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Introduction

The relationship of mutuality between a Unitariamgrsalist minister and a Unitarian
Universalist congregation is covenantal: mutuarirst, mutual in accountability, and
mutual in care. The covenantal relationship is fnisr to words about it. The covenantal
relationship is the most important thing.

Words about the relationship, however—a descripdiowhat the parties hope for it and
expect of it—can be most useful. Generally refetceds the “ministerial agreement,”
these words record intentions shared, understasdeaghed, and responsibilities and
accountabilities agreed upon. The vast majorittheftime the agreement sits unread. But
in times of stress, or in the advent of new circtamees, it can be a valuable guidepost
for re-description, redefinition, and re-covenagtas the relationship crosses from the
known and familiar into the unknown and the new.

This packet presents general recommendations éacdbenantal relationship, two model
letters of call, and notes on additional issudset@ddressed in future documents.
Inevitably, the specificity, and the exhaustiveress lack thereof—of the ministerial
agreement will vary from one congregation to thetnido one set of recommendations
can cover all circumstances. Thus the UUMA andubi@ urge ministers and
congregational leaders to have thoughtful, infornzedi candid conversations at a
number of points before and during the ministry.

During candidating week mutual expectations musdrtieulated in general terms. In the
first months of the new ministry expectations maesidentified and responsibility and
accountability allocated with specificity. The Dist Executive or his/her designee will
wish to facilitate a startup workshop for this pagp. And at least every three years these
expectations, responsibilities, and accountatslitieist be revisited in the light of
changing circumstances. The recommendations thatvfare presented in the

conviction that clarity contributes to trust, andhe hope that mutual consideration of
the issues raised herein will assist both ministascongregations in designing a
navigational chart that will be useful when theeidare tricky and the crosswinds blow.

An introductory caveat: Practices regarding mimiateagreements vary widely.
Ministers and congregations will want to adopt laage that reflects well their particular
circumstances and ways of engaging one anotheertexge suggests, however, that
when language of the letter is either too precis®o vague, trouble may follow.

+ Avoid visiting the sins of the predecessor ministerthe head of the successor!
The requirement that “the minister shall occupyadherch office between 9:15
a.m. and 2:30 p.m. every Tuesday” or that “the sterimust request or receive
Board approval before accepting community spea&irgagements” suggests
issues still unresolved.

« Avoid conflict avoidance! The injunction that “tinenister shall work
collaboratively with the church staff’ places theden for a two- (or three-, or



Six-) way relationship on one party alone. Supé&fipeace is not an enduring
value.

In the recommendations that folloegngregationchurch parish society and
fellowshipare synonyms. These recommendations do not neitgsggply to ministers
who are hired, whether by a church board or agenty the UUA itself, rather than
called. Thus community-based ministries, interinmistries, acting ministers, and
assistant ministers are not directly addressed.

The Spirit of the Agreement

The ministerial agreement points to a religiousagiggnent characterized by collegial
partnership for the common good of the congregattsrmembers, the community
beyond the congregation, and Unitarian Universalisnecontrast to a contract outlining
“conditions of employment,” the agreement reflansunderstanding of the ministry as a
calling to be witnessed toot a job to be performed. Its primary charasters ardrust
andmutuality The minister is understood to be a professioaalisgwith the people of
the congregation to further the purposes of thegEgation’s ministries.

All Unitarian Universalist ministers seek to resdand are ultimately answerable to
their spiritual and vocational calling. Discerniagd naming that calling as it affects
one’s ministry is an important part of the mini&awvork with the people. These
recommendations therefore assume that a ministwskiher or his work and how to
allocate time. The congregation need not and onghdlirect that work overmuch.

On this basis of trust, mutuality, and calling, thmisterial agreement letter includes a
general declaration of shared understandings apelcéations and reflects the common
consent to honor our Unitarian Universalist Pritespand heritage. Today, most
agreements include the expectation that the mmigteabide by thdJUMA Code of
Professional Practicand will take earnest account of fBaidelines for the Conduct of
Ministry. We recommend that these references be includeatidition, where a
congregation has adopted a covenant of right oglafior “behavioral covenant,” that
reference, too, should be included.

Recommendations

The UUA and the UUMA jointly recommend that thedetof agreement and the
ancillary documents it either incorporates or isapanied by address four issues:

A. Letter of Call

B. Terms of Compensation and Employment
C. Job Description

D. Leadership Goals, annually determined

Recommendations for each of these issues follow.rébommendations conclude with
thoughts regarding the Committee on Ministry.



Ministers and congregations are encouraged to ms&®f the UUA Transitions Office
when first negotiating the letter of agreement. istiers are encouraged to make use of
the UUMA Good Offices Person as well, both whestfiregotiating and when re-
negotiating the letter.

Ministerial search committees, negotiating teamd, @ngregation boards are similarly
encouraged to make use of the District Compens&arsultant, the Ministerial
Settlement Representative, the District Executivd/@r District transition team.

A. The Letter of Call

The letter of call formally invites the ministerbecome the congregation’s minister. It
should contain:

+ the result of the congregational meeting notingatieal vote of election (yeas
and nays) and the proportion of the legal membprshcommitment to a free and
untrammeled pulpit, and perhaps a brief statemamitethe covenant the
congregation seeks to have with its minister.

- reference to the beginning date and to the ternesnpiioyment and
compensation, the job description, plans for atiaihgoal-setting meeting with
congregational leadership, and any additional carations.

« an invitation to the minister to accept the calll @m indication of how that is to
be done, usually a line for signatures of the cegagtion’s president and the
minister. The agreement becomes effective upodaked signing by both
parties.

B. The Terms of Compensation and Employment
Compensation

For the most part, ministers are compensated likst mmployees. They are paid a
salary, they receive benefits—insurance and reg@regrplan contributions—and they
have a professional expense budget. There are tim&las, however.

One wrinkle is the clergy housing allowance, whigkhat portion of salary that is used
to provide a residence. Thus “salary” for ministersalled “salary plus housing
allowance,” or simply, “salary and housing.”

The second wrinkle has to do with the fact that@ purposes of Social Security, minis-
ters are considered self-employed. Thus they digatéd to contribute 15.3 percent of
salary and housing in SECA taxes. We ask thatdhgregation agree to pay to the
minister for contribution in SECA taxes an addiabii.65 percent over and above salary
and housing, the same percentage it pays in FI€éstbor any other employee. The
minister, obviously, must contribute the balangmia like any other employee.

Thus we recommend that the terms of compensatate: st



- the amount of salary and housing agreed upon
« the agreement to pay to the minister the contriouita lieu of FICA
« the agreement to contribute a stated percentagalarfy and housing, at a
minimum of 10 percent, to the UUA Retirement Plang comparable plan)
- the agreement to pay insurance premiums on behgdéaninister:
a. atleast 80 percent of the premium for the minjstéth a health insurance
buyout provision for ministers under the plan afeuse or partner
(payment of 50 percent of the premium for covepadise or partner and
children is also encouraged)
b. 100% of the premium for life, disability income,cadental insurance for
the minister
- the commitment to provide an accountable expensdrgsement plan of at least
10 percent of salary and housing

Because ministers’ financial situations vary widele recommend giving individual
ministers the maximum flexibility possible by inding the following paragraph in all
ministry agreements:

The salary plus housing amount agreed to brings inain the following additional
benefits and professional expenses, for a totaltodbe congregation of

$ . The Governing Board and the Minisigy, upon mutual agreement,
and before the beginning of a tax or employment,\sbcate funds among various
categories to provide the minister with an optimamay of benefits. The congregation is
strongly urged to require the minister to partitgp@ pension, health, and long term
disability income insurance plans.

The congregation should further agree to pay thester’'s salary and housing and
contribution in lieu of FICA in at least twelve etjyay periods annually, contributions
to the retirement plan monthly, and premiums toitiserance carriers as required by the
provider. Compensation adjustments usually occthr thie change of the congregation’s
fiscal year. Professional expenses and out-of-gaekebursements should be paid
monthly upon receipt of the minister's expense repo

A more complete description of ministerial compeéiasacan be found at
http://www.uua.org/programs/ministry/finances/cotnpes.html A great deal of helpful
material is available on the Church Staff Finanebsite
http://www.uua.org/programs/ministry/finances/indégrl and from the District
Compensation Consultant.

Honoraria

Ministers sometimes receive honoraria for pasteealices. We recommend against
ministers soliciting any fees or gratuities frommieers for counseling or rites of
passage. However, any fees or honoraria solictedh@rwise received from non-
members are the sole property of the minister.



Annual Leave

Leave typically includes a personal vacation atrfte of at least one month per year or
accrued as otherwise specified. The agreement dogiate when the minister may take
leave. In the event of an emergency return fronatiag, the congregation should pay for
travel. Attendance at UUA, UUMA, or district evemtsa professional obligation, not
leave.

Study or Non-Parish leave

Leave also includes one month free of routine patigies annually. During this time,
the minister remains on-call for emergencies. Shtut minister travel and an
emergency occur requiring the minister’s travelkiacthe congregation, the minister
generally will be responsible for the costs incdrre

Other Forms of Leave

At least onalay of reseach week, including the evening before, is egddntgood self-
care. The minister and Board should confer on &gt time to take off each week.

The minister should be relieved miilpit dutiesone Sunday per month to participate in
other church activities or to spend weekend timté Wwer/his family.

Holidays as set by the congregation’s governing boardjlshee for all employees,
including the minister.

Parental leaveshould be available to all the congregation’s exygés. Details for such
leave ought to be part of a congregation’s emplogyarual.

Sabbatical Leave

We recommend that a minister take a sabbaticaldoar to seven years. Most
sabbatical leaves accrue at the rate of one montkeich year of service. During the
sabbatical, the minister should receive her/hisdainpensation and benefits;
professional expenses may be adjusted as appepriat

We recommend that a minister consult with the Cattemion Ministry in designing
her/his sabbatical and that — in consultation v minister — the governing board or
a designated subgroup devise a plan to providpuimit supply and pastoral care support
during the leave. In the rare event of an emergeagyiring the minister’s return, the
congregation pays for travel expenses.

A sabbatical is designed to strengthen a ministdsikty to serve her/his congregation.
As such, the congregation owns the sabbatica.ribt accruing deferred compensation,
and is not compensable upon termination.



Because the need for specifically ministerial sswiwill not entirely disappear during
the minister’s sabbatical, we urge congregationseate a reserve fund to cover
additional expenses that may be incurred by thgregation during that time.

The agreement should require the minister to renmaine ministry of this congregation
for at least one year after the sabbatical leave.

Changes to the Ministry Agreement

It is good practice to do a thorough review of éiggeement every three years. Unless
otherwise guided by the congregation’s employeeuabor board policies, the
agreement should state explicitly how changesdeeitto be made.

The agreement ought to contain a plan for adjustsrtersalary and housing reflecting
changes in the UUA'’€ompensation Guidelingas well as the prospect of increases for
merit and longevity.

Consistent with the congregation’s bylaws, we rec@md that the congregation board
authorize the Personnel Committee, the Committeldiorstry, or an ad hoc committee
to be responsible for renegotiating the terms ofifpensation.

Moving Expenses

The congregation should be responsible for alloealsle moving expenses applicable to
a minister’s relocation to the congregation’s comityu The letter of call ought to
indicate what limits are included in “reasonable.”

Associate and Assistant Ministers

Assistant ministers are generally hired, and warttar a contract with a fixed duration,
with the possibility of renewal and/or being callégsociate ministers are generally
called by the congregations. The relationship beiwée assistant or associate minister,
the senior minister, and the congregation’s goveyioard ought to be clearly stated.
Absent a provision to the contrary, in the everd @hcancy in the senior minister
position, an associate or assistant may applyhfsenior position.

Termination/Separation Procedures

Should the relationship between the congregatiatia® minister no longer be viable
and the congregation seek to sever that relatipngl@ recommend the congregation pay
a severance payment equal to one month’s S&H, penand insurance premiums for
each year of the minister’s service up to a maxinofitevelve months.

Should the congregation vote to terminate theigeiahip with the minister, a minimum
of ninety days’ written notice shall be providedhléss the minister is fired for cause, we
recommend that s/he should receive full salarylanging, pension, insurance



premiums, and other benefits for the ninety dagscible removal of the minister must
be by vote of the congregation consistent withciiegregation’s bylaws.

Payments to Spouse/Partner in the Event of Ministés Death

In the event of the minister’s death, we recommiiiatl the congregation continue the
minister’'s compensation to her/his surviving partioe three months. Where a parsonage
is involved, we recommend that the family be petedito occupy it for six months. With
the agreement of the congregation’s board, thelyamay rent the parsonage for no

more than an additional six months.

C. The Job Description
The Duties and Expectations of the Minister

We recommend that the ministerial agreement incluptd description delineating both
general and specific responsibilities of the marisBecause Unitarian Universalist
ministers are expected to know their craft andesd&if-directing, and because each
minister’s skills and enthusiasms as well as tlealloontext will shape how s/he spends
her/his time and energy, we are reluctant to bespmeific about a ministerial job
description. What follows should be understood aprangboard for an intentional
conversation between a minister and the congragatieadership as they create a
mutually agreeable job description.

Minister as Spiritual Leader

The minister’s role in the life of a congregatisrprimarily that of spiritual leader. As
such, the minister is expected to nurture an irgaat spiritual life for her/himself. The
congregation should respect the minister's needddy devotion and prayer and/or
reflection and periods of study. To the extentrthieister is well-grounded in her/his
faith and religious life, s/he will more effectiydead others.

Duties Customarily Attributed to the Office of a Unitarian Universalist Minister

The specific allocation of the minister’s respoiigibs should be determined annually at
a leadership goals retreat with the congregatiel@sted leadership (see below). The
general contributions that may rightfully be exgecinclude:

« worship and preaching

- pastoral care, counseling, and rites of passage

-« teaching

« prophetic witness, including community and denortiamel service

« congregational administration: together, the goveyhoard and the minister
should determine which administrative responsibsgitand authorities lie with the
board, which with the minister, and which are sHare
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There is considerable diversity in emphasis ambegéd five areas among Unitarian
Universalist Ministers. The UUMA recommends the ister and congregation become
as clear yet flexible as possible when describimg the minister will spend her/his time.

Multiple or Team Ministries

Congregations with two or more ministers face sgespportunities and challenges. In
addition to clarity with regard to the ministerslationship with the congregation, the
ministers must arrive at a clear understandindpeif trelationship. Congregational
leaders would do well to require a covenanted icglahip among their ministers as well
as between their ministers and the congregatiorarhual retreat, overnight and
facilitated, of the ministerial team is likewises®i

D. Leadership Goal Setting

A healthy ministry requires both ongoing plannimgl aoutine review in the light of
Unitarian Universalist ideals and the congregasatated mission. To that end, we
recommend that the ministry agreement include ancomment by both the congregation
and the minister to aAnnual Leadership Goal Settinduring which the governing board
and the minister together discern the congregait@@dership needs and identify

specific goals. Such work will note responsibibtghared by the governing board and the
minister, those owned by the governing board oegiioups, and those owned by the
minister. It is good practice to make such annaalgknown to the congregation.

Performance Assessment

Integral to goal setting is assessing how well chdeadership, including the minister, is
doing against agreed-upon goals. We recommenatbatmitment to a performance
review as part of the congregation’s annual gotiirgeprocess be included in the
agreement.

In order to ensure clarity of purpose, we furttemommend that the Committee on
Ministry take the lead in conducting an overahgregational assessmesery three to
five years. Of particular importance is reviewingcoafting a congregation’s mission
statement. This work may also be part of a strateglong-range planning team’s
efforts. The congregation’s self-study preparatorgalling a minister may provide an
initial assessment to guide a new minister and i@gadional leadership as they begin
their work together.

Congregational Assessmeptblished in June 2001 by the UUA’s FulfillingetRromise
committee, is a valuable model, ag\ssessing Our Leadershigvailable from Ministry
and Professional Leadership at the UUA. These togisther provide a solid foundation
upon which to create a healthy, continually rengwmnistry. To the extent goal setting
and performance review are one and the same gctivé minister and congregation will
be clear both in their aspirations and in theiramsthnding of who is responsible and
accountable for meeting those goals.
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At any time in a ministry, the Committee on Ministnay be expected to offer routine
feedback to the minister on issues affecting hem#liationship with the congregation and
the performance of her/his duties. As part of thveual leadership goal setting, the
Committee on Ministry (or, if more appropriate, fersonnel Committee or an ad hoc
committee with representation from the congreg&igoverning board) may want to
assist the minister in assessing how well s/hethgeprevious year’s congregational
leadership goals. The purpose of this review isogiive the minister a grade. Rather, it
should provide direction for the minister and cliuleadership as they plan for the next
year.

Revisions to the ministry agreement may occur gopt@aneously with this planning
process to reflect changes in the expectationseotdngregation and minister.

E. The Committee on Ministry

We recommend that the governing board and mintse&ate a Committee on Ministry,
whose purpose is to serve the health of the coatjoegby periodically reviewing the
effectiveness of all the congregation’s ministri¢s purview includes more than just the
minister’s performance and conduct, the primarypsge of previously common
ministerial relations committee. The Committee omibtry serves as an impartial
observer of congregational life, not advocatingipalar policies or issues on behalf of
members or the minister. Often, the Committee onidfliy may advise the personnel
committee regarding the financial realities of thiaister's compensation and assist the
minister with continuing education and/or sabbattanning.

Staffing the Committee on Ministry

We recommend that the membership of the Committediaistry consist of at least
three and no more than seven congregation membgood standing, serving for three-
year terms, renewable once for a maximum of sixgyesrvice. Typically, the minister
and the board submit a list of nominees in whonh ihatve confidence and trust to the
board chair, who then appoints the committee andhair. The board should expect a
report from the Committee on Ministry annually.

Conflict within the Congregation

The primary role of the Committee on Ministry isserve the overall health of the
congregation. When conflict appears, the Commiuate#linistry is a natural body to
assist in managing the conflict. If the ministecdmmes the focus of a conflict, the
minister and the Committee on Ministry will wantwmrk cooperatively toward an
appropriate response in light of the congregatioalses, mission statement, leadership
goals, and its understanding of right relations.

The goal of conflict management is not to eliminateflict, but to find the creative
potential for the further growth of all personsahxed. Should matters become overly
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anxious, the Committee on Ministry may, after cdimsg with the governing board,
invite outside intervention by the district exewetor other resources.

From time to time in a congregation’s life ongoownflict becomes unmanageable. Even
here the Committee on Ministry may play a cruotdér During the most successful
ministry an individual or group may experience éorcilable disaffection from the
minister, and insist, contrary to the wishes otaided majority, that the minister must
go. Recognizing that the congregation and ministght to serve the whole and not be
tied up endlessly in seeking to resolution witlew,fthe Committee on Ministry may
recommend that the board resolve that the parsigeet to disagree,” and declare the
issue dead. In such a circumstance, the Committédimistry should find creative ways
for the congregation to continue ministering to diaffected person or group.

Two Model Letters of Agreement

The ministry agreement between congregation andstaimsays what both parties agree
should be said about their relationship and theiieg to one another. Just as no two
congregations are identical, and no two minist&30 ministry agreement should be a
mere copy of another. Rather, the letter shoulécethe particularities of the traditions
and situation in which congregation and ministed fihemselves, and their agreement on
the congregation-minister relationship therein.

In this section are included two quite differentdebministry agreements plus a digest of
issues that deserve careful consideration, bothéyegotiating team and the governing
board before offering such an agreement to a pobispeministerial candidate, and by
the prospective candidate her- or himself.

A. Letter of Call and Ministry Agreement

<date>

<name>

<address>

<address>

Dear Rev<name>

Subject to this Congregation’s calling you to ounistry by the congregational meeting
of May 13 or thereafter and of your acceptancdefdall, the terms of the agreement
between the congregation and you as minister wiktbective August 1, 2001, as

follows:

1. The length of the ministry shall be indefinite.the event that the minister
resigns, or the congregation by a legal vote rdgues resignation, three months’
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written notice shall be required by either partyless a shorter period shall be
mutually agreed upon.
The annual Salary shall begin at the rate of $45b,88e Board will consider the
minister’s request that a portion of Salary be glesied Housing Allowance once
the minister has ascertained the likely domicilieogts to be incurred. Salary and
housing (S&H) shall be payable monthly on or betbeefifteenth day of each
month, beginning on August 15, 200x. S&H shall @gewed annually by the
Finance Committee and the Board of Trustees.
In addition to the salary and housing allowance,fthilowing benefits and
professional expense reimbursement will also beigeal:
o Inlieu of employer’s FICA, at 7.65 percent of S&H
o Retirement plan contribution, at 10 percent of S&H
o Insurance premiums:
1. Medical insurance for the minister, 80 percentotéltpremium
(50 percent for spouse/partner and dependents rgmx)
2. Group term life insurance, 100 percent of premium
3. Dental insurance for the minister, 100 percentrefrpum
4. Disability income insurance for the minister, 100#4premium
o Professional and out-of-pocket expenses reimburped 10 percent of

S&H
The total cost to the congregation of salary angshig plus the additional
benefits and professional expenses is $ . With the approval of the

governing board the Minister may reallocate funai®iag the various categories.
Funds not expended within one category may beatkaolcto others upon mutual
agreement of the Minister and the Board. The Manistust, however, elect
pension, health, and disability insurance covermagaovide the Board with
adequate rationale for not doing so.

The minister shall have an annual vacation of onath during which she is free
of all professional responsibilities. The ministball have a second month free of
routine responsibilities, but shall be on call éonergencies and meetings where
her presence is required. If away during this motité minister shall return at her
own expense.

The minister shall be granted one month sabbd#eak for each full year of
service, not to be taken before four years of serafter initial call or previous
sabbatical. Maximum accumulated sabbatical leaa# sbt exceed six months.
The minister agrees to serve one year after comglatsabbatical leave.
Changes in this agreement may be made by mutued¢isgnt between the Board
of Trustees and the minister in accordance withbtidget approved by the
congregation, subject to the provisions of the Wwglaf the congregation.

The minister shall have freedom of the pulpit, essrwe are a free congregation.
The minister shall use her time as she deems ragess the best fulfillment of
her ministry.

All notes, research, sermons, and other produdtseofinister’s work shall be
the sole property of the minister.

10. Anti-Oppression awareness: In calling a ministeresenting a racial or cultural

group historically under-represented in the UngtarUniversalist ministry, this
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congregation accepts its responsibility to contitaueffer its members and
minister(s) opportunities to increase their abildyfunction in a multiracial,
multiethnic capacity and to address the systentigreaf oppression within
Unitarian Universalism. On-going opportunities gwowth and reflection will be
offered to ensure the success of the professiomastmy and will be scheduled in
consultation with the Committee on Ministry/Ministd Relations Committee.

Please indicate your acceptance of these termigybiyng the copy of this letter enclosed

and returning it to the church office.

Date approved:

For the Congregation:

, President

| accept.

Date:

, Minister

cc: District Executive
UUA Transitions Director

B. Letter of Call and Ministry Agreement
<date>

<name>

<address>

<address>

Dear Rev<hame>

PROLOGUE

The Unitarian Universalist Congregation of Anytowdmywhere, hereinafter the
Congregation, and the Reverend Jane Doe, as Minmgreinafter the Minister, jointly

enter into this Letter of Agreement effective May200x.

1. INTENTION
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The intention of this Agreement is to set forth tesponsibilities and obligations of the
Minister to the Congregation and of the Congregatmthe Minister as we seek to dwell
together in peace, to seek the truth in love, argktve one another and the larger
community. It is recognized that no matter how fidhgthis Agreement is written and
observed, the relationship between the Congregatidrthe Minister must be grounded
in open communication, mutual trust, good faithd apen and fair process on both sides.

Anti-Oppression Awareness: In calling a ministgaresenting a racial or cultural group
historically under-represented in the Unitarian\gnsalist ministry, this congregation
accepts its responsibility to continue to offemtembers and minister(s) opportunities to
increase their ability to function in a multiragiadultiethnic capacity and to address the
systemic nature of oppression within Unitarian msalism. On-going opportunities for
growth and reflection will be offered to ensure suecess of the professional ministry
and will be scheduled in consultation with the Catte® on Ministry/Ministerial
Relations Committee.

2. EXPECTATIONS
2.1. Shared Leadership

2.1.1. The Minister and the Congregation shareorsipility for the leadership and
ministry of the Congregation. Achievement and neance of this collaborative
relationship must likewise be shared. It is a reteghip of discovery, of both self and
other, in a context of mutuality.

2.1.2. The Congregation looks to its Minister fpirsual leadership and initiative, for
assistance in setting and articulating its visamg for professional and inspired
performance and oversight of the Congregation’giaums in collaboration with the
Board of Trustees and the Congregation’s committees

2.2. Leadership Goals

Within the first year of ministry, the Minister, Bal of Trustees, and Committee on
Ministry, with the assistance of an outside faatbir, will engage in an overnight retreat
for the purpose of arriving at specific understagdiabout the sharing of power and
responsibility, goals for the coming year, andangdbr periodic review and renewal of
the ministry of the congregation.

2.3. Pulpit and Worship Services
2.3.1. Itis a basic premise of this Congregati@t the pulpit is free and untrammeled.
The Minister is expected to express his/her valiesys, and commitments without fear

or favor.

2.3.2. The Minister will be free of Sunday serviesponsibilities once per month.
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2.3.3. The Minister will be responsible for all wbip services, including seasonal
celebrations and rites of passage, such as weddaihid dedications, and funerals and
memorial services except those for which the War€ommittee assumes
responsibility.

2.4. Services to Persons

2.4.1. The Minister will serve members in their d&éor pastoral care, including crisis
intervention and visitation of the homebound, stb¥ing, and bereaved, both directly and
in conjunction with the Congregation’s own past@ale program. The Minister will
maintain awareness of her/his own limitations, awtrefer members for professional
counseling and other specialized services as apptep

2.4.2. The Minister will provide ceremonial sensand counsel to members of the
Congregation without fee or honorarium. When swahises are provided to non-
members, such fee or honorarium may be set bysati@ iproperty of the Minister.

2.5. Services to the Board and Committees

2.5.1. The Minister will be an ex officio membertmout vote of the Board of Trustees.
The Minister will report to the Board at its regutaeeting, bringing to its attention
specific concerns as they arise.

2.5.2. The Minister will be an ex officio membertlout vote of all committees and task
forces except the Nominating and Ministerial Se&ommittees and the Committee on
Ministry, and will attend meetings of the Committae Ministry except during executive
session. The Minister will confer at least annuallth each committee on how best to
assist it. Attendance by the Minister at most cottemimeetings is welcome but not
expected.

2.6. Community Activities

The Minister is encouraged to act in the commulnéyond the Congregation on behalf
of liberal religious values, and to inform the cogmation of such action through periodic
reports. When the Minister speaks in public, thaister must clearly indicate that such
speech is not on behalf of the Congregation urtes€ongregation has otherwise
authorized.

2.7. Relationship to Church Staff
2.7.1.a The Minister is chief of staff, or

2.7.1.b In consultation with the Board of Trustahs, Minister may delegate day-to-day
supervision of the performance of staff membergoropriate committees.
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2.7.2. The Minister participates in annual stafileations and recommends personnel
actions to the Board of Trustees. The Board anddtinwill jointly decide on hiring,
discharging, and changing compensation of chuiaffi st

2.8. Office Hours and Days Off

2.8.1. The Minister will maintain regular and paktiaytime or evening office hours at
least three days per week, with other times aviglbap appointment.

2.8.2. The Minister will maintain one day per wérde of all Congregation
responsibilities and one additional day devotesttioly and writing wherein the Minister
shall be available only for emergencies.

2.9. Committee on Ministry

2.9.1. A Committee on Ministry will monitor and rture the health of the ministry of the
Congregation.

2.9.2. During the first six months of the Ministeténure, the Ministerial Search
Commit-tee will act as the Committee on Ministrynéfeafter, a Committee on Ministry
with staggered terms will be appointed by the Bdewth a slate jointly decided upon by
the Minister and the President.

2.10. Evaluation of the Minister

An assessment of the work of the Minister will lnmducted every three to five years by
the Committee on Ministry as part of a periodiciegwand renewal of the leadership and
ministry of the Congregation.

2.11. Minister’'s and Congregation’s Conduct

The conduct of the Minister and the Congregatidhlva in accordance with the Code of
Professional Practice and Guidelines for the ConduMinistry of the Unitarian
Universalist Ministers Association.

3. COMPENSATION, PROFESSIONAL EXPENSES, AND BENEBIT

3.1. Salary plus Housing Allowance

3.1.1. The Congregation will provide to the MinisteSalary of $

3.1.2.a. The Board will consider the minister’'suest that a portion of Salary be
designated Housing Allowance once the ministerasagsrtained the likely domiciliary
costs to be incurred.

or
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3.1.2.b. Parsonage: The Minister shall have freeofishe parsonage at [address],
including the utilities and furnishings listed metappendix. All reasonable and necessary
maintenance and repairs will be performed promgitihe Congregation’s expense. The
fair rental value is estimated at $ , anyl beaadjusted annually as appropriate.

3.1.3. Salary (and housing [S&H)]) shall be payabtathly on or before the fifteenth
day of each month, beginning on August 15, 201xHS3&all be reviewed annually by
the Finance Committee and the Board of Trustees.

3.2. Other Benefits and Expenses
3.2.1. In lieu of employer’s FICA, at 7.65 percehS&H, payable monthly.

3.2.2. Retirement plan contribution made by due dathe Unitarian Universalist
Organizations Retirement Plan and/or other appatgpension plan, of at least 10
percent of total Salary and Housing.

3.2.3. Insurance premiums:

3.2.3.1. Comprehensive medical insurance for threstar, 80 percent of premium (50
percent for spouse/partner and dependents encal)rage

3.2.3.2. Group disability insurance, 100 percemgreimium (with premium taken as
taxable income by minister)

3.2.3.3. Group term life insurance, 100 percemgremium

3.2.4. Professional and out-of-pocket expensesnBRaisable up to the greater of 10
percent of S&H or $5,000, payable promptly on vaardby the minister in
accordance with an Accountable Reimbursement Fdgaldped jointly by the
Minister, President, and Treasurer. Other expefegimbursement include, but
are not limited to, travel, automobile mileage,dod), meals, incidentals, conference
registration, entertainment, pulpit gowns, booksjqalicals, dues, office equipment
such as computers, and other continuing educatients. It shall be the practice of
the Congregation to reimburse such expenses ataxenum rate allowed by the tax
laws. Any items the purchase of which is reimbdrsg the Plan shall be the
property of the minister

3.3. Reallocation

The total cost to the congregation of salary angshi plus the additional benefits and
professional expenses is $ . The GoyeBoard and the Minister may,
upon mutual agreement, and before the beginnirgtax or employment year, allocate
funds among various categories to provide the rt@nisith an optimum array of
benefits. The congregation is strongly urged tuie the minister to participate in
pension, health, and long term disability incomsunance plans.

3.4. Annual Review of Compensation
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3.4.1. The Board of Trustees will review the Mieist compensation annually in
consultation with the Committee on Ministry, Finar@ommittee, and Personnel
Committee, and will recommend adjustments to thegtegation, taking into
consideration such factors as merit in meetingkeeeding expectations, increases in the
cost of living, changes in the cost of benefitg] #re financial means of the
Congregation.

3.4.2. The Congregation shall consider such recamdatens as a part of the normal
budgeting process, and shall act upon them atrtheah congregational meeting held for
this purpose.

3.5. Annual Leave

3.5.1. The Minister will be relieved of all respdrbties and may be absent from the
area for a total of eight weeks per year.

3.5.2. Four of these weeks will be taken as vasafwring vacation, should an
emergency arise requiring the Minister’s returhgcasts of such return will be borne by
the Congregation.

3.5.3. Four of these weeks will be taken as stadyd. During study leave, should an
emergency arise requiring the Minister’s returhcabts of such return will be borne by
the Minister.

3.6. Denominational Service and Continuing Educatio

With the specific approval of the Board of Trustebe Minister may be relieved of all
responsibilities and absent from the area for upptio Sundays annually, inclusive of
General Assembly, for participation in UUMA chapter District, and
Unitarian Universalist Association functions andhtiouing education.

3.7 Sick, Medical, Disability, Birth/Adoption, and Family Leaves

3.7.1 Sick Leave: The Minister shall be credited withsl€k days per calendar year
each January 1, and with sick days on a prorated bathe beginning of the
initial partial year. Up to 10 days of accrueckdmave may be carried forward
each year, but in no case may the balance exceddy20 Sick leave may be
used for the minister’s illness or for the illnegsa member of the minister’s
immediate family.

3.7.2 Extended Medical Leave: Should the minister'safig, injury, or disabling
condition continue after all accrued sick and viacaleave has been exhausted,
the congregation shall place the minister on “EdezhMedical Leave.”
Extended Medical Leave shall not extend beyondetiber of either the
commencement of long-term disability benefits ord@§s following the
exhaustion of all sick and vacation leave. Vacat@ave does not accrue during
this period. During Extended Medical Leave, thegregation shall continue to
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pay all employee insurance premiums (health, delifg| retirement, and long
term disability) as otherwise provided by this Agreent, and no less than 75
percent of the minister’s salary and housing allovea If the minister recovers
and is able to return to work full-time before #eglier of the 90-day period of
Extended Medical Leave or the commencement of terrg disability benefits,
the congregation shall retroactively pay the mearisit 100 percent of salary and
housing. [see 4.1 for consequent termination]

Health and Dental Insurance at the Conclusion eémlded Medical Leave: At
the conclusion of Extended Medical Leave, whetheajproval for long-term
disability benefits or by reaching the 90-day-liniealth and dental insurance
premiums will be discontinued and the minister Wwél offered COBRA coverage
if available.

Disability Leave: In the event the minister is epged for long-term disability
benefits, the congregation will deem the ministgivaly at work and continue to
pay the life insurance premium for an additionalrabnths of transitional
disability leave in accordance with the premiumweaiprovisions of the Group
Life Insurance contract. Unless otherwise agreduaytboth the congregation and
the minister, salary and housing shall not be gaithg disability leave.

Parental Leave: In the case of the birth or adapif a child, the minister shall
be granted six weeks of paid and six weeks of uhlegaive. Unpaid leave should
be extended only after all paid leave has been. Beathg periods of unpaid
leave, the congregation will continue paying pramsuor health, dental, life, and
long term disability insurance.

Family Medical Leave: After serving for at leasetve months, the minister may
take up to twelve weeks of unpaid leave to careffamily member (child,
spouse/partner, or parent) with a serous healttiton. Unpaid leave should be
extended only after all sick and vacation leaveliesen used. During periods of
unpaid leave, the congregation will continue paynrgmiums for health, dental,
life, and long term disability insurance.

3.8. Sabbatical Leave

3.8.1. The Minister shall use sabbatical leavestady, education, writing, meditation,
and other forms of professional and religious glovabbatical leave accrues at the rate
of one month per year of service, with leave tadben after four but before seven years
of service. No more than six months of sabbateav¢é may be used within any twelve-
month period. The dates of the sabbatical plan imeistpproved by the Board of Trustees
at least one year in advance.

3.8.2. The Congregation will continue full salangusing allowance, and benefits during
sabbatical leave. Professional expenses may bstadju
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3.8.3. Every fiscal year, the Congregation will sioler sequestering funds for use in
funding the Congregation’s additional expensesmdutine Minister’s sabbatical. This
sabbatical fund is the property of the Congregation

3.8.4. In the event of the Minister’s resignatitarmination, or retirement, unused
sabbatical leave is not compensable.

3.8.5. The Minister agrees not to resign from firfle service to the Congregation for a
minimum of one year following the end of each saichhleave.

3.8.6. The Congregation agrees to take no actianiorsterial tenure during a sabbatical
leave.

3.9 Relocation Expenses

The Congregation will reimburse the Minister foagsenable relocation expenses of the
Minister and immediate family to the area up toaimum of $ .
Reasonable expenses include the services of asgiof@l moving company, plus,
automobile mileage, and transportation and temgdrausing costs, but not meals. An
estimate of the cost of the move shall be presewotéie Treasurer in advance.

3.10. Intellectual Property
All notes, research, sermons, and other produdtseominister’s work shall be the sole
property of the minister.

4. DISPUTE AND TERMINATION

4.1. The term of this agreement is indefinite. ilt @ontinue until the Minister provides
the Congregation with at least ninety days’ notitetent to resign or retire, or until the
Congregation provides the Minister with at leaskety days’ notice of intent to dismiss,
or until the long-term disability or death of therlifter.

4.2. Any dispute concerning the interpretation erfprmance of this Agreement or its
validity or termination shall be solely and finallgsolved by arbitration before, and
under procedural rules established by, a tribunahsisting of one Unitarian
Universalist minister appointed by the Minister amtk Unitarian Universalist minister
appointed by the Trustees. If the tribunal is Uadb agree, the tribunal shall be
augmented by an umpire appointed by the Unitariaiversalist Association Director of
Ministry and Professional Leadership or his/heridese. Both parties to this
Agreement agree that it is of the utmost importaheé no dispute between Minister and
the Congregation be heard by the civil courts amthiat end the parties agree that the
results of the above arbitration shall be bindingo secular court shall under any
circumstances have jurisdiction to hear any disgaterhich the arbitration provisions of
this Paragraph shall apply.
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4.3. In the absence of a specific provision inkdilaws, a decision to dismiss the
Minister shall be by majority vote of all membefdlte congregation present and eligible
to vote at a meeting called for that purpose attwhiquorum is present.

4.4. At termination, accrued vacation will be comgeted in the financial equivalent.
Accrued study leave is not compensable.

4.5. In the event of the Minister’s death, the paegje will be available for the family’s
continued use for at least six months on the samaadial terms as to the Minister.

4.6. In the event of dismissal, salary, housingvadince, and benefits will continue for
three months.

4.7. In the event that the minister’s resignai®negotiated, salary, housing allowance,
and benefits will continue for one month per yelasayvice up to twelve months from the
date of dismissal, or until the Minister has begenvice in another position, if sooner.

4.8. The Minister may be dismissed with less thaety days’ notice, and without the
severance payments described in Section 4.1 oAtnsement, if the Minister

4.8.1. is convicted of a felony
4.8.2. has her ministerial fellowship with the Ultsxminated or suspended

4.8.3. is found by the governing committee of tlen@egation to have engaged in
physically or sexually abusive acts toward a menobéne Congregation, a
Congregation employee, or a child, or

4.8.4. is found by the governing committee of tle@regation to have grossly neglected
her ministerial responsibilities under this agreatrand/or to have engaged in activities
that bring the Congregation and/or Unitarian Uréaéism into disrepute in the
community.

5. AMENDMENT

5.1. The terms of this Agreement may be changealttyial consent of the Minister and
the Board of Trustees, except that increases ial TQist of Ministry, and changes in
sabbatical and termination provisions require thgraval of a majority of the
Congregation.

5.2. This Agreement will be reviewed at least euvbrge years.
5.3. This Agreement is subject to the laws of ttegeSof and the

bylaws of the Congregation. It has been drawnreffeand accepted in the spirit of the
Principles and Purposes of the Unitarian Univess@ssociation.
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6. OFFER

This Agreement represents an official offer to Reverend

when the calling of idster is approved by the
Congregation and accepted by the Minister and sleaglbme final upon the occurrence of
all the following events:

« completion of a criminal record background chedis&zctory to the Committee
« acceptance of this offer by the Minister

« calling of the minister by the Congregation

« acceptance by the Minister of the call.

Date Offer Approved:
For the Congregation: , President

Date Offer Accepted:
By: , Minister

Date Call Extended:
For the Congregation: , President

Date Call Accepted:
By: , Minister

cc: District Executive
Ministerial Transitions Director

F. Bringinga Ministry to an End

Historically, out of a hundred UU ministries, 55eabrought to an end by a minister’s
decision to resign voluntarily in order to take,casometimes to seek, another position;
twenty, by virtue of retirement; three, by disapiand death; and 22, by negotiated
resignation. In a negotiated resignation, alsownas a “pressured termination,”
congregational dissatisfaction with a minister’'s\see has reached the point where the
minister’s continuation is doubtful if not impodsib Petitions are being circulated, and
the prospect of a congregational looms. In a clifti situation both parties receive
something of value: the congregation gets a prcanptrelatively peaceful solution to a
potentially protracted and divisive situation, atie minister gets a larger severance
package than would be available under the condstieither of a unilateral voluntary
resignation or of a congregational vote to termmat
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Model Agreement to Terminate a Ministry
<date>

<pame>
<address>
<address>

Dear Rev. <name>:

This letter sets forth our agreement (“Agreememcerning your resignation
as Minister from the <name of congregation> (theti@ch”), effective on <date> (the
“Resignation Date”).

1. You will be paid all salary due for time workeddhbgh the Resignation Date. You
will also receive a payment for any accrued andsgalvacation days that you have as of
the Resignation Date. These payments will be madbeoChurch’s first regular payday
following the Resignation Date.

2. The Church will provide you with a severance paytnarone lump sum, in the gross
amount of <$ > (the “Severance Payment”). The $awee Payment will be paid within
fifteen (15) business days following the Agreersdgatfective Date (the Resignation
Date).

3. Your employee coverage in the Church’s employeefibgmograms will end on
<date>.

4. The payments and benefits provided under this Ageeéewill be subject to
applicable federal, state and local income taxed atmer applicable withholdings, to the
extent required by law.

5. No contributions to the Church-sponsored retirenmans will be made with respect
to the payments and benefits provided for in Paapgr2. The Church will not contest
your eligibility for unemployment benefits.

6. You confirm that, as of the Resignation Date, ydlrgturn to the Church all of its
property in your possession or custody, includimg;, not limited to, all keys, security or
access cards, books and computer or other equip(mattiding the password(s) to use
such property).

7. You acknowledge and affirm the following:

a. You acknowledge and agree that the payments arefitseprovided for
pursuant to Paragraphs 1 through 3 above constitliéeentire, maximum and
only financial obligation of the Church to you afyakind or nature,
including, without limitation, any salary, bonuagcentive compensation,
financial obligation to you pursuant to the Churslpolicies, or remuneration
of any kind, except for any vested benefits youlmagntitled to receive
pursuant to the Church’s retirement plans.
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b. You furthermore acknowledge that you are not editb any severance
payment other than the Severance Payment desdnld@aragraph 2, under
any Church program, policy or practice.

c. You furthermore acknowledge and agree that you baea paid and have
received all leave (paid or unpaid), compensatigages, bonuses and/or
commissions to which you may be entitled and tbaither leave (paid or
unpaid), compensation, wages, bonuses and/or caiungsare due to you,
except as provided in this Agreement. You furtbeeraffirm that you have
no known workplace injuries or occupational diseagad have been
provided and/or have not been denied any leaveasted under the Family
and Medical Leave Act.

8. You acknowledge that the payments and benefitargoreceiving under this
Agreement exceed those that you would have betlectd receive upon your
resignation from your call to the Church had you agreed to the terms of this
Agreement. In consideration for the payments atehts being provided to you
pursuant to this Agreement, you hereby releas€thech and all of its past and present
officers, ministers, trustees, employees, reprasiges and agents from all claims that
you may have against the Church of any kind conegrar arising during the period of
your ministry at the Church or the termination ofly ministry with the church,
including, but not limited to, claims for attornéfees. You also agree that the release
contained in this Paragraph releases, among othargs, all claims based on any
statute, rule or regulation or on any theory of taet or tort, whether based on common
law or otherwise. You also agree that the releas#ained in this Paragraph covers all
claims that have accrued as of the time you exdbigeAgreement, including both those
that you know about and those that you may not latmyut. The provision of payments
provided for in this Agreement does not signify adsnission of liability or wrongdoing
by the Church.

The release contained in this Paragraph 8 doesn@ve any claims that you
may have that arise after the date you sign thie&gent.

9. By signing this Agreement, you are confirming gt entered into this Agreement
knowingly and voluntarily, after having had adecutitne to consider it and having
discussed it with an advisor of your choice.

Further, you may not sign this Agreement prior daryResignation Date (i.e.,
<date>).

10.You represent and warrant that you have not assigmeransferred, or purported to
have assigned or transferred to any entity or peysmy claim or cause of action
released in Paragraph 10 of this Agreement, or ampunt of money related hereto.

11.You and the Church agree to complete the Exit aadsition Interviews,
respectively, with the District Executive of theaxme of UUA District> and in all
relations with UUA institutions and ministers tosdabe the ministerial relationship
here coming to an end fully and candidly and nalenogation of one another..

12.This Agreement shall be binding upon, and shallérta the benefit of, the parties
and their respective heirs, distributees, execytadsinistrators, personal
representatives, successors and assigns.
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13.This Agreement will be governed by and construetliaterpreted in accordance
with the laws of the State of <name of state> withegard to the choice of law
provisions thereof.

14.1n case any part of this Agreement is found bywato@r other tribunal) of
competent jurisdiction to be invalid, illegal orhetrwise unenforceable, the validity,
legality, and enforceability of the remaining preians shall not in any way be affected
or impaired by that finding; provided, however, tifaany of the releases contained in
Paragraph 10 of this Agreement is found to be iialvallegal, or otherwise
unenforceable, you agree, promptly upon the regofetste Church, to execute a new
general release that is legal and enforceable.

15.This Agreement sets forth the entire agreementdmtwou and the Church
concerning its subject matter and supersedes adyadrprior oral or written

agreements or understandings between us. ThiseAgget may not be altered, amended
or modified, except in a suitable writing signeddmyh you and an authorized
representative of the Church.

16.Please sign and date below and return this Agre¢neeme to indicate your
acceptance of the foregoing. You may retain th@ichte original for your records. As
discussed above, you may not sign this Agreemamnttprthe Resignation Date. Please
note that if you make a handwritten change to Agseement such handwritten change
will not be incorporated as a provision of this A&gment and will have no effect.

Sincerely,

<Official Name of Congregation>

By:
<name>
Chair, Board of Trustees

ACCEPTED AND AGREED TO:

<full name of resigning Minister>

Date



