experience stress responses and need resources for support. A multitude of people and groups
(i.e., family, friends, therapists, mentors, congregations, denominations, and other networks)
have been identified as support systems for clergy. In many instances, these individuals and
collective bodies have been instrumental in helping clergy to maintain their health and well-
being. In addition, several establishments in the Philadelphia area have provided opportunities
for clergy to gather in peer settings to share with each other, with the intent of supporting each
other through ministry demands. However, the results have been short-lived.

Stress is complex in nature, and therefore, it demands a systems-informed approach to
address how to understand the problem of clergy stress and how it might be solved. A
methodology to solve this challenge, Interactive Planning and Idealized Design, will be the

approach applied because it is accomplished through the support of internal and external

stakeholders. If clergy can engage in interventions that specifically meet their needs, perhaps our

communities, societies, and our world may be better for it.
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CHAPTER 3
METHODOLOGY

Analytic/Research vs Systems/Design Approach

The prevailing approach to create new academic and practice educational programs is to
adopt the science/evidence mindset, and then apply analytic thinking and decision making.
Pfeffer and Sutton (2006) for example, argued that if evidence-based research was more
frequently used, organizational leaders could practice more effectively. However, the context in
everyday organizations is often, volatile, uncertain, complex and ambiguous even to experienced
leaders, and wanting evidence-based practices does not mean that research has identified how
they function in these differing situations in which leadership must operate. As noted by Stetler,
Ritchie, Rycroft-Malone and Charns (2014), “Making evidence-based practice (EBP) a reality
throughout an organization is a challenging goal (because) little is known about the exact role
and function of various levels of leadership in the successful institutionalization of EBP within
an organization” (p. 219).

The analytic approach is consistent with Snowden and Boone’s (2007) decision making
framework for a problem that is reasonably well-structured, complicated, within the domain of
expertise, and can be solved by best practices. However, this approach is threatened by the
representativeness heuristic, a cognitive error described by Kahneman and Tversky (1972).
Relying on a simple rule such as “it is appropriate to select certain workshop topics because they
are offered in similar programs” or “it is acceptable to select topics because some Clergy believe
they are trending” may be biased. Basing choices on perceived similarity or from survey beliefs
are easy ways to decide when confronted by a complicated problem, but this method does not
assure they are accurate and may be recognized as a deviation from rationality in judgment.

The complementary approach is to select content by applying design methodologies and
tools. While a new program content (or products or services) can be designed without systems
thinking, when a systems framework is integrated, outcomes are improved (Pourdehnad, Wexler
& Wilson, 2011). The selection of content based on applying a systems/design approach is not
based on what is available in similar programs or determined by surveying experts or identifying
learning outcomes and objectives that should be met. Instead, the approach is to use a design

methodology that has rigor and decision rules.
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One example of this methodology is interactive planning and idealized design, a process
that emerged at Bell Laboratories approximately 70 years ago and has been applied globally for
complex systems problems (for a summary see Ackoff, Magidson & Addison, 2006). This
methodology has been applied within many academic programs including to create the 20
leadership courses for the programs of Strategic Leadership and of Complex Systems Leadership
at Thomas Jefferson University. The idealized design process engages the stakeholders which for
leadership content includes students, faculty, and employers. This results in content designed by
the stakeholders; those who are most directly involved in learning and applying leadership. Starr
(2015: para. 5) describes part of the process,

More than 100 people participated: academic leaders (e.g., deans of schools, directors,

chairs of departments and programs, faculty members from the university and from other

universities); leaders and members of administrative functions (e.g., registrar, finance,
library, development, and other roles from several universities); alumni of graduate
degree programs; current graduate students (Master and Doctoral) from several
universities; leaders and thought leaders from professional organizations and leadership
societies; executive level leaders from corporate in-house universities and training
departments; government and nonprofit training leaders; senior HR administrators; and
representatives from organizations where there was no support for graduate education.
In workshops and meetings, participants were challenged to generate
characteristics of an ideal leadership program that “you would personally want to teach

in; you would want to administer via your professional work; you would want to be a

doctoral student in; you would recommend colleagues apply to; your organization would

support if colleagues were admitted as doctoral students, faculty or mentors; you would
want to join for professional and community support; your organization would want to
partner with for consulting and research projects; and you would want to be
acknowledged as a co-designer.” These were not specifications for the future or for
others; rather, these were what the stakeholders and users wanted right now and for
themselves. The only limitations were that elements must be technological feasible and
that the program must be capable of thriving in the existing environment, as well as be

sustainable in the future as the environment may change.
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As a guide, the following topics were available: Vision and mission; Admission

(student demographics, requirements, pathways); Staffing (faculty demographics,

requirements, pathways); Channels and learning environments (locations, travel, virtual);

Brand (“type” of degree, “kind” of program, PR/marketing); Size/time (students/faculty,

timelines, FT/PT, weekend); Curriculum/courses (content objectives, topics, obligations,

opportunities); Learning experiences (to develop capacities, competencies, connections or
integrations); Deliverables (academic and practice); Finances/tuition (including support
mechanisms); and Relationships (university and workplaces).

Identifying a means of better serving the larger community within which clergy
experience stress is a system problem. To address this kind of challenge, | propose to use
Interactive Planning Methodology, a systems and design methodology to discover a means of
effectively dealing with clergy stress. In this systems-design approach, knowledge will be
developed by stakeholders, i.e., clergy as well as others beyond the clergy circle who influence
and are influenced by the complexities of clergy life and by the stress responses of clergy. These
participants will be invited to participate as co-designers of an ideal educational experience to
help clergy to better navigate their stressful experiences. Specifically, this project will address
two research questions:

1) What information, behaviors, skills and reflections or understanding can help clergy
to manage effectively the compassionate stress which emerges as a result of
professional and personal obligations?

This question seeks to identify the elements, characteristics and properties that would
enable clergy to competently and effectively cope with stress in their professional and personal
responsibilities.

2) What is the ideal design for an education program that can support learning by clergy
such that compassionate distress would be prevented, reduced or navigated
effectively?

This question formulates the elements and properties identified in question one into a
formal and/or informal education program. The outcome of question two would be a prototypical
design for a management of compassionate distress program.

Approximately 13 years ago, Eriksson (2007) noted that more than 300 Interactive
Planning applications had been mentioned in the literature (e.g. Ackoff, 1981; Jackson, 2000).
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Since then, many more have been reported (Jackson, 2019). Interactive Planning (IP) is a
procedure that prescribes how to develop a new organizational social system based on the
premise that the current system is dysfunctional and subject to failure. Thus, the premise for the
current project is that the current education and experiences available to clergy do not adequately
function to help them cope with the stressors of their obligations, and without a systems-change
clergy will continue to fail in their efforts to cope. A system redesign should be conducted the
results of which should replace what now exists. Ackoff (1981) who created the IP process
described it as follows:

The objective of interactive planning is an effective pursuit of an idealized state.

The state is formulated as a design of that system with which the current system’s

stakeholders would replace it if they were free to do so. Such a system should be

technologically feasible and operationally viable, and it should provide the system

with an ability to learn and adapt quickly and effectively (p. 246).
Steps and Processes of Interactive Planning

The methodology that is proposed for this work is Interactive Planning (IP). According to

Ackoff (1999) objectivity is foundational. He maintains, “objectivity makes only value-full
judgments; it can be approached only by groups and individuals with diverse values, and not by
an individual investigator or decision-maker” (pp. 311-312). Therefore, stakeholders are vital to
a decision-making process in a social system. To further expound on Ackoff’s concept of
objectivity, he argues that both planning and design should depend on wide participation and
involvement, the basis of a clients’ desire for improvement, and stakeholders should plan for
themselves. He also reiterates that organizations should be viewed as social systems serving
themselves, their parts, and the wider systems of which they are a part (Jackson, 2003). Ackoff
puts forward that in interactive planning, interactivist planners, unlike reactivists who want to
hold onto the past, are those who seek to design a desirable future, invent ways of realizing it,
and also embrace the future being affected now. The process steps of interactive planning are

presented in Figure 3.1.
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Process

Figure 3.1 Process Steps of Interactive Design
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The preparation work is the design for carrying out the process including identification
of the resources and determining who the stakeholders should be. The stakeholders will be drawn
from multiple organizations and will have a strong interest in the wellbeing of clergy. To ensure
diversity and to enable collection of a broad and creative set of ideas, with varying experiences,
backgrounds, ages, genders, and expertise will be invited to participate. These include seminary
faculty and students, pastors who have been in ministry ranging from 3 to over 25 years, board
members and managers, local and distant young and senior congregants, secondary and higher
education faculty and colleagues, spouses and children of pastors, church administrators, and
city, state, health, legal and religious professionals.

The design specifications are the properties collected via a brainstorming process
facilitated by a process consultant among the stakeholders. These elements are aspirations
desired for an ideal system which in this project is an ideal educational experience to navigate
clergy stress. The idealized design is the process of creating and identifying the characteristics
of the educational system including the vision, functions, processes, and structures and
governance that will enable the desired outcomes to emerge and will avoid or eliminate the
current situation, i.e., clergy stress. The remaining three process steps, focus groups, pilot study,
and roll-out are not part of this dissertation. A schematic of interactive planning is presented in

Figure 3.2.
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Interactive Strategic Planning

Preparation & Orientation

—_— . . Situation Awareness/
Situation Awareness Interactive Design Current Reality Report

StrategicPlan:
Vision and Mission
Objectives and Goals

Gap Analysis Continual Strategies
Evaluation Costs
Implementation and
Responsibilities
. . Funding Sources
Means Resource Design of Design of
Planning Planning Implementation Controls

Pilot Study / Proof of Concept: A learning experience for the whole
organization to see how the design can be adopted and approved/to
determine feasibility (viability) of the design

Implementation / Roll out: The unveiling of the new design / Scalability —
the ability to function in different contexts and be readily adjusted to do so

Figure 3.2. Interactive Planning Schematic

The preparation and orientation refer to the logistics and the communication process
provided to the stakeholders who participate. The details are provided below. The situation
awareness refers to the understanding of the current state of clergy stress. This was gathered and
presented in Chapter 2 Literature Review which may also be referred to as the current reality
report. The interactive design and strategic plan refer to the design to address clergy stress that

emerges from the processes described in Figure 3. A summary is presented in Table 3.1.
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Table 3.1 Summary of Steps of Interactive Planning and Idealized Design

FUNCTION

PURPOSE

RESOURCES

NOTES

A.1.Preparation

Formation of Project
Team (Researcher,
Facilitator, Scribes &
Program Chair);
confirm meeting dates

Researcher & Facilitator

Voluntary assignments

A.2.Pre-Meeting
Communications

Email Meeting Schedule
& Overview of
Interactive Planning to
stakeholders as
background information

Drafted by Researcher
and Facilitator; emailed
to Stakeholders by
Researcher

Maintain attendance
commitment list (some
stakeholders might not
be able to commit to
assigned date)

B.1.Orientation to
Design Activities

Introduce Systems and
Design Thinking and
Planning Methodology
to stakeholders/Ackoff
Video

Facilitator & Program
Chair

Facilitated workshop

B.2.Design
Specifications
Vision/Mission, and
Specifications

Brainstorming and
generation of ideas

Facilitator &
Stakeholders

Stakeholders decide the
vision/mission and
properties for ideal
Clergy Management of
Compassionate Distress
Program in a facilitated
workshop

Assignment to Groups

Upon acceptance to participate, stakeholders will be assigned to one of five groups which

will meet online via Zoom. Assignment to a group will be based on the following criteria and

will create no more than 10 people per group.

Steps of Idealized Design

1. Participants and facilitators will each provide a brief introduction.

2. An overview of Idealized Design and Interactive Planning, and the objectives of the

project will be presented.

3. All participants will watch a video (35 minutes) about the history, process, and value of

idealized design. The video is presented by Dr. Russell L. Ackoff who created the

methodology based on his experiences at Bell Laboratories in the 1950s. The participants

will review the agenda which indicates that discussions will cover five topic areas:

purpose/mission, function, process, governing structure and, resource opportunities.
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4. A scribe may be identified for the purpose of writing/typing the ideas generated by
the participants so they can be seen and read on the Zoom screen as they are collected.
5. Upon completion of the discussions, the participants will be thanked, and the session

will end.

Stakeholder Characteristics

According to 1ISO 26000 the international standard providing guidance on social
responsibility defines a stakeholder as an "individual or group that has an interest in any decision
or activity of an organization” (ASQ, 2020). For this project, fifty individual stakeholders will be
invited to participate in a set of workshops, the purpose of which will be to design an ideal
experience in which clergy will be more effectively able to cope with the stressors of ministry.

The rationale for the use of stakeholders is to enable the participants to bring their values
ideas and interest together to design the desired future that will help clergy more effectively cope
with the stressors of ministry. Stakeholders actively participate in the planning process, promote
objectivity, and realize the role they can take in the organization (Ackoff, 1981, 1999b). A
stakeholder approach to design means involvement consists of a great number of persons vested
in the system (Pourdehnad & Hebb, 2002) who plan for themselves rather than rely on what
others plan for them. This process generates more effective, impactful, and sustainable outcomes.

Stakeholders will be drawn from multiple organizations and will have a strong interest in
the wellbeing of clergy. To ensure diversity and to enable collection of a broad and creative set
of ideas, with varying experiences, backgrounds, ages, genders, and expertise will be invited to
participate. These include seminary faculty and students, pastors who have been in ministry
ranging from 3 to over 25 years, board members and managers, local and distant young and
senior congregants, secondary and higher education faculty and colleagues, spouses and children
of pastors, church administrators, and health, legal and religious professionals.

These individuals will be selected based upon their diverse values. With the support of a
skilled facilitator grounded in the context of the project, equipped to challenge conventional
ways of thinking, and amenable to innovative approaches, the facilitator will help the
participants to engage in uninhibited communications, conjunctive collaboration and
understanding of creating the project. In this way, systems thinking will empower the

stakeholders to develop various strategies that will help clergy enhance their ability to quickly
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recover from stress. This methodology will generate new practices, which will help clergy to
effectively carry out their professional responsibilities.
Facilitator Characteristics

The characteristics and proficiencies required for effective facilitation of idealize design
and interactive planning programs have been described by Davidz and Rhodes (2005) and by
Tull (2020). Individual characteristics for systems thinking facilitators described by Tull (2020)
are presented in Figure 3.3 and include tolerance for ambiguity, analytical ability, ability to
navigate complexity, asking the right questions, possessing strong communication and
interpersonal skills, openness and curiosity. To put systems thinking into action, the facilitator
must have the capacity to endure with uncertainty, considering systems are unpredictable, can
change over time, and may appear to be disorderly. In addition, possessing analytical ability to
define problems, mess formulations, as well as gathering data is also a necessary trait.
Moreover, navigating complexity and being able to ask the right questions, are yet additional
qualities facilitators should have to negotiate and execute decisions to support an innovation.
Still further, strong communications and interpersonal skills are necessary when working with
others, to gather facts that have been provided as well as understand the system. Finally,
facilitators should carry the traits of openness and curiosity. These characteristics push them to
become more proficient in the development of systems thinking. For the proposed workshops,
the co-facilitators will be Dr. Pamela Tull and Dr. Jason Magidson supported by this author as
secondary facilitator.
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Figure 3.3 Process Consultant Proficiency

Tull (2020) adds that facilitators of idealized designs must have a coaching mindset
because this allows the facilitator to engage and support stakeholders in the design activities with
curiosity, and a restraint from imposing one’s own bias and opinions during the creative process.
Data Collection
Inviting, Recruiting and Video recording Stakeholders

An emailed invitation to participate in a workshop that is intended to support the
development, education and practice of clergy (Appendix A) was sent to the stakeholders. As
this project is being conducted during the COVID-19 distancing controls imposed by the
Governor of Pennsylvania, meetings were conducted entirely via technology-mediated channels;
there was no face-to-face (f2f) interactions among participants. The invitations to stakeholders
were sent approximately 6 weeks before scheduled meetings. In addition, all stakeholders were
sent a video recording release form (Appendix B) the purpose of which was to enable review of

the content after each session.

Technology and Support

Approximately 24 — 48 hours before the assigned day and time for the meeting, all
stakeholders who agree to participate will be sent a web link that will enable each to participate
in an online meeting using the technology platform established by Zoom Video

Communications, Inc. (Zoom). Zoom is a communications technology company that

54



provides video, telephone, and online chat services through a cloud-based peer-to-peer software
platform and can be used for teleconferencing, telecommuting, distance education, and social
relations (Lorenz, Griffith & Isaac, 2020).

As a technology support channel, Zoom enables each stakeholder and the facilitators to
be seen by everyone in real time and to speak as intended during the process activities of the
meeting. As Zoom also has the capability to video-record the session and as all participants will
have agreed in advance to be recorded, there will be an opportunity for transcription of all
conversations, review of all written comments and activities shared during the sessions, and a
video record of non-verbal responses during the sessions. Technology support during the Zoom
interactions will be provided by the researcher and Dr. Darshi Mody.

The researcher is also proposing to use Survey Monkey as the chosen tool for surveys
during this project. Survey Monkey is an inexpensive and valuable online survey software that is
used to develop and distribute online surveys easily, quickly, professionally and, affordably. Out
of the survey population, the researcher anticipates 35% of the stakeholders (50) will respond to
survey questions. A second tool proposed for this project is a recorder. In each group, a recorder
will write notes taken from the group discussions, first-hand group observations, along with
findings or answers. The data gathered, suggestions, feedback, criticism, and opinions from the
stakeholders will help to design an intervention for clergy. Nvivo, the proposed data analysis
software, will be used to examine relationships, patterns, trends, differences between groups, and
correlations that are in the responses, both quantitatively and quantitatively.

Limitations

Nvivo is a reliable data collection instrument. However, limitations on the data could
arise internally due to the size of the subject population. Although fifty stakeholders are
proposed to participate in the study, the researcher estimates approximately 35% of the group
will respond. A larger population would minimize biases. Likewise, limitations could occur
externally with the effect of the research environment, ZOOM. There is the probability that
technological problems could arise, such as stakeholders having internet challenges, or ZOOM
experiencing high-volume and unable to facilitate the scheduled meetings. Also, another
limitation to consider is availability of time, as it relates to the personal schedules of the

stakeholders.
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The researchers’ bias of how the clergy intervention should be designed considering,
she too is clergy, and possesses a high skill-set in creating programs could be a limitation. She
will intentionally be in-tune with her behavior and non-verbal communications, as well as be
accountable to one person in each group to manage this possible constraint.

Ethical Consideration

There are no ethical issues impacting the researcher. The information gathered from the
surveys and videoed from ZOOM will be kept secure by password protection and data encryption.
The IRB (Institutional Review Board) process is located at Thomas Jefferson University, and is proposed
for this project, as the University is committed to protecting the welfare and rights of human subjects.
Institutional Review Board (IRB)

The complete Interactive Planning/ldealized Design methodology and all written
questions completed by participants were approved by the Thomas Jefferson University IRB on
April 15, 2021.

Summary

Ackoff (1981), noted,

A good deal of the corporate planning | have observed is like a ritual rain dance;

it has no effect on the weather that follows, but those who engage in it think it does.

Moreover, it seems to me that much of the advice and instruction related to corporate

planning is directed at improving the dancing, not the weather (p. ix).

To modify the researcher’s assumption about how to manage and cope with clergy
stressors (improving the person and not the system), the methodology of idealized design will be
used with interactive planning in this proposed project. Inviting stakeholders to participate in
developing an experience or education program to help clergy effectively manage the stressors of
ministry, through an ideal organized intervention program, could indeed change not only the
researcher’s view on this matter, but could also have the probability of making a significant
change in how clergy manage and cope with compassion fatigue and distress responses.
Engaging in interactive planning will afford the stakeholders opportunities to give voice to their
values and ideas, promote creativity, and, reveal constraints as they share power in the proposed
work. The opportunity to make clergy more aware of stressors and to offer them resources that
have yet to be considered, has the potential for clergy to channel negative experiences into

something more positive, thereby, reducing the stress in their professional and personal lives.
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CHAPTER 4
RESULTS

Selection and Participation of Stakeholders

An invitation to attend the design workshop was emailed on May 4, 2021 to 50 people
previously identified (Chapter 3) as stakeholders of this project. Of these, 11 were selected based
on events the researcher VA attended in past and in virtual settings. Thirty-nine people were
identified by leadership at Missio Seminary, PULPIT (Program for Urban Leaders and Pastors in
Transition), representatives of the Philadelphia Baptist Association, and by other stakeholders.
Pre-Workshop Written Survey

An 8-item pre-workshop survey (Appendix A) was constructed and emailed to the 50-
member stakeholder group from which 48 responses (96%) were received. The survey contained
two sections: The demographic items (Questions 1-4) were four forced-choice and open-ended
questions regarding participants’ age, gender, ethnicity, and occupation. The relationships and
perceptions section (Questions 5-8) concerned urban pastors and stress. These items used an
interval scale response format ranging from 0 = not at all, 1 = very low to 7 = very high. Each
item was followed by a request for an explanation of “why” in an open-ended response format.
Demographics

Responses to the four demographic questions are presented below. All items received
responses from 48 people.

Q 1. What is your age?

Participants selected from among six adult age groupings that ranged from 18-24 years to
65+ years. Results (Table 4.1) showed that participants were skewed toward higher ages which
produced a mean age of 53.7 years. Fourteen participants were 65+ years or older, 18 were 55-
64 years, 9 were 45-54 years and 5 were aged 35-44 years. Only 2 participants were 34 years or

younger.
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Table 4.1 Q 1: What is your age?

AGE RANGE RESPONSES %
18-24 years 1 2.08%
25-34 years 1 2.08%
35-44 years 5 10.42%
45-54 years 9 18.75%
55-64 years 18 37.50%

65+ years 14 29.17%

Q 2. What is your gender identity?

Gender identity response categories were Male, Female, Other, and Prefer Not to Say.
The results (Figure 4.1) indicated that of the 48 respondents, 29 people (60.42%) self-identified
as female and 19 people (39.58%) self-identified as male.

Gender Identity

H Male

Female

60.42%

Figure 4.1 Q 2: What is your gender Identity?

Q 3. What is your ethnic identity?

Ethnic identify was offered in 7 categories: White or Caucasian, Black or African
American, Hispanic or Latino, Asian or Asian American, American Indian or Alaska Native, and
Native Hawaiian or Pacific Islander. (Figure 4.2) indicated 1 response for White or Caucasian, 1

response for Asian or Asian American, and 46 responses (95.83%) for Black or African. Ethnic
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identities not represented among the survey participants included Hispanic or Latino, American

Indian or Alaska Native, and Native Hawaii or Pacific Islander.

ETHNIC IDENTITY

95.83%

2.08%

X
o0
Q
o
— —

CAUCASIAN ASIAN-AMERICAN AFRICAN-
AMERICAN

Figure 4.2. Q 3: What is your ethnic identity?

Q 4. What is your occupation?

This question was presented in open-ended response format which produced responses in
10 industry categories (an 11" group of 5 responses were vague so they were listed as “other™)
presented in Table 4.2. In addition to clergy (n=7), educational (n=7) and medical and social
healthcare (n=10) occupations, the participants reported they worked in financial services (n=7),
general business (n=4) and in Christian social activism (n=2).

59



INDUSTRY

PROFESSION

TOTAL

PERCENT

Medical & Social
Healthcare

Grief Coach (1)

Nurse (2)

Therapist (1)

Life Coach (2)

Caregiver (1)

Social Worker (1)
Spiritual Director (1)
Medical Social Worker (1)

10

20.83%

Education/Nonprofit

Campus Safety Officer (2)
Non-Profit Exec. Director (1)
College Administrator (2)
Retired Teacher (1)
University Admin (1)

14.58%

Clergy & Clergy
Administrative Support

Pastor (5)
Bishop (1)
Associate Minister (1)

14.58%

Financial Services

Insurance (1)

Cyber Security (2)
Banker (1)

Business Owner (1)
Security Guard (1)
Business Analyst (1)

14.58%

Business &
Administration

Employee Relations Consultant (1)
Type Unknown (2)
Retired Administrator (1)

8.33%

Government

Legal Assistant (1)
Government Worker (1)
Postal Manager (1)

4.17%

Christian Activists

Public Theologian (1)
Civil/Human Rights (1)

4.17%

Industrial Environment

Lead Boiler Operator (1)

2.08%

Creative Arts

Musician (1)

2.08%

Technology

COMCAST Manager (1)

2.08%

Other

Unemployed (1)
Retired (4)

Rk N

10.41%

48

-]
I

Table 4.2 Q 4: What is your occupation?

Relationships and Perceptions

Responses to the four questions asking about relationships to clergy and perceptions of

clergy stress are presented below. All items received 48 responses.

Q 5. What is your relationship with urban pastors/clergy?

This question was presented in an open-ended response format which generated three
categories of responses: 1) role relationships, 2) social relationships, and 3) other presented in
Table 4.3. The data revealed that, 41 people (85.42%) responded according to the direct roles
they have with clergy, 2 people (4.17%) described the social relationships they encounter with
clergy, and 5 people (10.42%) misunderstood the question.
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The role relationships (n = 41) included clergy/ministers, administrators, employee,

chairman of deacons, spouses, deacons, clergy trainers/developers, ministry support,

congregants, colleagues and a relative. The social relationships (n = 2) were described as

respectful and excellent. In the other category (n = 5), participants described their relationship

with urban pastors/clergy as none, not applicable, and as a supporter of the project.

RELATIONSHIPS WITH URBAN PASTORS/CLERGY

ROLE SOCIAL OTHER
Clergy/Minister (15) Respectful (1) None (3)
Administration (2) Excellent (1) N/A (1)

Employee (1)

“I’m in full support of Rev.
Andrew’s program of study.

2

Chair of Deacons (1)

Clergy Spouse (2)

Deacon (2)

Clergy Trainer/Developer (3)

Ministry Support (1)

Congregant (1)

Colleague (12)

Relative (1)

n=41

n=2

Table 4.3 Q5: What is your relationship with urban pastors/clergy?

Q 6. To what degree do you believe that stress is a problem for clergy?

This question used an interval scale response format ranging from 0 = not at all, 1 = very

low to 7 = very high. As presented in Table 4.4, one person (2.08%) responded “0, not at all,” 2

people (4.17%) responded ““4, neither high nor low” and 5 people (10.42%) responded “5,

somewhat high.” Eleven participants (22.92%) responded “6, high” and 29 people (60.42%)

responded “7, very high.” The mean rating for perceived clergy stress was 6.31.
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DEGREE OF STRESS AS A PROBLEM

DEGREE TOTAL RESPONSES PERCENTAGE
(0) Not at all 1 2.08%
(4) Neither high or low 2 4.17%
(5) Somewhat high 5 10.42%
(6) High 11 22.92%
(7) Very high 29 60.42”
n=48 Mean=6.31

Table 4.4 Q6: To what degree do you believe stress is a problem?

The question was followed by a request for an explanation of “why” in an open-ended
response format. Of the 48participants, 41 (85.42%) offered an explanation. Seven themes
emerged from the analysis of the data: responsibilities of pastors (n = 9); expectations and the
humanness of pastors (n = 9); weight of ministry (n = 7); work-life balance (n = 6); lack of
clergy self-care (n = 5); limited resources with no one to turn to (n = 3); and, other (n = 2) which
represented participants who misunderstood the question. Of the seven themes identified from
the survey, clergy responsibilities, expectations and the humanness of pastors, and the weight of

ministry were the top three issues (see Table 4.5).

THEMES NUMBER OF PERCENTAGES OF
RESPONSES RESPONSES
Clergy Responsibilities 9 21.95%
Expectations & Humanness 9 21.95%
of Pastors
Weight of Ministry 7 17.07%
Life Balance of Clergy 6 14.63%
Lack of Clergy Self-care 5 12.2%
Limited resources with no 3 7.32%
one to turn to for Clergy
Other 2 4.88%

Table 4.5 Q6: Why do you believe that stress is a problem for clergy?
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Q 7. To what degree do you believe it would be valuable to offer skills to clergy on how

to effectively manage and cope with the stress in their lives?

This question used an interval scale response format ranging from 0 = not at all, 1 = very

low to 7 = very high. Of the 48 respondents the question produced 48 entries. As presented in

Table 4.6, one person (2.08%) responded “1, very low,” 2 people (4.17%) responded 5,
somewhat high,” 5 people (10.42%) responded “6”, high” and 40 people (83.33%) responded ““7,

very high”. The mean score for this question was 6.71.

DEGREE TOTAL RESPONSES PERCENTAGE
(1) Very low 1 2.08%
(5) Somewhat high 2 4.17%
(6) High 5 10.42%
(7) Very high 40 83.33%
n=48 Mean=6.71

Table 4.6 Q7: To what degree do you believe it would be valuable to offer skills to clergy on how to effectively manage and cope

with stress in their lives?

In an open-ended response format, an explanation of “why” participants believed “it

would be valuable to offer skills to clergy on how to effectively manage and cope with the stress

in their lives” was asked. Thirty-eight people (79.17%) offered an explanation. The four most

common explanations (Figure 4.3) included to improve clergy wellness (n = 13), e.g., physical,

mental, emotional, and spiritual; to improve stress management skills (n = 11); to increase

effective leadership and ministry (n = 8); and to increase clergy resources (n = 4). Two responses

that misunderstood the question were coded “other.”
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other | FOCUS AREAS

5% (n=2)

Clergy Resources
11% (n=4)

Clergy Wellness
34% (n=13)

Effective Leadership
& Ministry
21% (n=8)

Stress Skills
29% (n=11)

@ Clergy Wellness Stress Skills @ Effective Leadership & Ministry B Clergy Resources Other

Figure 4.3 Q 7: Why do you believe it would be valuable to offer skills to clergy on how to effectively manage and cope with
stress in their lives?

Q 8. Rate the likelihood you believe a program for stress management should be
available for clergy.

This question used an interval scale response format ranging from 0 = not at all, 1 = very
low to 7 = very high. One person (2.08%) responded “1, very low,” 1 person (2.08%) responded
“2, somewhat low,” 2 people (4.17%) responded “5, somewhat high,” 3 people (6.25%)
responded “6, high” and 41 people (85.42%) responded “7, very high.” The mean score for this

question was 6.67.

RATING TOTAL RESPONSES PERCENTAGE
(1) Very low 1 2.08%
(2) Somewhat low 1 2.08%
(5) Somewhat high 2 4.17%
(6) High 3 6.25%
(7) Very high 41 85.42%
n=48 Mean=6.67

Table 4.7 Q8: Rate the likelihood you believe a program for stress management should be available for clergy.
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The question was followed by a request for an explanation of “why” in an open-ended

response format. Eight themes emerged which included program necessity (n = 19), effective

ministry (n = 4), clergy wellness (n = 4), limited resources (n = 3), life balance (n = 3), clergy

self-awareness (n = 1), community (n = 1) and humanness (n = 1). The category of other (n =2)

reflects misunderstanding the question.

THEME

TOTAL

PERCENTAGE

GENERAL
COMMENTS

Program necessity

1
9

50%

Clergy deal with a lot
of stress; the effect that
stress causes pastors;
why not (2); absolutely
be available (3); highly
recommended; the need
is now; quality bound
based in research; it’s
needed (5); clergy
should have a program;
vastly needed; yes; it
would be helpful; need
a place to get refreshed,;

Effective ministry

10.53%

Effectiveness in
ministry; effective
ministry to others;

impact and
effectiveness; effective
clergy and ultimately
the Kingdom of God

Clergy wellness

10.53%

More positive energy;
improved health;
pastors need to
experience managed
stress to move forward
healthy; rest, joy, and
hope

Limited resources

7.89%

Clergy lack the skills;
accessible and
meaningful resources;
tools to work with

Life balance

7.89%

Keeping them in
balance; guidelines and
boundaries (2)

Clergy self-
awareness

2.63%

Ministers do not realize
they have stress
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Community 1 2.63% Clergy have too few
trusted resources who
can make a difference
Humanness 1 2.63% They are human

Other 2 5.26% You must deal with the
plank in your own eyes
before you can deal
with the splinter in
anyone else’s; our
world is filled with
stress and crises of
every kind

n=238

Table 4.8 Q 8: Why is there the likelihood you believe a program for stress management should be available for clergy?

Participants in the IP/ID workshop

Of the 48 stakeholders identified in this project, 32 (67%) participated in the Interactive
Planning/ldealized Design Workshop on Saturday, July 10, 2021. The participants were placed
into three groups each guided by one facilitator to generate properties for an “ideal educational
experience or program that would effectively manage urban pastor stress.” A total of 243
properties were collected. Facilitator P.T. had 11 people and generated a total of 91 properties.
Facilitator T.G. had 11 people and generated 74 properties, and facilitator J.M had 10 people,
and generated 78 properties. Properties were summarized in 6 alignment categories.
Property Alignment Categories

In each breakout room, facilitators invited the stakeholders to focus on six properties and
to discuss them in the group setting. Each facilitator listed the properties using the white board in
the Zoom platform. The first property was mission/vision which sought to identify the purpose of
the ideal experience or program to address clergy stress Table 4.9 displays the 49 properties

generated by the stakeholders across the three groups.

Table 4.9 Mission/Vision Properties

1. Foster skills in MANAGING compassion stress.

2. Learn how to "compartmentalize™ stress in personally healthy and ministerial
effective ways.
3. Equipping pastors with resources to manage compassion stress

4. Stakeholders: anyone whose field of occupation or ministry involves them in
"compassion outlays" such that “compassion fatigue™ is a likely factor/danger
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5. Help pastors see the need for compassion stress

6. Clergy program is one designed to equip leaders with tools that aid in identifying,
addressing, and mitigating stress in their lives, and in the lives of their families and
church members

7. ldentify and address compassion fatigue in pastors for spiritual and professional
renewal

8. Help pastors to identify stressors related to the service of others

9. Identify the ways stress interferes with the care of parishioners and how it interferes
with the delivering of strategies that reflect the mind, body and spirit of Christ

10. The program will contain tools that pastors can use on an individual level that can
be carried over to all entities of the church body, internally and to the community
where the church lives

11. ??to the entire body of the church-officers,

12. Assist pastors with making a difference in managing compassion stress. To aid in
creating an environment of optimism and happiness instead of ???

13. The Compassion Stress Program provides pastors with the personal, organizational
skills, knowledge and resources necessary to care for themselves, their
congregations and its associated communities based on a clearly communicated
vision

14. To support our clergy and prevent

15. Prevent clergy burnout; preserve pastoral compassion to the benefit of those served

16. Due to the high privacy nature of the job, there needs to be an outlet for full
transparency

17. To reduce the pastor's stress. Assure the care of those in need level

18. To assist with overcoming stress

19. To ensure everyone has clarity of mission

20. Educating and training clergy how to deal with real life stresses encountered in
ministry. Matthew 12: 28-29

21. This exist because many pastors are feeling burned out and stressed. There is so
much confusion today. When this occurs the flock is not being fed and the
community suffers. The purpose is to ease the stress levels

22. To provide supports to help pastors deal with stress

23. It should assist in helping to relieve daily stress from the Pastor

24. To provide mechanisms for clergy to implement to ensure positive mental and
spiritual health

25. To help clergy with setting boundaries between their personal lives and their
ministry

26. To help manage stress

27. Preserve the availability and capacity of pastoral ministry

28. Maintain the resilience and commitment of pastors

29. Coping with real life stresses encountered in the pastoral ministry

30. Ensure the integrity and unity of care

31. Effectively resource the grace of God for preserving ministry
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32.

Creating a safe place to release

33.

Provide support and resources

34.

Due to the privacy of the career/calling a place is needed as an outlet to be fully
transparent

35.

Consider combining the resources of various churches to address the insufficiency
of resources issue

36.

Break the myth of how to pastor/traditional role and behavior

37.

Ensure the church includes persons with strong organizational skills to relieve the
pastor who may not have the time or skill set to manage those tasks

38.

Educate the congregation

39.

Create informal groups that will help pastors to open up with each other

40.

Environmental issues (crime, etc....) are major concerns for stress and sometimes
get in the way of effectiveness

41.

Teaching clergy how to say "No" at appropriate times

42.

Developing a program that helps pastors/ministers to model self-restorative
practices for mental wellness and longevity

43.

Stakeholders: pastors, ministers, leadership, Deacons, congregation, community, all
clergy

44.

Create a culture where there is less dependence on one central figure

45.

Our mission is to design, develop and deliver programs and a suite of serves to ease
the load and elevate productivity and ensure...

46.

Eliminate the stigma of expressing the full humanity of the leaders
(pastors/ministers/deacons/deaconess) for better mental wellness

47.

Lighten the load on the pastor, etc. by engaging the congregation

48.

Vision: to promote healthy leadership that is equipped for sustained ministry that
positively impacts individuals, families and communities

49.

Vision ideas-sustain the energy and passion of the pastor, etc. and have them not get
burned out

The second property that was discussed was the ideal value proposition for the

experience or program of managing urban clergy stress. This property is a statement that

specifies why a patron should use a service or buy a product. The stakeholders shared their

respective ideas as to why a cleric would consent to using a compassionate stress program. Table

4.10 reveals the shared ideas that generated a total of 44 properties.

Table 4.10 Value Proposition Properties 1

1

Allows you to identify own stress triggers

Becoming more productive with less stress

Ensure that you are not alone

2.
3.
4.

Participating in "this" (whatever "this" ends up being) makes me better at extending
compassion, while increasing/preserving/sustaining my “compassion reserve" in a
healthy way
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APPENDIX A: Invitation to Workshop

Date
Dear Invitee,

My name is Valerie Andrews. | am a doctoral student at Thomas Jefferson University. | need
your support, and am kindly requesting your participation in a doctoral research study that | am
conducting titled: Designing a Program to Help Urban Pastors Cope with Compassion Fatigue.
The intention is to help clergy effectively manage their stress that can lead to compassion fatigue
and other distress responses. Specifically, | am seeking the design for an ideal organized
intervention program, i.e., a set of experiences in which clergy can participate that can be
developed, implemented and sustained within the Philadelphia community.

The study involves completing basic demographic information, two surveys, and meeting twice
online via Zoom for approximately 4 hours. The datesare__and thetimesare___ . Each
session will be video-recorded, and the proposed agenda is attached at the bottom. Participation
is completely voluntary, as there is no reimbursement or payment for time, and you may
withdraw from the study at any time. The study is completely anonymous, therefore, it does not
require you to provide your name or any other identifying information. All data will be kept
secure by password protection and data encryption. If you would like to participate in the study
please read, sign, and return the attached Video Release Form to: vjjrl7@gmail.com, no later
than . Clicking on the link below indicates your consent to participate, and allows you to
begin the study.

Your participation in the research will be of great importance to assist clergy cope and manage
the compassion fatigue so often found in their work. Thank you for your time and participation,
and if you have any questions, please contact me via email.

Sincerely, Valerie Andrews,

Doctoral Student, Thomas Jefferson University

(Survey link to begin the study) - https://www.surveymonkey.com/r/NDSYZCN
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APPENDIX B: Video Recording Release

l, hereby grant and authorize Valerie Andrews the right to take, edit,
alter, and make use of any and all video taken of me to be used in her doctoral study at Thomas
Jefferson University.

This authorization extends to all languages, media, and formats now known or later discovered.

This authorization shall continue indefinitely, unless I otherwise revoke this authorization in
writing.

| waive the right to inspect or approve any finished product in which my likeness appears.

| have agreed to this release without being compensated. | waive any right to royalties or other
compensation arising or related to the use of the video.

| understand and agree that these materials shall become the property of Valerie Andrews and
will not be returned.

| hereby hold harmless and release Valerie Andrews from all liability, petitions, and causes of
action which 1, my heirs, representative, executors, administrators, or any other persons may
make while acting on my behalf or on behalf of my estate.

Printed Name:

Signature:

Date:
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APPENDIX C: CLERGY CONVERSATION AGENDA

AGENDA

Opening Prayer

Welcome

Ice Breaker “Topic Conversation”

Thank You
Clergy Intake

Clergy as Person

Clergy Group Conversations
What help do you need as clergy?
What level of help do you need?
How much time can you give to receiving help?
Which is better for you? Face-to-face help or On-line help?

Other

Clergy Assignment
“Will Power Challenge” (See Handout)

Share your learnings at the final clergy gathering: Tuesday, November 6, 2018

Dismissal
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APPENDIX D: TABLE TOPICS

Are you an open book?

What’s the best music to exercise with?

How can you be happier where you are right now?

Does work contribute to your happiness or take away from it?

Are you willing to ask for help when you need it?

When you get nothing substantial done in a day, how do you feel about yourself?
Have you ever tried to regularly take quiet time for yourself?

Do you have higher standards for yourself or other people?

When’s the last time you took a big risk?

. What do you do for fun?
. Which purchase gave you the worst case of buyer’s remorse?
. What’s your favorite way to distract yourself?

If you were guaranteed to be twenty percent happier, could you give up TV forever?
How do you unnecessarily spend money?

. What everyday problem bothers you?

. Which bad habits could you cut out that would help you sleep better?
. What’s something new that you’d like to try this year?

. Would you rather deal with a problem head-on or avoid it forever?

. What’s your favorite way to spend outside?

. Which of your commitments are hardest to keep?

. What’s the hardest thing for you to resist?
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APPENDIX E: CLERGY SURVEY QUESTIONS

A. DEMOGRAPHIC PROFILE
22. Gender? __ Male __ Female
23. Age?

24. Educational Level? (Check all that apply)
a. Bible School
b. College
c. Theological Seminary
d. Graduate School
25. Number of years in Ministry? ___under5yrs. __ 5-10yrs. __ 11-15yrs. _ 16-20 yrs.
_21-25yrs. __ 26-30yrs. ___over 31 years

26. How many congregation members participate in Sunday worship at your church?
___UNDER 30 __ 31-50 __ 51-100 _ 101-200 __ 201-300 __ 301-500
__510-100 ___ OVER 1000

27. Number of years (circle one) Pastoring/Assistant Pastor/Associate Minister ___under 5 yrs.
_ 5-10yrs. _ 11-15yrs. _ 16-20yrs. __ 21-25Yrs. _ 26-30yrs. __ over 30

yrs.

28. What factors have been stressful in your ministry? (Please circle all that apply)
loss of identity extreme fatigue weariness increasing worries and impatience
frequent illness stagnation sense of alienation conflict difficulty of sleep failure
loss of interest about work instability of emotions feeling of helplessness
loss of ministry vision decrease of appetite loss of passion loss of self-respect
considering leaving the church too frequent preaching excessive business
deviation of children unrealistic expectation(s) of spouse/significant other comparison
with a colleague
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lack of intellectual ability economic difficulty difficult to control emotions

29. How many hours do you work in a week? (check one) _ under 20 hrs. __ 21-30 hrs.
_ 31-40hrs. ___41-50 hrs. __ 51-60 hrs. __ 61-70 hrs. ___ over 70 hrs.

30. Do you have one day a week off from church ministry? (check one) __ regularly __ often
____almost never

31. Do you think you have enough time with your family? (check one) __yes _ no
___often

B. CLERGY WORK PATTERNS

32. Do you have a regular vacation each year? __yes __ no

33. Have you ever felt an impulse to quit pastoring/assisting in ministry to escape the stress of
ministry? ___never ___sometimes ___ very often ___ everyday

34. How often do you worship without leading?
a. Onceaweek

b. Onceamonth

c. Couple of times per year
d. Notatall

e. Other

35. What scripture(s) anchors and/or informs your call to ministry (clergy) service?

36. How often do you experience periods of mental exhaustion/stress?
a. Every Week
b. Every Month
c. Every2or3timesamonth __

37. What is your main goal in your ministry or volunteer work?
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38. What fun/social thing do you do with your spouse/significant other/family/close friends?

39. How do you characterize your communication (meaningful times spent) with your
spouse/significant other?
a. Veryopen
b. Guarded & needs improvement
c. Poor
d. Other

40. How would you characterize your relationship with your children?
a. Veryclose
b. Somewhat close
c. Distant & Poor
d. Other

41. How would you characterize your relationships with the parishioners/fellow congregants?
Very, very close

Close

Cordial

Distant/conflicted & guarded

Other

®o0 o

42. How often do you intentionally meet with your colleagues in ministry to encourage one
another?
a. Weekly
b. Bi-weekly
c. Monthly
d. Other
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APPENDIX F: AS A CLERGY PERSON

As you ponder on this picture, think about your role as a clergy person.
What comes to your mind?

How does this picture make you feel?

What speaks to you in this photo and why?

. What does an average week’s schedule for you look like?

What would you like to change about your schedule?

How do you care for yourself physically, emotionally, and spiritually?

Do you feel appreciated?

. What ministry task do you enjoy most? Least? What can assist you so that you have more
time to do what you do best? What can help with the ministry you least enjoy?

. Are there any people in the congregation whose expectations of you cause you to lose sleep
with worry? How can the church and this group help you in any way?

Does your spouse/significant other feel valued by your church? Are there any unrealistic
expectations of her or him?
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8. If you have children, do your children feel valued by your church? Are there any unrealistic
expectations of them?

9. Is there anything the church and this group can do to help you be a better spouse or parent?
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APPENDIX G - TABLE 1: CLERGY CONVERSATIONS FINDINGS

Andrews (2018)

AGENDA & TABLE TOPICS (Appendices A & B) Weekly Icebreaker

SURVEYS (Appendices C & D)

DEMOGRAPHICS & WORK PATTERNS

No. of Clergy members reporting: 10

experiencing periods of mental Every week | Every month Two-three month
exhaustion/stress
5 2 2
never intentionally meeting with Never met Met monthly
clergy colleagues to be
encouraged/encourage others
7 3
Highest level of stressors
stagnation 6
economic difficulty 5
considering leaving the church
weariness, increasing worries and 4
impatience, loss of passion

CLERGY AS A PERSON: How do you care for yourself?

Physical care

Eat well

w

Exercise

I

Visit doctor

Emotional care

Family

Therapist

=

Friend

N

Spiritual Care

Wait on God

Study/read Bible

Pray

No

[N NG NG

INTERVIEWS
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Help Needed

“finding time to take care of myself when the demands are high”
“direction and guidance when there is conflict in the church”
“staying relevant as it pertains to meeting the needs of millennials”
“balancing church and family life with limited time”

“identifying a safe community to share with others/no judgement zone”

Level of support needed

small group sessions

7

professional
counseling

2

Time available to receive help

once a month

7

once a week

2

Type of help preferred

Face to face

7

Online

1
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APPENDIX H: CLERGY WILLPOWER CHALLENGE

“I will” Clergy challenge: “I won’t” Clergy challenge:
What is something that you What is the stickiest habit in
would like to do more of or your life---what would you
stop putting off because you like to give up or do less of
know that doing it will because it’s undermining your
improve the quality of your health, happiness or success?
life?

Choose an “T will” or I won’t” willpower challenge that you will follow for the next week. Keep in mind,
this should focus on you as a clergyperson.

Keep a log to track everyday how well you performed your challenge. Has it worked out? Specifically,
what did you do/not do? How much time did it take? What have you learned about the driving forces and

resisting or restraining forces?

Prepare to discuss in our final clergy gathering on Tuesday, November 6, 2018 (6:30pm).

Challenge Example

“I will”... “I won’t”...

...g0 to bed early ...waste time

...meditate ...raise my voice

...be healthy ...overeat

...exercise ...make my angry
...get on top of my work ...procrastinate any longer

(Adapted from Applied Research Methods 1 by Dr. Steven F. Freeman)
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APPENDIX |

Transition Ministries ABCUSA Code of Ethics

Each interim pastor serving an Transition Ministries ABCUSA Program is required to affirm the
Codes of Ethics as presented on each side of this page: (1) “The Covenant and Codes of Ethics for
Professional Church Leaders of the American Baptist Churches in the U.S.A.” developed by the
ABC Ministers Council and (2) the interim ministry addition to the Code of Ethics adopted by the
Transition Ministries ABCUSA Board. Your signature below affirms your commitment to
comply.

I accept the Covenant and Code of Ethics for Professional Church Leaders of the American
Baptist Churches in the U.S.A. (as it appears on the next page).

I accept the interim ministry addition to the Code of Ethics, as related to an assignment with
Transition Ministries ABCUSA.

i

I will accept an assignment only if | am in accord with the policies and procedures of the
Program.

I will be impartial about the personality and ministry of the former pastor of the
congregation | serve, while at the same time helping persons of the congregation to
express, understand, and evaluate their feelings about their relationship with that pastoral
leader.

I will not consult with the Pastoral Search Committee or its members regarding potential
pastoral candidates and will not promote any particular candidate for the position.

I will maintain strong professional ties during the assignment with: (1) the staff of the TM
ABCUSA Program, with which | have an employee-employer relationship; (2) the
assigned church, with which | negotiate and fulfill specific interim pastoral duties; and (3)
the regional Executive/Area Minister, who is a colleague in my interim ministry with the
church.

I will work as a team member and colleague with the Executive/Area Minister during the
assignment, keeping in touch with that person, providing feedback on the interim ministry
progress of the congregation, and consulting in relation to the significant emphases |
anticipate in my ministry with the church.

I will maintain a strong emphasis on ABC mission support and participation by the church
in ABC life.

I will not permit the church I serve as interim pastor to consider me as a pastoral
candidate.

Upon the completion of my assignment, | will sever my professional relations with the
church and will abstain from professional contacts with the congregation without the
request or consent of the current pastor.

Because | am committed to the policies of the TM ABCUSA Program, | will not enter into
private negotiations with the assigned church in relation to financial remuneration or other
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personal benefits.

Signed

Date
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APPENDIX J

The Covenant and Code of Ethics for Professional Church Leaders
of the
American Baptist Churches, USA

Having accepted God's call to leadership in Christ's Church, | covenant with God to serve Christ
and the Church with God's help, to deepen my obedience to the Two Great Commandments: to
love the Lord our God with all my heart, soul, mind and strength, and to love my neighbor as
myself.

In affirmation of this commitment, | will abide by the Code of Ethics of the Ministers Council of
the American Baptist Churches, and | will faithfully support its purposes and ideals. As further
affirmation of my commitment, | covenant with my colleagues in ministry that we will hold one
another accountable for fulfillment of all the public actions set forth in our Code of Ethics

I will hold in trust the traditions and practices of our American Baptist Churches; I will not accept a
position in the American Baptist family unless | am in accord with those traditions and practices nor
will 1 use my influence to alienate my congregation/constituents or any part thereof from its relationship
and support of the denomination. If my convictions change, | will resign my position.

I will respect and recognize the variety of calls to ministry among my American Baptist colleagues and
other Christians.

I will seek to support all colleagues in ministry by building constructive relationships wherever | serve,
both with the staff where | work and with colleagues in neighboring churches.

I will advocate adequate compensation for my profession. | will help lay persons and colleagues to
understand that professional church leaders should not expect or require fees for pastoral services from
constituents they serve when these constituents are helping pay their salaries.

I will not seek personal favors or discounts on the basis of my professional status.

I will maintain a disciplined ministry in such ways as keeping hours of prayer and devotion,
endeavoring to maintain wholesome family relationships, sexual integrity, financial responsibility,
regularly engaging in educational and recreational activities for professional and personal development.
I will seek to maintain good health habits.

I will recognize my primary obligation to the church or employing group to which I have been called
and will accept added responsibilities only if they do not interfere with the overall effectiveness of my
ministry.

I will personally and publicly support my colleagues who experience discrimination on the basis of
gender, race, age, marital status, national origin, physical impairment, or disability.

I will, upon my resignation or retirement, sever my professional church leadership relations with my
former constituents and will not make professional contacts in the field of another professional church
leader without his/her request and/or consent.

I will hold in confidence any privileged communication received by me during the conduct of my
ministry. | will not disclose confidential communications in private or public except when in my
practice of ministry | am convinced that the sanctity of confidentiality is outweighed by my well-
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founded belief that the parishioner/client will cause imminent, life-threatening, or substantial harm to
self or others, or unless the privilege is waived by those giving the information.

I will not proselytize from other Christian churches.

I will show my personal love for God as revealed in Jesus Christ in my life and ministry as | strive
together with my colleagues to preserve the dignity, maintain the discipline, and promote the integrity
of the vocation to which we have been called.

Signed Date
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