM

RATING SHEET (Optional)

REACHING CONSENSUS AS A TEAM

From the Alban Weekly - Week of 2/26/2007
Maintaining Confidentiality in Search Committees

Roy Oswald

Many people enjoy "being in the know," being the first to learn a piece of news as an insider, even if they don't intend to pass it on to others. But sometimes it's hard to resist the temptation to tell others about something, even when the news may be harmful or derogatory to someone. Everyone must be reminded of this human tendency when the search process begins, and those who select the committee should look for candidates who are known to demonstrate discretion.

The need for confidentiality should be reiterated to committee members after they are selected for the search committee and throughout the search process. Search committee members must be reminded that the trusted friends with whom they might share information could also be friends or relatives of candidates or their references. In fact, it will be most helpful if the entire congregation is well prepared from the beginning to accept the need for confidentiality and to feel offended at any breach of the principle during the search process.

All information about candidates must remain strictly within the search committee. Spouses, board members, other members of the congregation, even the interim pastor and people outside the congregation may be eager to learn the names of candidates or information about them, such as age, gender, location, experience, and interests. This is all confidential information that should not be shared outside the committee. From the time the congregation begins to receive candidates' names and information about them, the confidentiality policy should be reasserted and the commitment of all search committee members to observing it secured.

In addition, search committee members must respect and protect the right of each member to express his or her opinions and observations freely. Conversations within the committee about candidates, things going on in the congregation, and other pertinent matters must be kept as confidential as the information about the candidates themselves. Search committee members can be candid with one another only if they are certain that their comments will not be shared outside of the committee. For example, if a committee member expresses reservations about the individual who is finally selected as pastor and this information is made public, the relationship between these two individuals, and even the pastor's ability to enter the congregation without controversy, could be compromised.

Search committee members must learn to distinguish information and decisions about candidates from general information on the search process. Still, it is probably best to agree that only the committee chair will comment publicly on the search, in writing and orally. The chair should report at Sunday services and in the newsletter what the committee is doing: for example, preparing the congregation profile and defining the characteristics and talents the committee will look for in a new pastor, processing the first list of candidates it receives and developing a list of people to investigate more deeply, conducting phone interviews, seeking background information, preparing for site visits to candidates' home congregations, and arranging for one or more finalists to be brought for a visit.



Members of the search committee--in fact, all members of the congregation--should be alert to the spreading of information that should be kept confidential. Anyone who hears such information should notify the search committee chair, who should then try to stop the spread of such information by identifying its source (if possible) and asking the person or persons involved to act more responsibly. If it turns out that a baseless rumor is being spread, measures can be taken to end its circulation. If a search committee member is the source of a leak, the committee should discuss how to proceed (i.e., whether the seriousness of the matter suggests the offender be dropped from committee membership).

In the case of a serious breach of confidentiality, the search committee chair will also have to notify the judicatory executive of what occurred and discuss how to proceed. If the chair fails to do this, the transition companion or any concerned participant in the search should take this step.

A final means of maintaining confidentiality in the search process is for every member to return to the chair or destroy all information they have received about candidates, together with any notes they have made during the search process. Some committees plan to have paper shredders or a bonfire at their closing celebration; others ask members to destroy materials in private. Having the material destroyed will help ensure that the confidentiality that the congregation has worked so hard to maintain will be preserved.

In the end, the highest praise a search committee can receive is the comment: "I never knew any details of the search, and now I'm happy to meet the new pastor without any preconceptions."

Excerpted from Beginning Ministry Together: The Alban Handbook for Clergy Transitions, copyright © 2003 by the Alban Institute. All rights reserved. For permission to reproduce, go to www.alban.org/permissions.asp. 
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