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Introduction 
 

Jason Allen, President of Midwestern Seminary states, “So goes the leadership, so 
goes the church.”1 If churches are to thrive and grow, they need skilled, experienced, and 
spiritually mature pastors. It is also essential that churches have strategies to develop more of 
these competent pastors (2 Tim 2:2). Mark Dever, Albert Mohler, Brian Croft, and other 
prominent evangelical leaders explain that churches have not taken their responsibility to train 
their pastors seriously enough, resulting in confusion, frustration, and even burnout.2 Recent 
research reveals that pastors are leaving the ministry and experiencing burnout at alarming rates.3 
Why do pastors leave the ministry, burnout, or jump from church to church? There are many 
reasons, some related to a lack of local church training and support. Some pastors do not clearly 
determine their unique and sustaining call to ministry resulting in frustration and 
disillusionment.4 Others receive unbalanced or limited theological education thereby containing 
gaps in the knowledge needed for successful ministry.5 Many pastors are not fully equipped with 
the necessary skills for serving in the local church environment.6 Others fail to commit to a 
church during their educational years, which results in an insufficient understanding of the issues 
facing the local church where they will eventually serve.7 Some pastors receive little 
encouragement or accountability from their home church while in school resulting in frustration 
and detachment.8 Others receive insufficient coaching and mentoring from seasoned pastors, 
which can lead to character gaps and burnout.9  

When listed together, these reasons are humbling and alarming. However, many 
authors and church leaders are calling for local churches to take responsibility to develop pastors 
by providing training programs and equipping strategies. There is wisdom in this emphasis as 
many of the issues that contribute to burnout and low retention can be addressed through a 
comprehensive local church pastoral training strategy. When such a program exists, it is more 
likely that pastors will receive the knowledge, skills, character development, accountability, and 
encouragement necessary for effective ministry. After a comprehensive review of the literature, a 
clear void emerges. Only a few descriptions of categories for pastoral training in the local church 
exist in self-published books, blogs, and electronic journals.10 Little published or academic 
literature can be found discussing the types of pastoral training approaches employed by 
evangelical churches today. Furthermore, though some information can be gleaned from 
websites and popular publications, little scholarly research exists regarding the exemplary 
churches that are training pastors.11 Further study on the types of church-based pastoral training 
models is needed. 
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Research Purpose and Questions 
The purpose of this multi-case study is to categorize pastoral training approaches used 

by evangelical churches today and investigate exemplar churches in each category. A pastoral 
training approach is generally defined as a method, model, or program that a local church 
employs for preparing pastors to lead their churches effectively and fulfill the responsibilities of 
their calling.12 

Two research questions shaped this study in order to accomplish its purpose.  

1. What are the types of pastoral training approaches being employed by evangelical churches 
today? 

2. How are exemplar churches from each category of pastoral training approaches equipping 
their pastors for the work of the ministry? 

Methodology 
The research design of this study was a qualitative, multi-case study approach. In 

order to categorize current pastoral training trends, this study researched current literature and 
website data. A panel of experts was also consulted to describe and categorize pastoral training 
approaches currently employed by churches.13 Data from the current literature, websites, and the 
panel of experts was synthesized, analyzed, and categorized. After current church-based pastoral 
training approaches were sufficiently categorized, case studies of an exemplary church or 
churches in each category were conducted. Data was compiled from observation, interviews, 
document review, and audio-visual materials. The data was synthesized and a report of the 
values and practices of each exemplary church was provided. Cross-case analysis was conducted 
and a description written of the shared practices among the case study churches. A list of 
recommendations for practice was assembled from the data gleaned from the exemplary churches.  

Pastoral Training Categories and Approaches 
Upon analysis of the expert panel responses and literature review, three general 

categories emerged from the data: (1) churches employ a hands-off approach to pastoral 
development by sending trainees off to seminary, (2) churches take responsibility to train future 
pastors while demonstrating a partnership posture with seminaries, and (3) churches train pastors 
on their own with minimal or no partnership with a traditional seminary.14 Given the vast 
number of schools and churches represented in these three categories, this project delimits its 
focus and case study research to category 2, local church and seminary partnerships. Within 
category 2, it was found that churches taking responsibility to train pastors while partnering with 
seminaries employ four types of training approaches: (1) an apprenticeship model, (2) a cohort 
program, (3) an institute approach, and (4) a finishing residency.15 Figure 1 displays the three 
general categories together with the four types of training approaches. 
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1) Apprenticeship model. The apprenticeship model of pastoral training is often 

employed by a small to mid-sized church containing a pastor and staff or elders with a heart to 
train interns and apprentices.16 This mentor-apprentice model often contains a pastor with a 
strong desire to mentor and train young men who sense a call to ministry, one to two at a time, 
for one to four years.17 Training is accomplished through formal or informal mentoring, learning 
Christian doctrine, studying pastoral development topics, supervised ministry experiences, 
observations, and character development.18 Some apprenticeship model programs partner with a 
seminary for credit by serving as a field education or internship site.19 Some churches employing 
the apprenticeship model send trainees to a seminary for a season and concurrently receive 
support and encouragement from church leaders. Notable churches employing an apprenticeship 
model are South Woods Baptist Church in Memphis, Tennessee; and Grace Community Church 
in Nashville.20 

2) Cohort program. A cohort program is a group of pastoral trainees working 
through a church-based training program together. Phil Newton describes a training cohort as 
“pastoral trainees serving, learning, and maturing together in preparation for ministry.”21 In a 
cohort program, church leaders organize topics related to theology and pastoral ministry for class 
instruction with assignments and reading.22 Mentoring and supervised ministry experiences are 
conducted by pastors and ministry leaders for skill development and character growth.23 
Churches employing a cohort program often offer formal internships containing small group 
growth and training experiences while students are in seminary, often offering seminary credit 
for participation in the programs.24 A cohort program is typically one to two years long, and 
cohorts range from four to twenty-two trainees.25 Exemplary churches employing a cohort 
program are Capitol Hill Baptist Church in Washington, DC; CrossWay Church in Bristol, 
Wisconsin; and Imago Dei Church in Raleigh, North Carolina.26  

3) Institute approach. This approach is typically employed by a large church 
consisting of multiple sites that devotes resources and staff to leadership development initiatives 
and church planting efforts. Pastors are trained as part of a larger church leadership development 
program that includes classes, seminars, cohort learning with multiple groups, supervised 
ministry experiences, formalized coaching and mentoring, and character assessment.27 These 
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churches often offer a residency program as a group of pastoral and church planting trainees go 
through the church-wide leadership development program in conjunction with specialized 
training for one to two years.28 Seminary credit is offered by most programs within the institute 
approach with some programs offering full master’s degrees.29 Model churches utilizing an 
institute approach are Austin Stone Church in Austin, Texas, through their Austin Stone 
Institute; Cornerstone Church in Ames, Iowa, through their Cornerstone School of Theology; and 
The Summit Church in Raleigh-Durham, North Carolina through The Summit Institute.30 

4) Finishing residency. These programs focus on developing well-rounded pastors 
through post-seminary residency experiences. George Mason defines a pastoral residency 
program as a congregation inviting  

one or more young ministers to join the pastoral staff for two or three years, and then the 
church sends them out to their first-full time call . . . a period of transition during which 
seminary graduates can begin the work of ministry under the supervision of an experienced 
pastoral team, with the support of key lay leaders and the collegiality of peers.31  

A finishing residency program emphasizes developing pastoral competencies while 
offering structured, mentored ministry positions and programs.32 Finishing residency programs 
range from one to four residents per year. Most of these programs are one to three-year post-
seminary programs.33 Common training elements of a finishing residency include supervised 
ministry experiences, clarifying biblical and theological convictions, training classes, mentoring 
by seasoned pastors, personal development, and character building.34 Noteworthy churches that 
employ a finishing residency program to train pastors for the work of the ministry are Christ 
Community Church in Kansas City, Missouri and Wilshire Baptist Church in Dallas.35 

Research Sample 
Following the approach-categorization process, a research sample was determined and 

case studies were conducted. To describe how exemplary churches from each pastoral training 
approach category equip pastors for the work of the ministry, five case studies were conducted. 
The research sample consisted of (1) South Woods Baptist Church training leaders through their 
South Woods Pastoral Internship (SWPI) as an apprenticeship model, (2) Capitol Hill Baptist 
Church equipping future pastors through their Capitol Hill Pastoral Internship (CHPI) 
representing a cohort program, (3) Cornerstone Church developing leaders through the 
Cornerstone School of Theology (CST) by employing an institute approach, (4) Austin Stone 
Church training pastors through the Austin Stone Institute (ASI) as an institute approach, and (5) 
Christ Community Church equipping pastors through their Christ Community Pastoral 
Residency (CCPR) representing a finishing residency. These churches were selected because of 
their reputation for equipping pastors with excellence as they fulfill the purposive sample 
selection criteria for this research project.36 

Data Analysis 
Data analysis was conducted after the completion of the collection stage. This phase 

utilized the process of interpretational analysis.37 This study utilized two stages of 
interpretational analysis: (1) “within-case analysis” and (2) “cross-case analysis.”38 During the 
within-case analysis stage, each case was treated by itself as data was first gathered and analyzed 
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from within each case. The implementation of this stage provided a comprehensive description 
of how each church trains its pastors for the work of the ministry.39 The compiled and analyzed 
data on each case was be interpreted to answer the research questions. Upon the completion of 
the analysis of each case, cross-case analysis was conducted. Emerging cross-case training 
program values and practices were analyzed. The goal of the cross-case analysis stage was to 
synthesize the data from across the case study churches into a list of recommendations for 
practice for pastoral training. The following protocol was used in the data analysis portion of this 
study:40 

1. Organize and prepare the data for analysis.41 

2. Read and look at all data to get a sense of its overall meaning and themes. Record general 
notes in the margins of each data item. 

3. Code the data by bracketing segments and recording a word that represents the category in 
the margins of the text (transcribed interviews and church documents) or field notes 
(reports on other data such as audio-visual or physical items).42 

4. Generate the major themes derived from the coding process and summarize descriptive data 
about the case. Select representative quotes and illustrations of the themes. 

5. Advance a representation of the major themes by organizing a rich description of the case.  

6. Interpret the meaning of the case based on the research purpose and questions. Describe the 
major characteristics and practices of the pastoral training program. 

7. Perform cross-case analysis by comparing the themes across the cases and identifying 
constructs and patterns. Provide a description of recommendations for practice derived from 
the cross-case analysis. 
 

Upon completion of the case study descriptions, it was determined that the case study churches 
are taking responsibility to train the next generation of pastors in an exemplary manner while 
demonstrating healthy partnerships with seminaries. 

Cross-Case Analysis Findings 
To further study these exemplary church models and discover research implications, 

common practices were synthesized across the training programs. Cross-case coding and analysis 
was conducted to find patterns in the pastoral equipping strategies of the five case study churches. 
The data analysis procedure produced a list of shared practices among the case studies. These 
shared practices were organized within the main categories of convictions, character, and 
competency from the literature review and their corresponding sub-categories determined from 
the coding process.43 The following is a discussion of each shared practice within its 
corresponding training curriculum category. 
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Convictions: Practices for Developing  
Biblical and Theological Foundations 

Developing a strong foundation of biblical and theological beliefs is a major focus of 
each church training program. Forms for cultivating these beliefs among participants include 
reading books and articles, writing papers, discussing assigned material, attending lectures, 
participating in cohort study groups, attending conferences, taking seminary classes, and 
completing projects. It is also important that trainees participate in classes that each church offers 
to help all members grow in biblical and theological understanding.  

Theological and biblical studies. Theological and biblical studies is the top shared 
practice among all cases. Each church contains a strategy to improve the biblical knowledge and 
theological convictions of its trainees. Four of the five equipping programs employ an organized 
approach to studying the major topics of systematic theology. This practice of theological and 
biblical studies is accomplished through projects such as studying a book on systematic theology, 
researching and writing on the doctrinal statement of the church, and attending lectures, 
discussions, or weekend seminars on important doctrinal themes.44  

Ecclesiology. Though ecclesiology is part of systematic theology studies, it occurred 
so much throughout the cross-case analysis that it needed to be presented as a separate shared-
practice category. Each program emphasizes developing a robust ecclesiology through practices 
such as classwork, discussions, reading, and writing papers that explain one’s ecclesiological 
nuances and convictions. All five case study models contained an avenue for trainees to discuss 
ecclesiology together.45  

Seminary partnership. Another common practice among the five case studies is 
partnership with a seminary. Each program has developed a relationship with one or more 
seminaries to assist in developing well-rounded biblical and theological convictions of its 
trainees. Each program holds the conviction that local churches have the primary responsibility 
to train pastors. ASI demonstrates this posture:  

We believe the strongest and best leadership training should come out of the church. Jesus 
gave the church its leaders to equip the saints for the work of ministry, so we 
wholeheartedly believe it is in the local church where future leaders can be best nurtured, 
challenged, trained, and released for ministry.46  

To aid in this task, each case study program has developed strategic seminary partnerships.47 

Convictions: Practices for Developing  
Topical Knowledge on  
Pastoral Ministry 

The convictions category contains practices on how each training program develops 
the topical knowledge necessary for effective pastoral ministry. Not only does each program 
cover biblical and theological beliefs, it also introduces its trainees to a wide variety of topics on 
leadership and church ministry. 

Church-wide training. This practice involves participants of each program joining 
classes and seminars offered to the larger church community. Whether its attending a Core 
Seminar at Capitol Hill, taking Sunday school discipleship classes at South Woods, or 
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participating in equipping classes at Austin Stone, each case study program has trainees 
participate in church-wide leadership development initiatives and discipleship classes. These 
equipping contexts allow trainees to develop relationships with church members while 
developing their convictions.48 

Hermeneutics and homiletics. Cross-case analysis revealed that each program 
contains practices for learning hermeneutics and homiletics. The leaders in these churches pass on 
the necessary principles for effective Bible study and homiletics to the next-generation pastors. 
This practice of learning hermeneutics and homiletics is accomplished through mentoring, cohort 
assignments, classes, labs, and book discussions on such texts as Preaching by Timothy Keller; 
Living by the Book by Howard Hendricks; and Expositional Preaching by David Helm.49 

Topical study. This practice entails engagement with topical studies as a means for 
equipping trainees. Each training program includes a strategy to develop trainee convictions on 
pastoral ministry and leadership topics. Such topics include Christian history, apologetics, ethics, 
biographies of historical Christian pastors, general leadership studies, and cultural engagement. 
Each program creates a context where participants learn important values, ministry philosophies, 
and convictions of their church.50 

Character: Practices for  
Spiritual Formation 

Spiritual formation is a valued practice across the case studies. Facilitated by the 
church community, these training programs emphasize character growth and engagement in the 
spiritual disciplines.  

Spiritual formation mentoring. This category refers to the shared practice found in 
each case study of mentoring for the purpose of spiritual growth. Mentoring meetings and 
modeling by staff pastors provide trainees with character sharpening and growth in the spiritual 
disciplines.51 

Engagement in the church body. This theme entails spiritual formation and character 
development through active membership in the church body. Each case study program 
demonstrated this practice by providing formation contexts such as small groups, accountability 
partners, worship service participation, membership meetings, and classes. Trainees also develop 
edifying relationships with church members, which aids in their spiritual formation.52 

Spiritual disciplines. Each program employs strategies for learning and practicing 
spiritual disciplines. Examples of these strategies include book discussions, assignments for 
practicing spiritual disciplines, disciplines assessment and goal setting, and attending class 
sessions. Participants in several programs reported how meaningful it was to observe staff pastors 
model the disciplines and learn from their teaching. When this observation took place, it 
provided trainees with living examples of pastors who walk with God during the struggles and 
joys of ministry. Staff pastors modeling the spiritual disciplines provided positive examples for 
participants to emulate in their future pastoral ministry.53 
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Character: Practices for  
Personal Development 

Each church employs strategies for helping trainees not only grow spiritually but also 
flourish in all aspects of life. The data revealed a trend among the training programs of practices 
for personal development.  

Whole person development. These case study churches recognize pastoral training is 
more than growing certain aspects of character or skills; it entails developing whole persons 
created in the image of God. In the data, holistic development includes cultivating relationships 
with congregants, receiving coaching in targeted areas of life, and studying topics related to 
whole person growth.54 

Cohort relationships. Developing friendships with cohort members is a common 
practice among the case studies. Cohort groups often become quite close as they serve, study, 
and follow Christ together. These cohort relationships help trainees remain focused, provide 
much-needed encouragement, and often become the main avenue for personal growth.55 

Personal mentoring. Personal mentoring practices refer to intentional relationship 
building and mentoring by staff pastors who focus on lovingly supporting and caring for each 
trainee. Each model training program incorporates strategies to mentor trainees in personal 
development. Elements of personal development practices include meals with pastors to discuss 
life and ministry, program leaders inviting trainees to their homes, and open door policies for 
addressing personal needs.56 

Competency: Strategies for Learning  
about Necessary Pastoral Skills 

Instances in each case study’s data set were found of strategies for pastoral ministry 
skill learning. The programs provided equipping contexts for trainees to build their knowledge of 
shepherding skills. Participants observed meetings, watched pastors fulfill shepherding duties, 
and participated in training sessions to learn important pastoral competencies. 

Observation of meetings. Each program allows trainees to observe church meetings 
and participate in staff meetings. These meetings help participants learn vital pastoral ministry 
skills such as leading a team, organizing a meeting, handling disagreements, relating to staff 
members, and planning events.57 

Observation of the pastors. This shared practice refers to opportunities for trainees to 
observe seasoned pastors in action. Each program helps trainees learn practical skills through the 
observation of pastors as they lead, preach, and minister. As Paul encouraged Timothy to pass on 
important truths, these programs allow trainees to learn from mentors so they can pass on what 
they learn to congregants in their future ministry roles (2 Tim 2:2).58  

Training sessions. An important element of each case study program is participant 
training sessions. Program leaders facilitate these meetings for focused training on pastoral skills. 
The exemplary church programs contain curriculum elements such as case study discussions, 
preaching labs, book studies, philosophy of ministry paper presentations, and community group 
leadership training. Staff pastors provide practical information on how to handle church 
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discipline, perform a wedding or funeral, lead a ministry team, and resolve conflict.     

Competency: Strategies for Practicing  
Pastoral Ministry Skills 

Each case study training program provides opportunities for participants to develop 
their pastoral ministry competencies. Occurrences of this practice are spread throughout each 
case study’s data set as program leaders give trainees supervised ministry responsibilities, 
opportunities to practice pastoral duties, and occasions to preach.   

Supervised ministry experience. Meaningful data was found in each case study on 
supervised ministry experiences. Each program provides pastoral supervision and ministry 
responsibilities for trainees. The programs of the multi-site churches in this study demonstrate 
this practice well. Trainees are assigned to a campus site and a ministry area to gain meaningful 
leadership experience. Examples of ministry area assignments include children, youth, college, 
connections, worship, and young adults. Campus pastors act as mentors and supervisors as they 
work together with trainees on their job descriptions. One program director explains, “Each 
resident is aligned with a particular supervisor in their department or area of interest who is both 
defining what competencies look like and then coaching them towards greater excellence in 
those competencies.” Participants also engage in formal performance evaluations with their 
campus site pastors to help them grow in their leadership competencies.   

Performing pastoral duties. Not only do the programs provide supervised ministry 
experience for development in general ministry competencies, they also provide participants with 
direct pastoral-shepherding duties. Performing pastoral duties represents the second-highest 
shared practice among the programs. Because most of their trainees will become pastors, program 
leaders value building pastoral duties into their equipping models. Examples of these direct 
pastoral duties found in the data include going on pastoral care visits, doing hospital visits, 
performing baptisms, leading communion in worship services, preaching, teaching the Bible to a 
group, participating in worship service planning and leading, performing special services such as 
a funeral or wedding, and executing administrative tasks related to pastoral ministry.    

Preaching. Although a part of the pastoral duties category, preaching occurred in the 
data often enough to necessitate its own shared practice category. Preaching is a highly valued 
competency among training programs. Each program provides participants with opportunities to 
develop preaching skills. Participants develop these skills as they regularly listen to sermons 
delivered by senior level pastors. Some of these senior pastors share with trainees the particulars 
on how they prepare, deliver, and evaluate sermons. Elements used for growth in preaching 
competency include sermon preparation training, preaching team collaboration, delivering 
sermons, giving sermon feedback, and receiving critique.59 Appendix 1 summarizes the shared 
practices derived from the cross-case analysis. 
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Research Implications 
Six practices emerged from the cross-case data analysis as particularly significant. 

Table 1 lists the top six shared practices of pastoral training from this research study. 

Table 1. Top six practices among the five cases 

Rank Practice 
1 Theological and biblical studies 
2 Pastoral duties 
3 Topical studies 
4 Cohort relationships 
5 Supervised ministry 
6 Personal mentoring 

The following recommendations for practice are based on these six practices found in each case 
study. This list can be useful for churches that desire to start a church-based pastoral training 
program or strengthen an existing approach. 

1) Develop Robust Biblical and  
Theological Convictions 

Pastors are expected to have a comprehensive understanding of the Bible and Christian 
doctrine. A pastoral training program must equip participants in this crucial area by helping them 
establish and articulate a complete set of doctrinal convictions and a robust understanding of 
Scripture, ecclesiology, and biblical theology. Program leaders have a wide variety of tools 
available for this practice such as partner seminary classes, online resources, books, and 
conferences. Church leaders should understand deficiencies in participant’s theological and 
scriptural knowledge, and then provide curriculum that sharpens the rough edges of their 
convictions. 

2) Provide Opportunities to Strengthen  
Shepherding Skills 

Robust theological knowledge without well-developed shepherding skills limits pastoral 
effectiveness. An effective pastor demonstrates both comprehensive convictional knowledge and 
a strong base of shepherding competencies. Program participants showed gratitude when given 
opportunities to strengthen their pastoral skills. These trainees realized that a seminary class 
cannot comprehensively teach the practice of pastoral skills. Seminaries are equipped to train 
students intellectually, but the local church best trains students experientially. Church leaders can 
help trainees practice pastoral skills by sending them on care visits, giving them pulpit time, 
providing opportunities to perform weddings or funerals, giving them opportunities to lead 
baptisms and communion, and allowing them to sit in on a counseling session.   
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3) Include Leadership Topics in  
the Training Curriculum 

Program leaders realize the need to cover topics that may have been missed or limited 
during seminary studies. The training programs in this study incorporate topical studies on 
Christian leadership, church values, and other context-appropriate themes. Each program taught 
topics related to the church philosophy of ministry, and values related to the culture of their 
church. Directors facilitated training sessions, cohort assignments, and book discussions, 
covering topics such as Christian history, apologetics, ethics, cultural engagement, time 
management, spiritual formation, team ministry, conflict management, and organization and 
administration of the church. Effective church-based pastoral training leaders contemplate what 
leadership topics trainees need and then include them in their curriculum. 

4) Cultivate Relationships  
among the Trainees 

Relationships among trainees represents a highlight for nearly every participant 
interviewed. Training for pastoral ministry can be demanding and time consuming. Cohort 
relationships help lighten the burden and enrich the lives of participants. Effective program 
directors encourage relationship building among trainees. They also plan for intentional growth 
among trainees through such strategies as accountability partners, group projects, case studies to 
work through together, focused cohort discussion sessions, and encouraging relationship building 
outside of church responsibilities. Iron sharpening iron among trainees is a powerful growth 
factor in a pastoral development program. 

5) Delegate Important Ministry Responsibilities 
in Conjunction with Pastoral Coaching  

Supervised ministry responsibility is an integral part of a training program. This 
recommendation for practice combines the supervision of a pastor with the delegation of important 
ministry responsibilities. Trainees need to be released to practice significant leadership tasks in 
conjunction with coaching and debrief sessions. Creating a trainee job description and evaluating 
performance based on its parameters enhances the supervised ministry experience. Regular 
coaching meetings should be scheduled to discuss trainee accomplishments, discouragements, 
and job description adjustments. 

6) Provide a Context for Mentoring toward  
Whole-Person Growth 

The setting of a local church training program provides unique opportunities for 
mentoring toward the whole-person growth of trainees. For holistic development, participants 
can meet with program leaders, pastoral mentors, members of the congregation, counselors, or 
elders. These relationships can cover a wide range of holistic training topics such as balancing 
ministry and family, handling stressful situations, healthy rhythms of work and rest, personal 
finances, exercise and healthy eating, and emotional health. Whatever the unique resources each 
church offers, program leaders are wise to incorporate contexts for mentoring toward whole-
person growth.  
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Contribution to the Literature 
This study found only a few popular articles that categorize and synthesize church-

based pastoral training approaches. In addition, little empirical research has been conducted to 
categorize current equipping approaches or describe model pastoral training programs. This 
study contributes to the existing literature base by providing qualitative, multi-case research that 
categorizes church-based pastoral training programs. The approach category taxonomy can be 
used by future researchers in the field of church-based leadership development. This study also 
provides five thorough case study descriptions of exemplary pastoral training models currently 
employed by a local church partnering with a seminary. The list of shared practices among the 
case studies and the recommendations for practice provide churches and Christian educators with 
ideas for future pastoral training.  

Recommendations for Further Research 
Because the case study sampling for this research is qualitative, its results can only be 

generalized to the five corresponding churches. However, the results of this study provide values 
and practices that may be useful to churches seeking to develop a pastoral training program or 
strengthen an existing approach. More research is needed in the area of church-based pastoral 
training. Elements of this study can be used to inform other research projects. Such research 
projects could include the following: (1) Using the design of this study, churches that are training 
pastors could be identified in a given geographic region, and the results of this identification could 
be used to build a network of small churches that equip pastors together; (2) conduct similar case 
studies of additional exemplary churches employing a pastoral training method; (3) the research 
design of this study can be reproduced to categorize and describe training programs of churches 
containing an accredited seminary; (4) the framework of this research can be utilized to study 
pastoral training approaches in another country or overseas region; (5) the design of this study 
can be reproduced to assess the approaches of exemplary churches within a denomination or 
geographical area. 

Conclusion 
Christ promised He would build the Church and He uses faithful shepherd-leaders to 

guide local congregations (Matt 16:18, Eph 4:11-12). These pastors are critical, as Merkle and 
Schreiner state, “Shepherding God’s flock is an important task and a high calling.”60 To assist in 
training these important church leaders, this study categorized current church-based pastoral 
equipping models, described the practices of an exemplary church from each category, explained 
shared practices among the programs, and provided recommendations to help churches design an 
appropriate training strategy for their context. It is my hope and prayer that this research has 
glorified God and will be used to strengthen the task of developing the next generation of pastors 
as Christ builds His Church. 
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APPENDIX  
 

SHARED PRACTICES 

Convictions 

Biblical and Theological Foundations 
1. Study Christian theology and Bible through classes and cohort study group 

learning. 
2. Develop ecclesiological convictions through classes and discussions. 
3. Partner with a seminary to assist in developing well-rounded convictions. 

Topical Study 
4. Participate in church-wide leadership development initiatives and discipleship 

classes. 
5. Study hermeneutics and homiletics through classes and book discussions. 
6. Develop convictions on pastoral ministry and Christian leadership topics 

through classes, books, and projects. 

Character 

Spiritual Formation 
7. Mentoring meetings and modeling by staff pastors provide character sharpening 

and growth in spiritual disciplines. 
8. Spiritual formation through active membership in the church body – small 

groups, accountability partner, worship services, developing relationships. 
9. Learn about and practice spiritual disciplines. 

Personal Development 
10. Whole person development through meeting with congregants, coaching, and 

topical learning. 
11. Personal growth through maintaining strong relationships with others in the 

program. 
12. Receive mentoring, coaching, modeling through friendships with pastors and 

program supervisors. 

Competency 

Skills Learning 
13. Observe church meetings (staff, elder, deacon, etc) and participate in staff 

meetings. 
14. Learn skills through observing the pastors as they lead, preach, and minster to 

people.  
15. Participate in training sessions on pastoral ministry skills. 

Skills Practice 
16. Receive coaching and mentoring from pastors and supervised ministry 

assignments. 
17. Engage in general pastoral duties such as care visits, baptism/communion, 

worship service planning and leading, perform special services (i.e. funeral or 
wedding), ministry leadership, and administrative duties. 

18. Practice preaching skills such as sermon preparation, teaching team 
collaboration, delivering sermons, and receiving feedback.  
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Notes: 
                                                 

1Jason K. Allen, Discerning Your Call to Ministry (Chicago: Moody, 2016), 46. Allen states, “Nothing 
less than the preservation and proclamation of the truth is at stake.” Ibid., 46. 

 
2Mark Dever observes that churches send their leaders off for training without proper support, “When a 

young man evidences gifts for the pastoral ministry, many churches simply send him off to seminary to make him a 
minister. And, well, God help the seminaries that that happens to, which is I think just about all of them. They’re not 
to make pastors. Churches make pastors,” Mark Dever, “Raising Up Pastors Is the Church’s Work,” 9Marks Journal 
6, no. 1 (January/ February 2009): 8, accessed August 2, 2015, http://9marks.org/journal/raising-next-generation-
pastors/. Albert Mohler states, “I emphatically believe that the best and most proper place for the education and 
preparation of pastors is in the local church. We should be ashamed that churches fail miserably in their 
responsibility to train future pastors. Established pastors should be ashamed if they are not pouring themselves into 
the lives of young men whom God has called into the teaching and leadership ministry of the church,” Adrian 
Warnock, “Interview with Dr. Albert Mohler, Radio Host and Theologian,” Patheos.com, November 8, 2006, 
accessed September 19, 2015, http://www.patheos.com/blogs/adrianwarnock/2006/11/interview-dr-albert-mohler-
radio-host-and-theologian/. Brian Croft explains that the failure of the body of Christ today to answer the question of 
training responsibility, “has placed unnecessary pressure on seminaries and Bible colleges, has led to widespread 
confusion among those seeking a pastoral calling for ministry, and has allowed the local church to neglect her divine 
mandate to prepare the next generation of shepherds for God’s flock,” Brian Croft, Prepare Them to Shepherd 
(Grand Rapids: Zondervan, 2014), 14. 

 
3A recent research project by the Barna Group reported, “More than one-third of pastors are at high or 

medium risk of burnout, and three-quarters know at least one fellow pastor whose ministry ended due to stress.” 
Barna Group, The State of Pastors: How Today’s Faith Leaders Are Navigating Life and Leadership in an Age of 
Complexity (Ventura, CA: Barna, 2017), 11. They also state, “One in nine U.S. pastors is at high risk for burnout 
based on their own self-assessment.” Ibid., 26. Spencer, Winston, and Bocarnea explain, “Clergy are leaving the 
ministry in greater numbers than ever before.” J. Louis Spencer, Bruce E. Winston, and Mihai C. Bocarnea, 
“Predicting the Level of Pastors’ Risk of Termination/Exit from the Church,” Pastoral Psychology 61, no. 1 (2012): 
85. The average tenure for a pastor in his church is three to four years. See Thom Rainer “The Dangerous Third 
Year of Pastoral Tenure,” June 18, 2014, accessed November 18, 2016, http://thomrainer.com/2014/06/dangerous-
third-year-pastoral-tenure/. Books and studies that identify and address low pastoral retention rates, high burnout 
numbers, and/or local church leadership development problems include Malphurs and Penfold, ReVision (Grand 
Rapids: Baker, 2014); Eric Geiger and Kevin Peck, Designed to Lead (Nashville: B & H, 2016); Aubery Malphurs 
and Will Mancioni, Building Leaders (Grand Rapids: Baker, 2004); Christopher Ash, Zeal without Burnout (Epsom, 
England: Good Book, 2016); Barna, Today’s Pastors (Ventura, CA: Regal, 1993); Paul David Tripp, Dangerous 
Calling (Wheaton, IL: Crossway, 2012). Katheryn R. Meek et al., “Maintaining Personal Resiliency: Lessons 
Learned from Evangelical Protestant Clergy,” Journal of Psychology and Theology 31, no. 4 (2003): 339-47; H. B. 
London, Jr., and Neil B. Wiseman, Pastors at Greater Risk (Grand Rapids: Baker, 2003). For recent statistics on 
pastoral burnout and dropout, see “Statistics in the Ministry,” Pastoralcare.inc, accessed November 18, 2016, 
http://www.pastoralcareinc.com/statistics/.  

4The Barna Group reports, “Roughly six in 10 pastors (58%) say they felt ‘inadequate for [their] 
ministry or calling’ during the past three months, either frequently (12%) or sometimes (45%).” Barna Group, The 
State of Pastors, 58. Those pastors who feel less confident in their calling today than when they started in ministry 
often do not feel energized by ministry work and report feelings of inadequacy to fulfill their calling. For more on 
this point, see Mohler, Whitney, and Dumas, The Call to Ministry (Louisville: SBTS Press, 2013); Harvey, Am I 
Called? (Wheaton, IL: Crossway, 2012); Allen, Discerning Your Call to Ministry; and Iorg, Is God Calling Me? 
(Nashville: B & H, 2008). Also consult Rick Thoman, “Churches Don’t Have to Go It Alone, Part II,” Christian 
Education Journal 8, no. 1 (2011): 27-45. For research studies that address calling and burnout, see Katheryn 
R.Meek, Mark R. McMinn, Craig M. Brower, Todd D. Burnett, Barrett W. McRay, Michael L. Ramey, David W. 
Swanson, and Dennise D. Villa, “Maintaining Personal Resiliency: Lessons Learned from Evangelical Protestant 
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Clergy,” Journal of Psychology and Theology 31, no. 4 (2003): 343; Jonathan Golden et al., “Spirituality and 
Burnout: An Incremental Validity Study,” Journal of Psychology and Theology 32, no. 2 (2004): 115-25; and Laura 
K. Bernard and John F. Curry, “The Relationship of Clergy Burnout to Self-Compassion and Other Personality 
Dimensions,” Pastoral Psychology 61 (2011): 149-63. 

5For more on this point, see Glenn T. Miller “Does a Secular Age Need the Seminary? Considerations of 
Alternative Forms of Ministerial Preparation,” Theological Education 46, no. 2 (2011): 47-59. Miller contends that 
alternative forms of ministerial preparation are increasing, but the need for some pastors to have advanced 
theological training is more pressing than ever. According to Miller, theological education is necessary because 
churches can easily fall victim to their own desire to please the world. 

6The Barna Group asked pastors to rate how well seminary prepared them for ministry. Two in five 
pastors believe that seminary does “not too well” or “not at all well” in preparing them for effective ministry: 
“Pastors wish they had been better prepared for handling conflict (27%), delegating and training people (20%), 
balancing ministry and administration (21%), administrative burden (28%), counseling (29%) . . . . pastors have 
higher competence and preparation in theology and teaching, but less preparation and competence in broader 
organizational leadership.” Barna Group, Barna Trends: 2017 (Grand Rapids: Baker, 2016), 202. This research was 
conducted with 1,300 Protestant pastors in 2015, by Pepperdine University in conjunction with The Barna Group. A 
thorough treatment of this issue is in Malphurs and Penfold, Re:Vision. Also see Marshall and Payne, The Trellis 
and the Vine (Kingsford, Australia: Matthias, 2009); and Colin Marshall, Passing the Baton (Kingsford, Australia: 
Matthias, 2007). London and Wiseman report that 90 percent of pastors feel that they are inadequately trained to 
handle the demands of ministry. London and Wiseman, Pastors at Greater Risk (Grand Rapids: Baker, 2003), 20. 

7For more on this problem and proposed solutions, see Forman, Jones, and Miller, The Leadership 
Baton (Grand Rapids: Zondervan, 2004). The authors explain, “Too often seminary students choose minimal church 
involvement in order to maximize their academic studies. Upon graduation they realize how completely unprepared 
they are for their anticipated role.” Ibid., 173. 

8For an excellent treatment of this problem and potential solutions, see C. Franklin Granger, 
“Seminaries, Congregations, and Clergy: Lifelong Partners in Theological Education,” Theological Education 46, 
no. 1 (2010): 87-99. Granger mentions the great formative power that exists within congregations. Proposed areas to 
expand for improving the seminary and church relationship would include service and involvement of faculty in 
congregations, educational and learning opportunities for laity, continuing education opportunities for clergy, and 
supportive involvement in the transitional years from seminary into ministry contexts. 

9Resources that address this problem well are Rick Thoman, “Churches Don’t Have to Go It Alone, Part 
I,” Christian Education Journal 6, no. 2 (2009), 282-99; Parker, “The Supervisor as Mentor-Coach,” Christian 
Education Journal 6, no. 1 (2009): 51-63; and McKenna, Yost, and Boyd, “Leadership Development and Clergy,” 
Journal of Psychology and Theology 35, no. 3 (2007):179-89. 

10Among these few that have sought to categorize church-based pastoral training programs, the 
researcher found: Kara Bettis, “Locally Grown Pastors,” Christianity Today, Fall 2015, accessed December 14, 
2016, http://www.christianitytoday.com/pastors/2015/fall/paths-to-pastorate.html; Douglas Smith, Training Pastors 
in the Local Church (Bristol, VA: Douglas K. Smith, 2014); and a 9Marks.org journal called “Raising Up the Next 
Generation of Pastors.” 

11The scholarly research base in this area is thin and relatively new. A recent study has been conducted 
by Aaron Francis Filippone, “Servant Leadership in Church-Based Pastoral Training Programs: A Multi-Case 
Study” (Ed.D. thesis, The Southern Baptist Theological Seminary, 2016). 
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12This purpose statement was designed using the scripts from John W. Creswell, Research Design, 4th 

ed. (Thousand Oaks, CA: Sage, 2014), 126; and John W. Creswell, Qualitative Inquiry & Research Design, 3rd ed. 
(Thousand Oaks, CA: Sage, 2013), 135. 

13To determine prime candidates for the expert panel, the individuals must meet two of the following 
selection criteria: (1) an academic expert in the field of church leadership, (2) a practitioner with experience training 
pastors, or (3) a published author within the field. The expert panel was also qualified by representing conservative, 
evangelical, and orthodox Christian beliefs. The panelists were asked to identify types of pastoral training 
approaches used by evangelical churches today and provide examples of exemplar churches that are equipping 
pastors effectively. 

14Category 1 was mentioned by the expert panel three times and identified in the literature. Examples of 
authors that mention this category are C. Franklin Granger, “Seminaries, Congregations, and Clergy: Lifelong 
Partners in Theological Education,” Theological Education 46, no. 1 (2010): 87; Jeffrey A. Dodge, “Developing a 
New Theological Training and Ministry Mentorship Model for Next-Generation Leaders at Cornerstone School of 
Theology, Ames, Iowa” (D.Min. diss., Midwestern Baptist Theological Seminary, 2013), 55-59; Mark Dever, 
“Raising Up Pastors Is the Church’s Work,” 8; Harvey, Am I Called? 52-55. Category 2 was found in the literature 
and mentioned by the expert panel six times. Category 3 was mentioned by the expert panel two times and identified 
in the literature. Within the third category of training postures, some churches accomplish pastoral development by 
organizing their own accredited seminary. Examples of accredited programs organized by a church include 
Bethlehem College and Seminary affiliated with Bethlehem Baptist Church and Masters College and Seminary 
affiliated with Grace Community Church. Other churches in category three develop in-house training curriculum 
utilizing their own materials or partnering with a training group, using groups such as The Center for Church 
Renewal, Antioch School of Church Planting and Leadership Development, Church Based Leadership 
Development, Centers of Church Based Training, BILD International, Porterbrook Network, and the B. H. Carroll 
Institute. These training groups were also mentioned by the expert panel. 

15All four of these training approach categories were mentioned in the literature and a form of each 
category was mentioned by the expert panel. The apprenticeship model was mentioned four times, cohort program 
was mentioned five times, institute approach was mentioned six times, and the finishing residency had six mentions. 

16Barna Group categories defined the small church and mid-size church. A small church is 100 or fewer 
attendees and a mid-sized church is 100-499 attendees. Barna Group, Barna Trends: 2017 (Grand Rapids: Baker, 
2016), 226. 

17Newton describes this type of mentor-apprentice model by using Grace Community Church as an 
example: “This model focuses intentional training on one or two trainees at a time, thus ensuring significant 
attention to pastoral development under the guidance of a senior pastor.” Phil Newton, The Mentoring Church 
(Grand Rapids: Kregel, 2017), 167. 

18An example of an apprenticeship model that uses many of these training avenues is Auburndale 
Baptist Church. Croft explains that the purpose of the program is “to provide an atmosphere within a local church to 
train, equip, and affirm men for pastoral ministry.” Croft, Prepare Them to Shepherd, 89. Croft explains five 
benefits of the program: “(1) The supportive and loving environment of a local church that assumes responsibility 
for the care, training, and education of the intern, (2) practical understanding and training for the essential areas of 
pastoral ministry within the local church, (3) an official church position approved by the church that can go on a 
résumé and reflect ministry experience, (4) an opportunity for a local congregation to affirm an individuals’ gifts 
and calling, (5) exposure to a pastor’s daily schedule to help an individual evaluate and learn more about the pastoral 
nature of their calling.” Ibid., 89-90. This mentoring program includes weekly mentoring meetings, book reading 
and papers regarding pastoral ministry, weekly participation in Sunday service review, joining the pastoral staff 
meetings, prayer for the congregation, work on personal spiritual disciplines, soul care training, attending church 
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meetings, visitation projects, church administration training, and making personal ministry growth goals. Ibid., 89-
97. See also Brian Croft, “What Are the 10 Basic Requirements for Our Church’s Pastoral Internship?” Practical 
Shepherding Ministries, January 26, 2015, accessed July 17, 2017, 
http://practicalshepherding.com/2015/01/26/what-are-the-10-basic-requirements-for-our-churchs-pastoral-
internship/.  

19For example, South Woods and Grace Community have served as internship or field education sites, 
adjusting syllabi and mentoring experiences to the needs of the students through partnership with The Southern 
Baptist Theological Seminary and Southeastern Baptist Theological Seminary. Newton, The Mentoring Church, 39. 
These churches have also helped apprentices through their seminary education, encouraging them along the way, 
and then sent them to church plant, into pastorates, or to the mission field. Ibid., 131-32, 160-68. Another 
apprenticeship model that partners with a seminary is Auburndale Baptist Church in Louisville. Croft mentors 
pastoral trainees while partnering with Southern Seminary to fulfill their applied ministry credit requirement. Croft, 
Prepare Them to Shepherd, 89. 

20Both the South Woods Baptist and Grace Community Church mentoring programs are thoroughly 
explained in Newton, The Mentoring Church. The South Woods mentoring program is detailed throughout the book 
and pp. 160-68 explain the mentoring program at Grace Community Church. Grace Community Church’s mentoring 
program is also explained in Newton’s dissertation, “Local Church Leadership Development,” 237-49. Newton 
describes the apprenticeship program at Grace Community in detail, explaining that senior pastor Scott Patty started 
the program in 2007, and, with the help of the congregation, has been mentoring a few pastoral apprentices at a time. 
Newton describes the elements of Grace Community’s program: (1) face-to-face time with Patty, (2) team approach, 
(3) pointed reading on theology and pastoral ministry, (4) apprentice involvement in training male leaders in the 
church, (5) keeping ministry simple, (6) cultivating the congregation, and (7) training curriculum that emphasizes 
sound doctrine, biblical polity, and covenant membership. Ibid., 241-49. Newton’s research into local church 
pastoral training in his dissertation and book includes case studies of four church-based pastoral training programs. 
It is notable that Newton’s four types of pastoral training programs, represented by the case studies, generally align 
with the categories of this thesis. Newton studied Grace Community Church which fits into the apprenticeship 
model, Capitol Hill Baptist Church employing a cohort program, Summit Church which runs an institute approach, 
and Lakeview Baptist Church representing a unique program that fits mostly with the institute approach but also 
contains cohort program elements. Phillip A. Newton, “Local Church Leadership Development: Its Effects and 
Importance on Church Planting and Revitalization” (Ph.D. diss., Southeastern Baptist Theological Seminary, 2013), 
212-65; and Newton, The Mentoring Church, 143-77. 

21Newton, The Mentoring Church, 115-16. Newton explains that a training cohort of four to eight 
participants is preferable because “it maximizes the time and efficiency of pastoral mentoring while building strong 
comradery,” Ibid., 115-16. 

22An example of a cohort program that employs robust curriculum, instruction, and practical learning is 
the Aspire program of Imago Dei Church. Filippone explains that the Aspire program’s coursework includes reading 
books, listening to sermons and interviews, memorizing Scripture, writing book reviews and papers, participating in 
group discussions, completing ministry projects, meeting together each week with church leaders, and studying 
together the Pastoral Epistles. Filippone, “Servant Leadership,” 64-65. Filippone describes the Aspire cohort 
program’s curriculum, which includes topics such as the gospel in the local church, pastoral ministry, ministry of the 
Word, administration, mission, biblical community, contextualization, and theology. Ibid., 54. Cohort participants 
also receive “practical learning” by being taught and practicing such pastoral ministry topics and skills as leading 
small groups, developing sermons, preaching and teaching the Bible, administering the Lord’s Supper, baptizing 
congregants, and learning about church planting. Ibid., 79. 

23The School of Ministry training program at Cross Church represents an exemplary cohort program 
that excels in these areas of mentoring, supervised ministry, character growth, and skill development. Filippone, 
“Servant Leadership,” 51-53, 70-73. According to Filippone, the program at Cross Church accomplishes exemplary 
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development in these areas through focusing on time management, family care, finances, healthy living, spiritual 
nourishment, staff meetings and mission trip participation, learning about ministry budgeting, church administration, 
technology, as well as through on-the-job training by experienced staff, mentoring for character development, 
holding meaningful responsibilities in a ministry area, evaluated experiences, and community building. Ibid., 51-53, 
70-73. 

24Examples of graduate level credit being offered through a partnership between church cohort 
programs and seminaries include Capitol Hill Baptist’s Pastoral Internship, which offers credit at The Southern 
Baptist Theological Seminary and Imago Dei’s Aspire program, which offers credit through Southeastern Baptist 
Theological Seminary. 

25For example, within the three cohort pastoral training programs researched by Filippone, the length of 
the programs ranged from 1-2 years and the cohort sizes ranged from 9-22 with 10-15 trainees representing average 
and goal cohort sizes. Filippone, “Servant Leadership,” 55. Newton prefers cohorts to be 4-8 participants in size. 
Newton, The Mentoring Church, 115-16. 

26Corresponding program websites related to these pastoral training cohort programs are Capitol Hill 
Baptist Church, “Pastoral Internship,” accessed September 21, 2015, www.capitolhillbaptist.org/ 
pastoral-internship/; Imago Dei Church, “Equipping,” accessed October 28, 2016, https://idcraleigh.com/ 
ministries/#equipping. The CrossWay Pastoral Training Course is described at Mark Rogers, “How to Start a 
Pastoral Training Program in Your Church,” The Gospel Coalition, January 2, 2013, accessed August 27, 2015, 
https://www.thegospelcoalition.org/article/how-to-start-a-pastoral-training-program-in-your-church; and Mark 
Rogers, “Bridging the Training Gap,” accessed March 15, 2017, http://www.intrust.org/ 
Magazine/Issues/New-Year-2014/Bridging-the-training-gap. 

27An example of an institute approach training program that incorporates these methodological elements 
is The Summit Institute at the Summit Church. The Institute focuses on equipping disciples, developing leaders, and 
engaging the culture through a balance of teaching, modeling, and applying biblical principles. Residents are trained 
by participating in the church-wide institute discipleship classes and forums, receiving supervised ministry 
experiences, being mentored by staff pastors, studying ecclesiology and church leadership topics, receiving 
character and leadership assessment and mentoring, learning in a cohort group, filling preaching opportunities, and 
receiving training in multiple church ministries. Newton, The Mentoring Church, 152-59. The Summit Church, “The 
Summit Institute,” accessed May 5, 2017, http://www.summitrduinstitute.com. Another example of an institute 
approach training program that incorporates these methodological elements is The Austin Stone Institute through 
Austin Stone Church. Austin Stone has developed a “robust training pipeline” including over 300 participants and 
70 interns per year. Kevin Peck, “Examining a Church Culture of Multiplication: A Multiple Case Study” (D.Min. 
thesis, The Southern Baptist Theological Seminary, 2014), 47. Pastoral residents are trained as part of the larger 
church development initiative for a year while simultaneously going through a two-year church planting and pastoral 
development residency. Peck describes this program “as part of the development ecosystem” with training elements 
such as “a robust application process, coaching structures for each student, character, doctrine and skill curricula, 
written and oral assessments, practical ministry experience, and placement structures.” Geiger and Peck, Designed 
to Lead, 214. 

28For example, residents at The Summit Church participate in the discipleship classes and forums 
through The Summit Institute while also receiving specialized training in pastoral ministry and church planting. 
Residents at Cornerstone Church take all the Cornerstone School of Theology courses while receiving specialized 
training and instruction in church leadership and pastoral ministry. Pastoral and church planting residents at Austin 
Stone Church also go through the Men’s and Women’s Development Program (offered to any qualifying church 
leader) and study pastoral ministry-specific topics through the residency program. 

29Three examples of churches that offer full master’s degrees through their institute approach in 
 



22 
 

                                                                                                                                                             
partnership with a seminary are Lakeview Baptist, The Journey, and Cornerstone. Lakeview Baptist Church offers a 
M.Div. through The Southern Baptist Theological Seminary. Newton, “Local Church Leadership Development,” 
249-61. The Journey Church offers a Master of Theological Studies (M.T.S.) through Midwestern Baptist 
Theological Seminary (MBTS). And Cornerstone Church offers a M.T.S. through MBTS. Details of the two MBTS 
partner programs at The Journey and Cornerstone can be found on the MBTS “Three Fourteen (MTS),” accessed 
May 5, 2017, http://www.mbts.edu/academics/masters-studies/mts-degree/three-fourteen/, and “Ames Extension 
(MTS),” accessed May 5, 2017, http://www.mbts.edu/academics/masters-studies/mts-degree/ames-ext/.  

30Corresponding program websites related to these institute approach programs are Austin Stone, 
accessed October 7, 2015, www.austinstoneinstitute.org; Cornerstone, accessed December 16, 2016, 
www.cornerstonelife.com; The Summit, accessed May 5, 2017, www.summitrduinstitute.com. 

31George Mason, Preparing the Pastors We Need: Reclaiming the Congregation’s Role in Training 
Clergy (Herndon, VA: The Alban Institute, 2012), 2. Mason provides detailed practical information on how churches 
can construct their own pastoral finishing residency using Mason’s Wilshire Baptist Church as a model. Mason further 
explains a pastoral residency: “Residents begin to get a feel for the pastoral role and for the nuances of ministry. 
They perform all the duties of the pastorate, albeit under the guidance of a mentor pastor and within a supportive and 
engaging community of faith. This extends their training and enhances their readiness to serve in permanent pastoral 
positions in their next churches.” Ibid., 9. 

32For further explanations and definitions of a pastoral residency, see James P. Wind and David J. Wood, 
Becoming a Pastor: Reflections on the Transition into Ministry (Herndon, VA: The Alban Institute, 2008). Wood 
and Wind offer excellent reflections, definitions, and advice about finishing residencies that were a part of the larger 
Transition into Ministry effort by the Alban Institute. Wind and Wood define congregation-based residency 
programs as training approaches where “seminary graduates participate in full-time, two-year residencies in local 
churches. These programs are designed to give seminary graduates a sustained, reflective, and challenging encounter 
with the full range of pastoral roles, duties, and expectations within congregational life. In each program there are at 
least two and as many as four new pastors in residence, which allows for peer learning and shared reflection on the 
experience. Residents are paid full-time salaries, and are mentored by a network of people, including the senior 
pastor, a program director (in many but not all settings), and lay committees.” Ibid., 21. Wind and Wood describe 
common features of “practice-centered pastoral formation” through pastoral residencies: (1) reflective immersion, 
(2) pastoral mentoring, (3) engagement with peers-in-learning, and (4) support of the congregation. Ibid., 26-33. 

33Often these churches develop relationships with partner seminaries by working through seminary 
offices to recruit residency candidates from among the student body. For example, Christ Community Church 
recruits students from Trinity International Divinity School, offering a full scholarship for the final year of M.Div. 
studies in exchange for a two-year residency commitment after graduation. 

34An example of a pastoral residency program that implements these elements is College Church in 
Wheaton, IL. Participants of this two-year post-seminary program participate in mentored ministry, workshops, 
seminars, character assessment, skill development, church meeting observation, pastoral observation, and 
opportunities to preach and teach. College Church, “Training the Next Generation of Church Leaders,” accessed 
May 25, 2017, http://www.college-church.org/resources/training.php. 

35Corresponding websites related to these finishing residency programs are Christ Community 
residency, “Program Overview,” accessed March 30, 2017, http://christcommunitykc.org/pastoral-residency/; 
Wilshire Baptist Church, “Pastoral Residency,” accessed April 19, 2017, http://www.wilshirebc.org/learn/pathways-
to-ministry/pastoral-residency/. 

36The following is an explanation of why each church program was chosen, delineating how it fulfills the 
selection criteria. The selection criteria are (1) conservative evangelical congregations, (2) churches employing a 
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pastoral training approach within the categories determined in phase one of this research, (3) congregations that have 
an exemplary reputation for conducting their pastoral training program with excellence, and (4) churches that have 
trained pastors for a sufficient duration of time (minimally graduating one cohort or group of pastoral candidates). 
The South Woods training program was selected because it is a conservative evangelical church that employs an 
apprenticeship model, has an exemplary reputation by being mentioned in the literature, and has developed over 
twenty pastors, elders, church planters, and missionaries for over 35 years. The Capitol Hill training program was 
selected because it is a conservative evangelical church that employs a cohort program, has an exemplary reputation 
by being mentioned in the literature and by receiving the most mentions by the expert panel (4 mentions), and has 
trained pastors for 14 years graduating 27 cohorts of a total of approximately 160 people. The Cornerstone training 
program was selected because it is a conservative evangelical church that employs an institute approach, has an 
exemplary reputation evidenced by receiving multiple mentions from the expert panel, and has trained pastors through 
the CST for 8 years, graduating a total of 50 people, including 15 church leadership residents (3 cohorts). The 
Austin Stone training program was selected because it is a conservative evangelical church that employs an institute 
approach, and has an exemplary reputation by being mentioned in the literature and by receiving multiple mentions 
from the expert panel. Austin Stone has trained pastoral residents for 10 years, has trained 19 pastors through the 
pastoral and church planting residency, and trains approximately 250 leaders each year through the ASI Men’s and 
Women’s Development Program. The Christ Community training program was selected because it is a conservative 
evangelical church that employs a finishing residency, has an exemplary reputation by receiving several mentions by 
the expert panel, and has trained pastors through the residency for 12 years, graduating 27 participants. 

37Creswell describes the process of interpretation as “abstracting out the codes and themes to the larger 
meaning of the data. It is a process that begins with the development of the codes, the formation of themes from the 
codes, and then the organization of themes into larger units of abstraction to make sense of the data.” Creswell, 
Qualitative Inquiry and Research Design, 187. 

38Sharan Merriam, Qualitative Research and Case Study Applications in Education (San Francisco: 
Jossey-Bass, 1998), 194-95. Merriam uses these two categories to explain the stages of a multiple case study. 
Merriam describes the purpose of the within-case analysis as treating each case in a comprehensive manner in and of 
itself. Only then can one conduct cross-case analysis where the researcher in “a qualitative, inductive, multicase 
study seeks to build abstractions across cases.” Creswell also recommends to “provide first a detailed description of 
each case and themes within the case, called a within-case analysis, followed by a thematic analysis across the cases, 
called a cross-case analysis, as well as assertions or and interpretation of the meaning of the case.” Creswell, 
Qualitative Inquiry and Research Design, 101. 

39Michael Patton explains the importance of doing the within-case analysis first: “The analyst’s first and 
foremost responsibility consists of doing justice to each individual case. All else depends on that.” Michael Quinn 
Patton, Qualitative Research and Evaluation Methods, 3rd ed. (Thousand Oaks, CA: Sage, 2002), 449. 

40This protocol is based on Creswell’s six steps of data analysis, in Research Design, 196-201. A 
seventh step has been added to describe the cross-case analysis portion. 

41This organization process involved transcribing interviews, typing up final drafts of observational 
field notes, drafting field notes on other types of data, such as documents and audio-visual materials, and arranging 
the data into types based on the sources of information. 
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42Creswell’s suggestions for coding were followed in Qualitative Inquiry and Research Design, 184-85. 

This involved “winnowing the data” by developing a short list, adding codes up to 25-30 categories based on re-
reading of the data, and working to reduce and combine the codes into five to ten themes to use in the case study 
description narrative. The codes were a combination of “emerging and predetermined codes.” The predetermined 
codes were constructed from themes found in the literature review.  

43Within each conviction, character, and competency category, two subcategories are used to organize 
the research data of each pastoral training program. In the conviction category, subcategories are how each program 
(1) instills biblical and theological foundations and (2) develops knowledge in topical studies related to pastoral 
ministry. For character, subcategories are how each program (1) assists spiritual formation and (2) helps trainees in 
their personal development. Under the competency category, subcategories explain how each program (1) facilitates 
learning about the skills needed in pastoral ministry and (2) aids in the practice of pastoral ministry competencies. 

44Notable programs emphasizing Bible and theology are Cornerstone School of Theology (CST) and 
Austin Stone Institute (ASI). Both programs have participants study doctrine through cohort learning, lectures, and 
reading Systematic Theology by Wayne Grudem. The CST was particularly strong in this category as participants 
complete two master’s-level classes in systematic theology, Old Testament studies, and New Testament studies. 

45The Capitol Hill Pastoral Internship (CHPI) cohort program is exemplary in this category as interns 
develop a robust ecclesiology and observe how a healthy church demonstrates such beliefs. Reading 5,000 pages, 
writing 100 papers, and participating in a weekly three-hour discussion with Mark Dever and the entire CHBC staff 
certainly contributes to robust ecclesiological convictions. 

46The Austin Stone Institute, “Frequently Asked Questions,” accessed April 9, 2016, 
https://www.austinstoneinstitute.org/residencies/faqs/. 

47ASI partners with seminaries as their courses are received for credit at Southern Seminary and 
Southeastern Seminary to count as classes such as Systematic Theology I-III, Biblical Hermeneutics, Introduction to 
Missiology, Applied Ministry, and MAP Seminars. The CST contains an enhanced seminary partnership as residents 
receive a fully accredited M.A.T.S. through Midwestern Baptist Seminary resulting from their participation in the 
program. The Christ Community Pastoral Residency (CCPR) holds a strong partnership with Trinity Evangelical 
Divinity School as they are allowed on campus to interview and recruit students for their residency each year. 

48The CCPR finishing residency demonstrates this shared practice well. Residents are required to attend 
the Razors leadership program at Christ Community during the first semester. This requirement enables residents to 
get to know church members, brush up on doctrine, and learn important Christ Community values. 

49The CST institute is particularly strong in developing hermeneutics and homiletics in its residents. 
Participants take a course on hermeneutics and a practicum class on homiletics. In these learning environments, 
residents complete biblical genre-related exegesis exercises, discuss concepts as a cohort, write an exegetical paper, 
take tests, receive coaching from a field supervisor, preach to a group, and watch model sermons online. 

50For example, the Pastoral and Church Planting Residency (PCPR) at Austin Stone utilizes its training 
sessions to instruct residents about important ministry philosophies such as missional community, commitment to 
the nations, and mercy ministry. The residents at Christ Community read and discuss books that have been 
foundational to the church such as Work Matters by Tom Nelson, and Renovation of the Heart by Dallas Willard. 
During training meetings, residents also study topics related to the philosophy of ministry of the church and its 
guiding values such as faith and work, cultural engagement, biblical worldview, and spiritual formation. 

51Participants of the CCPR and the Austin Stone PCPR take spiritual discipline and character 
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assessments, make goals for growth, and receive mentoring and support from pastors and coaches. Austin Stone’s 
program is particularly thorough in spiritual formation mentoring as program directors and coaches provide help 
with pre-assessments, ongoing progress tracking, post-assessments, and facilitating cohort support structures. 

52Phil Newton, “Pastoral Internship 2015,” program description document emailed to author, June 27, 
2017. Both the SWPI and the CHPI emphasize spiritual formation through regular church involvement. They require 
interns to become members, participate in a community group, attend services, get to know congregants, and join 
special services with the conviction that as they do, they will grow in their character and walk with the Lord. The 
program director of the SWPI summarizes this emphasis well, “The pastoral internship is more than attending a few 
classes or preaching a few sermons. It’s about life in the body of Christ, engagement in gospel ministry, iron 
sharpening iron, building deep fellowship in Christ, and seeing Christian ministry from the perspective of a healthy 
congregation.” 

53ASI is particularly strong in developing the spiritual disciplines of its participants through strategies 
such as reading books about the disciplines, practicing the disciplines through cohort assignments, establishing 
rhythms of Bible reading and prayer, taking assessments, making measurable goals, and receiving support from a staff 
pastor or coach. 

54For example, whole person development is the top practice in the data for the CCPR. Residents 
schedule appointments with professionals for relational, physical, career, and financial counseling. They are offered 
meetings with a safe friend who is a trusted, non-staff member of the congregation. Participants also receive training 
on healthy habits of rest and on time management. 

55Observations of cohort gatherings in multiple programs were conducted. An informal meal was also 
shared with the cohorts of SWPI and CST. It was apparent these relationships greatly enriched the lives of each 
member as they discussed assignments, ministry experiences, family life, personal difficulties, and even debated the 
best restaurants in town. 

56The CCPR’s multiple layers of mentoring is an example of how a program provides opportunities for 
personal mentoring. During the course of two years, residents develop friendships with senior pastors, the program 
director, staff pastors, a campus supervisor, and the elders. The senior pastor at South Woods demonstrates 
exemplary personal mentoring by spending quality time with trainees. He explains the SWPI mentoring philosophy: 
“By building relationships and being accessible to the trainees, it opens the door for more intentional focus on 
training that affects more than just their ministry—it transforms their lives,” Newton, The Mentoring Church, 70. 

57The CHPI cohort program is notable regarding this practice as interns glean ideas for future pastoral 
leadership through consistent observation of meetings for elders, deacons, membership, Sunday service evaluation, 
and staff. CCPR participants observe each elder meeting and afterwards attend a separate debrief meeting to ask 
questions and learn about what transpired. This practice gives trainees a framework if they serve as elders in their 
future ministry 

58CHBC interns observe staff pastors teach and preach the Word, CCPR residents sit in on counseling 
sessions, and SWPI participants join the senior pastor for hospital visits. 

59The SWPI is notable in this category as program leaders regularly give participants opportunities to 
preach. Leaders then provide specific feedback on participant sermons to improve their preaching skills. 

60Benjamin Merkle and Thomas Schreiner, Shepherding God’s Flock (Grand Rapids: Kregel, 2014), 7. 
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