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1. Initial Move: Share the Word

Whether word of a minister’s intended departure esfirst to the District Executive or to the
Transitions Director, the first to hear informs titeer. Cooperation now between two leads to
cooperation later among five: District Executiid), Ministerial Settlement Representative
(MSR), District Compensation Consultant (DCC), imteminister, and the Transitions Office.

2. Transitions’ “Next Steps” Letters

Receiving word of a minister’'s announced departusdiether by retirement, voluntary
resignation for the sake of a better position, guesd termination, or anything in between—the
Transitions Office emails a "congregation’s negpst' letter to the chair of the congregation’s
governing board, with copies to the DE, MSR, andD@ppendix A). The purpose of the letter
is to start the machinery that will head the coggti®n into as fruitful a transition as possible,
starting with transition interview and interim nster selection. The letter provides the name
and contact information for all parties and encgasaa transition interview at the earliest
opportunity and the scheduling of the first MSRitvier a later date. It speaks strongly in favor
of deferring the election of the ministerial seacommittee until after the MSR and DCC have
both visited.

The Transitions Office points to the following niédés, available on line:

» Thelnterimand Consulting Ministries Handbook, including an application for an interim
minister

» the Settlement Handbook for Ministers and Congregations

* theResource Guide for Ministerial Search Committees

» Joint Recommendations Concerning Letters of Agreement between Ministers and
Congregations

» Succession Following Meritorious Ministry

» the Unitarian Universalist Ministers Associatiossidelines for the Unitarian
Universalist Ministry andCode of Professional Practice, and

» “Beyond Categorical Thinking” program. The costdBCT weekend is $250.

Viewing of The Interim Opportunity, a Transitions Office-produced DVD on the role and
purpose of interim ministry is arranged throughEhstrict. (video is also available online)

The Transitions Office also emails a “Minister’savetaking” letter to the outgoing minister,
mentioning the UUMA Guidelines applicable to fornmeinisters (Appendix B).

3. District Executive’s Transition and Exit Interviews

The DE (or her/hir/his designee) interviews thel&adership, developing as full a picture as
possible of the congregation’s present situatiomfthe lay leadership’s point of view, including
the leadership’s intentions with regard to minishgth interim and called. The DE adds
her/hir/his recommendation to defer electing acdeaommittee until after the MSR's first visit.

In discussing interim ministry, the DE may wishvtew and discus$he Interim Opportunity

with the leadership. The advises a mid-size @eiacongregation to hire an Accredited Interim
Minister (AIM) or AIMIT (AIM in Training), but poirts out that virtually all potential interim
ministers will have completed the Orientation ttelim Ministry program. The DE indicates
that interim ministers may not stay with the coggtéon for more than two years. In discussing
settled ministry the DE describes the search psoasgenerally yielding a half-dozen to a



dozen—but in some cases two or even three timéstimber—of interested ministers for the
search committee’s consideration.

The DE retains the congregational Transition Inexweport (Appendix C) in the District file
and emails copies to the board chair, the Tramst@ffice, and the MSR. With the board’s
approval the DE also provides a copy to the dapgrtinister. The Transitions Office provides a
copy to the interim minister once hired and thecessor minister once called. In this and
perhaps subsequent interviews, the DE assistotigregation in making basic decisions about
its next ministry: the advisability of an interimminister, the advisable duration of the interim
period, and the probable start date of the nevesettinister.

The DE interviews the exiting minister, developangimilar picture of the congregation’s
present situation from the minister’s perspectiVee DE may be able to assist the minister in
processing “termination emotions” and doing griefrky as well. The DE retains the ministerial
Exit Interview report (Appendix D) in the Distriite and emails copies to the minister and the
Transitions Office. With the minister's approvaétDE provides a copy to the board chair, and
the Transitions Director provides a copy to theiimb minister once hired and the settled
minister once called.

In both the Transition an Exit Interviews, it isimportant that the interviewer ask the scripted
guestions about distribution of the report.

4. The Interim Minister's Access to Information

Upon appointment, the Transitions Office provides interim minister with copies of the Exit
Interview (if approved by the departed minister) éime Transition Interview, and the DE
provides the interim minister with additional redew information.

5. Ministerial Settlement Representative First Vig

The UUA funds two visits by the MSR to qualifyingrigregations, those offering at least 75%
of minimum A-level compensation as recommendechbyUUA (see thé&ettlement Handbook.)
The MSR's purpose is to assist the congregationtamehdership in designing and executing the
most responsible search process possible. Inrtteisit, the MSR describes the settlement
process to the congregation, sometimes using #grentm slot” in the Sunday service to do so,
and meets with the governing board. Issues disdusgh the board include the search
committee budget, ministerial compensation, moéxrgenses for minister and family, and
honoring of the outgoing minister and related sasims matters; the application for a minister
and the dates and places of upcoming search coeensiéminars; and the draft ministry
agreement and the "Beyond Categorical Thinkinggam.

6. District Compensation Consultant Visit

The DCC gives the governing board and lay leadprsldls with which to review their plan of
compensation for the minister and all church stathe context of the congregation’s size and
resources, the local cost of living, and UUA comggiteons’ commitment to fairness. The
congregation is now ready to file its application & minister.

7. Ministerial Settlement Representative Visit Il

The MSR's second visit takes place as soon ashp@sdter the ministerial search committee and
negotiating team have been formed and the goveboagd has settled on the ministerial
compensation to be offered. Its purposes arevieweor establish the search committee's



timetable and work plan, to overcome any resistéameeretreat or team-building meeting, and to
review the model ministry agreements (availabl@aimt Recommendations) with the negotiating
committee. The MSR will also respond to questiand concerns raised by the search
committee and negotiating team, alert the TransstiOffice to any concerns, and offer additional
Transitions Office assistance when necessary.

8. The Arrival of the Interim Minister

The DE provides, and the interim minister welconaestart-up workshop in which the DE
facilitates mutual understanding and the allocatibresponsibilities between interim minister
and lay leadership. With increasing frequencyerint ministers describe their ministries in
terms of the five developmental tasks of interinmistry described in Roger Nicholson's
Temporary Shepherds. A Congregational Handbook of Interim Ministry (available at the UUA
bookstore): coming to terms with history, discangra new identity, leadership changes during
an interim, renewing linkages to the district anel UUA, and committing to new directions in
ministry.

9. The Interim Minister and the Search Process
Interim ministers do not participate directly irethife of the search committee, the reading of
Ministerial Records and ministers’ packets, orringew of pre-candidates. Nor will they
respond to committee questions about potentialidatek. Interim ministers are encouraged,
however, to assist the search committee by:
» offering pastoral care to the search committee
» bringing congregational concerns to the noticenefdearch committee
» coaching the search committee on communicatioris tvé congregation
» offering response to the committee’s Congregati®edord and ministerial and
congregational profiles
» writing a “Letter from the Interim Minister” for .hahcommittee’s packet
* participating in a mock interview with the searcdmunittee or acting as process
observer in such an interview with a neighboringister
» witnessing for a realistic ministerial agreemerd &ir compensation

It is of the essence of an interim minister's wihikt a congregation’s vision of the possibilitiés o
ministry be expanded, and its understanding ohthrester-congregation relationship deepened.
Even if the interim minister were never to bringtbpse topics explicitly—a most unlikely
occurrence!—the interim's presence alone wouldghtiem to the surface. Thus the interim
minister will keep the ministerial pot stirring, meowith the congregation as a whole than with
the committee in particular.

As candidating week approaches, the interim minigti wish to preach on the nature and role
of the ministry. And when that week arrives, theerim will withdraw, available to the
congregation for pastoral emergencies but otheraus®f sight.

In January or February the Transitions Directouestgs of the DE a brief, impressionistic
assessment of the progress of the interim ministry.

10. The Ministerial Search Committee at Work

The MSR maintains close touch with the search cdtamjireviewing the completed
informational packet, neutral pulpit plans, theitygand commitment of the committee to
practices of confidentiality, reference and backgchecking, decision-making, and its general



ability to carry out a responsible search. Themittee may engage the MSR on a consulting
basis for visits beyond the two funded by the Titeorss Office. The Transitions Office makes
the Ministerial Records available to the committed the MSR on the settlement system. From
this point on, the search committee will proceethws search, communicating with the MSR
and the Transitions Office as necessary.

11. Candidating Week
The interim minister plans to be away from the chuwturing candidating week, but available for
pastoral emergencies.

12. The Arrival of the New Settled Minister
The DE conducts a start-up workshop for the lagléeship and newly settled minister.



Appendix A
Congregation’s next step®/1/2007)

Note to those copied: The news contained in thistfparagraph of this letter may not yet have
been distributed more broadly by the minister. Uiybu are assured that it has been, please
hold it in confidence among you.

Dear [Title, Last Name]:

We have learned of the [resignation/planned retmiof the [Title, First Name, Last Name] as
minister of your congregation. | know how tryingime a ministerial transition may be for a
congregation, and so wanted to be in touch as asquossible to offer my assistance as you
begin to plan your next steps. The appended “o&eref the ministerial search process”
describes the assistance you may expect from titariém Universalist Association from the
present moment through the entire transition pesiredl up to and including the installation of the
successor minister. | look forward to working wytbu to ensure that your congregation makes
the most of this unique opportunity to consideretbgr your life in common.

| entreat you not to rush. The interim period betwsettled ministries provides an invaluable
opportunity for the leadership and the congregati®a whole to reflect on the institution and its
internal life and external relations and to ar@eew insights about the value you can add to
each other’s lives and to the well-being of youmoaunity. Many congregations find that two
years “in the interim” serves them better than oWatever the duration, | urge you to make the
most of the opportunity the interim offers.

Typically, the entire search process takes fromvsvio twenty-seven months. During that
period, you will have an opportunity to assessgireeral health of your congregation, focus your
attention on new directions for your future, angbtofile the qualities you want in your next
minister or ministry team. A year may seem long, gmtience pays. The most important
strength your minister will bring is neither talerdr experience nor even skill, but your support.
It's worth some time to make sure your choice &alin the support of 90 to 100% of your
membership. | recommend that the established guves be followed as closely as possible. |
assure you that their good sense will become isorgly apparent as you use them.

I wish you well in your next steps. Please calhomdirectly if | can be of assistance.
Sincerely,

The Rev. Keith Kron, Transitiori3irector

Unitarian Universalist Association, 25 Beacon SitrBeston, MA 02108
E-mail: transitions@uua.org

Tel: 617/948-6409

Emily Schwab, Transitions Administrator

Tel: 617/948-6408

Fax: 617/742-2875

WWW.uua.org/transitions




Overview of the ministerial search process:

What you can do now—the interim period:

The first step for you to take is to be in touchhwiour District Executive (or District
Consultant, or Congregational Services Coordinatggur DE will arrange for a Transition
Interview with your governing board and leadersimg forward a report to me. These reports
provide a "snapshot" of the feelings, hopes, aneetations your lay leaders have at this
important moment.

Your DE will also discuss with you specific optiofos your immediate future in the light of
your current situation. Perhaps you may wish ttctv@ihe Interim Opportunity, a Transitions
Office-produced DVD on the role and purpose ofrimteministry, together. We hope you find it
illuminating. So that you can begin making plamisthe transition on which you are already
embarked, let me direct you to our on-line publamatthelnterim and Consulting Ministries
Handbook, a guide to acquaint you with the UUA's Interim Miny Program. Appendix A of
publication provides you with the form for applyifay an interim minister, most easily
submitted on-line. If time is short you need naiitvior the Transition Interview to send it in.
To access this and all other materials here, seenf30n-Line” at the end of this overview.

Where to go for help—settling a new minister:

Your Ministerial Settlement Representative

When you are ready to begin thinking about seagcfina new called minister, there are three
human resources available to you at no or low cdke first is your District’'s Ministerial
Settlement Representative (MSR), who will assist yoplanning and pursuing your search.
Ministerial Settlement Representatives are abladke two visits to every qualifying
congregation (those offering full-time positionglwcompensation at least 75% of minimum A-
level compensation as recommended by the UUA); éifsy stay in close touch with the search
committee by phone and e-mail. Some MSRs arengilio contract with search committees for
additional visits if desired.

The first MSR visit should include a meeting witbuy governing board and with the
congregation at large. MSRs who are asked tth&llpulpit should be offered the UUMA-
recommended honorarium. The purpose of thisrmestting is to describe the entire process of
ministerial settlement and to respond to the numeguestions the board and congregation will
likely have. Please do not nominate or elect your Ministerial Search Committee until you have

met with your MSR. The choice of your Search Committee is too irtgpdrto be made in haste,
without the benefit of your MSR's counsel. You maagh to schedule a visit by the MSR now,
timed to follow the transition interview with theED



Your District Compensation Consultant

Your District Compensation Consultant will alsodsger to visit you for the purpose of assisting
your Board and leadership in considering the corsgéon of your minister and all church staff
in the context of your congregation’s size and ueses, the wage rates in your locale, and the
commitment to fairness embraced by Unitarian Ursakst Association member congregations.

| encourage you to hold off applying for a new istier until your Compensation Consultant has
visited with your governing board. The issue ofistierial compensation is seldom simple, and
never exists in a vacuum.

Beyond Categorical Thinking program

The third human resource is the UUA’s “Beyond Catamal Thinking” program, which offers
congregations the opportunity to confront attituded prejudices that may make it difficult to
give fair consideration to ministers who are gagbian, bisexual, and transgender, ministers
who are disabled, and ministers who are membegsonips historically marginalized on the
basis of race or ethnicitywww.uua.org/transitions/bct

Additional materials

As you begin to look further down the road, let poént out a number of additional Transitions
Office publications readily available on the Traiasis Office websitewww.uua.org/transitions
Once you are there click on the "Services and Ressurom the Transitions Office” on the
right.

» the Settlement Handbook for Ministers and Congregations, the essential guide for
congregations considering new ministry; | recommgad this handbook be
duplicated and distributed to all members of yaawegning board before your MSR’s
first visit

» theResource Guide for Search Committees; a smorgasbord of practical resources for
the ministerial search committee

» Joint Recommendations Concerning Letters of Agreement between Ministers and
Congregations, an outline of the issues to be considered by megagion and minister
in drafting documents descriptive of the relatiapdtetween them; includes two
model agreements

» Succession Following Meritorious Ministry, helpful in considering the relationship
between a former minister, a newly settled minjsied the congregation

As you consider the expectations you might hawwoaf next minister, you should also consider
the expectations the Unitarian Universalist MinistAssociation has of its member. Find the
Guidelines for the Unitarian Universalist Ministry andCode of Professional Practice, at
http://www.uuma.org/files/Guidelines2008. pdf

Going On-Line

« Go tohttp://www?2.uua.org/password.asp

« On this registration screen, register as a congjeegaOnly the committee member
responsible for communicating with the Transiti@ffice should register the committee.
And only one registration per committee, please!

- Complete the registration information and creata yavn username and password: no
more than eight letters and/or numbers each, alydooe username and password per
committee or minister. Save them! You can't reqewighout them.




You should now have arrived at the menu screere Iifierim Minister Application is
option 1. Complete and submit it. It will remais a part of your Settlement System site,
as well, so you can see what you said.

Note: If, after you complete the registration screer,sbreen merely reappears, the
likelihood is that your username and/or passwoalrsady in use. Please re-register,
avoiding double u's, and select a new usernameassivord.

To reenter the system, go kdtp://www?2.uua.orgto enter your username and password.
You should now have arrived at the menu screenshaodld be ready to proceed!
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Appendix B: Minister’s leavetaking(9/1/2007)
Dear (Minister’s first name),

I understand that you have decided to (resign,fein) (Name of Cong). | wish you a
ministry of leave-taking that is rich in affectiansight, and healing, and that brings with it a
sense of closure.

If you do not have a copy of Roy Oswal&Rsnning through the Thistles, please let us
know and we will send you a complimentary copy. olather helpful pieces: Mark Morrison-
Reed'’s Berry Street lecture of 2000, “After Runnihgpugh the Thistles the Hard Part Begins,”
available in the UUA’s on-line Leaders Library, aadward A. White’sSaying Good-bye
(Alban).

Although you will be consumed with all the mattefdeave taking, some among the
congregation, by inclination or by virtue of offjogill begin to plan ahead. Some of them will
ask your assistance. Do bear in mind the diregtorethe topic in thelUMA Guidelines (sec. I.
D. 4&5):

The minister can (and often should) serve as auttamd to the Board in
preparation for vacancy in the ministry, helpingnnbers to understand candidating and
settlement procedures. However—and we say thisarstrongest terms possible—once a
move is announced, the minister must take no lsagerole in the planning and
development of program or policy for the perioceafier/hir/his departure.

It is unethical for a minister to suggest any oneaveral candidates to the society
to serve as successor or interim.

In assisting their understanding, | urge you teadrtheSettlement Handbook (available
by link from the Settlement web page), since bignges in the process have occurred since you
were last in search. You can encourage the indigmee their new situation requires by getting
the District Executive in on a timely basis foransition interview. The Ministerial Settlement
Representative will arrange to meet with the cogagtien once the interview is complete.

If you are remaining in the locale in which yowéaerved, again tHeUMA Guidelines
will be helpful to you in describing the relatiomgho be sought among former minister, current
minister, and congregation (sec. IX.C-E). An addil on-line publicationQuccession
Following Meritorious Ministry, offers further advice. Your absenting yoursetirely from the
congregation during the interim period will be vésipful to the congregation as it turns the

page.

As you plan your own next steps, | wish you wetid @ncourage you to let me and my
colleagues in the Ministry and Professional LeddprStaff Group know if and how we can
assist you. See, for example, the post scriptfggan addition to another, a message from
Ralph Mero. Whether you seek (or have found!)\a oengregation, or a new mode of
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ministry—community, interim, or other—whether yoe @&eeking a period of rejuvenation,
reflection, or retirement, we look forward to remag in touch and serving where we can.

| wish you well in your next steps.

Sincerely,

Keith Kron

The Rev. Keith Kron, Transitions Director

Unitarian Universalist Association, 25 Beacon StrBeston, MA 02108

E-mail: transitions@uua.org

Tel: 617/948-6409

Emily Schwab, Transitions Administrator

617/948-6408

Fax: 617/742-2875
http://www.uua.org/aboutus/professionalstaff/miryigtofessional/transitions/index.shtml
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A note from Richard Nugent . . .

Ministers changing jobs should know they have tgktito continue their group health insurance
for 18 months by converting the group health insoeaunder which they were covered to an
individual policy under a federal law known as COBRThey are entitled to a certificate of
coverage from the carrier they are leaving, whidytcan take to another individual plan carrier
in the state to which they are moving. They catieodenied a new individual health policy for
18 months - even if they have pre-existing condgie so long as they can prove they had
coverage in the previous period. However the naweracan charge higher premiums than were
previously paid.

For ministers enrolled in the UUA Highmark BCBS hieglan who are moving to a new
congregation, continuation of health insuranoeerage is not a problem. They should
immediately provide the UUA Health Plan Office watchange of address for themselves and
their new congregation. Their coverage in the UUgngontinues indefinitely just as before.

For ministers enrolled in the Highmark plan who lageving their current position and not
moving to a new settlement right away, continuabbhealth insuranceoverage is still
available for 18 months. Immediately contact théA health plan office at 617/948-6405 or
write healthinsurance@uua.org

Ministers who have been enrolled in the UU grougglterm disability insuranceith MetLife

may convert to individual coverage on a guaranbsesis so long as they have not terminated due
to retirement._They must apply in writing for tbenversion within 31 dayafter their coverage

in the group plan ends. They must also pay tisé piremium within this 31 day time period.

For example, a minister with disability insurarvelo is leaving a settled ministry on June 30th —
and who is not moving to a new position but alsbratring - would have until July 31st to
request that her/hir/his MetLife group long-termability insurance be converted to an
individual policy. The monthly statement will berdg to their home address, with the minister
paying the premium. The phone number for convgttire group long-term disability poli¢g
individual coverage is 617/948-6401 or wilitese @uua.org
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Appendix C:
Congregational Transition Interview
(T'o be done with the lay leadership of the congregation
by the District Executive or her/ hir/ his designee)

Introduction

This interview is a tool for reflection and increasing self-awareness of the congregation at the
end of this ministry. The interviewer will be asked for reflections under a separate form.

The District will provide written copies of the report to the board chair (or designee), the
Ministerial Transitions Office of the UUA, and the Ministerial Settlement Representative. A
copy should be kept for district files.

The Transitions Office will share the report with the interim minister(s), and the newly
settled minister(s). At the end of the interview, participants will be asked whether the District
may furnish the outgoing minister with a copy.

The Transition Interview provides an occasion for a representative of the district to check in
with the leadership of the congregation. It is a good time to establish whether

1. the congregation has checked whether it is in compliance with its by-laws regarding such
matters as termination, call, and committee on ministry, and whether its by-laws serve them
well (experience of district staff and the Transitions Director, for example, suggests that a
call of a minister should require at least a2 90% vote and for dismissal 30% should be
sufficient),

2. the congregation has thoughtfully considered the appropriate pace for its search process,
3. the congregation understands the roles of the Ministerial Settlement Representative and the
Compensation Consultant and has made provision to meet with them at the appropriate

point in its process, and

4. the congregation needs any other assistance
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Congregational Transition Interview
To be done with lay leadership
By the district excecutive or their designee

Date of interview:
Congregation:
City & State/Province

Name of departing minister(s):
Date of minister’s departure:

Name of interviewer:
Board chair or alternate contact person:
Contact information for above:

Email:

Phone:

Number of persons participating:

Name of each participant and their role in leadership (/is?):



DARE ol

10.
11.
12.

13.

14.

15.

16.

17.
18.

19.

20.

21.

15

Congregational Transition Interview

What are the significant accomplishments of the ministry of this minister?

Is there one accomplishment that stands out?

What were the greatest frustrations of the ministry of this minister?

Is there one frustration that stands out?

Is there an accomplishment and/or failure that occutred during the tenure of the minister
that you would say had little or nothing to do with the minister?

What themes did the minister focus on during their ministry? Were there any ruts the
minister fell into during this ministry?

How did the congregation respond to those themes?

Imagine the time this minister served you as a play or a movie. What’s the story and how
many acts were there?

How did the minister handle their leavetaking?

How did the congregation handle the ministers’ leavetaking?

What has been the congregation’s history in relating to ministers?

Describe the working relationship between the minister(s) and

the other ministers on staff/in the congregation

the staff

the governing board

the adults as a whole in the congregation

the children/youth/families in the congregation

the wider community

the difficult people in the congregation

N

Was the minister encouraged or discouraged from attending collegial and professional
gatherings and meetings?

Has toxic behavior (an explicit or implicit ultimatum, a raised, angry voice, attacking emails,
serious acting out) been a feature of congregational life? How did the congregation deal with
it? How did the minister deal with it?

How would you describe the culture of this congregation?

How was the ministry of the congregation affected by the culture? Was the minister a good
fit for this congregation’s culture?

Was there any animosity toward the minister? How did that play out?

How does the minister’s length of tenure compare to that of other ministers who served this
congregation?

What was the sense of the congregation when the announcement was made about the
minister’s leaving? (Relief—Ilike the end in sight of a conflicted situation or from boredom;
sadness—Ilike it should not have ended this way or we hated to see the minister go; anger—
how did it get this bad, why did s/he act that way; grateful—for the gifts/stability the
minister brought, or some other feeling not mentioned)

Are there obstacles that keep this congregation from becoming a more vital center of this
religious community? What are the ruts the congregation finds itself in?

How is the congregation known and perceived in the wider community?
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22.
23.
24,
25.
26.

27.

28.
29.

What initially attracts people to this congregation?

What keeps people coming back to the congregation?

What keeps people from staying in the congregation?

How and how well are different generations of people represented in the congregation?
How and how well ate people of color, Latina/o, Hispanic, b/g/1/t people, and people with
a disability represented in the congregation?

How does this congregation work to counter racism, heterosexism, ableism, and other
oppressions, both within and outside of the community?

Is there a question you’d like to be asked, but weren’t in this interview?

Is there anything in here discussed that the minister doesn’t probably already know?
May a copy of this report be furnished to the outgoing minister?
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Appendix D:

Ministerial Exit Interview
(To be done with the lay leader ship of the congregation
by the District Executive or her/hir/his designee)

Introduction

This interview is a tool for reflection and increagself-awareness of the minister and for
providing another lens about the congregationdeearved at the end of this ministry. The
interviewer will be asked for reflections undereparate form.

The District will provide written copies of the m@p to the minister and the Ministerial
Transitions Office of the UUA. A copy should be kéqr district files.

At the end of the interview, the minister(s) wi#t Bsked if the report can be shared with the chair
of the governing board of the congregation, therint minister(s), and the newly settled
minister(s) who follow.

The Exit Interview provides an occasion for a repreative of the district to check in with the
minster to establish whether the minister has

* Been in contact with the Transitions Office
» Connected or will connect with supportive colleagu

* Reviewed UUMA guidelines if s/he (or they) are stayin the area
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Ministerial Exit Interview
To be done with the minister(s)
By the district executive or their designee

Date of interview:
Congregation:
City & State/Province

Name of departing minister(s):
Date of minister’s departure:

Name of interviewer:

Ministerial Exit Interview

What do you feel were your significant accomplishiseduring this ministry?
Is there one accomplishment that stands out foP you
What were the greatest frustrations of the minfistry
Is there one frustration that stands out?
Is there an accomplishment and/or failure that mecduring the tenure of the minister
that you would say had little or nothing to do wythu?
What themes did you focus on during this ministky2re there any ruts you fell into in
this ministry?
7. How did the congregation respond to those themes?
8. Imagine this time you served this congregation pyor a movie? What was the story
and how many acts were there?
9. What were the circumstances of your leaving?
10.How did you handle the leavetaking and would yovehdone anything differently?
11.Was there any conflict among the laity around yeavetaking and how did they handle
it?
12.What is the history of this congregation’s relasibip to ministers?
13.What have you learned about yourself as a mintkigng this settlement?
14.Describe the working relationship between the ném{s) and
a. the other ministers on staff/in the congregation
b. the staff
c. the governing board
d. the adults as a whole in the congregation
e
f

agrwnNPE

o

. the children/youth/families in the congregation
the wider community
g. the difficult people in the congregation

15.Did you attend collegial and professional gathesiagd meetings? Were you encouraged

or discouraged from attending by anyone in the cegafion?
16.How would you describe the culture of this congtiege?
17.How is the ministry of the congregation affectedluyg culture of the congregation and

the culture of the wider community?
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18.How well did you fit with the culture of the congjation?

19.Have there been any issues with toxic behavidnencbngregation? If so, who handles
them and how?

20. Are there obstacles that keep this congregatian fsecoming a more vital center of this
religious community? Are there any ruts the congtieq is currently trapped by?

21.How is the congregation known and perceived invtfteer community?

22.What initially attracts people to this congregafion

23.What keeps people coming back to the congregation?

24 . What keeps people from staying in the congregation?

25.How and how well are different generations of peagpresented in the congregation?

26.How and how well are people of color, Latina/o, gisic, b/g/l/t people, and people with
a disability represented in the congregation?

27.How does this congregation work to counter raciseterosexism, ableism, and other
oppressions, both within and outside of the comiy@ni

28.1s there a question you’'d like to be asked, buiew&iin this interview?

29.1s there anything in here discussed that the cgadien doesn’t probably already know?

30.May a copy of this report be furnished to the clodithe governing board of the
congregation? The interim minister and next setthauister?
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Appendix E:

Ministerial Transitions District Staff Report

District Executives are asked to share informafiom their lens that will help the congregation.
Based on the delicate nature that may be requiredme situations, the district executive can
request confidentiality on all but the last two sfiens if needed, though the more information
that can be shared with both the congregation andgtar will be helpful to all.

Questions
1. What went well during this ministry?
2. What didn’t go well?
3. What kind of minister would be a good fit for tluiengregation?
4. How has the congregation changed as a resultohthiistry?
5. Is there a place/behavior the congregation is stitbler in a rut or in the past?
6. How well is the congregation connected to the langevement? To the wider

community?

For public consumption:

1. What three or four things would you tell the gmgation they need to focus attention on
during the interim ministry?
2. What are one to two hopes you have for this cegegion?



