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What is the Purpose of a Candidate Assessment?
For the Committee:

· To have a clearer picture of the strengths, limitations and vulnerabilities of the candidate

· To have a clearer picture of the candidate’s likely potential for ministry and appropriate ministry contexts for the candidate
· To have recommendations to address areas of needed growth for the candidate

For the Candidate:

· To increase the candidate’s self-awareness and self-understanding of strengths, limitations and vulnerabilities

· To increase the candidate’s realism about ministry and various ministry contexts and how they fit the candidate’s interests, aptitudes and skills

· To understand and accept recommendations for growth supporting experiences

· To develop a foundation for healthy ministry attitudes and practices

What Happens During an Assessment?
· There is extensive pre-program preparation required of the candidate. He/she needs to allow enough time to prepare adequately.
· The assessment is either a two-day individual process or a three-day group experience.
· During the assessment the candidate will complete other inventories and have “homework” to do in the evening.
· The candidate will meet primarily with a counselor and have one hour consultation with a psychologist. The group assessment process includes structured group exercises.
· The candidate will receive feedback about what the key themes and recommendations of the report will be.
What Inventories are Used and Why?
· The Auto-biographical Questionnaire and Medical History Form provide important historical data, suggest capacity for openness and self-understanding, and provide a context for understanding the results of other inventories. 
· Psychological Inventories to identify both positive and negative psychological features, symptoms, and patterns.

· Minnesota Multiphasic Personality Inventory-2 (MMPI-2): Recognized as well-validated instrument for identifying factors such as anxiety, depression, low-self esteem, health concerns, interpersonal difficulties, problems managing anger, etc. It also identifies positive factors related to self-confidence, resilience, concern for others, responsibility, etc.

· Sentence Completion: Completion of sentence stems may identify areas of concern, willingness to acknowledge positives and negatives, capacity for self-reflection, unusual thought patterns, etc.

· Personality style inventories to identify preferred manner of operating in the world, natural strengths and corresponding weaknesses.

· Myers-Briggs Personality Type Indicator (Step II): Identifies preferences in four areas – whether one is energized by the interior or external world; whether one is drawn toward the realm of the practical/factual or the imaginative/conceptual; whether one tends to make decisions with the head or the heart; whether one approaches life in a structured or a flexible manner. The Step II version identifies 20 sub-scales that provide a more nuanced description.
· Wagner Enneagram Personality Style Scales: Identifies the candidate’s preference among 9 personality styles and his/her tendency toward operating out of the positive or negative aspects of that style. Also suggests likely response to stress and provides recommendations for achieving healthy balance in one’s natural style.
· Vocational and other inventories which may be used to identify skills, interests, reactions to various pastoral roles, academic/intellectual strength

· Strong Interest Inventory: Compares the candidate’s interests with people in a wide variety of occupations, including clergy. Additional scales address work style (preferring to work with people or alone), interest in leadership, preference for academic or practical learning contexts, and tendency toward risk-taking. This inventory does not identify skills.

· Campbell Interest and Skill Survey: Identifies candidate’s interest in a broad range of occupations and also level of confidence in exercising various skills. Often used with older candidates who have a significant occupational history.
· Skills and Satisfactions Inventory: The candidate responds to a wide range of skills, identifying those in which he/she feels highly proficient and his/her level of enjoyment in exercising those skills.

· Ministry Role Identification Profile: The candidate prioritizes six classic pastoral roles: scholar, healer, prophet, designer/facilitator, manager/director, and parson/priest.
· Expectations of the Pastor’s Role: The candidate notes his/her anticipated level of comfort/enjoyment in 34 typical pastoral functions.

· Self-Care and Wellness Assessment: A holistic look at self-care in which the candidate identifies areas for desired improvement.

What Can We Expect in a Report?
· Key, formative elements of the candidate’s personal history, with an indication as to their relevance to the candidate’s anticipated functioning in ministry.

· An integration of the counselor’s and the psychologist’s clinical impressions with the results of the psychological testing.

· An integrated portrait of the candidate, not a series of disconnected descriptions.

· An individualized portrait of the candidate, not “boiler-plate.”

· A readily understandable portrait of the candidate, not filled with technical or obscure language.

· A clear portrait of the candidate, where his/her issues and their relevance to likely pastoral functioning, are named directly and not “hinted at.” 
· Recommendations which are clearly related to areas of needed growth and our sense of the candidate’s capacity for this growth.
What Should We Do with the Report?

· Read the entire report and contact the counselor if parts seem unclear or confusing.
· Engage the candidate regarding his/her own response to the assessment and report, including the recommendations.
· Integrate your own sense of the candidate and his/her history with the input from the report.
· Use the recommendations in the report as a starting point for identifying areas the candidate should address and ways of doing so.
