
CLERGY TRANSITIONS 

in the  

DIOCESE OF NEWARK 

Call ing new clergy leadership is  a  process  
of  mutual  discernment ,  engaged in by the 
congregat ion and candidates ,  in  par tner-
ship with  the Bishop’s  off ice.  Throughout 
th is  t ime of  d iscernment  and change,  the 
Bishop’s Off ice suppor ts  the congregat ion 
by providing per iodic  consul ta t ion and 
wri t ten  mater ia ls ,  iden t i fy ing supply 
and/or  in ter im clergy,  recommending a 
search consultant  to  work closely with  the 
self -s tudy and/or  search commit tee ,  and 
offer ing other  guidance needed to t ransi-
t ion successful ly in to the next  s tage of  a  
congregat ion’s  l i fe .  Two-way communica-
t ion between the congregat ion,  c lergy,  and 
the Bishop’s  Off ice is  an  essent ial  ingredi-
ent  of  a  successful  search.  

Each important  s tage of  the process  re-
quires a  commitment  of  t ime and re-
sources:  

 

1 .  Separat ion and Planning  

2.  Se l f  Study 

3 .  Discernment  

4 .  Cal l  to  Ministry  

“Almighty God, giver of every good gift:  
Look graciously on your Church, and so 
guide the minds of those who shall choose 
a rector for this parish, that we may receive 
a faithful pastor, who will care for your 
people and equip us for our ministries; 
through Jesus Christ our Lord.  Amen.” 

BCP, page 818 
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The Search Committee proceeds to screen its long 
list of candidates by various methods, including, 
soliciting taped and/or written sermons for the com-
mittee to hear or read, reviewing references, and 
conducting telephone interviews.  

Once the list is reduced to 5–7 names, Search Com-
mittee members should plan to invite the candi-
dates to meet with them at the parish or at the 
home of a Search Committee member to introduce 
the candidate to the parish environment and to get to 
know the candidate. This would also be the time to 
review the parish’s financial status with the candi-
dates by sharing its most recent financial records.  It 
is important for the candidates to have a clear pic-
ture of the church’s financial stability at this time in 
the process.  Further, the detailed clergy compensa-
tion package should also be shared and discussed.  

Search Committee members often also plan to at-
tend worship services in the candidates’ own par-
ishes as part of their discernment following their 
face-to-face meeting with candidates. 

When the Search Committee has arrived at a short 
list (usually 2-4 names) of final candidates, those 
names with full private addresses should be re-
ported to the Bishop’s Office so that a full back-
ground check on each candidate may be initiated. 
The Bishop and the Canon to the Ordinary, acting 
as deployment officer, will also contact their respec-
tive counterparts in the dioceses in which the final-
ists have practiced significant parts of their minis-
try. 

THE CALL TO NEW MINISTRY 

Once the Search Committee comes to consensus on 
whom it wishes to recommend as the next rector of 
the congregation, the name (or names) is presented 
to the vestry for consideration and a vote of ap-
proval. Depending on the process to which the ves-
try has earlier agreed through its charge to the 
Search Committee, exposure to the candidate(s) by 
the Vestry varies. Normally, the Search Committee 
will present a final report to the vestry outlining 
how this person’s gifts for ministry match the parish 

profile goals and responsibilities.   

At this stage, the Search Committee chair or wardens 
will contact the Bishop’s Office to schedule a meet-
ing between each of the candidates and the 
Bishop. The purpose of this meeting is to acquaint 
the candidate with the Diocese of Newark and to 
establish a relationship with the Bishop. This is nor-
mally done during the candidate’s visit to the par-
ish for the personal interview with the vestry.  

After the Vestry’s meeting with the Bishop, the ves-
try must hold a formal vote for the election of the 
rector. The Bishop must be notified following the 
vote and no call may be issued or announced with-
out the express consent of the Bishop.  

Upon receiving the Bishop’s approval, a call is then 
issued, to the rector-elect.   

A Letter of Agreement is drawn up for signing by the 
new rector and the vestry, and then sent to the Bishop 
for review and signature.  

When the call has been issued and accepted, the ves-
try should ask a Transition Team to serve as a com-
mittee of welcome.  The Transition Team might plan 
coffee and dessert for small groups to assist the new 
rector in meeting people, provide groceries for the 
first week, see to it that the rector’s office is ready to 
be occupied, or provide maps and contact informa-
tion for example. It is customary after the arrival and 
settling in of the new rector for the parish to schedule 
a Celebration of a New Ministry.  

 

Many parishes report discovery of exciting new di-
mensions in their ministry, an increased sense of 
identity and purpose, newly identified resources in 
lay leadership, or a new recognition of its relation-
ship with the Bishop and the wider church. May all 
these blessings and many more be yours as you come 
to the close of this important time and the beginning 
of ministry partnership with your new clergy.  



Steps in the Transition Process 

SEPARATION AND PLANNING 
It is important that the Bishop’s Office be a part of 
the transition process from the very beginning.  
The transition process begins when the departing 
priest meets with the Bishop and they determine 
together when the announcement to the Vestry and  

congregation will be made.  Generally between 60 
– 90 days’ notice should be given.  In the case of a 
retirement, 4 – 6 months may be appropriate.  The 
clergy and wardens will jointly determine how the 
congregation will be informed of the priest’s de-
parture. 

As soon as the priest announces to the wardens his 
or her intention to leave a congregation, the war-
dens will make an appointment with the Bishop’s 
Office to discuss the state of the congregation, as 
well as their options in the upcoming transition 
period.  At this meeting, the wardens report gener-
ally on the congregation and are briefed in turn on 
what typically lies ahead for a congregation in 
transition. 

The wardens and vestry are the formal and ca-
nonical leadership of the congregation during 
the interim period; as such, they hold the respon-
sibility of choosing a course of action best suited 
to their particular congregation and situation.  With 
the help of the Bishop’s Office, the wardens must 
make arrangements for the conduct of worship and 
pastoral care until an interim priest is appointed.  
When there is a gap in official ministries, the war-
dens can secure names of supply clergy to fill in 
for the short term, on Sundays, and when needed. 

Pursuant to the canons of the National Church, the 
Bishop, in conversation with the wardens, appoints 
a priest to provide clerical leadership. Depending 
on the particular needs and circumstances of the 
congregation, the Bishop will appoint either an 

Interim Priest trained in interim ministry or a Priest-
In-Charge to address significant systemic issues, who 
will serve the parish during the transition period. The 
appointment is to be confirmed by the Bishop fol-
lowing an interview with the wardens and/or Vestry.  

 

SELF STUDY 
Depending upon the particular circumstances of each 
parish, a search may be as brief as nine months or 
extend to a year-and-a-half or more. The length of 
time to complete any given stage depends upon many 
variables, including the frequency of meetings, will-
ingness of members to work independently and col-
laboratively, issues that need to be addressed (e.g., 
financial challenges or resolving conflict), and the 
length of time needed to develop consensus about the 
future direction of the congregation and develop the 
parish profile. A Search Consultant can be useful in 
setting up a realistic timeline designed to achieve a 
balance between efficiency and a pace that encour-
ages thoughtful discernment, caution and thorough-
ness. 

A consultant/facilitator experienced in clergy 
searches is offered to any parish in search. The 
Search Consultant is engaged by the Vestry but is 
accountable to the Bishops’ Office for the search 
process. The Search Consultant meets with members 
of the Vestry at the beginning of the search process, 
explaining her/his role in the process, and then work-
ing primarily with the members of the Search Com-
mittee in guiding them through the search.  

Parish members may be invited by the Vestry to sub-
mit their names and other parishioners’ names for 
consideration in the formation of a Search Commit-
tee by the Vestry. The composition of the Search 
Committee should reflect the parish’s diversity, in-
cluding people of different ages, race, gender, and 

from various committees and areas of parish life. The 
Vestry should attempt to select people with open 
hearts and minds who will be sensitive to the culture 
and dreams of the congregation as a whole.  

A good target number for the Search Committee is 8-
12 members, and at least one member of the Vestry 
is encouraged to serve on the Search Committee as a 
liaison with the Vestry.  

It is important that the Vestry give a charge to the 
Search Committee determining the scope and ex-
tent of the search as well as the budget for the 
search itself.  The Vestry also must decide on the 
range of the compensation and benefit package that it 
will offer the new priest. Conversation between the 
Search Committee and the Vestry about the specifics 
of salary, benefits, and housing situation, is vital 
from the very outset in order to give an accurate de-
scription of the financial position in the parish pro-
file. There are diocesan guidelines to be followed in 
setting the financial terms, a full description of which 
is available in the annual Clergy Compensation and 
Benefits Guidelines obtainable on the diocesan web-
site. 

It is the responsibility of the congregation to dem-
onstrate that it is financially able to sustain itself 
and provide the requisite compensation and bene-
fits for clergy for at least a three-year period fol-
lowing the calling of the new clergy.  

In its first phase, the Self-Study subcommittee or the 
Search Committee will take an in-depth look at the 
parish—its history, its identity, its mission and goals. 
In a real sense, the parish first searches for itself be-
fore looking for a pastor: What kind of community is 
it? What kind of parish has it been in the past? What 
new shape is God calling it to become? How can the 
parish realize its vision of itself in the future and, 
ideally, under what kind of leadership?  

Following the period of self-study, the Search Com-
mittee will prepare a parish profile that briefly de-
scribes the personality, mission and ministry of the 
congregation, but focuses on the uniqueness of the 
parish and the passions and gifts for ministry it is 
seeking in its next priest.  A more-detailed parish 
profile can be made available via the parish’s web-
site.  

At the end of the Self-Study phase, the Search Com-
mittee completes a “Position Profile” which is then 
posted on the national church website and Transi-
tions Ministry Newsletter.  

 

DISCERNMENT 
At this point the congregation is said to be 
“Receiving Names” and begins accepting applica-
tions from interested priests.  

 

The Search Committee normally receives names 
from the following sources:  

• Candidates themselves, who submit their  
        applications directly to the congregation 

• Candidates recommended by parishioners 

• Candidates recommended by the Office of  
        the Bishop 
• The Bishop’s Office, which makes a com 
        puter match using the parish listing and pro - 
        files of priests registered with the Office for  
       Transition Ministry. 

Once the period for receiving names has passed, 
(generally 6-8 weeks) the Search Committee’s task is 
now to sort through the candidates’ materials effi-
ciently and yet not arbitrarily, to the end of narrow-
ing the field to fewer and fewer applications and to 
create a “long list” of 10 to 12 serious candidates. 


