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THE METHODIST COUNCIL

Presbyters and Deacons Affected by Impairment

Summary and Action Required of the Council

1.
The Conference of 2006 adopted the following resolution 11/4:

The Conference directs the Methodist Council to take appropriate steps to implement the remaining recommendations in Section F of the Report and to report progress to the Conference of 2007.

2.
This report outlines the proposed actions to be taken to implement the recommendations.  The Council is asked to approve these proposals and to authorise the Team to prepare a suitable report thereon for presentation to the Conference.

Jonathan Kerry

January 2007
In what follows, the text of Section F of the 2006 report is reproduced, with the proposed follow-up actions given in italics after each section:

F.
PROPOSALS

In the light of our work we bring the following proposals to the Conference for acceptance and action.
(a) That the Guide to Good Practice be approved and printed in the appropriate section of CPD.
A lightly edited version of the Guide to Good Practice (Section E of the 2006 report) is found in Appendix A.  It was necessary in order to make it clearer how things can be done.  In particular:
In 2(c) the aim of the addition is to ensure that someone does it even where the TDO or DDA is not the appropriate person

In 2(d) there is an unresolved issue about how the proposals in the report are to be resourced and in particular who develops and maintains this section of the website. 

4 and 5 are added because these areas of the journey into ministry ought to be in the Guide. They simply point out that our existing structures can offer guidance

The addition in what is now 6(b) aims to make it clear that someone is responsible for making sure that good understanding is established in situations where circuits may need help

Conference will be asked to approve this revised version.

(b) That a person be designated on behalf of the Connexion to be the point of contact for all matters relating to presbyters and deacons affected by impairment, to be able to guide and advise them, Chairs of Districts, the Warden of the Diaconal Order and District Disability Advisors.   
This needs to link with the responsibilities of the Assistant Secretary of Conference, who will act as interim contact person.  The Equalities and Diversity Project Officer will consider whether additional provision should be made in the longer term.

(c) That appropriate training be provided for Superintendents, Chairs of Districts, the Warden of the Diaconal Order, and circuit stewards, to include disability awareness, familiarisation with basic sources of help and advice, and the content of the Guide to Good Practice.  Such training should be part of the existing training programmes. It should also be included in ministerial training.
The Secretary for Pastoral Care and Spirituality, under the oversight of TSRE, will develop suitable guidelines for such training to be offered to the Connexional Leadership Team, CDIM Superintendents’ Course, TDOs (for district delivery) and Formation in Ministry Initial Development

(d) That specialist advice be made available to candidates and candidating committees.
MCSC and DCSC to ensure that this is available at district and connexional stages of candidating

(e) That regional networks of volunteers who can offer advice or support be established, such networks to be composed of relevant professionals and people with personal experience, and to be co-ordinated by District Disability Advisors.
This should be referred to the Equalities and Diversity Project Officer to devise proposals for implementation

(f) That the Methodist website contain a section providing information on all aspects of the Church and disability, including sections relating to conditions of service for the ordained ministry and sections relating to the Church as a service provider.  This will contain links to national sources of up-to-date information and advice.  
This should be the responsibility of the Secretary for Pastoral Care and Spirituality, working with the Ordained Ministries Committee, Assistant Secretary of Conference, Personnel Office and the Equalities and Diversity Project Officer

(g) That the term ‘Junior Supernumerary’ be replaced with ‘Early Retired’. 
This has been dealt with

(h) That those having to retire early should remain on the same mailing lists as other presbyters and deacons.

This should be the responsibility of the Senior Administrative Officer in the Joint Secretaries’ Office

(i) Costs involved in supporting presbyters and deacons with impairments/disabilities in their continuing ministry should be sought from statutory and charitable bodies. Any shortfall should be borne by the Connexional Auxiliary Fund (as provided for in Standing Order 364) with Circuits and Districts being invited to contribute.

This should be overseen by the Ministerial Benefits staff in the Finance Office.

APPENDIX A - GUIDE TO GOOD PRACTICE

1.
Presbyters and deacons affected by impairment at any stage in their ministry from candidature to retirement are to be affirmed as those whom God has called  and the Church  has accepted as having a ministry to fulfil within a covenant relationship. The Church shall endeavour in its theological statements, training of personnel, practical actions in management decisions and pastoral care to ensure that such persons are enabled to fulfil their calling with as much flexibility and appropriate understanding as is possible. 

2.
Fundamental to this is good communication between the relevant Church authority and the person so affected and their family,  friends and carers.   All should be encouraged to be open about the issues arising, and be able to be confident that they will be dealt with sensitively and positively, in accordance with disability legislation, with due regard to considerations of confidentiality and in the light of current best practice. To enable this:

(a)
There should be training for Superintendents, Chairs of District, the Warden of the Diaconal Order and circuit stewards. This should include awareness training, understanding of the law and familiarisation with basic sources of help and advice. It could be done within the structures of training programmes already provided for such office holders. 

(b)
Members of the medical committee should be invited to be involved in proactive and positive ways early on. Those in the local situation should be able to call on this advice in any situation related to candidature, stationing, adaptation of appointments etc. 

(c)
There should be a system of regional networks of those who can offer advice and support from professional, carer, and/or personal experience. This would simply consist of those with such experience being willing to be listed in accessible ways and someone who co-ordinates the list to enable people to find appropriate help. This should be co-ordinated through existing personnel such as District Disability Advisors and District Training and Development officers, although the responsibility for obtaining permissions, compiling and maintaining such a list will be differently allocated in different Districts. 

(d)
There should be a section of the Methodist website devoted to disability matters. 
3.
Candidature
(a)
Sometimes, candidates with impairments/disabilities are seen as offering less to the role of ordained ministry.  Learning to live with disabilities that we are born with, or acquire, opens up gifts and experiences that otherwise would not be discovered.

(b)
All candidates have their call tested. Some will have the call affirmed; others will be encouraged to explore a different direction.  Where the disability or impairment forms part of the reason, reference should be made to the requirements of the Disability Discrimination Act 1995.  Accepted candidates are offered different patterns of training, allowing for varying home and work circumstances. This flexibility can also be used to accommodate applicants with disabilities. As candidates for an order of ordained ministry, their call is tested at circuit, district and connexional level:

· Circuit: It is probable that the candidate’s gifts will be known and there may be a better understanding of the possible pattern of ministry which this candidate is offering. This must be conveyed to the District.

· District: It is vital that a candidate with a disability is not seen as a problem candidate. The committee needs to keep before it that God’s work can be accomplished in different ways, and it must not make the person’s impairment the only focus of the questions.

· Connexional committee: As with all candidates the committee seeks to learn about each individual candidate, the gifts they offer and the challenges they face and how the Church can work with both. An understanding is needed of how the impairment has impacted on the candidate’s life and calling.

(c)
Throughout each stage of the candidature process, it must be remembered that the call is not for the person despite the disability but rather for the whole person, with the disability seen as one attribute of the whole self offering. 

(d)
The candidature process should help the church community to understand that our differences enrich the whole. 

4. Pre-ordination training

The varied availability and flexible nature of training patterns should be used to the full to accommodate students with disabilities. Work should be begun as soon as possible during training to identify an appropriate probationer appointment

5. Probation

Full use should be made of the outcome statements to ensure that an appropriate probationary experience will enable the individual to develop in all aspects of ministry.

6. Stationing
 (a) When presbyters or deacons with disabilities meet with circuit invitation committees there  needs to be the opportunity to be open about the way their disability impacts on their life and what they perceive to be needed in order for them to fulfill their pattern of ministry. Ways of working with the congregations can then be addressed.

(b)
Circuit invitation committees should seek to understand the sort of ministry being offered, and what the role of the Circuit would be in supporting it.   It is important that good communication and understanding are established. The Chair or the Warden of the Diaconal Order should ensure that this happens.

(c)
Chairs of District, Lay Stationing Representatives and the Warden of the Diaconal Order, in consultation with, and with the permission of the presbyter or deacon, should not hesitate to seek advice connexionally  or consult professional experts, where additional information would be helpful in assisting in the matching and stationing process. 

(d)
The District Disability Advisor may also be contacted for advice on practical matters.

(e)
The Methodist website will be a source of further information and guidance.

(f)
Stationing a presbyter or deacon with disabilities should be regarded in the same way as any other stationing procedure: that of working with the whole person as they seek to fulfill their calling and together further the work of the Kingdom.

(g)
As with the candidature process, the stationing process should help the church community to understand that our differences enrich the whole.

7.
Ongoing Ministry

Particular care needs to be given at periods of change.
(a)
To assist in the process of discerning and enabling a pattern of ministry, the presbyter or deacon concerned, the Circuit, District and those charged under Standing Order 781 with handling the discussions about initial deployment and subsequent reviews of deployment, should together seek answers to the following questions:

· What could it mean for the person, within their circumstances, to live out the life-long vocation to ordained ministry? 

· How can God best be served in the particular situation?

· How can the skills, training and experience of the person be best used in the current or some other appointment?

· What additional skills or training may be needed?

· How can the person be affirmed, valued and accountable?

· What will it mean for the presbyter’s/deacon’s local churches, the Circuit and the District to enable and support any changes needed?

· How might the expectations of the local churches be influenced?

· What physical changes might be needed to the presbyter’s/deacon’s environment and working conditions to make it possible for them to take up or continue an appointment? 

· What assistance in terms of people, equipment and/or resources would make it possible for them to work as a presbyter/deacon in this appointment?

The answers to some of these questions can come only with time and through further discovery of the nature of the impairment.  Flexibility belongs to the nature of this process.

(b)
In a situation where a presbyter or deacon so affected needs to consider changing or adapting their appointment, as wide a vision as possible is needed so that they are enabled to think of all the varieties of ways in which ministry is, or could be, exercised. Chairs, the Warden, Superintendents and others with an overview of the situation should be helped to offer as many ways of proceeding as are possible within the available funding, and assistance from local and connexional sources.  To this end the following would be primary sources of advice and help and should be consulted as early as possible: 

· Colleagues who have experience in similar situations.

· The Methodist Ministers’ Housing Society.

· The Auxiliary Fund.

· Pensions Service within the Methodist Church.

· Social Services in the local authority for provision of adaptations to the manse and/or occupational therapist for advice on adaptations that the Church can make.

· Welfare and benefits advisors from a relevant disability charity.

· Local officers – e.g. community support workers – of the same.

· The Methodist website and websites of the major disability charities. 

8.
Early Retirement

If it becomes necessary to consider early retirement, provision needs to be made for the presbyter or deacon to be enabled to face such potentially unwelcome and difficult circumstances.  There are various aspects to this, namely:

(a) Mentoring, counselling and listening to the person and their family/friends.
(b)
Appointment of a mentor or enabler who will assist in the setting-up of a support group or other appropriate resource for the situation. This should be arranged by the Chair of District/Warden of the Diaconal Order in consultation with the minister and family/friends. When the group/resource has been set up, the mentor should ensure that the Superintendent and Chair are informed that this has been done.

(c)
Provision of space and time – e.g. retreat, leave, holiday, for proper adjustment to the situation.  If it is deemed necessary for the person to change appointment or to retire early, the matter must be sensitively handled. All official communication should involve the person affected at every stage and all assistance should be given to allow the person, family and friends, to work through the issues raised by major life transition without undue time or other pressure.

(d)
Retirement preparation through courses etc.  Special courses may need to be arranged or taken advantage of – such as those provided by disability charities and mentoring by lay people and or other presbyters or deacons with appropriate experience.  Moving into retirement is a crucial period in the life of the person, family and friends, and needs to be undertaken thoroughly and sensitively. 

(e)
Detailed, accurate advice on pension, housing possibilities, part-time work and earnings in addition to pension and funds that may be available from charitable and connexional sources.

(f)
Provision of information of this kind in forms accessible to people, including printed material.

The presence of presbyters and deacons affected by impairment enriches the Church. We are called to live in the holy society of the whole wide diversity of God’s people and the more that ordained ministry reflects this, the richer the gift it is to the service of the Church. At all stages in ministry, there needs to be awareness of the needs and understanding of the issues for those in ministry in such situations.

It should not be assumed that people will feel guilty, angry, traumatised – or indeed hopeful, defiant, and upfront. These and many other feelings are stages and signposts on the journey of ministry by those so affected, but there should be the openness in the procedures of the Church to enable any such feelings to be honoured, attended to and transformed as God gives grace through the Spirit.

