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Appendix G 
 
Interim appraisals should be completed separately by congregation and interim minister 
with results shared. Appraisals are due after 6 months, after 12 months, and at the end 
of the second year of interim ministry. In the case of a three-year interim, a final 
appraisal should be conducted at the end of the ministry. Please send completed form 
as an email attachment to transitions@uua.org.  All fields are required. Input fields will 
expand as you type. If you have a problem using this form, please contact 
transitions@uua.org. 
 
1.Congregation Name: Unitarian Universalist Society of Geneva  
 
2.Congregation City and State/Province: Geneva, IL, USA 
 
3.Name of Interim Minister: Revs. Jennifer Innis and Patrick Price 
 
4.Date Interim Ministry Began.  Aug. 1st, 2018 
 
5.Name of Person Completing Appraisal Revs. Jennifer Innis and Patrick Price 
 
6.Email of Person Completing Appraisal: interim.coministers@uusg.org 
 
7.Role of Person Completing Appraisal interim co-ministers 
 
8.When was this appraisal conducted? 
 __X_after 6 months           __after 12 months   __ at end of second year 
__at end of third year 
 
9.Date of Appraisal March 11, 2019 
 
10.How did the leadership and congregation prepare itself for interim ministry? 

At the announcement of the pending retirement of the previous minister of forty (40) 
years, the congregation contacted the UUA Trasnsitions office to prepare and participate in the 
interim ministry process. The outgoing minister the Rev. Lindsay Bates and the Board regularly 
addressed the transition with the congregation through newsletters and various conversations. In 
2017 the staff and leaders reviewed pledge history and membership status. The updated member 
and pledge list resulted in a drop of UUA certification numbers from 324 members in 2017 to 
249 members in 2018. In fall 2017 the core leaders discussed the greatest needs of the 
congregation as part of preparing for the search. The Interim Search Team participated in two 
rounds of the Interim Search process in the spring of 2018. The Board contracted with the 
interim coministry team of the Revs. Jennifer Innis and Patrick Price in May 2018. 
 
11.Had previous interim ministries affected how interim ministry is viewed? If so, 
please describe. 
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This interim ministry is the first known intentional transition for the senior or lead minister in the 
congregation's 176 year history. In 2004-2006, there was an intentional two years of interim 
ministry to prepare for the call of an associate minister in 2006. The Rev. Innis was the Interim 
Associate Minister in 2005-2006. The 2004-2006 interim experience gave the congregation a 
small taste of the interim process as it existed then. That past interim experience has minimal 
impact on the congregation’s institutional knowledge due to the length of time since that interim, 
that the search was for an associate minister and not a senior minister, and a general feeling that 
the 2006-2009 settled associate ministry was not successful because it ended in a high level of 
conflict. 
 
12.What goals were initially specified in the interim ministry application?  

How have they been addressed? 
 
The goals come from the application for interim ministry. 
 
A: Of greatest importance is preparing the congregation for new ministry after 40 years 
of service by our outgoing Senior Minister, the Rev. Dr. Lindsay Bates.  

The congregation and Rev. Bates successfully completed the process of saying goodbye. 
If the large attendance and high spirits of the farewell celebration was any indication, the 
congregation and the minister left on very good terms.  

Rev. Bates and the congregation are following the recommended guidelines for when a 
minister leaves. The Interim Co-Ministers and Rev. Bates are doing well with 
communicating about the congregation as part of the first developmental task. 

B: Our rolls show 2018 membership levels at a 10-year low. In this interim period we 
need to evaluate and better understand the underlying factors for this trend and how to 
best address them as part of our vision for our future.  

The study of attendance records and pledge history is an ongoing process. Much of the 
congregation’s identity remains connected to its periods of growth and high participation. 
Those periods include 2004-2016 when UUA certified membership hovered around 300-
330 and when the professional staff included ministers or religious educators for children 
and youth. In the fall of 2017 the congregation’s staff and leadership intentionally 
reviewed the membership rolls for participation and pledging. This review resulted in 
removing a large number of members from the active roll. This review accounts for most 
of the change in certified members from 324 in February 2017 to 249 in February 2018. 
The good news on this change would seem to be that it is not the result of a mass exodus 
from the congregation. It is mostly from cleaning up the rolls that had not been 
previously reviewed for many years.  This does indicate that the congregation’s previous 
self image of a nearly 350 member congregation was based on significantly out of date 
and squishy numbers. This realization has a number of implications for understanding the 
congregation’s actual size identity including its levels of per member pledging, which are 
better than previously thought, and the underlying reasons for feeling like the 
congregation can’t do what it once did for more comprehensive staffing levels.  
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C: In addition, a 2017 fall survey of lay leaders listed the following areas of preferred 
focus:  

• Building and healing relationships and developing emerging lay leadership 

The first months of the Board and ministers working together included addressing past 
conflicts that required high levels of research and confidentiality. Having resolved a few 
of those items the Board is better able to attend to other concerns that also impact the 
emotional development of the congregation, such as the conflicted departure of the 
previous religious education staff in 2016-2017. Core habits in the congregation include 
conflict avoidance that is consistent with white Protestant church culture. The work of 
establishing clear communciation along with responsibility, authority, and accountability 
in how the congregation functions will go a long way to addressing this area of focus. 

• Retaining and involving UUSG membership  

Membership development was the sleeper issue named during the Interim Startup in 
November. The question of greeting and welcoming became critical at the start of the 
interim after the death of a singularly skilled and committed lead greeter. Amid the grief 
of such a loss, the leadership has had the chance to observe the gap in volunteers for 
greeting and the question of who is responsible for securing them. There also are 
questions about how visitors integrate into the congregation and the need for a more 
robust Welcoming Team.  

Leadership development also emerged as need, as evidenced by the high number of 
members who hold multiple volunteer roles and concerns expressed by the leader of the 
Nominating Team in Council reports. 

Attendance has varied and in some places decreased from past numbers which is not a 
surprise in such a significant transition. The newly created Worship Team did a great job 
with summer services in 2018, and summer attendance was up from past years. Average 
worship attendance dropped by 15+ people over the fall, while the major holiday cookie 
sale had the higest levels yet of volunteer participation. Recent efforts to include the 
congregation in the interim-related town hall conversations resulted in high attendance 
and interest by the general membership. The congregation may be adjusting to changes in 
worship leadership and style after having one minister as the central voice for 40 years.  

• Strengthening our lay-led LRE program 

The members have been running the children and youth programs since the previous paid 
staff left their positions in 2016-2017. Due to the conflicts around communication and 
expectations, the volunteers have been the main leaders since mid-2016. The volunteers 
are to be commended for their efforts. The RE leaders also need paid staff support to 
sustain the shrinking program. Rev. Jennifer Innis has been learning about children and 
youth religious education at UUSG and bringing in ideas for ways to enhance the 
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activities. Both Revs. Innis and Price have been encouraging the leadership’s attention to 
LRE staffing as part of the interim process. Based on strong participation and feedback 
from the recent town hall conversations, the Board has a better idea of what staff to add 
as soon as possible.  

After reviewing the results of the town hall conversations, the Board chose to add a full-
time DRE for children and youth to the church’s vision and budget drive for 2019-2020. 

Related to the question of staffing for lifespan religious education, the program as 
currently configured is not providing adult programs. The lay led program has been able 
to maintain children and youth classes, but it is not able to plan or run adult programs. 
The adults of the congregation desire more classes and groups than the members can 
offer to each other at this point. One of the shifts during the interim time will be to 
remove the name and the expectation of “lifespan” from the children and youth program. 
Another need will be to set up a separate structure for offering adult programs. 

• Building increased and committed pledging by members and friends  

The institution has a history of good stewardship and financial management, but there 
have been periods of poorly organized budget drives along with years of major deficits. 
There also is a need to expand the kinds of donations, such as with planned giving. The 
ministers are working with the Stewardship Team on creating the upcoming annual 
budget drive and adding ways to strengthen the congregation as a community. The high 
attendance in the town hall meetings to date already boost the outlook for participation. 

• Expanding a sense of responsibility within the congregation for the success of the 
church  

The question of responsibility is understandable after the departure of a long-term 
minister who was at the emotional center of the congregation for so many years. The 
congregation needs to find its own vision and motivation apart from identifying so 
closely with its ministers. In general the congregation is continuing its wide array of 
ministries. Part of the interim work is to uncover how tasks and programs happen beyond 
many informal systems that reflect a culture of functioning at a family or small pastoral 
church size.  

• Providing an objective perspective to develop new ideas and address areas for 
improvement 
 
The ministers are bringing UUA resources and their respective depth of experience to 
UUSG at every opportunity.  

 
 
13. Please assess the congregation’s work toward engaging and acknowledging 
its grief and conflicts. 
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UUSG is to be commended for successfully saying farewell to the previous minister of 40 years. 
Rev. Lindsay established clear boundaries consistent with UUA practice. The congregation had 
about 18 months to say farewell after she announced her departure. There are signs that the 
congregation is ready and willing to let her be part of their past, including their willingness to 
welcome the interim ministers.  
 
While researching and reporting on past staff and member conflicts, a few patterns emerged. 
Many leadership decisions, especially with the Board and around staff, are made quietly and 
often in executive session without being reported or recorded. Decisions are then acted on 
through informal systems. Poor staff supervision, over-functioning volunteers, and a lack of 
clarifying expectations were major factors in the conflicted departures or firings of several 
education staff. Planning decisions, such as how to develop the strip of land purchased in 2007, 
languish due to the reluctance to make a visible choice and act on it. The notable exception 
seems to be in church administration. The congregation has a strong history of capable office 
administration staff. They often serve as a center of health and institutional memory at UUSG.  
 
 
14. Please assess the congregation’s work toward recognizing its unique identity 
and its strengths. 

The congregation is just beginning to figure out what it means to be a congregation without its 
minister of 40 years. They have done little strategic planning in the last decade, though before 
2009 they have had successful efforts to call an associate minister and run capital campaigns to 
buy property, renovate the interior and exterior of the sanctuary. The robust participation in 
recent town hall conversations around religious education and the ministerial search are positive 
signs for member engagement. One of the best tests will be when the congregation works 
through the survey that is part of the ministerial search. Before that survey, UUSG would do well 
to go through a vision/values process and imagine what the congregation could be in 50 years. 
The answers in the next question also inform this question.   

15. Please assess the congregation’s work toward recognizing its needs and 
challenges. 

The congregation is responding well to the series of town hall conversations focused on religious 
education for children and youth. The high level of engagement points to a certain degree of pent 
up desire to move forward with long-held concerns. The Board and the Transition Team 
recognize the validity of the priorities named during the interim search and most of the concerns 
named by the interim ministers.  

There are two particular areas of resistance in the congregation. One is in moving out of its 
comfort zone. The length of Lindsay’s ministry was a source of familiarity and consistency. For 
all that there have been times of conflict and even a few traumatic periods in the last 40 years, 
the congregation has been riding a period of stability. The congregation knows itself as a socially 
connected community, but it is new to the idea that there could be a larger purpose for this body 
of faith. There is little language about wanting to grow or imagining how to expand its ministry 
in the area.  
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The other area of resistance has been to the suggestion that there is emotional work to be done in 
response to Rev. Lindsay’s ministry. It is unclear how or when the congregation as a whole went 
through the process of grief, anger, etc. during the last months of her ministry. 

The conflicted departure of the previous assistant minister and religious education assistant in 
2016-2017 may be an avenue into addressing past griefs and current needs. The congregation did 
not spend time processing those conflicts. As UUSG prepares to hire staff for children and youth 
religious education, the wish to do well with a new DRE and to demonstrate emotional readiness 
to a new minister may be enough motivation to explore that conflict and work through its effects 
on the congregation. 

16. Please assess the congregation’s work toward understanding the appropriate 
role of the minister(s), church staff, and lay leaders. 

Upon entering the congregation, the ministers found a high degree of ambiguity and confusion 
about responsibilities for tasks, facts about issues in the congregation, lack of clarity about 
authority to take actions, etc. resulting in a general sense of anxiety and paralysis by volunteers 
and staff.   

One of the interim tasks is to clarify issues of Authority, Responsibility, and Accountability 
regarding staff and leadership tasks and boundaries. The core question is how do things get 
processed and done?   

The initial interim work included: addressing boundaries on inappropriate behavior towards staff 
by lay leader, setting boundaries on previous member and staff member, determining staffing 
needs during Administrator’s family leave, recruiting, hiring and training and supervising a 
temporary Administrator, recruiting, hiring and training child care staff, supervising and working 
with administrative staff to get a better sense of the congregation and staffing needs and issues, 
changes in Administrator’s work schedule to better use time for position related tasks rather than 
general servicing of congregation on Sunday mornings, beginning the process of reviewing the 
practice of paying contractor stipends to volunteers for jobs that would define them as employees 
per the IRS.     

17. Please assess the congregation’s work toward successfully navigating 
leadership shifts that often accompany times of transition 

The congregation is working on a number of leadership shifts as named in several places 
throughout this appraisal. 

18.Please assess the congregation’s use of appropriate external resources, e.g. 
the UUA, Regional or District Resources, etc. 

The volunteers and staff are open to available resources when the ministers make 
recommendations and/or provide them directly to particular teams and to the congregation. The 
system has a long habit of managing itself with minimal relationship to the Association. This 
habit was reinforced by how the previous settled minister conducted her relationship with the 
UUA. Rev. Lindsay had individual relationships with local UU ministers, but seldom 
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participated in the Chicago area collegial events. Part of the interim work is to nurture the 
congregation’s interest in seeking out such resources rather than depend on the ministers. 

The congregation has a mixed history with times when it does rely on UUA resources. For 
example, they made good use of the interim and search processes when searching for an 
associate minister in 2005-2006. Institutionally, there is little memory of the success of that 
experience. The Finance Team draws on UUA resources around money, but they have yet to 
formalize a process of how members can do planned giving. The congregation brought in 
Michael Durall as a consultant for planning in 2012-2013. His reports and observations remain 
relevant, but his work is dismissed as a bad financial investment. The congregation followed the 
recommended process when searching for an interim minister, but the leadership did not 
establish a Transition Team before the interim ministers arrived. The ministers helped the Board 
with setting up a Transition Team as soon as possible, but the delay led to difficulty with 
scheduling an Interim Startup. The Startup ended up with less time than expected, and it was 
more successful at raising concerns than setting up goals and a plan for how the leaders and the 
ministers would work together. One original member of the Transition Team resigned after the 
startup, and filling that spot took a few weeks. More time was needed to arrive at a time when 
the Transition Team and the ministers could have their own first meeting. As of February, the 
Transition Team is starting to meet and figure out its role in the interim process.  

Following up on the search for a next settled minister will require a high level of diligence on the 
part of the volunteers.  

19.Please assess the congregation’s ongoing work about being engaged in the 
wider world e.g. service to others, social justice, anti-oppression. 

The congregation has a high level of activity with local agencies such as the food pantry and the 
facility that serves those who are homeless. The senior high youth have an annual service trip 
with Habitat for Humanity. The mental health ministry has an additional benefit of raising 
awareness of inequalities in access to health care.  

The congregation is largely white and middle-class in its culture. They don’t appear to have a 
strong awareness of the racial and class diversity that is within a 15-20 minute drive’s distance to 
the congregation. The congregation’s experience with resources such as Black Lives UU seems 
limited at best. Functionally, they are at the level of work that would be conducted in a white 
caucus group. 

The congregation and the surrounding community has become much more LGBTQAI 
welcoming in the 12 years since Rev. Jennifer served as interim in 2005-2006. During her 
service, nearly the whole congregation was cisgender and heterosexual. Since then the associate 
and assistant ministers were gay men, and they did not appear to have problems related to their 
orientation. UUSG as a whole is a visibly welcoming. Individual members are still working on 
how to be welcoming toward trans people. Given the recent concerns with trans people and the 
UU World, there will be more opportunities to engage in this work. 
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20.Is the interim minister capably ministering as preacher, pastor, and teacher? 
Have there been difficulties or have constraints been put upon the minister’s 
ability to do so? 

The ministers are fulfilling the usual day-to-day ministry of the congregation. They are enjoying 
the chance to be with a congregation that has a high level of participation and a lot of resources 
in the time, treasure, and talent of the members and friends. 

There are no particular constraints on the ministers by the congregation.  There has been and 
currently continues to be a high number of deaths and memorial services in the congregation 
since the start of the interim.   

21.Has the interim minister been attentive to self-care and to a spiritual practice 
of choice? 

The greatest challenge for the interim ministers is to manage their time with the congregation. In 
these first months of learning about the congregation and doing the general ministry often 
Jennifer and Patrick each end up working close to full time. The ability to be in two places at 
once is very useful in an active congregation such as UUSG. However, they double up on their 
time when both are handling tasks for UUSG. They expect to find more ways to split their time 
on Sundays and during the week. Both ministers are expanding their own outside consulting and 
guest preaching services. They also are adding family commitments as their children get to know 
people in the area. 

22.Is the interim minister courageously raising the needful issues in the 
congregation? 

In general, the ministers are raising questions and issues as soon as they arise. The ministers 
come from a family systems approach that encourages inquiry and curiosity even if the nature of 
an issue is not fully formed. The ministers also recognize that not everything is going to be 
addressed at once.  

At the recent meeting of the Transition Team, the Team voted to recommend that the Board 
begin the search for a new minister as soon as possible. Rev. Innis told them that neither minister 
supported that decision. Both ministers feel that the congregation has a large number of items to 
address before UUSG enters into the search process. Rev. Innis also told the Transition Team 
that the ministers would assist the congregation in its process to the best of their ability.  

The ministers recognize the long-term concerns of the congregation, such as conflict avoidance 
and a passive aggressive style of communication that is consistent with its cultural background. 
They expect to raise awareness and ask for better practices throughout the interim ministry.  

23.Is the interim minister gaining the cooperation of the church leadership in 
addressing those issues?  

The Board, the ministers, the staff, and other leaders handled initially critical concerns as part of 
catching up on outstanding problems. In general, the leadership is open to hearing chronic issues 
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that will take more time. Concerns such as conflict avoidance will need to be addressed with 
regular practice by the ministers, staff, and members. 

24.What would you like to see addressed during the remaining interim period or 
in the future? Are there any adjustments that need to be made to the initial goals 
or anything else? 

The initial goals remain relevant along with the developmental tasks.  

The ministers would like to adjust their division of responsibilities. Because membership is such 
an acute concern, and Rev. Innis is spending much of her time on interim, children and youth 
religious education, pastoral needs, and rites of passage, the ministers would like Rev. Price to 
add more of membership to his portfolio. His responsibilities toward facilities, finances, social 
action, and office administration are not as demanding at this time. Revs. Innis and Price are 
starting to take turns with being the main contact and leader when responding to member deaths 
and memorial services. The ministers also are starting to improve how they manage their hours 
within one full time position. They are taking turns with who is “on” in a given day and limiting 
the number of events when both are in attendance. 

25.Any additional thoughts or observations? 

Here is the current list of recommendations and priorities from Revs. Innis and Price.  

• Hire a Director of Religious Education for Children and Youth. 
 

• Clarify the employment status of members who are contracted for smaller positions, such 
as music director, technical staff, and children’s music leader. There is institutional 
confusion as to whether these are staff or volunteers and to the respective reporting 
status.  The status also needs to be consistent with IRS distinctions between employees 
and contractors.  

 

• Identify and implement more transparent standards of practice in using and reporting out 
of Executive Sessions by the Board of Trustees and other leadership groups.   
 

• Strengthen visitor to member to leader process. 
 

• Account for how the congregation has addressed its interim priorities and report to the 
congregation. 
 

• Consider ways to improve parking and handicapped parking near the building, including 
possible use of currently unused paved lot on the west side of the building.   

 

• Clarify and report to the congregation what can or can’t be done with the Third Street 
property.  There seems to be confusion by members and some leaders as to what is 
legally possible. 
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• Conduct a process to articulate the purpose and goals of the congregation. What does 

UUSG want to do in its next years?  
 

• Discern the direction of the congregation’s ministry before starting the search for a new 
minister. How does the leadership put together a search committee when the 
congregation doesn’t know who it is itself and who it may be looking for? 
  

• Purchase a demographic survey such as Percept and bring in a consultant to interpret the 
information for the congregation. 

 

• Address ongoing grief and other feelings toward the ministers and their ministries of the 
past 10 years. 

 

• Develop a sustainable, proactive approach to stewardship and the annual budget process.  
 

• Begin developing a sustainable, proactive approach to planned giving. 
 

• Codify and record processes around how the church functions. Update policies and 
procedures. 
 

• Establish and complete a first run of congregational assessment, including staff review 
and programs. 

 

• Continue to provide opportunities such as the town halls to inform and seek input from 
the congregation.  

 

• Additional recommendations for the interim process: 
o Bring in adult programs around developing healthy and direct communication.  

 

26.Has this appraisal been shared with the minister if being completed by the 
board or with the board if being completed by the minister? 

Yes 

27.If appraisal has not been shared, please explain. 

 

 

 


