
UCC SEARCH AND CALL

Why Are You Here?
· Volunteered

· Selected to represent one dimension of the congregation

· All should be formally appointed/voted onto committee

· Ultimately you have been recruited because of your GIFTS


What Does the Search Committee Do?
· Screen candidates for the congregation
· Male the first impression of the congregation on the candidate
· At beginning of process you serve as "Sales Rep" for congregation & community
· At end of process you serve as "Sales Rep" for the candidate to the congregation

Becoming a Cohesive Team
· Get to know each other well
· Share and discover each others' gifts and values
· Do your homework
· Attend and participate regularly (hopefully all meetings)
· Use consensus instead of majority votes
· Listen to and understand everyone's point of view
· Be yourself
· Speak your conscience

Best Case:

A team with diverse thoughts and opinions with a common goal and unified decisions.
Worst Case:

A group of individuals with personal goals and hidden agendas who insist on "My way or the highway!" (This typically raises up when there is major conflict in the congregation)

Don’t forget the 3-Way Partnership involved in calling and installing a new minister

· Local Congregation – discerning and calling body

· Association – credentialing and installing body

· Conference – resource and guidance


Communicating Progress with Congregation

· Use all communication routes within the congregation keeping confidentiality until the end of the process

· Progress Chart – an excellent and easy to understand “where we’re at” signage. Flow of chart is like the following:

1. Appoint a Search Committee
2. Local Church Profile
a. Profile
b. Skills & Values
3. Consider Potential Candidates
4. Selecting Possible Candidates
5. Interview Candidates

6. Recommend ONE candidate to the congregation

7. Congregation votes to call candidate
8. Install New Minister

Congregational Profile
· Membership
· Church History
· Financial Report
· Facilities
· Community Characteristics
· Congregational Life
· Wider Church Connections
· Honesty is the Best Policy

Suggested Process for Local Church Profile
· Previous Profile is not helpful (different dynamics)

· Make a copy of the profile for each member of the committee
· Assign part with a deadline
· DO NOT SURVEY THE CONGREGATION – otherwise you have the unenviable task of turning the profile into a wish list. Rather pull together the profile and plan for feedback as a way to refine the profile into speaking on behalf of the congregation

· Discern what skills and values the congregation wants in its next pastor. Often decided by which direction the congregation wishes to move

· Committee reviews the entire profile discerning has it spoken to both where the congregation is presently and where it wants to go

· Make the profile available to the congregation
· Send a copy to Conference Staff for review
· Host a series of open discussions
· Committee finalizes the profile & has it validated by Conference Staff
· On the other side of this equation: How Many Candidates does the Congregation need?

ONE, as long as it's the right one. How many times do you need to say “no” before you felt you’ve done your job?


Avoiding the Candidate Profile Train Wreck
· Recruiting & Receiving Ministerial Profiles
· When church profile is complete alert Beth Pugh and fill out "info form" for UCC listing
· Information from the “info form” is placed on national listings of UCC Employment so all looking for UCC ministry settings can see it

· Candidates contact Conference Office
· Profiles sent to Search Chair (or designated person) from the Conference Office
· Second visit with a Search and Call Associate

· CAUTION!!!!!!!!
· Do not encourage or accept any "backdoor" applications. Could be from someone who has had ministerial standing removed or from someone seeking to take control of your congregation. Refer such people to the Conference Office (primarily David Popham)

· Best risk management practice is that all profiles come through the Conference Office.
· Such profile have been Conference Approved – by the Conference where the candidate resides

· Has a thorough Background Check attached

· And gives permission for you the discerning body to explore further

Candidate Profiles on Hand (Brief Overview – Deeper Discussion on Second Visit)
· Confidentiality is Imperative!
· Prepare rating sheet: both skills & values (covered in second visit)

· Distribute copies of ALL profiles
· Each person reads and evaluates individually
· Share observations and insights
· Agree on a group rating for each candidate
· While you are looking at multiple candidates... candidates are looking at multiple congregations
· Stay in communication with candidates
· Move quickly when you find strong candidates, be patient if you don't.
· When you receive their profile, send them the acknowledgment letter/email
· Tell them if they are no longer being considered
· Let them know if you are interested and send your church profile to them
Zeroing In On The One

· Short List
· Check References
· Continue Communications with Candidate
· Other Things to Do
· Partner's Vocation
· Schools
· Housing
· Special Needs of the candidate or in the candidate family


Next Steps
· Set up telephone or internet interviews: ask for stories
· Before you invite candidate for face-to-face interview, notify Conference Staff, so if needed an inter-conference conversation can take place
· Select candidates for on-site interviews and neutral pulpits, be sure to include their partner
· Choose one final candidate to present to the congregations

Candidating & More
· Presentation to Congregation
· Comply with By-Laws
· Send bio and other information to the membership – this is the time for transparency

· Schedule a social event to meet the candidate on Saturday

· Schedule formal Q&A before worship

· Candidate leads worship
· Congregational meeting to vote
· Following the Election
· Maintain close communications – be aware of “regressive pull”


· Assist with moving arrangements and work out moving budget
· Prepare a welcome as new pastor arrives in town
· Help introduce your new pastor to the community: your new pastor does not know anyone outside the church

Timelines
· Profile Cycles
· SLOW TIMES:
· Thanksgiving - January 1
· 3-4 prior – Easter
· September

Busy times in the church = slower flow of profiles

Possible Timeline for Dover:
(Usually three months to write profile)
July - Profile finished by Search Committee
August - Distribution and Open Meetings
Sept - Final Edit and Production
Oct - Begin Receiving Profiles
Jan - Phone Interviews
Feb - On Site Interviews
March - Present Candidate
June - New Minister Arrives

"Employment Opportunities" Information
· Pastorate:
· Short Term or Settled
· Full Time or Part Time
· Benefits:
· Salary + Benefits
· Benefits Included in Salary
· No Benefits
· Salary:
· Conference Guidelines


· Other
· Housing:
· Housing Allowance


· Parsonage Provided


· Either Housing Allowance or Parsonage
· No Housing Allowance or Parsonage

Example Blurb (up to 250 words):
We are an Open and Affirming progressive congregation serving central ____ and surrounding areas. We are involved in local and wider mission opportunities and open our facility for community use. We seek a scholarly pastor skilled in diversity, spirituality, and service.

Multiple Clergy Staff Working Style (may or may not apply)
· Senior Pastor

·  Director
· Mentor 
· Collaborator 
· Coordinator
· Associate Pastor

· Novice
· Apprentice
· Colleague
·  Specialist


Homework:
Complete Profile
Identify 5 skills and 5 values
Info for UCC listing with up to 250 word blurb

God's Speed
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