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Preamble

Jesus taught that love for one another testifies to all people that we are his disciples. It is therefore not surprising that Satan, as part of his agenda to rob God of glory, will do what he can to promote division within the church. We recognize that our struggle is not against flesh and blood, but against the powers of this dark world and against the spiritual forces of evil in the heavenly realms (Eph. 6:12) and that we must battle spiritual forces with spiritual weapons (2 Cor. 10:4-5). Awareness of the spiritual nature of conflict, however, does not justify passivity on the part of leadership. Leaders must accept responsibility for, and seek to resolve, conflicts. They must also seek to establish proactive measures to prevent conflict from becoming destructive and establish structures that will assist in managing conflict in a redemptive manner.

The greatest resource of The Christian and Missionary Alliance in Canada is our leadership – both lay and pastoral. Essential to the effectiveness of our congregations and missionary program is healthy leadership. Every effort must be expended to protect and promote the spiritual, emotional and physical health of our pastoral and lay leadership.

Conflicts arise for many reasons and take various forms. This policy attempts to summarize biblical teaching on conflict resolution and provide a step by step process for church leaders to follow. It is a personnel policy for managing conflict among members of a pastoral staff in a local church setting and for managing conflict between a pastor and the Elders Board. Those who find themselves in conflict situations, where this policy applies, should be aware of the biblical teaching on conflict resolution.

Foundational Principles

1. Jesus Christ, through the work of the cross is the basis of all reconciliation (2 Cor. 5:18). His desire is that we first be reconciled to him and then that we be reconciled to one another.

2. The issue is not whether or not there will be conflict but whether or not conflict will be managed in a biblical manner.

3. Avoidance of conflict is rarely productive. The likelihood of destructive conflict decreases when conflict is identified and addressed early.

4. Conflict may be valuable. It can be a vehicle for developing maturity in individuals and congregations. It can deepen and improve relations between people.

5. The fruit of the Spirit should under gird all approaches to conflict management.

6. The kingdom agenda transcends our individual and congregational agendas. Every effort must be made to manage conflict in a manner that promotes the Kingdom of God, protects the welfare of the church and preserves the reputation of Christ in a given community.

7. Management of conflict in a biblical manner is an important expression of our denomination's commitment to sanctification.

8. Clear delineation of expectations as well as outlining a process for ongoing communication, and periodic evaluation should be an integral part of pastor/elder/congregation relationship.

9. Conflict management must allow the full participation of all affected parties and be done in a manner that respects and protects the dignity and reputation of all affected parties.

10. Unresolved conflict in a congregation has a potential for future conflict. In such cases pastors may need to be given special consideration, support and protection so that they can help restore stability and promote healing.



When the Board of Elders has serious concern about their Senior Pastor or his ministry

1. The areas of concern shall be communicated to their pastor, both verbally and in writing with a copy sent to the District Superintendent. He shall become involved in the evaluation or mediation process as he deems necessary.

2. Steps shall be designed by both the pastor and the Board of Elders to remedy the areas of concern.

3. Where the concerns relate to a lack of competence in a specific area of ministry, consideration should be given to providing professional development opportunities to assist the pastor in skill development.

4. A reasonable period of time shall be mutually agreed upon for the pastor to overcome areas of concern.

5. If, following the remedial process, it is determined that the pastor 's current ministry should be terminated, the District Superintendent (or his designate) will meet with the Board of Elders and the pastor to see if there is any possibility of him continuing in his present work for a specified period of time while seeking another ministry.

6. Consideration shall be given to the impact of decisions on the family of the pastor.

7. When a pastor feels he has not been justly treated, he may appeal to the District Executive Committee. 

Closure of Ministry
The District Superintendent shall work together with the pastor and the Board of Elders to ensure that closure of the pastor 's ministry is as healthy as possible.

1. If continuation in the present ministry is not possible, the church shall provide financial compensation according to provincial government regulations, as a minimum, to assist the staff person in the transition period.

2. In order to facilitate restoration and healing, the District Superintendent shall ensure that pastoral care and counsel are provided for the pastor and his family.

3. Providing that the pastor is qualified to continue in ministry, the District Superintendent shall make the pastor 's résumé available to prospective churches.

4. The local church and the district may assist with relocation costs as appropriate. 

Where there are serious concerns about a pastoral staff person or his/her ministry
1. Where the Senior Pastor has serious concerns about a pastoral staff person or his/her ministry he shall communicate the areas of concerns to the pastoral staff person, both verbally and in writing.

2. Where a member of the Board of Elders has serious concerns about a pastoral staff person or his/her ministry, these shall be expressed to the Senior Pastor who shall inform the pastoral staff person.

3. Steps shall be designed by both the Senior Pastor and the pastoral staff person to remedy the area(s) of concern.

4. Where the concerns relate to a lack of competence in a specific area of ministry, consideration should be given to providing professional development opportunities to assist the pastoral staff person in skill development.

5. A reasonable period of time shall be mutually agreed upon for the pastoral staff person to overcome areas of concern.

6. If following that evaluation it is established that the staff person's ministry should be terminated, the District Superintendent (or his designate) will meet with the Senior Pastor and that person to see if there is any possibility of him/her continuing in his/her present work until another opportunity for ministry becomes available.
7. Consideration shall be given to the impact of decisions on the family of the staff person.

8. When a staff member feels he/she has not been justly treated, he/she may appeal to the District Executive Committee.

Closure of Ministry
The District Superintendent shall work together with the pastor and the pastoral staff person to ensure that the closure of this phase of ministry is as healthy as possible.

1. If continuing in the present ministry is not possible, the church shall provide financial compensation according to provincial government regulations, as a minimum, to assist the staff person in the transition period.

2. When new opportunities for ministry are not available, the staff person, based on the provisions in the loyalty pledge, will endeavour to relocate outside the community served by the church. There are situations where this may not be necessary, but the final decision lies with the Senior Pastor. In situations where the local pastor determines that the presence of this person is a liability to the church, and if for financial reasons he/she cannot move, the local church and the district may assist with relocation costs as appropriate.

3. Providing that the pastoral staff person is qualified to continue in ministry, the District Superintendent will make his/her résumé available to prospective churches.

When a pastoral staff member has serious concerns about a Senior Pastor or his ministry

1. He/she shall first express these concerns to the Senior Pastor.

2. If the concerns are unresolved, he/she should speak to the District Superintendent or other district personnel who will advise and intervene as appropriate.

When a Senior Pastor has serious concerns about the Board of Elders or their ministry

1. The pastor shall approach the Board of Elders in an attempt to discover the reasons for the conflict and to design steps to bring resolution.

2. If the matter cannot be resolved and the conflict is such that the ministry of the pastor and/or the local church is hampered, the District Superintendent shall be informed and he will take appropriate action.

Amendments
This policy may be amended by a majority vote of the Board of Directors.

Adopted – Board of Directors, November 1999
Last Amended – General Assembly 2004 (amending formula)
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