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FLEFC Staffing Recommendations 
Oct 16, 2018  

 
In April 2018, Pastor Lorin Bergin announced his resignation as lead pastor at FLEFC due to health concerns. In 
response, the FLEFC board formed a Ministry Directions Committee (MDC) to help develop recommendations 
for the next lead pastor appointment, to assess current strengths and future needs of the church, and identify 
possible options to match these needs effectively.   
 
The MDC committee consisted of:  John Auxier (lead elder)-chair; Ruthann Robinson (FLEFC board member) 
and three members at large: Don Page, Robyn Lorensen, Martin Fandrich. 
 
The work of the Ministry Directions Committee (MDC) 
In addition to information gathering, members of the committee have logged significant time preparing materials 
for meetings, in email chats, and met fully six times over three months, plus numerous meetings with all staff and 
selected individuals. Methods of information gathering included: 
 

• May 28 AGM focus groups looking at strengths/areas of need over 70 members  
• Requests for input from the congregation were made in the bulletin and via email 
• Informal conversations over summer, people shared ideas and hopes with MDC members.  
• All FLEFC staff had individual interviews with the committee 
• Additional interviews conducted with selected individuals representing key demographics in the church in 

August. 
• MDC email prayer reminders were sent to the congregation in June, July and August. 

 
Questions considered: 
How many staff should a church our size have? The conclusion is that there is no real way to determine this 
with a formula of some sort, practices differ widely, and it depends on many variables. Having said this, on the 
continuum of church size/staff numbers, FLEFC has been well staffed, and probably does not want to increase 
FTE (consult with Rob Stewart - district) 
 
What are we doing well currently? What could be done better? What do we need to thrive in the future 
that we are not doing? What’s on the horizon for us? 
It was our conviction that the process of considering the main questions needed to be anchored in what would be 
best for the congregation moving forward. Here is a concise summary: 
 
Preserve and build upon our strengths and resources: 
• High value on expository Bible preaching 
• Pastoral care is valued and important to us. 
• Two trusted, talented, and well-liked associate 

pastors are already in place 
• Good relationships in our total staff team       
• Meet our annual budget regularly. 
• Prayer ministry, and authentic/deepening 

connection with the Lord are important to us 

• Outreach is a strong desire, e.g. cooperation with 
local schools; the adoption of a refugee family 

• Dedicated children’s ministry with two part time 
staff 

• Missionary support stable and consistent 
• Demographic and ministry group strengths: 

Junior High, Young Adults, Seniors 
• Welcoming, friendly congregation with new 

visitors and attracting new members 
 
Major areas to address in our next phase at FLEFC 

• A comprehensive Discipleship strategy for 
every level of ministry  

• A comprehensive system of small groups for 
enfolding newcomers, ongoing member care 
and discipleship growth. 

• Youth Ministry has been in maintenance 
mode and needs attention for our future. 

• Children’s ministry numbers are in decline  
• Improve board communication with the 

congregation 
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• Improve leadership development 
opportunities and communication at all 
levels 

• More responsive and accountable 
supervision of staff  

• Strengthen and empower lay leaders 
• Elders need better organization  
• Worship is an area that needs more 

intentional pastoral vision and supervision

 
How do we hire a new lead pastor? From outside or promote from within?  
 
Given our strengths and needs assessment, we explored and tried to consider a wide range of possibilities without 
prejudice; to think through the pros, cons and risks. Additionally, we kept in mind the potential impact of 
particular choices on finances and the stability of existing staff. It was clear that all scenarios will require the 
board to consider revising existing job descriptions to better meet future needs. Finally, we realize that all 
leadership options involve unknowns and risks—it’s all about tradeoffs, best guesses, hopes, and faith. 
 
A wide variety of possibilities (12) were considered. The most frequent suggestion from the congregation was to 
hire from within. It was important to consider both external and internal possibilities. 
 

• No matter what scenario is adopted, positions will change at FLEFC.  No change is not an option nor can 
it be expected to please everyone.  

• The needs of the congregation have to be the priority in staff deployment. 
• While there will likely be some mental adjustments and reflective processing involved, we have 

confidence in the godly character and professionalism of our staff to trust that God is in this direction. 
 
Option A - External hire options 
These included options such as:  

1. Keep the same staff model we’ve had for the last 5 years, hire a new lead pastor from outside  
2. Hire a half-time lead pastor; leave existing associates in place  
3. Hire a transitional pastor and postpone the decision. 

 
There are some overlapping concerns as well as distinctive advantages to each of the above. One of the great 
advantages is that it would allow us to look for a person with successful experience leading a congregation our 
size; current staff arrangements remain unchanged; this should bring new ideas to address our weaknesses. This 
would be true to a degree in all three of the above scenarios.  
 
However, we believe there are significant considerations involved with another external hire for lead pastor 
 

• Prolonged uncertainty not desirable for the church 
• Hiring externally at this time has the problem of unknown quantities, for the church and existing staff 
• Our current situation is very healthy overall 
• FLEFC has a strong preaching team already in place, experienced associate pastors and staff, a stable 

board, and a consistent vision additionally informed by congregational assessment with the surveys and 
interviews of the MDC.  

 
 
Option B - Doing an internal hire 
The two most common suggestions from church members to consider were: 

1. Make existing associates co-lead pastors. 
2. Promote one of our associate pastors into the lead pastor position, specifically mentioning Jason Lavergne 

in this regard.  
 
B1: Make existing associates co-lead pastors.  
This approach has the benefits of recognizing the complementary gifts and growing maturity for our associates, 
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emphasizes teamwork, would avoid a lengthy search process, and not potentially offend the one not promoted. 
However, the consensus of the committee is that it would not be the wisest option, for a number of reasons: 
 

1. Co-lead models have generally proven themselves to be unstable, both in churches and organizations, rarely 
lasting more than a year or two.  While appealing theoretically, and avoiding having to deal with saying 
“no” to one or the other existing associates, it’s highly problematic in reality. Typically, initial good 
intentions erode as differences in vision, leadership style and personality gradually create power struggles 
and foster division down the road, negatively impacting those being served and setting back the entire 
organization. So while a possible approach, its poor track record puts the church at risk  
 

2. Readiness: We strongly affirm both our associates, but believe readiness for a lead role is the key question 
easily overlooked by the co-lead model. While both our gifted associates were hired at the same time, there 
are differences in age and vocational church ministry experience.  

 
3. Team: One of the appeals of the co-lead model is that it appears to be very “team” oriented. But it would be 

a mistake to think there is only one model that reflects this value. We assume the existing team ethos at 
FLEFC must continue in any redesign. 

 
B2: Promote one of our associate pastors to the role of lead pastor. 
This is our preferred scenario and we believe it will be the most beneficial moving forward.  
 

 
 
Staffing Recommendations of the FLEFC Board  
 
Recommendation 1: Promote Jason Lavergne to the lead pastor position. 
Jason’s name repeatedly came up in feedback from many members to the committee as our next potential lead 
pastor. Here are some of the reasons we believe this to be a good call: 
 
In addition to his 4+ years in his current associate’s role, pastor Jason has six years additional experience on staff 
at FLEFC as youth pastor going back to the 1990s, giving him deep roots in the congregation. He has strategic 
connections with TWU staff, faculty and alumni due to his work as a residence director. He has shown himself to 
be a strong preacher, good at pastoral care, working across generations, voices a strong interest in outreach, and 
has a demonstrated track record developing leaders in his areas of responsibility. He has demonstrated a caring 
relationship with his own family. Jason has essentially grown up in our church over the past 20 years as a trusted 
member, pastor and team leader.  
 
Recommendation 2: Ongoing coaching by an experienced lead pastor/consultant for Jason Lavergne. 
We believe Jason has demonstrated a growing capacity for this role, and will be able to carry out this new 
challenge, but we also recognize that he lacks experience being the pastor of a multi-staff church. In order for him 
to be successful, we recommend FLEFC formally contract with an experienced senior pastor consultant for 
ongoing coaching/mentoring the first 1-2 years.  
 
Recommendation 3: Alter existing pastoral position from Pastor of Community Life to Pastor of 
Congregational Life and Discipleship 
The reality of FLEFC is that we need to work on a number of areas that are currently not addressed fully. This 
position would remain at the associate level in terms of reporting status, and the portfolio would reflect more 
focus for the discipleship needs of the church. It is assumed as well that ongoing mentoring and professional 
development can be part of this.  
 
Recommendation 4: Hire a new 0.5 Youth Pastor by summer of 2019. 
Youth ministry needs more focused attention in the near future, according to our assessment. The promotion of an 
associate to lead role opens up budget for hiring in this needy area. 


