Facts on MSP and thoughts around motivators that should be considered or at least thought about:
MSP – The MSP cannot and is not intended to be a complete job description.  Instead it is to highlight key areas to help a potential Pastor understand if they have an interest in submitting their application for this opening.  There are multiple places that the MSP calls out the need for the Pastor to work with youth.
1) Under “Gifts of Ministry” one of the 5 “very helpful” gifts is “Be effective in working with youth”.    While this was designated as “very helpful;” and not a “Top priority” as this position is not focused solely on youth ministry, it is still expected that the Pastor will work with the youth.
2) Also under “Gifts of Ministry” a top priority in this section is “Help people develop their spiritual life”.  In this case, it is all ages, including youth.  
3) Under “Mutual Expectations”, section B states:  Spiritual Counselor:  Actively seek to know our congregation and establish relationships so members are comfortable seeking spiritual advice and help with life’s situations”.  Congregation means all in our congregation including youth.  To emphasize this, the next statement highlights youth stating:  “This area of activity also encompasses leading teaching for First Communion and Confirmation” and “Adult and youth education expertise also would be desired”.
4)  One of our top 3 goals is our Youth priority.  We specifically state that the Pastor must 
5)  Staff oversight:  Org chart, which is included with the MSP for all potential applicants.
a. The Org chart states clearly that the Youth Coordinator” position reports directly to the Pastor. 
b. [bookmark: _GoBack]The high level role of the Pastor states “Lead and teach First Communion and Confirmation” as well as “Assist adult and youth education as needed”.
c. “Provide day to day direction for staff”.  Clearly for the Pastor to provide this direction, they must be involved with youth and build relationship with the youth and their families.
6) Pastor Arthur and Pastor Karen’s job description.  I think we can go back to the job descriptions for hiring these two Pastors and understand the descriptions related to youth.  In both cases, we had both Dori and a Youth Education role so it is comparable to current Pastor we are looking for related to youth.  I can do this documentation if it is needed and helpful.
7) I completely expect that the Call Committee has prepared questioning for the interview related to youth and working with the youth.  This is the Key priority for LCR so I would believe fully that this will be an important discussion during interviews.  I can verify with the Call Committee, if needed.  The expectation should be that the Pastor is very involved with all ages within our congregation so leading First Communion, teaching Sunday School (if it would work-moving to a different time/date), teaching confirmation and even Neighborhood Camp or other opportunities I would feel would be an expectation of all Pastors we hire (as it has been fully for all Pastor’s in the past). 
Some thoughts  and Millennial generation (born 1980-1994) and Generation Z (1995-2012)
· Current employee is the very end of the Millennial generation and but also close to Generation  Z.   Therefore, understanding motivation and drive can be more complicated.  Knowing what keeps your employee happy is very important.  It is NOT often what you think should keep them happy or motivated and clearly not what Baby Boomer or Generation X is motivated by.  
· It is important to know that the descriptions (you can find tons of info on this) of the ‘generations’ is a general view and everyone does not follow precisely these descriptions but these can help to understand generalizations and lead to deeper questions with a particular employee to understand what motivates them.
· Another complication with your current employee is that given this is a part-time position, motivation and ability to be flexible could be more of a driver for the individual.  Too much structure may be a negative?  Ask!  Find out what motivates your employee.  SCJ has clearly had to modify the work environment to accommodate the various younger generations (alcoholic drinks for some locations on Friday afternoons in the workplace, ping-pong tables, game rooms, flexibility beyond what was the “norm”, etc.)  While we, as a very small organization, cannot accommodate many of these things, focusing more on what we can do will be a benefit.
· Millennial:  Her is the gist from “Glassdoor for employers”
· Prioritize Transparency:  Be honest and open with millennial employees.  They would rather be involved with the inner workings of their company than be kept in the dark.  
· Flexibility Is a Perk sure to motivate Millennial.  This can include remote working and unlimited vacation time.
· Set out clear paths for Millennial Career Progression.
· Hold Regular Performance discussions.  Allowing them to routinely receive and deliver feedback, gives them a voice, and enables them to connect with their managers and team.
· Motivate with paid Time off – work life balance is a priority.  Paid time off can really motivate them. 
· Encourage a sense of teamwork.  Social connections are important…enhance teamwork, promote goodwill, and keep your employees more engaged while they’re at work.
· Remember the importance and value of psychological safety.  They need to feel heard and that their opinion matters.  They also need to know that if they make a mistake, it’s safe to admit it without fear.  
· Give your Millennial Employees purpose and responsibility.    For Millennial Employees, careers are about more than just paying the bills:  they also want purpose.  With a mission and plan in place, managers can and should step back and trust employees to do their jobs well.
· Encourage Innovation and Experimentation.  Millennial like to bring something extra to the table.  Allowing them to showcase their creativity and innovation will help them be more engaged employees and increase their performance.
· Motivate with Recognition an Appreciation
· Pay Competitively
· Think about your other employees:  With Cheryl and Glen we have had to “modify” pay and review our flexibility to keep them happy.  Sometimes I have had to move slower than I would like with some changes to the job, simply because I realize we need to keep this particular employee.  Or we have made some decisions that are not necessarily the direction we have wanted to keep the employee.  Not always the best so must think through this carefully.
· It is important to be fair with all the employees and treat them with same benefits and understanding, etc.
· While there may be a good vision for the youth coordinator position (or the vision may not be that good), is the youth coordinator aligned with this vision?  Does that vision “fit” the needs of the current youth coordinator?  Will you “die on the sword” for that vision?  Is it that important to the church?  Is the church behind and supportive of that vision or is it one person or a few people’s vision? If you are happy with the youth coordinator, then maybe you need to adjust the vision and/or timing?  If you are not happy with the youth coordinator, then it may not matter to you. 
· LCR does not have career paths for the employees….too small of an organization.  Thus, other motivators are needed to be emphasized even more.  
