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Trinity Transition Team Report 

EXECUTIVE SUMMARY 

The Transition Team was formed by the Council to help our congregation review mission, 

ministry, and structure as we prepare to call a new lead pastor. The results of this work will 

assist the call process and provide information about Trinity to potential candidates in the lead 

pastor call process, as well as help the congregation in making decisions regarding Trinity’s 

structure and direction. 

The Transition Team made use of recently completed congregational input, including the 

reports and survey results of the Faith and Family Team, the Opening Doors Appeal Task Force, 

and the Holy Cow! Congregational Assessment survey. In addition, the Team employed several 

new methods to seek input from the congregation and other resources. Those included the 

Heart2Heart listening sessions, mission/vision dialogue meetings, the LEAD assessment tool, 

staff interviews, interviews with leaders of other large churches, and various resource materials. 

For more information about the results of the Transition Team’s work, please see the full report 

which is available on the Trinity website or in the church office. 

The Transition Team makes the following recommendations to the Church Council and the 

congregation regarding Trinity’s mission and vision, organizational structure, and staffing and 

leadership. 

Mission and Vision 

 Recognize and pursue partnerships with the St. Paul Area Synod and the ELCA.   

 Honor Trinity’s strength of diverse thinking by embracing and living this strength. 

 Invite all in the Congregation to a “Re-Commitment” to Trinity’s future. 

 Strengthen, energize, and deepen the new and existing membership experience.  

 Create and sustain a culture and community engaged in curiosity about God through 

innovative experiences.  

 Continually evaluate use of new communication and technology resources and tools. 

 Intentionally develop disciples of all ages to be followers of Jesus Christ. 

 Develop a strategic planning team to plan Trinity’s future mission, vision, and ministry.  

 Continue working with LEAD and a LEAD coach for the next 2-3 years.  

 Intentionally invite opportunities for listening and conversation with the congregation.  
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Organizational Structure 

 The council should maintain its seven--member size.   

 Clergy or staff should lead ministry teams in six organizational ministry areas: 

o Executive Ministry 
o Lifelong Learning Ministry 
o Worship Ministry 
o Welcome and Engaging Ministry 
o Community and Global Outreach Ministry 
o Resource Development Ministry 

 Trinity’s membership list should be continually reviewed to ensure it is current and 

accurate.   

 The Council should perform an annual self-evaluation.   

 The council should annually review the performance of the lead pastor. 

Lead Pastor Core Competencies 

 Decision-making Skills 

 Ego Strength 

 Organizational Agility 

 Personal Resilience  

 Preaching and worship leadership skills 

 A strong public presence 

 Strategic leadership skills, supervision skills and team orientation  

 The lead pastor will be a person with deep Christian faith and a well-formed 

differentiated faith that makes room for others’ perspectives.   

 Transparent communication skills.  

 The lead pastor will be authentically grace filled and will encourage imagination and the 

ability to dream of more for Trinity and the communities we serve.          

Staffing and Leadership  

 Staff should be organized around the six organizational ministry teams. 

 Each position should have a job description and receive annual performance reviews.  

 A current organizational chart should be included in the Annual Report. 

 Options should be explored to address needs for office reception and custodial services.  

 A Human Resources (HR) Advisory committee should be established. 

 The new pastor will be referred to as the Lead Pastor. 
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INTRODUCTION 

The Transition Team was formed by the Council to help our congregation review mission, 

ministry, and structure as we prepare to call a new lead pastor. The results of this work will 

assist the call process and provide information about Trinity to potential candidates in the lead 

pastor call process, as well as help the congregation in making decisions regarding Trinity’s 

structure and direction. The complete Transition Team Charter is in Attachment 1. 

The Mission and Vision Work Group engaged the congregation in reviewing Trinity’s current 

vision and mission to determine whether changes are needed for the next five to seven years or 

to make a recommitment to the current mission and vision. Members of the group are: 

Karen Gieseke, Chair  
Dan Davis  
Krista Gossai  
Jeneal Olsen  
Norma Wilson  
Angie Hong 

 

The Organizational Structure Work Group assessed existing reporting and accountability 

structures, reviewed the results of the Holy Cow! Congregational Assessment Tool and 

identified additional follow-up to be done in response to those results. The group also reviewed 

whether the existing committee and board structure of governance meets Trinity’s needs. The 

group researched council size and structure used by congregations comparable to Trinity. 

Members of the group are: 

Arba-Della Beck, Chair  
Laura Fredericks  
Tom Haugrud  
Jeff Kanewischer  
Sandy Wendt 
 

The Staffing and Leadership Needs Work Group identified ministry priorities for staffing; the 

lead pastor’s responsibility, authority, and accountability regarding staffing levels, alignment 

with ministry, mission, and budget; staff reporting responsibilities, along with council and 

congregational roles for oversight; staffing levels needed to fulfill Trinity’s mission and vision; 

and whether staff  position descriptions accurately describe the responsibility, authority and 

accountability of each position. The work group explored how the congregation could better 

engage, develop and use lay leaders in our ministry and mission work. Members of the group 

are: 
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Bill Bjorum, Chair  
Jim Brown  
Gerrie Granquist  
Michele Hermansen 

 

The Transition Team was led by Jill Longnecker. Jill had overall responsibility for facilitating and 

coordinating the Work Groups, communicating with the Council and the congregation, and 

directing the work of the Transition Team. Jill will also serve on the lead pastor call committee 

to provide continuity and insight regarding the findings of the Transition Team. Mark Gieseke 

served the Team as the recording secretary.  

All of the work groups made use of recently completed congregational input, including the 

reports and survey results of the Faith and Family Team, the Opening Doors Appeal Task Force, 

and the Holy Cow! Congregational Assessment survey (Attachment 2). 

 

MISSION AND VISION 

ENGAGING THE CONGREGATION 

Upon review of past survey results, the Mission and Vision Team found the congregation was 

looking for more opportunity to express their thoughts about Trinity and its future direction. 

Past surveys had been focused on questions that were narrow in scope. To address the 

concerns at Trinity, the Mission and Vision Team decided upon a three-step approach beginning 

with the Heart2Heart listening sessions, followed by a more structured dialogue on mission, 

vision and values themes, and concluding with the forward looking LEAD assessment tool. 

Heart2Heart 

Offered in January and early February, the Heart2 Heart Listening sessions were an opportunity 

for Trinity members to share thoughts in their hearts and on their minds. The Transition Team’s 

purpose and intention was to listen. The Team scheduled more than 80 listening sessions, 

which occurred in a variety of contexts, including at Trinity, in homes, at local restaurants, and 

at established gatherings such as Circles, Hearts of Home, Bible studies, the Retired Men’s 

group, and Confirmation small groups. The sessions included more than 200 individuals of 

varied ages, resulting in more than 65 pages of typed notes. 

Condensing all the comments into this report is not possible. However, the Team created a 

“wordle” diagram of approximately 40 key words heard from participants of the Heart2Heart 

listening sessions. The wordle diagram displays words in a size that is proportional to the 

number of times the word was recorded in the notes. The wordle diagram is in Attachment 3.  
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The Transition Team identified eight frequently recurring themes from the Heart2Heart 

listening sessions. In addition to these representative themes, all other comments were 

recorded for consideration as Trinity charts its future course.  

The eight themes identified are listed below, along with a brief summary of the nature of the 

comments received for each theme. Identification as a theme did not necessarily indicate that 

there was agreement on that subject, only that it was talked about frequently. In fact, many 

times divergent opinions were expressed. 

 
Children, youth, and family  

 Overall, there were mixed opinions about trying new methods of ministry or returning 
to old ones.  

 Intergenerational/family opportunities were identified as important.  

 Many positive comments were received about the current CYF staff. They are an asset. 
 
Engaging People 

 Many people talked of millennials, but it was not clear they understood what age group 
that was.  

 There was a suggestion to identify demographic groups by stage of life and not by age. 
Do we even need a label?  

 This theme was used to describe the need to bring in younger people to perpetuate 
Trinity.  

 Efforts should focus on engaging all people, instead of a sole focus on millennials.  

 There were differing definitions and experiences associated with the theme of 
“engaging people”. 
 

All are welcome  

 There were differing views and definitions of “All are Welcome”.  

 Questions arose around a stated, but not a “lived” philosophy.  

 Trinity is not very diverse in aspects such as race, etc.  

 “Rise above differences” – we need to choose to be a congregation family.  
 

Missions/Outreach  

 Trinity offers a positive ministry  

 Many spoke up for more local opportunities.  

 Why don’t we partner more with existing organizations? 

 There were different interpretations of the words Mission and Missions and Missionary.  

 The word missionary may have alternative definitions depending on the speaker’s life 
experiences.  
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Worship  

 People were accepting of multiple worship styles and time options.  

 Preaching must be relevant to everyday life.  

 Stated need/desire for a dynamic preacher.  

 It’s important to have a pastor/preacher who can make a positive first impression and 
keep people invested.  
 

Financial  

 Many people were caught by surprise when financial issues caused staff cuts.  

 There were concerns about future financial plans and management. 

 There is a desire to move on, but without letting history repeat itself.  

 There are people who are very upset and people who don’t understand how serious the 
problem is.  

 Some congregants are on the fence about giving until they are satisfied with our 
direction.  

 Why do we make the actual experience of giving so hard when other organizations 
make it easy?  

 Should we not celebrate the $1.1 million we did raise?  

 Large donors get tired of being asked.  
 

Learning  

 There was much praise for teaching/learning offered by previous pastors.  

 People want to be challenged during learning.  

 Churches need to collaborate with the community or our doors will close. A heated 
unused room is poor stewardship.  
 

Staffing  

 It’s necessary to define roles and describe lines of authority.  

 There was much praise for the staff.  

 It’s essential to put in place proper checks and balances.  

 There’s a need to create clarity about what Trinity requires in regard to staffing.  

 There was a suggestion to contract services when we can’t afford to keep our own staff.  

 Staff or volunteers: Do people connect the relationship between the two?  
 

Dialogue Sessions 

In February, The Transition team hosted 17 Dialogue Sessions with more than 50 participants. 

In these sessions the team asked participants, while in small group dialogue sessions, to rank 

the eight themes from the Heart2Heart Listening sessions in order of perceived importance. 
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Why were people asked to do this?  We believe that for Trinity to emerge from this transition 

with a common vision for the future, we need to work together to forge that vision. These 

dialogue sessions have shown us the diversity of our opinions, but, more important, how we 

can achieve a common vision through listening and conversation. 

The results of the ranking exercises are found in Attachment 4. 

LEAD Assessment 

The final phase of our gathering process was the LEAD assessment. LEAD (Living Every Day as 

Disciples) is an ELCA ministry organization for congregational and leadership development that 

walks alongside congregations in transition who want to grow leaders for future ministry.  

The LEAD assessment was not a survey. It did not ask participants what they preferred or if they 

were satisfied with Trinity. It was 20 statements about the congregation and its current 

behavior in specific ministries. 

Participants were asked to choose the 

response that they thought best 

described the congregation in areas such 

as worship, learning, outreach and 

mission, and its role in the community.  

The overarching themes for these 

statements fall under one of the 

following LEAD categories: Listening, 

Centering, Exploring, and Connecting. 

The responses from the LEAD 

assessment locate a congregation’s 

behaviors in one of the following: 

Growing, Becoming, Out of Breath, or 

Stalled. The overall result located Trinity’s current behaviors in the Becoming category. The 

LEAD recommendation noted that Trinity is poised to move either into the Growing or the Out 

of Breath category, based on the future vision, mission, and ministry. The recommendation 

called out the opportunity for Trinity to engage in this current time of interim as a time to move 

past the grieving to discern a new way of being Trinity Lutheran.  

The Congregational Assessment is one of several tools Trinity has engaged in over the past 18 

months to help us shape a path for the future, as we consider what God is up to in and through 

the people of Trinity. The Lead Assessment Report is found in Attachment 5. 

With the completion of the LEAD Assessment, the Transition Team concluded its input 

gathering process. Additional resources utilized by the Mission and Vision Team are included in 

Attachment 6. 

Taking the LEAD Assessment 
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MISSION AND VISION WORK GROUP RECOMMENDATIONS 

(These are in no particular order) 

Trinity is a member of the Evangelical Lutheran Church in America (ELCA), and part of the 

ELCA’s St. Paul Area Synod.   

 

 RECOMMENDATION: Intentionally recognize and pursue this foundational and valuable 

partnership and asset to Trinity’s ministry, mission, vision, and values.   

A strength of Trinity is the diverse thinking of its congregants, and the awareness and 

acceptance of this diverse thinking in the past and present.  

 

 RECOMMENDATION: Continue exploring opportunities to honor this strength and to 

provide invitation, hospitality, learning, worship, outreach and mission that reflect, 

embrace, and live this strength. 

 

Recent Congregational surveys and assessments recognize the need for all Trinity members to 

re-affirm their commitment to Trinity, in the immediate future and ongoing, as members of the 

larger Body of Christ. 

 

 RECOMMENDATION: Invite all in the Congregation to a “Re-Commitment” to Trinity and 

to the larger Body of Christ, with practices and celebrations calling us into the future of 

Trinity’s mission and vision to God’s work in the world. 

 

The meaning and importance of “membership” has changed over the years. While Trinity’s 

constitution describes the legal requirements for being a voting member, that definition does 

not capture individual engagement in the Trinity community. Trinity’s membership 

expectations need to be clarified and defined so people know what it means to be a member. 

 

 RECOMMENDATION: Strengthen, energize, and deepen the new and existing 

membership engagement, and the engagement of any individual participating in and 

with Trinity ministry. The engagement experience will be grounded in the talents and 

strengths of an individual, including how these contribute to the Body of Christ and 

service to God in the world through intentional experiences, practices, and affirmation of 

all members of God’s family.  

 

Continue identifying the strength and purpose of being a faith community of innovation, who 

supports a willingness to be a leader in ministry innovation, and engage in experimentation 

with ministry practices. 
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 RECOMMENDATION: Create and sustain a culture and community engaged in curiosity 

about what God is up to in God’s world and God’s people, and nurture ministry and 

leaders through innovative experiences. 

 

Communication and technology are priorities in the support and nurturing of people’s Christian 

faith formation. 

 

 RECOMMENDATION: Regularly evaluate areas of ministry such as Learning, Worship, 

Stewardship/Giving, Outreach/Mission, and general communication for ways to utilize 

clear, timely, current, and appropriate communication and technology resources and 

tools. 

 

A commitment to Christian Faith Formation for all ages has been and should continue to be a 

culture within the congregation.  

 

 RECOMMENDATION: Intentionally develop disciples of all ages to be followers of Jesus 

Christ, with a desired outcome of a maturing Christian faith for all, including utilizing 

findings of the Faith and Family 2020 Team. 

 

Trinity would benefit from a Strategic Planning Team whose purpose and responsibility is to 

continue the forward movement and ministry of God’s work into the future. 

 

 RECOMMENDATION: Develop a strategic planning team, composed of individuals who 

have a curiosity about what God is up to in the world, and how this translates to Trinity’s 

mission, vision, and work in the world. The strategic planning team should utilize the 

LEAD assessment tool results to begin forming a strategic plan for Trinity. 

 

Support and guidance for Trinity and Trinity’s leaders would help to ensure that Trinity 

continues to make progress in its future journey into the reformation of 21st century ministry. 

 

 RECOMMENDATION: Continue working with LEAD and a LEAD coach during this time of 

interim, transition, and 2-3 years into the new lead pastor’s call. Consider the strategic 

planning team with Council representation as the group to receive the coaching and 

share it with the rest of the Council and congregation. 

 

Trinity has made great strides by engaging the congregation through the listening sessions 

conducted during the transition. Trinity would benefit by continuing this practice in the future. 

 

 RECOMMENDATION: Create opportunities for listening and conversation with the 

congregation and the larger community.  
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ORGANIZATIONAL STRUCTURE  

The Organizational Structure Working Group of the Transition Team assessed the existing 

reporting and accountability structures, reviewed the results of the Holy Cow! Congregational 

Assessment Tool, and reviewed whether the existing committee and board governance 

structure meets Trinity’s needs.  The work group researched council sizes and organizational 

structures used by congregations comparable to Trinity.   

To that end, the committee carried out the following activities in order to address the request 

from Council. 

1.  Trinity’s constitution has not been updated in recent years and is missing updates from 

the Synod.  The council asked a small group of Trinity members to look at areas where 

the Synod has made changes in the Model Constitution for Congregations of the 

Evangelical Lutheran Church in America.  Those changes were added to Trinity’s 

constitution.  We are also fortunate to have on our team Tom Haugrud, a lawyer who 

has worked extensively on the legal status of nonprofits/churches and with constitution 

and bylaws for organizations.  Tom reviewed the constitution as well as the bylaws. The 

governance committee discussed several changes to make the documents consistent.  

(Attachments 7 and 8)   

2. The legal status of Trinity’s incorporation is also very out dated.  The committee 

reviewed this status and is making recommendations to council for changes to be 

considered.   (Attachment 9) 

3. During the review, the team learned there are a number of “small groups”, made up of 

mostly Trinity members, that may not be known to Trinity staff and pastors but that 

operate as a “Trinity authorized” entity.  The team recommends developing a policy 

with procedures to determine what constitutes a Trinity-authorized fundraising group 

study group or other activity group.   

4. The work group helped the full Transition Team to review the HolyCow! Survey results, 

facilitate listening sessions and dialogue conversations with members of the 

congregation, and administer the LEAD Assessment as methods of hearing about hopes 

and concerns from as many Trinity members as possible. 

5. Work group members met with and interviewed pastors serving congregations similar in 

size to Trinity, as recommended by Synod staff and council.  These pastors had 

experiences with healthy congregations that were interesting examples to consider for 

Trinity’s future model for leadership and governance.  The work group visited lead 

pastors from Zumbro Lutheran in Rochester, Augustana Church in Saint Paul, 

Normandale Lutheran in Edina, and the associate pastor from Westwood Lutheran in St. 



 

9 
 

Louis Park.  These conversations revealed: several consistent practices that created 

healthy communications systems; valuable input for lay leaders; and models for 

organizational structures that created a balance of power and accountability within 

those congregations, their staff and pastors. 

6. The work group looked at a variety of organizational charts used by churches similar in 

size to Trinity.  They met with Trinity’s parish administrator to learn more about how 

Trinity addressed supervision/lines of authority.   

7. The committee met with Council leadership to learn how our policies are implemented, 

how authority and governance is understood and what is working currently.   

8. The committee read materials from books and other short articles relating to church 

governance and possibilities for the future of our church and the ELCA as a whole.   

BACKGROUND DEFINITIONS 

In congregational life the term Governing refers to the right and responsibility of a leadership 

body such as the Council to exercise authority and fiduciary responsibilities for the 

congregation.  Congregational governance involves two significant leadership subsystems, the 

board/council and the staff team.  These bodies negotiate who takes the initiative in managing 

and leading the congregation.  The elements of how this is done is defined in part by the size of 

the church or how many regular worshipers there are each week.   

Taking just those two measurements, Trinity would fit the description of a Professional Church, 

with attendance between 400-800 people each week and a budget between $1-2 million.  The 

term Professional Church stems from the concept that most of its behaviors are driven by the 

need to professionalize operations.  For instance, in a Professional Church, Sunday school 

programs become too large to be run by lay leaders.  This does not mean there aren’t roles for 

lay leadership, but those roles change.   

The lead pastor of the professional congregation must move from a relational style of 

leadership to a managerial style.  The lead pastor then turns their focus to the council, staff 

team and key lay leaders.  Staff, including associate pastors, move from a generalist orientation 

to a specialist orientation, such as the pastor of care ministries or a staff person responsible for 

welcoming and engaging ministry.  A parish administrator may be added to staff to relieve the 

lead pastor from managing the church’s daily operations.  The Council takes a higher-level view 

of the church and spends more time on strategic leadership than day-to-day work.  (This 

information is taken from “Inside the Large Congregation” by Susan Beaumont) 

In this report, these terms have the following meanings. 

 Lay Leaders means anyone who participates in ministry. We are all leaders in some way. 

 Staff means paid employees of Trinity. They are also ministry leaders, but are not clergy. 



 

10 
 

 Clergy means a rostered leader, who could be an ordained pastor, associate in ministry, 

deacon or deaconess, or other ELCA recognized minister who has been called to serve 

Trinity. 

ORGANIZATIONAL STRUCTURE RECOMMENDATIONS 

Based on this framework for Trinity, the governance committee of the Transition Team asks the 

Congregational Council to consider the following recommendations.   

 RECOMMENDATION: The Council should continue to have seven members, including 

five to be elected by the congregation, a Treasurer who is appointed to the Council by 

the Council, and the lead pastor.  This governing Council would be responsible for 

fiduciary oversight, vision and strategy.  The Council will have a role in generative 

exploration as it explores the future of Trinity in our community. (Generative style 

leadership is one that incorporates existing knowledge with new ideas.  There is a 

willingness to try new things with an open mind.  The leader encourages creativity 

resulting in a new way of viewing old methods.)  

 RECOMMENDATION: Clergy or staff should be 

responsible for leading ministry areas and develop 

strong lay leadership to serve alongside them on 

ministry teams.  Existing teams—such as Stewardship, 

Mission and Finance--should continue. New ministry 

teams should form for areas that do not have them. 

Ministry teams should be organized under six 

organizational ministry areas (attachment 10). There 

will be more than one ministry team in most 

organizational areas to adequately lead those 

ministries.  

o Executive Ministry – Church Council and Lead 

Pastor 

 Pastoral Support 

 Strategic Planning and policy development 

 Monitoring and oversight 

o Worship Ministry Team  

o Lifelong Learning Ministry (adult, children, and youth education)  

o Resource Development Ministry 

 Human Resources Team 

 Stewardship Team 

 Finance Team 

 Facilities Team 

Six Organizational Areas  



 

11 
 

 

o Community & Global Outreach Ministry 

 Missions Board 

 Care ministries 

o Welcoming and Engaging Ministry 

 New member and visitor teams 

 Small groups 

 

These teams, led by clergy or staff, report directly to the lead pastor. They would be 

standing teams with an ongoing role.  Ad hoc teams can be created to carry out specific 

short-term reviews or projects as needed.  Teams should have seven or fewer members.   

These ministry teams cover the key themes we heard from the Holy Cow! Survey, 

listening sessions and dialogue conversations.  Attachment 11 provides more detail 

about the organizational circle chart.   

In preparation for the Ministry Site Profile, the Call Committee will need considerable 

information and data about Trinity and its membership. The Ministry Site Profile provides 

essential information for prospective lead pastor candidates to become acquainted with Trinity. 

The size of a congregation determines the skills needed in a lead pastor, the duties of staff and 

the role of lay leadership.  It appears the annual data for Trinity has not been compiled 

consistently or shared with the St Paul Synod each year. 

 RECOMMENDATION: With present staff or lay leaders, review and better understand 

who is on Trinity’s membership list so it is as current and accurate as possible.   

 RECOMMENDATION: The council should do an annual self-evaluation to evaluate 

individual and group performance as a Council.   

 RECOMMENDATION: The Council should review the performance of the lead pastor 

annually, including identifying opportunities for growth and development, as well as a 

review of compensation.    

 

LEAD PASTOR CORE COMPETENCY RECOMMENDATIONS 

Governance includes the lead pastor’s leadership and the ability and desire to develop a culture 

as described in this document.   Core competencies of a lead pastor for a church the size of 

Trinity include the following: 

1. Decision-Making Skills.  The pastor is able to make effective and timely decisions while 

balancing analysis and intuition, and understanding long-term and short-term 

implications. 
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2. Ego Strength:  The pastor can demonstrate strong and appropriate personal boundaries 

in relationships and can maintain a calm presence in the midst of difficulty.  The pastor 

does not depend upon outside affirmation and has a strong personal support system. 

3. Organizational Agility:  The pastor understands how congregations work and knows how 

to get things done through board, team and committee structures.  He or she 

understands the importance of supporting good policy and practice. 

4. Personal Resilience:  The pastor learns from adversity and failure and discerns when to 

change behaviors.  He or she can deal with ambiguity and copes well with change. The 

pastor demonstrates a strong spiritual centeredness. 

5. Preaching and worship leadership skills:  The pastor is a consistently effective preacher 

and worship leader.  He or she inspires from the pulpit and communicates a clear and 

consistent message.  The pastor can project the identity and character of the 

congregation through presence as a worship leader.  Worship is a critical place for a lead 

pastor to be seen as providing leadership and establishing culture, so the role in 

planning worship will be strong. 

6. Additional skills such as a strong public presence, strategic leadership skills, supervision 

skills and team orientation are also valuable skills and strengths for a lead pastor in a 

large professional congregation. 

7. The lead pastor will be a person with deep Christian faith and a well-formed 

differentiated faith that makes room for others’ perspectives.  The new pastor will walk 

respectfully with Trinity members as they explore their collective and individual faith 

and beliefs.  The pastor will demonstrate authentic kindness, acceptance of people and 

an ability to hear what members have to say regardless of differences.  The pastor will 

understand that these conversations on differences are not personal.  The pastor will be 

Christ-centered and support Lutheran Theology as proclaimed by the ELCA.   

8. The lead pastor will have the ability to communicate clearly and transparently. This will 

include opportunities for listening sessions, coffee with the pastor or other 

informational meetings such as those prior to an annual meeting called to discuss 

specific topics.  This will be a time to over communicate and be very intentional about 

sharing information and getting input from members and staff.   

9. The lead pastor and council will be authentically grace filled and will encourage 

imagination and the ability to dream of more for Trinity and the communities we serve.          
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STAFFING AND LEADERSHIP 

STAFFING RECOMMENDATIONS 

The following recommendations define the staffing and leadership needed to support the 
recommendations for Trinity’s mission, vision and organizational structure.   

 RECOMMENDATION: The Team recommends that staff be organized around the six 
organizational ministry teams: 

 Executive Ministry 

 Lifelong Learning Ministry 

 Worship Ministry 

 Welcome and Engaging Ministry 

 Community and Global Outreach Ministry 

 Resource Development Ministry 

 The EXECUTIVE MINISTRY team shall be composed of the Church Council and lead 
Pastor. In this ministry team, the Parish Administrator would be a resource for the 
ministry team in an advisory role. The Executive Ministry Team’s responsibility would 
be for the maintenance of the constitution, mission, vision, establishing the annual 
budget, and setting the policies and procedures for Trinity Lutheran Church.  

 LIFELONG LEARNING MINISTRY is designed to be responsible for all of the learning 
activities for all age levels of the Congregation. The overall coordination for Lifelong 
Learning Ministry is recommended to be led by one staff director and will be 
responsible to a member of the clergy.  This would entail an expansion of the 
responsibilities for the current staff position overseeing this ministry. Additional other 
staff will likely be required. 

 The WORSHIP MINISTRY should form a ministry team that includes at least 2 lay 
leaders.  Currently, no lay leaders are involved with the Worship Ministry Team.   

 The WELCOME AND ENGAGING MINISTRY would be a combination of those areas of 
responsibility currently under the Pastor of Care and Interim Pastoral Associate. 
Combined, these ministries would require a full time clergy to oversee the groups 
under Welcome and Engaging Ministry, and an expansion of the role of Care 
Coordinator.  

We recognize that there is currently, and has been historically, a great deal of lay leader 
involvement and leadership at Trinity. It is recommended that the Welcoming and 
Engaging Ministry Team be equipped to engage, develop, empower, and oversee the 
work of the lay leaders in the congregation. This Ministry Team would require more lay 
leadership. The pastor who oversees Welcoming and Engaging Ministry will regularly 



 

14 
 

connect with the lay leaders of Trinity’s committees and groups, and coordinate and 
provide leadership development.  

 The COMMUNITY AND GLOBAL OUTREACH MINISTRY is a strength of Trinity. It is vital to 
its identity in the community, and to Trinity’s mission and vision. We recommend this 
Ministry continue to be led by the Missions Board. Members of the Board are familiar 
with the Mission’s initiatives and needs, and have a historical perspective. This gives 
them a certain authority for outreach within the congregation, community, region and 
world. 

 The RESOURCE DEVELOPMENT MINISTRY, led by the Parish Administrator, shall be 
responsible for the operation of the Church in the areas of finance, human resources, 
facilities, and operations.  

 RECOMMENDATION: The Work Group recommends that each of the committees and 
groups on the organizational chart will maintain a regular connection with the clergy 
member who is responsible for the group.  The Work Group recommends that each 
clergy member report regularly to the Lead Pastor and Council on the activities of the 
ministry areas for which they are responsible.  

OTHER STAFFING RECOMMENDATIONS 

 RECOMMENDATION: The Parish Administrator is responsible for clearly articulated job 
descriptions for all current staff positions. Job descriptions should be listed on the 
organizational chart and be the basis for hiring, goal setting, and annual performance 
review. Annual performance reviews shall include a self-evaluation.  

 RECOMMENDATION: A current organizational chart should be included in the Annual 
Report to the Congregation. A current organizational chart sample is in Attachment 12. 

 RECOMMENDATION: Members of the staff and congregation have noted the need for 
reception services in the church office and more custodial staffing to support the 
operation of the church. The Team recommends exploring options to address 
immediate and ongoing needs in these areas.  

 RECOMMENDATION: The Work Group recommends the establishment of a Human 
Resources (HR) Advisory. The Advisory would assist in the overall design of these 
leadership components. The Advisory will be made up of persons knowledgeable in the 
areas of contemporary human resources practices such as constructing policy manuals, 
job descriptions, evaluation formats, and legal and contractual matters of 
organizational management. This Advisory would also provide expertise in human 
resources procedures such as goal setting, evaluations, and 
development.  Congregation members who are professionals in HR practices should be 
sought to serve on this Advisory.  
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PASTORAL TITLE  

A review of some literature regarding the title of the pastor who is charged to lead “large 
churches” reveals there are many and various titles currently in use. Thom S. Rainer listed 
thirteen titles currently in use to describe the leader of a church. Three commonly used titles 
are "Senior Pastor," "Executive Pastor," and "Lead Pastor." There are many articles and 
opinions about how the call to lead a church is related to the title of the church leader, and 
many writers note the more commonly used and more historic title of senior pastor is giving 
way to other titles. Many younger, contemporary church leaders favor the title of Lead Pastor 
as they report it reflects the kind of team approach to an empowered clergy and lay leadership. 
A common definition for Lead Pastor is one who looks after the spiritual needs of a church: 
teaching, preaching, and counseling. A common definition of Senior Pastor refers to the eldest 
member of a hierarchy within a clergy team.  

 RECOMMENDATION: Given the history of teams at Trinity and the current 
recommendation for organization around Ministry Teams, we recommend the term 
Lead Pastor be used. 
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ATTACHMENTS 

1. Transition Team Charter 

2. Holy Cow! Survey Results Summary 

3. Heart2Heart Wordle 

4. Dialogue Theme Ranking Exercise 

5. LEAD Assessment Report 

6. Links to Mission and Vision Resources 

7. Amended and Restated Constitution  

8. Amended and Restated Bylaws  

9. Summary of Entity Structure 

10. Ministry Area Diagram 

11. Organizational Ministry Areas  

12. Current Organizational Chart 


