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SUMMARY

This report gives an account of the work of the Equalities and Diversity Project initiated by the Conference in 2004.  It includes an Equalities and Diversity Statement and Statement of Intent relating to an Equal Opportunities Policy.  
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BACKGROUND

a. Conference

In 2004 the Methodist Conference received a report on Equal Opportunities and Diversity.  As a result it agreed to have a designated staff member within the Connexional Team (working as a Project Worker) to develop work in the following directions:

1. Building upon Our Calling, to explore what it implies for the ethos and values of the Methodist Church, particularly how approaches to Equal Opportunities and Diversity flow from Our Calling.  This will be developed with additional biblical and other theological material.

2.
The preparation of an Equal Opportunities and Diversity Policy for the Connexion for adoption by a future Conference.
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Flowing out of this, the production of an accessible resource to help local churches, Circuits and Districts to develop their own basic policies.

4.
The production of a guide to the relevant legislation in summary form, with details of how to access the fuller versions.  We would also share models of good practice, from Methodist and other organisations.

5.
Further resources for those groups who wish to explore aspects of the issues in more depth.

This report built on previous expressions of interest in the area of equalities and diversity. 

During its debate on Connexional Team Focus in 2007, the Conference adopted two Notices of Motion:

109: Racial Justice

In the light of Team Focus Proposals and out of concern for racial justice, Conference directs the Methodist Council to put in place an appropriate system of monitoring and addressing issues of racial justice throughout the connexion and to report to the Conference of 2008.

121: Equalities and Diversity

The Conference reaffirms its commitment to equalities and diversity (2007 Conference Agenda, page 280, Para 3.7) by:

1) calling for gender justice to be the responsibility of a named member of the reconfigured Connexional Team;

2) determining that this will not pre-empt any proposals to be brought to Conference 2008 by the Equalities and Diversity Report.

The Ministers and Deacons with Impairments report to Conference 2006 also contributed to the project, not least in acknowledging the importance and difficulty of language and definitions:

‘“It is [therefore] necessary to ensure that the Church’s use of language remains in touch with that of society at large.’
b.
History

The Methodist Church has a history of commitment to issues of equalities and diversity.  Over the years many people have engaged with this work, and the whole Methodist Church is reaping the rewards of this heart-searching and holy work. 

Below are some of the key points in the Methodist Church’s history:

· 1890: The first deaconesses were appointed.
· It is unknown when the first black person was ordained into the Methodist Church; however it is thought it might have been the Revd George Pottinger in 1957.

· 1974: The first women Presbyters were ordained.

· 1987: The Revd Kathleen Richardson was appointed the first woman Chair of District.

· 1992: The Revd Kathleen Richardson was elected as President of Methodist Conference, the first woman to hold the post.

· 2000: The Revd Inderjit Bhogal was elected as President of the Methodist Conference, the first, and to date, only black President.

· 2004: The Revd Will Morrey was elected as President of the Methodist Conference, the first, and to date, only disabled President.

c.
Racial Justice

· 1962: The Committee For The Care of Immigrants, through what was then the Home Mission Department, reported to the Conference that it was deeply disturbed about the ‘emergence of colour prejudice’ and opposed to the Commonwealth Immigrants’ Bill, which later became the Commonwealth Immigrants' Act of 1962.
· 1967: The Committee on Migration replaced the Committee For the Care of Immigrants.

· 1971: The Community and Race Relations Committee replaced the Committee on Migration.

· 1978: Methodist Conference stated that racism is a sin.
· 1984 Ivan Weekes appointed as first Secretary for Race and Community 

· 1985 The report ‘A Tree God Planted’ was published by the Ethnic Minorities in Methodism Working Group. It contained comprehensive data and stories that showed the status and experiences of Black people within British Methodism. The challenges the report brought to the Church included:

i. Do we pledge to make the equality of black and white people a priority?

ii. Do we see diversity in congregational life as different groups bring their various traditions?

iii. How can we develop steps for positive action to enable equal access to Church life opportunities for black people?

iv. Concrete objectives to seek racial justice need to be developed at every level of church life.

The plea of the author, Heather Walton, in her conclusion was that ‘now that we have access to the facts, we are no longer able to claim ignorance of the need for changes in the church. The time for thoughtful, prayerful actions has come.’

· 1985:Black Methodist Ministers Group formed.

· 1986: Black Methodist Youth Group (BMYC) formed to support Black young people not accessing MAYC.

· 1992: Committee for Racial Justice replaces the Community and Race Relations Committee.

· 1994: SHEBA formed (Sisters Helping and Empowering Black Achievement), with aim of offering support and training for Black women and young people within and beyond Methodism.

· 1995: Black Methodists Group (BMG) formed as a coming together of various groups.

· 2000: BMG changed to Black Methodists for Liberation and Unity.

· 2006: Association of Black Methodist Youth Clubs replaced BMYG.

d.
Disability Justice

· 1995: Local churches respond to requirements of Disability Discrimination Act with the support of Property Office.
· 2006: Presbyters and Deacons with Impairments Report adopted by Conference 
· 2006: The Theology of disability beginning to be discussed by the Faith and Order Committee.

e.
Human Sexuality

Resolutions on Human Sexuality were passed by the Methodist Conference in 1993; these delineate the Methodist position on human sexuality.

1. The Conference, affirming the joy of human sexuality as God's gift and the place of every human being within the grace of God, recognises the responsibility that flows from this for us all.  It therefore welcomes the serious, prayerful and sometimes costly consideration given to this issue by the Methodist Church.
2. All practices of sexuality, which are promiscuous, exploitative or demeaning in any way are unacceptable forms of behaviour and contradict God's purpose for us all.

3. A person shall not be debarred from church on the grounds of sexual orientation in itself.

4. The Conference reaffirms the traditional teaching of the Church on human sexuality; namely chastity for all outside marriage and fidelity within it.  The Conference directs that this affirmation is made clear to all candidates for ministry, office and membership, and having established this; affirm that the existing procedures of our church are adequate to deal with all such cases.

5. The Conference resolves that its decision in this debate shall not be used to form the basis of a disciplinary charge against any person in relation to conduct alleged to have taken place before such decisions were made.

6. Conference recognises, affirms and celebrates the participation and ministry of lesbians and gay men in the church.  Conference calls on the Methodist people to begin a pilgrimage of faith to combat repression and discrimination, to work for justice and human rights and to give dignity and worth to people whatever their sexuality.

In 2000 the Conference passed a resolution from the Youth Conference Report: ‘The Methodist Conference, with the Methodist Youth Conference, unequivocally states that homophobia is unacceptable and reaffirms our Church's openness and inclusivity.’

2006 saw the culmination of an ongoing Pilgrimage of Faith for the whole Church with a report to the Conference in which it was agreed that it is not possible, in the light of the 1993 Resolutions, to approve the blessing of same sex Civil Partnerships in a Methodist Church.

This year (2008) sees a report coming to the Conference that evaluates whether there is a need to review the 1993 resolutions.

f.
Gender Justice

In 1995 the report ‘A Cry of the Beloved’ was brought to the Methodist Conference by the Commission on Women Presbyters and the Church.  This group was established as a response to the twentieth anniversary of the ordination of the first women presbyters in the Methodist Church. The Conference resolved to:

i. celebrate the contributions made by all women within the life of the Church 

ii. recognise the love and support given to many women presbyters by Methodist people and others 

iii. recognise the pain experienced by women presbyters and so urges all Methodist people to allow women Presbyters to make their own contributions to the development of real community in the church’s life.

In 2000 the Gender Justice Committee was established to facilitate the Church in its task of addressing institutional sexism and raising gender awareness across the whole of the Methodist Church in Britain.

g.
Ageism

In 1995 MAYC produced Charter 95.  It represented ‘the commitment and hope of thousands of young people offering themselves for the hope of the Gospel’ (Conference Agenda 1995, p. 424).  It was a vision document which included ways that young people could be more involved in the work and witness of the Methodist Church.

h.
General developments
· 1997: Sexual harassment policy statement adopted by the Methodist Conference.

· 2004: Monitoring of Conference members began.

· 2007: Monitoring of speakers at Conference began by the Gender Justice Committee and Faith and Order Committee.

This account does not include the invaluable work of Methodist partners such as Methodist Homes and NCH.

The Equalities and Diversity project acknowledges the contribution made by people who hold these concerns close to their hearts.  It is out of the hard work and dedication by these pioneers, activists and people of prayer, that the Methodist Church has the opportunity to implement a meaningful equal opportunities policy, although recognising that there is still much other work to be done.

i. 
A developing Church context

During the last generation the Methodist Church in Britain has been changing, though we have grasped the full extent of this change only recently.  We have now become a multi-lingual, multi-national and multi-ethnic Church.  This is cause for celebration.  Our vision of what it is to be the Methodist Church in Britain needs to be expanded.  With the awareness of the new Church that God has made us come challenges to be met, so that we live faithfully within the new reality.  We need to increase opportunities for people to meet one another from many different national, ethnic and cultural backgrounds; we need to broaden our theological understandings and better to equip ministers appointed to churches where the majority of the members are of different cultural and ethnic backgrounds from the minister; we need increasingly to look for new patterns of training for authorised ministries which will empower people to serve the Church out of the riches of their cultural contexts.

A sample of the new diversity of contemporary British Methodism is found in this list:

· Asylum seekers meeting for worship in Wales, Sheffield, and Walsall – where there was a special focus on people from Rwanda; 
· Chinese Groups in Kings Cross, Epsom, Birmingham;
· Congolese Groups (French speaking) in Bolton and Sheffield;
· Filipinos in the Isle of Man;
· Ghanaian Fellowships in Radford (Nottingham) as well as in several London locations, including Westminster Central Hall;
· An Iranian Group (Parsee speakers) in Hexthorpe;
· Koreans in New Malden, Wimbledon, Leeds, Bristol; 
· Punjabi speakers in West Yorkshire;
· A Nepalese Group meeting for Bible Study in Sudbury;
· A Somali Group in Stafford;
· Tongan Rugby Players in Wales that met every Sunday for their own worship, with some of them 
· also worshipping with the host Church;
· Urdu speakers worshipping in Slough, Southall, Redhill, Wolverhampton, Birmingham;
· Zimbabwean Groups in London, Southend-on-Sea, Sheffield, Leeds, North Lancashire, Liverpool, Birmingham, Coventry
· Truly International Congregations in London, Manchester, Liverpool.

j.
Government work on equalities and diversity

The Government has continued to develop equalities legislation; including the addition of people of religious belief in to the equalities legislation as one of six protected groups.  The Government has also implemented a single equalities act to simplify various equalities legislation; this work of simplification is set to continue.

In addition the Government have also been committed to mainstreaming issues of equality.   It has changed the structures that support people experiencing discrimination – namely the launch of the Equalities and Human Rights Commission, which has brought together various rights groups together under one roof.

This Report welcomes these developments including the good practice of mainstreaming. The Methodist Church Equal Opportunities Policy is part of our commitment to this, as are the new ways of working in the Connexional Team from September 2008.
3.
THE DISTINCTIVENESS AND VISION OF EQUALITIES AND DIVERSITY

Equalities and Diversity affects everyone.  Everyone (though some more than others) will experience discrimination and prejudice.  Likewise we all act discriminatorily and on prejudice.  Discrimination and prejudice on the grounds of race, gender, disability, age and sexuality are experienced throughout society, including within the Methodist Church.

Each area of diversity - racial justice, gender justice, disability justice, challenging homophobia and ageism – has a voice that is unique to them, and has can recount their struggle to gain and use that voice.  Although they may build on each other’s complex and diverse histories, care should be taken not to submerge that voice within a wider equalities and diversity brief.

Once this uniqueness is acknowledged, groups are able to support each other, work together and act as effective allies. 

Supporting and enabling disadvantaged groups effectively is a major challenge to the Church’s culture and practice.  To raise awareness everywhere in the Church and to make the necessary changes in our self-understanding as a Church is part of our witness that in the Church we can still have our ministry acknowledged, our own identities honoured and still be generous enough to celebrate the ministry and identities of others. 

Yet our unity is in Christ.  Our diverse and different experiences and understanding must be shared so we can discern God’s will for the Methodist Church locally and nationally.

Separate space and shared space:

At present there is a sense that there is ‘the Church’, then there are separate spaces for Black people, women, children, and to some extent for lesbian and gay people and disabled people.

There is a strong and proud tradition of separate space within the Methodist Church, some of this has been informal and formal. There has been a series of committees relating to ethnic minority issues over 46 years. There has been a youth conference for Black and Asian young people for 22 years. On the fringes of the Methodist Church there have been various groups including Black Methodists for Liberation and Unity, Black Methodist Ministers Group, Women’s Network, Methodist Women’s Forum, OUTCOME and many other ad hoc groups. There are national fellowships of Ghanaians and Zimbabweans.

At district, circuit and local level many churches have separate provisions for children and young people, women’s meetings, and fellowships for people of various nationalities.

Whilst this is to be applauded in giving groups space to voice their uniqueness, this culture has led to a sense of ‘them’ and ‘us’; yet this is a myth.  ‘We’ are ‘them’.

The Equalities and Diversity Project seeks to promote a culture where meeting with others who share our identities is celebrated, and that we all come together to create a shared Church where we are all equal and all able to bring experiences and understanding from our own cultures.

There are examples of local Churches, and national fellowships, doing just this and the results are vibrant and dynamic. This needs to be a culture change throughout the Connexion and in the systems and procedures.

4.
LANGUAGE AND DEFINITIONS

a. Language

Language use is defined by its convention – words may have different meanings depening on how we choose to use them.  The intention in this Report is to use language which is generally understood in wider society, is owned by those experiencing discrimination, as well as being connected to our own Methodist history.

It is important to be clear about language use, and to be conscious of its history, context and that it changes.  There is a danger of focusing on words and their meaning to such an extent that we avoid the challenges of confronting and seeking to eliminate the attitudes and actions associated with injustice.

There are three sets of language we could choose to use, although there are pitfalls with each.

· The language used in Government legislation 

(eg: This is discrimination on the grounds of … [age etc].)

An advantage of this turn of phrase is that any identity can easily be added (eg: grounds of theology).  However this language is closely associated with legal definitions, and is becoming to be associated with discriminatory action, whereas there is a need to use language which relates both to attitudes and action.  This sort of language is also used in the general context of equalities and diversity work, so it is often easy to confuse equalities and diversity with equal opportunities (see definitions of terms, page ?)

· The ‘-isms’

(eg: Racism, Sexism)

This language is already part of our Methodist understanding and terminology, and is connected with attitudes and actions.  It is also understood in wider society, and is owned by activists connected to the challenging of injustices.  However words associated with the ‘-isms’ are not consistent in their meanings – racism and autism are clearly very different concepts.  This language can also be very powerful but over use of it could be seen to diminish its power.

· [Racial] justice

An advantage of this is that the phrase has been used in Methodism for many years, becoming part of our culture and heritage.  This phrase also indicates that the Church has a distinctive approach to this work.  Yet, the parallel phrases are not always easy to come by (eg: sexuality and age).  Therefore we would need to speak of racial justice, gender justice, disability justice, challenging homophobia and challenging ageism.

The language used in this report generally seeks to use the third option, although at times the other options may be used for the sake of clarity. 

b.
Definitions

· Equalities is the commitment to treating all people the same, in that one tries to act fairly.  This includes challenging racism, sexism, homophobia, disablism and ageism.  Within the Methodist Church there is also a desire to challenge discrimination on the grounds of theology.  The use of equalities language, in isolation, implies that all people are equal to begin with (ie: that there is a level playing field).

· Diversity is used almost as shorthand to note a commitment to acknowledging that all groups have different needs and that we all bring different experiences, and none of us inherently has authority or superiority over each other.

· Equity is a concept that brings Equalities and Diversity together as it highlights structural imbalances and inequalities: some groups need special assistance, provisions and encouragement.  Positive action is one example of this.

· Equal Opportunities is the commitment to treat people with fairness, irrespective of status and identities.

· Ageism is ‘Stereotypring and prejudice against individuals or groups because of their age’ (T. Nelson (ed), Ageism: Stereotyping and Prejudice against Older Persons, 2002).  Discrimination on the grounds of age is illegal in relation to employment, but not the provision of goods, services and facilities.
· Disabilism is not yet a word found in a dictionary, although the adjective disablist is present.  The term is increasingly being used by disability rights organisations to refer to ‘discriminatory, oppressive or abusive behaviour arising from the belief that disabled people are inferior to others’ (from SCOPE - the disability organisation in England and Wales whose focus is people with cerebral palsy).

· Disability is the loss or limitation of opportunities to take part in society on an equal level owing to social and environmental barriers.  Disability is how society responds to people with impairments; it is not a description of a personal characteristic.

· Disabled person is defined by the Disability Discrimination Act (DDA) as someone who has a physical or mental impairment that has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities.

A disabled person is not a ‘person with a disability’ as the person does not own the disability in the way that you might be ‘a person with brown hair’.  The opposite of disabled is not able-bodied or abled - it is non-disabled or enabled. (Source SCOPE ‘Time to get equal: language). There has been some discussion within the Methodist Church about using the term ‘person with a disability’ to show the person comes before the disability, but this is not a phrase that is respected by disability organisations.

· Racism is ‘allowing prejudice to determine the way power is used to the personal, social or institutional detriment of ethnic minority individuals or communities’ (The Methodist Church Faithful and Equal, 1987).

· Racial Justice is a phrase that the Methodist Church has used since the inception of the Racial Justice Committee in 1992.

· Homophobia is ‘an extreme and irrational aversion to homosexuality and homosexuals’ (Oxford English Dictionary). It derives from the Latin word for same homo, not the Greek word for man (also homo) and therefore can appropriately be used of prejudice against lesbians and gay men.  This is the word used by people working in equalities and diversity, and is comparable with the language of racism, sexism etc.

· Heterosexism is the assumption that heterosexuality is the only acceptable form is sexual orientation.  The term places prejudice against gay people alongside prejudice against people on the grounds of ethnicity or sex.  It moves the discussion into one of justice and freedom from oppression.

· Sexism is ‘prejudice, stereotyping, or discrimination, typically against women, on the basis of sex’ (Oxford English Dictionary).

· Gender is a social construction and concept of femaleness or maleness.  It is different from sex in that sex relates more to definitions based on parts of the body.

· Gender Justice has been used by the Methodist Church since 2000, when the Gender Justice Committee was formed.  The phrase is used when possible in this report.

5.
THE EQUALITIES AND DIVERSITY PROJECT

a. Process

The Equalities and Diversity Project was devised as a result of various requests to Conference, which resulted in the recommendations referred to in section 2a.  As the work and thinking behind this came from various sources and perspectives over a number of years, it has been necessary to establish the reasons for the project and devise a workable strategy.

Therefore a variety of strands were developed to ensure that the work remained relevant to each area of Church life.  These processes have been happening in parallel with each other, and the emerging themes appear to ring true in each context.  A number of key theological themes are central to a theology of and practical response to equalities and diversity..
b. Pilot District:

The North Lancashire District Policy Committee agreed to become the pilot district. The methods used in this pilot were:

· to aid the assessment of levels of interest in and understanding of equalities and diversity work, 

· to devise new resources and try them out, 

· to assess how the work could be developed.

It was clear throughout the pilot, and also from other districts visited, that the language of equalities and diversity is alien to many Methodists in a church context, but common to many Methodists who are in paid employment.  

There is a commitment to a sense of gospel values of justice, and significant expertise and commitment to specific areas of injustice, such as race. However, there is uncertainty about how to respond to injustice in general terms, or to apply understanding from one area to another.  When people have been given events to attend and ideas to work with, the difficulty people expressed is not knowing where to start.

As a result of the pilot it was clear that equalities and diversity work is most effective when there are named people responsible to develop practical, useful, theologically accessible events and resources for people to use.  Once the work is ‘validated’ in this way, then those already engaged in the work are encouraged and emboldened. In North Lancashire there is a commitment to explore dynamic and practical equalities and diversity thinking and practice within the mainstream decision making structures.

As a result of the Pilot work some key resources are included in the [Resource] such as Story Sharing events, ‘how to write an equal opportunities’ policy’, and racial justice materials.

c. Consultations

There have also been various national consultations.  

Disability Consultation

The Disability Consultation was a one day event considering how the Methodist Church can better:

· support the ministry of disabled people 

· meet the spiritual needs of disabled people and challenge discrimination of disabled people within Methodism, both structurally and culturally

· use appropriate language with regard to disability and disabled people
The responses to these questions and those at the event, as well as others who replied via the website, have helped in formulating the language section of this report, influenced the content of the forthcoming resource and the theological reflections undertaken to date.

In addition the consultation showed that District Disability Advisors need opportunities to meet together to share good practice and receive support.  This should be one of the responsibilities of the Connexional staff team, and will link with a new Disability Justice Network that will develop as committee structure implementations are made.

The key messages that came from this consultation were that the Methodist Church needs to address:

· prejudicial attitudes

· confused theologies around healing, brokenness and wholeness

· issues of injustice that disabled Methodists experience to ‘[make] sure that there are no barriers to the participation of disabled people in all church activities. We are said to be a priesthood of all believers, not just able-bodied ones.’

Racism and Sexism Consultations

These took the form of a questionnaire which was launched at Methodist Conference 2007 asking:

· What is your understanding of prejudice, discrimination and racism/sexism?

· What structural changes can the Methodist Church both locally and nationally, make to better respond to the ministries of Black and minority ethnic people / women? 

· How can the Methodist Church better meet the spiritual needs of Black and minority ethnic people / women?

Responses were very poor to the sexism consultation and little can be drawn from the results.  (It is worth noting that at the same time as the questions were being asked there was great upheaval within Women’s Network, which rightly took precedence for peoples’ time and energy.)  However, from the responses received, and comments from people who did not return questionnaires, it is clear that due to there being high numbers of women involved in local churches there is a sense for some people that sexism is not an issue in the Church. Yet this is not the picture gained when women involved in leadership replied to the questionnaire, nor from women who spoke to the Equalities and Diversity Project Officer in other contexts. There is need for a substantial piece of research in to the attitudes towards women, and of women in leadership within the Methodist Church. There is also need for a piece of work to explore ways to enable men to be enabled to express their spirituality in a local church context.

In relation to the racism consultation, key themes kept emerging:

There was a distinction between what is needed nationally and locally

A sense that separate space for Black and Minority Ethnic (BME) people is important whilst commitment needs to be made to creating new, shared space with the whole people of God.

Recruitment and selection for leadership positions is not working well in terms of accessing the skills and experiences of BME people.

There was a desire for improved training throughout the Methodist Church for all people in relation to race.  

Some answers by respondents (mainly from all white churches) revealed attitudes that displayed a lack of understanding of the impact of racism in the life of our Church.

‘This is a puzzling question since I know of no evidence whereby ministries of BME people are impaired in Methodism.’

‘The structure of the Church is fine for the majority of members.’

Overall the consultation was a cry for a significant change in attitude within the Methodist Church: “Black and Ethnic Minorities were not meant to be people who got on the train and are merely there to make up the numbers or stoke the furnace.”

In addition to the consultations, the Project officer also requested meetings with various committees, networks and institutions: many of these responded positively. 

The results of the consultations and conversations have been used in the development of the forthcoming resource and the writing of this report and will be used as the Connexional Team, and in due course districts, regional partnerships, committees and networks begin to implement action plans as part of the Equal Opportunities Policy.

Currently the Methodist Church appears to be the only mainstream Christian denomination in the United Kingdom who is approaching equalities and diversities as an single unit in seeking ways to alter attitudes, explore theology, provide support and develop a nationwide equal opportunities policy.  Links are being made with other Churches to seek ways of working together, and many Churches have expressed interest in seeing how this project develops.

d. Stories:

Throughout the Project, stories of peoples’ experiences of inclusion/exclusion within Methodism due to race, sex, sexuality, disability or age identities have been collected.  These are incredibly powerful. For these stories to be honoured, they will be collected into a series of booklets to accompany the substantial theological report intended to come to Methodist Conference in 2009. 

Below are extracts which give a sense of the range of comments.

· ‘I can be like you; I am white on the inside, even though I am yellow on the outside.’ (Korean-born Methodist)

· ‘Start listening to what Black people are saying and stop assuming you know what I’m going to say … Stop suspecting us of wanting to “take over” the Church.’ (Black Methodist)

· ‘I feel I can only take half of myself to worship.’ (Lesbian 50 year old)

· ‘Until this experience I always thought that gender-discrimination was an old issue that I would never need to worry about.’ (Young mother not accepted for leadership post within Methodism)

· ‘I have grown up in the Church, and been nationally involved in disability charities and campaigns.  I have never been able to have communion alongside my Sisters and Brothers at the communion rail in my home church, as it is up slippery steps.  I have to wait at the bottom of the steps for communion to be brought down to me.  Things are beginning to change, but I don’t know if I can wait through this final stage.’ (disabled person in their 50s)

· ‘The experience and stories of each disenfranchised person is valuable and can inform others, no matter where they are on their personal journey … the hurt and exclusion of the Church, not just by practical inadequacies, but by attitude, paternalism and patronage, liturgy, preaching and scriptural interpretations.  Some people may not articulate it in that way, but their perspective needs to be heard and listened to, and the understanding, that goes behind the obvious, then sought.’

e. Equalities and Diversity Working Party

The Equalities and Diversity Working Party (EDWP) were brought together to write a theology of equalities and diversity.  Its ethos was clear from the beginning: ‘We meet at a “round table”; actively striving for equality. To do this we will be proud of what we each bring and be pro-active allies.’

Members of the EDWP broadly represented groups which over the years have developed an identifiable theology and which experience oppression due to race, gender, sexuality and disability.  They were aware of the variety of theological perspectives and the various separate provisions to explore issues and experiences of racism, sexism, ageism, disablism, and homophobia.  In their meetings people were conscious of one another’s experiences as part of the stories they brought.

In addition it was felt that because on the whole these theologies grow from liberation and liberal theologies that it was important to ensure evangelical representation in the group.

However working together they sought a new, shared voice on issues of equity.  This is what is distinctive about this work.

The experience of having people absent is one that members of the group are used to in their local Christian contexts; however, as they explored an understanding of God though the lenses of equalities and diversity they felt the absence of members of the body of Christ much more acutely than often experienced in home communities.  At times in the journey this felt like a real heartache, a longing for to be completed by having all God’s people together on this journey.  This glimpse at God’s sadness at the absence moved the group deeply, and is something the group hope others can experience as all explore issues of inclusion, equalities and diversity.

As the group journeyed it became clear that the notion of identity has many facets: whilst some are easy and comfortable, others can lead to misunderstanding and prejudice. How this was managed in a way which honours God was the challenge the group faced – something that is represented in many of the stories and the consultation responses.  This was highlighted as one of the major challenges that the equalities and diversity agenda presents to the Methodist Church as we seek new ways of being Church in the twenty-first century.

It is hoped that the experience of the EDWP demonstrates how the all in the church can challenge injustice more effectively by entering into honest relationships with one another where our identifies are neither hidden nor used as a tool for injustice. 

The EDWP has shown that people can find ways of living with each other and our differences, whilst holding on to our own cherished identities with integrity.

The Church can be a place where radical living can take place: a place where members learn how to live together, holding each other with respect and love, whilst challenging each other. 

There are times when people may (either as individuals and/or groups) experience racism, sexism, homophobia, ageism, disablism and discrimination on the grounds of theology.  There are times, too, when every person perpetuates these sinful behaviours.  The work of the EDWP and wider Equalities and Diversity Project has been partly about recognising experiences of oppression and bringing those experiences into the open. Once experiences have been shared, people can learn from each other and work together to be better allies to one another. 

The EDWP members were not of one mind on some of the difficult and uncomfortable issues within equalities and diversity.  Even when the group was in agreement, there were times when individual members found themselves with powerful feelings of remorse, regret and wondering how much longer they had to keep hoping for, praying about and trying to bring about change.  It is hoped that these acknowledgements are helpful for the Methodist Church as the journey of equalities and diversity develops. 

An equalities and diversity theology must include all. Equalities and diversity theology, if it means anything at all, it must mean that this is everyone’s business. 

Ending mistreatment and injustice is work for all people.  There is no “us” and “them” in this, we are “all”, and as “all” we are different. Our differences are important as we seek our similarities.

So what have emerged as the key theological themes?

· The EDWP hold firm to the understanding that everyone is made in the image of God, everyone is in a unique covenant with God and each other, and every person is an equal and different part of the body of Christ.

· The group take great strength from Jesus’ relationship with marginalised people.  

· In hearing about emerging disability theology members were challenged and edified as the group developed its understanding of the majesty of Christ’s broken body, and realised that every person has something essential to contribute to this thinking.  (Indeed this linked with the common thread in most stories and contributions about the importance of communion.)

f. Equal Opportunities Policy

The Equalities and Diversity Project has used all the data from all the strands of the Project to devise an Equal Opportunities Policy (EOP) which can be used throughout the Methodist Church.

As the law in relation to equalities has changed over the period of this project and as faith communities have recently been added to the equalities legislation, there needs to be further work on the policy to ensure that all legal implications are fully understood and can be presented clearly.  Therefore, the full EOP will be brought to Methodist Conference in 2009.

6.
CONCLUSIONS AND RECOMMENDATIONS

a. Resource:

A new resource has been prepared to support Christians as they seek ways of living the Gospel message in a context of equalities and diversity.  It is aimed at churches who have not previously been particularly engaged with issues of inclusion at a local level.  Although predominantly web-based, hard copies will be available to ensure accessibility. 

The resource has been written by a huge cross section of Methodist people and includes posters, postcards, thought for the day, homegroup materials, personal Bible studies, worship materials, materials for use with children, materials for use with young people, how to hold a Story Sharing event and so much more.  The website also provides the user with an opportunity to share experiences, ideas and resources.  The resource can be used in an ad hoc way by groups and individuals, but will be most effective and dynamic when a Christian community commit to engaging with it together, and then come together to share experiences, and find ways to move forward as a community. 

Within the website there is also a whole series of sessions and a practical guide on how to write an equal opportunities policy.  This process has been piloted and can easily be used to explore the themes and issues.  Once legal advice is clarified this information will be added to the website, yet the process for the community still remains appropriate.

b. Equalities and Diversity Statement

After a year of working together the EDWP used a method copyrighted by NCBI (National Coalition - Building Institute) known as ‘controversial issues’ to explore racism, sexism, homophobia, ageism and disablism.  Key to this process was very good listening.  As each area of difference was explored an umbrella statement was written which the entire group could ‘own’.  From these statements a new statement which embraced the meaning of all of these was developed and reads as follows: 

Together, we are the Body of Christ. We celebrate the ways we see God through the identities people hold and the richness of our life experiences, for all are made in the image of God.

We will work together to follow Jesus' example of putting marginalised people at the centre as we continue to seek to know and serve God more fully.

Therefore, we commit ourselves to justice for all; to challenging racism, sexism, discrimination against disabled people, homophobia and ageism and the injustices they cause. We will seek to follow equalities & diversity good practice as well as implementing equalities legislation.

The EDWP recommend that this be adopted by the Methodist Conference to be used within the Equal Opportunities Policy, and used as a stand-alone statement as a reference for groups within Methodism.

c
Equal Opportunities Policy:

The Equalities and Diversity Project recommends that Methodist Conference 2008 receives a statement of intent which will form one element of the Equal Opportunities Policy.

[The following section (in italics) should be included in the paper to Council.  Following the discussion at Methodist Council in February 2008, members of Council are offered three different statements and need to take a decision as to which, in their view, best represents a statement of intent for the Methodist Church.  The paper to Conference will only include the statement agreed by Methodist Council, which will then be received in advance of the full EOP in 2009.]

Option 1
Working positively for racial justice, gender justice and disability justice, challenging homophobia and challenging ageism, that all* may access the ministry of the Methodist Church, and contribute to the ministry of the Methodist Church.

* Within the discipline of the Methodist Church

Option 2

Working positively to ensure that there are no barriers*, on the grounds of race, gender, sexuality, disability, and age, to accessing the ministry of the Methodist Church, and contributing to the ministry of the Methodist Church.

*Within the discipline of the Methodist Church

Option 3

The Methodist Church of Great Britain is committed to the principles of equal opportunities and to maintaining, developing and supporting policies that translate this commitment into practice. The aim of our Equal Opportunities Policy is to ensure that no individual, or group is treated less favourably than another, either in employment, ministry or in accessing the work of the Methodist Church, on the grounds of their: gender; race; colour; nationality; ethnic origin; Christian theology; disability; HIV status; age; marital status*; parental status; sexual orientation**; political belief or trades union membership, class, responsibility for dependants, appearance; ex-offender status (as defined by the Rehabilitation of Offenders Act 1974) or lack of formal qualifications where such qualifications are not directly relevant to a post.

* Standing Order 11A

** Resolution of the Conference of 1993 relating to Human Sexuality

This policy seeks to play its part in the creation of an environment in which individual differences and the contributions of all in the Methodist Church are recognised and valued, whilst cohesion as one part of the Body of Christ is worked towards. 

An Equalities Form will be established to collate, analyse and publish the monitoring information. This monitoring data will be used to enable the development of future actions plans.  (A Forum is considered good practice for the implementation of equalities and diversity mainstreaming -  ‘far better to have on-going, easy access (to relevant networks) rather than just the set piece dialogue … when there is an issue.’  (Linbert Spencer, Diversity Pocketbook, 2005))

The Equal Opportunities Policy and the role of the Equalities Forum and Equalities and Diversity officer will all play a part in working towards the implementation of the Wood Sheppard Principles.  (The Wood-Sheppard Principles were given the names and approval of Bishops Wilfred Wood and David Sheppard and launched at Church House, Westminster in 1993.)  The principles have been previously recommended to the Methodist Conference by the Committee for Racial Justice.  [See appendix 2.]

d.
Theology

A theological paper/series of papers should be produced to explore the following:

Broken Body

· What is the place of a disability theology within Methodism? 

· How, and can Body theologies be brought together?

· How, and should Body theology be central in our Methodist theology?

Living with one another

· If we are all made in the image of God, how do we learn of God from one another whilst not diminishing each other and our understanding of God?

· Hierarchy of oppression. How can marginalised people both ensure their experiences of discrimination and oppression are understood, whilst also developing empathy for other marginalised peoples?  

· How can we understand Covenant in ways that enable us to live in community with each other? 

· How can our understanding of Jesus in relationship with marginalised people shape our active theology?     

· To what extent does the Methodist Church seek to understand ‘living with diversity’ to mean that it intends to allow different local Methodist communities to make different decisions (within the law) relating to issues of diversity?  Or does it aim to find a consensus on issues of diversity?

The role of story-telling in Methodist theology 

The distinctive voice (if any) of the Methodist Church on issues of equalities and diversity

To what extent does a language of equity better fit these distinctive theologies?

There is a series of reports. Methodist and ecumenical, which may be drawn on to develop this theological reflection.

To achieve this the Equalities and Diversity Project and the Faith and Order Committee propose the establishment of a joint working group to bring together a contemporary Methodist understanding of the theologies of equalities and diversity, which will act as a foundation document for the Methodist Church’s Equalities and Diversity Policy and for ongoing institutional change within the Church.  
As part of an ongoing process, the group will need to give opportunity to listen to those who have already shared in this process and to other interested parties, who will be invited to share their understanding of the work of the group.  The group will hold ‘hearings’ which will give opportunity for this listening to take place.  After these initial ‘hearings’, and reflection on the various reports already available within the Methodist Church and beyond, the group will develop a report on its work for submission to the Methodist Conference in 2009. 

The Equalities and Diversity Project Officer will act as convenor/facilitator and the Secretary of Faith and Order act as secretary. 

The group will need to be small enough to work efficiently but with a sufficient membership in order to have the required skills set needed to listen to contributions made in the ‘hearings’, to assess previous Methodist and other reports, and to draft a distinctive Methodist contribution to this area of theological reflection.

The Equalities and Diversity Project Leader and Faith and Order Secretary will recommend names.  The final group will be representative and will reflect good practice in terms of equalities and diversity.

All costs and expenses to be covered by the Equalities and Diversity Project.

e.
One year extension of the Equalities and Diversity Project.

The Equalities and Diversity Project will be extended until August 2009, including the employment of the Project Officer.  Funding will continue to come from the Epworth Fund.

The role of the Equalities and Diversity Project Officer will be to:

i) convene the theology group

ii) oversee and enable use of the [Resource] 

iii) work alongside permanent Equalities and Diversity Officer within GSC to complete Equal Opportunities Policy and appropriate training and awareness raising throughout the Connexion

iv) Support the implementation of developments raised in this report and elsewhere in team Focus recommendations, such as Equalities Forum, Disability Justice Network. revised committees.

f. Disability Justice Group

The development of a Disability Justice group which will work in partnership with District Disability Advisors, Regional Training Officers, Resourcing Mission, Racial and Gender Justice groups, relevant ecumenical groups, non-faith disability organisations.

This Group aims to facilitate the Church in its task of

· challenging prejudice and discrimination of Disabled People.

· raising awareness of disability across the whole of the Methodist Church in Britain. 

· working to promote disability justice. 

Issues of objectives, frequency, membership, accountability and authority will be addressed as a result of the Committee Review.  However at this stage it appears that the group would be in the form of a Forum or Stakeholders group.

This group has been in the Equalities and Diversity Report because the aims stated have been created as a result of consultation, and are an expressed need.  Currently there is no national provision to meet these aims, therefore to ensure disability justice is not overlooked, due to its current absence, this report seeks to introduce it, so it can be treated equitably with other justice groupings.

g.   
Staffing in the reconfigured Connexional Team 

Equalities and Diversity Officer (full-time) 

50% compliance with Equal Opportunities Policy (EOP) and Equalities legislation 

50% promoting Equalities & Diversity throughout the Team, especially by chairing the Equalities and Diversity Forum 

[The term ‘forum’ may need to be changed to be consistent with Connexional Team usage and the terminology proposed by the Committee Review and Methodist Council Reference Group] 

Racial Justice Officer (30%) 

Gender Justice Officer (30%) – who will also dealing with issues of discrimination on grounds of sexual orientation 

Disability Justice Officer (30%) – who will also dealing with issues of discrimination on grounds of age 

Recruitment: 

The E&D Officer will be recruited into the Governance Support Cluster (GSC) as a full time post in the usual way. 

The three part-time Officers will be recruited after Conference 2008 from among members of the reconfigured Connexional Team. They will be recruited following advertising within the Team, against fractional job descriptions with relevant person specifications. Upon appointment their 70% remaining substantial role and contract will be adjusted so as to guarantee their 30% E&D role. 
Management and location:  

The E&D functions will be managed through the GSC. 

The E&D Officer will be accountable to the GSC Manager and accountable for the work of the part-time Officers. 

The part-time E&D Officers may thus be located in any of the Team Clusters for 70% of their work, thus enabling them to live and work within the normal Team Cluster arrangements. They would focus on their E&D work by regularly interacting in the Forum led by the E&D Officer, enabling them to support each other in the development of the work. Each post would then represent a separate ‘voice’ for each area of concern, while their teamwork would ensure a connectedness for the overall E&D issues. The Forum may also include non-staff members and relate to various wider networks; it will in particular include the Equalities and Diversity Participation Worker recruited within the Youth Participation Strategy.

For the Methodist Council to consider

1.
Does the Council adopt the Equalities and Diversity Statement (Section 6b, page 15)?

2.
Does the Council adopt one of the 3 options for a statement of intent  (Section 6c, pages 15-6)?

3.
Does the Council authorise further work on Theology (Section 6d, pages 17-8), with a direction  to report to Conference 2009?

4. 
Does the Council approve a one year extension of the Equality and Diversity Project (Section 6e, pages 18-9)?

5.
Does the Council approve the formation of a Disability Justice Group and Network (Section 6f, page 19)?

6.
Does the Council approve the staffing recommendations from JSG (Section 6g)?

7. 
Does the Council approve the report for debate at the Conference?

8.
Will the Council support a resolution at the Conference acknowledging those who have worked in the difficult area of equalities and diversity over many years?

APPENDIX 1: OTHER USEFUL DEFINITIONS

· A Racist Incident includes incidents categorised in policing terms both as crimes and non-crimes. It encompasses ‘any incident which is perceived to be racist by the victim or any other person’ (The Macpherson Report, 1999).
· The Race Relations Act 1976 (Amendment) Regulations 2003 was introduced to bring United Kingdom law up to the minimum standards of EU law introduced by the Race Directive.  The major changes were:

· A prohibition on harassment – this was considered covered by direct discrimination and the new regulations uses the common law definition that had been developed by the courts.

· Changing the burden of proof so that once a case has been established it is up to the accused person to prove that they did not commit such an act.

· Charities, who had exemptions in the past, being brought into the scope of the act 
· Religious belief and sexual orientation legislation
It is essential to balance the right to protection from sexual orientation discrimination with the right to manifest a religious belief. In recognition of the need to avoid unnecessary and unjustifiable restrictions on people’s right to exercise their religious belief, the Regulations (Religious discrimination and sexual orientation legislation enacted in the Equalities Act (2006)) include, where justifiable, an exemption to cover the activities of religious organisations.

· Sex Discrimination Act 1975 amended 1986, further amended 2004

Under the Sex Discrimination Act it is unlawful to discriminate on the grounds of sex or marital status in the areas of employment, trade union membership, education and the provision of goods and services, housing and advertising, except in certain circumstances.  Discrimination can be against women or men, and also married  people. However there are some sections of the Act which allow different treatment of men and women in certain circumstances, special positive treatment of women because of pregnancy or childbirth.

· Discrimination on the grounds of sexual orientation: Goods, services and facilities

Where individuals or organisations enter the public realm to provide a service to the public at large, they should accept business from people of all walks of life and provide services to the public as it is constituted - not pick and choose who will benefit or be served.  Regulations require providers of goods, facilities and services to ensure that they are not treating their customers unfairly on the grounds of sexual orientation, just as they are already required not to treat their employees unfairly on these grounds.  Discrimination is unlawful whether or not a charge is made for the goods, facilities or services.

· Direct Discrimination

The legislation that applies to Race, Disability, Sex, Sexual Orientation, Religion and Belief, all contain provisions about direct discrimination. As such they are best dealt with together.

Direct disability discrimination from Disability Discrimination Act

This occurs when a person is treated less favourably than another on grounds of disability.  The Act also applies to good, services and facilities as well as employment.  It states that organisations have to make reasonable adjustments.

Direct race discrimination

This occurs when a person is treated less favourably than another, on grounds of colour, race, nationality, or ethnic or national origins.  In addition to employment issues, the scope of the Acts also covers housing, education and goods, services and facilities.

Direct sex discrimination means being treated less favourably than a person of the opposite sex is (or would be) treated in similar circumstances.  In 1999 the act was extended to cover those who were undergoing, or had undergone gender reassignment and amended in 2004 following the Gender Recognition Act 2004, which allows people who have changed gender to register as the new sex.

As with racial discrimination the scope of the law includes employment, education, housing, goods, facilities and services; and advertising.

Direct marriage discrimination refers to being treated less favourably than an unmarried person of the same sex is (or would be) treated in similar circumstances. 

Direct religious or belief discrimination

Direct discrimination occurs when someone is treated less favourably because of his or her religion or beliefs.  It applies to religion, religious belief, or similar philosophical beliefs.  It applies specifically to employment, during vocational training, dismissal and in some circumstances after employment has ceased.

Direct sexual orientation discrimination

Direct discrimination occurs when someone is treated less favourably on grounds of their sexual orientation or perceived sexual orientation.
· Indirect discrimination

Indirect Disability discrimination
The Disability Discrimination Act does not talk about indirect discrimination; instead it covers ‘reasonable adjustments’.  

Indirect racial discrimination consists of applying, in any circumstances covered by the Act, a requirement or condition that, although applying equally to persons of all racial groups, is such that a considerably smaller proportion of a particular racial group can comply with it, and it cannot be shown to be justifiable on other than racial grounds.  This includes the phrase ‘provision, criterion or practice’, and allows for non-statistical evidence to be used to prove discrimination.

Indirect discrimination because of religion or beliefs

This applies where someone applies a provision, criterion or practice which disadvantages people of a particular religion or belief and which is not justified as a proportionate means of achieving a legitimate aim.

The Church therefore would need to show that in its employment practices it was not discriminating against people of another religion, unless the particular post called for Christian beliefs or a particular qualification such as being ordained.

Indirect sex discrimination
This is more difficult to establish.  It means being unable to comply with a requirement or condition which, on the face of it, applies equally to men and women, but which, in practice, can be met by far fewer people of one sex than the other. Such a requirement or condition is lawful only if it can be objectively justified.

Indirect discrimination because of sexual orientation

Indirect discrimination occurs when a provision, criterion or practice is applies to all people regardless of sexual orientation but puts persons of the same sexual orientation at a particular disadvantage when compared with other persons, and which cannot be shown to be a proportionate means of achieving a legitimate aim.

Indirect marriage discrimination

This works in a similar way. It means being unable to comply with a requirement or condition which, on the face of it, applies equally to married and single people, but which in practice, can be met by far fewer married people than single people. Such a requirement is only lawful if it is objectively justifiable.  This also applies to those who are in a registered civil partnership.

· Positive discrimination 

Positive discrimination is illegal. An example of this would be choosing a woman to sit on a committee simply because she is a woman and women are underrepresented. 

· Positive action

Positive action is legal. There are two main areas in which positive action operate, where a particular minority ethnic group or sex is under represented. These positive actions are seen as being temporary, in other words, we will only need them until the nature of society has changed and there is no need for positive action.

Where there is under-representation, an employer may provide training solely for that group to help fit them for that work, or allow them to take advantage of training offered by other organisations.

An organisation may take positive steps – eg: advertising in appropriate media, such as a youth magazine, to encourage membership from the under represented group. Internally where there is a shortfall of a particular ethnic group in an organisation or one of its departments, measures could be taken to encourage and assist that specific group to apply for or qualify themselves for a job in order to make up such shortfalls.

· Human Rights Act 

The Act covers only public authorities (eg: local authorities), or where public functions are carried out by private authorities (eg: charities, including Churches, which run Children’s Centres on behalf of local authorities).

Voluntary organisations do not fall within the definition of a public authority for the purposes of the Human Rights Act by virtue of being voluntary organisations, but may do: 

· if the work they carry out is normally the responsibility of central or local government;

· if they provide services under contract to a statutory body or where they work in partnership with other agencies to provide these services;

· (possibly) if they receive the majority of their funding from public sources

Any work that is considered a ‘public function’ must therefore be carried out in a way that is compatible with human rights, and it is the relationship with the individual that will come under scrutiny.  The ‘private functions’ of a voluntary organisation do not fall under the scope of the Act.

APPENDIX 2: The Wood-Sheppard Principles

Companies wishing to support Race Equality in Employment are asked to give general endorsement to these Principles; to work progressively towards their implementation and be willing to provide a modest response annually on their progress. The Principles are a model for positive Action and do not imply any form of 'positive discrimination'.

1. 
Adopt a detailed Equal Opportunities Policy (EOP), preferably with assistance from the Commission for Racial Equality (CRE) or similar body.

2. 
Declare a clear intention to increase the representation of the Black and minority ethnic population in the workforce, wherever they are under-represented in relation to the local community.

3. 
Undertake Positive Action to improve the proportion of minorities in the workforce, to offset any imbalance caused by historical discrimination in the wider society.

4. 
Practice effective ethnic monitoring of the EOP, within a regular review.

5. 
Use fair recruitment and selection processes, with clear objective criteria, and avoid reliance on 'word of mouth ' or family contact methods.

6. 
Evolve comprehension training opportunities, both for those carrying out the policy and for potential recruits and employees from the Black and minority communities, integrated where possible but separate if necessary, and focused on enabling the latter to fulfil their potential.

7. 
When all departments or divisions of the company or group do not yet have EOP fully operational, designate an Equal Opportunities Manager, who shall be responsible for assisting line managers to draw up an action plan; this should be linked to business needs and aimed at maximising the benefits of a diverse workforce, and for ensuring the policy, its monitoring and the related practices are carried through.

8. 
Make racial and religious harassment or discrimination - verbal, non-verbal, or physical -serious offences under the company's disciplinary code, to be fully and properly investigated by a panel which includes Black/minority representation wherever possible, this information to be clearly publicised in the company's terms and conditions of employment.

9. 
Publish an annual employee profile by ethnic origin, gender and grade within the company in relation to the Annual Report and use this to enhance the company's image as a progressive employer.

10. Consider making one Board member responsible for the over-seeing of the EOP monitoring, and seek actively for a professionally qualified minority ethnic Board member.

Race Equality in Employment

These principles in the name of Bishop David Sheppard and Bishop Wilfred Wood have been drawn up and published by the Churches Commission for Racial Justice and the Race Equality in Employment Project.

“There is no longer Jew or Greek, there is no longer slave or free, there is no longer male or female; for all of you are one in Christ Jesus.”


(Galatians 3:28)





“God arranged the members in the body, each one of them, as he chose. If all were a single member, where would the body be? As it is there are many members, yet one body.” 


(1 Corinthians 12:18-20)
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