Policy on the Installation of Elders
Xenos Christian Fellowship Cincinnati

I.
The Office of Eldership

A.
The office of eldership is one of the two offices prescribed in the New Testament for the leadership structuring of a local church.
  Eldership is the highest office described in the New Testament, while deaconship is a second office subordinate to the office of eldership. 

B.
In Xenos Christian Fellowship Cincinnati (XCF), an elder is the equivalent of what people usually think of as a Senior Pastor.  An elder’s responsibility is oversight of the entire local church.  We are somewhat unique in that we believe the best policy is to have a plurality of eldership (i.e., more than one Senior Pastor).  While there is no ideal number of elders described in the New Testament, we believe that it is best to have at least three elders and more if possible.  We currently have four elders in XCF Cincinnati.  When we believe that God is raising other elders, we will follow the policy below.

II.
Qualifications for Eldership

A.
Elders are to be appointed based on the qualifications that are prescribed in the New Testament.  Broadly speaking, this includes:

1.
Moral / Character qualifications as specified in the Bible, specifically, 
1 Timothy 3 & Titus 1.

2.
Functional qualifications which include:

(a)  Knowledge and application of the Bible.  This includes the ability both to teach and to critically evaluate what is true and what is false according to the Bible (See 1 Timothy 3; 2 Timothy 2, 3 & 4; and Titus 1).

(b) “Hard workers”. A demonstrated lifestyle of sacrificial service to those inside and outside of the church (1 Thessalonians. 5:12-13; 1 Corinthians. 16:16; Philippians 2:29-30).

(c) A stable family life (1 Timothy 3 & Titus 1).

B. There are some added preferences of Xenos Christian Fellowship Cincinnati and are not mandated by the Bible.  Because these are preferences, there is some degree of flexibility in applying the following criteria.
1.
Completion of CORE LEADERSHIP COURSE requirements (or equivalent).

(a)
Christian Principles (4 quarters)

(b)
Servanthood I & II (2 quarters)

(c)
Home Church Leadership (1 quarter)

2.
The ability to reproduce leadership at the home church level and plant churches. 

3. A seminary degree is NOT required.  While we believe in the value of a seminary education and encourage those who wish to pursue one, this is not required for eldership in this church.  Reasons why this is not a requirement:

(a)  It is not mandated by the New Testament.

(b) We are a fellowship based on home churches which are informal in their structure. The leaders of these groups are indigenous and non-professional (i.e., not hired paid staff).  We believe that God calls all Christians to significant ministry whether they are full-time Christian workers or are employed in a secular setting.  If one of these indigenous, non-professional leaders is being raised by God for eldership, we see no reason to erect a barrier of requiring seminary education for appointment to the office of eldership.  Seminary education often requires dislocation, travel, time away from family and away from indigenous ministry.  While this may be an option for some, for others it is not.  

(c) Extensive Bible training, recognized as high quality by seminarians and other professional Christian workers, is available both in XCF Columbus and XCF Cincinnati and is required for eldership.  If additional seminary training is desired this is encouraged and supported but not required.

C.
For a more detailed description of New Testament qualifications, see the following papers written by Dennis McCallum and Gary Delashmutt  (Lead Pastors, XCF Columbus).

1.
Leadership or Polity in the Local Church  (http://www.xenos.org/classes/servanthood1/leadership.htm)

2.
Qualifications for Elders (http://www.xenos.org/classes/servanthood1/elderreq.htm)

III. Appointment & Continuance  Process

A.
It is primarily the responsibility of the existing elders in the church to discern who God is raising up for eldership.  In stating this, we are following the example of the New Testament church (see, for instance, Acts 14:23, 15:22-23, 20:28 and 1 Timothy 3:1-ff., 4:14).

B.
The Procedure:

1.
The current eldership must agree unanimously on nominees for the office of eldership.

2.   As specified by our Code of Regulations (Article III, Section 3), after a probationary period of a minimum of 90 days (preferably much longer), the existing eldership will decide whether or not to nominate an individual as an elder candidate.  This probationary period will involve informal and formal mentoring of potential nominees as deemed appropriate by the existing eldership (this usually involves attendance and input at elders meetings and feedback from the elders). 

3.   Upon unanimous agreement, the elders will announce the nomination to the entire church.  A minimum of 30 days will be given to allow members of the church to provide comments about the elder candidate.

4. After the minimum 30 days, the Ministry Team, comprised of officially appointed deacons, will vote to elect or not elect a nominee to the office of eldership. (See Policy on Installation of Deacons and Qualification for Ministry Team membership).

5. After being elected, an elder will be subject to a vote of continuance every two years.  This will involve a vote by the Ministry Team to either continue or discontinue the holding of office for each elder.  A two-thirds (67.0%) majority will be necessary for continuance in office.  Elders are not permitted a vote in this process.  It is strictly limited to those Ministry Team members who are not elders.

IV.
 Authorities and Duties of Eldership

A.  General supervision and charge of the operation, property, affairs, and finances of the church

B.  Responsibilities specified in the Code of Regulations Article III, Section 2 which include:

1.  
Insuring that members of the church staff (voluntary and paid) are maintaining high standards regarding their ethical and professional responsibilities.

2.  
Providing general supervision over the programs, property, affairs, staff, and finances of the church.

3. Employing, evaluating, and reviewing the functions and performance of all church staff (paid and volunteer).

4. Developing policies and guidelines for mutual and consistent guidance and operation of the church.

5.   Exercising such other powers as are necessary, appropriate, and consistent
      with the law, the Bible, the Articles of Incorporation, and the Code of
      Regulations.

C.
Other responsibilities include:

1.  
Leadership training.  This includes the education and mentoring of current and potential leaders in the church.

2.
Establishing the overall vision, mission, and goals of the church.

3.
Consulting with Deacons to offer input, guidance, and direction.

4.
Establishing budgetary priorities and submitting new expenditures to the Ministry Team.

5.  Ongoing theological training and the dissemination of theological material via papers, courses, and teachings.  Training may include the following: 

(a) Personal research.

(b) Taking courses offered by XCF (Columbus & Cincinnati) and other churches or organizations.

(c) Seminary Courses.

V.  Issues Concerning Removal from Eldership

A.
Voluntary removal.  

1. At times, an elder may feel unable and/or disqualified to carry out his responsibilities.  Sometimes this perception is not valid and the other elders need to point this out, offer encouragement, and urge him or her to press on.  Of course, if an elder insists on resigning, he or she is free to do so. But we recognize that there are various pressures involved in holding this office, and most elders feel this way from time to time.

2. When an elder does resign voluntarily, it is to be understood that there are no guarantees that he or she will be reinstated.  In order for reinstatement to occur, the above policies would apply as well as the discretion of the eldership of the church.  

B.
Handling false or over-exaggerated accusations against an elder.  

1. Because of the nature of the office of eldership, it is to be expected that elders will, on occasion, be accused of wrongdoing.  We are involved in spiritual warfare.  Undermining the authority of the leadership of the church is an age old and quite effective tactic of Satan.  

2. The Bible, therefore, tells us to take accusations against an elder very seriously.   In 1 Timothy 5:19, the principle is taught that we should not accuse our elders of wrongdoing, flippantly.  If an accusation of wrongdoing is brought to attention of the elders, an investigation needs to take place.  

3. In determining the validity of the accusation(s), the other elders will discuss the matter with the accused elder, the accuser, the accuser’s Home Church leaders, the Home Church leaders of the accused elder, and any other key parties.  If the accusation proves false, the accuser will be soundly rebuked and action will be taken to restore the elder’s good name (if necessary).

4. If the accusation proves valid, the following policy will be followed.

C.
Handling valid accusations.

1. A valid accusation means that through the process of investigation, it has been determined that some wrongdoing has taken / is taking place.

2. Some instances of wrongdoing may result in immediate dismissal others may not. (See Below).

3. In 1 Timothy 3:19-20, we are told that there are cases, when confronted, an accused elder can repent and not be dismissed.  However, if the elder continues in a non-repentant state, he is to be rebuked “in the presence of all”.  This may include the entire church or just the Servant Team.  This will be up to the discretion of the elders in consultation with the Servant Team.  If after being rebuked “in the presence of all” and still not repentant, this would result in dismissal.  

4. Dismissal will require a majority vote by the existing elders and by the Servant Team.

D.
Wrongdoing that would result in immediate dismissal.

1. The following are examples of the types of wrongdoing that would result in immediate dismissal from eldership: separation or divorce from spouse, domestic violence, sexual misconduct, sexual abuse of a minor, felonious crimes and serious misdemeanors, financial impropriety, and any other major offense deemed serious by the elders.  

E.
Other occasions for dismissal:

1. Long-standing pattern of unrepentant sin not deemed as serious as the wrongdoing listed in Section V, B., 1. (above).

2. It is determined by the existing eldership that a fellow elder is, for whatever reason, unable to carry out his responsibilities. 

VI.
Issue Pertaining to Paid Eldership

A.
The New Testament is clear that it is valid to pay some elders for their service to the church (see, for example, 1 Timothy 5:17-18, Galatians 6:6, 1 Corinthians 9:8-14).

B.
In XCFC, determination as to who gets paid and the setting of salary, is the responsibility of the elders and the deacons.

C. Determining full-time status.

1. Paying individuals to do full-time Christian work is based on the current needs of the church as well as budgetary constraints.  The elders have the responsibility for determining the need and financial feasibility in consultation with the Servant Team.

2. One priority in determining to pay an individual is based on 1 Timothy 5:17 (“Those who work hard at teaching and preaching”).  Teaching needs include:

a. High quality Central Teachings

b. High quality equipping. We believe that equipping Christians to do God’s work is of utmost importance and requires in-depth teaching and training.  This involves developing and teaching classes.

c. On-going theological training via personal research, classes and seminars, and possible seminary training.

d. Dissemination of the above via teachings, classes, and papers.

3. Another priority is administrative needs which include:

a. The development of policy.

b. Maintaining a budget.

c. Oversight of centralized ministries in the church (e.g., Children’s Program & Youth Ministry).

4. While all of the above is the responsibility of all of the elders, to us it makes sense to employ one or more (as need and budget dictate), in order to more efficiently carry out these functions.

D. Setting Salary & Determining Benefits

1. Salary is to be set by the elders in consultation with the Deacons.

2. The salary of all staff is to be considered public knowledge.

3. Salary considerations are based on the following:

a. A full-time elder should make enough money to support a family, which also includes medical insurance.

b. A full-time elder should be limited to a modest but comfortable salary.  There should be no motivation for people to become an elder based on becoming wealthy. 

� Section I is based on the paper “Leadership or Polity in the Local Church” Dennis McCallum and Gary Delashmutt (Lead Pastors XCF Columbus) available at � HYPERLINK "http://www.xenos.org/classes/servanthood1/leadership.htm" ��http://www.xenos.org/classes/servanthood1/leadership.htm�


� According to the New Testament, the local church is a localized expression of the universal church (which includes all Christians).  In this paper, when referring to our local church, it is in reference to the entire XCF Cincinnati.  For more on the definitions of the local and universal church see the papers entitled  “What is the Universal Church” and  “What is the Local Church” both written by Dennis McCallum and Gary Delashmutt (Lead Pastors XCF Columbus) available at http://www.xenos.org/classes/servanthood1/index.htm


� These courses are based on those developed by Dennis McCallum and Gary Delashmutt (Lead Pastors XCF Columbus).  Courses can be taken in Columbus, in Cincinnati (when offered), or through any other means approved by the existing eldership.


� Due to the awkwardness of using “him or her” or s/he, I have chosen the politically incorrect option in referring to elder as “him” or “he”.  This is not to suggest that only men can become elders.  This is a matter of debate amongst Christians – the discussion of which is beyond the scope of this paper.





Policy written by Eric Smith (2002) in consultation with XCF Cincinnati Eldership Team and Servant Team


