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Team Focus Implementation – an Update

These brief notes highlight only recent significant matters in the implementation of Team Focus.  For the Conference, a comprehensive report of developments since Conference 2007 will be prepared.

1 Appointment of senior managers of the clusters (Greens)

Four of the five have been appointed: 

Discipleship & Ministries: Doug Swanney (currently serving in the Team)

Christian Communication, Evangelism and Advocacy: Janet Morley (currently serving in the Team)

Projects: Trevor Durston (currently serving in the Team)

Support Services: Nick Moore (joining the Team from a background in manufacturing industry, where he has held a variety of management roles; and with involvement in a Baptist Church and the Baptist Union)

To be appointed – Governance Support cluster manager, for which it is hoped to have a name before the Strategy & Resources Committee (SRC) on 7 May.  The Council is asked to delegate to the SRC its responsibility of approving a nomination for the Manager of the Governance Support Cluster/Officer for legal and constitutional practice and of forwarding the name to the Conference for appointment.

2 The four senior leaders (Reds) are developing their induction as opportunity permits in the context of their present working arrangements; and are working together to plan for the future.  They are also working with the Joint Secretaries Group in differing degrees to effect transitions of appropriate responsibilities and to plan some developments together.  Some processes are being forwarded by one or more Reds working with one or more of the Greens.

3 The Team has been on a steep learning curve in respect of the detailed processes which flow from the staff being treated, since 4 December 2007, as potential redeployees.  The full sequence of processes is now laid out in the Team intranet, for staff to consult.  In a nutshell, the processes are:

· Design and definition of new posts in the Team (cluster descriptions, job descriptions and person specifications)

· Grading of jobs (which determines salary levels) by the Job Grade Evaluation Panel.

· Advertisement in the Team of jobs once they have been graded.

· Staff have a formal interview with a member of JSG or another senior member of the Team to initiate a period of consultation about options for them in the redeployment process.

· Staff (and their line managers) are invited to indicate where they see an overlap between their present jobs and a future job or future jobs.

· Indications of ‘overlap’ are formally judged by an Eligibility Panel (each with an independent chair) who determine a Match (i.e. to all intents, a new job is the same as an existing job), a Significant Overlap or a Little Overlap.

· Appropriate processes follow, which entitle eligible staff, in agreed circumstances, to have an interview in a ring-fenced or protected round.  All Appointing Panel interviews (even when only one current post-holder is ‘matched’ to a new job) include conversation on ‘new ways of working’.

· If new jobs are not filled by the processes described, there is an ‘open’ round of advertising and interviews for Team staff only; and then the possibility of external advertisement and recruitment in the usual way.

· Staff appointed to a new job will all have fresh objectives identified for their first three months and will have a further review at the end of this period; apart from staff who have moved across via a Match, this will be the point at which they are confirmed in the post. 

Comments

3.1 These processes are extremely time consuming.  Suitable periods of time have to be allowed for each process to run its course.  In addition there are facilities for appeal or review at most parts of the process.  The burden of administration is very heavy, particularly in the Personnel Office to which some additional staff have been seconded.  The overall mixture of processes is very complicated, because all Team staff (with a few exceptions, who have been authorised by the Council or the SRC) have redeployee status at the same time.

3.2 The number of jobs being advertised internally for the first time is increasing during April; some people are now ready for an interview. While an overarching ‘critical path’ has been produced to identify the periods when the various processes will be intensively in play, it is hard to estimate in detail exactly how many appointments will be achieved in each successive month.  A clearer picture should be available when the SRC meets on 7 May.  A report will be made to the SRC.

3.3 Separate, though linked, processes are reserved for Training & Development Officers in relation to District Development Enabler (DDE) posts in the districts and Training Officer (TO) posts in the training regions.  Neither DDEs nor TOs will be members of the Connexional Team.  They will however be employees of the Methodist Council.  A review has taken place of the terms and conditions of Council employees who are not Team members and the policy now is that, wherever possible, the terms and conditions of all Methodist Council employees are the same, whether Team members or not.

3.4 Everything reasonable is being attempted to support staff through this anxious period of transition.

3.5 Voluntary severance has been offered, and granted to some staff according to due process, on two occasions this connexional year.  One more round of voluntary severance is planned.

3.6 If no suitable alternative employment can be found at the end of the redeployment processes, the Council’s redundancy policy will apply.  Support will be given to help staff who have no job in the new Team to prepare themselves to seek alternative employment elsewhere.

3.7 Ministers appointed to serve in the Connexional Team, while treated as nearly as may be like their employed colleagues, in fact work within ministerial terms and conditions, as laid down by the Conference.  The terminology is also different (e.g. an appointment is curtailed instead of a post being made redundant).  But the overall processes described above are, in general, the same for ordained and lay.  Some ministers will find a new role in the Team; some will continue with a change of focus in their current work; one has chosen to be stationed in a circuit; some will find no role in the new Team and will be supported into new areas of ministry.

4 On 14 April JSG, working with the Reds, agreed to authorise the ‘Green’ managers to take on clear responsibilities in respect of the processes for recruiting staff to the reconfigured Team, within the framework sketched above.  The Greens will therefore be formally appointed forthwith to their new roles (for at least 50% of their time, moving as soon as may be towards acting in this capacity full-time) to enable them to appoint staff and to liaise with the Co-ordinating Secretary of each internal staff member who is appointed to the Team about their being inducted into and taking forward their new role without threat to the essentials of their current responsibilities.  The Council is asked to endorse this way forward.

5 The Council is therefore invited to understand that the detailed changes in staffing for the reconfigured Team and the emergence of working arrangements in the various clusters is an evolutionary process which rolls forward from this point into the autumn and beyond.  The Greens will have the responsibility of managing these transitions, of communicating clearly in the Team and the Church where changes have got to and in due course for bringing into the overall Team Focus process the parts of the Team that are currently exempted.  

6 Meanwhile, large pieces of existing work in the Team are being reviewed; or being deferred for review in 2008/9.

In the former category come IT, the Personnel function and the Administrative Support function.  In the latter category are included the European work and Personnel Exchange programmes with partner Churches.  Procedures have been agreed for filling a small number of additional time-limited posts (which will not be part of the core staff of the Team) to help deliver the further reviews and developments and embed the cultural changes required – so that eventually the Team Focus process will embrace every aspect of the current Team’s working.  

7 Projects to be initiated in 2008/9 are referred to elsewhere in the SRC Minutes and the Council’s papers.  In addition, an Inter-faith Relations project has been drafted to develop an awareness of inter-faith issues among staff, to nurture appropriate networks and to discern how best to embed in the future Team resources and emphases in this area: it will be reporting so that its outputs can be enacted from 2012.

8 Partnership with the districts (towards the appointment of DDEs) and with the emerging Regional Training Forums (towards the appointment of TOs) has proceeded apace.  A decision has been made by JSG, in response to a request from the Northampton district, to add to the overall TO resources a half-time TO (to be known as a Training Co-ordinator) for the Northampton district for up to 5 years (i.e. coincident with the Mapping a Way Forward: Re-grouping for Mission) to co-ordinate and facilitate access to training from the several training regional networks which meet and overlap in a complicated way in that district.

9 Networking is a theme which will function prominently in the new ways of working beyond 2008.  It has been extremely helpful to bring together creative thinking about Networking in the context of the Review of Committees and Groups and in the context of another major aspect of the work of senior staff in the Team, as throughout the connexion – namely, Representation.  Some of the fruits of that co-ordination and inter-action of ideas is to be seen in the paper before the Council on future committees and groups.

10 SRC has approved slightly revised names for some of the principal restricted and designated funds.  Conference will receive a proposal that for the new names as follows:

Fund for Home Mission becomes The Mission in Britain Fund

Fund for World Mission becomes The World Mission Fund

Connexional Advance and Priority Fund becomes Connexional Priority Fund (as agreed by Conference in 2007)

Auxiliary Fund becomes Fund for the Support of Presbyters and Deacons (as agreed by Conference in 2007)

Council is asked to approve these name changes to the FHM and the FWM.  We do not believe there are formal difficulties in making these changes by Resolution of Conference.  Nor do we thereby foreclose on snappy and imaginative informal names appearing in the future.

11 Arrangements are in hand to celebrate the current phase of the Team’s life, i.e. 1996-2008.  On 15 July, at Wesley’s Chapel, a service of celebration will be held to which the President will contribute; after which a lunch for all staff and a trip on the River Thames is planned.  On 2 September, in Durham, the new Team will be formally launched.
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