[image: image1.jpg]L

The.
United
Reformed
Church




The Appointment, Responsibilities and Role of Interim Moderators

INTRODUCTION

The ministry of Interim Moderators has been recognised from the foundation of the United Reformed Church. Their purpose is to provide a continuing mutual link between the wider church and local pastorate during a time of ministerial transition. A function of a Synod is “to appoint, in consultation with the local church and the Moderator of the Synod, from among its members an Interim Moderator during a pastoral vacancy”. Such person has in the past normally been a minister or retired minister, but sometimes an elder may be appointed. It is important that the Interim Moderator be able to act and to be seen as a neutral person – someone outside the local situation. The Interim Moderator needs to be objective and sensitive to the church’s tradition, theological stance and ways of operating. The agreement of the local church in the appointment is essential. The Synod is responsible for the training and support of Interim Moderators. The Interim Moderator may be invited to the Pastoral Committee to report on the state of the pastorate during the time of ministerial transition.


APPOINTMENT
When a minister receives a call to another pastorate or post, or is within six months of retirement, or for any other reason is leaving the pastorate, then the Synod initiates discussion with the local church and the Synod Moderator and appoints an Interim Moderator [Manual 2 (3) iii].  In a pastorate involving more than one church each may have its own Interim Moderator, and if so a co-ordinating Interim Moderator may be appointed. The role and duties of the Interim Moderator should be agreed and clearly defined. Care should be taken in choosing a person with experience, knowledge of the area, insight into the needs and aspirations of the local church, time and a readiness to exercise the role. 

Best practice is for clearly defined terms of service to be agreed by all parties at the beginning. An appointment for a year at a time is helpful. All will then understand the time available to be used, the cost of the operation (Interim Moderators’ expenses are paid by the receiving local church) and the tasks which can be undertaken by the Interim Moderator. One of the first needs will then be to determine who will be responsible for what the Interim Moderator is unable to do. Note that the oversight by Elders and Church Meeting continues, intensifies and in many instances flourishes during the time of transition.


RESPONSIBILITIES

The role of the Interim Moderator will have to be negotiated. Some will simply be responsible for the process of introducing a candidate, others may be willing to lead worship, chair all church meetings, make emergency pastoral visits, preside at the ordination and induction of elders and attend social functions.  All of these depend on the availability of the Interim Moderator and will vary from person to person. In some areas a small number of specialist Interim Moderators are being trained to carry out this role. So, the responsibilities of Interim Moderators normally include:
a. Chairing Elders’ Meetings, Church Meetings or special groups where the calling of a minister is discussed
b. Chairing all meetings with prospective ministers
c. Providing a mutual link between the Synod and the local church
d. Providing a mutual link between the Synod Moderator and the local church
e. Providing a mutual link between the prospective minister and the local church

f. Aiding the drafting and negotiating of Terms of Settlement, including housing provision
g. Overseeing and co-ordinating the planning of the Induction Service in consultation with the Synod, Synod Moderator and future minister

h. Advising on what is appropriate at each stage.
THE ROLE

The question of how much leadership to give and of what nature is difficult to prescribe because it has to be assessed in the light of varied circumstances. In this period it can be helpful to reflect on such matters as the sense of ‘bereavement’ that the loss of a minister might bring, the anxiety about a time without a minister and any underlying conflicts that might have emerged during the previous period of ministry. This time can also be an opportunity for hidden gifts within the elders and members to be released in leadership, worship and pastoral care etc.


The transition time is not just a waiting time; the church can develop. The Interim Moderator can help the church grow in awareness and confidence in the process, and be prepared to address difficult issues. If this growth and development does not occur the church will be restricted in its vision for the future.

It follows that good relations with the Interim Moderator are not enough if they inhibit the kind of in-depth appraisal and discernment for ministry, which may be essential for the future. It is better to take time in order to reach a fruitful outcome.

The Interim Moderator also has a role in helping a candidate through the process and in reflecting on it, whether or not a call is issued.

FILLING A VACANCY 

The best current practice in filling a ministerial vacancy follows the order given here. 
 

The basic framework will be adapted for group pastorates, team ministries, ecumenical or 'special' situations.
 

(NB: 'Synod Area/United Area' here implies 'or the appropriately authorised committee or officers of the Synod Area/United Area'; Synod Area/United Area procedure needs to be clearly agreed and understood on such matters, including who can give concurrence to calls.
Similarly, 'Elders' stands for the equivalent group in an ecumenical or 'special category' ministry situation).
1. When the vacancy has been declared, the Synod Moderator gives information about the vacancy to the Moderators' meeting.
2. If a candidate can be identified, that minister is shown the 'Pastorate Profile' and asked about letting their name go forward.
3. If the minister agrees, the name with their 'Personal Profile' is given to the pastorate.
4. When a pastorate receives one or more profiles the Interim Moderator contacts all ministers who have submitted profiles for consideration and gives appropriate feed back. The Interim Moderator will inform the Moderator of their synod who will then inform colleagues as appropriate.

5. An invitation may then be given to meet the Interim Moderator and Elders. These meetings/interviews should be carefully handled.
6. If the minister and Elders both agree, Church Meeting (or equivalent) will invite the candidate for a weekend, to include leading of services, social gatherings, etc.
7. Elders' Meeting and Church Meeting (normally with the Interim Moderator chairing) will take place as soon after the weekend visit as possible; the Elders are free but not obliged to make a recommendation to the Church Meeting.'(If more than one local church is involved in the call, the decision of each should be taken concurrently at one or separate meetings).
8. Any decision is communicated, by telephone and confirmed in writing, to the candidate immediately after the meeting; it should include a report on the attendance and the voting figures.
9. If a call is provisionally accepted, the position should be communicated to the Synod Area/ United Area Pastoral Committee as soon as possible, with a request for concurrence.
10. When a pastorate having met with a candidate decides to halt the introduction process the Interim Moderator will communicate directly with the candidate offering feedback. A copy of this feedback should also be provided to the Synod Moderator in whose Synod the introduction took place. 

(Revision of Employment Practice Report 2.3.5, Note B)

 

 

A MEETING OF THE PASTORATE VACANCY GROUP AND THE MINISTER
 

In the context of discovering God's will regarding the filling of a vacant pastorate, the care taken over a meeting of the pastorate vacancy group and the minister is vital.
 

When a candidate visits a pastorate, there should be more than one opportunity for informal contact with a wide range of members (including children and young people) and, if possible, adherents. This paper concentrates on the actual meeting.
 

1. The preparation:
Ensure that all relevant papers are available. This will comprise correspondence; minister's CV (not for general publication); pastorate profile; draft terms of settlement.
 

Sometimes the pastorate vacancy group will comprise only Elders. Others may be invited to take part since it is vital to ensure that there are women and men present, and if possible a mix of ages. The meeting will be less fruitful if more than, say, twelve are present (in addition to Interim Moderator and candidate). 
 

It is essential that a comfortable venue, with freedom from distraction and a friendly atmosphere be provided. Well before the meeting the interim moderator should consult with the pastorate vacancy group and the minister to decide what form the meeting will take. It is important that this is not determined solely by the pastorate vacancy group, and that the minister has significant input into the arrangements for the meeting and is happy with them before the meeting takes place.
Prior to the meeting the pastorate vacancy group with the interim moderator should agree topics they wish to cover in the meeting with the minister and the interim moderator should consult the minister about topics s/he wishes to raise in the discussion. It might be helpful if the interim moderator arranged an exchange of this information prior to the meeting.
 

2. The meeting:
The Interim Moderator should chair the meeting. Every interview, however formal or informal, has a recognisable sequence which should be followed:
 

Opening. It is important to set the scene, to spend time in prayer together, to confirm introductions. Make clear the agenda to be followed; agree on what notes will be taken, by whom and for whom.
 

Exchange of information. The questions and discussion should cover all topics and at each stage the candidate should be able to ask as well as answer. Only by frank exchange of views can God's will for pastorate and minister be discovered.
 

Closing. Even when the time is pre-arranged, the conclusion of such a meeting must be handled with care. No major matter should be overlooked.
 

It is important to make clear what the next stages will be, and the probable timing.
 

3. The assessment:
It is vital to stop, think and pray when the candidate has withdrawn, before any conversation, discussion or assessment is begun.
 

Those present should gauge their impressions against the list of factors previously agreed, such as training, qualifications, experience, presentation, motivation etc. Additional factors will now be apparent following the meeting, and will probably affect the assessment. It may be useful to score a candidate under each heading as good, acceptable or problematic but not everyone will follow this method.
 

A consensus should be sought in order that a clear recommendation can be made.
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