Vernon Alliance Church
Pastor Search Profile
June 2020

This document has been created to provide prospective pastors an understanding of
Vernon Alliance Church and the type of Lead Pastor the church is seeking to call
and hire.
This is the guiding document for Vernon Alliance Church Search Team.
Interested applicants should contact the Chair of the Vernon Alliance Church
Search Team and cc Errol Rempel, District Superintendent of the Canadian Pacific
District of The Christian and Missionary Alliance in Canada.
Search Team Chair – search@vernonalliance.org
Rev. Errol Rempel – errolr@pacificdistrict.ca
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I Introduction
1. Executive Summary
Vernon Alliance Church (VAC) has been without a Lead Pastor since October 31, 2019.
The Board of Elders made a decision to pursue an intentional Transitional process that would
help prepare the church for a thoughtful, effective pastoral search. The church engaged the
services Rev. Daren Wride to serve as a contract Transitional Coach.
This process has included a church health assessment. The goal of this process was and is to
search for a new Lead Pastor from a posture of greater health – spiritually, relationally,
organizationally, and operationally.
2. The Purpose of this Pastoral Search Profile




To help present a comprehensive picture of VAC to prospective pastors.
To help the VAC congregation have a better understanding of itself as a church body and
the type of Lead Pastor the church is seeking.
To help guide the Board, Search Team and congregation to explore God’s direction for a
Pastor.

This Pastoral Search profile reflects a process of research, evaluation, prayer, and collaborative
exploration with the congregation to address key questions. Important events of the history of the
church have been included to provide both the congregation and prospective pastors with a
clearer sense of context and understanding about how the past has shaped the present.
The description of the type of Pastoral Leadership needed has been developed based on the
history, community context, mission/vision and values that have been identified within the
congregation. The final segment, “What Kind of Pastoral Leader Do We Need?” is a summary of
the qualities desired in a Lead Pastor.
The Board agrees that the due diligence factor is vital in this current search process. A vital step
is spiritual discernment, trusting in the guidance of the Holy Spirit for the church and the
prospective Lead Pastor.
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3. Search Team Mandate
I. Purpose: The responsibility of the Search Committee is to facilitate and develop an effective
Candidate Search for a future Lead Pastor for VAC. The Search Committee will develop and
implement an interviewing process concluding with a presentation of a short list to the Board of
Elders (BOE) for the final interviewing and candidating steps.
II. Composition:
 Nominations of a member in good standing may be made by two members in good
standing using the form below and submitted to the BOE (via an elder, the Welcome
Desk or church office) for consideration by Sunday, March 29, 1:00 pm.
 The elders will draw from these nominees, the elders board itself and if necessary, the
wider congregation in appointing a Search Team that is broadly representative of the
church.
 The appointment is for up to a one year term, with the possibility of extension if needed
 The Transitional Coach will be an ex-officio member and will provide initial training and
then guidance for the Search team to ensure due process is followed.
III. Responsibilities
 To fully comply with CMA District policy for the Search process
 To conduct its work in a prayerful, Spirit-led manner
 Evaluate candidates based on the Pastoral Profile and Job Description
 Ensure a high level of confidentiality and compliance with the Privacy Act
 To be available for further work should the Board not accept any candidates on the short
list
 Fully document its activities for reference present and future
IV. Accountability and Limitations
 The Committee is fully accountable to the BOE
 The Committee shall report consistently and with full disclosure to the Board
 The Committee has no executive authority other than what is granted by the Board
 The Committee shall not disclose any information to the church staff or congregation
without permission of the BOE
V. Search Team Members – Giftedness and skills
 Spiritual gifts – discernment, helps, administration, servanthood
 A high commitment to confidentiality and discretion – not careless in conversations or in
handling sensitive documents
 Ability to evaluate prospective candidates through the vetting of resumes and interviews
with the prospective candidates and appropriate references
 Good researching skills, ability to follow search protocols carefully
 Above average listening skills
 Ability to work in partnerships with others and to work to deadlines
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A commitment to a consensus model of decision making at the Search Team level
Has confidence in the leadership of the Board of Elders to complete the Search

4. The Pastoral Search Process for Alliance Churches – an overview
Our local church constitution states: “The district superintendent shall suggest to the Board the
names of such workers as in his judgment have proper qualifications for senior pastor of this
church (who may be given another title). The Board shall give consideration only to candidates
approved by the district superintendent. The senior pastor of the church shall be called by the
Board and appointed by the district superintendent. Upon his appointment by the district
superintendent, the senior pastor and spouse become members of the church.”
A simplified view of the search process is as follows:
 The PST receives and reviews all applications.
 They may choose to do phone or video interviews as a part of this process
 Ultimately they will present a shortlist of the names of individuals who are a reasonable
match to the Profile to the Board of Elders (BOE)
 The BOE may choose to pre-candidate any number of the shortlist
 The BOE will ultimately invite one individual to candidate, after which a decision on
whether or not to call that individual will be made
 As above “The Board shall give consideration only to candidates approved by the district
superintendent.”
*Note: A more detailed search process can be found in the District Lead Pastor Search
Manual, a copy of which is made available to all Search Team members.
Diligence and Discernment
At the heart of this process are two critical steps. The first is due diligence - making certain that
the church and the applicants have an accurate view of each other. The number one reason most
pastoral searches fail is that the pictures each side presents to the other are not complete. The
second critical step is spiritual discernment, trusting not only in a due diligence process but also
in the guidance of the Holy Spirit for the church and the prospective Lead Pastor.
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II. Who Were We?
A Brief History of
Vernon Alliance Church
With thanks to the previous compilers of the history and records
of this church, and those who helped fill in some of the gaps.
Part 1: Establishment, 1953-1980
Vernon Alliance Church began in the living room of Ida Webster in May 1953. The first pastor
was Roy Batchelor. Meetings expanded into the Elk’s Hall. In 1955 a church was purchased on
the corner of 38th Ave and 27th Street. The radio program Echoes of Blessing was launched and
became a well-known ministry in the area for many years.
In June 1956 Pastor T.E Colley became the pastor, followed by J. Klassen. The growing church
purchased land at 2601-43rd Ave (the church facility current location) and dedicated a building
on July 15, 1962.
Pastor Klassen was followed by Dan Goldsmith, Henry Hiebert, Henry Young, Gary White and
then Stephen Larsen. In October of 1979 Keith Taylor became the assistant pastor. In 1980
Vernon Alliance Academy, for grades 2-9 was started with 37 students. In 1981 he became the
lead pastor.
Part 2: Growth, 1981-2004
Keith Taylor’s ministry was one of growth, with a six-year decline reversed in 1983. VAC was
considered the fastest growing Alliance Church in Canada with weekend attendance moving
from under 200 to over 600. A building project in 1988 resulted in a new sanctuary, larger lobby,
classrooms and washrooms, and was followed by an significant increase in attendance that fall.
Pastor Taylor moved to Beulah Alliance in Edmonton in June 1991 and his associate pastor Ian
Trigg became the interim lead pastor and ultimately lead pastor.
Pastor Trigg’s tenure was marked by continued growth, with weekend attendance growing to
well over 1000. Leadership and organizational steps such as clarifying the mission, vision and
core values of VAC took place under Ian’s leadership and became an established part of the life
and language of the church. In 1996 Vernon Alliance Academy was closed. Along with the
church’s first worship pastor, the annual ODE (One December Evening) was established.
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Pastor Trigg took a one year sabbatical in 2000 and Rick Rabuck, the associate pastor became
interim lead. When Pastor Trigg decided not to return to VAC, Rick became the lead pastor.
Rick’s unique style of leadership along with his ministry values and passion to reach the lost
created a shift in the life of VAC. There was an initial growth spurt due to a more seeker-driven
model of ministry, rich creativity in the services, effective outreach to the marginalized and
development of the compassion ministries. Yet this change and growth was soon followed by
dissension over those same issues and a decline in attendance from many long term members.
In the midst of this season, Rick was diagnosed with leukemia and stepped back from the lead
role for a time while undergoing treatment. During this time the elders and staff engaged in some
refocusing and upon Rick’s return the mission statement “Helping People Discover Jesus and
Become his Followers” was solidified.
Yet the unsettledness in the church continued, attendance declined and finances suffered. The
board of elders requested some assistance from the Canadian Pacific District of the C&MA,
which appointed a resolution team. This team interviewed elders, staff and past/present attendees
of VAC. They made several recommendations related to structure, operations and relationships.
Several staff members were released during this time. One of the recommendations was to solicit
further outside assessment of the life of the church, which was done. This resulted in further
recommendations, notably clarification of the roles of elders and lead pastor; elder/lead
pastor/staff relationships; and staff development.
Tragically, in the spring or 2004, Pastor Rabuck suffered a relapse. He resigned in March of that
year and passed away in August.
Part 3: Stabilization, 2004-2019
Following Rick’s resignation, the elders moved immediately into the search for a lead pastor.
Stuart McKnight was called from Sherwood Park and began his ministry the weekend following
Pastor Rabuck’s funeral.
Pastor McKnight’s arrival brought an immediate sense of both calm and momentum. Services for
healing, confession, forgiveness and reconciliation were held. Several gifted staff members were
added. The weekend services, children, youth and compassion ministries flourished. There was a
significant uptick in growth and giving.
The mission statement was retained and the current “Tree” with its four roots and four fruits was
developed. The church became known for its preaching and music and overall breadth of
ministry. Stuart’s teaching was life-giving for many with recordings of his sermon series ordered
repeatedly through his tenure.
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During this era, VAC saw a steady inflow of new people, but a corresponding outflow as well.
Beginning approximately 2006/2007, the church entered a period of plateau in weekend
attendance and ultimately a gradual decline.
Other notable events over the past decade include:
 the multi-phase Extreme Makeover which upgraded the main hall, the kitchen and the
Sound System
 The purchase of what is now the Arbour, which broadened compassion ministries,
increased parking and houses Common Threads and a recording studio
 Ministry College which went deep on a wide variety of topics
 The annual Baptisms at the Lake on the Labour Day weekend
 The annual ceilidh dance
In August of 2014 Pastor McKnight was granted a one year sabbatical. During that year, a
leadership team of four staff pastors and an elder was formed to oversee church ministries. Stuart
returned to VAC in August of 2015. Three of the staff pastors moved into shorter term
sabbaticals that fall.
In recent years the Soul Care ministry was established in the church. The church hosted several
multiple day seminars impacting hundreds of people from inside VAC, the community and the
province as a whole.
In the fall of 2019 Pastor McKnight tendered his resignation and completed his ministry duties at
the end of October.
In keeping with the policy governance model which had been adopted by the elders, the
executive pastor Dwayne Boyd stepped into the role of Interim Lead Pastor. The board of elders
also retained a Transitional Coach, Daren Wride, to assist with an assessment and the subsequent
search process.
As of the writing of this history in May 2020, VAC like all the other churches in the country has
been unable to meet in public services since early March due to the Covid-19 situation.

8

Who Were We? Some High Level Stats
Worship Service Attendance: 1953-2019
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*Note: The peak year on these charts is 1479, in 2001. However, there is strong evidence that
average attendance from ~2000-2010 was higher than the officially recorded numbers, actually
peaking at ~1800 in 2001.
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Professions of Faith 1953-2019
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The 332 of the 350 reported professions of faith in 1972 were related to revival
meetings with the Suteras. Note that there is also a gap from 1976-1988 in
reporting.
Baptisms 1953-2019 (A similar gap in stats from 1976-1988)
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General Fund Offerings 1990-2019
2,500,000.00
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Global Advance Fund (Alliance Missions) 1990-2019
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Note that substantial amounts were also given to other C&MA missions related
funds including Designated Specials and C&MA Canadian Ministries.
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Giving to non-C&MA ministries 1990-2019
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Who Were We: Observations
•
•
•
•
•
•
•

Innovative and energetic from the beginning
Initial wave of eight shorter term lead pastors (3.4 years average) followed by nearly four
decades of four longer term lead pastors (9.5 years average)
Became, and remains, one of the larger, notable churches in the Canadian Alliance family
Strong missions support and involvement
Significant, positive and lasting imprints from the four long term lead pastors and their
ministry teams
Broad-based ministry to diverse constituents
Historically high levels of volunteerism
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III. Who Are We Now?
Information about the VAC Congregation
Average Attendance 2019: 1005
Average Attendance 2020, the ten weekends pre-Covid: 879
Average attendance for the corresponding ten weekends in 2019: 1071
Paid Staff Overview as of March 2020:
 4 full time pastoral staff
 4 part time pastoral staff
 14 support staff
 3 facilities staff
Operating Costs for 2019: $133,000
This is the total cost of facilities, utilities, insurance, office supplies.
This does not include staff or ministry costs. In essence, it’s the cost to keep the doors open.
Some Results from the Assessment Survey of Early 2020
Of the 315 people who completed the assessment survey, slightly under 50% were official
members and slightly over 50% were not official members.
Time Attending VAC:

Age Group
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Church Background

Faith in Christ

In a ministry role?

Our weekend services are meaningful and relevant:
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We have a clear strategy to impact our community for Christ:

We have a strong sense of connection with one another in our church family:
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Our church has a clear sense of its unique purpose and mission in our
community:

Current Strengths and Challenges
Current Strengths
 Diverse, gifted staff with many unusually long term team members
 Community ministry and reputation
 Music and tech ministries, with many gifted committed volunteers
 Children and Youth ministry areas
 Breadth of ministry
 Passion for worship and prayer
 Compassion ministries
Current Challenges
 Lead Pastor Search in a shifting context
 Clarity of mission and vision for the next season
 Connectedness
 Reaching younger generations
 Building a healthy staff team
 A significant period of time without a worship pastor
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Key Result Areas Being Addressed Through Transition and Beyond
• Connectedness
• Staff health
• Next Gen Engagement
• Clarity of Mission/Vision

IV. What is our Context? (Information about the Vernon Area)
With the 2016 census data available, and the high volume of content available online,
prospective candidates are encouraged to spend some time researching our region.
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Comparison Between Vernon Population Age Groups (blue/left bars)
and the Ages of Survey Participants
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V. What Do We Hope to Become?
A decision has been made to define the broad strokes of the unique mission and vision of VAC,
and call a lead pastor to join with us in the refining and implementation of that mission/vision.
The broad strokes of the unique mission/vision of VAC is aligned with the purpose of all C&MA
Churches in Canada which is “to glorify God by proclaiming the Good News of Jesus Christ and
persuading men and women to become His disciples and dependable members of His Church.”
We summarize this purpose as “Helping People Discover Jesus Christ and Become His
Followers.”
Helping People: Every single person in the Vernon area
Discover Jesus Christ: A lifelong process marked by key steps of surrender and breakthrough
Become His Followers: What we refer to as The Tree displays the way this works out in our
lives. It explains our Discipleship Model and core values:

20

Other important features of VAC’s current DNA and future aspirations:
1. We are a Word and Spirit culture.
While we are a fairly broad theological community, we are orthodox in the historic
Christian sense and adhere to the Statement of Faith of the C&MA Church in Canada.
We value the clear, compelling, relevant teaching of God’s Word.
We are open and eager for the presence and ministry of the Holy Spirit. We believe in
praying for and ministering to one another in the power of the Spirit.
2. We want to reach younger generations including children and their families, youth and
young adults. We know we need to be more effective in ministry to those under 30.
3. We desire to grow in our connectedness with each other and our pastors, and in our
ability to warmly welcome newcomers to the VAC family.
4. We are called to serve people of every social group in our area. Care and compassion
ministries are a significant part of the life of our church.
5. We have a heart for sending, giving and going to local and global missions, and are
engaged in many active missions partnerships.
6. We want VAC to be an excellent place to work, a place in which our staff are cared for
well.
7. We have valued and benefited from gifted worship leadership and an engaged
worshipping congregation. We want to continue to excel and grow in this area.
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What Kind of Pastoral Leader Do We Need?
The information provided in this profile has been developed to help prospective pastors and the
congregation of VAC have a greater sense of clarity about what kind of pastor the church needs
at this point in the church’s ministry journey.
Applicants must be a citizen or permanent resident of Canada and licensed, or qualified for
licensing, by the Canadian Pacific District of the Christian and Missionary Alliance of Canada.
If not accredited, applicants are required to be accredited with the Christian and Missionary
Alliance before any interview with the Board of Elders is scheduled or any candidating process
is initiated.
Educational requirements include theological training at a Bachelor degree level or higher from
an accredited school, or acceptable equivalents, and a clear bias towards lifelong learning.
*****
VAC is seeking a gifted, confident leader. Our ideal candidate will be a strong, biblical
preacher/teacher, a person of the Word led by the Spirit. This person will have a healthy sense of
humour, relate well to people of diverse generations, backgrounds and social groups.
We are looking for a leader to join us in crystalizing VAC’s vision for the next season of
ministry, help us become more connected with each other and more effective in reaching our
community. A key part of this role will be building and caring for a healthy staff team which will
serve, equip and empower the congregation for our mission. A willingness to embrace our welldeveloped policy governance model is also essential. (See Appendix re: Policy Governance)
Primary Character Traits
 Highly relational, approachable, friendly
 Compassionate, shepherding
 Humble, transparent
Primary Ministry Competencies
 Strong preacher/teacher, applying the Word to life
 Builder of healthy staff and ministry teams.
 An effective mentor and delegator
 Skilled, proven complex organizational leadership
Leadership Style
 Motivational, inspirational
 A relational, collaborative team player
 Wise, situational, Spirit-directed leadership, discerning God’s voice and walking in
surrendered obedience to Him.
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Appendix: Serving as Lead Pastor in a church that functions with Policy Governance


This document attempts to explain some key issues a Lead Pastor needs to understand if
working within a Policy Governance model. For many Lead Pastors this is new territory.

I A Really Simple Explanation of Policy Governance
The Policy Governance model is a method of creating clear lines of leadership authority and
accountability in order to provide a maximum amount of leadership freedom for the Lead Pastor.
The church determines what it desires to see happen. These are called Ends. The church also
defines what it does not want to see happen - things that would jeopardize the church achieving
the Ends. These are known as Executive Limitations. The church then empowers the Lead
Pastor to determine how to lead the church to achieve the Ends by any methods he/she believe
will be effective. The Lead Pastor may not violate the Executive Limitations.1
II Some Fundamentals for a Lead Pastor serving in a Policy Governance Model
1. Understand that the Policy Governance model de facto shapes the Lead Pastor’s role to
function as the Chief Executive Officer of the Church. Much of this responsibility may be
delegated but it cannot be abdicated.
2. Fully understand the core values and fundamentals of Policy Governance.
3. Have a very clear picture of the Ends (usually known as the church’s mission and vision) Be
certain that your understanding of the Ends is congruent with the Board’s understanding of the
Ends. You will be evaluated based on how well you lead the church to achieve the ends.
4. Understand that as the Pastoral CEO you are highly empowered to make decisions and
implement strategies and methods with your staff team and lay leaders to achieve the Ends.
5. Recognize that the Board will define what you cannot do through written policies known as
Executive Limitations. Inside of these limitations you are free to lead and to act in collaboration
with your team. You do not need to continually seek permission from the Board - a significant
shift in empowerment and accountability from other governance models.
6. Clearly understand and review regularly the Executive Limitations and put in place a method
to audit whether or not you, the staff and lay leaders are adhering to the Executive Limitations.
Create a system whereby you know that these policies are being adhered to. (e.g. a perpetual
calendar)
7. Regularly clarify with the Board what you believe are reasonable interpretations of the Ends
and Executive Limitations.

1

This explanation is provided as a simple overview. For a fuller explanation of Policy Governance see Boards That
Make a Difference and Reinventing Your Board by John Carver and Miriam Mayhew Carver. For Pastors serving in
the Christian and Ministry Alliance see Foundational Documents for CMA Leaders and other Policy Governance
resources provided by the District Office
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8. Work very closely with the Chair of the Board – the Chief Governance Officer (CGO).
Clearly understand the role of the CGO and work in partnership with the CGO toward Board
health and effectiveness.
9. Be sure to respond wisely, graciously, but firmly to individual Board members who may try
to exercise individual authority over the staff. (this is a common issues for Elders who are
learning how to function within a Policy Governance model) If an individual Elder persists in
functioning outside of their governance role be sure to work with the CGO to address this.
10. Ensure the church staff understands the Policy Governance model and how it affects them.
11. Accept and embrace your role as an empowered spiritual leader in the church and learn how
to do it effectively – a life long journey. It is an empowering governance model that frees you to
lead. Read, discuss, pray, find mentors and network with other pastors who function within the
Policy Governance model.
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