EVALUATION OF THE EXODUS PROJECT
Report to the Central Texas Annual Conference

In November 2010, the Central Texas Annual Conference (CTC) adopted the “Exodus
Project, a transformational roadmap for a church in transition.” This “project” represents a
substantial undertaking to create a judicatory body that responds appropriately to the needs
of the church in a rapidly changing world. The Exodus Project timeline called for a review of
the project by an outside consultant after June 2014. This document presents the results of
that review.

WHAT IS THE EXODUS PROJECT?
The Exodus Project clarified that CTC exists to “energize and equip local churches to make
disciples of Jesus Christ for the transformation of the world.” It recognized that CTC’s
geographic area is an increasingly “unchurched” mission field with a population of over 4
million people, of which only about 1.25% are members of United Methodist churches. This
represents a huge opportunity to make disciples and an extensive transformational
challenge at the local church and annual conference levels.
CTC’s answer to this challenge, as outlined in the Exodus Project, was to emphasize
serving local churches. This meant a new orientation that is captured in the statement:
The conference exists for the local church and not the local church for the conference.
CTC’s expectation was that this new mindset would result in churches having a greater
awareness of their mission field and being more engaged in reaching that mission field, with
the ultimate result of increasing their fruitfulness in making disciples.
To support this shift, the Exodus Project identified a number of changes to be made by
CTC:


Restructure the conference organization and reduce costs. The conference office
was to be organized into three “centers,” all of which would contribute to the goal of
“energizing and equipping local churches.” The number of districts was to be
reduced from seven to five with corresponding cost savings.



Focus conference efforts and resources. As part of the reorganization, the three
centers were expected to focus more narrowly on initiatives that would accomplish
the mission. They were also expected to shift away from programming and toward a
role of “resource broker.”



Reduce administrative burdens. The amount of time spent on committees, meetings,
and administrative paperwork – by pastors, laity, and conference staff – was to be
reduced so that more time could be dedicated to the mission field.



Shift the role of the district superintendent (DS). DS’s were expected be one of the
primary beneficiaries of reduced administrative burdens, allowing them to focus on
serving as “mission strategists” for their districts and coaches for their pastors.

The overarching question to be addressed in this report is: “Is CTC effectively energizing
and equipping local churches?”
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EVALUATION PROCESS
This evaluation of the Exodus Project was a detailed, multi-faceted effort that began in July
2014 and ended in March 2015. The evaluation was conducted by Mike Bonem, a
consultant with over 20 years of experience in ministry settings. (See Appendix A for Mike’s
biographical summary.)
The elements of the evaluation process were:


Analysis of statistical data. This primarily focused on local church data such as
membership, worship attendance, finances, Christian formation groups, and
missional engagement from 2009 to 2013. It also included review of CTC’s budget
from 2009 to 2015. (At the time of the analysis, 2013 was the most recent year
available for data on individual congregations.)



Survey of CTC constituents. A broad-based, online survey was conducted in the fall
of 2014. The survey was sent to all CTC clergy, annual conference delegates, and
other key lay leaders (e.g., core leadership team, lay servant ministry directors). In
addition, each pastor was encouraged to invite 2 to 3 others from his/her
congregation to take the survey. The survey asked questions about the local
church/ministry, the conference, and the Exodus Project. A total of 483 people took
the survey.



Interviews with key stakeholders. One-on-one interviews were conducted with key
individuals in the conference, including the bishop, extended cabinet, members of
the core leadership team, and others. These interviews were designed to further
explore key themes and issues from the data analysis and survey.



Interviews with other ministry leaders. In addition to the interviews with “key
stakeholders,” a number of other ministry leaders (primarily pastors) were selected
for additional interviews. Selection was designed to obtain wide representation from
across the conference, including diversity of geography, gender, ethnicity, size of
congregation, and growth trends. These interviews were also designed to explore
key themes and issues.

Additional information about the survey respondents is provided in Appendix B and the
complete survey results are in Appendix E. Participants in the interviews are listed in
Appendix C.
The evaluation effort was intentionally designed to be multi-dimensional to avoid reliance on
any single factor. Ultimately, CTC’s desired outcome – making disciples – is a “third-order
effect.” The conference cannot make disciples. The conference works through local
churches (first-order), and the local churches reach out to their mission field (second-order)
to reach individual who may respond positively to the work of the Holy Spirit in their lives
(third-order). The challenge is to evaluate whether the first-order efforts (work by the
conference) is producing the desired second and third-order effects
In addition to this challenge, it is important to recognize some of the limitations of the
evaluation methodology:


Quantitative progress tends to occur gradually. Because the Exodus Project is a
major transformation effort, it is not realistic to expect rapid improvement in the
quantitative indicators such as average worship attendance. At this stage in the
process, one would hope to see positive signs, but not widespread change.
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Transformation will result in dissatisfaction. A survey is a valuable way to obtain
widespread input from CTC’s constituents, but unlike most “customer satisfaction”
surveys, CTC’s goals should not be for everyone to be 100% satisfied. Even wellexecuted, healthy change processes will have detractors.



Interviews can never be unbiased. Interviews are a useful technique to obtain a
deeper perspective than can be gathered in a survey, but some bias is inevitable
due to the selection of interviewees and the interviewer’s own background. That is
why interviews are used to supplement the other data.

While it is impossible to eliminate these limitations, they have been considered throughout
the evaluation.

OVERALL ASSESSMENT OF THE EXODUS PROJECT
With so many different sources of information and factors to consider, how should CTC’s
implementation of the Exodus Project be evaluated? Three questions provide the
framework on which the evaluation is based:


Is statistical progress being made? If CTC is energizing and equipping local
congregations, measures such as average worship attendance and professions of
faith should give evidence of this. This question looks at the quantitative data that is
reported by individual congregations.



Is the culture beginning to shift? This question recognizes that aggregate statistics
don’t change quickly, so it attempts to look below the surface. The survey and interviews
give insight into whether congregations are becoming more missional and how CTC is
contributing to that shift.



Has CTC implemented the Exodus project effectively? The final question looks at the
commitments (explicit and implicit) that CTC made as part of the Exodus project and
assesses whether these have been accomplished. Stated differently, it asks, “Has
CTC done what it said it would do?” Some answers to this question are objective
(e.g., reducing the number of districts) and others are much more subjective (e.g.,
shifting the role of the DS).

Not surprisingly, the answer to each of these three broad questions is a mixture of “yes” and
“no,” good and bad. The “dashboard” on the following page captures a variety of
quantitative and qualitative factors in a single evaluation of the Exodus Project based on the
three questions. While there is certainly a risk of oversimplification in using this dashboard,
there is also power in having a single graphic that summarizes the findings.
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How should this dashboard be interpreted? It shows that the conference and its churches
are doing a number of things well. It is most encouraging in the area of shifting the culture,
which is a critical, early-stage step. It also shows that CTC has much work yet to do. The
dashboard does not provide any feedback on whether the Exodus Project is the best
strategy for CTC or where the conference would be without Exodus. Based on all the data
gathered for the assessment, the Exodus Project appears to be moving CTC in the right
direction, but steps should be taken to reinforce this movement and accelerate progress.
Is Statistical Progress Being Made?
The first “indicator” on the dashboard represents statistical results for local congregations.
As portrayed, it is in the yellow zone in the middle of dial. However, this is a qualified rating
due to some inconsistencies in data, as described below.

The components that make up the statistical progress indicator are described below.


Growth in average worship attendance (AWA). From 2009 to 2013, CTC
congregations reported 3.0% overall growth in average worship attendance. While
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positive growth is encouraging, this is below the population growth rate for the area,
which is approximately 10.4% for the same period. Furthermore, if the largest
congregation in CTC is removed from the data, the change in AWA is negative, with
a decrease of 2.3% from 2009 to 2013.


Percent of churches with worship attendance growth. Another way to look at
growth is the proportion of churches that are growing versus ones that have flat or
declining attendance. Within CTC, 33% of the congregations experienced growth
from 2009 to 2013. This can be subdivided based on size, with growth occurring in
28% of the 220 small congregations (AWA of 125 or less) and 48% of the 79 larger
congregations (AWA greater than 125). The number of growing churches has not
changed since the adoption of the Exodus Project. From 2009 to 2011, 74 small
churches and 40 large churches reported growth in AWA. From 2011 to 2013, 74
small churches and 39 large churches reported growth. Additional data on growth
and other measures, segmented by congregational size, is provided in Appendix F.



Growth in professions of faith. Effectively reaching the mission field will result in
professions of faith. The total number of professions of faith in CTC increased by
12.0% from 2009 to 2013. While this is much more positive than the worship
attendance trends, it is tempered somewhat by another factor. In 2013, the ratio of
average worship attendance to professions of faith was 20.4. In other words, within
CTC it takes an average of 20 weekly worshippers to lead to a single profession of
faith in a year. To put this in perspective, CTC’s ratio is similar to the ratios for the
Texas and Southwest Texas conferences (20.7 and 20.3, respectively) and slightly
worse than North Texas (18.6). CTC has 112 congregations (37% of the total, most
of which are small) that reported no professions of faith in 2013.



Participation in Christian formation groups. Christian formation (CF) groups are
an important part of the discipleship process and are an effective way to keep people
connected to a congregation. These groups include Sunday school classes, small
groups, and other kinds of Bible studies, for adults, teens, and children. From 2009
to 2013, CTC congregations reported a 38% increase in CF group participation.
While this is impressive, there appear to be inconsistencies in data reporting, so this
data has not been used as a factor in the overall evaluation. See Appendix D for a
discussion of these inconsistencies.



Missional engagement. Like CF, the number of people who are engaged in some
sort of outward-facing, missional activity is important for several reasons. Most
importantly, it is biblical. In addition, it is an indicator of the church’s vitality, shows
alignment with CTC’s mission, and is a primary way to reach the mission field. Like
the CF metric, missional engagement appears to have increased, but the current
data is not reliable enough to be included as part of the overall evaluation. In this
case, the actual definition and terminology was changed in 2013. See Appendix D
for further explanation.



Congregational finances. Extravagant generosity is one of the five practices of
fruitful congregations, and financial contributions by members are an indicator of this
generosity. From 2009 to 2013, the net expenditures for CTC congregations
increased by 18.6%. “Net expenditures” is defined as a congregation’s total
expenditures less expenditures on building improvements. Building improvements
are excluded because capital campaign amounts change significantly from one year
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to the next. (Operating budget income was not used as the indicator, because this
data was not collected in earlier years. It can be inferred, however, that contributions
to congregations increased by a similar amount.) The significant increase came
during a time when the country was recovering from the 2008-09 recession, but it
nevertheless represents a very positive result.


New church starts. One strategy for reaching the mission field is to start new
churches. At the time of the Exodus Project, five churches were part of the New
Church District. These have had modest success, with the two largest growing to
about 200 in AWA. Since then, eight “churches” have been added. In most cases,
these are mergers or worship communities/satellites that have been launched from
within existing congregations. While this kind of partnering is generally more
effective than a “parachute drop” for new churches, CTC’s overall success in this
area has been quite limited.

A summary of these different factors, and how they contribute to the overall rating of
“statistical progress,” is shown in the chart below.
Statistical Progress
Element

Rating

Growth in average worship attendance

Percent of churches with worship attendance growth

Growth in professions of faith

Participation in Christian formation groups

Missional engagement

Congregational finances

New church starts
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Does this approach over-emphasize worship attendance as one of CTC’s primary metrics?
Certainly reasonable questions can be raised about worship attendance. Various experts
have written about changing worship attendance patterns among Americans, noting that the
frequency of attendance has decreased due to scheduling of children’s and other events on
Sundays, video streaming of worship services, time pressure, and societal norms.
Furthermore, even though CTC’s geographic area is growing overall, there are individual
towns and counties that are not growing. Another legitimate concern is that worship
attendance is a lagging indicator. A church may launch a great initiative to reach its mission
field, but it takes time for this to translate into professions of faith and ultimately into worship
attendance. In fact, missional changes within a congregation may result in a short-term
decrease in worship attendance as dissatisfied members leave. (It is also recognized that
some missional activity could support “making disciples of Jesus Christ” and “transforming
the world” without professions of faith or worship attendance being impacted.)
Despite these concerns, it is appropriate to use average worship attendance as a key metric
for CTC. It is one of the most reliable measures available and it is a strong indicator of the
health of a congregation. It simply needs to be balanced with other metrics.
Is the Culture Beginning to Shift?
The second indicator on the dashboard is more subjective but equally important because of
the time required for a large-scale transformation initiative to produce significant,
measurable results. If the congregations within CTC are being energized and equipped and
if they are taking the right steps to reach their mission field, then it is reasonable to believe
that this will lead to positive statistical results in the future. This indicator relies on the
results of the conference-wide survey and the interviews with key stakeholders and other
ministry leaders. It is slightly in the green area on the dashboard.

The components that comprise the culture shift rating are described below:


Energizing and equipping congregations. Respondents on the survey were asked
how much they agreed/disagreed with the statement, “Our congregation/ministry is
more energized and equipped today than we were two years ago.” This directly
relates to the goal of the Exodus Project. The average response to this question was
5.42 out of 7.0, where 7 means that the person “strongly agrees” with the statement
and 1 means that the individual “strongly disagrees.” Individuals who agreed with
this statement at some level (a rating of 5, 6, or 7) outnumbered those who
disagreed (rating of 1, 2, or 3) by almost a 5 to 1 ratio (69.9% vs. 14.9%).
Furthermore, the responses were positive across all different segments – size of
church, age, role (senior pastor, other staff, volunteer, etc.), and gender. Additional
data on how different segments responded to this and other survey questions can be
found in Appendix G.
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Interviewees also described their churches as being more energized and equipped
in most cases. Several that had experienced numerical decline in AWA reported
changes that were bringing new life into the congregation. One of the frequent
comments on the survey was that the congregation was still in the early stages of a
long-term change process. An important caveat is that several interviewees said that
even though their churches were more energized and equipped, CTC’s contribution
to this improvement was modest or negligible.


Engaging the mission field. One of the themes throughout the Exodus Project is
the need for every congregation to turn outward and engage its mission field.
Virtually all of the congregational leaders that were interviewed described specific
stories of missional engagement. Particularly encouraging were those that described
a congregation’s reversal from an inward focus to discovering a new passion for its
mission field. For those whose churches had been involved in some kind of planning
process, one survey question asked, “How much did your planning process focus on
reaching your mission field?” In answer, 71.3% either said “that was the main focus”
or “a good bit.” On a different question, 79.1% said that their congregations had
invested “substantial” or “moderate” effort “assessing or understanding the mission
field that surrounds the congregation/ministry,” and 77.7% reported taking steps to
“launch a new initiative that is designed to reach the mission field.”
One concern is that some of these efforts seem to have little to do with the
conference’s disciple-making mission. Full missional engagement calls for a mindset
of working with the mission field, not just going to it. Simply doing “good deeds”
should not be confused with “making disciples.”



Other culture-shifting initiatives. The survey asked about other steps that a local
congregation/ministry had taken in the past two years to make disciples of Jesus
Christ for the transformation of the world. Each of the specific options listed on the
survey had been identified in the Exodus Project as a valuable activity. “Substantial”
or “modest” effort was reported for “teaching on Wesleyan tradition” by 78% of
respondents, “making a major change based on the church/ministry’s vision” (78%),
“teaching on evangelism” (72%), “changing Sunday school/small groups to focus
more on spiritual growth or involve more people” (62%), creating new worship
services/communities (52%), and “redefining the pastor’s role to spend more time in
the mission field” (47%). Altogether, these responses demonstrate positive
movement within the CTC churches.



Healthy Church Initiative. The Healthy Church Initiative (HCI) and the parallel
Small Church Initiative (SCI) are the single most prominent programs that CTC
currently has for energizing and equipping local congregations. To date, 130
congregations have participated in some aspect of HCI/SCI, and 30 have completed
the consultation (Phase 2). In general, comments about HCI were positive.
Particularly encouraging are the ways that HCI/SCI opens the eyes of church
leaders to better understand their current reality and then pushes them to turn
outward. Some of these benefits occur even for congregations that only participate in
the first phase of HCI/SCI.
When asked on the survey to rate the effectiveness of their planning process, 39.6%
of HCI/SCI participants said that it was either "outstanding" or "very good."
(However, the percentage is slightly higher for individuals who participated in a
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planning process other than HCI.) Because 2013 is the last year of statistical data for
this report, it is too early to observe quantitative results for HCI churches. However,
the Center for Evangelism and Church Growth has tracked these churches and
reports positive results from the first round of churches that completed consultations.
Several concerns were noted about HCI/SCI. These include a sense that the
prescriptions are too generic ("cookie cutter"), the relatively low percentage of
churches that enter the second phase, and disorganization and poor communication
during transitions in staff. Additionally, the HCI process could be strengthened by
greater collaboration between CTC’s centers (and districts) as churches move into
the implementation phase. Finally, HCI/SCI fits a certain niche for CTC, but it is not
applicable for larger congregations, ones in conflict and some other situations.


Increased accountability. In order to produce a shift in the culture, high
accountability is needed at the local church and conference levels. The survey and
interviews produced mixed findings about accountability and clarity. On the survey,
the statement, "I understand how my performance is evaluated" received a relatively
high rating of 5.12 (out of 7), with 72.3% agreeing at some level and 16.2%
disagreeing. (This statement was in the "elders only" section of the survey.) A related
statement, "There is a healthy and appropriate level of accountability for clergy within
CTC," had a rating of 4.84 with 62.7% agreeing and 18.0% disagreeing. Several
interviewees commented on the shift to higher accountability within the conference,
with most of those comments being positive. Some expressed concerns about an
over-reliance on simple, quantitative metrics such as worship attendance.
Many interviewees, however, could not clearly articulate how they were evaluated.
They might mention quantitative metrics, goals, or forms submitted by an SPRC (for
pastors), but the answers lacked the clarity and consistency that would indicate a
well-developed and well-understood system for evaluating performance. Some said
that they had received conflicting signals about missional boldness – on one hand
they were encouraged to take risks with new initiatives but on the other hand they
felt that an attendance dip due to this kind of experimentation would be counted
against them. In addition, the SPRC in many churches are unwilling or poorlyequipped to offer candid and constructive feedback to clergy. Without clarity around
evaluation criteria, it is difficult to create organizational alignment and to coach
individuals toward common goals.

A summary of these different factors, and how they contribute to the overall rating of culture
shift, is shown in the chart below.
Culture Shift
Element

Rating

Energizing and equipping congregations

Engaging the mission field
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Other culture-shifting initiatives

Healthy Church Initiative

Increased accountability

The culture shift indicator has limitations, just as the one for statistical progress. Selfreported data often has a positive bias. For example, 63% of respondents agreed (at some
level) with the statement, “We are effectively reaching new people in our community.” But
as noted in the previous section, only 33% of CTC congregations experienced growth in
worship attendance from 2009-2013. This demonstrates a positive bias in self-reporting.
This portion of the evaluation also assumes that CTC has made wise strategic choices in
emphasizing the named activities (e.g., missional engagement, new worship services,
teaching on evangelism). There is no doubt, however, that positive movement is occurring
across CTC’s congregations.
Has CTC Implemented Effectively?
While the “culture shift” indicator focuses on congregations, the third indicator focuses on
the conference and its implementation of the Exodus project. This indicator, referred to as
“effective implementation,” includes the staff and programming at the conference and
district levels, along with the conference’s committee structure and decision-making
processes. The overall evaluation for this category is in the low part of the yellow zone.

One of the challenges in creating this third indicator is a lack of consensus on what CTC
committed to do under the Exodus Project. Interviewees were asked, “What’s the purpose
of the Exodus Project?” Responses generally fell into one of four categories: (1) Restructure
the conference office, committees, and districts, (2) Reduce costs (by eliminating two
districts), (3) Serve local congregations (rather than expecting these congregations to serve
the conference), or (4) A comprehensive make-over to become missional and relevant for
the needs of churches in today’s world. Of these, the latter two were only cited about 30%
more often than the first two.
None of these purposes are inaccurate – all four are described in the Exodus Project.
However, an individual’s enthusiasm about Exodus and perception about its success is
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affected by his/her understanding of the purpose. The fact that so many people think of
Exodus primarily as a cost reduction or restructuring effort points to a communication
challenge for the conference. Understanding the Exodus Project in the broader and more
strategic context (the final purpose above) provides an important catalyst for change at the
local church level.
In developing the “effective implementation” indicator, the broader purpose of a “missional
make-over” is treated as the ultimate goal of the Exodus Project. The two earlier indicators
on the dashboard (statistical progress and culture shift) measure progress toward this goal.
Therefore, the “effective implementation” indicator focuses on CTC’s activities. It considers
how well CTC has done in restructuring the organization, reducing costs, and serving local
congregations. The specific components that comprise the effective implementation rating
are described below.


Overall feeling about CTC and Exodus. Through the survey and interviews, a
significant amount of feedback was obtained on CTC and the Exodus Project.
Overall, the survey responses were fairly positive. Key questions from the survey are
shown in the table below.
Statement

Score*
(Scale=0-7)

% Agree*

% Disagree*

The Exodus Project has been a positive step for
CTC.

5.10

61.6%

11.0%

The changes in CTC due to the Exodus Project
have had a positive impact on my
congregation/ministry.

4.44

43.2%

19.8%

CTC has changed significantly as a result of the
Exodus Project.

4.72

49.3%

15.3%

CTC has done what it said that it would do in its
implementation of the Exodus Project.

5.06

58.4%

9.5%

CTC is more effective as a result of the changes
in organizational structure made by the Exodus
Project.

4.67

49.4%

16.6%

The Exodus Project puts CTC on the right track to
effectively accomplish its mission as a
conference.

4.90

55.3%

13.4%

CTC is a better steward of its financial resources
as a result of the Exodus Project.

4.89

51.7%

11.1%

* Respondents rated each statement on a 1-7 scale, where 7 is “strongly agree,” 1 is “strongly
disagree,” and 4 is “neutral.” Positive and negative responses count all levels of agree (5 to 7
rating) or disagree (1 to 3 rating), but do not include neutral (4 rating) or “not applicable.”

Several things are notable when looking at how different segments responded to this
portion of the survey (details in Appendix G). Ratings were not dependent on a
congregation’s size. Respondents who are in small, mid-size, and large churches
answered roughly the same to the statements about CTC. A correlation was
observed between congregational health (based on the first set of survey questions)
and ratings for the conference. People with positive feelings about their church are
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more likely to have positive impressions about CTC. Two other groups had lower
ratings for CTC: those under 30 years of age, and clergy who are not senior pastors.
The survey also included an open-ended question: “What other comments would
you like to offer regarding the Exodus Project?” The responses to this question were
not as positive. Of 86 responses that could be characterized, 28% were positive,
44% were negative, 17% were mixed (positive and negative comments), and 11%
felt that Exodus had not resulted in appreciable changes.
A number of people in the interviews and the survey described the Exodus Project
as a bold and much-needed initiative to position the conference for the future. Other
positives that were cited include specific programs, a shift in the attitude of the
conference staff, and a decrease in administration (all of which are discussed
below). Recurring concerns included not enough change, lack of cost reduction, too
much administration, and the elimination of specific programs.


Restructuring the organization. CTC made a number of structural changes due to
the Exodus Project. This included reducing the number of districts, reorganizing the
conference office into the three centers (Leadership, Mission Support, and
Evangelism and Church Growth), and reducing the number of conference
committees. The restructuring also resulted in personnel changes in the conference
office. In terms of doing what it said, CTC has accomplished this objective. One
related concern cited by several interviewees is that more fresh faces were needed
and expected on the cabinet as part of the restructuring. There are also concerns
about increased staffing in the conference office, which is reflected in the budget
(next section).



Reducing conference costs. Several significant changes in CTC’s budget were
made as a result of or concurrent with the Exodus Project. These include reducing
the number of districts (from seven to five) and adding funding to support priority
initiatives such as “Developing New Leaders” and “New Places for New People.”
Handling of Clergy Health Benefits also changed. Rather than being included in the
conference budget (with a separate apportionment), CTC began direct billing
individual congregations. Another shift occurred with funding for District
Work/Missions and the Wesley Foundation, which were budgeted separately from
2009 to 2011, but were included in CTC’s budget starting in 2012. CTC’s effective
operating budget from 2009 to 2015 is shown in the table below on an “apples-toapples” basis. General Conference and Jurisdictional Conference costs are
subtracted since these are pass-through costs.

Total Apportionments/CMG
Subtract:
General Conf
Jurisdictional Conf
Clergy Health
Add:
District Work/Mission Funds
Wesley Foundation
"Operating Budget"

2009

2010

2011

2012

10,602,527

10,545,210

10,501,798

10,008,982

9,756,274

9,788,158

9,996,190

(2,430,518)
(103,106)
(1,980,494)

(2,469,658)
(103,106)
(2,528,500)

(2,494,215)
(103,106)
(2,485,721)

(2,486,513)
(103,106)
(1,039,142)

(2,511,818)
(95,949)
0

(2,503,872)
(94,334)
0

(2,549,393)
(91,106)
0

862,846
172,200
7,123,455

837,202
172,200
6,453,348

848,326
172,200
6,439,282

0
0
6,380,221

0
0
7,148,507

0
0
7,189,952

0
0
7,355,691
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2013

2014

2015

This shows that CTC’s “operating budget” has increased by $232,236 (3.3%) from
2009 to 2015. There was a substantial reduction ($670,107) from 2009 to 2010,
almost all of which was due to higher costs for clergy health (which resulted in less
funds available for the operating budget). The operating budget then increased by
$902,343 (14.0% total, 2.7% per year) from 2010 to 2015.
To put this in perspective, it is important to consider several other factors. First, the
increase in CTC’s operating budget is less than the increase in “net expenditures” by
CTC congregations, which grew by 18.6% from 2009 to 2013. Second, if CTC had
not eliminated two districts as part of the Exodus Project, the 2015 operating budget
would be approximately $630,000 higher. Third, 59.1% of CTC churches are paying
less in 2015 for apportionments plus their cost for direct-billed insurance than they
were paying in 2009 for apportionments (which included insurance).
The bottom line is a mixed assessment for cost reduction, which is reflected with two
different arrows on the indicator in the summary table at the end of this section.
Within the conference, many expected the Exodus Project to result in a net decrease
in spending by CTC. While there was an initial decrease, total spending has
increased over the past four years. On the other hand, the rate of cost increase has
been modest, and reducing the number of districts resulted in savings that allowed
CTC to shift financial resources to fund priority initiatives.


Shifting the mindset. One of the “guiding assumptions and values” in the Exodus
Project was, “It’s all about the local church.” The recognition that disciple-making
occurs at the local church level drove the desire to create a mindset that the
conference exists to serve local churches (rather than churches exist to serve the
conference). This shift should be seen in the ways that conference staff members
interact with pastors and other leaders from local churches. The majority of
interviewees reported that they have seen a very positive change as they have dealt
with conference office staff members. This new mindset was also clear in the
interviews with members of the staff. While this perspective was not unanimous, it is
clear that positive changes have occurred.



Changing the approach to programming. The Exodus Project described a
resourcing model (rather than a program-driven one) as the most effective way to
energize and equip local congregations. This means more customized options rather
than one-size-fits-all programs or conference-wide mandates. On the survey, "CTC
has shifted from providing programs to identifying resources and partnering
opportunities” had a rating of 4.92 (out of 7), with 56.4% agreeing (at some level)
and 14.4% disagreeing. This rating and interview comments indicate that a partial
shift has occurred. CTC continues to provide some conference-wide (and district
level) programming, but this is less common than in the past and is treated more as
an option than a mandate. Conference staff are listening more to local needs in the
design of programs. There are also a number of examples of CTC operating in a
resourcing mode, connecting pastors/congregations that have specific needs with
ones that have expertise.
Feedback is generally positive about the quality of the programs that CTC offers,
with 86.2% of survey participants having participated in some sort of CTC training
(including HCI and Ministry Safe). Ratings for CTC’s training were positive, with
55.9% rating it as "outstanding" or "very good" and another 32.8% rating it as "good."
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CTC's cooperative mission opportunities received very positive ratings, with 58.6%
rating them as "outstanding" or "very good" and another 35.0% rating them as good.
In addition, 89.5% said that it is "very important" or "important" for CTC to continue to
provide cooperative mission opportunities.
Four concerns surfaced in this category. CTC's ability to serve as a resource broker
is still in the early stages of development, and is incomplete and not systematized
enough. Second, one of the themes throughout the Exodus Project is the need for
more focus. CTC's programming still attempts to accomplish too many different
things. If CTC intends to shift to a resourcing model, the amount of programming
should be minimal and highly focused. Third, the distance to travel to training events
is a barrier for some. One way to partially offset this problem is to provide remote,
web-based broadcasts of programs whenever practical. Finally, a number of
interviewees pointed to a lack of coordination between CTC's three centers and
between the conference office and districts. This results in scheduling conflicts,
programming overlaps, and inefficient use of resources.


Reducing administration. Reducing the time spent on district and conference
committees and meetings and other administrative tasks is another way to serve
local congregations. A number of interviewees reported spending less time in district
meetings and other conference-mandated activities, but far fewer reported a
reduction in other administrative requirements. The survey asked elders to respond
to the statement: “I have less conference-related responsibilities now than I did three
years ago.” The rating for this was a relatively low score of 4.46 (out of 7), with
49.8% agreeing (at some level) and 31.2% disagreeing.



Supporting clergy through cluster groups. A key aspect of the Exodus Project
was the creation of cluster groups for clergy. These groups were intended to “help
people ask and think and see in different ways.” These groups did not get off the
ground as intended, and most of them have since been abandoned. Of the elders
that responded to the survey, 33.5% did not participate at all in these groups and
another 29.9% only participated once. When asked why, 37.3% said that the group
needed more direction and/or purpose. Of those that did participate, only 1.7% rated
their experience as “outstanding” and another 12.1% as “very good.”
Some other forms of peer groups have been established in lieu of the planned
cluster groups. HCI creates peer groups for clergy and laity in Phase 1 (for about 9
months) and during the consultation (for about 18 months). Other groups have been
created within districts or informally. Overall, these groups fall short of the breadth
and impact that was envisioned in the Exodus Project.



Changing the role of District Superintendents. Another central element of the
Exodus Project was a shift in the role of the DS. The Alignment Task Force report
dedicated three pages to this topic. Key phrases that describe the desired role are “a
mission strategist for their district,” “a provider of learning and leadership,” “one who
discovers, discerns, develops and deploys leadership in their district,” “a
coach/consultant for both pastors and churches in their district,” “a provider of
supervision and accountability for both pastors and churches,” and “one who shares
the vision of the four focus areas and the five fruitful practices.”
Three statements on the survey asked about the role of the DS:
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Statement

Score
(Scale=0-7)

% Agree

% Disagree

I have seen a change in how our DS does his/her
job.

4.78

51.4%

15.2%

The changes in how our DS does his/her job have
had a positive effect on me and on our
congregation/ministry.*

4.79

42.1%

12.1%

Our DS is living into the role of “mission
strategist.”

4.94

51.4%

14.2%

* 25.4% of respondents answered “N/A” for the second statement because they had not seen a
change in how the DS does his/her job.

While these statements are positive on balance, they have some of the lowest
ratings on the survey. The survey also asked for open-ended feedback: “Please
provide any comments you have about the shift in the role of your DS.” Of those that
could be characterized, 48% were positive, 37% were negative, and 15% had not
observed any change. An equal number of people expressed satisfaction with the
availability of their DS as those who expressed dissatisfaction because of their DS’s
lack of availability.
The interviews also shed significant light on the intended shift for DS’s. One theme
that ran through many of the interviews was a lack of clarity about the new DS role.
Comments to this effect came from pastors, laity, and DS’s themselves. Several
people commented that there seem to be significant variations in how different DS’s
do their jobs, giving the impression that each DS has a great deal of freedom to
define his/her role.
Another complicating factor for DS’s is the amount of administration required by the
job. This includes supervisory responsibility for clergy in the district, making
appointments, dealing with other HR-related matters, and responding to crises within
local congregations. The reduction in the number of districts added to the DS’s
oversight duties at the same time that they were being challenged to spend less time
on administration. One of the sub-themes from the interviews is expressed in this
question: “Can a DS with 60 churches truly be a mission strategist while meeting the
requirements of the Book of Discipline and responding to the needs of pastors and
local churches?” A number of people would say that this is difficult at best, and that it
may be an unrealistic expectation unless further support is provided.
Given that CTC’s ultimate goal of making disciples is a third-order effect, DS’s are
the key link between the conference and the local church. They should also be the
key link back to the conference, giving insightful feedback into programming and
other decisions. Lack of clarity about the new role, or an inability to live into the
intended responsibilities, is a significant obstacle to CTC’s effective implementation
of the Exodus Project.
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The chart below summarizes all the factors that contribute to the effective implementation
rating.
Effective Implementation
Element

Rating

Overall feeling about CTC and the Exodus Project

Restructuring the organization

Reducing conference costs

Shifting the mindset

Changing the approach to programming

Reducing administration

Supporting clergy through cluster groups

Changing the role of District Superintendents

The components of the effective implementation indicator are subjective, but the interviews
and surveys give significant depth to this assessment. The Exodus Project is a major
transformation initiative, and such efforts take a long time to implement. It is also a widely
dispersed effort. Given these two realities, it is not surprising that the feedback on Exodus
and on the conference is varied and generally indicates that a great deal of work remains to
be done. The next section discusses the recommendations for what that “work” should be.
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RECOMMENDATIONS FOR NEXT STEPS
Based on this assessment, seven recommendations have been developed for CTC. A core
belief that underlies these recommendations is that the Exodus Project is pointing CTC in
the right direction. The focus on serving local churches and reaching the mission field is the
right orientation for CTC in today’s world.
Two themes run throughout the recommendations: focus and collaboration. CTC can
accelerate its progress in the Exodus Project and improve its results by narrowing its focus
to the highest value activities and collaborating more actively at all levels. With that in mind,
the seven recommendations are:
1. Develop a new process to guide programming decisions.
2. Formalize resourcing to leverage local expertise.
3. Focus disproportionately on “selected” churches.
4. Invest in leadership development.
5. Create transparent evaluation processes that align with Exodus.
6. Re-emphasize peer learning.
7. Clarify the role of the District Superintendent
Which “Local Churches”?
Before looking at the specific recommendations, one other question should be considered.
If CTC exists to “energize and equip local churches,” which “local churches” does this
mean? The default answer might be all of the 299 congregations within CTC, but this is not
the best answer. A purely egalitarian approach works against the desire to focus CTC
efforts and resources. It leads to a “lowest common denominator” approach that looks for
programs that are applicable to every church. Because of the wide variety of churches
within CTC, these kinds of programs usually have little impact.
The phrase “coalition of the willing” has often been used in association with the Exodus
Project. It describes those congregations that are willing to make changes to more
effectively engage their mission field. Embedded in these recommendations is a belief that
CTC should focus on energizing and equipping local churches that are a subset of that
coalition. That subset can be thought of as the congregations that are “in the middle” as
depicted below.
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As shown in this illustration, some of CTC’s churches need little, if any, assistance from the
conference. They are already energized and equipped. They are already highly effective at
making disciples and actively engaged in reaching their mission field. These tend to be
larger congregations, but some are mid-size or smaller, and not all large congregations fit
into this category.
At the other end of the spectrum are churches that are either unwilling or unable to embrace
the reality of the changing mission field. If CTC expends significant effort with this group of
churches, it is unlikely to produce a meaningful change in their trajectory or the ultimate
results. “Unable” may be due to the size, surrounding context, or other factors. Many of
these congregations are small, but just as in the previous category, size does not
predetermine who is in this group.
The middle is where CTC can have the greatest impact. These are congregations that have
the potential to change and to be more effective in making disciples. They are willing to
change, and investing limited resources in them is likely to produce the highest return.
Recommendation 1: Develop a New Process to Guide Programming Decisions
CTC has made progress in shifting toward a “resourcing” model and away from conferencemandated programming. Nevertheless, the conference and districts still provide a significant
amount of programming. “Programming” is defined as any program, activity or other event
that is led by conference/district staff or by outsiders who are under contract with the
conference/district. “Resourcing” refers to a service where the conference/district points a
church to knowledgeable experts, whether they are at other churches in the conference or
outside resources. Programming always comes with a cost, while resourcing is very
inexpensive.
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CTC has limited resources and needs a more systematic method for deciding what
programming to offer and how to best offer it. Some programming is highly regarded and
has such positive impact that it should certainly continue. HCI and the conference mission
opportunities are two examples. Other programming is mandated, such as Ministry Safe
training and the ordination process. That is not to say that these programs are unimportant
– simply that CTC doesn’t have a choice whether to provide them. The remaining
programming should be looked at as being “on the bubble.” Many of these programs are
valuable, but CTC does not have the resources to pursue every good idea. That is why a
more rigorous and comprehensive selection process is needed.
CTC should create a process by which it can collectively evaluate all of its offerings and
then decide which ones are most needed in the future. This process will require a high level
of coordination and cooperation across all three centers and the districts, along with input
from local congregations. It also needs to be informed by research on leading trends
outside of the conference. It should include feedback on program effectiveness. Just as the
cabinet invests considerable time and energy in the appointment process, the cabinet (or
some other CTC leadership group) should invest in the process to guide programming
decisions.
CTC not only needs to decide whether to offer a program, but also how much to budget for
that program. This decision should consider whether resourcing is a better option. In other
words, a need may be identified as an important priority, but if it can be resourced rather
than programmed, that is often more efficient. For needs where CTC determines that
programming is the best approach, the conference must still decide whether to do this
internally or by using outside (contracted) expertise. Additionally, the selection process is
multi-level. Districts may identify needs that are not shared across CTC but that fit the
needs of their constituents.
Recommendation 2: Formalize Resourcing to Leverage Local Expertise
A corollary to the previous recommendation is to strengthen CTC’s resourcing ability. One
of the most important resources for the conferences is the expertise that has been
developed within local congregations. CTC has begun to tap into this capability, but there is
significant opportunity to formalize and expand this effort.
There are at least two models for leveraging local expertise. One is event-driven, in which a
pastor/church is asked to conduct an event to teach others about something unique or
excellent that they do. The conference would identify the pastor/church, screen them to
insure that they have the needed expertise, invite them to conduct the event, assist in the
logistics, and communicate to others. Several months ago, First Mansfield hosted one such
event on worship. One weakness of this model is the limited number of such events that
can be done in a year. A variation of this model is to conduct a less formal event where
several people/churches with common interests gather to learn from each other.
The second model is for the conference to create a database of local expertise. As with the
first model, the conference would identify and screen pastors/churches. But rather than
conducting an event, the objective of this approach is to build a robust database. Then
anytime that another pastor/church contacts the conference for expertise, conference staff
could access the database and give one or multiple recommendations.
The extent of the database is only limited by the time of the conference staff and the
imagination of those who are creating it. It could include expertise in areas such as
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establishing a discipleship pathway, adding a new worship service, fostering a more
evangelistic culture, developing an all-volunteer band for worship, partnering with local
schools to develop a tutoring or mentoring program, shifting from a traditional youth ministry
to family ministry, overcoming resistance to a major change initiative, moving to a oneboard model, or hiring and managing staff. These are just examples, as there are obviously
many other topics that could be included in the database. The database should include the
size and context of the "expert" church. A rural church may find it more helpful to tap into
expertise from another rural church rather than one in an urban area. Because this will be
an ongoing project, CTC should prioritize topics that relate most directly to the mission of
making disciples.
There are several other benefits from creating this kind of database. CTC can track the
most requested topics and use this as a basis for deciding what events to host in the future.
The conference can also notify the DS of requests, allowing the DS to stay apprised about
needs of churches within the district and provide follow-up support. Technology would allow
the conference to send a follow-up email to the requesting church to get their feedback on
the "expert" church. Creating an effective database is a significant undertaking and cannot
be done overnight, but it can have significant value in supporting the overall goals of the
Exodus Project.
Recommendation 3: Focus Disproportionately on “Select” Churches
Just as programming decisions need to be focused in order to make the best use of CTC’s
limited resources, CTC should also focus on the churches where the conference or district
can have the greatest impact. This recommendation takes the idea of “coalition of the
willing” and “working with the middle” one step further, with CTC developing a criteria and
process for identifying “select” churches to which disproportionate attention would be given
for a season. Some of this has been done through the DS’s in a more informal way, but this
recommendation takes that effort to the next level.
How should these churches be selected? The evaluation/selection process should be based
on answering the question, “Which congregations can achieve the biggest gains in
missional vibrancy if given extra attention?” CTC will need to develop a process to answer
this question beginning with a congregation’s willingness to change. Other factors might
include significant untapped growth potential, underutilized assets, opportunities to reach a
transitioning community, and reversing a decline. Size should not be a primary factor in this
determination.
“Disproportionate attention” means that conference/district resources would be focused on
these churches for a period of time. It does not mean that other churches would be ignored,
nor does it mean that the conference/district would discontinue doing events that are open
to all churches/pastors.
What might this look like in practice? Some possibilities include:


The cabinet would know the list of select churches. A reporting process would be
established to give updates on those churches, and they would be regularly
discussed in cabinet meetings.



Select churches would be given priority for HCI, if participation would be beneficial. If
the church needs a planning process other than HCI, then the conference would
resource other options.
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A collaborative process would determine the key steps to be taken by the church
and how these would be supported by the conference/district. Participants in the
collaboration should include the pastor and key leaders from the church, the DS, and
representatives from the conference centers.



Pastors and other leaders (paid and volunteer) from these churches would have
access to other conference and outside resources. Where appropriate, grants could
be made to facilitate this access.



The DS would be in a coaching relationship with the pastors from these churches.
This would involve at least a quarterly session during which they discussed
progress, plans, and learnings.

The selected churches would have the benefit of additional support, but the downside of
feeling like they are under a magnifying glass. A select church designation should last for
one year, at which point the church could be evaluated alongside other churches and could
be re-selected.
Recommendation 4: Invest in Leadership Development
For the most part, CTC does not work directly with local congregations. Therefore, the
conference's leverage for impacting congregations is through congregational leaders. One
could even say that CTC exists to "energize and equip the leaders of local congregations."
This includes senior pastors, other clergy, non-clergy staff in leadership roles, and key
volunteer leaders. (HCI and charge conferences are two notable exceptions where CTC
interacts with the congregation. With HCI, however, much of the work is done with a smaller
group of leaders. Charge conferences provide very limited opportunities to change the
trajectory of a congregation.) This reality highlights the importance of effective leadership
development.
"Leadership development" is a very broad term. Many of CTC's non-administrative activities
are intended to develop leaders. These include special speakers that are brought in by the
conference and districts, other events that are planned by the conference/districts, coaching
that is done by DS's or outside coaches (that are hired by the conference/district), and
scholarships for pastors/leaders from local churches to attend outside events. Seen in this
way, leadership development is done by all three centers within CTC plus all five districts.
If so much leadership development is taking place, what is missing? First, CTC’s
prioritization and resourcing decisions should be made through the filter that leaders are the
key point of leverage. The conference should still look at whether congregations are
effectively making disciples and engaging their mission field, but when a concern arises, it
should lead to a conversation about leadership effectiveness.
Additionally, the fragmented nature of CTC’s efforts in this area indicates a lack of
consensus on which aspects of leadership development are most important. (The emphasis
on quality preaching, with the bishop's preaching labs, is an exception to this point.) For
example, should leadership development focus on clergy or laity? Spiritual formation or
specific skills? If specific skills, which ones? The prioritization conversation should occur
among the leadership of the conference and should answer questions such as these. Along
with priorities, decisions should be made on the assignment of responsibilities among the
centers and districts.

21

This does not mean that leadership development decisions should be top-down. The
prioritization should be based on input from local congregational leaders. All of this dovetails
with the previous recommendation about programming decisions. Ultimately, one of the
most important questions for CTC to answer is, “Are we effectively developing ministry
leaders for today’s and tomorrow’s needs?”
Recommendation 5: Create Transparent Evaluation Processes that Align with Exodus
Most people want to know if they're doing a good job. No one in CTC, whether clergy in
local church settings or CTC staff (DS’s, center directors, and others), should be unclear
about the basis on which he or she will be evaluated. But as noted in the assessment
section, this clarity is lacking.
Quantitative measures, achievement of goals, input from SPRC's (for clergy in
congregations) or district leadership teams (for DS's), narrative about major initiatives, and
the congregation's context and history all can have a place in the evaluation process.
What’s important is to use these in a way that is transparent, consistent, and aligned with
Exodus. In an effective evaluation process, pastors will understand why they are (or aren't)
considered a good candidate for a particular appointment. They will know how their
performance is viewed by the bishop and cabinet. They will have a framework for deciding
whether to play it safe or take risk in leading their congregation to engage the mission field.
They will have confidence that the narrative behind the numbers is being considered. The
same should be true for DS’s and conference staff.
This kind of process requires clarity in three areas:


The components of the evaluation. What quantitative metrics are being considered,
and how are those weighed relative to non-quantitative factors? The assessment of
CTC in this report illustrates this approach.



The process. Those being evaluated need to know how information is being
obtained and used.



Communication. The evaluation process is only as effective as the delivery of the
message to the individual. DS's and others who are giving evaluations need to have
the time and skills to have meaningful conversations.

This process should be as much about developing the individual as about evaluating him or
her. When constructive feedback is given in the right context, it creates an environment for
personal growth and development.
The same philosophy of transparent, mission-driven evaluation should be applied to
congregations as well. If CTC is going to focus its efforts on the “middle” as described
above, the process of deciding what churches are in the middle should be well-defined. The
process and the results should be understood by the leaders in CTC’s churches. This
should be a relatively simple tool that can be used throughout the conference.
Recommendation 6: Re-emphasize Peer Learning
Despite the earlier failure to launch cluster groups, a number of interviewees felt that the
basic concept has high value. They see benefits in peer-to-peer learning and the support
that can occur in this kind of environment. CTC should reconsider how to accomplish the
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intended outcomes of these groups. This is another way to support the broad goal of
leadership development as recommended above.
What should be done differently to re-emphasize peer learning?


Develop a new name. "Cluster groups” does not have a positive connotation due to
the previous false start, nor does it convey the intended purpose. “Peer learning
community" is one possible phrase that more clearly communicates the goal.



Make the groups voluntary and self-organized. Consistent with the idea of a
"coalition of the willing," no one should be assigned to a peer learning community.
Pastors are more likely to sustain the group if they have ownership in its formation,
membership, and direction.



Coach toward participation. While participation needs to be voluntary, DS's should
coach clergy toward participation by asking whether they are involved in some sort
of peer learning community. This could be a group from within the conference/district
(as described in this section), an HCI group (discussed further below), one of the
Texas Methodist Foundation's groups, or even a group with pastors from other
denominations. The point is not to force them into a CTC mold, but to make sure that
they find a place of peer learning that fits their needs and fosters growth.



Leverage HCI. HCI already creates a peer learning environment, so it is only natural
that individuals in these groups may want to continue to meet together, even after
the formal process ends. This should be encouraged.



Provide training for group leaders. One of the shortcomings of the old model is that
the groups lacked leadership and direction. Even if they are self-organized, each
group should have one or two leaders. The conference (or district) can play a vital
role by providing this training.



Partner with Texas Methodist Foundation (TMF). TMF has a strong track record in
developing and leading peer learning communities. There are a number of ways that
CTC could partner with TMF, such as having TMF train group leaders or take
responsibility for certain groups.



Assign clear conference responsibility. If peer learning communities are a priority, it
will require buy-in from the entire cabinet and collaboration among conference staff.
No single individual can be solely responsible. Nevertheless, one person should be
assigned as the champion for this initiative.

Peer learning communities are analogous to small groups in a local church. They are
difficult to “manage” and they usually have a variety of formats and characteristics. But
when they are pointed in the right direction and are working well, they are a powerful force
for growth.
Recommendation 7: Clarify the Role of the DS
The DS is a key link for the effective implementation of the Exodus Project. The role of the
DS, as well as appointment of future DS's and their evaluation, should be tied directly to the
goals of the Exodus Project and the recommendations in this report. The role of the DS, as
described in the Exodus Project, is very much needed. In light of this and the
recommendations in this document, the ideal DS should:
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Understand the quantitative metrics and the narrative behind these metrics for each
church in the district.



Give focused attention and support to selected pastors/churches.



Actively collaborate with the directors of the centers in decisions about prioritizing
and designing programming, and then coordinate and implement district
responsibilities accordingly.



Provide honest feedback to all pastors in the district regarding their performance,
and have constructive conversations about development steps that they should take.



Minimize the time spent on administrative tasks and other low value activities.

There will be significant tension around this recommendation. “Focused attention” means
that other churches and pastors receive less attention. While some, particularly in larger
churches, will be glad to be "ignored," smaller churches tend to want (and even demand)
time from their DS. Focused attention means that a DS’s calendar should reflect CTC’s
mission and priorities and the role of mission strategist. DS’s will not be able to drop what
they are doing whenever a church has a need.
It is not completely clear whether it will be feasible to make this shift in the DS’s role.
Demands from congregations, Book of Discipline requirements, and old habits work against
the shift. “Minimizing administrative tasks and other low value activities” makes sense, but it
may not result in much additional time. The cabinet should continue to explore ways that the
desired changes can be made. If the intended shift is not practical, then this needs to be
acknowledged so that the conference can look for other solutions.
Three Questions
This section on recommendations concludes with three other issues for CTC to consider.
They are given in the form of questions because the best path forward is less clear.


How do the recommendations in this report impact the conference budget? As noted
in the assessment, the Exodus Project shifted funds but did not reduce CTC’s
budget. Given the emphasis on serving local churches, it would send the wrong
signal for CTC to increase its budget in order to implement these recommendations.
The recommendations do not all need to be done simultaneously. The best solution
is for CTC to continue to narrow its focus and eliminate activities that are less
valuable in order to free the resources needed to accomplish the recommendations.



Are the three centers the right structure for CTC? If focus and collaboration, along
with clarity, are essential for CTC’s missional effectiveness, the current division of
responsibilities between the three centers may not be optimal. The issue is evident
in overlap and insufficient coordination between the centers, which was mentioned in
several interviews.
If CTC were to realign responsibilities among the centers, one option is to place: (1)
all local church support (specific ministries, missions, HCI, leadership for ordained
clergy and laity) in one center; (2) all administrative and support functions
(accounting, benefits, communication, technology and data) in the second center;
and (3) the remaining activities (bishop’s assistant, college ministry, the ordination
process) in the third center. Even with this kind of realignment, collaboration will be
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required between the centers and someone (the bishop or his designee) will need to
serve as the “tie-breaker.”


Should “new church starts” continue to be a conference level priority? Even though
“new places for new people” is an emphasis for CTC, it has not been one of the
conference’s strengths. CTC has begun to make several shifts that reflect national
trends. Rather than “new church starts,” many now refer to “new faith communities.”
This recognizes that some of these new entities will remain tethered to an existing
congregation rather than chartering as independent congregations. It also points to
the importance of partnerships between a conference and the congregations that
can give birth to new faith communities. CTC has taken steps in this direction, but
will need to develop core capabilities that match this new paradigm in order to be
effective. The conference will also need to recruit non-traditional, entrepreneurial
leaders and develop broader metrics that fully reflect the different expressions of
these new faith communities.

Each of these three questions merits further discussion among CTC’s leadership.

CONCLUSION
The path taken by the Central Texas Conference in the Exodus Project is not an easy one,
but transformational efforts never are. The conclusion of this evaluation is that the Exodus
Project is moving CTC in the right direction. While the conference has had some missteps
and disappointments in its implementation, not taking any steps to foster change would be
far worse. By focusing on high value activities and collaborating more at all levels, CTC can
accelerate its progress. This report concludes with three brief recommendations that will
encourage this acceleration:


Respond: The bishop and CTC’s leadership should offer their response to this report
with their priorities and next steps in light of the recommendations.



Communicate. The conference should continually reinforce its transformational,
disciple-making purpose. It is not essential for clergy and laity to connect this
message with the Exodus Project, but it is vitally important that they understand and
embrace the missional mindset.



Re-evaluate. This evaluation has been structured so that it can be easily repeated in
the future. CTC should update the statistical analysis and repeat the survey after two
years, and then should conduct a more extensive re-evaluation (with interviews)
after four years. By this time, the changes from the Exodus Project should have
taken root much more deeply.

25

APPENDIX A
Biographical Summary – Mike Bonem
Mike Bonem is an author, consultant, speaker, church leader, businessman, husband and
father. He loves to help ministries and their leaders grow in effectiveness to reach their Godgiven potential. He is the author of In Pursuit of Great AND Godly Leadership: Tapping the
Wisdom of the World for the Kingdom of God (Jossey-Bass, 2012); and the co-author of
Leading Congregational Change: A Practical Guide for the Transformational Journey (JosseyBass, 2000) and Leading from the Second Chair: Serving Your Church, Fulfilling Your Role, and
Realizing Your Dreams (Jossey-Bass, 2005).
In his consulting, Mike works with congregations, denominational bodies, and other ministries to
discern God’s vision, initiate healthy change, translate vision into results, and build highperforming teams. Mike has developed and taught seminars for The Purpose-Driven Church
(Saddleback), Willow Creek Association, Leadership Network, Texas Methodist Foundation, the
Network for Churchwide Transformation (Presbyterian Church USA), the Diocese of Sydney,
Australia (Anglican) and others. He also serves as a trainer and coach for congregational
leaders, helping them to grow in their ministry effectiveness.
Mike obtained his M.B.A. degree, with distinction, from Harvard Business School in 1985, after
having obtained a B.S. degree in chemical engineering from Rice University in 1981. His
business endeavors have included consulting as a senior manager with McKinsey and
Company and serving in senior leadership role in two environmental service companies.
Mike served for more than 10 years on the staff of West University Baptist Church in Houston,
Texas, as Executive Pastor. Prior to this, he served local churches in a variety of volunteer
roles including deacon and a Bible study leader. Mike and his wife Bonnie have been married
for over 30 years and have four children.
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APPENDIX B
Background on the Exodus Project Survey
The survey was conducted in the fall of 2014 and was designed to obtain feedback on the
conference and the implementation of the Exodus Project. An ad hoc team assisted in the
development of the survey. Members of this team were Georgia Adamson, Luther Henry, Mike
Ramsdell, and Kim Simpson. The results of the survey are in Appendix E, and segmentation
analysis is in Appendix G. This appendix gives a snapshot of the survey participants.
Total Survey Participants: 483
These individuals represent at least 190 churches. (Some did not provide their church number
on the survey, so the actual number could be higher.)
By Role
Senior pastor
Clergy, other than senior pastor
Other staff
Volunteer/members
Leader in a campus/extension min.
Conference leadership
Other conference or district staff
Other

40.2%
8.7%
3.9%
30.3%
2.4%
2.9%
1.2%
10.4%

By Age
Under 30
30-39
40-49
50-59
60-69
70 and over

2.2%
9.1%
8.9%
30.1%
36.6%
13.2%

By Gender
Male
Female

54.0%
46.0%

By Size of Church (AWA)
Less than 75
76 to 125
126 to 250
251 to 500
Greater than 500
Not applicable

28.0%
20.0%
17.6%
15.2%
14.9%
4.3%
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APPENDIX C
Interviews Conducted for the Exodus Project Evaluation
A total of 46 interviews were conducted as part of the evaluation of the Exodus Project. This
includes the interviews with “key stakeholders” and with “other ministry leaders” as described in
the report. Some interviews were conducted in person and some by telephone.

Cabinet
Mike Lowry
Georgia Adamson
Ginger Bassford
Bob Holloway
Clifton Howard
Gary Lindley
Don Scott
Randy Wild
Carol Woods

Title
Bishop
Asst. to Bishop, Exec. Dir. Center for Leadership
DS, North District
DS, East District
DS, South District
Exec. Dir. Center for Evangelism/Church Growth, DS New Church
Starts
DS, Central District
Conf. Secretary, Exec. Dir. Center for Mission Support
DS, West District

Other CTC
Kathy Ezell
Vance Morton
Dawne Phillips
Jerry Roberson

Title
Associate Director, Board of Ordained Ministry
Director of Communications & IT
Director of Missions
Consultant, HCI

Laity
Darlene Alfred

Church
St. James (Temple)

Kevin Caraway
Darcy Deupree

DeLeon
Fort Worth First

Tom Harkrider

Arborlawn

Karla Rodriguez
Jeff Roper

Buen Samaritano
Meadowbrook

Kim Simpson

St. Barnabas
(Arlington)

Other Role
Core Team -- South District; Lay Leader, South
District
Core Team -- West District
Core Team -- North District; Lay Leader, North
District
Associate Conference Lay Leader, Exodus Task
Force
Core Team -- East District
Core Team -- East District; Committee on
Episcopacy
Conference Lay Leader, Exodus Task Force
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Clergy
David Alexander
Mike Alexander
Armando Alvarado
Fred Bates
Louis Carr
Ed George
Gene Gurley
Luther Henry
Robert Herzig
Marilyn Jones
Wade Killough
Katie Long
Alan McGrath
John McKeller
Jeff Miller
Kevin Morton
David Mosser
Joseph Nader
Steve Nance
Lisa Neslony
Drew Nunley
Mike Ramsdell
Steve Ramsdell
Richard Reed
Lianne Turner
Mike Young

Church
Mansfield First
New World
Grapevine
Grace (Arlington)
Thompson Chapel (Fort Worth)
Granbury First
Gatesville First
St. Barnabas (Arlington)
Cleburne First
Meadowbrook (Fort Worth)
Rockbridge
Hamilton and Lamkin
Hutto Discovery
Whites Chapel (Southlake)
Killeen First
Cross Plains
Arlington First
UT Arlington Wesley Foundation
Groesbeck
Smithfield
Campus Drive (Fort Worth)
Mansfield First
Waco First
Graham
Mineral Wells
formerly Genesis (Fort Worth)
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Other Note
Core Team

Exodus Task Force

Core Team
Exodus Task Force

Core Team

APPENDIX D
Data Inconsistencies
As mentioned in the main report, data inconsistencies prevented the use of statistics for
Christian formation participation and missional engagement. All data was taken from the annual
reports that churches submit to GCFA (General Council on Finance and Administration) in a
database called Ezra.
Christian Formation Participation
Churches submit the number of individuals (adult, youth, children) who participated in a
Christian formation group during the year. The problem with this definition is that “participation”
is not very precise. One person can participate in multiple groups and be counted more than
once. One person can participate in a Bible study one time, while another person participates
weekly, and both are counted as “participating.” Finally, this measure is particularly susceptible
to swings from short-term emphases (e.g., a special discipleship campaign).
Looking just at CTC churches with AWA greater than 125, 17 of those churches reported
greater than a 25% increase in CF participation in 2012. For 2013, that figure was 15 churches.
These churches account for the majority of the increase in CF participation, despite the fact that
this growth does not parallel the worship attendance trends in the same churches. Because of
this apparent inconsistency and the questions around terminology, this statistic is not viewed as
reliable.
Missional Engagement
In 2013, the GCFA submission asked for churches to report “number of persons engaged in
mission.” However, in 2012 and earlier years, GCFA asked for churches to report two items:
“number of persons sent out on UMVIM mission teams” and “number of persons sent out on
other mission teams.” The total number of people reported for the two elements combined in
2012 was 11,187. For “missional engagement” in 2013, the total was 17,611.
The 2012 and earlier data uses a less comprehensive definition than in 2013, and this is
apparent in the data. Looking at CTC churches with AWA greater than 125, 4 churches reported
zero (0) in 2012 and a total of 1,021 in 2013. Another 25 churches had a 50% or greater
increase in the reported numbers from 2012 to 2013, with total count for those churches going
from 1,989 to 8,793. In other words, just these 29 churches account for an “increase” of 7,825
(compared to the total “increase” of 6,424 for CTC). All indications from the survey and
interviews are that CTC churches are becoming more missional, but this specific data source is
not considered to be reliable at this time.
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APPENDIX E
Exodus Project Survey Results
This appendix contains the results of the survey that was conducted in the fall of 2014. A total of 483 people participated in the
survey (described further in Appendix A). The survey included three open-ended questions which are not shown in this appendix.
Overall, how would you assess your congregation/ministry?
Strongly
disagree (1)

2

3

Neutral
(4)

5

6

Strongly
agree (7)

N/A

Rating
Average

Response
Count

9

18

17

14

101

160

153

6

5.69

478

8

19

32

24

113

154

120

6

5.46

476

19

27

60

56

120

106

74

13

4.83

475

21

21

29

46

61

107

166

27

5.42

478

Our congregation/ ministry is
doing its part to support and
accomplish the mission of the
United Methodist Church (to make
disciples of Jesus Christ for the
transformation of the world.)
Our congregation/ ministry has a
clear understanding of what God is
calling us to do.
We are effectively reaching new
people in our community.
Our congregation/ ministry is more
“energized and equipped” today
than we were two years ago.

Please assess your congregation’s (or ministry's) vitality and effectiveness in the "five practices of fruitful congregations."

Passionate worship. We deliberately
seek to encounter God in Christ and
expect worship to be the most
inspirational hour of the week.
Radical hospitality. We demonstrate an
active desire to invite, welcome, receive,
and care for those who are strangers so
that they find a spiritual home.

Poor

Fair

Good

Very Good

Oustanding

Rating
Average

Response
Count

9

41

100

233

89

3.75

472

15

42

103

203

110

3.74

473

31

Intentional faith development. We offer
opportunities for people at all stages of
faith to learn in community, helping them
grow in grace and in the knowledge and
love of God.
Risk-taking mission and service. We step
out of our comfort zone for work that
makes a difference for the purposes of
Christ in the lives of people outside our
congregation.
Extravagant generosity. We exhibit a
Christian’s unselfish willingness to give,
characterized by extraordinary sharing,
willing sacrifice, and joyous giving out of
love for God and neighbor.

17

71

150

154

80

3.44

472

29

67

129

150

98

3.47

473

16

65

117

183

92

3.57

473

Has your congregation/ministry engaged in a process of visioning, discernment, or
strategic planning within the past 2 years? This includes Healthy Church Initiative
(HCI) and Small Church Initiative (SCI).

Yes
No

Response
Percent

Response
Count

69.9%
30.1%

328
141

How would you rate the effectiveness of your visioning/ discernment/ planning process?
Poor

Fair

Good

Very Good

Outstanding

Rating
Average

Response
Count

9

64

120

109

20

3.21

322

How much did your planning process focus on reaching your mission field?
Not at all

Only a little

Somewhat

A good bit

That was the
main focus

Rating
Average

Response
Count

1

18

73

148

80

3.90

320

32

How was the conference involved in your planning process?

Not at all
My District Superintendent (DS) was aware
We participated in HCI/SCI
My DS/conference suggested resources for us to
use

Response
Percent

Response
Count

19.4%
32.4%
54.4%
19.1%

60
100
168
59

If your congregation has not been involved in a planning process in the past two
years, do you plan to engage in such a process within the next 12 months?

Yes
No
Not sure

Response
Percent

Response
Count

40.0%
12.3%
47.7%

62
19
74

The Exodus Project identified a number of different steps that a local congregation/ministry might take in order to make disciples of Jesus Christ for the
transformation of the world. Which of the following steps has your congregation taken within the past two years?

Assessing/understanding the mission field that
surrounds the congregation/ministry
Launching a new initiative that is designed to reach
the mission field
Making a major change based on the church’s (or
ministry's) vision/plan
Changing the Sunday school/small group structure
or format in order to focus more on spiritual growth
and/or to involve more people
Teaching on evangelism (whether through a class,
sermons, or other means)

Not at all

Minimal effort

Modest effort

Substantial
effort

Rating
Average

Response
Count

10

84

194

162

3.13

450

26

74

172

176

3.11

448

43

121

157

126

2.82

447

55

116

162

112

2.74

445

15

111

195

125

2.96

446

33

Teaching on Wesleyan tradition (whether through a
class, sermons, or other means)
Creating new worship services/ communities to
reach new people
Redefining the pastor’s role so that he/she spends
more time in the mission field

14

84

216

134

3.05

448

115

99

97

136

2.57

447

104

135

161

47

2.34

447

If you made a major change based on the church's (or ministry's) vision/strategic
plan, what ministry area(s) did this involve?
Response
Percent

Response
Count

48.9%
51.3%
37.2%
34.5%
30.7%
41.7%

183
192
139
129
115
156
40

Worship
Outreach
Adult discipleship
Children’s
Youth
Reaching our mission field
Other (please specify)

Please give your overall assessment of the Central Texas Conference and the Exodus Project by responding to the following:

I have a clear understanding of the
purpose and goals of the Exodus
Project.
The Exodus Project has been a
positive step for CTC.
The changes in CTC due to the
Exodus Project have had a
positive impact on my
congregation/ministry.
CTC has changed significantly as
a result of the Exodus Project.

Strongly
disagree (1)

2

3

Neutral
(4)

5

6

Strongly
agree (7)

N/A

Rating
Average

Response
Count

25

20

19

72

96

107

92

4

5.05

435

14

11

23

102

83

92

93

17

5.10

435

21

27

38

140

80

66

41

20

4.44

433

13

25

28

123

75

83

56

31

4.72

434

34

CTC has done what it said that it
would do in its implementation of
the Exodus Project.
CTC is more effective as a result
of the changes in organizational
structure made by the Exodus
Project.
The Exodus Project puts CTC on
the right track to effectively
accomplish its mission as a
conference.
CTC is a better steward of its
financial resources as a result of
the Exodus Project.
CTC effectively communicates its
vision and priorities to its
constituents.
CTC has shifted from providing
programs to identifying resources
and partnering opportunities.
CTC effectively communicates
various opportunities (training,
missions, other events) to its
constituents.

5

14

22

108

81

104

68

32

5.06

434

14

22

36

110

88

77

49

37

4.67

433

13

14

31

113

78

93

68

22

4.90

432

16

10

22

115

73

89

61

45

4.89

431

10

28

40

83

99

87

68

15

4.85

430

7

18

37

99

85

89

67

26

4.92

428

10

9

37

63

80

109

102

24

5.27

434

CTC seeks to energize and equip local congregations through a variety of training
opportunities. Please indicate the ones in which you’ve participated personally within
the past two years. Check all that apply.

I have not participated in any CTC training
opportunities
Healthy Church Initiative (HCI) or Small Church
Initiative (SCI)
Leadership training for pastors
Leadership training for other staff and/or laity
Lay Servant Ministry
Missions conferences/training

Response
Percent

Response
Count

13.8%

59

46.9%

201

38.9%
31.9%
16.8%
25.2%

167
137
72
108

35

31.2%
26.6%
20.7%
21.0%
11.2%
7.7%
5.1%
49.7%
10.0%

Worship conferences/training
Discipleship conferences/training
Preaching workshops
Online training
Evangelism training
Discovery/Discernment retreats
Marriage retreats
Ministry Safe/Safe Sanctuary
Other

134
114
89
90
48
33
22
213
43

If you have participated in one or more of these opportunities, how would you describe the
overall quality of the training provided by CTC?
Poor

Fair

Good

Very Good

Outstanding

Rating
Average

Response
Count

4

38

122

166

42

3.55

372

If you have participated, what has been the impact of this training on your ministry
and congregation?

No impact
Minimal
Modest
Substantial

Response
Percent

Response
Count

3.5%
18.8%
56.2%
21.5%

13
70
209
80

If you have not participated in any training over the past two years, why not? Check
all that apply.
Answer Options
Training topics didn’t meet my greatest needs
I did not have enough time
I was not aware of specific training opportunities
I have found other sources that I prefer

Response
Percent

Response
Count

24.5%
34.7%
51.0%
18.4%

12
17
25
9

36

The training location was too far away
Poor quality of previous training that I attended
Other (please specify)

30.6%
10.2%

15
5
12

How would you assess the amount of training that CTC offers for the laity?

Too much
About the right amount
Not enough
Not the right topics
What other training for laity would you like CTC to
offer for laity?

Response
Percent

Response
Count

1.2%
52.1%
23.8%
7.9%

5
219
100
33

15.0%

63

Central Texas Conference provides a number of opportunities for cooperative
mission work (including disaster relief efforts). In the past two years, how much has
your congregation participated in CTC-organized mission opportunities?

Not at all
Minimal
Modest
Substantial

Response
Percent

Response
Count

15.7%
29.9%
31.8%
22.7%

67
128
136
97

How important is it for CTC to continue to provide these opportunities for cooperative
missions?
Answer Options
Not important
Slightly important
Important
Very important

Response
Percent

Response
Count

0.7%
9.8%
41.5%
48.0%

3
42
178
206

37

If your congregation has participated in one or more of the CTC mission opportunities in the past
two years, how would you assess the quality?
Poor

Fair

Good

Very Good

Outstanding

Rating
Average

Response
Count

3

18

113

141

48

3.66

323

If your congregation has not participated in CTC mission opportunities in the past two
years, what is the reason? (check all that apply)
Answer Options
We have our own mission efforts
Mission programs didn’t fit our congregation
I was not aware of specific mission opportunities
We partner with other organizations for missions
The location was too far away
Poor quality of previous mission efforts in which we
participated
Other (please specify)

Response
Percent

Response
Count

62.3%
25.7%
18.3%
26.9%
19.4%
2.9%

109
45
32
47
34
5
51

The Exodus Project calls for District Superintendents (DS) to become “missional strategists.” A missional strategist should spend less time on
administration and more time focused on the mission field and on coaching pastors. Please respond to the following statements about your DS.

I have seen a change in how
our DS does his/her job.
The changes in how our DS
does his/her job have had a
positive effect on me and on
our congregation/ ministry.
(Answer "N/A" if you have not
seen any changes.)
Our DS is living into the role
of “missional strategist.”

Strongly
disagree (1)

2

3

Neutral
(4)

5

6

Strongly
agree (7)

N/A

Rating
Average

Response
Count

29

18

17

79

72

85

60

62

4.78

422

22

11

18

86

57

66

55

107

4.79

422

25

12

23

79

54

86

77

66

4.94

422

38

If you are an elder, please respond to the following statements.

I feel equipped for the ministry
and the mission field to which I
am called.
I have less conference-related
administrative responsibilities
(meetings, forms, etc.) now
than I did three years ago.
I feel supported by my DS and
the conference.
I understand how my
performance is being
evaluated.
There is a healthy and
appropriate level of
accountability for clergy
within CTC
The appointment process in
CTC is fair and effective.

Strongly
disagree (1)

2

3

Neutral
(4)

5

6

Strongly
agree (7)

Rating
Average

Response
Count

1

1

3

7

30

72

54

5.95

168

12

28

12

32

20

28

35

4.46

167

8

6

8

16

28

44

56

5.45

166

5

12

10

19

39

47

34

5.12

166

8

9

13

32

38

42

24

4.84

166

8

10

14

38

35

41

21

4.73

167

Elders only: As part of the Exodus Project, the conference created “affinity groups”
for pastors. Ultimately, these have not been successful, and we’d like your feedback
to understand why. Did you participate in one of the affinity groups?

Not at all
Once
More than once

Response
Percent

Response
Count

33.5%
29.9%
36.5%

56
50
61

39

Elders only: If you participated in an affinity group only once or not at all, why?
(Check all that apply.)

I didn’t know about it
I had conflict(s) and couldn’t make the meeting(s)
I wasn’t interested
The group only met once
I had little in common with the other group members
The group needed more direction and/or purpose
Other

Response
Percent

Response
Count

20.0%
14.5%
3.6%
36.4%
9.1%
37.3%
24.5%

22
16
4
40
10
41
27

Elders only: If you did participate, how would you rate the experience?
Poor

Fair

Good

Very Good

Outstanding

Rating
Average

Response
Count

23

45

32

14

2

2.37

116

Elders only: If you did participate, which of the following terms would you use to
describe your experience? (check all that apply)
Answer Options
Very meaningful
Nice to be with friends
A waste of time
A safe place to share
A valuable learning experience

Response
Percent

Response
Count

10.9%
55.5%
25.5%
19.1%
20.9%

12
61
28
21
23

40

APPENDIX F
Statistical Data by Size Segments
This appendix shows key statistics for CTC’s congregations, divided into segments based on average worship attendance in 2013.
For each size category, the data is shown for all congregations and then is sub-divided into those that reported growth in AWA from
2009-13 and those that did not grow during that time period. AWA, Professions of Faith, and Net Expenses are all reported as
aggregate totals for the congregations in their respective segments.

2013 Average
Worship
Attendance
Over 500

All
Growing
Non-growing

Number of
Congregations
16
10
6

Average
Worship
Attendance
20,726
15,099
5,627

AWA/POF
18.3
18.0
19.1

Net Expenses
$47,678,723
$32,191,993
$15,486,730

Net Expense
Growth
(2009-13)
26.5%
36.1%
10.2%

251 to 500

All
Growing
Non-growing

31
14
17

10,607
4,764
5,843

-1.9%
18.5%
-14.0%

473
226
247

22.4
21.1
23.7

$27,424,623
$11,006,404
$16,418,219

21.0%
21.6%
20.6%

126 to 250

All
Growing
Non-growing

32
14
18

5,539
2,577
2,962

0.6%
34.7%
-17.6%

259
122
137

21.4
21.1
21.6

$12,357,421
$4,781,431
$7,575,990

13.5%
25.1%
7.2%

76 to 125

All
Growing
Non-growing

47
17
30

4,599
1,666
2,933

-12.2%
22.3%
-24.4%

217
68
149

21.2
24.5
19.7

$10,277,871
$3,024,541
$7,253,330

7.1%
12.8%
4.9%

75 or lower

All
Growing
Non-growing

173
44
129

5,528
1,613
3,915

-14.5%
34.9%
-25.7%

223
87
136

24.8
18.5
28.8

$10,412,387
$2,269,155
$8,143,232

1.1%
19.5%
-3.1%

AWA Growth Professions
(2009-13)
of Faith
17.6%
1,132
30.5%
838
-7.0%
294
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APPENDIX G
Exodus Project Survey – Selected Segment Results
Key Questions by Role
Overall

Senior
Pastor

Other
clergy

Other
staff

Volunteer/
member

Campus
or
extension min.

CTC
leadership

Other
CTC or
district
staff

Other

Question 1: Overall, how would you assess your
congregation/ministry?
Our congregation/ ministry is doing its part to support
and accomplish the mission of the United Methodist
Church (to make disciples of Jesus Christ for the
transformation of the world.)

5.69

5.51

5.83

5.81

5.79

6.00

6.18

5.00

5.56

Our congregation/ ministry has a clear understanding
of what God is calling us to do.

5.46

5.31

5.49

5.06

5.58

6.11

5.45

5.00

5.49

We are effectively reaching new people in our
community.

4.83

4.69

5.38

4.75

4.87

5.13

4.20

2.00

4.95

Our congregation/ ministry is more “energized and
equipped” today than we were two years ago.

5.42

5.32

5.50

5.57

5.63

6.13

5.30

1.00

5.19

Average

5.35

5.21

5.55

5.30

5.47

5.83

5.32

3.25

5.30

I have a clear understanding of the purpose and goals
of the Exodus Project.

5.05

5.32

4.69

4.75

4.78

5.11

6.25

6.20

5.24

The Exodus Project has been a positive step for CTC.

5.10

5.12

4.64

4.73

5.17

5.00

6.27

5.20

5.36

The changes in CTC due to the Exodus Project have
had a positive impact on my congregation/ministry.

4.44

4.52

3.91

4.50

4.53

4.67

5.09

4.67

4.28

CTC has changed significantly as a result of the
Exodus Project.

4.72

4.88

4.06

4.62

4.65

4.67

5.42

4.50

4.85

Question 11: Please give your overall assessment of
the Central Texas Conference and the Exodus Project:
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CTC has done what it said that it would do in its
implementation of the Exodus Project.

5.06

5.22

4.50

4.54

4.96

4.89

6.00

5.20

5.28

CTC is more effective as a result of the changes in
organizational structure made by the Exodus Project.

4.67

4.80

3.88

5.07

4.58

4.78

5.67

4.60

4.76

The Exodus Project puts CTC on the right track to
effectively accomplish its mission as a conference.

4.90

5.03

4.13

4.57

5.00

4.25

5.33

5.00

5.05

CTC is a better steward of its financial resources as a
result of the Exodus Project.

4.89

4.98

4.52

4.50

4.96

4.22

5.55

4.00

5.18

CTC effectively communicates its vision and priorities
to its constituents.

4.85

5.06

4.34

5.27

4.58

4.78

4.67

5.40

5.10

CTC has shifted from providing programs to identifying
resources and partnering opportunities.

4.92

5.00

4.56

4.93

4.81

4.89

5.75

5.20

5.11

CTC effectively communicates various opportunities
(training, missions, other events) to its constituents.

5.27

5.42

5.15

5.64

5.07

5.25

5.25

5.80

5.35

Average

4.86

5.03

4.37

4.64

4.76

4.78

5.56

5.12

5.04

I have seen a change in how our DS does his/her job.

4.78

5.02

3.81

4.64

4.51

4.75

4.82

3.50

5.44

The changes in how our DS does his/her job have had
a positive effect on me and on our congregation/
ministry. (Answer "N/A" if you have not seen any
changes.)

4.79

5.06

4.04

4.38

4.53

5.67

5.00

4.00

4.72

Our DS is living into the role of “missional strategist.”

4.94

5.15

4.18

4.67

4.64

4.63

5.27

3.50

5.50

Average

4.80

5.06

4.09

4.55

4.48

4.67

5.05

3.50

5.23

Question 21: Please respond to the following
statements about your DS.

* Respondents rated each statement on a 1-7 scale, where 7 is “strongly agree,” 1 is “strongly disagree,” and 4 is “neutral.”
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Key Questions by Age
Overall

Under
30

30-39

40-49

50-59

60-69

70 and
over

Question 1: Overall, how would you assess your congregation/ministry?
Our congregation/ ministry is doing its part to support and accomplish the
mission of the United Methodist Church (to make disciples of Jesus Christ for
the transformation of the world.)

5.69

5.89

5.84

5.67

5.51

5.68

5.93

Our congregation/ ministry has a clear understanding of what God is calling us
to do.

5.46

5.22

5.46

5.47

5.30

5.58

5.50

We are effectively reaching new people in our community.

4.83

4.22

4.92

4.92

4.72

4.88

5.07

Our congregation/ ministry is more “energized and equipped” today than we
were two years ago.

5.42

4.86

5.59

5.34

5.37

5.41

5.74

Average

5.35

5.14

5.46

5.36

5.21

5.39

5.56

I have a clear understanding of the purpose and goals of the Exodus Project.

5.05

4.50

4.62

5.03

5.06

5.30

5.11

The Exodus Project has been a positive step for CTC.

5.10

4.75

4.89

4.78

5.04

5.29

5.39

The changes in CTC due to the Exodus Project have had a positive impact on
my congregation/ministry.

4.44

4.63

4.27

4.14

4.58

4.51

4.39

CTC has changed significantly as a result of the Exodus Project.

4.72

4.14

4.18

4.44

4.71

4.99

4.90

CTC has done what it said that it would do in its implementation of the Exodus
Project.

5.06

4.00

5.06

4.71

5.03

5.22

5.20

CTC is more effective as a result of the changes in organizational structure
made by the Exodus Project.

4.67

4.00

4.48

4.60

4.59

4.78

4.94

The Exodus Project puts CTC on the right track to effectively accomplish its
mission as a conference.

4.90

4.38

4.50

4.72

4.83

5.06

5.18

Question 11: Please give your overall assessment of the Central Texas
Conference and the Exodus Project:
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CTC is a better steward of its financial resources as a result of the Exodus
Project.

4.89

3.67

4.82

4.50

4.99

4.92

5.26

CTC effectively communicates its vision and priorities to its constituents.

4.85

4.71

4.56

4.72

4.85

4.97

4.85

CTC has shifted from providing programs to identifying resources and
partnering opportunities.

4.92

4.50

4.94

4.76

4.97

4.91

5.08

CTC effectively communicates various opportunities (training, missions, other
events) to its constituents.

5.27

5.29

4.85

4.97

5.29

5.42

5.34

Average

4.86

4.26

4.61

4.70

4.87

5.00

5.01

I have seen a change in how our DS does his/her job.

4.78

2.67

4.96

4.00

4.68

4.96

5.27

The changes in how our DS does his/her job have had a positive effect on me
and on our congregation/ ministry. (Answer "N/A" if you have not seen any
changes.)

4.79

2.83

5.27

3.94

4.73

5.06

4.87

Our DS is living into the role of “missional strategist.”

4.94

2.20

4.93

4.17

4.88

5.16

5.36

Average

4.80

2.67

5.04

4.09

4.72

4.98

5.12

Question 21: Please respond to the following statements about your DS.
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Key Questions by Size of Congregation (AWA)
Overall

Less than
75

76 to 125

126 to 250

251 to 500

Greater
than 500

Question 1: Overall, how would you assess your congregation/ministry?
Our congregation/ ministry is doing its part to support and accomplish the
mission of the United Methodist Church (to make disciples of Jesus Christ for
the transformation of the world.)

5.69

5.38

5.67

5.75

5.59

6.16

Our congregation/ ministry has a clear understanding of what God is calling us
to do.

5.46

5.29

5.46

5.45

5.25

5.85

We are effectively reaching new people in our community.

4.83

4.36

4.77

5.07

4.89

5.51

Our congregation/ ministry is more “energized and equipped” today than we
were two years ago.

5.42

5.15

5.65

5.39

5.64

5.63

Average

5.35

5.05

5.39

5.42

5.35

5.79

I have a clear understanding of the purpose and goals of the Exodus Project.

5.05

5.20

4.99

4.85

5.27

5.13

The Exodus Project has been a positive step for CTC.

5.10

5.15

5.12

5.15

5.05

5.30

The changes in CTC due to the Exodus Project have had a positive impact on
my congregation/ministry.

4.44

4.38

4.50

4.60

4.60

4.33

CTC has changed significantly as a result of the Exodus Project.

4.72

4.89

4.78

4.58

4.73

4.54

CTC has done what it said that it would do in its implementation of the Exodus
Project.

5.06

5.15

5.06

5.12

5.14

4.97

CTC is more effective as a result of the changes in organizational structure
made by the Exodus Project.

4.67

4.71

4.72

4.66

4.77

4.60

The Exodus Project puts CTC on the right track to effectively accomplish its
mission as a conference.

4.90

4.93

4.99

5.02

5.00

4.82

Question 11: Please give your overall assessment of the Central Texas
Conference and the Exodus Project:
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CTC is a better steward of its financial resources as a result of the Exodus
Project.

4.89

4.92

4.95

4.96

4.93

4.91

CTC effectively communicates its vision and priorities to its constituents.

4.85

5.10

4.91

4.49

4.88

4.78

CTC has shifted from providing programs to identifying resources and
partnering opportunities.

4.92

4.86

5.06

4.88

5.02

4.87

CTC effectively communicates various opportunities (training, missions, other
events) to its constituents.

5.27

5.36

5.39

5.13

5.28

5.23

Average

4.86

4.96

4.92

4.74

4.95

4.82

I have seen a change in how our DS does his/her job.

4.78

4.90

4.97

4.56

4.98

4.40

The changes in how our DS does his/her job have had a positive effect on me
and on our congregation/ ministry. (Answer "N/A" if you have not seen any
changes.)

4.79

4.85

5.17

4.66

4.58

4.67

Our DS is living into the role of “missional strategist.”

4.94

5.00

5.37

4.71

4.91

4.60

Average

4.80

4.88

5.11

4.55

4.84

4.56

Question 21: Please respond to the following statements about your DS.
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