
 
 
 

CHAPTER ONE 
 

RECRUITING OF STAFF 
 
 
 
 
 
 
  

Last week at Oakwood Fellowship1 they combined classes in the junior 
high and high school for the third Sunday in a row. At Bethany Church 
children attended the worship service with their parents, because there 
wasn’t anyone to run the preschool church time. At Central Church three 
teenagers were pulled out of their Sunday School class to help in the nursery. 
If there is one predominant Christian education challenge, it’s the 
recruitment of people to serve!  
 My annual surveys of churches, including a study of over 1,000 
pastors, reveals the number one challenge that leaders face is finding enough 
volunteers to staff their ministries. But who’s to blame for this crisis? Is it 
primarily spectator Christians who want to be ministered to, rather than to 
minister? Or have churches generated this dilemma? 
 The merchant explains, “You get what you pay for.” The farmer states, 
“You reap what you sow.” I believe staffing is a problem in some churches 
because church leaders have made it a problem. We are not victims of 
circumstance. Let me illustrate.  
 Many program directors use impersonal means for recruiting workers, 
and then wonder why these people feel nobody cares. Frequently, churches 
abandon teachers to multiple years of service, without ever asking if they 
need a break. Once these workers eventually quit, leaders wonder why they 
are not willing to take a new position. Pastors “cry wolf” from the pulpit so 
frequently that their appeals gain little response. Boards generate more 
programs than it is possible to staff. Churches buy into a cognitive model of 
education, which convinces people that they are not expert enough to teach. 
Publishing houses develop sophisticated materials for ordinary people, and 
wonder why these teachers struggle. It is true, we are reaping what we have 
sown: a numerically inadequate and insufficiently trained teaching staff.  

                                                                 
1 The examples given in each chapter are drawn from specific congregations, though sometimes they are 
composites drawn from several congregations. While the names have been changed, they represent actual 
church situations.  



 One pastor assessed the problem this way: “When I do workshops on 
recruitment, I continue to be amazed at the haphazard way Christians are 
recruited for ministry. I am convinced that there are people to do the job, but 
they need to be approached the right way.” Another pastor admitted: “My 
greatest problem is dealing with folks who could fill teaching positions, but 
are afraid to because they feel inadequate, or do not want to be ‘stuck’ in a 
position ad infinitum.” 
 Yes, it is true that people are busier than ever. Yes, more families have 
dual income earners. And yes, more volunteer opportunities exist in the 
community that did years ago. Nevertheless, churches still have sufficient 
human resources to accomplish their strategic mission. Do not despair; there 
is hope. Be assured of this fact: if poor practices have encouraged staffing 
problems, then good procedures will encourage staffing solutions.  
 Churches that have sufficient volunteers for their programs 
understand the dual nature of staffing: (1) the recruitment of new workers; 
and (2) the retention of effective teachers. A church with high retention in 
volunteerism needs very few new teachers. Conversely, the church that has 
higher turnover is continually seeking new personnel.  
 A congregation experiencing difficulty with staffing its discipleship 
program should consider the following questions: (1) Does our church culture 
encourage service? (2) Is our desired program staffable? (3) Do we have a 
vehicle for coordinating service? (4) Do program directors know how to recruit 
prospective workers? (5) Are willing prospects adequately prepared for 
ministry? (6) Is prayer central to our staffing procedure?  
 The remainder of this chapter gives consideration to each part of this 
staffing checklist.  
 
 

A  Culture that Encourages Service 
 

When I worked in campus ministry, I would often hear students say, “I 
don’t have to go to church to worship God; I can worship him on a mountain.” 
I agree in principle with those students, but what they failed to recognize is 
that no one can grow in isolation. Spiritual maturity requires service to 
others. Jesus called servants into his kingdom, not lords. The challenge for 
church leaders is not simply to fill program vacancies; it’s the broader task of 
opening peoples’ horizons to the privilege of service. Developing the attitude 
that the “normal” Christian serves is fundamental to all recruitment efforts.  
 The picture of Christian service is painted by both instruction and 
example. People must hear clear expositions of Scripture regarding the 
importance of service. I’m not talking about motivation by guilt, but rather 
the systematic explanation of personal stewardship aimed at heart and mind. 
Second, people must see service embodied before them. We can preach 
servanthood, but until we provide opportunities for our people to observe it, 
we are only “a sounding gong.”  



 Many people in the auditorium do not perceive the totality of ministry 
possibilities, and therefore struggle with where they might fit. An 
atmosphere that encourages service helps people become aware of the 
substitute teacher, the person who cooks a meal, the individual who provides 
occasional transportation or the volunteers who answer the phone. Effective 
recruitment begins with opening people’s eyes to the diversity of service 
possibilities.  
 The pastor can use the pulpit to emphasize the importance of 
ministering to one another. Some pastors offer prayers of commitment for 
program volunteers. Many encourage teachers by passing on positive 
feedback received from parents. Others illustrate sermons with examples 
gleaned from teachers. 
 The church newsletter can cultivate a positive attitude toward service. 
A periodic lead article from the pastor lets members know that he or she 
personally values the education ministry of the church and esteems those 
who serve in it (an example of this type of article follows the end of this 
chapter). Each newsletter can also highlight a particular ministry. The article 
should inform people about the program, but can also commend those 
workers who are serving faithfully in that department. A “Focus on Youth” 
for example, may relate current themes of study, but will also seek to boost 
the image of the ministry team.  
 The family of God is another means of highlighting service. Each week 
a three minute personal witness can be shared by a member of the 
congregation. When introducing these people their area of ministry can also 
be mentioned. The purpose of these faith stories is threefold: 1. to help people 
know others in the growing church family; 2. to have them share a brief 
testimony clear enough so that a non-believer in the congregation could 
understand how to become a Christian; and 3. to illustrate that followers of 
Jesus serve others. The family of God helps people realize that “average 
people like me” can minister in the church.   
 A membership seminar can do more than introduce people to the 
uniqueness of a local fellowship; it should also encourage ministry. For 
example, the last session of our membership class presented “Service in the 
Body of Christ.” After a biblical presentation on personal stewardship, I 
would frankly state: “We are not involved in a Sunday School contest, or 
trying to impress anyone with statistical growth. You are free to attend 
church without being a member. However, if you desire membership, then we 
expect you to be an active member, and that means serving in this local 
assembly. For the sake of this fellowship, but also for your own spiritual 
growth, I encourage your participation.”  
 Our application for membership requested a faith statement and other 
personal information on one side, and service/skills information on the 
reverse side. People were encouraged to check several ministries that were of 
interest to them. Assurance was given against overcommitment, yet 



assistance was provided for finding a meaningful role. Those desiring to 
follow through with membership would meet with two elders to share their 
statement of faith and discuss their Serving Christ Form. (An outline for a 
session on church service is located at the end of the chapter).  
 Exposure to teacher training is another way to cast vision. While 
teacher training is typically designed to improve the skills of people already 
involved in a program, I frequently encourage others to attend these sessions. 
Exposing prospective volunteers to fellow Christians who are serving helps 
them catch the vision. As a result, some will take their first step toward 
personal ministry. When people know they can attend a class, no strings 
attached, they are more likely to accept our invitations to observe a class, 
view a video or attend a seminar.  
 There are many other ways to build a culture of service. One church 
schedules a kick-off dinner after morning worship one Sunday in early fall. 
The event is open to everyone, and they use videos and live presentations to 
overview the whole educational ministry. In another assembly the pastor 
makes it his practice to highlight a program each month during the 
announcement time. Several congregations conduct a church-wide ministry 
fair to make people aware of their discipleship ministries. At open houses, 
and even at business meetings, churches highlight their programs through 
pictures and Power Point presentations. Some large congregations staff a 
series of booths (similar in appearance to airline ticket counters) with 
program descriptions and information on volunteer service opportunities. 
Other churches use their home Bible study ministry to disciple young 
Christians, and to encourage them into volunteer service.  
 There are many good ways to expose people to the value of service. 
Manipulation through guilt is never one of them. However, cultivating a 
positive environment where service is viewed as normal and beneficial for 
personal growth produces long term results. 
 
 

A Staffable Program 
 

After my wife and I were married we towed a 4’ x 6’ U-Haul to Denver. 
Two years later we left seminary for Arizona in a small Ryder truck. Eight 
years later we moved to New Jersey. This time our belongings were loaded 
into half of a United Van Lines trailer truck. Six years later we moved to 
Minnesota filling nearly all of a 45’ Allied van. How is it that we  collect so 
much baggage in our journey through life? While that’s a subject for another 
book, let me suggest how the same phenomenon occurs in churches.  
 Christians in the early church met in homes; three centuries later they 
owned common property and buildings. Over the years the buildings 
escalated in size, as did programs and budgets. The Sunday evening service 
is a primary example. With the invention of the coal-gas light (1792), 
American churches added Sunday evening services. Since these new lamps 



were too expensive for private use, curiosity seekers flocked to public 
buildings that illumined the night. Pastors began evangelistic services that 
were targeted to the many nonbelievers who would not attend a morning 
service. For decades that “form” worked in the culture. Today, however, some 
churches have refused to dismount, even through that horse is dead.  
 In addition to multiple worship services, most churches have added a 
Sunday School. Next, youth meetings were developed, followed by children’s 
church time. Vacation Bible schools have become a staple, and club programs 
are proliferating.  
 Music ministries have also flourished. It is common in a number of 
large churches to have several choirs, praise teams, bands, orchestras, 
ensembles and perhaps even hand bells.  
 Ushering has developed from a pick-up game just before the offering, 
to an orchestrated team effort, seating people, and distributing bulletins 
(wherever bulletins came from).  And don’t forget small groups, assimilation 
teams, men’s ministries, women’s ministries, the media center, as well as the 
dozen or more standing committees required by constitutions.  
  

Fifty years ago we didn’t solicit people to lead the kid’s choir; 100 years 
ago we didn’t burn out teachers in summer day camps; and 1,800 years ago 
we didn’t need personnel for the decorations committee.  
 I’m not saying we should strip away all our programs. In fact, I 
advocate specialized ministries for church growth. But the question still 
remains: “When is enough, enough?” Some churches may have a larger 
program, while others of necessity must have a smaller program. The key is 
how much program a congregation can realistically staff. No church can do 
everything well. 
 Choirs, committees, and clubs all compete for the same human 
resources. Beyond this, most churches do not even acknowledge that some of 
their members should minister outside of their local flock, as ambassadors to 
the community. Realistically speaking, each congregation must decide for 
itself if its program is staffable. And equally important, it must make sure 
that it is using volunteers for maximum impact.  
 
 

A Vehicle for Coordinating Service 
 

How long has Alice Smith taught the juniors? Would Bob Reed like to 
do something other than ushering? Has Janet Clark ever been asked to 
serve? Unless a church has a system for tracking service, and a strategy for 
coordinating recruitment efforts, it will never realize its staffing potential.  
 If we are convinced that Christians cannot be all that God wants them 
to be unless they ministering to others, than we must be certain that 
everyone is given opportunity to serve. A church data can assist us with this 
challenge. 



A good data base will include a detailed record of attendees’ volunteer 
service over the years, both within and outside of the church. The record 
system should be inclusive of all past service, as well as areas of interest to 
the congregants. Unfortunately, many new members are bombarded by 
indiscriminate requests from the youth coordinator, choir director, nursery 
coordinator or club leaders, while others are overlooked altogether. Our right 
hand must know what our left hand is doing.  
 The individual who maintains the church data base should sit on a 
personnel committee consisting of ministry heads and the senior pastor. In 
the smaller church these program leaders are volunteers, whereas in a larger 
church they are frequently members of the professional staff. In one 
Midwestern church the program directors meet weekly to discuss individuals 
for possible areas of ministry.  
 Building a solid data base does not happen over night. As visitors 
become regular attendees, their information can be added (including service 
in former churches). Longer-term members can be surveyed during an 
extended offertory in the morning worship service to update their records. 

The richest information in people, however, is gained through direct 
personal involvement with members. The average congregation has staffing 
difficulties because it has not taken the time to develop a balanced program, 
and because it does not truly know the backgrounds, aspiration, fears, 
involvements, and potentials of its people. Through one-on-one interviews 
and visits leaders can communicate that they are personally interested in 
their people and in their growth.  
 Now you’re possibly thinking, “Wait a minute, Bill Barclay would blow 
up if he knew we kept a record of his service (or more accurately stated, his 
lack of service).” I agree, but the person who voices greatest resistance to this 
system is likely the person who needs it the most. Perhaps Bill has been 
contacted five times, and five times he refused to serve. Typically these 
people are allowed to remain as “deadwood.” But they, too, are saints that 
must be equipped. We need to know why Bill isn’t serving. Perhaps the 
problem is with us; perhaps something is going on in Bill’s life for which we 
can provide help. What ever the reasons, the data base’s notations on Bill 
should serve as a reminder for concerted prayer on his behalf by the 
leadership. 
 Children need teachers, Bible studies need facilitators, widows need 
their homes painted and ministries need prayer support. There is not a single 
person in the congregation who cannot participate in some area of volunteer 
service. Just as the disciples went door to door teaching the Gospel, so too we 
need to take the message of service into the homes of our members, especially 
the inactive ones. If this endeavor leads a person to withdraw from 
membership, then the church will be better off in the long run. Christ 
reminded believers that he would rather they be hot or cold, but not 



lukewarm. With this conviction we must draw people into service, 
coordinating their volunteer efforts.   
 
 

A Proper Approach with Contacts 
 

All too frequently churches solicit people for service through SOS pleas 
from the pulpit or in the bulletin. In a hallway, in a classroom, or even in the 
sanctuary, people have been pressured to teach. One pastor accurately 
observed that “general pleas for volunteers cheapens the ministry and gives 
little motivation for service (usually guilt is the driving force). Individuals 
should respectfully be offered a ministry that they accept with a genuine 
sense of call.” 

Placing the right people in the right jobs eases the long-term burden of 
recruitment, because it reduces teacher turnover. Another pastor expressed it 
this way: “Even though recruitment is our major problem, it is also our 
strongest point. We choose our leaders carefully, looking for Spirit-filled, 
vision-oriented people. Their dedication solves a lot of problems.” 
 I believe there are several prerequisites for recruitment. 

First, it is essential that we use ministry descriptions. How can people 
prayerfully consider a position when the particulars of that ministry have not 
been explained? The prospective teacher has a right to know the details of a 
job, its length of tenure and available resources. While there are many 
different forms for these descriptions, I prefer a simple four-part format.  
 Each ministry description begins with a “definition” of the position. 
Second, “relationships” are defined (Who is the supervisor of the worker?). 
The largest section of the description delineates the “responsibilities” of the 
position. Perhaps as many as seven to twelve very specific statements of 
behavior are spelled out precisely. Last, “qualifications” for the position are 
noted. If the person must be a member, the description should state such. If 
certain skills are needed (e.g., tactfulness, ability to lead people, or deep love 
for children), these should be expressed. A sample job description is included 
at the end of chapter 8. 
 A second prerequisite for recruitment is the service contract. I believe 
there is value to making one-year appointments to service. Increasingly 
popular, however, are nine-month appointments (school year terms), 
especially where churches run a different type of program in the summer. 
Near the completion of each contractual period, workers can agree to another 
year of service, change areas of ministry or take a break between ministry 
terms. A sample appointment to service form is included at the end of this 
chapter.  
 In addition to prerequisites for recruitment, let me describe some 
principles of recruitment. 

The principle of exposure affirms that the more visible the recruiter, 
the more likely he or she will receive a favorable response from the contact. A 



person is more likely to say yes to a friend or someone with whom she is 
familiar, than to a stranger. Where trust and integrity are already 
established, the volunteer is more likely to believe that the recruiter is not 
just interested in filling a vacancy. Exposure may be from the leader’s 
reading of Scripture during worship, or through attendance at church socials. 
Success in recruitment is related to the prospective worker’s familiarity with 
the recruiter.  
 The principle of sowing is another way to express the importance of 
recruiter visibility. The more we sow by way of relationships with people, the 
more we will reap from them. While this might sound manipulative, it is not 
the case. Remember, our primary motivation is to help people grow through 
meaningful service. Filling a ministry opening is a means to assist them. A 
program director that is friendly at church, makes contact off campus and 
sends a card or note will more likely succeed in recruitment.  
 The principle of team spirit also facilitates recruitment. Program 
leaders focused only on their own staffing needs do not help the church’s 
overall ministry as much as leaders who keep a big picture outlook. Some 
directors may try to pressure people into an area of service regardless of the 
prospect’s giftedness. This practice rarely produces a long-term worker. Much 
better is this approach: “I understand, Bob, you would rather work with teens 
than children. Let’s pray that God will lead you into a meaningful area of 
service, and let me also mention to Amy Swenson, our youth coordinator, that 
you might be interested in doing something with our students.” 
 Invitations in recruitment begin with setting up an appointment. 
Churches that report success in recruitment indicate that they approach 
workers on a one-to-one basis. “Hello, Chuck, this is Fred Johnson, the 
director of our boys’ club. We’ve been having a great time with our guys, and 
because of our growth we want another man to join our leadership team. Our 
pastoral staff thought you might enjoy this type of ministry, and suggested I 
make an appointment to describe the club. Our meeting would not put you 
under any obligation to make a commitment. In fact, we would want you to 
have a week to talk and pray about it with Barbara. I need about thirty 
minutes of your time to explain our program. Could we meet together on 
Wednesday evening at 8:00, or would Saturday morning at 10 work better for 
you?” 
 At the meeting, Fred began on a motivational note, stressing the 
importance of the club in leading boys to Christ and in discipling them. Then 
he described the format of the program. Next he worked through the ministry 
description, which specifically explained what he wanted Chuck to do. He 
noted that the appointment to service was for nine months, and then clarified 
the resources available to assure Chuck’s success (Fred’s own availability, 
their monthly leaders meeting, and the fall training program). The leader 
concluded his time with Chuck in prayer, indicating that he would call him in 
a week to learn of his decision.  



 Fred’s follow-up contact was by telephone, and he subsequently shared 
Chuck’s response with the personnel committee. Since Chuck was willing to 
undertake this new ministry, Fred began helping him prepare for his new 
ministry.  
 
 

Early Preparation for Service 
 

Our Lord Jesus ministered among many people. Vast crowds witnessed 
his miracles and heard his teachings, and some of them responded to his 
invitation, “Follow me.” In Mark’s Gospel we observe Christ’s strategy for 
training: “He appointed twelve – designating them apostles – that they might 
be with him and that he might send them out to preach” (Mark 3:14). Jesus 
used a modeling and field education approach to teaching. Long before the 
Great Commission, and even before his men were sent out two by two, the 
disciples had been with Jesus, observing him.  
 What a contrast is practiced in many churches. Frequently volunteers 
barely say yes, when teaching resources are shoved into their hands, and 
they are thrust into a class.  
 New teachers benefit greatly from observing class sessions prior to 
assuming responsibility for their own class. In fact, some program 
coordinators even encourage the observation of one or two teaching sessions 
before they ask a potential volunteer to join a team. Whether they observe a 
live teaching situation, or view a class on video, new teachers profit from 
seeing and discussing examples of what is expected of them. Program 
directors are wise to recognize the positive connection between early 
preparation and successful recruitment. A church that is serious about 
recruitment will ease people into their new teaching responsibilities. 
 
 

Ongoing Intercessory Prayer 
 

Prayer is presented last in this chapter not because it is less 
significant, but because it is so critical to recruitment. The prayer life of 
Jesus serves as an example for all believers, especially for those who lead his 
church.  
 The Gospel accounts record that Jesus prayed about the twelve. Before 
he selected his disciples he spent all evening in prayer (see Luke 6:12ff). It is 
naïve for a program leader to approach a prospective worker without first 
bathing that encounter in prayer.  
 Second, Jesus prayed in the presence of the twelve. Before breaking 
bread, Christ prayed; after ministering to the crowds, he prayed; at the 
raising of Lazarus, he prayed. So noticeable was his prayer that the disciples 
asked him, “Teach us to pray” (Luke 11:1). Teachers should pray with their 
students; program leaders should pray with their workers; and personnel 



committees should pray by name for prospects. Jesus not only prayed about 
the twelve, but he demonstrated prayer in their presence.  
 Third, Jesus prayed continually for the twelve. In his high priestly 
prayer Christ prayed specifically for his disciples (John 17). Even with the 
crucifixion weighing heavily upon him, Jesus still interceded for others (see 
Luke 22:32). Similarly, committed program leaders will not just pray about 
prospective volunteers, but will continue to intercede for the ongoing needs of 
their staff.  
 Fourth, Jesus asked the twelve to pray. Our Lord’s challenge to the 
disciples is equally applicable to us: “Watch and pray so that you will not fall 
into temptation” (Matt 26:41). There is no greater temptation to those 
involved in recruitment than to first speak to people about the ministry, 
rather than to first speak to God about these people. Do we really believe we 
can succeed in staffing while neglecting his command: “Ask the Lord of the 
harvest, therefore, to send out workers into his harvest field” (Matt. 9:38)? 
 Because prayer is so central to staffing, we dare not restrict 
intercession to a personnel committee or program leaders. One pastor, for 
example, periodically prints requests and distributes them to “the pastor’s 
prayer corps,” a group of people specifically committed to intercession. Just as 
Jesus asked the Twelve to pray, we too must make prayer the center of our 
staffing efforts.  

 
 

 
 
 

Conclusion 
 

Last year Hillcrest Church had staffing problems, but this year for the 
first time they have every discipleship position filled! They recognize they’re 
not out of the staffing woods for good. In fact, four months from now they face 
twelve possible vacancies, not counting the special education class they want 
to start. 
 But their people are cultivating healthy attitudes toward lay ministry. 
They are building a culture that gives prestige to service. Their existing 
volunteers believe they are doing an eternal work, and prospective workers 
are exposed to these servant attitudes. As a church they are positively 
praying for others to answer the call to service.  
 Will Hillcrest Church fulfill their staffing needs for next year’s 
program? I’m confident they will. Your church can do the same.  
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A Check list for Recruitment 
 

Does our church have… 
 
q An Atmosphere That Encourages Service 
 
q A Staffable Program 
 
q A Vehicle for Coordinating Service 
 
q A Proper Approach with Contacts 
 
q Early Preparation for Service 
 
q Ongoing Intercessory Prayer 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 

Sample Newsletter Lead Article 
 
 

 
“PASTORAL EPISTLE” 

 

“Your Serve?!” 
 

 Recently I saw my fourth-grade Sunday School teacher. He is one of those 
special men who has shaped my life. Believe it or not, he has prayed for me every 
day since I first entered his class 33 years ago! 
 Would you be available to shape a child’s life? We still have over 100 
openings for teachers and helpers to minister in our children’s ministries this fall. 
The greatest need is during the 9:45 A.M. Sunday School hour, but other 
opportunities are at 8:30 AND 11 A.M. and 6 P.M. on Sundays, plus Wednesday 
evenings.  
 The reasons to say “no” are many: “I’m busy.” “We don’t want to miss our 
adult congregation.” “Sure don’t want to be tied down each week!” “Too new to 
Wooddale.” “Already served my time – let someone else do it!” 
 The reason to say “yes” is one: We are disciples of Jesus who “come not to 
be served but to serve.” 
 Don’t wait to be asked. Volunteer! (Call our Children’s Director or write a 
note on your registration card.) When asked, say “yes.” 
 For the children’s sake. 
 For your sake. 
 For Jesus’ sake. 
 It’s your serve! 

 -- Pastor Leith Anderson 
 

 
 
The article is from The Wooddale Witness, if Wooddale Church, Eden Prairie, 
Minnesota. Its value is three-fold: It communicates a need for teachers; it 
affirms that the pastor values church service; and it gives visibility to the 
Children’s Minister (the one who will make recruiting contacts). Used by 
permission. 
 
 
 
 
 
 
 
 



 
 
 

Outline on Church Service 
 

 
“STEWARDSHIP IN THE CHURCH” 

 
I. OUR POSITION IN CHRIST 

(2 Cor. 5:17): Because He has blessed us with all spiritual blessings, 
our hearts respond with the desire to serve.  

 
II. THE LORD’S OWNERSHIP 

(Ps. 24:1-2); Rom. 14:3): Since He owns everything, my time, talents 
and resources are actually His.  

 
III. THE CHURCH’S MINISTERS 

(1 Cor. 1:1-2; 2 Cor. 3:5; 2 Cor. 5:18): Christ has given the ministry of 
reconciliation to all believers, therefore every member is a minister of 
the church.  

 
IV. THE BODY OF CHRIST 

(1 Cor. 12:12-27): All Christians are members of the Body of Christ, 
and for the Body to function, all must become actively involved.  

 
V. THE PRINCIPLE OF FAITHFULNESS 

(Matt. 25:14-30): believers are accountable and will be judged for how 
they manage the time, talents and resources that God has entrusted to 
them. 

 
VI. THE EXAMPLE OF STEWARDSHIP 

(Mark 10:45; John 13:35): If Jesus did not come to be ministered unto, 
but to minister, we also should serve.  

 
VII. STEWARDSHIP OF FINANCES 

(Luke 16:10-13; Matt. 6:19ff): Use the worksheets on “the Christian 
and finances” to establish your personal plan for giving.  

 
  
 
 
 
 
 



 
 

Appointment to Service Form 
 
 
 

MY COMMITMENT TO SERVE IN CHRIST’S CHURCH 
 
 

As a Christian education worker, I will: 
 

• Follow the leading of the Holy Spirit in my daily life. 
• Maintain the spiritual disciplines of prayer and study of the Bible.  
• Participate in congregational worship and fellowship. 
• Cultivate caring relationships with nonbelievers. 
• Serve faithfully according to the responsibilities in my position 

description 
 
I understand that my commitment is for this coming school year. 
 
Please sign two copies, then return one copy to your program leader, and keep one 
copy for your own record of commitment.  
 
 
 
 
Name______________________________________________  Date_________________ 
 


