42.
Stirring up the Spark of Grace: Connexional Training Strategies

1.  INTRODUCTION

1.1  This report on Connexional Training Strategies represents both the end and the beginning of an era. To the extent that it reflects the work of the Formation in Ministry Office, it closes that chapter in the life of the Connexional Team. The first Connexional Training Strategies report was brought to the Conference also in Scarborough, in 1998. In accordance with the principles established there, 1998/9 saw the setting up of the Training Strategy and Resources Executive (TSRE), providing integrated oversight for all aspects of learning and development provision. Those same principles may be discerned within the practicalities reported below. Not everything foreshadowed in 1997 has come to pass: developments both within Methodism and on the ecumenical scene have led to some hopes being realised while others have been frustrated. But in this particular year when so much is changing on the Connexional scene, there is in the learning and development field the sense that a range of developments are coming together and constituting a new kind of opportunity. The ongoing principles may be expressed (in language reflecting developments since 1997) as:

a) Offering all learners opportunities to develop in godly knowledge, practice and character within the Christian community. Acquisition of knowledge and skills, developing the ability to perform tasks; these are held within a cycle of reflection which continually links what is being learned with the great story of salvation. Learning in this context is a means of growth in grace and holiness. Discipleship is rooted in the warmed heart, but in the ‘heart’ understood in its classical and biblical sense as the seat of will and conviction, not mere ‘feeling’ (emotion). Both Christian living and effective mission require feeling, thinking and doing to inform one another in openness to the Holy Spirit. In the words of John Wesley, ‘God works; therefore you can work … God works; therefore you must work … You can do something, through Christ strengthening you. Stir up the spark of grace which is now in you, and he will give you more grace.’ (‘On Working Out Our Own Salvation’, Sermons vol.3 p.208)

b) Integrating all kinds of training and learning for lay and ordained. All are called to grow as disciples: all are charged to ‘go and make disciples’. Learning for discipleship is not radically separate from learning for ministry, for ministry is the service of God’s mission, and that mission is entrusted to the whole Church. Today’s mission context calls for Christians who are engaged with their faith at the deepest levels of their being, who are able to ‘speak of God and faith in ways that make sense’ in a challenging and sometime hostile context and who are so skilled in the practice of godly living as to be able to show what the Kingdom looks like. 

c) Structuring the provision of training and learning resources so as best to serve the mission of the Church as a whole. This means in practice clustering resources regionally in a connexional and ecumenical context. It means making use of the resources for training and learning available 

outside the Church. It necessitates a flexible approach to boundaries within the Church in order to make the best use of scarce resources. It calls for the Church to offer provision as widely and generously as possible, but for would-be learners to recognise that, even within the partnerships indicated above, not everything can be offered ‘on the doorstep’. But this is not merely a pragmatic question of ‘best use of resources’. Today’s ecumenical context poses the urgent mission challenge for all branches of the Church to discover how to be together, yet faithful to the truth each has received, offering their riches not only to the whole Body but to the whole world.

1.2  These three themes run through all the work described below. They may be discerned within:

· ‘Extending Discipleship and Exploring Vocation’ – an opportunity for all, not a pathway solely for those contemplating candidating for ordained ministry

· The setting up of the Training Forums and Networks and the proposed work of the Training Officers – bringing training for ordained ministry and lay office into closer integration with learning and development for the whole Church  

· Participation in Regional Training Partnerships – a range of opportunities for learning together with ecumenical partners

· The clustering of full-time training provision for ordained ministry – so as to enable the ordained to develop as servant leaders of a mission-shaped Church

· The possibilities offered by these structural changes for developing new forms of training in response to mission needs, as indicated in the reports of the Working Party on ‘Fresh Ways of being Church’ and the Stationing Review Group – to help develop the capacity to ‘go to those who need you most’ (John Wesley).

2. NUANCING AND IMPLEMENTING THE PROPOSALS OF THE TRAINING INSTITUTIONS REVIEW GROUP REPORT (2007).

2.1  The adoption of this Report by the Blackpool Conference opened the way for a series of developments whose potential continues to unfold. The Report established seven Training Networks across the Connexion, each with a Forum on which Districts and training institutions are represented. The Forum is responsible to the Training Strategy and Resources Executive (TSRE) for discerning training needs across the Network and determining how they are to be met. Although the Training Forums do not take up their full responsibilities until 1 September 2008 they have taken on a ‘shadow’ existence in this connexional year. For the first time Chairs of District have sat down around the same table as staff of training institutions. There has been a great deal of rapid learning and some bewilderment (among all parties), but above all a sense of excitement and opportunity. The coming together of new funding possibilities, at both District (District Advance Funds) and connexional (Training Assessment Designated Fund and revenue budget) level is a vital element in the new ways of working. It is clear that a variety of training patterns for the whole people of God will emerge to suit local circumstances: this flexibility and subsidiarity is fully in line with the Priorities for the Methodist Church. At the same time connexional consistency and equity will be assured through the oversight of the Training Strategy and Resources Executive (TSRE) – see section 12 below. The Forums will account to TSRE for their use of connexional funding, giving an annual report against connexional criteria on work carried out. Proposals for the distribution of core funding to training institutions and for the basic allocation of funding for Training Officers have already been approved by TSRE. Connexional Team staff play a co-ordinating role by taking part in all Forum meetings.

2.2 The 2007 Report introduced new shapes for ministerial training with the concentration of full-time training on three institutions. The next few years represent a time of transition for the training institutions because of the impact of the ending of Foundation Training and the general uncertainty of recent years. The 2007 report was drawn up under very strict budgetary limits. Over the last year it has become clear that a somewhat more generous framework could be implemented. The principles of the report remain central to connexional training strategy: extra funding is designed to implement, not undermine, that report’s recommendations as to the shape of provision for ministerial training and its relationship to learning for the whole people of God.

2.3 The Methodist Council has approved proposals brought by TSRE for the use of the Training Assessment Designated Fund and has given approval for further proposals to be brought in the course of the next connexional year. This fund represents the balance of the hypothecated assessment established for a five-year period in 2002. These proposals all follow the principle that the Fund is to be used to meet short-term needs associated with setting up the new structures and funding frameworks. At the same the revenue budget is being used to plan the financial frameworks in the longer-term. Full details of all the proposals outlined in this report are available from the Connexional Team (from 1 September 2008 the Director of Learning and Development).

3.  SHAPING THE PROVISION OF TRAINING FOR ALL.

3.1  The establishment of the Training Forums offers the possibility of providing learning and development for the whole people of God in new ways. A variety of institutions, including those that have until now focused mainly on the training of ministerial students, are able to offer learning opportunities across a much wider range. Some already provide courses open to all in e.g. supervision, conflict management, pioneer ministry, biblical study, theology, pastoral care, to name but a few. The Designated Fund will be used to support the development of new courses and the establishment of a faculty of Methodist scholarship in each Network.

3.2  It has proved possible within the limits of the connexional budget to provide some support for the fixed costs of training institutions, in particular for library provision and other learning support (e.g. online learning, sub-libraries, travelling book boxes and local resource centres, together with the necessary development, teaching and administrative staff). This funding will help to maintain the quality of learning within existing institutions, to make high-quality learning for all available in a dispersed way across Networks and to enable the Methodist Church to take a fair share in the provision of resources within ecumenical partnerships.

3.3  Support is being made available for those training institutions that may experience a sharp drop in numbers because of the reconfiguration of pre-ordination training (with its associated student fees).

3.4  Regional Training Partnerships (RTPs)_(the ecumenical structures set up by the ‘Hind’ Report) will continue to receive support in their set-up period and also in the early years of programme development. The need for this support, and its timing, may differ markedly from one RTP to another as they develop at different rates.

4.  SUPPORT FOR STUDENTS IN PRE-ORDINATION TRAINING. 

4.1  The proposals of the 2007 Report will be effective only if students are physically and financially able to follow the training pathways it sets out. Concern was expressed both by training institutions and the Methodist Student Council that students would actually be deterred from following the training pathway most appropriate for them.

4.2  It has however proved possible to increase the figure set by the 2007 Report for bursaries for students in full-time pre-ordination training. It is proposed to increase it from £7000 p.a. to £10180 p.a. with an additional allowance of £1280 for each dependent child (if no-one in the household is earning more than the national minimum wage), in line with Government bursary levels. 

4.3.  It is also proposed to establish a connexional student hardship fund to meet financial emergencies that were not foreseen at the time of entering training. Students must first have recourse to local sources of support such as church or training institution Benevolent Funds. 

5.  NEW PROVISION FOR NEW OPPORTUNITIES AND CHALLENGES 
5.1  It is proposed to develop a connexional on-line resource for learning and development (a Virtual Learning Environment (VLE)). This will enable learners to access connexionally validated material for existing and developing programmes e.g. Worship Leader and Local Preacher initial training, ‘Extending Discipleship and Exploring Vocation’, Worship Leader and Local Preacher continuing development, probation programmes and continuing ministerial development.

5.2  It is proposed to offer support for post-graduate theological study that is of demonstrable benefit to the Church, available to lay and ordained alike, although the practical arrangements for each would be somewhat different. Bursary support and expenses will be offered for full-time study. A part-stipend may in some cases be provided so that a minister or probationer can divide their time between a part-time circuit appointment and part-time study.

5.3  Training institutions will be invited to apply for funding to set up post-doctoral research fellowships, also against criteria of a demonstrable outcome contributing to the life of the Church as expressed in the Priorities.

5.4  As the task of theological education becomes more varied and complex there is an even greater imperative to address the need for professional training and development for theological educators. It is therefore proposed to offer connexional funding for training institution staff to acquire the Higher Education teaching qualification. Those engaged in education for ministry (lay and ordained) also need training and support in the specialised aspects of their task, concerned with vocation, formation and spiritual development: these needs are best addressed by connexional and ecumenical networks and events.
5.5  Work is in hand to provide training in supervision (in the sense of work-related supervision of professional practice) and other forms of support, and the provision of ongoing supervision and support, for those engaged in lay and ordained ministry. Forums are engaging with the resources of training institutions and other providers to make this widely available. There is widespread concern about levels of stress and ineffectiveness among all in ministry, as well as widespread acknowledgement that proper supervision can do much to mitigate stress and avoid burnout. The Connexion-wide introduction of Annual Development Review for presbyters and deacons may confidently be expected to increase demand for such provision. The Ministerial Candidates and Probationers Oversight Committee (MCPOC) wants to make it mandatory from September 2009 for those supervising probationers (i.e. Superintendents or those delegated by them) (a) to have received approved training in supervision (b) to be themselves in supervision.

5.6  The Stationing Committee has urged the provision of preparation and training for superintendency: this includes but extends beyond the training in supervision outlined above. TSRE is working on developing training against appropriate outcomes.

5.7  Funding will be made available to the Training Forums, under the oversight of TSRE, for training needs which they discern. Such funding must be used to set up new structures and opportunities for learning, it must benefit the whole people of God and it must resource change and ‘training for transition’.

6.  EXTENDING DISCIPLESHIP AND EXPLORING VOCATION (EDEV)

6.1  The implementation of the Report (2006) has been complicated by the fact that the changes in training structures and funding frameworks necessary to support it were delayed by the referring back of the Report ‘Future Use and Configuration of Training Institutions’ in the same year. With the adoption of the Training Institutions Review Group Report in 2007 considerable work ensued, under the auspices of TSRE, to ensure the implementation of the ‘Extending Discipleship and Exploring Vocation’ report.

6.2  An unfortunate consequence of this delay has been that some candidates for ordained ministry have come forward this year by the new route made possible by the 2006 Report, before ‘Extending Discipleship and Exploring Vocation’ is officially launched. If the association of ‘EDEV’ with candidating persists, the main platform of the Report will be undermined. All are therefore encouraged to follow the lead of the Formation in Ministry team and to cease immediately from using such terms as ‘EDEV candidates’. For the next few years there will be some candidates coming by the Foundation Training route and some coming by the ‘portfolio route’. People will candidate in future by ‘developing a candidating portfolio’.

6.3  Co-ordination of ‘Extending Discipleship and Exploring Vocation’ will be provided by different methods across the various Training Networks. Training Officers may be significantly involved through having an overview of the possibilities for study and practical experience. Opportunities for people to meet in groups to explore vocation may in some cases be co-ordinated through training institutions or facilitated by a named individual. Within each Network people should be made aware of whom to contact for information and advice.

6.4  ‘Extending Discipleship and Exploring Vocation’ officially comes into being on 1 September 2008. Paper-based publicity material, including a leaflet for wide distribution, will be available for this date. Districts and circuits are encouraged to find their own ways and timetables for the introduction of programmes and activities related to ‘EDEV’, suitable to the particular context and in some cases growing naturally out of activities and programmes that are already in existence. But there will also be a connexionally-supported introductory programme in January 2009.  

6.5  Connexional support will therefore consist of:

a) Funding for regional co-ordination (6.3 above) through the Training Officers

b) Leaflets and a booklet in the ‘In your pocket’ series for immediate publicity

c) On-line materials: a pilot design of a platform of resources, with access from the Methodist Church website has been prepared. This should be fully operative by 1 September

d) Dissemination of good practice such as that already begun this year e.g. 

(i) Pilot project work in the Durham area and in Wales 

(ii) District responses to the Report

e)
A connexional introduction in January 2009

6.6  Changes to Candidacy: the process for assessing, via a portfolio of experience, the candidacy of those who have not undertaken Foundation Training has been trialled this year in respect of 17 registered candidates.

7.  CANDIDATING FOR PRESBYTERAL MINISTRY

Diversity in Ministry: Interim Response to MCSC Resolution

7.1  Introduction

7.1.1  The Ministerial Candidates Selection Committee (MCSC) meeting in April 2007 asked for guidance and practical recommendations to assist it in dealing with the increasing diversity among candidates for presbyteral ministry. The Training Strategy and Resources Executive was asked to co-ordinate a response. TSRE concluded that in view of the number of review and development processes going on at present, particularly the Stationing Review Group, it would not be possible to bring definitive Guidelines to the Conference of 2008 as MCSC had requested. It therefore suggested an interim response with the aim of bringing Guidelines to the Conference in 2009. 

7.1.2  This paper was offered to MCSC when it met on 21-24 April, was found to be of use and was slightly refined in the light of experience. MCSC recognised that it did not (and could not) offer precise guidance, but felt that it expressed the necessary principles.

7.1.3  Further work will however be necessary, so this remains an interim response. The provision of training recommended in 7.5 (c) is to be pursued with immediate effect.

7.2.  General principles 

7.2.1  The Methodist Church recognises the need to pursue equality and respond appropriately to diversity in all areas of its common life. At the same time where selection is concerned, fitness for office must always have priority. To do otherwise would not serve true diversity. Selection criteria for office (ordained ministry, for example) must relate to the nature of the office itself. Within the Methodist Church at present both the characteristics of candidates for ministry and the nature of the ministries they are called to exercise are becoming increasingly diverse. The selection criteria recognise that ‘Ordained ministry is a public function in a plural, culturally diverse society.’ (Agenda 2003 p. 549)

7.2.2  The questions identified in the resolution passed by MCSC in April 2007 are affected by many aspects of the life of the Church which are changing: the development of ‘Extending Discipleship and Exploring Vocation’, ‘Fresh Expressions’ and related developments, the growth of particular ethnic congregations, the new training structures and the possible outcomes of the Stationing Review Group. 

7.2.3 The MCSC resolution refers to two main areas of diversity: pioneer ministries (and) ministry towards specific ethnic, cultural or linguistic communities. While these two areas may call for different categories of response in the detail of practice, the guiding principle is the same. MCSC must always bear in mind the primary requirement of the first selection criterion: ‘evidence of a calling to ministry within the discipline of the Methodist connexion’. This phrase indicates a link between candidating and stationing or deployment. On one level they must be kept entirely separate: judgement about a person’s calling and gifts and graces should not be blurred by the question of whether there is a suitable appointment available for them. But on another level they are inextricably connected. ‘The discipline of the Methodist connexion’ does not require (and has never required) that a person be suitable to be stationed in every possible appointment. Where someone’s calling is at the ‘leading edge’ of changes in the nature of ordained ministry, fine judgement will be required from MCSC as to what ‘the discipline of the Methodist connexion’ might mean in their case. Conversation and reports about the candidate’s present experience will yield evidence about their current understanding of ‘being a connexional person’. Stationing possibilities may be need to be kept in mind in order to discern whether they will be sufficiently exposed to the reality of ‘being connexional’ in the course of their development.

7.2.4 There is a broader issue about how the Church deals with new things that God is doing, that are recognised as genuinely Methodist, but that do not fit our systems.

7.3.  Pioneer ministries.

7.3.1  The question of possible additional selection criteria for pioneer ordained ministries within Methodism has not yet been resolved. The ‘Fresh Ways of Being Church’ working group, whose report is to be found elsewhere in the Agenda, offers an opportunity for consultation on these issues. Ongoing work of this nature is one of the main factors leading TSRE to conclude that an interim response on the diversity issue was all that would be possible this year. MCSC must however bear in mind the need for presbyters to understand appropriate ways of exercising pastoral responsibility in ‘fresh expressions’ contexts, and the need for the Church to understand how this responsibility is best exercised.

7.3.2  The relationship between initial and continuing training and development in ministry is equally still under discussion and development. Once again the ‘Fresh Ways of Being Church’ working group brings together the work of several other bodies. In the interim, MCSC needs to bear in mind that the Church at present operates within the framework of a core body of skills and dispositions, together with individual specialisms which may be discerned and developed at any stage of ministry.

7.3.3  This is not to say, however, that pioneer ministry skills are not to be identified and encouraged among candidates. The following recommendations are made in the interim mode established above:

a) MCSC should be reminded of the importance of the areas of the existing selection criteria which have a bearing on pioneer ministries and fresh ways of being Church e.g. 

· ‘Vocation (Call and Commitment)’ (Agenda 2003 p. 550)

· show understanding of the prophetic, reconciling and healing nature of Christ’s ministry

· ‘The Church’s Ministry in God’s World’ (Agenda 2003 p.551)

· ‘should be ready to challenge the world with the gift of the gospel and be committed to support the Church in its calling to make followers of Jesus’

· ‘should show the ability to make connections between the community of faith and the community at large’

· ‘Communication’ (Agenda 2003 p.552)

MCSC should be particularly alert to evidence of skills such as:

· ability to take the initiative

· willingness to take risks

· ability to challenge existing ways of doing things and ‘think outside the box’

· highly developed ability to be aware of and respond to context

· ability to network across a wide variety of situations and individuals

b) The ways in which candidates are evaluated and tested are constantly under review: the means and techniques used should include those suitable for the discernment of calling to pioneer ministries. The ‘creative presentation’ now required at the District Candidates’ Committee may be a case in point. MCSC should use means to investigate a candidate’s experience of

· being significantly involved in new developments

· taking the initiative in starting things

· having a significant role in ‘untypical’ developments

c) The procedures of MCSC should include a means of noting candidates with such skills and calling in order to ensure that their particular gifts are developed in initial training and that they are appropriately stationed.

d)
It should not be assumed that because a person has a calling, and appropriate gifts and graces, for a leadership role in a pioneer ministry setting, that this is necessarily a call to ordained ministry. MCSC should deploy the familiar question ‘Why do you need to be ordained to do this work/be this person?’ while bearing in mind that the definition of what constitutes an appropriate expression of ordained ministry is developing rapidly. Where someone presents a very specific calling related to a particular setting, MCSC must still look for enough ‘transferability’ and a broad enough sense of vocation to indicate that the candidate has the potential to become a connexional person.

7.4.  Ministry with specific ethnic, cultural or linguistic communities. 

7.4.1  This area of diversity seems to be as intimately linked with stationing as it is with candidating. Where a candidate appears to have very limited availability for stationing (e.g. because of linguistic factors) MCSC needs to be aware whether:

a) The candidate is a leader within a congregation drawn from a particular community and would be most appropriately stationed in such a role, at least initially. (Accepting such a person could be an appropriate manifestation of the calling of the British Methodist Church (BMC) to exercise the grace of hospitality.) MCSC therefore needs to be aware of the situation of the particular congregation and its links with the BMC. It should look for evidence that the candidate will be able to act as a ‘bridge’ between that congregation and the BMC in general.

b) The candidate believes they are called to ministry in the British Methodist Church in general but in the judgement of MCSC would need to begin their ministry in a familiar cultural environment – where ethnic diversity is the issue this needs sensitive investigation if it is not to appear racist. It can however apply to any kind of cultural diversity and specificity. If the candidate’s calling is affirmed, MCSC should note this opinion on the file and make a training recommendation. Investigation of stationing possibilities should begin immediately.

c) The candidate believes they are called to ministry in the British Methodist Church in general and in their own judgement could exercise such ministry in a wide range of cultural settings, but MCSC doubts whether they would flourish outside a few specific contexts. Again, this situation could apply to candidates from any cultural background. It will need to be held together with whatever emerges from the Stationing Review Group’s proposals about stationing and deployability. At present it is a question of MCSC’s assessing their ‘trainability’. But it may also be relevant to consider the likelihood of their being inappropriately stationed – once again a note from MCSC on the file, appropriate training recommendations and early investigation of stationing possibilities are indicated.

In each of these three cases, however, MCSC needs to be assured that there is evidence of potential to be more widely deployed and to inhabit a connexional role.

7.4.2  Diversity awareness training should be made available to all members of the Ministerial and Diaconal Candidates Selection Committees.

7.5.  Further work

7.5.1  In order to pursue the production of the requested Guidelines, TSRE should:

a) Carry out consultation as to whether the selection criteria should be 

augmented or revised. This must include work on the ‘core skills and habitus’        of presbyteral ministry in general as well as the question of pioneer ministries.

b)
Work with connexional officers and MCSC on linking this work with the selection processes

c)
Co-ordinate this work with the ‘Fresh Ways of Being Church’ working group

8. THE ENDING OF THE TDO SCHEME AND TRANSITIONING OF TDO STAFF

8.1  The Conference of 2007 decided to establish a body of District Development Enablers (DDE) (employed, based and managed in the Districts) and a body of Training Officers (TO) (employed, based and managed in the Methodist Training Forums). The role of the DDE relates to training and learning because by carrying out development work with Districts and Circuits the DDE will play a significant part in helping to identify their training needs. The role of the TO is to co-ordinate the provision of training across a Network, not to provide all necessary training directly. 

8.2
There was therefore a consequential decision that the TDO scheme would end on 31 August 2008. There was provision for a District unable to meet the obligations of being an employer to request an exemption and to ask the Methodist Council to be the employer. 

8.3 The allocation of posts funded by the Connexion under these schemes as originally proposed was as follows:

· 0.5 DDE post per mainland English District

· 0.5 DDE post in Scotland

· 1.0 DDE post in Wales

· a budget for the island Districts to ‘buy in’ time

· 2.0 FTE TO posts per English training network (five networks)

· 1.0 FTE TO post in Wales

· 0.5 TO post in Scotland/Shetland

This allocation was in addition to the funding offered to Networks for their ‘core’ funded posts (which relate in the main to posts within training institutions). The above allocation, brought to the Conference of 2007, was adjusted in respect of Scotland/Shetland, who will jointly receive 1.8 FTE for DDE/TO work, in addition to the 1.0 FTE core funding.

8.4  Funding has since been made available from the Designated Fund for three years specifically for the regional co-ordination of ‘Extending Discipleship and Exploring Vocation’. This was allocated at the rate of a further FTE TO post in each Network in England with 0.5 FTE for Wales and 0.25 FTE for Scotland, together with a further 0.5 FTE for the Northampton District in view of its unique need to relate to three different Training Networks. Although this funding was not specifically linked to the provision of further TO posts it has in fact in the main been used in this way (see 8.8 below).

8.5  A formal consultation process was begun with the current TDOs, starting in October 2007 and concluding in February 2008. During the consultation period, the following matters were agreed:

a) The substantive work of the TDO scheme was being continued by the Methodist Connexion through the DDE and TO schemes, and therefore was not being made redundant.

b) Therefore the staff were eligible for Transfer of Undertakings for the Protection of Employment (TUPE), which protects terms and conditions where a staff member is transferred to another employer (the Districts or Forums respectively).

c) However it was clear that staff members currently in the Methodist Lay Employees Pension Scheme would not be able to continue in it, but would be provided with an alternative, defined contribution scheme.

d) Because of the consideration above, so many Districts requested to be an ‘exemption’ that the Conference’s decision was being superseded in fact, so the Methodist Council formally re-considered this.

e) The decision of the Methodist Council was to have all DDEs and all TO positions formally employed by the Methodist Council.

f) Thus the TDOs became ‘redeployees’ under the Methodist Council redeployment policy and have been treated as such.

8.6  During the autumn, Districts conferred about configuration of posts and job descriptions. A template indicative job description was provided and was graded at the same level as the current TDO grade. These job descriptions were negotiated and approved for funding by the Connexion.

8.7  In February, TDOs were offered the relevant DDE position as a ‘default’ redeployment option, and also the opportunity to express a preference for a TO position in their region. Redeployment interviews are being set up in the relevant Districts and Forums, and these should be completed by early May.

8.8 Meanwhile, Districts which have current vacancies or where the TDO has been redeployed are advertising their DDE posts. In some cases, Districts are adding hours at their own expense, and some Forums are deciding to increase the number of TOs available. Although some matters are still under discussion, the current expectation of DDE, TO or combined DDE/TO capacity across the Connexion is as follows:

District DDE posts

Most Districts in England have settled on 0.5 full time equivalent (FTE). The exceptions are:

District 9 Cumbria and District 15 Isle of Man either 0.5 Cumbria, or 0.6 Cumbria and IOM

District 16 Leeds and District 27 West Yorkshire (F/T)

District 18 Liverpool (F/T – District adding 0.5)

District 19 Manchester and Stockport (F/T – District adding 0.5)

District 20 Newcastle (F/T – District adding 0.5)

District 21 North Lancs and District 6 Bolton & Rochdale (F/T)

District 22 Nottingham & Derby and District 17 Lincoln & Grimsby (F/T)

District 24 Plymouth & Exeter (F/T – District adding 0.5)

District 25 Sheffield (F/T District Mission & Development Enabler: District adding 0.5)

District 35 London (F/T – District adding 0.5)

District 36 South East  (F/T – District adding 0.5)

TO posts

It was originally envisaged that these posts would not necessarily be linked to Districts. This is however what has happened on the whole. There will be a need for careful monitoring of the development of the TO role to ensure that the original concept of bringing together a wide variety of training resources across a Network is maintained. The additional funding from the Designated Fund for the resourcing of EDEV has been used to support additional TO posts in some Networks. This means that overall TO provision in England is uniform at 0.5 FTE per District.

Joint arrangements (DDE and TO combined)

District 1 Synod Cymru and 2 Wales Synod

Synod Development Enabler (0.5) – South and mid-Wales

Synod Learning and Development Enabler (0.6) Welsh speaking, North Wales

Synod Learning and Development Enabler (0.5) South Wales

Some funding is retained to buy in session work, and additional posts (Director and Deputy Director of Wales Training Network) are provided through the core funding.

District 31 Scotland and 32 Shetland

Regional Training and Development Officer, north of Tay (F/T)

Regional Training and Development Officer, south of Tay (F/T)

An additional post (National Training and Development Officer, 0.8) is provided through core funding element.

Transitional funding recently agreed by Council to buy in safeguarding training.

District 10 Channel Islands

Budget will be agreed for purchase of training and development, to be discussed with the Discipleship and Ministries Manager and paid in arrears up to maximum figure.

8.9  Endings and handover arrangements.

DDEs and TOs will not be (as TDOs have been) members of the Connexional Team. They will be Methodist Council employees, but the Districts (in the case of DDEs) or Forums (in the case of TOs) will take on the responsibility of acting as the representative of the employer. For DDEs this may be the appropriate District Chair, or a supervisor to whom is delegated that responsibility. For TOs this responsibility will be delegated to a named individual member of the Forum who will work (in collaboration with an appropriate group) under the oversight of the Forum to plan and supervise the work of the TO. The Personnel team will still advise on employment matters and the Director of Learning and Development in the Discipleship and Ministries Cluster will project-manage the DDE project and the TO scheme and advise on quality matters.

In order to hand over well, the following arrangements will be put in place:

Redeployment interviews: a member of the Connexional Team will attend as note-taker and advise on plans for subsequent line management

Handover pack: a pack will be prepared for Districts to advise on best practice for induction etc.

Induction event: a 48 hour residential event has been arranged at Swanwick, 30 Sept-2 Oct 2008 to overlap with the Chairs’ meeting. This is to enable all DDEs and Chairs to confer on working arrangements and plans for ‘Mapping the Way Forward.’

There will be a celebration event for all who have been involved in the Connexional Team as staff in the TDO scheme, including people who have left, on 9 June 2008.

9.  CONTINUING DEVELOPMENT IN MINISTRY (CDIM)

9.1  CDIM is an umbrella term for a variety of areas concerned with ordained ministry which, amongst other things includes: sabbaticals, ministerial continuing training courses, support for ministers including the Churches Ministerial Counselling Service, Accompanied Self-Appraisal (ASA) and Annual Development Review (ADR), individual grants for further study, Connexional training courses, etc. 

9.2  Annual Development Review (ADR)

9.2.1  The Conference of 2007 voted for a pilot scheme to be run this year and next for a new annual development review process.  There are five Districts piloting the new process this year: Southampton, Bristol, Wolverhampton and Shrewsbury, Manchester and Stockport and Sheffield.  There has been a series of training events run for presbyters and deacons, facilitators and reviewers.  Feedback from this year’s experience will inform the pilots next year and the new process, with standard training material, will be available by the start date of September 2009.

9.2.2  ADR is designed to provide locally based support through regular discussion and feedback between the minister and agreed reviewers. Its aim is to ensure every deacon and presbyter in a circuit appointment has a means of reflecting on and discussing their ministry.

Ian Carter-Brown has been recruited to oversee the pilots and ensure the process is as good as it can be by September 2009.  A report will come to the Conference in 2009.

9.3  Connexional Training Programme

9.3.1  The connexional training programme now concentrates on two areas, training for superintendents and preparation for retirement for presbyters and deacons. There is also a training event run for those who are re-entering circuit work or those from overseas who are taking a circuit appointment in the UK for the first time.  

9.3.2  The preparation for retirement course has not been fully subscribed for the last couple of years and we have tried altering the time of year we offer the event.  This year we have recruited an external consultant who specialises in preparation for retirement courses to help with the ever changing practical and legal aspects; we have retained our in-house experts on pensions and housing and a retired minister and spouse to run the reflective elements of the course.

9.3.3  The training event for superintendents has been oversubscribed for the last two years and again this year.  The event is run for all new superintendents and about 60 existing superintendents.  The programme changes annually to reflect the current needs of superintendents.

9.3.4  An Introduction to Circuit Ministry Course is provided for all ministers coming from overseas, and those from other Churches already resident in the UK.  It consists of two parts, in August and November, giving ministers and their families a basic introduction to church life in British Methodism and ministers an opportunity to reflect on the first two months’ experience.

9.4  Connexional Payments to Districts for CDIM

A new process has been suggested for making the payments for development and training for presbyters and deacons which are dealt with through the Districts.  It has been agreed by the majority of Districts that a process of an annual payment at the start of the year, with an accounting at the end of the year, would allow them to plan more effectively and this will be in place by summer 2008, with the first payments being made under the new process in September 2008.  This change is part of the process which is happening to all training, in its widest sense, in the Church, so that training will become shaped and resourced much nearer the people it is meant to serve.  The Districts and Regional Training Forums will have a much greater say in what is provided and how it is delivered than previously.  This will enable greater flexibility in what is provided as well as use of local opportunities and ecumenical working wherever possible.

10.  LAY WORKER TRAINING AND SUPPORT

10.1  Support as well as training for Lay Workers has been provided within the Formation in Ministry Team. In the last year provisions have been put in place for the transition from the ‘Lay Worker’ concept to the more general and wide-ranging field of lay employees.

10.2  The resolutions within the report, ‘Lay Workers’ Terms and Conditions’, adopted by the Methodist Conference 2007, were made known to employers and employees throughout the connexion. 

a) Guidelines for employers regarding the new salary system and house and office provision have been drawn up.

b) Publicity materials and good practice guidelines have been revised so as to be applicable to all lay employees at local level.

c) Standing Orders have been drawn up to give effect to the proposals in the report.

d) The Lay Employment Advisory Information, the Guidelines for the Appointment of Lay Workers in CPD and the Guidance for District Policy Committees and Circuit Meetings have all been revised. 

10.3 The Lay Ministry Orientation Programme has been finalized. This provides a training resource for all lay employees and their employers. It is designed to offer a framework for newly appointed lay employees who will be working in a church context, enabling them to understand better the role of a church worker in general as well as in their own setting. The programme also aims to develop good practice through sharing together and through the learning and training opportunities which the different topics provide.

The programme is devised as a series of six one day sessions, delivered one per month and covers: 

a) starting out

b) pastoral care

c) working with groups

d) the current work situation

e) faith and spiritual development

f) Methodist history and doctrine.

10.4 As the Lay Worker post in its present form ceases, strategies have been put in place so that support continues for this growing number of church workers. This has included: 

a) Suggesting ways in which pastoral care, management and support, appraisal, training and development opportunities can be undertaken at local and regional level

b) Initiating discussions and planning for the annual lay ministry conference     

c) Ensuring that an appropriate group has an overview of the needs of lay employees at local level


11.  LOCAL PREACHERS AND WORSHIP LEADERS

11.1  Several developments in connexional support for Local Preachers and Worship Leaders are increasing the accessibility of training.

11.2  A new worship leaders’ course is being written and, when completed, will be available on the Methodist Church website as well as in printed form. Its aim is, while providing training specifically for Worship Leaders, to provide a platform for those who may later train as Local Preachers.

11.3  The Local Preachers’ Office, in co-operation with the London District, is piloting a programme that delivers the content of Faith and Worship, and study skills, during four residential weekends and weekly tutorials.  It is anticipated that this model, after evaluation, will be offered to other parts of the connexion.  The course is particularly aimed at those who will benefit from additional learning support or who have commenced Faith and Worship but experienced difficulty in completing the course.  

11.4  In response to the increasing diversity of the Church a new provision has been introduced that enables preachers in training to complete the written assignments of Faith and Worship in the language in which they are most comfortable, Connexional Assessors with the necessary language skills are being identified.

11.5  Two Regional Training Partnerships, in the South North-West and Yorkshire, have had foundation level degree courses (through Chester/Liverpool Hope Universities and the University of York St John respectively) validated as alternatives to Faith and Worship against the Methodist Council’s training specification for Local Preachers. Preachers in training in these areas thus have the option of the traditional route (Faith and Worship) or a different kind of study in an ecumenical context which will equally equip them with skills they need.

12.  THE TRAINING STRATEGY AND RESOURCES EXECUTIVE

12.1  TSRE has a key part to play in holding together the connexional nature of learning and development and the subsidiarity and local variation that are entirely appropriate. 

12.2  TSRE is appointed by the Methodist Council and is accountable in the first instance to the Strategy and Resources Committee, which has agreed the following structures:

12.3  TSRE shall advise the Council, through the SRC, on:

· changes in policy in the interest of more effective training, efficiently delivered;

· proposals for strategic developments.

12.4  It shall manage the connexional delivery of training by:

· Allocating funding from the training portion of the connexional budget (as agreed by the Conference) to Forums, institutions and individuals in accordance with the Church’s policies.

· Managing the financial implications of fluctuations in student numbers on the several institutions, and reporting on critical issues in this area to the SRC.

· Encouraging good practice (including good practice for Methodist involvement in ecumenical training institutions and structures) in the delivery of training throughout the connexion and in the development of courses and learning opportunities to meet the emerging needs of all God’s people.

· Confirming the proposals from the several Training Forums for their annual programmes of work and development, on behalf of the Methodist Church – within agreed financial allocations – and holding the Forums to account for the effective delivery of their approved programmes.

· Convening an annual consultation of all trainers operating through the Forums and ecumenical and other colleagues.

12.5  TSRE shall report annually to the Council through the SRC.

12.6  The membership of TSRE shall comprise:

· An independent Chair who shall be a voting member of the SRC;

· Five voting members chosen for their experience and expertise;

· One nominee from each training forum, of whom three (on a rota basis) shall have the right to vote;

· The relevant members of the Connexional Team, non-voting.

***RESOLUTION

42/1.
The Conference receives the Report.
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