
June, 2008 

TO: Parish clergy, wardens, Congregational Development 

 

Parish Transition guidelines 

Diocese of Bethlehem 

 

Dear Sisters and Brothers, 

 

This document summarizes the policies and practices of the Diocese of Bethlehem from the time 

a priest first meets with me to discuss retirement or a new call through the settling and first year 

of the new priest. I am grateful to the Diocese of Washington, which has provided on its website 

bits of the boiler plate in the pages that follow. There will be many places where what is unique in 

our common life will stand out. It is best to start with one such place: 

 

Everything depends on the search process being conducted not only in or with prayer, but as 

prayer. Consciousness that one is doing a holy thing for the good of the whole congregation and 

the sacrifice of personal agenda are the two essential qualities in all those involved in the 

decision. Inability to make those commitments indicates that person has a different ministry in the 

parish. 

 

Those of you who have participated in a search before will find the contents of this document 

familiar. 

 

As you know, transition times are a mixed bag of loss, stress, challenge, and discovery. The 

single most important factor in the time of transition is the steady calm of the wardens and search 

chair(s). 

 

As you perhaps do not know, parishes in transition or seeking new leadership are prayed for by 

name every day at Diocesan House and remain in my own prayers. If it should ever seem to you 

that communication is not what it should be, the wardens should contact me directly, preferably 

by telephone. 

 

Archdeacon Stringfellow, Canon Teter, and I stand ready to assist you in any way we can.  

 

May God bless your search. 

 

+Paul 
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SEPARATION AND PLANNING 

 

Notify the Bishop  

The transition process begins when the rector meets with the bishop and they determine together 

when the announcement to the vestry and congregation will be made. Generally, seven weeks 

notice is sufficient. Congregations can become restless or uncomfortable with long goodbyes. 

Among the matters to be jointly determined are the date of the rector’s departure, the date when 

the departure will be announced to the vestry and then to the congregation, the date the 

Archdeacon or Canon for Ministries will visit the parish to preach, celebrate and meet with the 

congregation, which will normally be the first Sunday following the rector’s departure, and the 

timing and arrangements of the notice of the meeting with the diocesan deployment officer. It is 

important that the bishop and the deployment staff be part of the process from the very beginning.  

 

Saying Good-bye  

Whether the rector is leaving because of retirement, a call to another parish, or even because of 

differences with the parish, the elements of the separation process remain the same. Much of the 

energy of the parish during this time should be devoted to saying “good-bye.” Even in those 

instances where relations between priest and parish have been less than harmonious, it is always 

possible to find things that have been good, things to be grateful for, and things to celebrate while 

acknowledging any conflicts or challenges. It is important that the separation be graceful because 

a parish that does not feel good about the departure of its former rector is handicapped in 

establishing a relationship with the new rector. Working with the wardens and vestry, the 

deployment officer can offer suggestions to help the parish arrange a leave-taking that affirms the 

past and lays the groundwork for the future. 

 

Until the rector leaves, the only tasks are to arrange a exit interview, plan the current rector’s 

departure and provide opportunities for people to say good-bye. It is important to celebrate what 

has been accomplished and to allow both the priest and the congregation the opportunity to 

acknowledge that a relationship is ending. The outgoing priest, no matter how much he or she is 

beloved, must not be part of the planning process. Sample material for conducting an exit 

interview can be found in Beginning Ministry Together: The Alban Handbook for Clergy 

Transitions by Roy Oswald, James M. Heath and Ann W. Heath, available from the Alban 

Institute. 

 

It is a natural thing for clergy who have been planning activities for years to want to continue to 

be helpful, but they must not try to plan a future of which they cannot be a part. It compromises 

the parish’s transition process by preventing people from dealing with the loss of relationship. 

 

In the case of retirement, good-bye is good-bye. The mere presence of the retired rector has an 

effect on the new rector-parish relationship. That relationship must be nurtured without 

interference, intentional or otherwise. Retired clergy are to absent themselves from their former 

parish for at least two years, and may return as members of the congregation at the sole discretion 

of the new rector. Any exceptions to this nationally standard practice must be negotiated with the 

Bishop directly. 

 

Absent extraordinary circumstances, is not appropriate for assisting or adjunct clergy to serve as 

the interim rector. The issue is whether a key member of the staff of the former rector can 

facilitate the congregational dynamics that lay the groundwork for the new rector. If it is the 

desire of the vestry for an assisting minister to continue as an assistant during the interim, the 

canons require this be approved by the Bishop under such conditions as the Bishop and vestry 

may determine [Canon III.9.3(c)]. 



4

 

Wardens & Vestry  

Once the departing rector leaves, the senior warden has a number of responsibilities during the 

interim period. With the bishop’s help as well as that of the deployment officer, the senior warden 

and executive committee must make arrangements for the conduct of worship and for pastoral 

care until an interim rector begins. While they should be supported in this by the vestry, it is not 

appropriate to divert their attention and energy to a “mini-search” for interim or supply clergy.  

 

Until there is an interim rector or priest-in-charge, the Senior Warden is the “ecclesiastical 

authority” of the parish and signs transfers, requests for licenses, and other documents normally 

signed by the clergy. This authority is administrative rather than pastoral. 

 

Arrangements for supply clergy or the interview and call of an interim rector are to be done by 

the wardens. The interim period will very likely be twelve to eighteen months and sometimes more 

unless a shorter search option is chosen by the vestry and approved by the bishop. The wardens or 

executive committee will secure the services of an interim rector, one who will provide continuity 

during the interim period. The deployment officer will assist in these arrangements. 

 

The Services of Clergy  

Interim rector: The term “interim rector” is used for those clergy trained and experienced in the 

ministry of transition. The terms and conditions under which an interim rector is employed may 

vary with local circumstances but generally the responsibilities include the conduct of public 

worship, the continuation of pastoral ministries, support of programs, and whatever else 

contributes to the maintenance of the normal parish program.  

 

Of particular importance, the interim rector is trained to facilitate the developmental process of an 

interim period, to assist a parish to evaluate its mission and ministry, to make any needed changes 

in parish administration or program, and to help the parish prepare for the arrival of a new rector. 

This work is done in consultation with the wardens, vestry, and other parish leaders.  

There are five developmental tasks: 1) Coming to Terms with History, 2) Clarifying Identity, 3) 

Raising up New Leadership, 4) Renewing the Relationship with the Diocese, and 5) Welcoming 

the New Rector. 

 

The interim rector is rector in all matters excepting tenure. All clergy doing interim 

ministry in this diocese will be trained or in training. The duties of an interim rector include 

presiding at meetings of the vestry and supervising, hiring and firing staff. Compensation 

must be comparable to that paid to the previous rector for comparable responsibilities. The 

appointment of an interim rector must be approved by the bishop since he or she is an extension 

of the bishop's ministry just as a rector is an extension of the bishop's ministry. 

 

Temporary Priest-In Charge: Clergy serving a parish during the interim period who do not 

have training and credentials as interim rectors, or may have training but are not charged with 

responsibility for intentional interim ministry, are termed priest-in-charge. They have the pastoral 

and liturgical responsibilities of an interim rector, but do not participate in any of the transitional 

work and are not normally seen as agents of change. Their appointment requires the bishop’s 

approval. 

 

Preparing for the Search  

With the guidance of the search consultant (usually the Archdeacon or Canon for Ministries, and 

sometimes a member of the Congregational Development Committee), a descriptive booklet 
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about the parish and the community will be prepared. This booklet is called the profile, but is to 

be distinguished from the CDO profile, which is a computer form sent to the Church Deployment 

Office in New York. This task is the responsibility of the search committee. The profile is used to 

introduce prospective candidates to the parish and the local community. Topics addressed in the 

profile may include mission or identity statement, a history of the parish, a description of the 

Diocese of Bethlehem, the community where the parish is located, parish programs, distinctive 

features of the parish, finances and stewardship, facilities, staffing, key statistics (membership, 

worship attendance, etc.), goals, and desired characteristics of the next rector.  

 

A draft of the profile must be reviewed and approved by the bishop personally, prior to 

approval by the vestry, and while there is still opportunity for additions and corrections to 

be made. The profile is the first impression many candidates have of the congregation and should 

be developed with broad congregational input. When completed, a copy should be posted on the 

congregation’s website, a limited number of printed copies should be available, and ten copies are 

to be sent to the Archdeacon.  

 

The vestry lays the groundwork for the search itself, and establishes a search budget. The budget 

will include the costs of producing the parish profile, the cost of the search consultant (if a 

professional is engaged), the costs of visiting candidates, the expense of visits to the parish by the 

candidates, relocation expenses including meals and lodging if needed, background checks, and 

incidentals that might include such expenses as postage, the reimbursement of costs for telephone 

interviews, or the cost of renting a post office box for the use of the search committee. As the 

needs of the parish become better defined, the vestry appoints and charges a search committee to 

whom responsibility for identifying prospective clergy is delegated. The search committee is 

appointed only after an interim rector is in place. 

 

The search committee should include some vestry members, but ought to represent the breadth of 

the parish in terms of age, occupation, and diversity. It is often desirable to have a youth member 

or two, but such members must be sixteen years of age in order to vote. 

 

The vestry must decide on a range of compensation and the benefit package that it will offer 

the new rector. The search consultant and the deployment officer can be of assistance in 

suggesting salary levels in comparable parishes, and evaluating other portions of the package 

such as housing and other allowances. When the Bishop has given permission to elect, a call has 

been accepted, and all negotiations are completed, the Archdeacon will give final approval to the 

compensation package.  

 

The Search Consultant  

Vestries of parishes whose situations are unique may wish to engage a search consultant to assist 

the vestry and search committee. Consultants are skilled in group process and congregational 

dynamics. They assist the vestry in reviewing the structure during the interim, determining how 

best it might exercise its role during transition, and how to develop a time table in conjunction 

with the search committee. The Bishop’s office can put the wardens in touch with skilled 

professional. A small number of our clergy are trained for this work and may be available on a 

volunteer basis. 

 

Whether or not a consultant is employed, the diocesan offices can provide samples of parish self-

studies, profiles, and ministry agreements (the “contract”). 
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Communication  

Communication with the parish is essential. Some announcement, perhaps a minute in length, 

should be made at all services each and every week. While the content of the deliberations and 

the names of nominees are confidential, it is important to communicate on a steady basis the 

progress of the process – even if that means simply informing the congregation that the 

committee will not be meeting for three weeks. Parishioners must be assured that the interim 

period is being well managed and that progress, however seemingly invisible, is being made. 

Otherwise, the parish may feel that “nothing is happening.” It is essential that the vestry and the 

search committee maintain good communication with the parish and each other throughout the 

interim period. In addition to short verbal announcements, weekly or monthly notices in the 

Sunday bulletin or regular newsletter could announce something along these lines: “The search 

committee has had four meetings and is currently working on a narrative profile for nominees.” 

Or, “The search committee is reviewing a list of names approved by the Bishop.” If new members 

are elected to the vestry in the course of the search process it is important to bring them up to date 

on the status of the process. 

 

CONGREGATIONAL ASSESSMENT 

 

Deployment Officer Meets with Congregation  

As soon as possible after the departure of the rector, ideally on the following Sunday, the 

deployment officer will be the preacher and celebrant at your Sunday services. This gives an 

opportunity for the parish to participate in a theological reflection upon the challenges and 

opportunities of an interim period and to share with the deployment officer questions and 

concerns. It also provides the deployment officer an opportunity to share with the parish the 

bishop’s policies for filling clergy vacancies and the reasons for those policies. After the services 

and an opportunity to meet with the parish, the deployment officer may also meet with the vestry 

to assist in future plans if that has not already happened. 

 

Congregational Self Study and Assessment  

Working with the search committee, the interim or search consultant will arrange for a series of 

meetings of the whole congregation that will include as many parishioners as possible. These 

meetings will take place only after the rector has left the parish. In the first part of the process, the 

parish is encouraged to explore its history, consider who they are and whom they serve; assess its 

needs and the needs of others to whom they minister; and assess the resources they have to offer. 

The second part of the process asks the parish to consider what God seems to be calling it to do at 

this time, in this particular place. A question which might be asked is “Who in our community is 

missing from our church?” The third part of the process directs the parish toward the future. It 

may be that the ministry of the past few years is affirmed and continued. It is also possible that 

while the former direction of ministry is affirmed, the parish will recognize that new challenges 

call for new directions. The parish is encouraged to develop a vision of its future. Only after this 

is done is a parish truly able to identify the particular gifts and skills for the clergy leadership it 

needs. The information gathered during this self-study process forms the basis for a large part of 

the parish profile. 

 

THE SEARCH 

 

The Search committee  

The search committee is appointed by the vestry, and, again, is to be broadly representative of the 

congregation. It is important that there be widespread agreement on the part of the vestry in the 

selection of search committee members. It is never appropriate for a member of the parish 

staff to serve on the search committee, or to be assigned to assist the search committee. 
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Members of the staff will report to the new rector, and should not be privy to the materials or 

deliberations of the committee.  

 

The search committee must maintain strict confidence about the candidates being 

considered. For them to do otherwise is to risk great damage, both to the candidates and to their 

parishes. Most candidates do not know they are being considered until the initial contact. Their 

congregations also do not and should not know until the decision is made. The person guiding the 

search will explain in detail the reasons for this confidentiality and will remind you of it 

frequently. It is very harmful if a search committee member “leaks” information to anyone in the 

parish including a spouse or other family member. It is also important to provide for the security 

of Search committee files.  

 

The Charge  

It is important that the vestry give a charge to the search committee, and to determine the number 

of names to be presented to the vestry. By the time the search process is complete, the search 

committee will know a great deal about the finalists, much of it subjective knowledge that cannot 

be communicated readily or easily to others. The search committee members must all agree to 

support the candidate given to the vestry once that person has been chosen, even if he or she was 

not a particular member’s first choice.  

 

The Search Committee was charged to find the rector. The Vestry does not second guess their 

work or repeat their process, but must become familiar enough with the candidate’s credentials 

and personality to decide whether or not to accept the nomination made by the search committee. 

This will usually require several meetings. 

 

No Surprises 

The canons require that the Bishop approve the candidate and give the vestry permission to elect 

that person. In order to prevent disappointment, all potential candidates are screened in the 

Bishop’s Office before being considered by the search committee. Thus everyone knows they are 

working with candidates who will be able to serve if chosen. 

 

No Litmus Tests 

The Bishop does not require that potential candidates share any of his personal views on matters 

involving legitimate difference of opinion. Candidates need not be “high” or “low.” Candidates 

must assure the Bishop that they will live within the rather spacious boundaries of the doctrine, 

discipline, and worship of the Episcopal Church. They must also promise to be colleagues with 

all of the clergy, which means attendance at all clergy events unless excused by the Bishop 

personally. While the Bishop understands that the vestry will elect whom it will elect, please do 

not ask the Bishop to eliminate candidates automatically because of their race, age, sex, etc., 

because you would be asking him to violate both the spirit and the letter of the canons.  

 

 

 

Search Options  

In consultation with the bishop, the vestry decides which search option will be used and 

communicates this in a charge to the search committee. The decision is entirely practical, and 

made in terms of how ready the parish is, and how much time, money, and energy the parish is 

able to put into the search. 
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Option #1 Full Search  

After the completion of the parish profile, the search committee completes the parish 

search request form and forwards it to the diocesan deployment officer. While the request 

is processed, the search committee will ask for nominations from the congregation. All 

names will be forwarded to the diocesan deployment officer. The opening will also be 

published in the Positions Open Bulletin and the Ministry Deployment Handbook.  

 

The opening will be listed for at least a month to allow for as many candidates as possible 

to apply. The deployment officer will do initial background checks on all candidates who 

express an interest in being considered and then present them to the Bishop for approval. 

Those names will be given to the search committee for consideration. When the search 

committee has narrowed its list to those candidates being brought in for interviews, 

appointments with the bishop need to be made and formal background checks need to be 

done.  

 

Option #2 Limited Search  

After the completion of the parish profile, the search committee requests a short list of 

candidates from the deployment officer specifying the number of names desired. The 

deployment officer compiles the names from a variety of sources, and determines the 

names given to the committee based on the parish profile. The search committee will then 

follow the steps as outlined in option #1.  

.  

Option #3 Nomination of a Single Candidate by the Bishop  

This option is considered only when the Bishop can be convinced that the parish does not 

have the resources necessary to do the search or believes it cannot agree on a candidate. 

With this option the bishop is asked to take full responsibility for the search of a new 

rector, and consequently puts himself in some jeopardy in accepting such a request. The 

search committee interviews the candidate and decides if they wish to recommend the 

candidate to the vestry. With this option, the parish still engages in congregational self-

study and preparation of a parish profile. 

 

Option #4 Priest-in-Charge under Extraordinary Circumstances  

Occasionally the bishop may offer a congregation in extraordinary circumstances the 

option of the appointment of a priest-in-charge rather than engaging in a search process. 

When such an appointment is made, the following standards are the norm for the 

relationship between the parish, the priest-in-charge, and the bishop:  

 

1. One or more names of clergy for the position of priest-in-charge are offered by the 

bishop. Names may be suggested by the vestry but are subject to the approval of 

the bishop.  

 

2. The bishop will appoint the priest-in-charge with the approval and consent of the 

vestry. The priest-in-charge will exercise the canonical duties of a rector 

subject to the ordinary authority of the bishop.  

 

3. The priest-in-charge and the parish enter into an agreement for a period of at 

least one year, but usually two. (This can be extended by the bishop if 

appropriate.)  

 

4. An evaluation of the relationship, conducted by the office of the bishop, will take 

place at six-month intervals by the Archdeacon or Canon for Ministries. This is 
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not a mutual ministry review, but an assessment based on criteria previously 

agreed to by the bishop, vestry and priest-in-charge.  

 

5. The letter of agreement between the parish, the priest-in-charge, and the bishop 

will follow the diocesan guidelines for such letters of agreement including 

termination provisions.  

 

6. After eighteen months but before two years, the parish and priest may request 

together that the priest be made rector. Ordinarily such a request is granted. 

 

Decision-making 

As you read on page one, the search is a spiritual process, conducted not only with prayer but as 

prayer. The committee working in such an atmosphere usually finds the search process a spiritual 

gift. 

 

It is a wonderful thing when there is an “aha” moment and one candidate is the obvious 

consensus choice. This is not always possible, and sometimes the decision will be for some 

people one of “can I live with this person as rector?” It is desirable that everyone be able to sign 

on to the candidate nominated to the vestry. If that is not possible, the vestry needs to know the 

number (not names) of people who could not support the nominee. 

 

Ideally the vestry will also be able to come to consensus, broadly construed. If that is not 

possible, the search has probably failed, and the Bishop should be informed and perhaps the 

search committee should be asked for another name, which would, of course, require a new 

search. 

 

Policies in force once the decision has been made 

There are certain policies of the bishop that must be kept in mind concerning possible candidates 

for the position of rector regardless of which option is chosen.  

 

1. An interim rector is not eligible to be considered as a candidate for rector. This must 

be made clear in the letter of agreement. An interim, like John the Baptist, is 

preparing the way for someone else, and thus, like John the Baptist, has the job of 

perhaps shaking things up more than the one coming after would do. 

 

2. Normally, a former assistant, curate, or adjunct priest will be approved by the bishop for 

consideration after he or she has been gone from the parish for a period of two years.  

 

3. A parish must have its financial affairs, bylaws and annual reports in order. Before the 

bishop will approve a call, he may request a member of the diocesan Finance Committee 

to conduct a review, and offer recommendations if necessary. Sadly, there have been 

occasions when a priest has been called with promises that the parish could sustain a full-

time rector when that was not the case. 

 

4. All finalists must be approved by the bishop following a personal interview. This is 

normally done during the candidate's visit to the parish for a personal interview with the 

search committee. Appointments may be arranged by calling Ely Valentin, at 610-691-

5655 ext 222. 

 

5. All finalists must have an official background check. There is a fee for this service 

provided by Oxford Document Management of Minneapolis. The background check 



10 

covers employment history, legal and criminal problems, and a credit report, so that a 

rector does not come to a parish with problems following close behind.  

 

6. When the vestry has made a decision, the Senior Warden telephones the Bishop (home is 

ok) to give notice of the intent to elect. Unless some last-minute issue has arisen, the 

Bishop will immediately authorize the Vestry to elect and call the candidate. 

 

 

Another Farewell 

Before the new rector arrives, plans are made with the interim rector for then ending of that 

relationship. As much notice as possible is given, so that the interim rector can get to what is 

next. 

 

Welcome 

There needs to be a committee or several committees responsible for help the new rector relocate, 

assist with moving-in, and finding his or her way around the new parish. A reception ought to be 

held after the first Sunday service. At that service the wardens should thank the Search 

Committee. 

 

The Official “Installation” 

Episcopalians and other Anglicans call it the “Institution” of the rector, for reasons I cannot 

provide with precision. The liturgical service in the Prayer Book is called “The Celebration of a 

New Ministry.” After the new rector arrives, he or she consults with the Bishop and together they 

find a time for the celebration. It is normally held on an afternoon or evening so that other clergy 

and lay people from the diocesan community can attend. There is a document called a 

“customary” that explains the liturgical options to the new rector in some detail. It can be gotten 

from Ely Valentin. 

 

And they lived… 

All clergy who are new to the diocese and all clergy who are serving as rector for the first will 

have a mentor assigned to them. When resources permit, they will also participate in the Fresh 

Start program. 

 

It is strongly recommended that each year the Wardens, Vestry, and Rector participate in a 

Mutual Ministry Review, where the performance of the priest and lay leadership is evaluated in a 

spiritual and practical way. The Archdeacon should be contacted to set up a review. 
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APPENDIX 

 

Preparing for the Rector 

 

 

• Have the rector’s office cleaned, including the drapes and carpet where appropriate  

• If there is a closet, see that it is emptied, cleaned out, and has some hangers  

• If there is a storage closet, have it cleaned out  

• Have desks, shelves and cupboards emptied, and wiped down, and windows and 

windowsills washed  

• Have a set of keys ready that will include a master key, keys to the main office, staff offices, 

and the sacristy  

• Prepare a folder that includes the following information:  

o Current membership list and the most recent pictorial directory if there is one  

o A roster of vestry members  

o A copy of the budget and Minutes of the last three vestry meetings  

o A directory of ministries if there is one  

o Letters of agreement of current staff members  

o A schedule and list of the duties of office volunteers  

o A copy of any policies, procedures, or personnel guidelines  

o A copy of the bylaws, if any  

o The last two or three issues of the parish newsletter, weekly news bulletin and 

Sunday service leaflet  

o A roster of active committees  

o A copy of the diocesan customaries, from the Bishop’s office  

o A map of the area  

o If there is an ECW or other guilds or groups (including the Altar Guild), provide a 

description of their activities and meeting schedule and their expectations of the 

rector.  

o Supply key dates of upcoming parish events and what is expected of the rector if 

you know it.  

 

• Assemble any passwords the rector will need such as those to a computer, security system, 

or special accounts. To access the General Convention website, the UEID (Universal 

Episcopal Identifier) is needed along with a PIN number. This is used for parochial 

reports among other things. This number should be provided to the rector and one other 

person who is authorized to view and change the data.  

• Any parochial liturgical customary or instruction manual for Eucharistic Visitors, acolytes, 

altar guild, chalice bearers, lectors and intercessors along with current Sunday schedules  

• Offer to provide a tour of the building  

• If the rector has a spouse, people need to help get him or her situated in the community, 

perhaps help with employment matters, and be of general assistance. The Bishop’s 

spouse will also welcome the spouse to the spouse’s community and email list. 
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APPENDIX II 

 

National Canons 

(again, we pre-approve candidates, so the process is simpler on the ground) 
 

Canon III.9.3.(a), (b), and (c)  

Of the Appointment of Priests  

Sec. 3.  

(a) Rectors.  

(1) When a Parish is without a Rector, the Wardens or other  

officers shall promptly notify the Ecclesiastical Authority in  

writing. If the Parish shall for thirty days fail to provide  

services of public worship, the Ecclesiastical Authority shall  

make provision for such worship.  

(2) No Parish may elect a Rector until the names of the proposed  

nominees have been forwarded to the Ecclesiastical Authority  

and a time, not exceeding sixty days, given to the Ecclesiastical  

Authority to communicate with the Vestry, nor until any such  

communication has been considered by the Vestry at a meeting  

duly called and held for that purpose.  

(3) Written notice of the election of a Rector, signed by the  

Wardens, shall be forwarded to the Ecclesiastical Authority. If  

the Ecclesiastical Authority is satisfied that the person so  

elected is a duly qualified Priest and that such Priest has  

accepted the office to which elected, the notice shall be sent to  

the Secretary of the Convention, who shall record it. Race,  

color, ethnic origin, sex, national origin, marital status, sexual  

orientation, disabilities or age, except as otherwise specified by  

these canons, shall not be a factor in the determination of the  

Ecclesiastical Authority as to whether such person is a duly  

qualified Priest. The recorded notice shall be sufficient  

evidence of the relationship between the Priest and the Parish.  

(4) Rectors may have a letter of agreement with the Parish setting  

forth mutual responsibilities, subject to the Bishop's approval.  

(b) Priests-in-Charge. After consultation with the Vestry, the Bishop  

may appoint a Priest to serve as Priest-in-Charge of any congregation in  

which there is no Rector. In such congregations, the Priest-in-Charge shall  

exercise the duties of Rector outlined in Canon III.9.5 subject to the  

authority of the Bishop.  

(c) Assistants. A Priest serving as an assistant in a Parish, by whatever  

title designated, shall be selected by the Rector, and when required by the  

canons of the Diocese, subject to the approval of the Vestry, and shall  

serve under the authority and direction of the Rector. Before the selection  

of an assistant the name of the Priest proposed for selection shall be made  

known to the Bishop and a time, not exceeding sixty days, given for the  

Bishop to communicate with the Rector and Vestry on the proposed  

selection. Any assistant shall serve at the pleasure of the Rector and may  

not serve beyond the period of service of the Rector, except that pending  

the call of a new Rector, an assistant may continue in the service of the  

Parish if requested to do so by the Vestry under such conditions as the  

Bishop and Vestry shall determine. An assistant may continue to serve at  

the request of a new Rector. Assistants may have a letter of agreement with  

the Rector and the Vestry setting forth mutual responsibilities subject to the  

Bishop’s approval. 


