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In theory, having an intern would lighten your workload and enhance the youth ministry. In practice, however, having an intern can be a drag on your energy as you bring the intern up to speed and contribute to the intern’s development. Ask yourself questions like these before you take the step of proposing a youth ministry internship to your supervisor:



( Do I have a clear job description with measurable goals? What exactly would you hire an intern to accomplish in the youth ministry?









( Am I clear on what I expect from an intern? Is church membership an expectation? What meetings must they attend on a regular basis? What meetings should they attend once or twice for the experience? When do you expect them to be in the office? What about days off? What is acceptable dress in the church? What about when they’re with students? How does the intern access resources—secretarial help, church vehicles, etc.?  











( How long will the internship last? Is it full-time during the summer? Part-time for a year? Does it run concurrently with school, or does the intern commit a block of time (for example, one year before starting seminary)?









( How many hours a week will the intern work? Does the internship pay enough to live on, or will the intern need a part-time job to supplement her income? If the internship runs concurrently with school, how many hours a week is it feasible for the intern to work? Is the church willing to be flexible when finals roll around?









( What age group will the intern work with? Middle school? High school? College-age?











( What program will the intern work with? Vacation Bible School, day camp, small groups, worship ministry?









( Who will be her supervisor? Do I have enough experience to develop another youth worker? Does anyone else on staff? What will an aspiring youth worker learn from spending time with you and this ministry? 









( Do I have the time to develop and guide another youth worker? Youth pastors quickly realize that supervising an intern to do a task always takes more of their time than doing it themselves. How will having an intern affect your ability to do your job?
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( Is my church or organization supportive of it? Have they hired an intern before? Have any of the leadership done an internship as part of their professional development? Who would you need to clear the idea with?









( Does the church staff understand the job description of a youth ministry intern? Or will the church secretary expect an intern to stuff envelopes? Might the janitor expect he can delegate the Sunday school room set up to the intern?









( Is my church willing to provide compensation to the intern? If his compensation is room and board, with whom will he live? If it’s a small stipend, tuition credit, or cash, out of which budget will it come? Based on what you’re looking for in an intern, what do you think would be the best form of compensation?







( What will she use for transportation? Will the organization loan her a car? Reimburse her for travel and job expenses?







( Does my church’s insurance cover an intern? How about Workers’ Compensation?







( Does my church believe in developing future leaders for ministry, and are they willing to take on the accompanying risks? The internship is a step in the intern’s discernment process. It may be that during the internship, it becomes clear that ministry is not the right direction for this person. Is the church willing to take that risk? Have you written out a description of those actions that would terminate an internship?









( Is my church willing to let this person fail as well as succeed? Interns are rookies. As they try out their ministry legs, there are bound to be messes as well as successes. In what areas is the church willing to extend grace? In what areas can there be no mess-ups?







( Am I ready to take appropriate and decisive action if conflict arises with an intern or about the intern? How can you be proactive in conflicts involving the intern? Can you confront based on early recognition of potential problems, or are you inclined to let things slide until you’re forced to react?









( How can the relationship be terminated if things don’t work out as planned?







Along with the details covered above, you’ll need to decide what elements will form a basis for the learning contract between your church and the intern. Once the internship begins, you can invite the intern to add to your contract things he wants to accomplish or experience by the end of the internship. Talk together about how both parties will be different because of the internship experience. You’ll want to develop goals in the areas of knowledge, skill, and character qualities, keeping in mind each party’s time, abilities, motivations, available resources, and so on.
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( What knowledge objectives will she achieve by the end of the internship? Here’s some ideas:

By the end of this internship, the intern should be able to—

( Begin to formulate and articulate a philosophy of youth ministry

( Identify the key characteristics of adolescence, as well as the impact on adolescents of family,

   society, and church



( Explain the rationale behind the model of youth ministry the church uses

( Articulate the demographics of the community and the services available through the local

   community 



( Describe the importance of the youth minister, whether professional or volunteer, in effective

   leadership of adolescents and their families













( What skills will he achieve by the end of the internship? Include goals like these in the learning contract:

By the end of this internship, the intern should be able to—

( Write and lead a Bible study appropriate for senior high students

( Initiate exploratory conversations with parents and with several subcultures of adolescents

( Develop and produce a worship service 

( Put together a three-month program that includes a variety of events and topics geared

towards adolescents’ felt and real needs. It may include Sunday school, confirmation, and

weekly activities



( Develop and manage a youth ministry budget

( Run an effective meeting

( Recruit and interview potential volunteers

	





( What areas and tasks will the intern be exposed to?

By the end of this internship, the intern will have experienced—

( Weekly church staff meetings in order to better understand how the whole church operates

(   A weekly Bible study as both an observer and a leader

( Participating in the organization and leadership of a week-long missions trip

( Producing a variety of communication tools: fliers, church and youth ministry announcements,

     calendars, permission slips



( Participation in planning and strategy meetings
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( What can the intern expect from you and the church?

During this internship, the intern can expect—

( Weekly or bi-weekly meetings with the supervisor

( Exposure to the full scope of the ministry, including administrative areas (budget development, hiring

     and development of volunteer staff, church staff meetings, congregational meetings, and counseling

     appointments when appropriate). 

( Timely payment of a salary or stipend

( Medical insurance 

( Conference registration for a professional seminar for youth workers















( What can the church expect from the intern?

During this internship, the church can expect that the intern will—

( Show up on time to all meetings or responsibilities

( Dress appropriately for the ministry situation

( Maintain a model lifestyle during the internship

( Immediately inform the supervisor of any areas of concern or conflict













( How will success be determined?  

At the end of the internship, the intern will be evaluated—

( By means of a formal self-evaluation and a written evaluation by the supervisor (see Intern Self-   

      Evaluation and Intern Supervisor Evaluation)



( Based on the intern’s completion of the learning contract written out at the start of the internship (This

      should be the conclusion of an on-going discussion and shouldn’t have any surprises.) 



( Through discussing—both informally and at a designated meeting—with the supervisor and other

      activity leaders and participants the level of excellence achieved in various areas (the results, or what

      happened) and discussing what they learned from the experiences (why it happened the way it did)
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A successful internship requires clear definition—identifying a specific type of intern and specific tasks to achieve. Once you know what you’re looking for, where will you search?





( Look within. Is there a student within the larger ministry who is trying to discern his or her call to ministry?











( Look at local colleges and seminaries. Christian colleges with youth ministry majors or minors usually post job descriptions. Send yours to the chair of the department, as well as to the career counseling office. (Often students interested in going into youth ministry major in another field.) You may even want to post your internship with local community colleges or universities.













( Look at your denominational seminary. If you have a strong denominational affiliation and are looking for several interns, sometimes it helps to actually recruit live on a campus. “Cold call” students are more likely to consider your ministry’s internship if they have a conversation with you.











( Look at other youth ministries. Are there colleagues who have students that might be potential interns in your ministry? I advise students to avoid doing an internship at their home church—it’s usually too difficult to be seen as an adult. Perhaps some intern swapping might work in your local network.
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