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LAY WORKERS’ TERMS AND CONDITIONS  





Background

1.1
The Methodist Conference affirmed in 1988 the report, ‘The Ministry of the Whole People of God’, and subsequently in 1990 the report on the ‘Ministry of the People of God in the World’. These reports confirmed what was already happening in practice: that the ministry of lay people  - paid or voluntary  - was an important element in the total ministry of the Methodist Church.

1.2
There is a history of lay people in paid employment of the Methodist Church both in church or circuit work and in the connexional offices. In the late 1970’s and 1980’s when there were insufficient ministers to fill the stations, the majority of lay people employed by circuits, were in situations where previously an ordained person had worked. They were known as lay Pastoral Assistants.

1.3
From the 1980’s onwards, a far wider range of employment opportunities began to develop. Lay people were employed as evangelists, administrators, pastoral workers, school’s worker, family and children’s’ workers, youth development workers to name but a few. They were known by the generic name, ‘Lay Workers’.

1.4
When the majority of lay employees were ‘doing the work of a minister’ the terms and conditions and assumptions of those posts related closely to those of a minister. The salary was based on 75% of the ministerial stipend; the appointment was made by the Circuit Meeting; most people moved to take up a post; the majority were single and accommodation was provided; one day off a week was given; post holders were members of the Circuit staff and the work was full time.

1.5
The profile of employees known as Lay Workers has also changed since the 1980’s. 75% of posts are part-time; the majority of Lay Workers live in their own homes and are married; 80% are over 46 years old and because of the variety of posts Lay Workers relate to other groups as well as to the Circuit staff team. 

1.6
So although the variety of posts has changed, the terms and conditions, especially in regard to Salary and the provision of Housing or a Housing Allowance, have continued to try and reflect some of the conditions that are afforded to ministers. 

1.7
A Review therefore of Lay Workers terms and conditions was undertaken during 2004 resulting in a paper to the April 2005 Methodist Council. This resulted in a consultation with Lay Workers, their Superintendent Ministers, District Lay Employment Secretaries and District Chairs. 

1.8
The replies welcomed the document and there was agreement to many of the recommendations. However there were 3 main areas of concern:

· The confusion over the name Lay Worker and who it applied to 

· The proposal from the Review that the Salary should equal that of a ministerial stipend 

· The confusion over Housing and Housing Allowance 

1.9
This resulted in a wider consultation with Lay Workers, their Superintendents, Superintendents not employing a Lay Workers, District Chairs, Training and Development Officers, District Lay Employment Secretaries and some Circuit Stewards. A total of 214 replied to the questionnaire. (See Appendix A for the Questionnaire) 
1.10
Through the work of the Lay Workers’ Advisory Committee in consultation with the Methodist Church Personnel Office, it became clear that the way the employment of lay people at district, circuit or church levels was structured, was complicated. Therefore the structure of lay employment at District, Circuit and Church level was also included in the Consultation.  

1.11
The recommendations that follow have taken into account the responses from the Consultation and fall into 4 parts: The name ‘Lay Worker’; Salary; Housing and Housing Allowance and the Structure of Lay Employment.

2.
THE NAME LAY WORKER

2.1
For many years the generic name ‘Lay Worker’ has caused confusion. It was clear from the 2005 Consultation that 50% of Lay Worker posts do not use the name Lay Worker but refer to posts by another name i.e. family worker, pastoral worker, outreach worker etc. It is also clear that some Circuits were advertising post vacancies without using the term ‘Lay Worker’. It also causes confusion amongst other lay people who see themselves as lay workers but do not come under the Lay Worker umbrella i.e. connexional team members, volunteers in local churches, other paid staff at local level.

It is proposed that:

2.1.1
The title of posts at district, circuit or church level should reflect, where possible, the nature of the work being undertaken e.g. Circuit pastoral worker, family worker, Project manager etc and the generic term ‘Lay Worker’ should now be withdrawn.

2.1.2
All posts should result from the district, circuit, church or group of churches undertaking ongoing reviews of their work and ensuring that the right people resources are in place to support and fulfil the mission and work of the employing body. 

2.1.3
The employing body will determine the relationship of the post holder to the district, circuit or staff leadership team

2.1.4
Posts, which include pastoral work, youth, work and children’s work should be notified to the connexional team so that appropriate training and good practice in these areas can be offered

3. SALARY

3.1
At present, the recommended salary for ‘Lay Workers’ is 75% (£13401 for 2006/07) of that of a minister’s stipend with none of the other allowances and entitlements of the support package the Methodist Church gives its ministers. It is proposed to move away totally from relating the salary to the stipend figure. 

3.2
It is proposed that where no national salary scale exists e.g. JNC for Youth Workers, Children’s Workers, or when a local rate is not used then:

3.2.1
The Living Wage as recommended by Church Action on Poverty should form the minimum basic salary for people employed by a district, circuit or church. As from 1st October 2006 this is £6.80hr (outside London) or £7.25hr (London) or £14144/ £15080 for a 40-hour week. 
3.2.2
There be a 9-point salary scale from which the employer has the opportunity to award an additional payment to the minimum basic salary, in recognition of the required level of Qualifications; Experience and Responsibilities for each lay employee position. To qualify for the additional points, supporting information must be clearly stated in the person specification and the final salary figure agreed before the position is advertised – in accordance with employment legislation and good practice. The salary scale would have 9 points, with each incremental point being worth £438/ £467 starting at £14,144/ £15,080 per annum and rising to a maximum of £18,086/ £19,283 per annum. (See Appendix B for an example of calculating a salary figure)
3.2.3
There be an annual inflation rise based on the average of the Retail Price Index and the Average Earnings Index.

3.2.4    
The Lay Employment Advisory Information will be updated to include guidance on how to determine the appropriate salary figure for posts listed in Appendix A.

4.
HOUSING AND HOUSING ALLOWANCE

4.1
The provision of Housing or Housing Allowance has become increasingly complicated especially as more employees are living in their own homes, the Inland Revenue regards accommodation as a taxable benefit and that when the provision of accommodation or accommodation allowance was introduced most employees were full-time. The various options as recommended by the Methodist Church Legal Section are given below.

4.2   
There will be no change to existing arrangements including renewals of contracts (but see 4.2.4), but for new appointments, it is proposed that:

4.2.1
The provision of accommodation by the employer is not a mandatory requirement for any post. 
4.2.2
If the employer is considering offering free accommodation with a post, before the post is advertised, discussion must take place with the Local Inland Revenue Office as to whether the provision of accommodation is likely to be a taxable benefit. It should be noted that the view of one Local Inland Revenue Office may not be replicated around the country.

4.2.3
Where there is empty property in a circuit, a Manse or otherwise, the employing body could rent the accommodation to the employee at a market price as assessed by an independent person, as part of the employment package. Guidance should be sort from the Legal Section of the Methodist Property Office and the appropriate tenancy documentation used.

4.2.4
An Order of the Charity Commission is required if the employee is a member of the District Trustees, Circuit Meeting or Church Council who are Managing Trustees of the accommodation. This provision will not apply if the Letting Agreement is in existence before the employee becomes a member of the District Trustees, Church Council or Circuit Meeting. An Order however will be necessary if a person, already a member of the District Trustees, Circuit Meeting or Church Council, is appointed to a post with accommodation. 

4.2.5
The employing body could rent a property for an employee as part of the employment package. The tenancy would be in the name of the employing body. The employer and employee would need to agree who would be responsible for the payment of Water Rates and Council Tax as the onus would be on the employing body as tenants to discharge these.

4.2.6
Removal costs and/or legal fees in connection with drawing up a tenancy agreement should be met by the employing body. 

4.3
Working from home


A.  Office space

It is proposed that:

4.3.1
If living accommodation is not offered, nor an office provided, then an accommodation allowance for using a room in the home of the employee as an office, would be given. This allowance would be pro-rata’d   for part-time employees.
4.3.2
For some employees, working from home may not be an option. If so, it would then be the responsibility of the employing body to find an appropriate office space elsewhere. 

4.3.3
Employees using their home for the occasional meeting should not expect to receive additional benefits for this.

4.3.4
If employees work from home this should be indicated in the contract of employment as their ‘place of work’. 

B.  Allowances and Office set-up costs

It is proposed that the following allowances and office set-up costs are received:

4.3.5
A contribution for heat, light, Council Tax and cleaning – an agreed list by the Inland Revenue – for a ‘home-based’ employee. The allowance received is for one room based on the number of rooms in the house not counting halls, landing or bathrooms e.g.1/6 x the annual costs for the items listed above.

4.3.6
The employer should provide desk, filing cabinet, computer, office chair, work phone-line and insurance for the equipment. It is recognised though that many employees have their own office equipment. In these cases the employing body and the employee would negotiate appropriate financial arrangements. 

5.
STRUCTURE OF LAY EMPLOYMENT IN METHODISM

5.1
As the work connected with points 2-4 above developed, it became clear that the way lay employment is presently categorised within Methodism is not helpful. There is such a diverse range of employment opportunities and having some appointments that can only be made by the Circuit Meeting and other that can be made by both the Church Council and the Circuit Meeting is getting harder to justify. 
5.2
The different categories of lay employment may be seen as confusing to church members, volunteers, paid staff and to those setting up posts. At present there are posts where the employment is by the local church e.g. a family worker. In this context the Family Worker is employed by the local church and undertaking similar work to that of a Family Worker employed by the Circuit. Both posts are currently referred to under different Standing Orders, as the employing body and the relationship of the post to the employing body, are different.
It is proposed that:

5.2.1
The structure of the organisation of employees, including those presently known as Lay Workers, at District, Circuit and Church level is simplified. 

5.2.2
There be one section only in CPD concerned with lay employment.

5.2.3 The employer for any post may be the district, circuit, church or group of churches who should contact the District Lay Employment Secretary before embarking on recruitment.  

5.2.4
Any proposal to appoint any employee should be authorised and agreed by the District Policy Committee (DPC) or the Circuit Meeting or in between meetings by the District Chair or the Superintendent Minister. This is to ensure that good employment practices will be followed. The successful applicant should be notified to the DPC or to the Circuit Meeting.

5.2.5
The Circuit Meeting should, if it is feasible, nominate one person to liaise with the different employing bodies in the Circuit to inform them of the procedure to follow before documentation is sent to the District Lay Employment Secretary. 

6. VOLUNTARY LAY WORKERS

6.1
It is proposed that the name Voluntary Lay Worker is phased out and a name consistent with the work to be undertaken is used. If this is a substantial piece of work then an agreement and work outline concerning the task to be fulfilled and the relationship with the appointing body should be prepared.

7.
 Resolutions

1. The Conference adopts the Report.

2. The Conference recommends that Districts/Circuits/Churches implement the recommendations within the report by 1st September 2008.

3. The Conference directs that the sections within CPD concerning lay employment be revised by 31st August 2008.

4. The Conference directs that the Guidelines for the Appointment of Lay Workers (CPD Part 2: Section 1C pages 743 - 747) and the Lay Employment Advisory Information be revised in the light of the recommendations in the report by 31st August 2008.

5. The Conference directs that the Guidance for District Policy Committees (CPD pages 761-764) and Circuit Meetings (CPD pages 764-765) should be revised to include reference to 5.2.4 and 5.2.5. by 31st August 2008.
APPENDIX A (see 1.9)
The Questionnaire

Consultation Document: Lay Worker pay and conditions

Following the April 2005 Methodist Council, a paper, Lay Worker Appointments: Criteria, Terms and Conditions was sent for consultation to all Lay Workers, their Superintendent Minister, District Lay Employment Secretaries and District Chairs. 

The replies welcomed the document and there was agreement to many of the recommendations, which will be incorporated into a final paper to the Methodist Council. However there were 3 main areas of concern:

· The confusion over the name Lay Worker and who it applied to 

· The proposal that Salary should equal that of a ministerial stipend 

·  The confusion over Housing and Housing Allowance 

This consultation paper from the Lay Workers’ Advisory Committee, working with the Personnel Office, makes recommendations concerning those issues.

1.
THE NAME  ‘LAY WORKER’ 

For many years the generic name, Lay Worker, has caused confusion. It was clear from the previous Consultation that 50% of Lay Worker posts do not use the name Lay Worker but refer to lay ministry posts by another name i.e. family worker, pastoral worker, outreach worker etc. It also causes confusion amongst other lay people who see themselves as lay workers but do not come under the Lay Worker umbrella i.e. Connexional team members, volunteers in local churches.

It is proposed that:

· Everyone who is lay and paid, at district, circuit or church level, is known as a lay employee. Some lay employees will feel called to work in the church, others may not.

· The post title ‘Lay Worker’ is no longer used and the employer will determine the post title reflecting where possible the nature of the work e.g. Children’s Worker, otherwise the words, District, Circuit or Church Worker could be used. (See appendix A)

· All lay employee posts i. e. those listed in Appendix A, should result from the district, circuit, church or group of churches undertaking a review of their work. 

· The employing body will determine the relationship of the post holder to the district, circuit or staff/leadership team.

· Notification of all appointments listed in Appendix A would be notified to the Connexional Team, so that arrangements for appropriate support can be considered. Local arrangements should be in place for all other posts.

Voluntary Lay Workers


It is proposed that:

· Districts, circuits or churches may identify specific task to be undertaken by volunteers. They would draw up an agreement and work outline concerning the task to be fulfilled and the relationship with the appointing body. Where such an agreement is in place an appropriate support and accountability structure must also be identified and provided.

· The name Voluntary Lay Worker would be phased out and a name consistent with the work as described in Appendix A used. 

2.
SALARY

It is proposed to move away totally from relating the salary to ministers’ stipend, as stipend is only one aspect of the support package the Methodist Church gives to its ministers. At present the salary is £13401, which is 75% of a ministers’ stipend.

It is proposed that:

· the Living Wage as recommended by Church Action on Poverty should form the minimum basic salary of those engaged in lay employment. As from 1st October 2006 this is £6.80hr (outside London) or £7.25hr (London) or £14144/ £15080 for a 40-hour week. 

· there be a 9 point salary scale from which the employer has the opportunity to award an additional payment to the minimum basic salary, in recognition of the requires level of Qualifications; Experience and Responsibilities for each lay employee position. To qualify for the additional points, supporting information must be clearly stated in the person specification and the final salary figure agreed before the position is advertised – in accordance with employment legislation and good practice.

· the salary scale would have 9 points, with each incremental point being worth £438/£467 starting at £14144/£15080 and rising to £18086/£22289. For example: To the basic salary of £14144 could be added 1 point each for qualifications and experience and 2 points for responsibility. This gives a total of 4 points, which is an additional payment of 4 x £438 = £1752. Therefore the final salary would be £15896 (N.B. This would be for an appointment based outside of London).

· there be an annual inflation rise as recommended by the Methodist Council for lay employees.

· lay people engaged in full-time youth or community work would be employed under the Joint Negotiating Council terms and conditions as they are now. Where youth work is a small percentage of the job description, the salary will be based on the principles outlined above.

· The Lay Employment Advisory Information will be updated to include guidance on how to determine the appropriate salary figure for lay employee posts listed in Appendix A.

· the Living Wage will be the basic salary for those in lay ministry posts listed in Appendix A. 

3.
HOUSING AND HOUSING ALLOWANCE

The provision of Housing or Housing Allowance has become increasingly complicated especially as more people engaged in lay ministry are living in their own homes, the Inland Revenue regards accommodation as a taxable benefit and that when the provision of accommodation or accommodation allowance was introduced most lay ministry posts were full-time.

There will be no change to existing arrangements including renewals of contracts, but for new appointments, it is proposed that:

Accommodation

· the provision of accommodation by the employer is not a mandatory requirement for any post. 

· Where there is empty property in a circuit, a Manse or otherwise, the employing body could rent the accommodation to the employee at a market price as assessed by an independent person, as part of the employment package. Advice should be sort from the Legal Section of the Methodist Property Office and the appropriate tenancy documentation used.

· If the employee will be a member of the Circuit Meeting or Church Council, it is advisable to conclude any letting agreement before the contracted date to begin work; otherwise permission is need from the Charity Commissioners to rent the property to an employee.

· The employing body could rent a property for an employee as part of the employment package. The tenancy would be in the name of the employing body. The employer and employee would need to agree who would be responsible for the payment of Water Rates and Council Tax as the onus would be on the employing body as tenants to discharge these.

· Removal costs and/or legal fees would be at the discretion of the employing body. 

· If property was not offered then a housing allowance for using a room, as an office would be given as detailed below.

Office space

Some employees will be working from an office in a church with equipment provided by the employer. These offices are often in larger city centre churches. 

Working from home

For some employees, working from home may not be possible because the place may be too small. It would then be the responsibility of the employing body to find appropriate office space elsewhere. 

Employees using their home for the occasional meeting should not expect to receive additional benefits for this

The majority of employees will be expected to work from home and this should be indicated in the contract. They are therefore a ‘home-based’ worker. 

It is proposed that the following allowances are received:

· a contribution for heat, light, Council Tax and cleaning - an agreed list by the Inland Revenue - for a ‘home-based’ worker. The allowance received is for one room based on the number of rooms in the house not counting halls, landing or bathrooms i.e.1/6 x the annual costs for the items listed above.

· office setting-up costs. The employer should provide desk, filing cabinet, computer, office chair, work phone-line and insurance for the equipment. It is recognised though that many lay employees have their own office equipment. In these cases the employing body and the employee would negotiate appropriate financial arrangements. 

4.
STRUCTURE OF LAY EMPLOYMENT IN METHODISM

As the papers connected with points 1-3 above developed, it became clear that the way lay employment is presently categorised within Methodism was not helpful. Lay ministry has developed and is developing at such a pace that the way it is structured within the Methodist Church is getting harder to sustain.  The different categories of lay employment are confusing both to church members and to those setting up posts and particularly to those exercising a voluntary ministry in the Church. At present there are posts where the employment is by the local church, but where the worker is undertaking similar work to those known as Lay Workers but are employed by the Circuit.

It is proposed that:

· the structure of the organisation of lay employees, including those presently known as Lay Workers, at District, Circuit and Church level is simplified. 

· that there be one section only in CPD concerned with lay employment.

· the appointing body, district, circuit, church, or group of churches is the employer

who would appoint a small group to be responsible for the Recruitment  process.

· the appointment of all lay employees should be notified to the Circuit Meeting. 

· because of the complexities of employment law, the Circuit Meeting should nominate one person to liaise with the different employing bodies in the Circuit to inform them of the procedure to follow before documentation is sent to the District Lay Employment Secretary. 

· once the documents have been processed by the DLES the Circuit lay employment liaison person should check that accountability, management, support and opportunities for training are in place for the post.

Appendix A:
Lay Employee Posts  - questionnaire

It is recognised that some posts may contain 2 or 3 elements of these posts 

· Administrator  

· Chaplain to:    Prison/young offenders; Nursing home; Further Education College

· Community Worker (except full-time community workers for salary)

· Evangelism enabler  

· Family worker

· Pastoral Worker  - circuit/church/ecumenical

It is suggested that the name Circuit/Church Pastoral Worker be used rather than Lay Pastor, Lay Pastor, Pastor and Lay Minister. 

· Pastoral Worker with specific groups of people e.g. the bereaved, the elderly, church members 

· Project worker: e.g. manager; Asylum Seekers; Drop-in Centre; Homeless

· Schools’ Worker

· Worker with young people (except full-time youth workers for salary)

· Worker with children

APPENDIX B (see 3.2.2)
An example for calculating a salary figure 

There is a basic salary set for employees and this is reviewed on an annual basis.

Where the post requires the postholder to have specific experience and/or undertake a higher level of responsibility, the person specification must set this out clearly. Then, in recognition of this, where certain criteria is met, additional points in the areas of qualifications, experience and responsibilities can be awarded to give an increase to the basic salary.

Criteria

The following sections give some idea of the areas where increases to the basic salary could be made. This criteria must be clearly stated in the person specification before the position is advertised:

A maximum of 3 points can be awarded in each of the following sections.

Section A: Qualifications (job related qualifications)

Choose one of the following

· A-level, Advanced GNVQ, level 3 NVQ, or equivalent = 1 point

· Diploma, level 4 NVQ, or equivalent = 2 points

· Postgraduate, level 5 NVQ, or equivalent = 3 points

Section B: Experience

· Can demonstrate how past experiences show understanding of the work to be undertaken = 1 point.

· Can demonstrate how past experiences will contribute to the development of the post = 1 point.

· Can demonstrate how past experiences will contribute to strategic thinking = 1 point.

Section C: Responsibilities

· Does the post hold Managerial and Supervision responsibilities? i.e. recruit, trains and manages volunteers. If yes = 1 point.

· Does the post involve complexity i.e. involved in a range of tasks covering various functions some of which may be described as demanding or complex? If yes = 1 point.

· Will the post holder be responsible for making decisions? i.e. makes difficult or important decisions on a regular basis, within established policy, where many factors must be weighed, and /or makes decisions leading to changes in procedures affecting others. If yes = 1 point.

A maximum of 9 points can be awarded.

Example 1: (Based on an employee working outside of London)
The basic annual salary is £14,144 per annum.

For employees working outside of London, each additional point is worth £438.
If a total of 6 additional points is awarded, an additional payment of  (6 x £438) £2,628 will be added to the basic salary, increasing the starting salary to £16772 per annum. 

Example 2: (Based on an employee working in London)
The basic annual salary is £15,080 per annum.

For employees working in London, each additional point is worth £467.
If 3 additional points is awarded, an additional payment of (3 x £467) £1,401 will be added to the basic salary, increasing the starting salary to £16,481 per annum.

APPENDIX C (see 3.2.4) 
Posts

Listed below are examples of job titles used in the life of the Church. It is recognised that some posts may contain 2 or 3 elements of the posts listed. Neither is it an exhaustive list.

· Administrator  

· Caretaker

· Chaplain to:  Prison/young offenders; Nursing home; Further Education College 

· Children’s Liaison Officer

· Community Liaison Officer

· Evangelism enabler 

· Family Liaison Officer 

· Gardener

· Pastoral Worker  - circuit/church/ecumenical

It is suggested that the name Circuit/Church Pastoral Worker be used rather than Lay Pastor, Pastor and Lay Minister as these are not terms in use by the Methodist Church 

· Pastoral Worker with specific groups of people e.g. the bereaved, the elderly, church members 

· Premises Manager

· Project Manager e.g. Asylum Seekers; Drop-in Centre; Homeless

· Schools’ Worker 

· Secretary

· Youth Worker 
· Children’s Liaison Officer
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