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“Numbers of candidates for Methodist ordained
ministry have dropped significantly in recent years.
Assuming that God is still calling people, we are
trying to find out what might help more people
respond to a call to ordained ministry. This project
has been commissioned by the Ministries
Committee, with a view to enhancing this area of
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Vocations Strategy Project (VSP) | Introduction &
Research Methods
Numbers of candidates for Methodist ordained ministry have dropped significantly in recent years.
Assuming that God is still calling people, we are trying to find out what might help more people
respond to a call to ordained ministry. The Vocations Strategy Project has been commissioned by the
Ministries Committee, with a view to enhancing this area of the Church’s work. The project has been
conducted by the Revd Dr Philip J Richter, on behalf of the Ministries: Vocations & Worship team.
In order to recruit candidates effectively we need to know how ordained ministry and the processes
of candidating and training are perceived by potential candidates in our congregations. In particular,
we need to know whether there are any misperceptions or partial perceptions currently holding
individuals back from candidating. We need to discover whether or not our current ‘Called to
Ordained Ministry?’ materials, including those revised in 2018, are giving the right message to those
whom churches see as potential candidates. Our findings could potentially enable the Church to
address current barriers to candidating and to take greater account of different categories of
potential candidates.
We concluded that a qualitative (rather than quantitative) methodology was likely to yield the
richest data, using a ‘grounded theory’ approach, with sufficient data collection to achieve
‘theoretical saturation’. This would enable us to draw out and crystallise common themes and
categories, without being bound by any preconceived theories.
Research participants were identified with the help of circuit superintendents, who were asked to
put us in touch with people who were:
o
o
o
o

a Methodist member; and
a lay person; and
aged between 25 and 50 years old; and
not currently candidating for, or training for, ordained ministry.

We randomly selected 80 circuits (in two equally-sized tranches) from the Connexional dataset,
including a quota of ‘big circuits’ (reflecting their proportion of overall Methodist membership] and
contacted the Superintendents, explaining the nature and purpose of the research and its
importance for the Church as it plans for the future. Each Superintendent was asked to consult with
their ministerial colleagues and/or circuit leadership team in order to select and approach an
individual fitting our sample categories. The Superintendent was asked to pass on a brief leaflet
about the Project, when they approached the potential research participant, and to explain that we
were very keen to hear their views. Individuals then chose to participate by letting their
Superintendent pass on their email address to the VSP, so that we could send them more
information about how to participate in the survey.
In order to ensure that our sample of research participants was adequately differentiated by, for
example, gender, age, generation, ethnicity, and region, we carefully monitored whether different
voices were sufficiently represented in our initial sample. Where necessary, we nudged the second
tranche of Superintendents, explaining that we were especially keen to hear from hitherto
underrepresented categories (for example, respondents towards the lower end of our age-bracket
4

QUICKLINK TO LIST OF CONTENTS

and/or from an ethnic minority background). The demographics of our surveys are charted on pp.
61-62 below
We also recruited a set of recently accepted candidates (a representative sample of Methodist firstyears at Queen’s Foundation), as a ‘control group’, so that we might gauge how their responses
compared or contrasted with our main group of research participants. Hence, we ended up with a
wide spectrum of respondents – from those who had ‘never considered candidating’ through ‘stalled
candidates’ to ‘accepted candidates’.
In order to make the research as economical as possible, there were no face-to-face interviews.
Neither did we use focus groups, as peer influence might have inhibited the candour of individuals’
responses. Instead, we relied on:
i)
ii)

an initial in-depth email-based survey – comprising 81 respondents (with open-ended
questions, giving plenty of scope for discursive responses); &
for 301 respondents, a follow-up telephone conversation lasting up to an hour (clarifying
and probing issues raised by the email-based survey, reviewing a set of photos of
ministry, and eliciting feedback on the Methodist website’s Called to Ordained Ministry?
section).

By dint of assiduous follow-up, we achieved almost 100% compliance from Superintendents and a
92.6% response rate from research participants (in order to achieve our overall quota of research
participants, we drew on some extra randomly-selected circuits).
We worked with an expert small reference group to devise a set of robust question-prompts for the
email-based survey, informed by literature review and Connexional officers’ own research hunches.
Data collection and analysis of the Initial Survey was facilitated by SurveyMonkey software and data
analysis of the Telephone Survey was facilitated by NVivo software. The telephone interviews were
recorded, and professionally-transcribed by Way With Words UK. We complied with GDPR
throughout the project.
Additionally, two small sub-projects were undertaken:
i)
ii)

Photo-based survey of perceptions of ordained ministers, at 3Generate 2018;
Survey of individuals who did not submit their Candidates Application Forms by the
2018 deadline.

The findings of the sub-projects are documented at the end of this report.

1

Thirty cases generally provide more than enough data to reach theoretical saturation (Stern, P. N., 'On Solid Ground: Essential Properties
for Growing Grounded Theory', in Bryant, A. and Charmaz, K. (eds.), The Sage Handbook of Grounded Theory, London: Sage, 2007, 114126, 117).
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Working hypotheses & questions
A number of hypotheses had already been proposed by Connexional Officers as to why fewer
individuals were offering as candidates for Methodist ordained ministry. Generally, these
hypotheses were validated by the research, alongside our other findings.

6

HYPOTHESIS

BORNE OUT BY THIS RESEARCH?

The zeitgeist and a ‘job for life’

For Millennials (those born between 1981 &
1996), the notion of committing yourself to a
single job for the rest of your life was seen as
something alien. In this respect, the itinerant
nature of Methodist ministry was seen as
potentially advantageous, in that it offers
regular opportunities to do something new.
Other elements of the Millennial-generation
zeitgeist were also identified as potential
obstacles to candidating – for instance, their
predilection to specialise, rather than be
generalists; and their aversion to having their
lives scripted by external authorities.

Training in only one place

The provision of just one training-location (The
Queen’s Foundation) was identified as a
potential obstacle to candidating, especially for
those living furthest away and with poor travel
logistics

The stories we tell ourselves about ministry

The survey revealed some horror-stories about
the way ministers can be shoddily-treated by
their churches. Also, accounts of over-hefty
ministerial workload were seen as particularly
off-putting to potential candidates. Generally,
however, ordained ministry came across as
something potentially rewarding and fulfilling.
There is scope to increase the sharing of upbeat
ministry stories, in which ministers
communicate their sense of vision and ongoing
inspiration.

The preconditions

Unsurprisingly, lack of a sense of call was seen
as an insuperable obstacle to candidating. It
was not entirely clear, however, to potential
candidates what the other preconditions might
be – for instance, in terms of educational entry
requirements or how one expressed one’s
human sexuality.

The requirement to be itinerant: do we need to
reopen MLA (or equivalent)?

Itinerancy was identified as the most salient
obstacle to candidating. The requirement to
itinerate was seen as potentially profoundly
unsettling to ministers and their families and
QUICKLINK TO LIST OF CONTENTS

severely disruptive to their support networks.
Respondents suggested that Ministry in Local
Appointment (MLA), part-time ministry, selfsupporting ministry, or a more localised form of
itinerancy within, say, a District or Region
would be more attractive options to potential
candidates (especially at certain stages in their
lives). However, the positive benefits of
itinerancy for Methodism were also
appreciated and there was a concern ‘not to
throw the baby out with the bathwater’.

7

The (financial) costs

Financial implications were identified as
amongst the most salient obstacles to
candidating – in terms of likely reductions to
family income when training and then the
limited income of a ministerial stipend.

Length of the candidating process and training
off-putting: do we need a fast-track (cf the
Church of England)?

The length of the candidating process was seen
as potentially off-putting, especially if you
include the considerable time needed to
undertake Local Preacher training (for those
not already accredited). The selection process
was perceived as quicker in other
denominations. The robustness of the
Methodist selection process was, however,
appreciated and it was suggested that issues to
do with the length and difficulty of selection
might be mitigated if a stronger rationale for
this were provided to potential candidates.
The length of training was identified as one of
the most salient obstacles to candidating: it
was perceived that training could be quicker in
other denominations and that they might take
greater account of a person’s relevant prior
learning and experience.

Is underlying model of ministry, as promoted by
the Church, sufficiently exciting/ ambitious/
responsive to contemporary culture? Do we
need ordained pioneers not quasi parish
priests?

Ordained ministry tended to be perceived as
insufficiently dynamic, with ministers having
limited autonomy and minimal opportunity to
work to their gifts. It was feared that ministerial
energy was too often tied to oiling the wheels
of the institution, rather than oriented towards
being outward-facing and innovative.
Methodist ministers were typically perceived in
rather unexciting and bland terms, and this was
likely to be unattractive to risk-takers and
innovators.

Do we put too much emphasis on experience:
does the Church demand too much prior
experience?

There was no particular evidence of this issue in
the survey. However, it was suggested that the
use of over-churchy language might be an
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obstacle for those exploring a sense of calling
who were relative newcomers to church going.
Does the Church demand too much prior
theological literacy? Do we need to rethink the
expectations of theological literacy?

There was no particular evidence of this issue in
the survey.

This is of God and we are not listening

The survey revealed some uncertainty about
the future of ordained ministry, at least in its
present form. It was suggested that the
direction of travel might be towards alternative
forms of lay ministry.

Summary of key findings2
o

o
o

o

o
o
o
o

o
o
o

o

2

40% of respondents had at some time experienced a sense of call to ordained ministry (NB.
further research would be needed to gauge whether this finding is applicable to Methodist
congregations more generally).
Up to 71% of those who had ever experienced a sense of call to ordained ministry appeared
to be keeping the door open to the possibility of candidating, albeit not yet.
Itinerancy was revealed as the most salient obstacle for potential candidates – in principle,
itinerancy was appreciated, but more local forms were preferred; it was perceived as a
greater obstacle by over 40s; accepted candidates rated it less as an obstacle.
Family responsibilities and worries about family impact were revealed as very salient
obstacles for potential candidates; it was crucial to have conversation with one’s family
about the implications of candidating.
There was a tendency to see candidating as something to do in early adulthood or later
middle age, when it would impact families and careers least.
Obstacles to candidating were not generally perceived as insuperable.
Some things were, however, seen as fairly intractable: not enough available Methodists in
the 25-50 age group; & the Church in numerical decline and with an uncertain future.
Ministers were mostly perceived as positive role models, but also rather unexcitingly and as
‘older‘; the typical minister was seen as quite bland and anodyne: ministry needs to be
promoted in more inspiring terms.
Ministry was envisaged as rewarding and fulfilling, albeit also as hard work and potentially
frustrating.
Honesty about ministry was prized: the importance of receiving a full, and not rose-tinted,
picture.
Potential candidates were seen as wanting to make an impact and not have their ministry
misdirected into something superficial: they need to be inspired with a sense of how they
might serve God faithfully and make a real difference to churches and communities.
Adequate support structures for ordained ministry were reckoned to be needed – which
might help to mitigate potential candidates’ worries about stress & ministerial workload
(including constant availability).

See also Working Hypotheses above
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Calling to ordained ministry was not seen to be promoted sufficiently on a regular basis in
local churches; it was very seldom ever mentioned in public worship; there could be scope
for a ‘dedicated ambassador for ministry’ or ‘ordained ministry champion’ in every church to
help raise the profile.
A personal targeted approach was favoured to nudge someone into exploring vocation,
though churches displayed a reticence to approach potential candidates.
A one-to-one personal chat, especially with a minister, was thought to be the most effective
way to encourage someone to explore the possibility of candidating.
Intentional personal development of every church member was advocated – for instance,
regular opportunities to be coached and have one’s gifts and graces developed and any call
to ministry discerned.
Experience, over against dry text, was prized – such as, the opportunity to shadow ministers;
testimony from ministers (regularly, live and in website videos); & upbeat ministry stories.
A significant lack of detailed awareness was shown of the candidating process and of
training possibilities; although enough was known to cite training length as a key potential
obstacle.
The Called to Ordained Ministry? section of the Methodist website was generally highly
rated; it was suggested that opportunities for conversation could be offered via live chat or
email (for potential candidates not wishing yet to declare an interest locally).
Specific cultural factors were identified – for instance, filial duty vs itinerancy. There is scope
to target vocational exploration more explicitly for particular cultural and ethnic groups. (NB.
the number of BME respondents to the survey was relatively low, despite attempts to
mitigate this: there would be scope to do further targeted research in this area.)
Specific generational factors were identified – for instance, the issue of work-life balance for
Millennials. There is scope to target vocational exploration more explicitly for particular
generations.
Specific gender differentiation was identified – for instance, males were most concerned
about itinerancy & call uncertainty; females were more concerned with family impact in its
widest sense & ministerial workload. There is scope to target vocational exploration more
explicitly for different genders.
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Potential obstacles to offering for ordained ministry
In our Initial Survey, we asked respondents the following question (Q18): ‘Imagine that someone
has decided, after due consideration and for whatever reason, not to offer for the Methodist
ministry (at least not for the moment). What factors do you think might have motivated their
decision?’ For the sake of brevity, we have tended to refer to these factors as ‘obstacles’, that is,
things getting in the way of someone deciding to candidate.
Our respondents put themselves in the shoes, as it were, of potential candidates and speculated as
to why they might fail to candidate. In some cases (38%), respondents indicated that they had
themselves ‘experienced a sense of calling to ordained ministry’; hence, those respondents may, at
least partly, have been rehearsing factors that had been instrumental for them personally.
A variety of potential obstacles were identified. Some had greater salience and this will be
highlighted in the discussion below.
This could make dismal reading, as the list of potential obstacles multiplies. However, few of these
factors are necessarily insuperable. Perhaps the only exception is ‘lack of calling’! As #18 put it: ‘if
you really want to do it, you’ll probably find a way around all those barriers’. Equally, #533 suggested
that ‘I think it would be an amazing calling. And I think if God’s put it in your heart, you’re not going
to get away from it. I truly believe that’. This also need not be a set of issues for the Church heavily
to reproach itself about. As #19 saw it: ‘I don’t think there are any real barriers. To be honest, I think
in fairness, the Church is doing the best it can, and is probably doing more than other Churches in
regards to finding the ministers and leaders of the future’.
Percentage of
respondents
citing item(s) in
category

= extra
themes added
to Initial Survey
coding in light
of NVivo
(Telephone
Survey) coding

3

# stands for ‘respondent number’
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Ministry reality
The reality of what ordained ministry might be like was seen as potentially off-putting. While the call
to ministry might be highly-regarded, it was felt that potential candidates would not be unaware of
adverse issues in terms of how ministry might actually be played out. Two issues were particularly
salient: itinerancy and ministerial workload; we will devote a separate section to the former, below.
The extent of ministerial workload was seen as a potential obstacle. #5 pointed to: ‘The amount of
work and commitment that is required. Once somebody knows the full extent of a Methodist
minister’s duties outside of preaching on a Sunday, it may surprise and ultimately put off a
prospective candidate’. High levels of stress, work-related illness and even premature death were
perceived among ministers. There was an awareness of ‘how stressed/tired/exhausted current
ministers appear, despite their enthusiasm!’ (#8). Ministers were perceived as being deployed
increasingly thinly across larger geographical areas and this was leading to intolerable levels of
stress. As #18 put it: ‘I'm aware that there are more and more pressures on ministers due to
shortages. This is leading to stress and burn out. I think a lot of people have observed this at first
hand and ministers having to take responsibility for more and more churches with all that involves,
whilst also being expected to explore new ways of being church in the community. There is too
much pressure and too many expectations… People can’t work like that. You know, people are going
to go off sick. You’re not going to have ministers. People aren’t going to go into it, you know,
thinking, like, “I could be the next person that ends up with a nervous breakdown”. Because I think,
these people are very conscientious people, that want to do a good job, but actually they can only
do so much… God does sustain you, but at the end of the day, you’re still human… I just don’t think
it’s right. I just don’t think the church should be putting ministers under those sorts of pressures.’
With such stressful workloads, ministers might not be particularly good adverts for ministry. As #23
put it: ‘because, number one, family life comes last, and number two, having fun and being out in
community events and stuff is just seen as work. So [ministers might say] “let's just strip that off the
diary because I don't need another thing to be doing”. And, actually, that makes us, therefore, so
boring and dull to the community. Why on earth would they want to come into the church? So, yes,
by being too busy and not being fun-loving, we're missing a trick. Why would anybody want to fill
their lives like that? Because actually, that's not living life to the full in the way that I think Jesus
wanted us to live’.
Alongside a hefty ministerial workload there was a perceived lack of proper support structures for
those in ministry. As #4 put it: ‘I think that what real life is like in circuit isn't always what people
want… I think support structures are a big key to this’ (this respondent had already pointed out that
ministerial training ‘is intense and can be far away from support structures’). The provision of
appropriate support structures was seen as something that might significantly mitigate issues to do
with ministerial workload. As #39 put it: ‘I think ministry probably is stressful, although I’m not sure
that that necessarily puts people off. I think it’s something that you have to show how you’re
managing, when you’re encouraging people in that direction. You have to acknowledge the fact that
there are stresses in the job and show how you are supporting people’. Similarly, #30 said: ‘I think if
they can offer some sort of reassurance. You can't just say it’s going to be easy, because of course it
is not going to be easy. I don’t think anyone would expect it to be. I think if they made it abundantly
clear where they will be supported, that there is room for respite, and thought and rest as well’.
However, there was a lack of awareness as to whether or not such support structures were already
11
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available for ministers. #64 said: ‘I don’t know what the support network’s like for ministers. I don’t
know what they do have, but if they did have a support network where they were able to support
each other and they had good, safe, helpful places to go when they had stress and pressure, if there
was a good support network and people who were looking after ministers, caring for them
spiritually, caring for them emotionally, looking out for their well-being, that would be really good’.
Ministry was also seen as something potentially destabilising to, in some cases, a hard-won
personally-settled life. For instance, one respondent4 related how after her marriage had ended she
had moved home and remarried and now had ‘a second life as it were, a new exciting chance at life
that hadn’t presented itself before’. She explained: ‘Maybe there’s a bit of hesitancy [about
candidating] because we’ve got so much now that I didn’t have personally in my life. You realise
what you didn’t have before, and it can get a bit unsettling if you think about another major change.
How would I feel about that? It’s almost like a step too far’.
Conversely, there was a perceived sense that ministry might be experienced as insufficiently
dynamic and that people might, for instance, anticipate limited autonomy or minimal progression
in ministry. As #49 saw it: ‘Back in the days of Wesley, I think there was an awful lot more freedom in
the spirit to do what you felt called to do. We are much more rigid now about the church structure
and systems.’ There might be limited freedom of manoeuvre. #4 surmised: ‘How flexible is this idea
of ordained ministry? Once you're an ordained minister, you are an ordained minister for life. I know
that doesn't always look the same, but how much wiggle room is there to do more or different
things in that role? Or what happens if your personal circumstances change? What happens if the
way that you see the world changes? What happens if you want to push yourself in different skills
and abilities?’. Ministers might be expected to be generalists, with limited scope to specialise and
work to one’s gifts. As #49 pointed out: ‘The vast majority are people that either have a set of gifts
that would make them best suited to be working with young people, or who are very evangelical, or
who are best to work with people in hospitals, and so on, and yet we expect them to be brilliant at
everything... I think that’s just an expectation too far’. Ministry was seen as something potentially
quite constraining and static. #4 said: ‘I’ve got some teacher friends - now they’re assistant heads,
and they can see that progression of where they’re going. I think sometimes ordained ministry can
be quite narrow and closed, at least from the outside. You're just moving on to more of the same’.
While some personality types might happily embrace a minister’s relatively unstructured and
unpredictable work environment, others might find this lack of structure considerably more
challenging. As #36 put it ‘I like to have a set of clear jobs in front of me and a clear, defined working
period. I get on and work for those jobs as efficiently and as productively as I can. I like [the clear]
on-duty, off-duty scenario. I really enjoy that in my work, I do like the structure and routine for my
day. And waking in the morning, I know exactly, well not exactly but roughly, what I will be doing
that day.’
The relatively high level of responsibility associated with ordained ministry might, it was felt, deter
younger people from candidating. As #4 put it: ‘Sometimes that's a lot of responsibility that people
might not want at that age. That's the reason why I think more people are wanting to come to it

4

Deliberately not numbered in this instance, to safeguard anonymity.
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later on, because of the nature of people maturing probably at a later age-range than they have
done previously’.
Equally, younger people might be put off by the predominantly elderly demographics of many
congregations. As #68 put it: ‘if you’re in a circuit or church where it’s predominantly older or just
one demographic of age, then that might put you off from even thinking [candidating] was the right
thing… it would feel like you would be coming up with a completely different mindset’. This might be
mitigated by ensuring ministers have opportunities to exercise ministry beyond the confines of the
church community. As #2 surmised: ‘Would it be more attractive for people to candidate for
ministry, I’m talking about younger people stepping forward, if they knew that there would be
opportunities, through chaplaincy and so on, for them to engage with people their own age rather
than just a predominantly elderly constituency?’.
In addition, there was a sense that people might find themselves locked into forms of misdirected
ministry. Having candidated with high expectations, they might be disappointed that day-to-day
ministry would be more mundane. For instance, ministry might turn out to be inward-facing and
mainly to do with oiling the wheels of the institution, rather than genuinely outward-facing and
mission-orientated. There might be too much ‘red tape’ and too many committees. #23 explained
that ‘I’m an innovator and creative thinker. But my worry is that you enter ministry and you are so
bogged down by the politics of church leading’. #60 suggested that potential candidates might
‘worry over how much of the role is management and administration and how much is dealing with
people and faith-issues’. A lot of ministerial energy might be tied up with maintaining the status quo,
rather than being an ‘agent of change’ (#50). As #34 put it: ‘I think we do have a problem with
maintaining church buildings. I’m not in favour of losing church communities, but having people at
physical locations each Sunday preaching to five people, ten people, fifteen people, depending on
how many people are actually there at that time, I think that’s disheartening’. Equally, ministry
might be seen as a case of ‘chaplaincy’ to a dying institution. #12 told how ‘one friend who was a
minister, but who is sadly no longer, came out of ministry as he said the only thing he ended up
doing was leading funerals and preparing to close churches’.
Potential candidates might take a reality check and decide not to pursue their sense of call. As #61
put it: ‘they might have realised at the last moment that their expectations and what they had been
told about ministry are actually different from the reality’. This may, for instance, revolve around
‘the shoddy treatment that churches sometimes dish out to their ministers’ (#51). As #14 related:
‘I’m very good friends with my minister and I’m part of her support network. And I am appalled at
some of the things that particularly older members of the congregation feel that they can say to her.
And, yes, I just don’t know why the kind of normal rules of behaviour don’t seem to apply within the
church really, which is a pity’. #34 spoke about their experience at a recent church meeting, when
the minister ‘tried to say that they needed to either do one thing or the other, and they lynched him.
I was in that meeting. I’ve had people treat criminals in court with greater respect than what
happened that night. It really was traumatic, and “why anybody would want to do that job” was the
first thing that came into my head’.
Ultimately, of course, the kinds of ‘ministry reality’ issues that we have been investigating above,
need not be an insuperable obstacle to offering as a candidate. A sense of call could trump such
obstacles. However, as #77 put it, it might be that a potential candidate ‘didn't feel sufficiently called
by God to the ministry to overcome those, or any other, objections’.
13
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Itinerancy
The most salient potential obstacle mentioned by Initial Survey respondents (especially by males)
was itinerancy; this was even more pronounced in the telephone-based survey (and mentioned by
an extra eleven individuals who had not previously referred to this factor in their Initial Survey
responses). By comparison, this issue was less salient in the Accepted Candidates Survey.
Itinerancy was perceived as impacting on families, in terms of, for instance, children having to move
home mid-way through their schools and spouses having to uproot their careers and find new jobs
to maintain family income. This was a significant concern for those with children or planning to have
children. #18 said ‘the main barrier as far as I'm concerned is the need to move every 5 years or so.
I've heard horror stories about what that does to your kids and family life and wouldn't risk it’. #46, a
teacher, testified to the impact on school children of frequent moving: ‘I've seen what it’s like for
children to move, and how difficult it can be for them…I see that friendship groups can be really,
really difficult for them to fit into. If they move in, if they’re in year nine, then they’re trying to move
into groups that have been established for two years, and so they end up being very peripheral… So
they don't form the friendships that you want them to. You want them to be happy, and have a good
experience at school. But if they’ve not got the friends that they can talk to, because they’ve moved
so much then they find it quite difficult.’ At the very least, itinerancy was a major factor to consider
when exploring a sense of call to ordained ministry. As #51 put it: ‘It’s difficult to leave aside the
family concerns and say, all right, this is it, I’m literally going to put my faith and trust in God and it’s
all going to be all right and everything will be cool and I know the schools in this area aren’t great
and I know I’m not going to get into the one I want to get in to because I’ve not been living there for
very long. That’s tough’.
A call to ordained ministry can come into conflict with one’s call to be a spouse or parent. #53 said
explained: ‘So to me it’s wanting to protect my family, whilst also honouring God, and serving him
the best way I can. But I don't want to damage my family in the process… God is my number one,
but I also know that God has clearly got on my heart that my most important ministry I’ll ever do is
in my home as a wife, and as a mother.’
The impact on children meant that candidating was more likely to be seen as something to consider
once they had flown the nest. However, given that people are now tending to have families later,
candidating might not be a viable option until they were into their 50s. But, at that stage in life,
people might be weighing up the impact of itinerancy on their family responsibilities towards ageing
parents: ‘filial duty’, as much as ‘parental duty’, may become an obstacle to candidating.
Filial duty concerns may be particularly significant for certain ethnic minorities. For instance, #44, a
young Chinese Christian, who was gradually exploring a potential call to ordained ministry, said that:
‘my parents were Christians and they always encouraged us. But even they had I wouldn’t say
immediately a positive but a pretty negative reaction… “What about your parents? How are you
going to take care of us?” and so on. And I think that filial duty, when it clashes in ways with your
religious calling or exploring ordained ministry, that is definitely something that a second-generation
Chinese Christian would struggle with’.
Itinerancy was also perceived as something personally unsettling. People might be relocated far
from family and friends. #36 spoke of how ‘the thought for me of moving churches and moving the
area that I live in and community around me and hobbies and friends that I might have made in that
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area to sort of, every 5-year cycle, to give that up, I find quite daunting’. Itinerancy was especially
difficult to envisage once people had entered a well-established phase of life or generally-settled
context. #54 pointed out that someone might have ‘done the usual things of having a career, maybe
a few jobs, and become reasonably settled. The church I go to is somewhere where people do settle
down for a long time. So, this idea I suppose of moving around a lot and so on would probably put
off people’.
The effects of itinerancy can be especially apparent during re-invitation processes. #49 said that:
‘We have a lot of ministers who come to a circuit, they settle their family, and then they want to
extend and extend and extend as much as they possibly can. Until you reach that point where often
they’ll say, “I really ought to move on, but I’m not sure I want to move on.” I think that is a
discouraging fact that everyone else sees within the local church; they see that problem and they
think about their own families and think, “that’s not something I want for them”’. The obligation to
itinerate can be particularly irksome when re-invitation processes are handled badly. #51 said that
(as a lay person) ‘I’ve been part of re-invitation where all sorts of stuff would come out the last
minute. It’s been really hurtful and painful for everyone concerned, just because people don’t have
mature conversations in the lead up to it. So the whole stationing, re-invitation, all that process
seems difficult for somebody with a family and it’s not always handled with maturity and grace as it
could be… I’ve seen a couple of people where they’ve had to move families and school. And I’m sure
they would have been quite happy to stay on in a particular place, but for one reason or another it’s
not worked out. And it’s not even a case of moving into the next town, it’s one end of the country to
the next. That’s quite a difficult thing!’.
Millennials were especially concerned about the implications of itinerancy for their support
networks. Unlike earlier generations they were less used to having high levels of independence in
their early adulthood.
Itinerancy is not something uniquely characteristic of Methodist ministers. #14, a health care
professional, pointed out that: ‘the paediatric doctors that I work with, they are itinerant every six
months or year, which is fairly crazy for them actually and perhaps puts the five-year cycle of
Methodist itinerancy into a bit of context really’. However, another health care respondent
suggested that medics usually had more geographical stability as their careers progressed. Equally,
#46, a teacher, pointed out that military families are affected by itinerancy: ‘In my school we have
some students from army backgrounds, and they don't make as close friendships because they know
they’ve got to move again. They know they’ve got to up and move’. However, there are important
differences between military and ministerial itinerancy; as #46 put it: ‘It tends to be that in the
military people go in younger, and grow up through the military. Whereas if we’re talking about
people who may potentially want to go into ministry, they may want some life experience first, and
end up not getting the call until later. When they’ve already established a family, they’ve got
everything around them. [By contrast] there’s a lot of people in the military choose to have their
family once they’re in the army. If that makes sense.’
A modified form of itinerancy might well be more attractive to some of those for whom itinerancy is
an issue. #18 proposed itinerating within a smaller area: ‘I think if they made it so you don’t have to
move around. Like, if those jobs were, like, fixed in an area, then I would be seriously interested’.
#45 suggested that a radius of 50 to 100 miles could be a workable maximum. #50 was attracted to a
Ministry in Local Appointment (MLA) form of ministry: ‘If people wouldn’t have to be so itinerant,
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they could stay in one area and not be required to move up and down the country, I'm sure that
would certainly help people, the fact they know they're not going to have to move all over the
country where they haven’t got family ties. Or, on a reasonably regular basis, they haven’t got to
completely uproot the lives of their children and their family. That’s not a normal feeling to want to
move around the country on a constant basis.’ Similarly, #2 was attracted to an MLA form of
ministry, at least during more vulnerable periods for the family: ‘not to have to move your family
would be a good thing, especially just for those whilst they’re at school, because really, in a whole
lifetime, they’re not at school for very long’. #63 suggested that the MLA might need to commute,
for instance, up to about ten miles.
The positive benefits of itinerancy were also appreciated and there was a concern ‘not to throw the
baby out with the bathwater’, as it were. Itinerancy was perceived as helping to maintain freshness.
#33 pointed out that: ‘I do think that’s one of the benefits of being in Methodism and I think it’s
really good, because it helps to keep things fresh and have different opinions and different points of
view at regular times, so I wouldn’t want it to change. I do see the rotation of ministers as a real
positive factor in the church, because I think sometimes the change can really be beneficial. And I
know that it helps to stop the sort of staleness that I know other denominations sometimes get
when ministers have been in place a long time’.
It was felt that, for some people at least, itinerancy might have a positive attraction. Some
individuals are energised by regular moves, as #9 put it: ‘It can be a very attractive aspect of
ordained ministry, that’s actually really exciting, and really kind of brings real life and energy,
because actually you're just responding to where God's call is for you next, and what will that look
like, and life's short. So I can see it as really positive’. Millennials are used to making multiple career
moves; #34 pointed out: ‘That might be something you should communicate [about ordained
ministry] - the fact that you’ll be doing something new every five years, or maybe even narrow it
down to, say, three years. You’d go off and do this for three years, and then you’d go off and do that
for three years, and you end up having a wide variety of experiences whilst staying within the same
organisation.’ For some individuals, itinerancy is not necessarily seen as an obstacle to ordination;
for others it is a major stumbling block. As #9 explained: ‘For some people that really is not the most
important thing or even that important a thing. I think some people are so able to just be in a place
for a time and move on, and out of it. But for others, that's not so easy!’

Others’ influence
People sensing a call to ordained ministry may be influenced by the reactions or imagined reactions
of others. They may explore the idea with their partner and/or wider family and fail to receive their
support. With no family support they may decide not to explore their sense of call any further.
Equally, they may never actually raise the subject with their family and, instead, family reaction
worry may motivate them. There may be ‘worries over what family will think and how they will
react’ (#54). #18, for instance, second-guessed the reaction of their partner: ‘it is a decision my
husband would not support, as he is not a Christian and he doesn't want to move‘. #53 pointed out:
‘sometimes we’re just so bombarded with problems from the church… and all the barriers that they
put up, that then, as family members looking at what you go through, your family are probably more
likely to go, “Seriously, why would you want to do it?”’.
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There may also be concern about the reaction of their friends and acquaintances. It was suggested
that friends might be unsupportive, especially if ordained ministry is not ‘observed in a positive way’
(#45). There might even be ‘stigma’ attached to the (ordained minister) role and acquaintances
might categorise you as ‘churchy’ (#27) and start behaving differently in front of you, thinking “we
have to watch what we say now!” (#30). As #63 surmised: ‘I don’t think a lot of spouses go raving
around to their friends saying their husband is a minister… just because people probably just don’t
see the value of ministry in the general public. They do not see the value of ministry and do not see
it as a calling’. It was also recognised that it might be hard to gauge the actual reactions of friends
and acquaintances, who might hide their true opinions. As #45 put it: ‘If it was me, I’d be thinking
what do they really think of me? They might not have an honest conversation. They might go “yes”,
but you’re thinking do they really think that? I don’t think a lot of people are honest sometimes
about what they really feel or what they see… So instead of being honest and saying “Oh, I disagree
with that”, they’ll go “yes”. But as soon as your back’s turned, they’re twittering’.
They may, also, sense a lack of encouragement from other influencers, not least members of their
own church. As #19 surmised: ‘others within their existing church may not be encouraging or
supportive’.
Conversely, it was perceived that individuals, in some instances, might reject the support and
encouragement of others, because they had no sense of personal ownership. They might have
‘been pressured into responding by the intentions of others’ (#32) or ‘have been responding to what
someone else said about them, rather than it initiating with themselves’ (#28).

Calling
An obvious, but insuperable, perceived issue regarding calling was when individuals had no sense of
calling, in spite of careful and prayerful consideration.
Alternatively, individuals might be uncertain about a potential calling and be unsure whether this is
what God is calling them to do (this was one of the most salient potential obstacles mentioned by
respondents in the Initial Survey, mentioned especially by males). As #5 said: ‘I think that someone
needs to receive the calling and be certain that becoming a minister is something they want to do’.
Equally, #30 pointed out that ‘when something is as important as ministry, you need to be for it one
hundred percent... there will be inevitable doubt, but you should have a clear idea that that’s what
you want to do; so maybe that wavering would put some people off’. If there were a lack of
guidance from others to help people discern their calling, this would make it more difficult to resolve
such uncertainties.
Sometimes people may sense a calling but decide that, for whatever reason, now is not the right
time to obey that calling. This may be due to such things as: personal or family reasons (having a
young family, for example); current work commitments; or personal anxiety and a wish to postpone
the decision. As #64, a mother with very young children, put it: ‘I can imagine that anyone in the
situation I’m in would probably say this isn’t my time [to candidate]. Whatever my calling, I cannot
manage this on top of family life right now’.
#53 wondered ‘whether it’s the sort of thing you should do earlier, before you get married and have
families, or whether it is something to leave until later on. But I don't know, because in some ways
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you don't want to leave it too late, because then that gives you less time to minister. But then, also, I
think the life experience people bring by coming to ministry later is invaluable really’.
Equally, people might lack a sense of assurance yet that they should candidate. #54 had previously
sensed a call to ordained ministry, but, so far, had not responded to that call, and explained: ‘I
haven’t dismissed it outright… I think I could foresee that, sometime in the future, I might find that
everything lines up and I can’t ignore what’s being suggested. But at the moment, it doesn’t feel like
I’m being pushed into that particular area. I’ve tended to make decisions like that in the past based
on some kind of overwhelming force, if you like, outside me. I don’t know why, it seems to be quite
almost spontaneous, but I think I tend to wait until I get this, [when] there doesn’t seem to be any
other way and this is clearly what I should be doing next. So, maybe ‘stalled’ is a good description’.
Others may sense a calling elsewhere, to something else: the sense ‘that God could use them in
other ways’ (#74) or the sense that ‘they can carry out their calling better in another role’ (#68). As
#36 put it: ‘I did a science degree and now I work in science and I’ve always felt the pull towards that
and the push towards that quite strong. Whereas a possible pull towards ministry has been almost
non-existent, certainly as a career option, in terms of serving within the church’.
Some individuals would have a strong sense of being able to fulfil their calling through another form
of ministry, for instance, through what they did as a layperson. #12 argued that ‘there is more
opportunity for sharing the gospel and getting alongside people as a lay person nowadays than as a
minister’. Others might feel called to ordained ministry, but not in its present traditional form. As #4
put it: ‘I think that what real life is like in circuit isn't always what people want and they might feel
called to do part of the job rather than the whole thing’.
Doubts about faith and a lack of closeness in one’s personal relationship with God were also seen as
potential issues regarding calling. #46 explained how she had been ‘fighting’ the call, in the face of
personal setbacks that had caused her to question her faith: ‘my husband and I have been trying to
start a family, and it’s not happening, and I’ve been in hospital with that. And it really puts a break
on wanting to be a minister… it’s a bit of a kick in the teeth! So, at the moment I feel a little bit like
I'm fighting it’.
Another potential factor was a sense of personal inadequacy, unworthiness or lack of readiness (this
was one of the most salient potential obstacles mentioned by respondents in the Initial Survey). For
instance, individuals may lack self-confidence and feel unable to take on such a hefty role; they may
be afraid that they do not have the necessary qualities, knowledge, talents, skill-set or, even,
courage to do it well. This may especially so if ministers are perceived as needing to be
omnicompetent. As #10 put it: ‘I’ve seen ministers who have a very strong theological aptitude. I've
seen ministers who have a strong pastoral bent. I've seen ministers who have good organisational
skills. It’s quite rare for me to see a minister who I think has all of those. What if a person doesn’t
feel able to link all of those different situations? I don’t think most people feel like they have a full
range of skills across the board’. One way in which an individual might overcome a sense of personal
inadequacy might be through encouragement from others. As #21 put it: ‘if someone else spots [an
ability] in you… the daunting bit could be just a personality trait’.
There might be anxiety about the finality of the decision to candidate: as #10 put it: ‘if I were to
candidate and then ultimately become a minister, that that would almost be it: that would be my
final career; there is a sense of having to, or wanting to be, ready for it in every single respect’.
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In some cases, the perceived issue was simply to do with age: it was felt that some individuals would
think themselves too old or too young to candidate.

State of the Church
There were a number of perceived issues to do with the state of the Church. There could be a
negativity about Methodism: ‘the church is sometimes a difficult place’ (#79); they may experience
an ‘unwelcoming congregation’ (#17); there may be ‘disagreements over church theology’ (#44);
hence, they may have ‘uncertainties about being particularly part of the Methodist denomination’
(#64) and they may even feel ‘an attraction towards other denominations’ (#73).
The Church might come across as too rule-bound. As #23 put it: ‘We actually need to go back to our
total principles and where we started as Methodism… And I think that model was brilliant; it was
when all these rules and laws and all the organisation came into it… we’ve tried to tie things up and
make it [too] rigid’. This can sit awkwardly with the search for spontaneity and satisfying
‘experiences’ on the part of rising generations. The challenge might be to ‘marry a sense of
methodicalness or orderliness in the way we make sense of ministry with the more experienceorientated approach in our younger generation’ (#44). Church meetings can become almost
indistinguishable from secular ones. As #45 put it: 'The agendas, safeguarding, policies, mission
statements - it all reminds me of work now… To me it’s like a business. It’s a bit off-putting, because
you think “I’ve just done a day of this, and I’m back at it again”. It’s like you can’t escape it’.
It might be difficult for the minister to be an agent of change, if their freedom of manoeuvre and
creativity were continually stifled by local church leaders with vested interests in maintaining the
status quo. #50 cited the frustrating experience of a minister elsewhere in the circuit: ‘There are
people in that particular church who have made his job very difficult. “This is how we’ve always done
it. Why would we want to change it? It’s worked in the past.” It’s like there’s no room for creativity.
Or, it’s got to be agreed by them as well, like you can be creative but it has to be agreed by the
people in that church. If you're coming across those barriers in every church you come across, I think
it would really put me off, potentially, if I knew that every church that I was going into, I could come
across these people who are going to tell me how to do my job.”
Perceived uncertainty about where the Church stands on certain key issues could be an obstacle.
#77 cited: ‘The Methodist Church's indecision on some issues, such as “Marriage and Relationships”
(whichever side of the debate they are on, in two years Methodist policy may change and they may
not be able to agree with the decision)’.
There might be fear that some Methodist churches could be unaccepting of LGBTQ+ people. As one
gay respondent5 put it: ‘About being gay, I'm not really sure how that would work. Being a minister is
obviously a public role, and, at the moment, I couldn’t even get married to my partner in a
Methodist church. We’re still waiting. Then, if in future we wanted to adopt, I can imagine that there
would be many Methodist churches where this wouldn’t be a problem at all. Then I can imagine that
there are quite a few churches where perhaps it would be an issue, certainly to some people’.
Also, there might be a lack of acceptance of people with disability. As one deaf respondent6 put it:
‘People have quite strong views, theological views or personal views, call it what you want, so I don’t
5
6

Deliberately not numbered in this instance, to safeguard anonymity.
Deliberately not numbered in this instance, to safeguard anonymity.
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know how flexible the church would be in terms of working with [a deaf person] to understand how
best they should be meeting God’s call… I mean, what assumptions would they make about how that
person was supposed to serve? What if they assume that that presbyter should be ministering to
deaf people and not hearing people?’
Negative role-models of ordained ministry might be off-putting, if ‘the role is not shown or observed
in a positive way’ (#45). It is true, however, as we observe elsewhere in this report (re Q12), that our
respondents generally perceived ordained ministry in positive terms. Nevertheless, demographic
factors, such as being of a different age and/or gender, can make it hard for potential candidates to
treat current ministers as role models. As #33 remarked: ‘My overriding memory is predominantly
male ministers… and they’ve all been sort of middle-aged and upwards… Whilst they’ve all been very
encouraging, it sort of feels like sometimes we’re in a different lifetime, really. My life experience is
obviously very different to theirs’.
The Church might be stigmatised in the popular imagination because of particular conduct. As #61
put it: ‘negative scandals in churches could discourage someone from joining the ministry’.
The decline of the Methodist Church was seen as a potential obstacle to candidating. As #12
pointed out: ‘being sent to a circuit with all small/declining churches could be a depressing thought’.
Ministry might be taken up with church closures: ‘The prospect of spending the next ten, fifteen,
twenty years slowly closing down churches is not usually appealing… to do that on a too regular
basis could burn you out, I think. It could burn you out after a while.’ (#51) This might also result in
ministers being spread too thinly. Potential candidates might be deterred by: ‘The thought of making
a lifelong commitment to an institution with shrinking membership and insufficient ministers,
therefore meaning that if they become a minister they will likely have a large number of churches
and insufficient time to dedicate to each one’ (#77). Church decline was linked to an ageing
demographic. As #21 put it: ‘It could be an off-putting thing to think, if you’re moving forward to
candidate… and the examples you’ve got around you are ageing congregations, I guess, if your
conviction isn’t strong enough, your desire isn’t strong enough, it could be off-putting.’ #4 pointed
out: ‘The exact same people that were going to church when I was a young person, which is close to
thirty years ago, they're still the same people there. And when I was a young person, I didn't see
them as younger people. They were probably in their fifties [then] and now in their eighties’. Some
circuits had difficulty in identifying a respondent for our Initial Survey, because their churches were
so agèd. #22 noted that: ‘when [my superintendent] put my name forward, it’s because I’m the only
person in the circuit who meets your criteria7’.
There may be uncertainty about the Church’s future on the part of potential candidates, ‘with so
many hearing comments like "the Methodist Church won't be around in twenty years’ time"’ (#70).
#18 said: ‘I’m just not convinced how much longer it’s got to run’. #51 suggested that the Church
might have lost its cutting edge and, hence, its raison d'être: ‘I’m not sure if it has such a clear
identity at the moment as it had in the past - those things like “social justice”. And I just don’t think
that they resonate quite as strongly as they did. We’re not at the forefront of some of the battles
that we fought in the past and other people seem to be taking that on… Without that sense of “this
is the clear purpose and identity of where we’re going and this is why we’re different and this is why

7

Age-range 25-50 years.
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we’re here and this a sense of our corporate calling”, you just think, “Well, without that sense of
direction and of travel, what does the future hold? Why should we survive?”’
Equally, there may be uncertainty about the future of ordained ministry in its present form.
Alternative forms of ministry, such as ‘local lay pastors’, may be seen as more viable. As #49 put it: ‘If
someone came to me now and said, “I’m contemplating ordained ministry”, I think I’d want to have
a very serious conversation about whether that’s what they were really called to… I’m not sure that
ordained ministry is working for us as a Church. Because you [could] put in one minister in one
church with a finite set of gifts, or you [could] put in place five laypeople with a variety of gifts across
a variety of churches. I would probably argue that the [latter] system has greater appeal’.
Uncertainty regarding Methodism’s future might translate into a job security worry. As #20 put it:
‘the Church isn’t growing, so there is the fear of redundancy/ churches closing’.
NB. the perceptions documented above were not simply general gripes about the state of the
Church: these opinions were volunteered specifically in response to having been asked what factors
might motivate someone not to offer for ordained ministry.

Training
Commitment to training was perceived as a potential issue: in terms of time commitment, other
training requirements and having to commit to academic study. This was an especially salient issue
in our Accepted Candidates Suvery.
The cost was also seen as an issue: in terms of having sufficient money to support themselves during
training, especially if you already have a family and children who can't relocate during training. #46,
for example, cited ‘money constraints - I could not afford to retrain’. #51 pointed out that ‘It’s a
short-term financial thing, isn’t it? To get you through the training stages is a bit of a transition. So,
short term, it would be a problem, it’s a major financial hit’.
Inflexibility of training was identified as another issue: for instance, (perceived) ‘lack of distance
learning opportunities’ (#58) or limited range of different approaches to learning. #2 suggested that
‘when you go to university, you can choose a university that you feel suits you, in that you might still
do the same degree wherever you go, or you may have a choice of three, but you can go and look at
them and see which one you feel most suits your style of learning. But if there’s only one place that
you can learn or train to be a minister, then you have to just go along with whatever that style is’.
Inflexibility was also couched in terms of the Church’s potential overriding of student ministers’ wellfounded preferences for particular training pathways. There was also suggestion that other
denominations were more generous when taking account of accredited prior learning and, hence,
reducing the length of ordination training. As #23 pointed out: ‘I’m a trained youth worker and other
denominations will exchange those credits, whereas the Methodists have been, up to now, very
closed about a dialogue about how we exchange those credits across… I can name four people [with
Theology degrees] that have thought about ordination, but have been stumbled by this fact within
the Methodist tradition’.
Training intensity was also identified as an issue: #4, for example, suggested that: ‘There is a lot of
prior learning to be done before starting the course. The course is intense and can be far away from
support structures.’ #9 acknowledged, however, that: ‘Obviously you have to go through that
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process of training as an ordained minister. You can't just suddenly be in that role. It would be quite
a rigorous process of training, and rightly so’.
The length of training was seen as another issue (this was one of the most salient potential obstacles
mentioned by respondents in the Initial Survey, especially by males): #70, for instance, worried
about ‘the time it takes to complete training and actually begin ministry.’ Ordination training in the
Methodist Church was perceived to be longer than in denominational counterparts. #23 pointed out
that ‘it’s a long journey - other denominations seem quicker’. Now that we have a relatively large
proportion of graduates in the population, at least in younger age categories, people might have
training fatigue and not want to commit themselves to more training. As #39 put it: ‘I don’t want to
do any more formal study. I’ve had enough of essays!’.
The location of training was identified as another issue: if people were not able to commute easily to
Queen’s, because of distance or poor travel logistics, it was anticipated that they would need to
move away from home to train. Having a single training centre reduced options: as #21 speculated:
‘If there is only one learning centre, is that becoming a barrier to exploring their desire to candidate
in whatever form?... I’m just thinking if you lived in the furthest reaches of the country, you’d
understand that part of your commitment and it’s a real test and it probably would be a bigger test
than if you lived next door to it’. ‘Also, they might not be able to physically travel back and forth to
Birmingham due to specific family commitments: for instance, if they have responsibility for a child
or young person with a disability. Moving to Birmingham to train may not be a viable option, if it
would disrupt the spouse’s job. #49 spoke about a female student minister she had known: ‘The
husband and family are here but she had to travel regularly to do the course in Birmingham. That’s
been a little bit more than an inconvenience, it’s a separation of family. The husband’s tied here for
work purposes, she’s had to travel away for [training], and that’s long periods of time apart. That
can’t be good from a marital point of view… I don’t think it’s even good from that individual doing
their study and developing, really, ensuring there’s always that distraction of what’s going on at
home’.
The unsuitability of the training was also perceived as a potential issue: in terms of level or type of
study entailed and/or its compatibility with maintaining family life. As #39 pointed out, for anyone
who ‘didn’t particularly ever get beyond education at school, formal academic training can be a very
scary thought’.
These factors have, of course, to be seen in the light of the relatively high levels of ‘avowed
ignorance’, ‘partial details’ and ‘inaccuracies’ displayed by respondents when asked what they
already knew about training for ordained ministry (Initial Survey Q16). At least some of the issues
raised above are based on misperceptions (for instance, ‘lack of distance learning opportunities’:
distance learning is a significant element of the Queen’s Connexional Course and, potentially, Circuitbased learning).

Selection
The difficulty of selection was perceived as a potential issue, in terms of the time and effort involved
in what was seen as a (properly) rigorous process. #24 cited: ‘the amount of stages in the process
and the amount of work needed for this’ as a potential obstacle to candidating. There was, also,
concern that this could put strain on personal relationships.
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It was anticipated that people would need plenty of personal resilience to undertake the candidating
process. #14 likened it to ‘getting into MI6’ – ‘I know that you have hard questions asked of you. I
know that there are elements of psychological profiling that go on. In that, you have all aspects of
your character and personality examined and so, yes, I guess there has to be a kind of resilience
about you to put yourself forward for that’.
Issues to do with the difficulty of selection might be mitigated if a stronger rationale for this were
provided to potential candidates. As #14 put it: ‘I don’t know whether there needs to be more
information available as to why it’s important that these various different aspects of your character
and your thinking are examined and that it’s not just a character assassination, that this is a testing
and it’s for a particular purpose, but it’s also for that person’s good that the process is robust’.
Some potential candidates might lack the requisite initial qualifications and, hence, need some help
in even getting to the starting gate.
The length of selection was seen as potentially problematic: it was perceived to be a ‘long drawnout process’ (#34) and it was remarked that ‘other denominations seem quicker’ (#23). The length of
time required to complete Local Preacher training (if one is not already an accredited Local
Preacher) was also seen as a potential issue. This was particularly the case for individuals in full-time
work or with young families. As #59 put it: ‘The commitments of family may make the entire process
more challenging and instead of completing Local Preacher training in two years it may take four
years, which can be very frustrating. It is clear that those training who are older with less
commitments fly through it, once they have a handle on how it is set out, etc. Whereas for those of
us of [my] age group, who tend to have young families, it can seem like a constant uphill struggle’.
One respondent reported rumours that the new Worship: Leading & Preaching course was too
‘academic’ and unsuitable for people who ‘learn in a more practical sense’ and said: ‘the changes to
the local preachers’ course have certainly closed the door to a lot of people wanting to explore even
further’ (#23) – however it should be noted that this was not commonly cited as a potential obstacle.
The cost of selection was also cited: ‘the lack of financial support’ (#55) when candidating or, at
least, ‘possible financial implications’ (#50). As #19 put it: ‘I think cost shouldn’t be a barrier because
I think in some respects it could deter people from answering the call. We can’t assume that
everyone has savings, or a partner, husband or wife, that’s also employed, that can support them…
They should find ways to help the right candidates come through regardless of their means, I think’.
Obviously, such comments do not necessarily reflect awareness of Connexional guidance about ‘the
cost of candidating’.
Additionally, selection uncertainty was seen as a potential issue: potential candidates might have
heard stories about people who had candidated unsuccessfully. There would be ‘risk involved in the
process’ (#55) and ‘uncertainty about outcomes would play a part’ (#16). As #27 related: ‘I have
heard some stories - they’re very broken stories to be honest - a lot of stories where people have
gone through the process and it’s so long-winded and they feel that they’ve put in all of this effort
and then at candidating they’re thrown out and it all feels very disjointed and very awkward’.
Similarly, #33, looking back over the last twenty years, recalled three people who had been
(unexpectedly) turned down as candidates for Methodist ministry, and said: ‘I think, for me, it would
make me nervous to encourage somebody to work really hard for something and sort of to set up,
because you have to obviously set your life and start thinking about those changes, with the
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potential for it to not happen. I think that would make me nervous about really encouraging
somebody. You know, I’d want them to understand that there’s a possibility that it might not
happen.’
Whatever the potential issues associated with selection, there was also respect expressed for the
rigour of the selection process. For instance, #23 pointed out that ‘The way that you have to go
through all the bureaucracy actually tests out that calling in such a strong and sincere and brilliant
way. We don’t want to lose that. We don't want to lose the sense of specialness of calling by saying,
“those doors are open to everyone, you know, just come and try it out”, sort of thing, because I
think we'll lose something in that. The thoroughness of the process was also perceived as something
that could personally reassure someone about their calling: ‘I know it’s daunting, but if you make it
to the end of that process, it must be incredibly gratifying because you know that all of these people
said yes that you are called to it. You would end up with a stronger sense of calling that God is calling
you to this, so I don’t think I'd change that much. The system we’ve got is good’ (#50). As #54 put it:
‘I think it would give me the confidence to then do the job knowing that it had been rigorous.
Because, if it wasn’t, it would be a bit of a question then whether or not you were good enough’.

Other commitments
Two of the potential issues categorised as ‘other commitments’ were among the most salient
potential obstacles mentioned by respondents in the Initial Survey: family impact8 and family
responsibilities.
Offering oneself for ordained ministry might have various impacts on one’s family. As #25 pointed
out, ‘it doesn’t just impact them but their whole family’. It might disrupt the family and constitute
‘bad timing with regards to the stage of their family (small children, etc)’ (#64); there might be
financial sacrifice involved, especially if they live somewhere with a high cost of living; study-time
might erode time with the family; 24/7 expectations of ministerial availability were also expected to
adversely affect family life. There was also significant overlap with another salient issue identified in
the survey: itinerancy and the disruption that relocation for training and stationing could cause to
families. As #14 put it: ‘they may feel a loyalty to their family not to put them through the process’.
This would be especially so if a spouse did not share their partner’s convictions. As #18 explained: ‘It
is a whole family decision due to the need to move about. Also, it is a decision my husband would
not support as he is not a Christian and he doesn't want to move…because it’s not like he knew
when he married me that that was part of the deal.’
Equally, this type of candidating obstacle was sometimes expressed in terms of family
responsibilities, for instance, ‘youngish families to look after, plus elderly parents’ (#76) or having a
child with a disability. It was, also, expressed less specifically, in terms of, for instance, ‘family needs’,
‘family reasons’, or ‘family commitments’. As #2 remarked: ‘I guess when you’re pre-family or prebeing-in-a-marriage-relationship, then there’s more flexibility and then perhaps later on in their
lives, when the family grows up’. #29 suggested that such obstacles might be mitigated if part-time
ministry were an option: ‘I think if there’s opportunity for people to be part-time, they can balance it
with other commitments, such as family. Because I imagine going into ministry, it’s beyond full-time,
isn’t it? Let’s be honest, it’s every hour of the day’.

8

This issue was especially mentioned by females.
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It was felt to be important that the family made its own informed decision whether to support a
person’s calling, rather than be ‘dragged along’. As #53 explained: ‘I’d really want God to speak to
them, and for them to come to me, rather than me taking it to them. If that makes sense. I knew a
minister once who said that she’d got a call to ministry years before she actually became a minister,
but her husband wasn't ready. So, she just always just prayed that God would lead him to that point.
And then she remembers coming home one day, and there was a bouquet of flowers with a card
saying, “OK, I’ve heard, I'm ready!”. And that’s when she then took up her call.’ By contrast, #51 said
that, after sensing a call to ordained ministry ‘I thought and prayed on it and talked to my family as
well… And the prospect of the moving wasn’t really good. For everyone to drop everything they
were doing, it didn’t receive a particularly warm reception. It wasn’t going to work. That’s the long
and short of it. There wasn’t a way to make it work’.
Another perceived issue was relationships impact: the wider impact of ordained ministry on one’s
established friendships and personal relationships, not least because of strains attributable to the
obligation to be itinerant. This was seen as a potential threat to ministers’ support networks. As #49
put it: ‘The friends bit really is about the support community or support network. I think it’s
important for us as Christians that we have that group of people that we can rely on and trust’.
Also, secular work load was seen as something that might obstruct one’s availability to candidate: in
terms of hefty ‘current work commitments’ and the need, in today’s economy, to keep working fulltime.
Additionally, wider commitments were cited as potential obstacles: sheer busyness and inability to
dedicate one’s time to all that would be involved in candidating or training. #29 put it this way: ‘I
think if you’re involved in church, you’re already giving a lot of commitments there, as well as family
and your hobbies. And you just stand and look at it all and think how on earth would I manage all of
that plus training?’. Equally, people may have committed themselves to particular Christian projects
in their own church or further afield. As #10 explained: ‘I feel called to do what I'm doing at the
moment and I’ve certain obligations, given the things that I've started, the things that I've set up, I've
got certain obligations to see those through.’

Lifestyle impact
The impact on one’s own or one’s partner’s career was seen as a potential issue. One’s career
development might need to be stalled during (part-time) training or be adversely affected if one’s
employer is aware that you will soon, once trained, be giving in your resignation. Sacrificing a career
could cause ‘practical concern over pensions, benefits, income, etc’ (#60). As #54 surmised: ‘I can’t
really imagine the conversation, how it would go, in my household anyway… It might mostly be
about money, because you think someone’s on a career and they’re going to progress, and they’ll
earn more and they’ll have a nice tidy retirement package and the rest of it. And that would turn
that upside-down, I think, if you chose a different route’. Career sacrifice was also seen in terms of
sacrificing something that was potentially personally fulfilling: ‘having to give up a successful and
rewarding career’ (#74).
Financial implications were also perceived more generally as a likely issue (this was one of the most
salient potential obstacles mentioned generally by respondents in the Initial Survey; it was also
especially salient in our Accepted Candidates Survey). Ordination would entail ‘a substantial pay cut’
(#74) and the fear that ‘the income wouldn't support their family life, mortgage, bills etc’ (#71).
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The Called to Ordained Ministry? section of the Methodist website clarifies how much the minister
will receive in stipend. This can amount to quite a reality check - #33 said: ‘ I had a flip through the
website and I looked at the salary and I realised that it sort of briefly mentioned it, and I knew it
wasn’t a great salary. I mean, I’m not on a great salary myself, but I did think oh, you know, actually
that is another factor that you have to think about, isn’t it, especially if you’ve got a family’.
Making ends meet on a ministerial stipend was seen as challenging for the minister and spouse (if
any). #63 said: ‘I realise that they do have accommodation but I think it’s a bit of a stretch. I think
sometimes probably their spouse might feel that, “Yes, you’ve been called to ministry but I
haven’t”… You want to be able to afford the basics and more, basically. And I think to ask a spouse
to exist and bring up a family on a minister’s salary, I think it might be problematic’. #50 speculated
as to why someone he knew, who would be a good candidate, has not offered himself for ministry:
‘His wife has her own career so there's some question as to whether because she’s got her own
commitments, he’s not fully able to enter ministry… If you’re not the one that feels called then, if
you're in a loving relationship, then it’s got to be something that [your partner sees] in their future
as well because of the financial changes’.
Financial considerations also related to retirement as a minister (‘sitting down’), given that up to
that point tied-accommodation would have been provided. This was expressed as ‘fear of the
unknown – what happens after you retire?’ (#51). This might be particularly concerning for those
coming from relatively modest backgrounds. As #46 put it: ‘I know that accommodation would be
there, but what happens when I retire from ministry? I don't have a home to go back to. If you see
what I mean.... Growing up we didn't always have as much money as my parents do now, and I
remember what it was like, and I wouldn't want to be overstretching moneywise, and getting quite
worried’.
Concern was also expressed about impact of the perceived cost of training. #46 pointed out that
‘We’ve got two wages coming in to be able to pay the mortgage. If I was to retrain in any job,
obviously my wage would go while I was training, and then a lot of my husband’s wage would go just
onto the house and bills, and then we’d be left with very, very little money to actually have things
like food while I was training, while I wasn't working’.
The issue of work-life balance was also raised: in terms of the anti-social hours worked by ministers,
the juggling of time between work and family, the challenge of ring-fencing dedicated time, and the
sheer time commitment demanded by ministry. As #33 put it: ‘I wonder how much of a work-life
balance [they achieve]. I know it’s vocational, so it’s different to a normal job, but sometimes I do
wonder how much time they actually get to themselves. And I know you get sabbaticals to have a
break, but it’s not the same. So yes, I think it’s quite a full-on workload… I don’t have children
myself, but, you know, for someone of my age to try and think about getting kids to swimming or
ballet and football or whatever, at the same time as the church meetings and all of that. I would
think that would be quite overwhelming for anybody with younger children’. In particular, one
aspect of selection for ministry – local preacher training – was singled out as a work-life balance
issue: ‘I am trying to finish my local preacher course but the amount of time that is needed to do this
if you have a full-time job is ridiculous!’ (#46 – NB. the respondent was referring to Faith & Worship).
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Cultural factors
Some interviewees spoke of specific cultural factors that might get in the way of a potential
candidate, from their experience of their own culture.
For instance, a Chinese9 Methodist interviewee suggested that parents may not be particularly
supportive of someone’s call to ordained ministry, because of conflict with key Chinese cultural
values, such as ‘filial duty’, the overriding importance of educational and career success, or the
priority given to nurturing and sustaining the family. He explained: ‘I once told my mum that I
wanted to be an ordained minister... And my parents were Christians and they were a team and they
always encouraged us and so on. But even they had a pretty negative reaction. It was all: “What
about your family? What about your parents? How are you going to take care of us?” and so on. And
I think that filial duty, when it clashes in ways with your religious calling or exploring ordained
ministry, that is definitely something that a second-generation Chinese Christian would struggle
with’. He explained that ‘When we were young, I think our parents would imbue [us with] a lot of
thoughts as to what success means in life - you all just want your kids to do well in school and
choose a profession in which they can be themselves and happily sustain a family as well. And I think
one of the things that people are [concerned about], when they see ordained ministry, is that it’s a
lot of sacrifice, which from the Chinese perspective is not really about your own personal sacrifice,
it’s that your family sacrifices with you’. He added that: ‘For Chinese parents, the saying is we all
want our kids to be like dragons, which of course is a symbol of greatness… [However,] to be a
minister in our eyes, I think, it’s quite soft, it’s all quite smiley and it’s quite non-provocative. So, you
think of a farm animal… rather than someone like a dragon!’
Another potential issue, it was suggested, was the lack of personal autonomy that someone might
have, were they expected to minister within their own cultural community, where they would be
already well-known and subject to traditionalist expectations. ‘You would need to learn “the right
way of doing things”, or “the way we’ve always done things”’. Our Chinese interviewee explained:
‘When you make a mistake, everyone else will know about it… and it’s almost as if a person’s honour
is on the line’. If members of your own extended family belonged to the church in which you are
ministering and, say, started arguing in a church meeting, this would place you in a difficult
predicament. As our Chinese interviewee pointed out: ‘How do you then serve with them in that
situation? I think that all weighs down, especially in my church, on people’s willingness to reflect on
whether they can take the next step to ministry’.
Further culturally-specific factors, that might get in the way of a potential candidate, emerged during
our interview with a Methodist who had grown up, until her early teens, in Africa10. For example, she
saw her own faith as significantly more evangelical and passionate than that of most British
Methodist churches. She feared that her style of faith might make people like herself unwelcome, as
a minister, in some churches: ‘they’re at times afraid of what the congregation will be, because
they’ve said something or done something that doesn’t fit in their norm’.
Her experience of observing itinerancy, when growing up, led her to cite that factor as a key
potential obstacle to offering for ministry: ‘I know that's what it is because I was born in Methodism.
Back home, Methodist is big. When I was growing up, I knew how this minister will come, the

9

Self-identified in the (UK census) category ‘Asian/ Asian British’ in our Initial Survey.
Self-identified in the (UK census) category ‘Black/ African/ Caribbean/ Black British’ in our Initial Survey.
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congregation are getting so used to him, the church will be full, they will go away and the church will
be depleted. I know that's what I'm struggling with’.
Culturally-specific potential obstacles, like those instanced above, could be mitigated by actively
encouraging people to explore ministry from the standpoint of their own culture. Our Chinese
Methodist interviewee advocated: ‘exploring ministry with a unique cultural identity, especially in a
country like the UK where it’s predominantly a different culture - using your experiences and your
cultural background and different world view is actually a refreshing and positive and a thoughtprovoking way to explore [ministry]’.

Generational factors
Some interviewees spoke of specific generational factors that might get in the way of a potential
candidate. Two generations were represented in our survey: Generation X (aka Baby Busters) –
born between 1965 and 1980; and the Millennials – born between 1981 and 1996. The generational
factors identified by the interviewees were based on their perceptions of their own and other
generations, which may or may not coincide with the insights of generational theorists11.

For Millennials, the notion of committing yourself for the rest of your life to being a Methodist
minister was seen as something alien. It was suggested that Millennials were more used to doing
something for a certain period of time, then something different. As #34 put it: ‘we’re pretty much
assured that nothing that we do is going to be for the next umpteenth years… you get a job for a 12month period, you get a job for five years, but you keep needing to move on, whether it’s because of
additional pay or a need to do something new’. In terms of ministry, this means that: ‘you also have
to give them the freedom to think that they can walk away, which is bizarre, I know, because you
can’t actually walk away from God, he’s right next to you’ (#34). As we have noted elsewhere, the
itinerant nature of Methodist ordained ministry might be attractive to Millennials, offering them the

11

See, for example, the ‘Generational Differences Chart’ by Renee Allen
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opportunity to do something new ‘whilst staying within the same organisation’ (#34), since
Millennials also crave security and stability in their work12.
Millennials were also seen as having short attention spans, making it difficult for them to engage
with some of the materials published by the Methodist Church to promote ordained ministry. #34
pointed out that: ‘The website which talks about becoming a Methodist minister is very heavy
reading. It’s very wordy. It’s like reading a legal contract more than anything else. It’s not giving you
bullet points. It’s not giving you the five-word banner which everybody is so drilled into these days.
You read it like you would read a classic novel, and this generation’s not reading classic novels. it’s
certainly not the case in this, for want of a better term, “bite-sized generation”’.
The degree of specialisation inherent in Millennials’ education and careers was seen as something
that might deter someone from offering for generalist ordained ministry. As #34 put it: ‘When I was
a kid; we were encouraged to specialise. You were told that if you got this qualification in this,
whether it be information technology, business studies, psychology, whatever, that there would be a
niche out there which would pay you lots of nice money for it. So, we were encouraged from a very
young age to specialise… That you needed to have a wide variety of different knowledge sets was
actively discouraged by the time I was in college… You end up being very, very specific, and
therefore trying to be “all things to all people13” ends up being seen to be rather intimidating’.
It was also recognised that Millennials tended to be experience-orientated and that too much
‘methodicalness or orderliness’ (#44) in terms of how ordained ministry is promoted might be offputting. Equally, Millennials did not like to have their lives scripted by external authorities. As #4
put it: ‘I think my generation have a bit of a better understanding about what they would like… Well,
not a better understanding, but I think sometimes they’re pretty clear about what they want to do
and what they don’t want to do’. This is consistent with the findings of the Kendal Project, which
suggest that there has been a ‘subjective turn’ in British culture ‘whereby conformity to external
obligations becomes less important than sensitivity to inner life and wellbeing’.
It might be hard for Generation X or Millennials to commit to working with a predominantly elderly
constituency, especially if this largely comprises the so-called ‘Silent’ generation (born in 1945 or
earlier), since there would be a significantly-different generational mindset. As (Millennial) #68 put
it: ‘I know it’s stereotyping but, from experiences I've had, there can be a certain [generational
mindset] that actually you don’t question or explore certain stuff - that’s just [accepted]… Whereas,
maybe, [for] a more modern generation, they want to question and explore and look into stuff and
relate that with what's happening in the world, as well as what’s been tradition within the Church’.
Offering for ordained ministry was perceived as risky, as stepping out well beyond one’s ‘comfort
zone’ (#30). Interestingly, there was a lack of consensus as to whether Millennials were either willing
to take risks or, on the other hand, risk-averse. #30, for instance, said that: ‘I would say Millennials
are more, as a generation, inclined to take risks. I think partly out of necessity, perversely, but also, I
think it’s that kind of… “It can't hurt” aspect. For my generation, things are a lot less stable in terms
of finances, future prospects, housing, all that sort of thing. There is a lot of uncertainty ahead, so I
think they are more likely to take risks, because of the “Might as well give it a go, what have I got to
lose” aspect.’ Conversely, #4 suggested that Millennials might want to opt for a more settled, less
12
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See Meet the Millennials, KPMG, 2017, p.12
1 Cor 9:22
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risky existence: ‘[As a minister] you could be itinerant, you could be anywhere, potentially… I think
it's very difficult for anybody, and I’ve got a lot of respect for people that do it, but I think when
people my age… I have a house and I have a wife, but I wouldn't want to leave my support system
and do that’.
Our statistical analysis of the Initial Survey data also demonstrated the potential impact of
generational factors on potential candidates. For instance, for Generation X and the Millennials,
concerns about the effects on family relationships were especially salient. This is consistent with the
way these generations are commonly characterised (by contrast with the Boomers’ relative lack of
focus on family relationships). Concerns about work-life balance were expressed particularly by
Millennials: this is generally seen by commentators as a key characteristic of both Generation Y and
the Millennials compared to previous generations14 .

Other factors
Some of our respondents suggested that there might be other factors, beyond the categories
already explored.
For instance, inertia: if someone is living an extremely settled life (#21) one might expect a high
degree of ‘resistance to change’ (#54). #54 longed for Methodists to be more spontaneous and less
stuck in their ways: ‘I’ve found in pretty much all of the churches I’ve been to that… people don’t like
change… I’ve been to some churches, not Methodist churches, where you do get the feeling that
things are more up in the air. So, they might be [more] used to making things up a bit as they go
along.’
Alternatively, the vicissitudes of life might present an obstacle: for example, ‘ill health in themselves
or their family’ (#64).

14

See Meet the Millennials, KPMG, 2017, pp.6, 8, 11.
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How best to encourage exploration of calling to
ordained ministry?
In our Initial Survey, we asked respondents the following question (Q13): ‘Imagine that there is
someone in your church who you think should become a minister (either a presbyter or a deacon).
How might the church best encourage that person to explore this possibility?’
Our respondents proposed a variety of different ways of encouraging individuals to explore a
potential calling to ordained ministry. Some ideas had greater salience and this will be highlighted in
the discussion below. However, of course, a single respondent may, uniquely, have a particularly
good idea. So, numbers are somewhat less significant here. Churches will already be familiar with
many of these proposals, but, hopefully, here are some fresh ideas and newly-nuanced ideas that
could be worth trying out.
In some categories below, such as ‘address Church obstacles’ and ‘support’, these ideas tend to be
the obverse of factors described as ‘obstacles’ elsewhere in this report. Mitigating such obstacles is
one way of encouraging people to explore the possibility of becoming a minister, but, as we’ll see,
many other ideas have also been suggested in our surveys (initial and telephone).
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Converse
One set of proposals for how the Church might best encourage someone to explore the possibility of
becoming an ordained minister related to ‘conversing’.
It was suggested that churches should encourage a one-to-one personal chat with potential
candidates. ‘The church could do this simply by inviting them to have a conversation about it’ (#10),
‘in a way that's not too formal or daunting’ (#30). This was one of the most salient ideas expressed
by our respondents. As #68 put it: ‘I guess it’s that age-old thing of how you tie someone who maybe
has been exploring it by the medium of the website to an actual conversation with someone.
Because, inevitably, it’s that personal link and that conversation that's going to really help someone
make that [further] step’.
In order to make a fully-informed decision, it would be important for a potential candidate to talk
with a minister and to ‘have some time to ask their current minister questions and to be told the
reality of what the role entails’ (#64) or simply to ask their minister “How did you get into this?”
(#45). This was one of the most salient ideas expressed by our respondents. It would be wise to
speak to multiple ministers, in order to get a more fully-rounded picture. As #11 put it: ‘The minister
should set aside time to talk to them, but also perhaps to introduce them to other ministers so that
they can see other types of minister/ministry’. It was suggested that, ideally, it would be helpful for
potential candidates to then have a chat with the minister’s family. As #53 put it: ‘I’d like to speak to
their families as well to find out what that looks like. You know, it is a family thing isn't it, if the
minister is married with children’.
It might be particularly helpful to have a recent trainee chat, that is, with someone recently
ordained, as their experience of candidating, training and early years in ministry is likely to be
especially relevant and fresh. #36 suggested ‘having recently qualified ordained ministers talk about
their experiences from starting out, when they made a commitment to following Jesus, and then
right the way through to thinking that they’ve been called [to ordained ministry], [then] the
candidating process and then the early stages as a newly qualified minister’; this would include the
opportunity to have a Q&A when they would ‘share some of their concerns and how they dealt with
them and how [those concerns] were answered in progression as they made [their way] through
those stages’.
It was also suggested that it would be useful for a potential candidate to have a trainee chat, that is,
a conversation with a current student minister. As #61 suggested: ‘You can encourage them to visit a
ministry training college and speak to other people already in training and get more ideas from
them, so they can be in a better position to decide whether or not to join the ministry’. Alternatively,
there might be a current student minister in their circuit or district to whom they could speak. As
part of our separate Initial Survey with Accepted Candidates’, we asked a sample of current student
ministers what key things they would say to someone thinking about offering to be a Methodist
minister. These are some of the things student ministers told us they would say:
‘Candidating to be a minister involves going through a discernment process where
candidates are asked to share their stories of their encounter with God and where they feel
God is calling them to serve him. It involves prayers, devotions, reflections, attending
support meetings and interviews, and writing of the portfolio. It is so important to mention
that full support is available throughout the discernment/candidating process and they can
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stop at any stage. They also need to be prepared to accept the fact that sometimes, through
the discernment process, it might be clear that they are not yet ready for that ministry or
that they have been called for another type of ministry than being a minister.’ (#AC5)
‘[It’s] a time of focused discernment, by both the individual and the Church, through
interviews, presentations and written work. I would tell them that it is a long and rigorous
process, in which you feel very vulnerable, but one which is God-centred and aims to discern
with the individual if ordained ministry is their calling. Having experienced both a “no” and
“yes”, I deeply value this process.’ (#AC3)
‘It's a long and tough process, so support from other people is vital. It's also easy to let it
take over your life so keep your eye on other things. Nothing in candidating is designed to
trip you up, it’s to help you reflect on your journey.’ (#AC1)
Sometimes people may prefer to chat with someone they don’t know. For instance, it was suggested
that the Church might offer conversation via the Called to Ordained Ministry? website, via live chat
or asynchronous chat. This might be an easier first step for some people. As #33 put it: ‘Often, I
guess, you might be a bit apprehensive about it. And actually, once you tell your minister something,
often they’re very encouraging, which is very positive, but you kind of feel like that’s it, we’re going
with it. So maybe if there’s someone they can chat to, or an email address, and then eventually
maybe a conversation with someone over the phone, [that] might be helpful’.
It would be important that this was an open and honest conversation and not intended merely to
sugar-coat perceptions of ordained ministry. #54 suggested that there should be: ‘structured
conversations with multiple ministers and honest and frank discussion with members of the
congregation to help them [ie, potential candidates] discern if they are being called’. It would be
important for people to be fully-informed. As #36 put it: ‘I think they’d have to be completely
honest. Any commitment you go into in life, I think you’ve got to, where possible, go in with your
eyes fully open… And if some of that information was withheld from me, for example, I would feel
quite disappointed that that wasn’t shared with me and that I wasn’t aware of the challenges and
concerns that I would likely face in the future. I wouldn’t want someone to go into the role thinking
it’s something and it’s not. Or maybe thinking that they’re capable of doing it and they realise that
they’re not. I think that would be a greater shame than putting off people in the first place’. Ideally,
the conversation would be balanced, of course, and not major on negative aspects. As #14 put it:
‘Yes, if someone feels that they want to do it I would happily have a conversation to explore that and
I wouldn’t be negative. But equally if they were to say, “Honestly what are the very good bits or
what are the very bad bits?”, then I would happily discuss those from my perspective as well’.
Additionally, it was suggested that it might be useful to have a chat with someone recently
unsuccessful as a candidate. This might be discouraging to some potential candidates, but would be
open about the reality of what might happen. As #53 put it: ‘Not everybody who candidates is going
to get through, either on the first try, or the second try, or at all. And I think that’s just real…
Personally, I like to be prepared for situations, and also just the process of it, and also how does that
feel. It might put some people off, but I just think sometimes you need to be prepared for what is
the reality’.
Conversation with a mentor was also recommended, that is, with an experienced and wise individual
who could provide guidance and encouragement to a potential candidate, via ‘mentored self33
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exploration, supporting someone's own thought processes’ (#49). As #49 put it: ‘It’s only by having
that conversation with a third party, someone who is equipped to have those conversations, to
challenge the things that you are thinking, sometimes to validate those things but sometimes to
counter that, that you actually come to any meaningful conclusion. God’s not very direct, is he? You
don’t just get a letter through the post saying, “Dear xxx, please would you undertake this function
for me?” It’s far more complex than that, so I’m just talking about someone that can help facilitate
those conversations’.
Conversation with one’s family was also seen as crucial. Where potential candidates had close
family, they should consult with them about the implications of candidating. As #53 put it: ‘So, for
me it would be in terms of having to really uproot the whole family, and making sure it worked, and
[whether] it was the right thing, [whether] it was the calling for all of us, not just my calling and then
I drag my family along. Because I wouldn’t want to take my family into anything that God hadn’t
prepared them for’.

Connect
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘connecting’ potential candidates.
It was suggested that the Church should link discerners: ‘offer to put them in touch with others in
the same position’ (#39), ‘supporting [them through] networking with others also considering
ministry’ (#19). People uncertain about a possible calling could be linked up with those who’s calling
to ordained ministry had already been discerned by the Church. As #16 suggested: ‘Invite them to
meet with others who may also have a calling and with those who have already identified their own
calling, in order to share stories, raise questions and discover what the calling of God could look like
within a Methodist context and what if any the next step could be’. Linking up with others could also
give potential candidates a greater sense of the diversity of the Methodist Church. One could ‘find
out about their backgrounds, what motivates them, their perception of the Church, their ambitions,
and generally get a sense of the fact that you’re not alone in this, there are other people like you,
but different to you’ and, in turn, the others ‘could be representative of the diverse communities
that they’re serving or could be serving’ (#19).
Potential candidates might also be connected together via gatherings of various kinds. This might be
a District or Regional or Connexional ‘Ordination Exploration Day’ (aka ‘Vocations Day’) or a locallyorganised ‘informal discussion/presentation about what is involved during training and on a longerterm basis’ (#81). Individuals should be actively encouraged ‘to attend gatherings to get more
experience and insight’ (#21). Ordination Exploration Days should include the opportunity to meet
with a variety of different people who have answered the call. Drawing on their own less satisfactory
experience of such a day, #18 pointed out that: ‘Those vocation days are good, but I think you need
somebody [there] that’s got a knowledge of the varieties of possibilities… you need people there
that are doing those sorts of jobs. So, if you’ve got someone with certain gifts, where might they end
up? Because if you don’t know all the potentials, then you don’t necessarily make the right decision,
do you, as an individual?’
Of course, it is not always possible for individuals to get to Ordination Exploration Days, because of
timing or geography (for instance, if one doesn’t live on mainland Britain), and other more local days
might need to be organised. #64 suggested that ministers could ‘do an open session, a seminar, a
34

QUICKLINK TO LIST OF CONTENTS

Q&A or just a discussion for anybody who was interested and people could ask questions about the
ministry and about being ordained and let people have a forum for bringing questions and
exploring’.
Thinking about calling could become a standard part of local church life, with regular opportunities
to gather as a community and recognise and nurture each other’s talents and gifts. As #22 put it: ‘I
guess it’s about having a conversation as a group, as a community, to explore people’s talents,
people’s gifts, and then have that idea planted in people’s heads. If they’ve been thinking about it,
then that’s reiterated by other people and reinforced. This is more of a conversation about who we
are, what we’ve done, what we’re good at and what we’d like to do next, rather than the nitty-gritty
of practical stuff, which it sometimes needs to be’.
It was suggested that gatherings may need to target specific categories of people, for example,
certain age-ranges. As #10 put it: ‘There are very few other church goers of a similar age to me, so I
would maybe think about some kind of event for people of my age, just to encourage more contact,
more sharing between people of my age, and give people a chance to reflect more on how they
might be called to serve in some way’.

Provide ministry experience
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘providing ministry experience’.
It would be important for potential candidates to meet multiple ministers and see something of the
variety of ways in which Methodist ministry may be exercised. #68 suggested that we should ‘give
them the chance to meet with a variety of ministers across the country, to show them clearly the
different steps it takes to becoming a minister’. Equally, ‘ministers from varied backgrounds’ (#29)
could be invited to come to a circuit and share their experiences of ministry. Meeting a variety of
ministers could help to transcend stereotypes and broaden people’s sense of how ministry can
unfold. As #63 put it: ‘I think it’s always, for me, very helpful if you meet people who you wouldn’t
expect to be ministers… maybe people who aren’t your stereotypical ministers… or people who are
different from you. Because I think sometimes people think, especially in the UK, probably you have
to be a certain type of person to be a minister, but there’s all types of people who are ministers’.
Clearly, it would be important for there to be positive role-modelling of ordained ministry. Potential
candidates could benefit from exposure to ministers such as those described by #54: ‘The ones I’ve
come across over the years have pretty much always been approachable and they’ve been
enthusiastic and passionate about what they do, and I think that’s really important. Because that
says to me that’s somebody feeling fulfilled in what they do, if they’re passionate about it, and I
think that’s got to be there if you’re going to be ministering to others’. One could literally begin to
‘model oneself’ on such ministers. As #22 explained: ‘I guess seeing somebody do something and
thinking, “I could do that, that’s something I could do, I could live that life”. I think positive rolemodelling is probably the most important thing’. Such ministers could also be an inspiration to
potential candidates in other ways. For instance, they could be ‘be honest about the sacrifices they
had to make and the grace of God that they received in that journey’ (#44).
Potential candidates might be also enabled to expand their experience of ministry through field
trips. As #21 suggested, they could ‘visit different church communities and outreach opportunities’.
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Field trips would expose them to ministry in fresh, and potentially stimulating, contexts. As #29
pointed out: ‘It’s having exposure to those different places and exciting things that are going on
there that might encourage you, because, don’t get me wrong, I love our church, I love our circuit,
but it is very rural, it is mostly older white people. And it would be quite exciting to have experience
of other circuits that aren’t like that because I think that might be what actually engages some
people’.
One way of helping potential candidates find out more about the role of an ordained minister would
be to offer the chance to shadow ministers - ‘an opportunity to shadow the minister and join them
in certain ministerial tasks to help them make an informed decision’ (#64). As #43 put it: ‘invite them
to share in some day-to-day roles that a minister carries out – a lot of people don't actually know
what being a minister entails’. This would enable potential candidates to get a more rounded view of
what ministry would involve. As #4 put it: ‘I think if people had a chance to really work alongside a
minister and see what they did, they would see there are opportunities to really make a difference,
but I think they would also see the other side of it, which is that there is not a lot of glamour in the
job. From my personal point of view, I would prefer people signing up knowing what they’re signing
up to… rather than signing up to it and regretting it later’. Shadowing would probably amount to ‘a
day with a minister’, given the time constraints of potential candidates in full-time work. As #29 put
it: ‘To shadow our minister for a week would be absolutely fascinating, but I wouldn’t be able to do
that with my job, so I can see how that would be limiting. But it would be the best way’. Hopefully,
ministers would be willing to be shadowed for this purpose. As #64 pointed out: ‘In any profession, if
you are really just doing your best then it’s very healthy to be open to being shadowed. So, I hope
that if ministers are doing their job as well as they feel they can and if they are confident in
themselves and in their calling to be there, that they would be open to having somebody shadow
them, even though it could be a bit daunting’.
As well as possibly shadowing a minister, potential candidates could be given the opportunity to try
out ministering and get actual hands-on work experience of aspects of ministry, it was suggested.
One could ‘invite them to share in some day to day roles that a minister carries out’ (#43) and they
could be given ‘the opportunity to test whether it was something they thought they could do, or
might be called to do, through doing things a minister would normally do… preaching, pastoral
visiting, leading house-groups, chairing meetings, etc.’ (#77). Obviously, not every ministerial role
could be tried out, but some of the ‘softer’ ones could be sampled (#36). One of our respondents
disclosed that they were currently going through a period of ministerial work experience: ‘that’s
what God’s calling me to at the minute - “Just… absorb everything that I'm putting in your way, and
then we’ll see”’.
Trying out aspects of ministry might help to build confidence, especially if it is followed by
‘encouraging and constructive feedback’ (#67) and reassurance that ‘they have skills and abilities to
do more’ (#4). As #21 put it: ‘If you had opportunity to come alongside and work alongside folks that
are maybe experienced ministers or deacons and you can learn from their example and think,
actually, “I can do this”. Maybe it’s [a matter of] giving the opportunity to be confident in yourself’.
Local Preacher training would, obviously, be a necessary next step if someone were to decide to
candidate (assuming they weren’t already accredited). However, local preacher training was also
suggested as a way of gaining some ministry experience. As #6 put it: ‘Entering full time ministry
would be a significant jump which may be eased by an interim role such as stewardship, worship
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leading or lay preaching. Any of these would be a good affirmation to a calling to ministry, so these
are areas where we should encourage participation and give support’. Local preacher training was
seen as a helpful ‘stepping stone’: ‘I think something that’s really great about the Methodist Church
is there’s the stepping stone, the local preachers’ phase that you go through. And I think that’s a
good way in which somebody could explore that aspect of it before then maybe going on and
training to be a presbyter’ (#14).

Allow space
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘allowing space’.
It was suggested that any approach to potential candidates should be unpressurised. One should ‘be
supportive, but know when to back off to allow breathing space and thinking time’ (#76). As #32
pointed out: ‘a calling must be felt by the individual, not forced upon them by someone else’.
Individuals in the church trying to encourage others to explore the possibility of ordination should
show proper sensitivity. As #64 put it: ‘I personally think it would be helpful if they would just pray
about that and give it a go, gently, without being pushy - just a “gentle nudge” kind of way’.
It was also suggested that people should be given space to consider. One should ‘give them time
and space to consider if it is something they feel called to at that point in their lives’ (#77), by, for
instance, ‘offering them time with neutral parties or retreat time’ #39.
Open-ended exploring was also suggested: ‘by giving them opportunities to explore their skills and
calling’ (#2), without pre-judging that they will discover a call to ordained ministry. As #53 put it:
‘God’s calling me to… “Just explore, just see, just be open”’. It was suggested that the church might
need to select carefully the individuals responsible for encouraging such exploration, so that they
didn’t actively lead people in a particular direction. As #29 pointed out: ‘It’s trying to keep it open, I
suppose. That is hard. I think it takes a certain person, because you can train someone, but it takes
the right person to ask those questions’.
It was suggested that one should help potential candidates avoid overload, by, for instance, ‘not
overloading them with other responsibilities’ (#76) or ‘maybe offering to cover other responsibilities
that they have within the church/circuit so that they have the time to [examine the possibility of
ordination]’ (#39). #46 explained how difficult it was to explore the possibility of ministry on top of
everything else: ‘I'm a teacher, so I'm working all hours under the sun, and then having to find time
to do my local preacher studies and plan services is quite difficult. And then, even looking into… I
have had conversations with my minister… but it’s just trying to find time where I can sit down and
go, “Yes, that’s what it is, I want to be that”’.
Small steps were recommended: ‘if they have not already considered this, then small steps at first’
(#48).

Consider one’s potential impact
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to encouraging ‘consideration of one’s
potential impact’. This presupposes that one of the reasons why people enter ministry is the sense
that they could make a difference to their churches and communities and help to bring about
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positive changes. Although this is not intended to encourage people to think of themselves as
‘superheroes’; rather, it is meant to inspire people humbly to see ordained ministry as a vital part in
God’s transformative mission.
It was suggested that one starting point for getting people thinking along these lines would be the
needs of the community. Becoming an ordained minister could enable a potential candidate to
(better) serve and affect the community. For some people, it would be the ‘church community’ that
they would have in mind. For #19, it would be important to place ‘an emphasis on what the benefits
are for the community of Christians… and the whole impact that you’re going to make as an
individual and as part of a team, because churches are teams of people working together for the
same thing. I think it’s about seeing how important your role is within the community, whether it’s
at a time of crisis or time of celebration - weddings, christenings - and trying to find a relevance in
today’s society’. For others, it would be the community at large that they would have in mind. #44
told us about people known to them who had expressed an interest in ordained ministry: ‘I think we
all normally start with a very simple thought which is… a need in the community around [us]… a
community we can help or we can try to influence, if that’s the appropriate word. We then explore
from that perspective, “In what ways can I make a difference?”… I think that certainly makes a
positive impact on [encouraging] people to reflect on whether ordained ministry is something for
them’.
Another spur might be the Methodist Church’s vision for change: this could excite and inspire
potential candidates, attracting them to something potentially impactful. For instance, for #30, two
key strengths of Methodism are its ‘encouragement of diversity and rejection of dogma’. Potential
candidates could be inspired by the chance of ‘sharing that with others. I think it would be that sort
of excitement, saying, “Hey, this an inclusive church. I want you to know more about it”. I think that
would encourage them to make the next step. Basically, because they have the courage of their
convictions… and they would be able to pass that on to other people’ (#30).
People could be inspired by places where the church is already making an impact or, alternatively,
be attracted by the challenge of helping the church start to make a bigger impact. As #30 put it: ‘I
think it’s that you’d sell them that opportunity and encourage people to take that next step, if they
could see a circuit or part of the circuit that had exciting potential. Or maybe [didn’t have] exciting
potential… maybe they [could] see the challenge of small numbers and want to relish that challenge
and not have a comfortable area, maybe that’s what they would want to take that opportunity on. It
depends on the individual’.
It was suggested that the emphasis should be on how the potential candidate could be of service to
God, rather than their ability to make a personal impact in their own right. As #49 put it: ‘I think it
would be something that actually engaged me to understand how I could be of use and of service. At
the end of the day, that seems to be the thing that drives people to want to, or to question, “Am I
called?”… I always come back to it, I think it’s a part of Isaiah15 – “Is it I, Lord?” And it’s that call to do
something of use, to be of use to God’.
However, potential candidates might need some reassurance that churches would actually allow
them to make an impact. They might fear that traditionalistic churches would try to force them into

15

A reference to Dan Schutte’s hymn, ‘Here I am, Lord’, inspired by Isaiah 6 and 1 Samuel 3.
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a standard mould as an ordained minister. #45 bewailed the fact that, in their experience, worship
tended to be very traditional and passive - ‘sometimes it seems to have been the same forever…
nothing seems to have changed much… everybody just sits there and listens’ – and suggested that
this might be off-putting to potential candidates: ‘They just don’t want to be like that. They want to
make a difference but in their way… Because you just think, “I just wouldn’t want to be there
preaching at people”’.
The challenge, then, is to inspire potential candidates with a sense of how they might serve God
faithfully and have a personal impact and make a real difference to churches and communities.

Inspire
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘inspiring’ potential candidates.
It was suggested that one way of doing this would be to share upbeat ministry stories, for instance,
by means of a series of brief videos with ministers, in which they would communicate their sense of
vision and ongoing inspiration. As #49 put it: ‘It’s that human face, isn’t it? … an individual engaging
with you through a video that says, “I’m an ordained minister. After thirty years, here are the
wonderful things that have been so great about [ministry] and I would never go back”. It should be
noted that a set of such videos was added to the Called to Ordained Ministry? webpages in May
2019, after our survey had been conducted: ‘The call to ordained ministry – my story’. So, this
suggestion from our respondents has already started to be addressed.
Positive and inspiring stories about ministry could also be shared in written form or in talks.
Obviously, if mention were made of specific people and events those details would need to be
suitably anonymised and, in some cases, only spoken of in another geographical area, to avoid
individuals being inappropriately identified. It would be important to disseminate ‘more good news
stories, more successes, more how [ministry] brings joy and peace to people… if it was a good
outcome for a minister and they felt they’d got a good outcome when they’d done something that
made them feel, “Yes, this is why I’m doing it!”’(#45).
It is important, also, that ordained ministers should be typically presented in inspiring terms. As we
mention elsewhere in this report, when respondents were asked to describe the ministers that they
most commonly encounter, they missed out some key aspects of ministry as reflected in, for
example, the selection criteria16 for candidates, including potentially inspiring aspects. Ordained
ministry needs to be presented as comprehensively and excitingly as possible in promotional
material and in the lives of ordinary ministers, so that it truly inspires and attracts potential
candidates..

Address Church obstacles
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘addressing Church obstacles’ – that is,
institutional-level obstacles, identified elsewhere in this report.
It was suggested that there might need to be Church changes in order to make it more likely that
potential candidates would explore a potential calling to ordained ministry. As #20 put it: ‘The
16

The criteria are available in abbreviated form in the Called to Ordained Ministry? webpages
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church has to change... it has to pay more... it has to be seen to be growing’. In particular, the
Church might need to make significant changes in response to the perceived reticence on the part of
potential candidates to commit to itinerancy in its present form. For instance, it was suggested that
potential candidates might be attracted to a form of local ministry, previously known as ‘ministry in
local appointment’, which would not entail uprooting themselves and their family and might enable
them to continue living in their own home. As #21 pointed out: ‘I think it would be a massive
encouragement, knowing that you could serve as fully as you possibly can in your local area – [with
your own house] you wouldn’t [be a] burden on a circuit and because you [already] live in the local
area you would have the advantage of… know[ing] the people’. It would overcome some of the
anxieties associated with the current necessity to commit to itinerant ministry. As #26 put it: ‘I think
it could possibly address the fear of having to move or uncertainties around where people end up.
And I know part of the ministry process is obviously having faith in God, but in terms of the practical
thought process behind it that might help and be one less thing to consider’.
There might be the option to exercise such ministry part-time and/or as a self-supporting minister,
continuing full- or part-time in one’s secular career. The option of part-time ministry might also help
to address concerns about the potential impact of ordained ministry on someone’s family. As #29
put it: ‘I think it would open a few doors for people… once you’ve got a family that does limit you
time-wise, as to what you can give. I think if there’s opportunity for people to be part-time, they can
balance it with other commitments, such as family’.
Alternatively, potential candidates might be attracted to a more localised version of itinerancy, in
which ministers would itinerate within a circuit or district or region. This might enable people to
remain in the same house – ‘if people could move more locally or to a church they could commute
to within a commutable distance’ (#50). But, even if it necessitated moving home, a more localised
form of itinerancy would help people retain their support networks with family and friends. It would
also help preserve some of the advantages of itinerancy, such as the regular infusion of fresh
perspectives into churches by new ministers. #22 suggested that a localised form of itinerancy might
provide ‘the best of both worlds’: ‘it minimises disruption for the other bit of people’s lives, but it
allows them to use their talents in a variety of different areas and ensure that these [churches] are
growing and developing’.
A more localised form of itinerancy might be especially helpful for people with particular caring
responsibilities for children or ageing parents, at least during the period while they have those
responsibilities. As #51 suggested, the challenge is to ‘find a mechanism for [carers] to stick around
longer, even if it was only within a circuit, say, or even a district, without necessarily being in the
same church’.
It was also suggested that the development of new forms of exercising ministry might help ordained
ministry be perceived as less burdensome and less stressful. Some aspects of the role of an ordained
ministry might be devolved to, say, Local Lay Pastors or Local Preachers. As #18 suggested: ‘Some of
the stuff ordained ministers are doing now, you wonder do they have to do all of that? Or can other
people potentially do some of that?’
There might also need to be greater Church flexibility, in order to accommodate the variety of needs
and expectations of potential candidates – ‘an assurance of flexibility within the church to the
differing needs of possible candidates’ (#60). For instance, it would be important for people to be
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aware of the different training possibilities, ‘the alternative route-ways into ministry’ (#26), and for
them to know that the Church would genuinely take careful account of their needs and wishes
(whilst the final decision about training options would remain with the Church).
Churches and circuits might also display greater flexibility in terms of how people exercise their
ministry, enabling ministers to work to their strengths and not necessarily being expected to be
generalists. As #51 suggested: ‘give them the opportunity to free up their talents… being flexible in
the way that we do things, to support them and get the very best out of them’.
It was also suggested that the Church should demonstrate better care of ministers. As #51 put it:
‘exhibit a more compassionate and caring attitude towards the existing ministerial staff, through
pastoral support, through a caring provision of reasonable manse accommodation, by an equitable
sharing of the burden of leadership and through a more reflective and kind process of re-invitation these are the things that [unaddressed] would put me off candidating anyway’. #64 advocated that
ministers should be provided with a proper support network: ‘where they were able to support each
other and they had good, safe, helpful places to go when they had stress and pressure… If there was
a good support network and people who were looking after ministers, caring for them spiritually,
caring for them emotionally, looking out for their well-being, that would be really good’.

Support
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘supporting’ them in various ways.
It was suggested that churches should give general support, to potential candidates and their
families, during candidating and, if accepted, during training, given that this will be a ‘long process’
(#24). They will need ‘support to test the calling’ (#35) and ‘consider the implications of this career’
(#22). It would be important to gauge ‘how the circuit can assist with opportunities to progress’
(#69). Some kind of ‘support network’ (#52) could be provided. As #21 pointed out, it would be
helpful to have ‘the right support network in place, if you’re going to do something completely new
and untried.’ However, offers of support would need to be given with due sensitivity. Churches need
to ‘be supportive, but know when to back off to allow breathing space’ (#76).
Practical support might be provided. Potential candidates could be reassured that this would be
available during ministerial training. For instance, as #59 suggested: ‘by offering practical support to
help them complete the course if they have young children, offering to babysit to enable them to
cope with the multiple responsibilities of family and ministry; and supporting their husband/wife in
their role alongside their spouse in coping with the transition from ordinary work to ministerial
training’.
Financial support might also be provided, in some cases. People on limited means may need
‘support financially to explore the possibility’ (#54) or, at least, they would need to be made aware
of the availability of Connexional support for those on a reduced income who would struggle to
meet the costs of candidating. If people interested in exploring a calling to ordained ministry lived
far away from where Ordination Exploration Days are held, churches or circuits might consider
subsidising their attendance. Or, alternatively, groups of those interested might band together to
reduce the cost. As #64 suggested: ‘if a few of us go, then we can work on fundraising for a fare or
whatever and a few of us could go down.’
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Elsewhere, we refer to the role that ‘personal development’ courses might have in nudging someone
to explore a call to ordained ministry (see Intentionally develop disciples). Such courses can be
nationally-run and quite expensive. Churches might consider subsidising members to participate. As
#68 put it: ‘‘For me, personally, [I would appreciate] if there was that “You've got to this point within
the church and in what you’re doing, and we’d like to support you. [Are there] any courses or bits
you feel would help with what you're currently doing… or [help discern if] actually you’re now
finding yourself on a journey and this is a role in which you’re better suited?”… So, maybe, people
[need] to be aware to offer the travel expenses and all that towards courses… and give people that
opportunity of [thinking], “Actually, that's the side that’s not holding me back from potentially
finding out whether this is right”’.
Equally, pastoral support might also be provided, given that exploring one’s calling can be
personally-demanding and requiring of much candid self-examination. Churches could ‘offer pastoral
support to [help potential candidates] discern calling’ (#56).

Listen to God
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘listening to God’.
Prayer was one of the most salient ideas expressed by our respondents. This may be prayer by the
potential candidate, prayer for or with a potential candidate, or a combination of these approaches.
It would be important to ‘pray with and for this person and give them all the support they can to test
the calling’ (#35) and to give ‘encouragement… to the individual to pray about this’ (#64) and to
‘pray for guidance’ (#8). Sometimes other people may have a particular ‘word from God’ or vision or
prophecy to share, about that person’s calling, although it would be important not to use this as a
form of ‘holy leverage’, in the absence of a sense of personal validation by the potential candidate.
#29 spoke of their uncertainty as to whether or not they were receiving a ‘sign from God’:
‘Somebody at my church has been telling me constantly for the last fifteen years that I should at
least be going in to doing preaching and finishing my worship leader training, let alone anything else.
But I suppose you have to weigh that up with whether that’s what they want or whether that’s what
God wants’.
It was suggested that this should also be part of a wider prayer agenda in the church: ‘the church
leadership team (if there is one), and the church prayer meeting, should be praying regularly for
those in the church to have awareness of God's calling on them with regards to all roles in the
church, including a ministerial calling’ (#64).
Retreats were felt to be an important way of listening to God: a quiet place, away from the hustle
and bustle, where a potential candidate could ‘explore what it means to be a minister and the
process about which this is achieved’ (#19), ‘meet with a variety of ministers… maybe people who
aren’t your stereotypical ministers’ (#63) and, most importantly, ‘spend some time alone to think
about their calling, to question it, to interrogate it almost, to make sure it’s the right thing that
they’re doing, that it is a true calling’ (#19). Retreats might also be somewhere to try out different
methods of prayer. For instance, a potential candidate might try out an Ignatian approach,
meditatively imagining a conversation between themselves and Jesus. #30 explained that, although
he had had a sense of calling to ordained ministry, he was adept at ‘dissuading’ himself: ‘I dissuade
myself in terms of thinking that it’s going to be challenging and that I probably wouldn’t be sacrificial
42

QUICKLINK TO LIST OF CONTENTS

enough. That’s what I always think. I don’t know if I would give up enough and challenge myself
enough to take on a big role and that's where the dissuasion comes into it’. During our conversation,
#30 imagined telling Jesus about his concerns and hearing Jesus’ response: ‘I think I imagine he
would say, “You do have to make those sacrifices, but you’d be guided through it and you’d be a far
more fulfilled person if you were able to stop and meditate, and not let daily life get you down so
much”’.
Listening to God will, hopefully, bring a sense of discernment of God’s will. As #77 put it: ‘Pray with
them, at the end of the day it doesn't matter if we think they should become a minister but whether
God wants them for that ministry’. Discernment could be facilitated by such things as ‘pastoral
support’ (#56), ‘publications that talk about discerning a call’ (#60), ‘discussion with members of the
congregation’ (#54), ‘intentional conversation’ (#50), and ‘mentored self-exploration’ (#49).
Ultimately, however, discernment has to be transcendently-directed. As #17 put it: ‘I would not ask
anyone to explore to become a minister, because it’s Jesus Christ Himself who does the interview
with the person’s heart when he finds them to be a great instrument for his work - he chooses the
person. If they are not called, they will not do a good job for Christ’. It would be important to have a
sense of assurance that ordination was the right path. As #50 explained: ‘I would want a strong
sense of calling within myself before I embarked on the journey. I wouldn’t know for definite, but I'd
need to have a very distinct feeling, probably like when I feel called to pray, I'd want some sort of
personal assurance that this was the right thing before I embarked on it’. Sometimes individuals may
discover that God is calling them to something other than ordained ministry, at least at present. The
important thing would be to remain genuinely open-minded. As #53 put it: ‘just seeing what’s out
there at the minute, and I think that’s what God’s calling me to at the minute, just opening my eyes,
and opening my mind, and my heart to receive what’s out there’.

Inform
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘informing’.
It was suggested that every local church should point to information that a potential candidate
might find useful – for instance, online material could be signposted from the church’s own website,
in its social media, in the church notices, in email signatures, and so forth, with a hyperlink such as,
‘Thinking of becoming ordained?’ (#26).
The church might also actively provide information. They might provide published material: ‘The
person can be provided with material (books, videos, CDs, etc), which explores what ministry
involves - duties, expectations, challenges and opportunities - then they can go away and look
through the material to help them decide if they feel the call to ministry’ (#61). Alternatively, the
church could give advice directly about ‘what it means to be a minister and the process by which this
is achieved’ (#19). As #29 put it: ‘I suppose it’s only now I’ve become more involved at church, in
terms of being a steward, pastoral visitor, etc, that I know a lot more about what our minister does.
Whereas before you only really saw what happens in a church service and maybe a couple of other
things… There needs to be some information that’s readily available, so that people know exactly
what the role entails’. Such information would need to be readily accessible. As #26 suggested: ‘If
you came to find out more information, by yourself, and that information was quite accessible, that
might make you more likely to do a bit of further digging’.
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Ultimately, however, information was thought to be best-mediated through personal contact. One
idea proposed was to train up ordained ministry champions in local churches. Since being asked to
participate in our survey, #33 had looked into how one becomes a minister and said: ‘I work, for
example, with teenagers, and, if one of them were to [ask what’s required], whereas previously I’d
probably would have had to do a lot more research to be able to support them, now I feel a little bit
more informed, so maybe it’s just not leaflets, it’s about identifying a few people who could sort of
encourage that in others’. It would be important for promoters of ordained ministry to be properly
equipped and informed. Our survey revealed significant gaps in respondents’ knowledge about
candidating and training, especially in relation to training.
It would be important not to make too many assumptions about people’s prior knowledge,
especially if they were relative newcomers to church going and had not grown up in a church
environment. As #18 pointed out, as someone fairly new to faith: ‘You have to learn Christian as a
second language because it’s not your first language, you weren’t brought up with it. And that then
means that there’s things you just don’t know, but that other people know and assume that you
know’. Similarly, #21 said: ‘Some of us may have a strong sense of calling, but maybe not born and
bred into us, so some of the language may be a bit of a barrier. It might have to be learned rather
than passed down through DNA’.
It was suggested that it would be important to clarify entry requirements. This could be in terms of
making clear what the educational entry requirements are. Other potential entry hurdles might be
perceived as relating to, say, issues of human sexuality. For instance, #19 remarked that the minister
depicted in image number seven of the photo sheet looked as if he might be gay and said: ‘ If I was
wanting to learn more about ordained ministry and if I was homosexual myself, I would then
question and try and find more information on what the church’s position is on that, I guess, before I
went any further’.
There should be transparency about the fact that not every candidate is selected. This may be a
disincentive to some potential candidates, but, equally, others may be reassured that selection is
rigorous. As #54 put it: ‘I think that would be an incentive because I think it’s one of those jobs that
you need to do well if you’re going to do it. So, I think if it was me, I would want to know that having
gone through that process was a proper sort of stamp of approval’.
It would be important to clarify training options. As #7 put it: ‘talk them through the process as it
appears quite long and complicated!’. It was also suggested that information about different training
pathways should be displayed in churches: ‘evidence of pathways into ministry clearly mapped and
on display in public areas’ (#26). In particular, the flexibility and variety of ministerial training might
need to be highlighted. As #68 put it, without that information ‘I wouldn’t know the feasibility of
time scale, if it was done full-time, part-time and how flexible that is around either work or family
life... So, therefore, that would be something that would maybe make me less sure about looking
into it because it would be hard to fit in or work around life circumstances, I guess.’
There should be honesty and transparency about the information that is provided. For instance, #9
suggested that it would be important to characterise ministry as both life-giving and sacrificial: ‘The
blessings of [ministry] can be just rich, and extraordinary… But I think it's important for people to
have a clear sense of what the costs are… it would look different for everybody, and everyone will
deal with those in different ways, but I do think it's important to have real transparency about that’.
44

QUICKLINK TO LIST OF CONTENTS

It was also suggested that potential candidates should be helped to enlarge their perceptions of
ministry. They may have a limited sense of what Methodist ministry entails and the local church
might need ‘to allay false impressions/encourage realistic ideas’ (#28). Potential candidates might
tend to see ministry in secular terms and, as #44 pointed out, the local church might need to help
them ‘rethink what it means to be a leader in a church (it's not the same as being a leader outside of
it)’. Exposure to true stories of how different ministers live out their calling might help to enlarge
potential candidates’ perceptions of ministry and help them differentiate between diaconal and
presbyteral ministry. As #46 suggested: ‘Maybe on the website: a minister, maybe ten different
current ordained presbyters, all saying, “this is what I do on a day to day”… and ten deacons, saying
“this is what I do on a day to day, this is how I got there”… Real people, rather than just
information… I can relate to that’.
Our respondents were unsure whether ordained ministry ought to be understood in generalist or
potentially more specialist terms and, hence, the parameters within which perceptions of ministry
might be expanded. #44, for instance, suggested that: ‘There is no one mould that says if you’re a
minister, you do this. And sometimes we want to broaden the horizon and allow more people to
think about what ordained ministry means. I think that’s an important message to get across.
There’s no one mould. It’s about figuring out the best way you think you can serve the Lord’. By
contrast, #63 pointed out that ‘There’s no point thinking, “Oh, well if I’m a minister I just get to do
what I want to do and the rest I’ll find someone else to do”. It doesn’t work that way. You have to be
a general-purpose minister because you have to look after everyone’.

Approach potential candidates
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘approaching potential candidates’.
It was suggested that those in leadership in the church should regularly take time to try to identify
suitable potential candidates and to recognise their gifts. They should be actively looking out for ‘a
flair for [ministry] and a faith that would go alongside that’ (#2). Church leadership teams, stewards,
pastoral visitors, Local Preachers and suchlike should, as #64 put it: ‘be praying regularly for those in
the church to have awareness of God's calling on them with regard to all roles in the church,
including a ministerial calling’. There was uncertainty as to whether or not this was already
happening: ‘I don’t know whether people are praying about this stuff, getting to the point where
they’ve got names and then not going and talking to them. I don’t know if that’s the sticking point or
whether the praying and getting the names isn’t happening yet’ (#64).
Those in leadership could encourage church members to help them identify potential candidates. As
#64 suggested: ‘I think if members of the church feel someone has the skills to be a minister they
should be able to take that to members of the leadership team so that they can discuss it, pray
about it and perhaps visit that person to raise this as an option, with encouragement given to the
individual to pray about this and take time to consider it’.
One forum in which there could be regular prayer for people to recognise and respond to a call to
ministry might be the Local Preachers’ Meeting. At present, this may, in some circuits at least, be a
wasted opportunity, since, as #64 noted: ‘they pray for the people who were already in the lay
preacher role and in the preaching roles, but I didn’t actually notice anybody praying for people to
become aware of their calling and to come into it’.
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It would be very important to personally suggest the idea of candidating. This was one of the most
salient ideas expressed by our respondents. As #13 put it: ‘someone needs to come alongside that
person and have a conversation, highlighting why they might be called to become a minister and
talking through the options available to them’. It would be important to try to discover whether
there is any resonance with how the person might already be thinking and feeling. As #27 advised:
‘suggest that this is something that we have thought for this person and discuss with them what the
role is and see if may they have had a similar feeling also’. The conversation might be specially
scheduled or, alternatively, spur of the moment. As #30 put it, one could simply ‘approach them for
a chat after a service, in a way that's not too formal or daunting’.
The conversation might go along these lines: ‘We’ve been praying and your name came up as
someone who we thought has potential to do ministry. What are your thoughts on that? We’ll just
leave this with you. Why not go and pray about it and come back and talk to us if you think you
would be interested?’ (#64). Alternatively, the conversation might evolve out of a discussion about
someone’s gifts: ‘I think your skills and talents are in this area… What do you think, would you
consider it? Would you give it some prayer?’ (#51).
The individual who initiates such a conversation could be the minister or any other suitable member
of the church. #19 proposed the idea of a ‘dedicated ambassador for ministry’ in each church/circuit
and mentioned a suitable person in their church: ‘who not only has a great knowledge of the Bible,
he’s very passionate about prayer, very passionate about people, very passionate about trying to
bring people into the church, he’s a good listener, just generally very enthusiastic!’ They would need
to be ‘skilled at having those conversations… very much without putting pressure on’ (#64). They
would also need the gift to be able to see someone’s hidden potential. As #9 put it: ‘this person can
see that potential or that kind of pathway for you, and might just begin that conversation of what
that might look like’.
It was suggested that a ‘targeted approach’ to individuals was more likely to be effective than, say,
general promotion within the church of the idea of candidating, not least because the latter might
stimulate unsuitable people to put themselves forward (#46).
Personal contact of this kind would be an important factor in stimulating someone to start exploring
the possibility of candidating. This would ideally be ‘conversation that would relax people to be able
to ask questions and spark interest’ (#33). As #12 put it: ‘personal contact and words of
encouragement are the most effective way to offer [this] challenge’. Personal contact is harder to
ignore. As #39 explained: ‘Prompts from other people, I think, are harder to dismiss than internal
feelings or thoughts or moments (all of which I think possibly are the signs of calling)’. A ‘gentle
nudge’ may be all that is needed (#64) or sometimes a bigger push. As #2 put it: ‘Sometimes you do
need a bit of a push and I’m quite shy and don’t actually like to be in the limelight. So, I sometimes
need a push to do something different or a bit scary’.

Promote vocational exploration
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘promoting vocational exploration’.
It was felt to be important to promote regularly different callings, including that to ordained
ministry. #58 suggested that churches should ‘discuss more about vocations of this kind and explain
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the process and commitment’. This does not always happen in every church and circuit. As #50
reported: ‘I am part way through my preacher training and when I examine my call to preach
nothing in my testimony is around intentional conversation, or anything I heard during an act of
worship, and I had no encouragement to preach. Of course, when I offered many people were
pleased and very encouraging, but the brave choice to take the first step was taken by myself’.
It would be a matter of getting regular promotion of calling into the church’s mindset. As #9 put it:
‘Just a stronger sense of communicating that exploring ordained ministry is available to anyone to
explore it. It doesn't mean that you're signing up to anything… it is a process of discerning what God
is calling you into for that season of your life. I think it's making that exploring whether or not that is
right for you personally as accessible as possible for people within the church. So that they do
engage with that, and don't miss that opportunity, if that is what is right for them’. Promotion of
calling to ordained ministry should be a standard, regularly-occurring aspect of church life. As well as
set-piece occasions, churches should drip-feed the idea. As #34 advised: ‘keep mentioning it over
several years in many a conversation’.
There may, however, be certain key points in the calendar when promotion of calling can be most
natural and effective, for instance at the beginning of the church-year or calendar-year, maybe at
the Covenant Service, or on a specific ‘Vocations Sunday’. #19, who’s day job was in
communications, wondered: ‘Are there particular good times in a year to promote and push,
whether through advertising or other means, ordained ministry. Is it Christmas? Is it Easter? Is it
when the sun is shining, and it’s nice and warm, and people generally feel better?’ It might be
important to get the timing right, so as not to fritter away the church’s efforts.
One key way of promoting calling would be to raise it in worship. Surprisingly, many of our
respondents could not recall the last time they had heard the subject of calling to ordained ministry
raised in worship. As #10 put it: ‘It’s not something that’s ever talked about. I've never heard anyone
talk about it. Perhaps in January every year, there is a sermon or two about calling but I don’t think
I've ever heard anyone talk about exploring a calling to the ministry. It’s almost some kind of secret
thing!’. Sometimes calling in general was spoken of in preaching, but very seldom was calling to
ordained ministry ever mentioned. As #29 put it: ‘We often talk about how we’ve got different gifts
and things that we bring to our church community, but I don’t think we often talk about calling to
ordained ministry.’
Another important way of promoting calling would be to raise it in church groups, such as house
groups or bible study groups, particularly if such groups were open to being more personal and not
simply forums for discussion. As #29 explained, in relation to the group they belonged to: ‘We don’t
talk about ourselves and where we are in it all. So, it’s just building those opportunities, isn’t it? And
it’s maybe a further question when you’re in a bible study: “What impact does this have on you
personally?”’. Calling could be a specific focus sometimes of such groups. As #68 suggested: ‘The
best way is discussion in small groups where you’re able to get to know people better and maybe
have trust in asking questions… maybe, from time to time, someone within the church [might]
actually came with a mission to share and put out there what the options are for using your faith
within your life. [An ordained minister might speak about] ‘how they’ve ended up where they have’.
Testimony from ordained ministers would be an important aspect of promoting calling. As #30
explained: ‘testimony from people who have been there and done it can be very encouraging’. This
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is especially so if ministers are candid about the ups and downs of their journey into ministry. As #53
put it, it is a chance ‘for us to see why they were called in the first place. I think maybe if we heard
more ministers give their testimony, and what their journey was like, and maybe see that they had
doubts, or questioned things. So maybe to hear more about their journey, and what their calling was
like, and how they nurtured their families through it. How did God carry them to the point of
becoming ordained, and what obstacles did they face, and how did they overcome them? I think that
might help’. Ministers should be encouraged to tell their story into ministry regularly and not just
when they first come to a church. As #45 pointed out: ‘When you know the same people, once
you’ve heard the story once, usually you don’t tend to hear it again. So, I can’t think back when I last
heard about somebody’s journey into ministry’.
The district Ordinands Testimony Service was seen as a particularly apt opportunity to share stories
from people who had answered God’s call. #14, for instance, said, ‘I went to somebody’s testimony
service before she was ordained about eighteen months ago and I think the process of becoming a
minister was spoken of. So, that was done in a nice positive way’.
Churches may find it quite challenging to talk about calling to ordained ministry. It was suggested
that there may be reticence on their part because it is potentially so life-changing. As #2 put it: ‘It’s
something that we want people to do, but we don’t talk about it… I wonder if it’s because people are
scared of it… I often hear people say, when they go to candidating, that they tried to run away from
it, but God kept coming after them, in a loving way, not chasing them down… Maybe we don’t talk as
a church about being called to do something because it’s a bit scary… it is life changing, isn’t it?’
As well as promoting calling to ordained ministry by talking about it and sharing first-hand accounts,
churches should also display information for people to come across and refer to, in the form of
leaflets and posters, etc, with ‘pathways into ministry clearly mapped and on display in public areas’
(#26). ‘If there’s a noticeboard for general announcements or just more information about your
church, to have the steps briefly outlined might be an easy way of people at least becoming initiated
or consuming some information about it’ (#26). However, there was some evidence that churches
were not always particularly good at displaying such information. As #22 put it: I hadn’t really
considered the information that was out there on candidating, partly because I haven’t considered
doing it... I guess that information is readily accessible, but it’s not advertised, it’s not made known
through the churches. It’s more of if you want to do it, you have to ask somebody, rather than
there’s a suggestion that that’s a possibility’.
To maximise communication, it would be important to simplify information
and ‘make the process easy to understand’ (#75). The Called to Ordained
Ministry? section of the Methodist website was generally very well-rated by
our respondents and it would be important to make the URL (or an
abbreviated URL or QR code) prominent in the information displayed.
Alongside pointing people towards online information, churches might also make available a hardcopy information booklet to potential candidates, ‘for them to take away and read, containing all
the relevant information’ (#81) and ‘guiding them through the next steps’ (#13). In particular,
potential candidates might value receiving a ‘Calling’ booklet – ‘a publication that talks about
discerning a call’ (#60). However, it should be noted that very few respondents suggested the
provision of hard-copy resources of this kind.
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It was also suggested that churches should be careful to take account of cultural factors in their
promotion of calling to ordained ministry, particularly if they were trying to target specific ethnic
groups. As we mention elsewhere, people should be able to explore ministry from the standpoint of
their own culture. Our Chinese Methodist interviewee advocated: ‘exploring ministry with a unique
cultural identity, especially in a country like the UK where it’s predominantly a different culture using your experiences and your cultural background and different world view is actually a
refreshing and positive and a thought-provoking way to explore [ministry]’.

Intentionally develop disciples
Another set of proposals for how the Church might best encourage someone to explore the
possibility of becoming an ordained minister related to ‘intentionally developing disciples’. In other
words, it was suggested that exploring vocation to ordained ministry might become a natural part of
a regular process of developing individuals’ discipleship.
This might take the form of a regular intentional chat, a pastoral conversation to ‘encourage them to
look at their gifts and share that… they have skills and abilities to do more’ (#4). #63 described a chat
they had had with their minister: ‘It wasn’t “Do you feel called to ministry?” but “What are you
thinking about, what’s happening in your life now, what do you want to do in the future, what do
you think your future holds for you?” And so that’s what we talked about’. With due sensitivity, the
possibility of candidating for ordained ministry could be woven into the conversation. As #50 put it:
‘If people see it within them, just listening to what they're actually saying. Through that
conversation, if you say, “Where are you?” or, “How are you in your space at the moment?” Just
judging whether it is the right time to broach the subject or not’.
Parallels were drawn with appraisal conversations at work: ‘At work through the appraisal system I
am encouraged to set goals about where I want my career to go… It starts you thinking, “Where do I
want to be in five years’ time? How am I going to get there?” I am then facilitated through training
to progress in my career. I think through intentional conversations [in a church setting] about calling
people can explore what they are called to and how to develop that (read this book, join this group,
chat with this person, etc) … Maybe it’s through a lot of close meetings where we encourage each
other from where we are in our faith. I don’t think people think about it very often, like, “How do I
want to grow in my faith?”’ (#50). The best aspects of secular appraisal systems might be
incorporated into discipleship development, though the term ‘appraisal’ might well be avoided in
the church context.
Equally, the intentional chat was likened to coaching in a work environment: ‘I think [they’d]
probably need coaching to help [them] understand what gift [they] have. Because sometimes
somebody can see it, but you can’t see it yourself… So, you help to coach them so they understand
their skills. And then they can help develop themselves by making decisions about progression’
(#45).
It would be important for the conversation to be intentionally focussed on the individual and their
developing discipleship and not simply an exchange of pleasantries. As #29 pointed out: ‘Unless you
have a conversation with people that’s about who they are and how they are, you can’t find out
necessarily what gifts they can give or where they’re heading or how they really are spiritually.
Because so often when we say to people “How are you?”, we’re not always talking spiritually. We’re
talking medically or emotionally. That’s a whole other ball game’.
49

QUICKLINK TO LIST OF CONTENTS

Ideally, the conversation would be between half-an-hour and an hour in length. It would probably
not be feasible for ministers to have these conversations with all their church members on a regular
basis. It was suggested that this might fall best within the role of the pastoral visitor, although they
may need some extra training. As a pastoral visitor explained: ‘having just taken on the role, all I’ve
been told is can you pop round to people’s houses and check they’re okay. Not that I’d want a script,
but it would be useful to have some interesting questions that you could be asking while you’re with
people when you go to visit them’ (#29).
It would be part of a programme of personal development for all church members, designed to
‘offer help for the individual to see the potential within themselves’ (#21). #41 suggested this could
happen ‘through open-question conversation, giving options to explore their own abilities through
responsibilities in leadership, but also supported through training either in-house or through the
larger Church body’. This could also take the form of ‘some opportunities for courses of selfdevelopment’… to support and build on what someone is currently doing (#68). Arguably, churches
may currently be better at doing personal development with teenagers and young adults, rather
than with people later in their lives. As #34 related: ‘You need to keep pushing. But it stopped, and
once it stopped, you’ve stopped being pushed and you’ve stopped carrying on where you were
going… Around 23, 24 years old, that sort of just stopped. I was an adult now, I was part of the
congregation. There wasn’t really anything at that point for a solid next ten years where people
would be pushing me towards something or at least encouraging me towards something. It felt like I
got forgotten for a time’.
The aim would be to grow disciples, by, for instance, letting them ‘have more training, study and
structured activity to learn and develop as disciples, to create an environment where one’s gifts can
grow and become more apparent’ (#58). As #45 pointed out: ‘it’s unlikely that somebody would step
forward to offer to be a minister unless they’ve got confidence through expressing their faith
already’. Candidating, it was suggested, ‘requires a confidence in your faith and a fairly deep
understanding of your faith’ that is likely to come through immersion in the church community and
‘more particularly, from a chance to study further in one form of another, through bible studies and
things like that’ (#39).
It would be important to identify and build on their strengths as disciples. As #67 put it: ‘Create the
opportunity for them to be involved in the life of the church and by that encourage them,
highlighting their strengths and how what they have can benefit the church’. This might then
stimulate an interest in exploring the possibility of candidating. As #64 put it: ‘It has a big impact on
people if they think that someone has confidence in them and has particularly thought of them as
someone who might have a skill. That’s quite a compliment, isn’t it? And it would be something they
would think about and might spark them to look into it at least’.
The focus would be on their strengths and not necessarily the immediate needs of the church. As
#51 put it: ‘One thing I’ve never really experienced in the Methodist church per se is a sense of
developing vocations, whether that vocation is in ministry or in being a steward or in being anything
really. It’s more a case of that “We need somebody to fill this hole here, would you fancy doing it?
We need somebody to be on the tea rota or to be on the pastoral visiting rota”. So, there’s no sense
of… “I think your skills and talents would suit you to this journey [of exploration]… they correspond
to the sorts of skills a minister might require, have you thought of it?” … I think if churches took
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more of that approach, developing talent in that way, then there’d probably be more likelihood, as
part of that, of asking people to explore their call to ministry’.
One key way of helping to intentionally develop disciples would be to give practical experience,
‘giving them opportunities to explore their skills and calling’ (#2), through involvement in, say,
church leadership, helping to lead services, leading house groups or Bible studies, leading prayers,
working with children and young people, training to be a Worship Leader/ Local Preacher, and
suchlike. They could gradually progress through different roles within the church. As #36 put it: ‘They
might be invited to help contribute to worship. They might begin by playing an instrument as part of
the worship group and then they might progress on to being the lead musician or the lead singer.
Equally they might be asked to support in youth work and after a little bit of time, as that person
grows in confidence, they can progress through to being the leader of that youth group. And that
probably could be applied to a lot of the “softer” responsibilities of a minister and, hopefully, if
people thought that it was their calling, they’d have the opportunity to explore that a little bit and
gain in confidence in maybe doing those roles and progressing in those roles’.
We had a wide variety of different ideas proposed by our respondents about how people might be
encouraged to explore the possibility of ordained ministry. Different people will respond to different
approaches, but there are many good ideas here, worth trying out for the first time, or
rediscovering, or sharing more widely or adopting as best practice.
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Typical Minister
We wanted to find out how ministers were generally perceived in the Methodist Church: were they
seen as good role models and as something that people would aspire to become; or were they seen
in more negative and potentially off-putting terms? We asked our respondents the following
question: ‘Imagine you have been asked what Methodist ministers are typically like. How would
you describe the ministers that you most commonly encounter?’ (Q12). NB this was an open-ended
question: we did not present respondents with a predetermined list of characteristics.
Some respondents (7.4%) claimed there was no such thing as a ‘typical minister’; as #14 said: ‘no
two ministers I have met have been the same’. But most respondents were able to address the
question.
Ministers were mostly perceived positively, in terms of their godliness, personal characteristics, and
skills. The most salient aspects identified by respondents were that ministers were ‘friendly’, ‘caring’,
‘knowledgeable’, ‘God-focused’, ‘enthusiastic’ and ‘approachable’.
Some respondents (29.6%) described the typical Methodist minister in more negative terms, in
regard to their personal characteristics (9.9%) and/or their skills (4.9%) and/or their work burden
(18.5%). For instance, the minister could be perceived as ‘dogmatic’ or ‘fragile’ or ‘a poor listener’ or
‘a poor preacher’ or ‘disillusioned’ or ‘stressed’. However, four out of every five respondents who
described ministers in more negative terms also cited more positive aspects of the ‘typical minister’.
Ministers were generally perceived in a positive light.

Perceptions of Typical Methodist Minister
Negative
6%
Mixed
24%

Positive
70%

Limitations in terms of the demographic characteristics of the typical Methodist minister were
mentioned by some respondents (16%), who perceived ministers as, for instance, typically older
and/or male and/or White British.
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We drew up two word-clouds, comprising all the aspects identified by respondents. The first relates
to the main Initial Survey and the second relates to the additional survey of Accepted Candidates
(student ministers). The font-size of each item denotes the frequency with which the aspect was
mentioned (smaller = less frequent; larger = more frequent).

The main Initial Survey:

The Accepted Candidates Survey (student ministers):
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It is noticeable that both sets of respondents proposed a fairly ‘soft’ and anodyne image of the
typical Methodist minister, with little reference to the minister’s spiritual life. In terms of the official
selection criteria for ordained ministry (see abbreviated version included in the Called to Ordained
Ministry? webpages), Personality & character and Being in relationship with others were wellrepresented (although the former sometimes negatively) in the survey. By contrast, Relationship
with God was relatively poorly-represented - although ministers were perceived as ‘God-focused’,
there was no specific mention of them being, in the words of the abbreviated selection criteria: ‘first
and foremost people of prayer… able to speak authentically about [their] spiritual life and how it
impacts everyday living’.
Some aspects of the selection criteria were hardly-mentioned – for instance, being ‘personally
committed to mission and evangelism’ or having ‘the gifts and ability to make imaginative
connections between today’s world and the gospel and to work for change, especially benefitting
marginalised people’ (The Church’s ministry in God’s world). Another barely-mentioned aspect was
being able to ‘take the initiative, as well as collaborate and delegate [and to be] flexible and
responsive, adapting your leadership style in different settings and inspiring, encouraging and
empowering others’ (Leadership & collaboration); however, this was mentioned more frequently in
the Accepted Candidates Survey.
So, although the surveys revealed that Methodist ministers were generally perceived positively,
there was also evidence that ordained ministry was not perceived as comprehensively or as
inspiringly as it is depicted in the selection criteria. Most focus was on how ministers relate, rather
than other aspects of their role. Teaching and leading were under-represented and the minister
seemed to most resemble a social worker. Arguably, perceptions of the typical minister seemed to
be somewhat unexciting and bland. Would ministry be seen as attractive by innovators and risktakers, for instance? As #54 suggested: ‘I think the church does need more of the risk-taker type,
because it’s going to have to be risk-taking to change’.
We went on to ask a different, though related, question in the survey: ‘Imagine that you have
responded to God’s call and have become a minister yourself. What would it be like to be a
minister?’ (Q19). This question asked respondents to, as it were, put themselves into the shoes of a
Methodist minister and imagine what it would be like. We wanted to discover whether the practice
of ordained ministry was something that people might identify with; or, alternatively, whether it
might be seen in more negative and potentially off-putting terms.
The most salient aspects of respondents’ perceptions of what it might be like to be a minister were
that it would be ‘rewarding’ and a ‘fulfilling [of their] vocation’, although it might also be ‘hard
work’, ‘frustrating’, ‘challenging’ and involve ‘work-life tension’. Significantly, every respondent who
thought that it would be ‘hard work’ also thought that it would be ‘rewarding’.
Perceptions of what it might be like to be a minister clustered into six broad categories: rewarding
(59.5%); vocational fulfilment (25.3%); responsibility (48.1%); work load (51.9%); vulnerability
(26.6%); and frustrations (20.3%)17. Respondents were realistic and transparent about what ministry
might involve. In terms of ‘vulnerability’, for example, they recognised ministry might be
emotionally-challenging and isolating; that they would be exposed to public scrutiny and that the
17

Percentage of respondents citing items in the categories; respondents could cite items in more than one
category.
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role might be scary; that they would need to develop resilience and have a proper support network;
that their mental well-being might be impacted; that they would receive only a modest income; that
they would be expected to itinerate; and that their family might be impacted. But, in the same
breath, all those respondents who spoke of the ministers’ likely vulnerability also cited the potential
rewards of ministry. Equally, those who pointed to the likely frustrations of ministry also saw
ministry as potentially rewarding.
So, our survey found that respondents could personally identify with the idea of being a Methodist
minister and, while not being unaware of likely negativities and challenges, saw ordained ministry as
something potentially rewarding and fulfilling.
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Calling
We asked respondents whether they had ever experienced a sense of calling to ordained ministry
(Q22). Surprisingly, 40% answered positively. We are not sure whether superintendents, wittingly or
unwittingly, nominated respondents who they felt would be ideal candidates for ordained ministry
(and who, therefore, might have a sense of calling) – if so, this will have skewed the overall statistics.
Alternatively, it may be true that in any given congregation two out of every five people have at one
time or another sensed a call to ordained ministry. There is scope here for further research to settle
this point.
Our working definition of calling comes from Dik & Duffy who, based on review of existing
theoretical, philosophical, and scientific literature, define it as ‘a transcendent summons,
experienced as originating beyond the self, to approach a particular life role in a manner oriented
toward demonstrating or deriving a sense of purpose or meaningfulness and that holds otheroriented values and goals as primary sources of motivation’ (Dik, B. J., & Duffy, R. D. (2009) ‘Calling
and vocation at work: definitions and prospects for research and practice’, The Counseling
Psychologist, 37, 424-450, 427)
We explored what respondents themselves meant by ‘calling’. Their understandings fell into four
main categories:
i) genesis – how calling happens;
ii) transcendent agenda – how calling is instigated and shaped by God;
iii) personal fit – how calling impinges on the individual; &
iv) specific callings – how calling is directed to specific ministries.
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What does the word ‘calling’ mean to you? (Q20)
In terms of genesis, respondents saw calling as happening via a variety of means, including: a ‘word
from God’ (‘listening to the voice that's always been there’ (#34)); a ‘feeling’ (a ‘deep down feeling
that is God-sent which leads and drives your thoughts and way of life’ (#68)); and/or a ‘sequence of
events’ (‘that lead you down a route you weren't expecting but seems right’ (#76)); the calling may
well be ‘unexpected’ (‘God leading you down the path that he chooses and not the one that you
would choose’ (#57)). In this and the other categories individual respondents sometimes mentioned
more than one of these items. One thing surprisingly absent from respondents’ perceptions of
calling was the notion that people might be inspired by a keen sense of need in the Church and
wider community for their ministry.
In terms of the transcendent agenda, respondents felt that God could instigate and shape a person’s
calling in various ways, including: laying out a ‘path’ (‘a sense of God's will being for you to take a
certain path’ (#64)); giving a sense of ‘direction’ (‘the direction of travel that God has laid out for me
at this time’ (#51)); setting out a ‘plan’ (‘a sense that God has a plan and a purpose for your life’
(#74)); expressing ‘God’s will’ (‘having a sense that this is what God wants for you’ (#80)); and/or
displaying ‘God’s persistence’ (‘God keeps coming after them in a loving way’ (#2)).
In terms of personal fit, respondents saw calling impinging on individuals in various ways, including:
their ‘life purpose’ (‘a sense that God has designed you to do something, and to do it will fulfil your
purpose’ (#55)); a sense of ‘meaningfulness’ (‘something that is within you and doing it gives you
fulfilment’ (#18)); ‘desire’ (‘an insatiable desire to do God's work in a particular area of life’ (#44));
‘gifting’ (‘what God is asking you to do with your time and skills’ (#50)); ‘empowerment’ (‘the
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auction18 to function’ (#67)); and/or having been ‘chosen by God’ (‘God making you know he has
chosen you to fulfil a specific job’ (#36)).
In terms of specific callings, only 30% of respondents referred to specific roles, within or outside the
church, for example: ‘a sense that God is asking someone to serve in a particular way, or assume a
particular role’ (#10); ‘a feeling that there is something you should be doing, whatever it may be,
from flowers in church to ministry, tea making, etc’ (#40); ‘a strong sense that God has a specific role
for you to fulfil and has equipped you with the desire and ability to fulfil it’ (#73). Respondents did
not speak simply in terms of specific callings to ordained ministry. Indeed, #65 made it clear that it
was about ‘God asking us to do something, not necessarily just to become a minister’. However,
surprisingly, only 6.3% of all respondents referred to the specific calling to be an ordained minister:
‘a feeling or a message from God that you should become a minister’ (#7). Given the context of the
survey, one might have expected more respondents to have linked calling with ordained ministry!
As we have already noted above, 40% of respondents told us that they had, at some time,
experienced a sense of calling to ordained ministry. We asked those individuals how they had
followed this up, if at all (Q23). Their responses clustered into three main categories:
i)
ii)
iii)

further exploration – continued vocational questing on their part;
further steps – first moves on their part toward candidating; &
no progress – temporary or likely permanent lack of response on their part to the sense
of call.

Interestingly, three participants in our telephone conversations suggested that they had been
galvanised by our survey into either further exploration or further steps. As #63 put it, at the end of
the conversation: ‘I just want to say thank you because [the survey] really helped me think about the
area of ordination… And I have been reflecting a lot and thinking about it. And think this probably, in
a way, moved this real thinking about ordination or call. It’s probably brought it further into my
thinking. Whereas it would have been outside of my sphere, it wasn’t really something I’d thought
really deeply about, but I think now it’s part of my thinking’; #63 added that they were going to
‘follow this up this week’.

18

An internet search suggests that this is a phrase used especially by Nigerian evangelicals; ‘auction’ is possibly
a variant of ‘unction’.
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Q23: (If you have ever experienced a sense of calling to
ordained ministry) how have you followed this up, if at
all?
Row Labels
Encounter course
Family impact issue
Galvanised by survey
Information finding
Life impact issue
Life obstacle
Methodism issues
Needs more
information
No further action
Not yet
On candidating path
Resisted call
Sensed secular calling
Talking with others
Vocational exploring
Withdrawn candidate
WL/LP training

Count of FOLLOW
UP
1
4
1
1
1
2
1

Percentage/31
3.2
12.9
3.2
3.2
3.2
6.5
3.2

1
2
5
1
1
1
8
8
1
11

3.2
6.5
16.1
3.2
3.2
3.2
25.8
25.8
3.2
35.5

xxx = no followup on their part
currently

Q23: If so, how have you followed this up,
if at all?
12
10
8
6
4
2
0
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In terms of further exploration, respondents mentioned various ways in which they had continued
their vocational questing. Chiefly they mentioned ‘taking with others’ (such as, with their family,
their friends, a minister, their circuit superintendent, a deacon, or a preacher) and general
‘vocational exploring’ (involving such things as, ‘praying’, ‘reflecting’, ‘thinking it through’ or using
Local Preacher training as a means of vocational discernment – interestingly, Ordination Exploration
Days, or their equivalents, were not specifically mentioned at this point). Some respondents had
specifically sought out more information. As #68 put it: ‘not knowing what other options there are
besides ministry to further my calling’. One respondent mentioned undertaking the Connexional
Encounter course: ‘I did the Encounter course and decided the time was not yet’ (#79). Another
eventually decided that their calling could be better fulfilled in a secular occupation (#55).
In terms of further steps, respondents chiefly mentioned that they had begun to move toward
candidating by undertaking Local Preacher training19, as a ‘foundation’ (#18) and (necessary)
‘starting point’ (#44). However, this did not necessarily mean that those individuals would continue
stepping towards ordained ministry. As #18 explained: ‘because it would not be practical currently
and may never be’.
One respondent, however had successfully taken all the steps (several years ago), only to eventually
decide to withdraw their candidature. #73 said: ‘Whilst the Methodist Church recommended my
application I chose not to proceed. I used the candidating process as a means to discern the call for
myself and felt a much weaker sense of call having completed the candidating process than when I
commenced it. Thus, I felt unable to proceed with integrity. Surprisingly, having explained my
reasons for withdrawing from the process, the Methodist Church has not sought further feedback
from me.’
In terms of no progress, respondents mentioned various ways in which there had been either a
temporary or likely permanent lack of response on their part to the sense of call. The two most
salient factors mentioned were their sense of ‘not yet’ (‘the time was not yet’ (#79); ‘it's rather
stalled at present’ (#34)) or ‘family impact issues’ (‘to continue would have put my family life in
difficulty’ (#21)). Others mentioned having taken ‘no further action’. #30 confessed that ‘I usually
dissuade myself’ and #49 spoke of having ‘resisted’ the call. Several causes were mentioned for lack
of progress in responding to the call, including: ‘issues with Methodism’; ‘life obstacles’ (for instance,
‘working abroad got in the way of proceeding’ (#58)); and ‘life-impact issues’ (for instance, #68 was
‘not sure that it's the right way due to family and life situations’).
Encouragingly, up to 71% of those who have ever experienced a sense of call to ordained ministry
appeared to be keeping the door open to the possibility of candidating, albeit not necessarily yet.
They had been engaged in general vocational exploration, had been talking with others, and/or had
undertaken Local Preacher training.

19

We are using a generic term here, because respondents may have been referring to Worship: Leader &
Preaching, Faith & Worship, or even their antecedents.
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Data Summaries
Data Summaries | Initial Survey Respondent Characteristics
Good age-spread, including
age-bands frequently underrepresented among
candidates; with just a few
slightly beyond the requisite
survey age-range

3.4% of Christians in
England & Wales (2011
Census)

This is an area of
Methodist
concentration
(Statistics for Mission,
Advanced Map)

May have selfidentified as Yorkshire
& Humberside?

This statistic may or
may not be
generalisable: further
research required
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Data Summaries
Telephone Survey Interviewee Characteristics

Attempted to elicit
further BME
interviewees via contact
with fellowship groups,
but brokerage
unforthcoming
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Comparable Candidate Data
Gender of Candidates
70

Number of Candidates

60
50
40
30
20
10
0
2010

2011

2012

2013

2014

2015

2016

2017

2018

Year of Candidature
FEMALE

▪

MALE

DIDN'T SAY

drawn from Connexional Candidating Statistics - there are usually, but not always, more
female than male candidates

Percentage of gender not-accepted*
80
70

Percentage

60
50
40
30
20
10
0
2010

2011

2012

2013

2014

2015

2016

2017

2018

Year of Candidature
MALE

FEMALE

*not-accepted = ‘no status’ - some from earlier years will have subsequently candidated
successfully and will have moved categories
▪
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there is no apparent gender bias in terms of a candidate’s non-acceptance
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Data Summaries
AVERAGE AGE OF ALL CANDIDATES
49
48
47
46
45
44
43
42
41
40
39
2010

2011

2012

2013

2014

2015

2016

2017

2018

AVERAGE AGE OF ALL CANDIDATES

2018 AGE RANGES
OF CANDIDATES

25-29
3%

60-64
8%
55-59
18%

30-34
8%
35-39
13%

40-44
8%

50-54
26%

64

45-49
16%
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2014 AGE RANGES
OF CANDIDATES

20-24
1%

60-64
1%

55-59
8%

25-29
10%
30-34
7%

50-54
24%

35-39
10%

40-44
11%
45-49
28%

2010 AGE RANGES
OF CANDIDATES

60-64
5%
55-59
3%

20-24
2%

25-29
3%
30-34
5%

35-39
11%

50-54
22%

40-44
17%

45-49
32%
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Initial Survey Respondents Q6 HIGHEST EDUCATIONAL QUALIFICATION
Count of
Row Labels
Tags Percentage
A level or equiv
11
14%
First degree
27
33%
GCSE/ O Level
4
5%
PG qual
27
33%
PGCE
6
7%
Undergrad
cert/dip
6
7%
Grand Total
81

Q6 HIGHEST EDUCATIONAL QUALIFICATION
30
25
20
15
10
5
0
A level or
equiv

First degree GCSE/ O Level

PG qual

PGCE

Undergrad
cert/dip

The respondents were more highly qualified than the general UK population. This may or may not be
generally representative of Methodist members in this age-range (25-50). As far as we are aware,
there are no available data about the actual spread of educational-qualification levels of Methodist
members.

Unless otherwise indicated, the numerical axis in this and the following charts relates to
number of respondents.
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Data Summaries
Q12: WHAT METHODIST MINISTERS ARE
TYPICALLY LIKE
Row Labels
Approachable
Authentic
Bewildered
Buoyant
Busy
Called
Calm
Caring
Compassionate
Dedicated
Disillusioned
Dogmatic
Down to earth
Empowering
Encouraging
Engaging
Enthusiastic
Fragile
Friendly
Gentle
God-focused
Good
Good communicator
Good listener
Good pastor
Good preacher

Count Percentage/81
10
12
1
1
1
1
2
2
7
9
6
7
3
4
15
19
3
4
5
6
2
2
1
1
3
4
1
1
4
5
2
2
11
14
2
2
19
23
3
4
12
15
2
2
4
5
3
4
3
4
3
4
67

Good worship leader
Hardworking
Intelligent
Kind
Knowledgeable
Loving
Male
Male & older
None typical
Not all general
purpose
Older
Open-minded
Organised
Outgoing
Outreacher
Over-burdened
Patient
People-person
Personable
Poor listener
Poor preacher
Poor young rapport
Provocative
Relates easily
Risk sensitive
Socially-committed
Stressed
Supportive
Tangential work

1
5
3
2
14
5
3
5
6

1
6
4
2
17
6
4
6
7

2
12
3
3
2
6
6
4
6
2
1
1
2
2
5
2
4
3
6
3

2
15
4
4
2
7
7
5
7
2
1
1
2
2
6
2
5
4
7
4
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Approachable
Authentic
Bewildered
Buoyant
Busy
Called
Calm
Caring
Compassionate
Dedicated
Disillusioned
Dogmatic
Down to earth
Empowering
Encouraging
Engaging
Enthusiastic
Fragile
Friendly
Gentle
God-focused
Good
Good communicator
Good listener
Good pastor
Good preacher
Good worshipleader
Hardworking
Intelligent
Kind
Knowledgeable
Loving
Male
Male & older
None typical
Not all general purpose
Older
Open-minded
Organised
Outgoing
Outreacher
Over-burdened
Patient
People-person
Personable
Poor listener
Poor preacher
Poor young rapport
Provocative
Relates easily
Risk sensitive
Socially-committed
Stressed
Supportive
Tangential work
Traditionalist
Trustworthy
Warm
Welcoming
White British
(blank)

Data Summaries
Traditionalist
Trustworthy
Warm
3
3
4
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4
4
5
Welcoming
White British
6
1

(most salient responses indicated in red)
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7
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Q12: WHAT METHODIST MINISTERS ARE TYPICALLY LIKE

20
18
16
14
12
10
8
6
4
2
0

Data Summaries
Q13: HOW BEST ENCOURAGE EXPLORATION?
Count of
Row Labels
ENCOURAGE
Avoid overload
Build on their strengths
Building confidence
Calling booklet
Church changes
Church flexibility
Clarify training options
Discernment
Display information
Dripfeed idea
Enlarge perception
Field trips
Financial support
Gatherings
Give practical experience
GIve space to consider
Good care of ministers
Grow disciples
Honest conversation
Identify suitable
Information booklet
Intentional chat
Link discerners
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2
8
3
1
1
3
5
13
1
1
7
1
2
6
13
8
1
1
3
2
2
6
3

Percentage/81
2.5
9.9
3.7
1.2
1.2
3.7
6.2
16.0
1.2
1.2
8.6
1.2
2.5
7.4
16.0
9.9
1.2
1.2
3.7
2.5
2.5
7.4
3.7

LP training
Meet multiple ministers
Mentor
Open-ended exploring
Pastoral support
Personal chat
Personal contact
Personal development
Personally suggest idea
Point to information
Practical support
Prayer
Promote regularly
Provide information
Raise in worship
Recent trainee chat
Retreat
Shadow ministers
Simplify information
Small steps
Support
Talk with minister
Trainee chat
Try out ministering
Unpressurised
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6
5
4
2
1
40
3
4
23
1
1
19
3
17
1
3
2
9
1
1
9
18
1
5
6

7.4
6.2
4.9
2.5
1.2
49.4
3.7
4.9
28.4
1.2
1.2
23.5
3.7
21.0
1.2
3.7
2.5
11.1
1.2
1.2
11.1
22.2
1.2
6.2
7.4

45
40
35
30
25
20
15
10
5
0

Avoid overload
Build on their strengths
Building confidence
Calling booklet
Church changes
Church flexibility
Clarify training options
Discernment
Display information
Dripfeed idea
Enlarge perception
Field trips
Financial support
Gatherings
Give practical…
GIve space to consider
Good care of ministers
Grow disciples
Honest conversation
Identify suitable
Information booklet
Intentional chat
Link discerners
LP training
Meet multiple ministers
Mentor
Open-ended exploring
Pastoral support
Personal chat
Personal contact
Personal development
Personally suggest idea
Point to information
Practical support
Prayer
Promote regularly
Provide information
Raise in worship
Recent trainee chat
Retreat
Shadow ministers
Simplify information
Small steps
Support
Talk with minister
Trainee chat
Try out ministering
Unpressurised
(blank)

Data Summaries
Q13: HOW BEST ENCOURAGE EXPLORATION?
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Data Summaries

Q13: Imagine that there is someone in your church who you think should become a minister
(either a presbyter or a deacon). How might the church best encourage that person to explore this
possibility?
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Q14: WHAT WOULD YOU TELL RE CANDIDATING?
Row Labels20
Count of INFO RE CANDIDATING Percentage/80
Accurate
7
8.8
Avowed
ignorance
32
40.0
Inaccuracies
6
7.5
Missed Q point
11
13.8
Negativity
4
5.0
Partial details
25
31.3

Q14: WHAT WOULD YOU TELL RE
CANDIDATING?
35
30
25
20
15
10
5
0
Accurate

20

Avowed Inaccuracies Missed Q
ignorance
point

Negativity

Partial
details

(blank)

Respondent’s level of accuracy and/or engagement with the question.
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Data Summaries
Q15: Where might you (and they) find out more about the
candidating process?
Row Labels
Booklet
College
District Candidating
Learning network
Local Preacher
Methodist website
Minister
Others exploring
calling
Pastoral Visitor
Recent candidate
Steward
Superintendent

Count of MORE RE
CAND
2
1
4
1
2
52
61

Percentage/80
2.5
1.3
5.0
1.3
2.5
65.0
76.3

4
1
8
2
24

5.0
1.3
10.0
2.5
30.0

Q15: Where might you (and they) find out more
about the candidating process?
70
60
50
40
30
20
10
0
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Q16: Imagine someone is wondering how people train to
become a Methodist minister. They ask you what would
be involved in training to be a minister. What would you
tell them, from what you already know?
Row Labels21
Accurate
Avowed
ignorance
Inaccuracies
MIssed Q point
Negativity
Partial details

Count of INFO RE
TRAINING

Percentage/79
3
3.8
27
21
9
4
26

34.2
26.6
11.4
5.1
32.9

Q16: Imagine someone is wondering how people train to
become a Methodist minister. They ask you what would be
involved in training to be a minister. What would you tell
them, from what you already know?
30
25
20
15
10
5
0
Accurate

Avowed ignorance

Inaccuracies

MIssed Q point

Negativity

Partial details

NB inaccuracies were more evident in relation to telling them about ‘training’ than in relation to
telling them about ‘candidating’.

21

Respondent’s level of accuracy and/or engagement with the question.
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Data Summaries
Q17: Where might you (and they) find out more about
the training process?
Row Labels
Booklet
Church Steward
District
Candidating
District Chair
Internet
Learning
Network
Literature
Local Preacher
Methodist HQ
Methodist
website
Minister
Other candidates
Pastoral Visitor
Recently trained
Superintendent
Training College

Count of MORE RE
TRAIN

Percentage/80
1
1.3
3
3.8
3
1
14

3.8
1.3
17.5

2
1
3
1

2.5
1.3
3.8
1.3

50
48
1
1
8
16
5

62.5
60.0
1.3
1.3
10.0
20.0
6.3

Q17: Where might you (and they) find out more
about the training process?
60
50
40
30
20
10
0
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Q18: WHY NOT OFFERING FOR
MINISTRY?
Row Labels
Another ministry form
Call uncertainty
Calling elsewhere
Career impact
Career sacrifice
Church stigmatised
Church uncertainty
Cost of selection
Declining Church
Faith doubts
Family impact
Family reaction worry
Family responsibilities
Financial sacrifice
Friends-others
reaction
Ill health
Inertia
Itinerancy
Job security worry
Lack of guidance
Lack qualifications
LP training length
Ministerial workload

Count of
Q18
4
13
8
3
2
1
4
3
5
2
20
3
22
16
3
1
2
23
2
1
1
3
15

76

NVivo files
Percentage/79 Percentage *
5.1
10
16.5
10.1
3.8
2.5
1.3
5.1
3.8
6.3
2.5
60
25.3
3.8
16.7
27.8
33.3
20.3
3.8
1.3
2.5
29.1
2.5
1.3
1.3
3.8
19.0

73.3

20

Misdirected ministry
No encouragement
No family support
No personal
ownership
No sense of calling
No support structures
Not right time
Personal inadequacy
Reality check
Relationships impact
Secular work load
Selection difficulty
Selection length
Selection uncertainty
Stigma
Too old/young
Training commitment
Training cost
Training inflexibility
Training intensity
Training length
Training location
Training unsuitable
-ve re Methodism
-ve role models
Wider commitments
Work/Life balance

5
3
1

6.3
3.8
1.3

2
4
2
9
10
4
3
3
4
3
2
1
2
4
5
2
3
10
7
3
6
2
3
6

2.5
5.1
2.5
11.4
12.7
5.1
3.8
3.8
5.1
3.8
2.5
1.3
2.5
5.1
6.3
2.5
3.8
12.7
8.9
3.8
7.6
2.5
3.8
7.6
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Another ministry form
Call uncertainty
Calling elsewhere
Career impact
Career sacrifice
Church stigmatised
Church uncertainty
Cost of selection
Declining Church
Faith doubts
Family impact
Family reaction worry
Family responsibilities
Financial sacrifice
Friends-others reaction
Ill health
Inertia
Itinerancy
Job security worry
Lack of guidance
Lack qualifications
LP training length
Ministerial workload
Misdirected ministry
No encouragement
No family support
No personal ownership
No sense of calling
No support structures
Not right time
Personal inadequacy
Reality check
Relationships impact
Secular work load
Selection difficulty
Selection length
Selection uncertainty
Stigma
Too old/young
Training commitment
Training cost
Training inflexibility
Training intensity
Training length
Training location
Training unsuitable
-ve re Methodism
-ve role models
Wider commitments
Work/Life balance
(blank)

number of respondents

Data Summaries

Q18: WHY NOT OFFERING FOR MINISTRY?

25

20

15

10

*
Initial Survey 29.1%

Initial
Survey
25.3%
NVivo 73.3%*

NVivo

60%*

5

0

Percentage of NVivo (Telephone Survey) files in which this factor was specifically raised (calculated for items scoring 15% or more in
SurveyMonkey). NB ‘Family impact’ & ‘Itinerancy’ were especially salient.
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Percentage of
respondents
citing item(s) in
category

Q18: Imagine that someone has decided, after due consideration and for whatever reason, not to
offer for the Methodist ministry (at least not for the moment). What factors do you think might have
motivated their decision?

78

= extra themes added to Initial
Survey coding in light of NVivo (Telephone
Survey) coding
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Data Summaries
Q18: WHY NOT OFFERING FOR MINISTRY? | Gender Differentiation [xxx = at least 5 percentage points higher than other gender;
xxx = most salient gender differences]
Q18 FEMALE
Row Labels

Q18 MALE
Count of FEMALE
Q18

Call uncertainty
Calling elsewhere
Career impact
Career sacrifice
Church stigmatised
Church uncertainty
Cost of selection
Declining Church
Faith doubts
Family impact
Family reaction worry
Family responsibilities
Financial sacrifice
Friends-others reaction
Ill health
Inertia
Itinerancy
Job security worry

LP training length
22

Percentage/5122
7
4
1
1
1
2
2
2
2
15
2
15
11
3
1
1
12
1

13.7
7.8
2.0
2.0
2.0
3.9
3.9
3.9
3.9
29.4
3.9
29.4
21.6
5.9
2.0
2.0
23.5
2.0

2

3.9

Row Labels
Another ministry form
Call uncertainty
Calling elsewhere
Career impact
Career sacrifice

Count of MALE
Q18
4
6
4
2
1

Percentage/28
14.3
21.4
14.3
7.1
3.6

Church uncertainty
Cost of selection
Declining Church

2
1
3

7.1
3.6
10.7

Family impact
Family reaction worry
Family responsibilities
Financial sacrifice

5
1
7
5

17.9
3.6
25.0
17.9

Inertia
Itinerancy
Job security worry
Lack of guidance
Lack qualifications

1
11
1
1
1

3.6
39.3
3.6
3.6
3.6

LP training length

1

3.6

Total sample = 79 at point of analysis.
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Data Summaries
Ministerial workload

11

21.6

Ministerial workload

4

14.3

Misdirected ministry
No family support
No personal ownership
No sense of calling
No support structures
Not right time
Personal inadequacy
Reality check
Relationships impact
Secular work load
Selection difficulty
Selection length
Selection uncertainty
Stigma
Too old/young
Training commitment

2
1
2
1
1
6
5
1
2
2
4
1
2
1
1
4

3.9
2.0
3.9
2.0
2.0
11.8
9.8
2.0
3.9
3.9
7.8
2.0
3.9
2.0
2.0
7.8

Misdirected ministry
No encouragement

3
3

10.7
10.7

No sense of calling
No support structures
Not right time
Personal inadequacy
Reality check
Relationships impact
Secular work load

3
1
3
5
3
1
1

10.7
3.6
10.7
17.9
10.7
3.6
3.6

Selection length

2

7.1

Too old/young

1

3.6

Training cost
Training inflexibility
Training intensity
Training length
Training location
Training unsuitable
-ve re Methodism
-ve role models
Wider commitments
Work/Life balance

3
1
2
4
5
3
3
2
3
4

5.9
2.0
3.9
7.8
9.8
5.9
5.9
3.9
5.9
7.8

Training cost
Training inflexibility
Training intensity
Training length
Training location

2
1
1
6
2

7.1
3.6
3.6
21.4
7.1

-ve re Methodism

3

10.7

Work/Life balance

2

7.1
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81

16
14
12
10
8
6
4
2
0

Q18 MALE
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8

6

4

2

0

Q18: WHY NOT OFFERING FOR MINISTRY? | Gender Differentiation
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Work/Life balance

Wider commitments

-ve role models

-ve re Methodism

Training unsuitable

Training location

Training length

Training intensity

Training inflexibility

Training cost

Training…

Too old/young

Stigma

Selection…

Selection length

Selection difficulty

Secular work load

Relationships impact

Reality check

Personal inadequacy

Not right time

No support…

No sense of calling

No personal…

No family support

Misdirected ministry

Ministerial workload

LP training length

Job security worry

Itinerancy

Inertia

Ill health

Friends-others…

Financial sacrifice

Family…

Family reaction…

Family impact

Faith doubts

Declining Church

Cost of selection

Church uncertainty

Church stigmatised

Career sacrifice

Career impact

Calling elsewhere

Call uncertainty

Data Summaries
Q18 FEMALE

Data Summaries
Q18: WHY NOT OFFERING FOR MINISTRY? | Generational Differentiation
OVER 40s – GENERATION X
Another ministry form
Call uncertainty
Calling elsewhere
Career impact
Church uncertainty

%
2.7
18.9
5.4
8.1
5.4

Declining Church
Faith doubts
Family impact
Family reaction worry
Family responsibilities
Financial sacrifice
Friends-others reaction

8.1
2.7
32.4
5.4
24.3
27.0
5.4

Inertia
Itinerancy
Job security worry
Lack of guidance
Lack qualifications
LP training length
Ministerial workload
Misdirected ministry
No encouragement
No family support
No personal ownership

2.7
35.1
2.7
2.7
2.7
2.7
18.9
10.8
2.7
2.7
2.7
82

39 & UNDER – MILLENNIALS %
Another ministry form
7.1
Call uncertainty
14.3
Calling elsewhere
14.3
Career sacrifice
4.8
Church stigmatised
2.4
Church uncertainty
4.8
Cost of selection
7.1
Declining Church
4.8
Faith doubts
2.4
Family impact
19.0
Family reaction worry
2.4
Family responsibilities
31.0
Financial sacrifice
14.3
Friends-others reaction
2.4
Ill health
2.4
Inertia
2.4
Itinerancy
23.8
Job security worry
2.4

LP training length
Ministerial workload
Misdirected ministry
No encouragement
No personal ownership

4.8
19.0
2.4
4.8
2.4
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Data Summaries
No sense of calling
No support structures
Not right time
Personal inadequacy
Reality check
Relationships impact
Secular work load
Selection difficulty
Selection length
Selection uncertainty
Too old/young
Training commitment
Training cost
Training inflexibility
Training intensity
Training length
Training location
Training unsuitable
-ve re Methodism
-ve role models
Wider commitments
Work/Life balance

2.7
2.7
13.5
10.8
2.7
2.7
2.7
2.7
2.7
2.7
5.4
2.7
5.4
5.4
5.4
13.5
10.8
2.7
8.1
2.7
5.4
2.7

No sense of calling
No support structures
Not right time
Personal inadequacy
Reality check
Relationships impact
Secular work load
Selection difficulty
Selection length
Selection uncertainty
Stigma
Training commitment
Training cost

7.1
2.4
9.5
14.3
7.1
4.8
4.8
7.1
4.8
2.4
2.4
7.1
7.1

Training intensity
Training length
Training location
Training unsuitable
-ve re Methodism
-ve role models
Wider commitments
Work/Life balance

2.4
11.9
7.1
4.8
7.1
2.4
2.4
11.9

xxx = at least 5% difference between generations
NB some of the differences might be better attributable to age cohort effects
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Another ministry form
Call uncertainty
Calling elsewhere
Career impact
Career sacrifice
Church stigmatised
Church uncertainty
Cost of selection
Declining Church
Faith doubts
Family impact
Family reaction worry
Family responsibilities
Financial sacrifice
Friends-others reaction
Ill health
Inertia
Itinerancy
Job security worry
Lack of guidance
Lack qualifications
LP training length
Ministerial workload
Misdirected ministry
No encouragement
No family support
No personal ownership
No sense of calling
No support structures
Not right time
Personal inadequacy
Reality check
Relationships impact
Secular work load
Selection difficulty
Selection length
Selection uncertainty
Stigma
Too old/young
Training commitment
Training cost
Training inflexibility
Training intensity
Training length
Training location
Training unsuitable
-ve re Methodism
-ve role models
Wider commitments
Work/Life balance

Data Summaries
Q18: WHY NOT OFFERING FOR MINISTRY?
General Survey & Accepted Candidates Survey COMPARED

45

40

35

30

25

20

15

10

5

0

GENERAL SURVEY

▪

84
ACCEPTED CANDIDATES (X8)

Representative sample (in terms of training pathway; gender; order of ministry; ethnic identity) of 10 accepted candidates (i.e., students in training) surveyed. In order to
make the surveys commensurate, this data multiplied by 8 for above chart.

The most salient items mentioned by accepted candidates (students in training) were ‘financial sacrifice’ and ‘training commitment’.
Compared to general survey respondents, accepted candidates were less likely to mention ‘itinerancy’.
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Data Summaries
Q19: Imagine that you have responded to God’s call and
have become a minister yourself. What would it be like
to be a minister?
Row Labels
Availability
Blessing
Busy
Challenging
Daunting
Deeply spiritual
Demanding
Emotive
Energising
Exciting
Family impact
Frustrating
Fulfilling
Fulfilling vocation
Hard work
Hectic
Honour
Isolation
Itinerancy
Joy
Juggling
Less hard work
Life-giving
Mental well-being
Modest income
Need support
network
Peace
Privilege
Public scrutiny
Responsibility
Rewarding
Satisfying
Scary role
Stressful
Strong
Tiring
Varied
Vulnerability
Work-life tension
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Count of WHAT
LIKE
5
3
10
15
2
3
7
2
3
6
3
16
8
20
23
2
4
3
7
3
8
1
2
1
1

Percentage/79
6.3
3.8
12.7
19.0
2.5
3.8
8.9
2.5
3.8
7.6
3.8
20.3
10.1
25.3
29.1
2.5
5.1
3.8
8.9
3.8
10.1
1.3
2.5
1.3
1.3

2
4
7
6
10
25
3
2
8
3
5
6
2
13

2.5
5.1
8.9
7.6
12.7
31.6
3.8
2.5
10.1
3.8
6.3
7.6
2.5
16.5
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Availability
Blessing
Busy
Challenging
Daunting
Deeply spiritual
Demanding
Emotive
Energising
Exciting
Family impact
Frustrating
Fulfilling
Fulfilling vocation
Hard work
Hectic
Honour
Isolation
Itinerancy
Joy
Juggling
Less hard work
Life-giving
Mental well-being
Modest income
Need support network
Peace
Privilege
Public scrutiny
Responsibility
Rewarding
Satisfying
Scary role
Stressful
Strong
Tiring
Varied
Vulnerability
Work-life tension

number of respondents

Data Summaries

Q19: Imagine that you have responded to God’s call and have
become a minister yourself. What would it be like to be a
minister?

30

25

20

15

10

5

0
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Data Summaries
Q23: (If you have ever experienced a sense of calling to
ordained ministry) how have you followed this up, if at
all?
Row Labels23
Encounter course
Family impact issue
Galvanised by survey
Information finding
Life impact issue
Life obstacle
Methodism issues
Needs more
information
No further action
Not yet
On candidating path
Resisted call
Sensed secular calling
Talking with others
Vocational exploring
Withdrawn candidate
WL/LP training

Count of FOLLOW
UP
1
4
1
1
1
2
1

Percentage/31
3.2
12.9
3.2
3.2
3.2
6.5
3.2

1
2
5
1
1
1
8
8
1
11

3.2
6.5
16.1
3.2
3.2
3.2
25.8
25.8
3.2
35.5

Q23: If so, how have you followed this up,
if at all?
number of respondents

12
10
8
6
4
2
0

23

xxx = no follow-up on their part currently
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IMAGES OF ORDAINED MINISTRY |Telephone Survey | ‘Which of the photos best
portrays what you think ordained ministry/ the ministry of a Deacon entails?’

IMAGE 2 ↑ 5

IMAGE 3 ↑ 1

IMAGE 4 ↑ 15

IMAGE 5 ↑ 4

IMAGE 6 ↑ 5

IMAGE 7 ↑ 2

IMAGE 8 ↑ 2

IMAGE 9 ↑ 3

IMAGE 10 ↑ 17

- Best portrays Ordained Ministry -

88

IMAGE 1 ↑ 15
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IMAGES OF ORDAINED MINISTRY |Telephone Survey | ‘Which of the photos best
portrays what you think ordained ministry/ the ministry of a Deacon entails?’

IMAGE 2 ↑ 5

IMAGE 3 ↑ 13

IMAGE 4 ↑ Zero

IMAGE 5 ↑ Zero

IMAGE 6 ↑ 6

IMAGE 7 ↑ 6

IMAGE 8 ↑ 6

IMAGE 9 ↑ 14

IMAGE 10 ↑ 2

- Best portrays Deacons -

89

IMAGE 1 ↑ 1
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IMAGES OF ORDAINED MINISTRY |Telephone Survey | ‘Which of the photos best
portrays what you think ordained ministry/ the ministry of a Deacon entails?’

The two opening questions in the telephone survey asked interviewees to nominate photos
that best portrayed what they thought ordained ministry and diaconal ministry,
respectively, entailed. They were invited to choose from a sheet of ten photos, drawn from
current or recent Connexional publications, such as the Methodist website or Connexion
magazine. The images were emailed to them prior to the interview.
These questions were partly designed as ice breakers, to settle interviewees, but they also
yielded some useful findings about how ministry is visualised. There was clear
differentiation between ordained ministry in general, on the one hand, and specifically
diaconal ministry, on the other hand. This can be seen from the differential ranking of
choices in the two charts above (the figures next to the image numbers denote the number
of preferences expressed by interviewees: some expressed preferences for more than one
photo). However, the telephone survey also revealed lack of clarity on the part of some
interviewees as to the diaconal role: for instance, some were unsure whether or not
deacons wore dog collars or were ordained.
In terms of the choice of photos best portraying ordained ministry in general, interestingly,
the most preferred image (#10) was the one that also came out top in the (Extra SubProject) 3Generate photo sheet survey. However, it was not entirely clear whether
interviewees were answering personally or second-guessing what the standard response
would be. For instance, Interviewee #53 chose images one, four and ten, but with the
following caveat: ‘Well they’re the traditional ones aren't they, and I think if you ask
somebody on the street which of these would you associate with a minister, they’re the
ones they would pick. As someone who probably knows a bit more about ministry, for me
[all the images are] connecting with people, so that’s where the ministry happens.’ Similarly,
Interviewee #39 chose images: ‘where you can actually see a clerical collar, just because
those are very obvious pictures of a ministry, if that makes sense’ but acknowledged ‘that’s
very superficial!’. The photo sheet exercise was a kind of ‘straw poll’. Both the initial survey
and telephone survey went on to explore in more detail participants’ perceptions of: i) what
ministers are typically like; & ii) what it might be like to be a minister.
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IMAGES OF ORDAINED MINISTRY |Telephone Survey | ‘Which of the photos best
portrays what you think ordained ministry/ the ministry of a Deacon entails?’

Descriptions of the ten images used in the telephone survey (the images were simply
given numbers in the photo sheets sent to interviewees):

IMAGE 1 ↑ Revd Katie Leonowicz - Wedding

IMAGE 3 ↑ Deacon Lorraine Brown – Rural
Development Enabler

IMAGE 5 ↑ Padre Dawn Colley – RAF Chaplain

IMAGE 7 ↑ Revd Graeme Dutton – St Arnold’s
Pub Church

91

IMAGE 2 ↑ Revd Moses Agyam – Food Bank

IMAGE 4 ↑ Revd Iain Ballard - Baptism

IMAGE 6 ↑Revd Ray Borrett – Community Cafe

IMAGE 8 ↑ Revd Gill Marsh – Director of
Mission, Northampton District
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IMAGES OF ORDAINED MINISTRY |Telephone Survey | ‘Which of the photos best
portrays what you think ordained ministry/ the ministry of a Deacon entails?’

IMAGE 9 ↑ Revd Nell Shallow – children’s work
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IMAGE 10 ↑ Revd Ian Hill - worshipping
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Extra Sub-Project | 3Generate
As part of 3Generate 2018, the annual Methodist Children and Youth
Assembly, one of the activities in ‘The Den’ (for the age-range 8 to 23)
invited participants to view a sheet of ten photos of ordained ministers
(without specifying whether they were deacons or presbyters) and to
select which photo best portrayed what they thought a minister does.
‘The Den’ was a venue run by Cliff College, comprising multiple
activities interspersed with times of bible study and liturgy. We
received 136 responses (having supplied 300 sheets of photos).
The photo most selected, by a large margin, was Image #10, depicting
a male presbyter, dressed in dog collar, leading worship, in a
charismatic style (from The Connexion magazine, Summer 2018, p.21). In joint second-place were
images #3 and #8, both of which featured a female minister engaging in conversation, inside (#8)
and beyond (#3) the church, and dressed in a diaconal hoodie (#3) and informally (#8), respectively.
In third place was Image #4, of a male presbyter conducting a baptism (this image was selected by
twice as many respondents as the photo of a female minister conducting a wedding (#1). The photos
least selected were of: a female military chaplain, in camouflage uniform, conducting a baptism (#5);
a male minister, in dog collar and apron, serving in a community café (#6); and a male minister, in
dog collar, helping in a food bank (#2).
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IMAGE 2 ↑ 5 VOTES

IMAGE 3 ↑ 20 VOTES

IMAGE 4 ↑ 14 VOTES

IMAGE 5 ↑ 2 VOTES

IMAGE 6 ↑ 3 VOTES

IMAGE 7 ↑ 7 VOTES

IMAGE 8 ↑ 20 VOTES

IMAGE 9 ↑ 12 VOTES

IMAGE 10 ↑ 46 VOTES

- Response ranking -
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IMAGE 1 ↑ 7 VOTES
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Extra Sub-Project | Non-follow-throughs
Each year there are a number of individuals who apply, by email, for Candidates’ Application Forms
(C.1 and C.1.1) but then, for whatever reason, do not submit the forms by the deadline. In the 2018
candidating round 14 people failed to follow through. Their details are not retained on a database,
but it was possible to retrieve the original emails sent by these individuals. Within GDPR constraints,
we were able to send a follow-up email, noting that they hadn’t submitted the forms and checking
whether they had received the forms. Our follow-up email explained that we were interested in
finding out why, for whatever reason, they didn’t in the end submit the forms and invited them to
complete a brief survey for us. We explained that this would help the Church better understand how
its processes are operating and that we didn’t wish to be intrusive and were simply asking them to
tell us as much or as little as they wished. We reassured them that participation in the survey was
entirely voluntary and that we would not be keeping any records as to who did or didn’t take part.
We also explained (for GDPR compliance) that if we didn’t hear back from them within 30 days we
would assume that they did not wish to hear from us and that we would delete their details from
our email system.
We received completed surveys from 5 individuals (36% response rate). Because of GDPR
sensitivities, it was not appropriate to chase up non-respondents. Demographic data was only given
by 2 respondents (we had equal numbers of males and females; the age-ranges represented were
40-44 and 55-59; ethnic backgrounds were ‘White’ and ‘Black / African / Caribbean / Black British’;
highest educational qualifications were ‘PhD’ and ‘Masters’; no one self-disclosed with a disability;
they lived in the West Midlands and North East; and one respondent was a Local Preacher).
Further data from these 2 respondents indicated that the Candidates’ Forms were reckoned to be
‘very easy’ or ‘easy’ to understand and would have been ‘very easy’ or ‘easy’ to complete.
Respondents indicated that they had found out about the candidating process from (equally) the
Methodist website/ their superintendent / their district candidates’ secretary/ their regional learning
& development officer; and claimed to have found out all the information they needed.
The final question in the survey asked why they decided not to submit the C.1 and C.1.1 Candidate’s
Application Forms. This question was answered by all 5 respondents. In some instances, there had
been lack of clarity about what was necessary before starting:
I was informed that I did not meet the criteria so I decided to hold fire as it appeared I was not
clear on the candidating process.
I have received the forms but I have been told that I have to do the local
preacher training first.

In other instances, people hadn’t got far enough into the preliminaries:
This was due to the fact that I needed to be On Trial, before I can apply for the ministry. I thought that
I would have been moved from “On Note” to “On Trial” before October but was deferred to a later
date. Hopefully, I am looking forward to submit my Worship Leading Modules in March 2019.
However, I am working very hard to complete all task so that I will re-apply in 2019.
I had a conversation with the Church Pastor and I'm yet to meet the Circuit Superintendent. I will get
back to your office after meeting with the Superintendent.
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In one instance, the respondent told us that they were let down by the superintendent:
By the time the form was to be submitted it was not possible to envisage the portfolio being
completed to a suitable standard by the deadline, as the previous superintendent had not made the
appropriate plans before he moved on in August. Although the new superintendent tried, it became
apparent there was too much to do. I will be better prepared next year, albeit a year older.

Most said that they expected to apply for, and submit, Candidates’ Application Forms in future; the
remainder held this out as a possibility. None of the respondents had decided against candidating in
future.
Clearly, this survey cannot tell us about the 9 individuals who did not choose to respond to our
follow-up email. They may or may not have a similar range of reasons for not following through.
However, it’s reassuring that the 5 respondents, at least, may well follow through to candidate in
future.
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RECOMMENDATIONS FOR THE MINISTRIES COMMITTEE
TO CONSIDER
Connexion
o Actively promote calling to ordained ministry throughout the Church.
o Investigate the need for extra Vocational Exploration Days catering for specific
cultural/ethnic groups, generations, and genders.
o Charge the Connexional Team to find ways to present ordained ministry more
positively and personally: sharing more upbeat, dynamic and inspiring stories of
ministry and dispelling negative myths.
o Develop new programmes, deliverable locally, offering regular intentional personal
development (eg, ‘faith coaching’) for every church member - with ordained ministry
included as a potential new direction (among others) for their life.
o Develop ministry-experience schemes, including opportunities to shadow ordained
ministers and undertake exploratory placements.
o Consider making itinerancy optional, and no longer an essential requirement for
every ordained minister throughout their active ministry.
o Consider introducing alternative ways of exercising ordained ministry, such as,
Ministry in Local Appointment, self-supporting ministry (non-stipendiary), regional
stationing, or more localised forms of itinerancy, suitable for those (presently at
least) unable to commit to full itinerancy.
o Consider introducing additional training centre(s), more practicable for anyone
remote from Birmingham (work toward increasing the number of Student Ministers,
making regional training viable).
o Consider reducing the length and complexity of both candidating and training; and
introducing a fast-track for those with suitable prior experience/qualifications.
o Enable ordained ministry to be (and be perceived as) more fulfilling: eg, by
encouraging ministers to specialise, more fully exercise their unique gifts, locally and
Connexionally, and realise their particular visions24.
o Consider whether additional support structures are required for ordained ministers,
to mitigate potential candidates’ concerns about stress and ministerial workload.
o Consider making the Vocations Strategy Project Report available to others (currently
the report remains confidential to the Ministries Committee), to promote informed
discussion of its findings and recommendations.

24

Within their covenant relationship with Conference and in collaboration with their churches.
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Regions/ Districts
o Encourage each district to agree a target for increasing the quantity of their accepted
candidates.
o Equip, and create opportunities for, Presbyters and Deacons to speak informatively
and inspiringly about their ministry with a wide range of people.
o Identify and equip ‘dedicated ambassadors for ministry’/’ordained ministry
champions’ for every local church.

Local churches
o Intentionally focus on calling to ordained ministry at least once a year in the regular
worship of every church.
o Nominate a ‘dedicated ambassador for ministry’/’ordained ministry champion’ in
every church, to actively promote calling to ordained ministry and help encourage
potential candidates.
o Speak informatively and inspiringly about their ministry, on a regular basis, with a
wide range of people, individually and in groups (Presbyters and Deacons).
o Offer regular intentional personal development (eg, ‘faith coaching’) for every
church member - with ordained ministry included as a potential new direction
(among others) for their life.
o Develop a more ambitious culture in relation to identifying and personally
approaching potential candidates (Church Leadership Team).
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Methodological Note
“This report provides a very valuable contribution to understanding the
factors that inspire and/or impede individuals to move towards
candidating for Methodist ordained ministry. The value of the report
rests on its rigorous research design and careful analysis. The methods
employed combine to optimise the task of exploring individuals'
knowledge, understanding and opinions of the candidating process in
depth. The sample size (81 respondents to the initial email survey and 30
respondents to the follow-up telephone interviews) is substantial in
relation to most qualitative studies and, as is evident from the analysis,
has yielded rich data to consider the complexities of individuals'
meanings and motivations on this topic. The thematic analysis is
coherent and reported in a transparent manner, giving clear voice to the
respondents. The background statistics offer a useful overview of the
key points raised by the respondents. Various elements of comparative
information have been included to give extra purchase on main
analysis. Consequently the Church can be confident of the findings from
this research.”
Sylvia Collins-Mayo, Associate Professor, Kingston University London
(member of VSP Reference Group).
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