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Board of Ordained Ministry Organization

“Each annual conference at the first session following the General Conference shall elect for a term of four years a Board of
Ordained Ministry.” (¶635)
“This board shall be directly amenable to the annual conference. … The annual conference council on finance and administration
shall recommend adequate administrative funds for the board and its staff in light of its workload.” (¶635.1b)
(¶635, 2016 The Book of Discipline details the work of the Board of Ordained Ministry)

Membership
Overall membership should include a balance of female and male members, as well as racial/ethnic members. Members
are nominated by the presiding bishop after consultation with the chairperson of the board, the executive committee or a
committee elected by the board of the previous quadrennium, and with the Cabinet. Members serve a four-year term and may
serve up to three consecutive terms.

CLERGY
• At least six elders and deacons
– At least one of which is retired
– Chairpersons of the Order of Deacons, Order of Elders and Fellowship of Local Pastors and Associate Members
• At least two associate members or local pastors who have completed the Course of Study
LAITY – One-fifth to one-third laypersons, including diaconal ministers

Organization
Although the responsibilities and functions of BOMs are common throughout the church, BOM structure varies from
conference to conference. The following suggestions may be adapted to the roles, responsibilities, contexts and resources of
each annual conference.

EXECUTIVE COMMITTEE
• Usually composed of the BOM chairperson, chairpersons of the Division of Deacons and Division of Elders (where
they exist), chairpersons of the Order of Deacons, Order of Elders and the the Fellowship of Local Pastors and Associate
Members, registrars, committee chairpersons and a Cabinet representative. The Vocational Discernment Coordinator or
other officers or members may also serve on the executive committee.
• Generally, this committee meets before each BOM meeting to review the agenda and address administrative matters. In
addition, they may consult with the bishop or take interim action on changes in conference relationships. The executive
committee or one of its members will typically relate to other boards and agencies.
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CONFERENCE RELATIONS COMMITTEE
• Required of all BOMs
• Shall consist of at least three persons, who are not district superintendents (¶635.1d)
• Receives requests for involuntary discontinuance of provisional members, involuntary leave of absence, administrative
location, involuntary retirement, involuntary medical leave or other such matters as may be referred to them by the board
of ordained ministry. This committee reviews requests for changes in conference relationship and serves a critical role in the
request for an involuntary status change (Administrative Fair Process, ¶361) received from the office of the bishop (further
information available in Chapter 26).

INTERVIEW TEAMS
• Interview candidates seeking provisional or full membership (generally, all board members participate in this)
• Interview candidates seeking transfer into conference membership and candidates seeking to change their conference
relationship (typically assigned to the conference relations committee to make a recommendation to the BOM)
• See Chapter 9 for guidelines on the interview process

DIVISION OF DEACONS AND DIVISION OF ELDERS
• The Division of Deacons oversees the candidacy and ordination process of candidates for the Order of Deacons and may
recommend changes in the conference relations of deacons.
• The Division of Elders oversees the candidacy and ordination process of candidates for the Order of Elders and may
recommend changes in the conference relations of elders.
• Some BOMs have a Division of Local Pastors and Associate Members. Although such a division is not common practice,
it can be useful in conferences that have a large number of local pastors and associate members. Otherwise, the Division of
Elders may also assume responsibility for the support and supervision of local pastors and associate members.

PROGRAM COMMITTEES
• All program functions of the BOM, as outlined in The Book of Discipline or identified below should be assigned oversight by
a board member.
• The personnel and resources of the BOM and the significance of the program responsibility determine whether or not a
committee is also necessary.
– In smaller boards, some of these functions may be combined under one person or committee for the sake of efficiency.
– In larger boards, the program functions may require many committees to accomplish the work.
• GBHEM’s Division of Ordained Ministry staff is available to provide consultative services, training and other resources in
the development of the BOM program and its structure.

Registrars
“The board shall elect a Registrar and such Associate Registrars as it may determine; one such Associate Registrar to be given
responsibility for candidacy, including giving leadership to the training and guidance of mentors in each district. A staff
executive may be named by the board to fulfill the Registrar’s functions.” (¶635.3)
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• Keep full personnel records for all candidates under the care of the board (¶635.3a)
• Forward an acknowledgment of transfer to the pastor of the local church in which each newly elected provisional and
associate member held membership (¶635.3b)
• Keep a record of the students attending the Course of Study (¶635.3c)
• In the case of a provisional member’s discontinuance or termination of local pastor status, file a copy of the circumstances
with the bishop’s office (¶635.3d)
• Keep the personnel records of ministerial candidates on behalf of the annual conference using the guidelines provided by the
General Council of Finance and Administration. See Chapter 25 (Candidacy and Clergy Files) for more details (¶635.3e)

Functions of the BOM
ENLISTMENT AND RECRUITMENT
• Assumes primary responsibility for the enlistment and recruitment of ministerial leadership for churches and other ministry
settings with regard to the inclusive nature of the church by working in consultation with the Cabinet and GBHEM (¶635.2a)
• Renews a culture of call in the church by giving strategic leadership to Annual Conferences, districts, congregations, campus
ministries, camps and other appropriate ministries, especially among youth and young adults (¶635.2b)

THEOLOGICAL EDUCATION
• Seeks information from theological schools about the personal and professional qualities of all applicants for provisional
membership or of a provisional member, with their consent (¶635.2c)
• Receives annual progress reports on all students enrolled in theological school (¶635.2d)
• Requires an official transcript before recognizing an applicant’s educational claims. The board may submit a transcript to
GBHEM for evaluation (¶635.2e)
• Guides candidates for licensed or ordained ministry who are not enrolled in theological school and who are pursuing the
Course of Study (¶635.2g)
• Administers the annual conference’s Licensing School following a curriculum prescribed by GBHEM’s Division of Ordained
Ministry (see Chapter 11)

MENTORING
• Annually appoints and trains a sufficient number of mentors to work with candidates, local pastors and provisional members
(in consultation with the District Superintendent and Vocational Discernment Coordinator) (¶349.1, ¶635.2f )
• Establishes a structure for group candidacy mentoring wherever possible (¶349)
• Names a Vocational Discernment Coordinator to coordinate the candidacy mentoring process (¶635.1c)
• Holds an annual Orientation to Ministry program for all licensed and ordained ministry candidates (¶312)

EXAMINATION, INTERVIEWS AND RECOMMENDATIONS
• Provides all licensed and ordained ministry candidates with a written statement on the disciplinary and Annual Conference
requirements for local pastor, provisional membership and full membership (¶635.2i)
• Examines applicants’ potential, readiness and effectiveness for licensed and ordained ministry
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• Interviews candidates and recommends approval or discontinuance to the Clergy Session
– Annual licensing for local pastors (¶635.2j)
– Provisional and full membership for deacons or elders (¶635.2j)
– Annual recommendation for students from other denominations (¶318.4)
– Annual recommendation for clergy serving from outside the Annual Conference (¶346)
• Interviews candidates and recommends approval for extension ministries or appointments beyond the local church not
already delineated by The Book of Discipline
• Interviews applicants and recommends professional certification in the areas administered by GBHEM (¶635.1c, 2u)
• Ensures confidentiality in the interview and reporting process (¶635.2m)

ADMINISTERING CHANGES IN CONFERENCE RELATIONSHIP
• Interviews applicants and makes recommendations concerning changes in conference relationships. Also ensures that the
changes are entered into the conference personnel files maintained by the secretary of the conference (¶635.2l).
– Administrative location (¶359)
– Discontinuance of provisional membership (¶327.6)
– Honorable location (¶358)
– Leave of absence, voluntary (¶353) or involuntary (¶354)
– Local pastor reinstatement (¶320.4)
– Local pastor, full-time (¶318.1) and part-time (¶318.2)
– Medical leave (¶356)
– Readmission of discontinued provisional members (¶363)
– Readmission of located persons (¶365)
– Retirement (¶357)
– Return to effective relationship from retirement (¶357.7)
– Sabbatical leave (¶351)
– Student local pastor appointment (¶318.3)
– Change either to or from less than full-time ministry (¶338)
– Transitional Leave (¶353)
– Withdrawal (¶360)
• Reports any change in the conference relationship to the conference Board of Pensions in a timely manner

ADMINISTERING TRANSFERS AND RECOMMENDING APPROVAL TO THE CLERGY SESSION
• From other annual conferences or Methodist denominations (¶635.2l; ¶347.1, 2)
• From other denominations (¶347.3)

DEVELOPING STANDARDS FOR EVALUATION
• Develops standards of effectiveness for ministerial leaders in cooperation with the Cabinet and provides a means of
evaluating the effectiveness of ministerial leaders, whether ordained, licensed, certified or assigned (¶635.2q)
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• Interprets the high ethical standards of ordained ministry and studies matters pertaining to character (¶635.2r)
• Designs and implements an in-depth personal and professional assessment process for clergy to engage in every eight years (¶349.3)

PROVIDING SUPPORT SERVICES FOR MINISTERS
• Provides support services for all those in ministerial leadership (ordained, licensed, certified and assigned) for career
development (¶635.2o)
• Provides personal and career counseling
– Continuing formation standards and guidelines (¶334.2d)
– Continuing education
– Continuing spiritual growth in Christ
– Preparation for retirement
• Gives training and guidance to local church pastor/staff parish relations committees in cooperation with the Cabinet (¶635.2o)
• Plans an annual meeting for those serving in extension ministries in cooperation with the Cabinet (¶344.2b)
• Serves as a liaison to retired clergy in the Annual Conference (¶635.2k)
• Works with and supports the Order of Deacons, the Order of Elders and the Fellowship of Local Pastors and Associate
Members, including receiving reports, offering financial support and coordinating their activity with the board’s continuing
formation offerings (¶635.2p)

ADMINISTERING TO NEEDS FOR SPECIALIZED MINISTRIES
• Support and management for diaconal ministers (¶635.2t)
• Administration of professional certifications (¶635.2u)
• Reports annually to the conference a list of those certified as Lay Ministers (¶635.2v)

ADMINISTERING THE MINISTERIAL EDUCATION FUND (MEF)
Priority for scholarships should be given to seminary students preparing for ordination, but may also provide for (¶635.2w):
• Enlistment
• Basic professional educational aid
• Continuing formation
• Ethnic ministry and language training
• Professional growth

PARTNERING WITH GBHEM
• Interprets current legislation concerning licensed and ordained ministry
• Explains and promotes the Ministerial Education Fund (MEF)
• Promotes and observes Ministry Sunday
• Supplies a record of information, recommendations and action taken on all candidates after each session of the Annual
Conference
• Promotes certification in specialized ministry careers
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Relations with Other Boards, Committees and Agencies
BISHOP AND CABINET
• Bishop – The Book of Discipline provides for consultation between the bishop and BOM on a number of matters, including
BOM membership, transfer into the annual conference, ad interim decisions on leave of absence and appointments to
extension ministries. Open lines of communication among the bishop, BOM and Cabinet are critical to effectively address
their mutual concerns.
• Cabinet – The BOM shares many responsibilities with the Cabinet, such as addressing involuntary status changes through
Administrative Fair Process. Although the bishop names a Cabinet representative to the BOM, that representative has a
limited role to play when the Cabinet requests an involuntary change in conference relationship. When such a change is
called for, the Cabinet representative may present the argument for change, but may not participate in the deliberations
or decisions of the BOM (see Judicial Council Decisions 917 and 950). Additionally, whenever the BOM deliberates and
votes on the involuntary discontinuance of provisional membership, Cabinet members shall not be present (Judicial Council
Decision 917).
• For some conferences, a yearly, joint meeting of the BOM, executive committee and Cabinet is an effective way to address
these concerns. Others may use a retreat setting or a joint standing committee. Each conference should look at the options
in light of its own experience and context to decide how these relationships should be built into the structure.

PASTOR/STAFF PARISH RELATIONS COMMITTEE
The BOM shares in the responsibility to train and provide resources for the P/SPRC. This work includes equipping committees
for enlistment, interviewing and supporting candidates for ordination or licensing as a local pastor, annually evaluating clergy
performance and supporting individual continuing education programs.

DISTRICT COMMITTEE ON ORDAINED MINISTRY
District committees (dCOM) are a subcommittee of the BOM (¶635.1g). It shares responsibility for enlistment, candidacy,
licensing local pastors and recommending individuals for associate or provisional membership. The importance of a close
working relationship between the BOM and the dCOM is underlined by the fact that the BOM is required to assign a
representative to each dCOM. Annual dCOM training is essential for effective personnel work in the conference and
maintaining consistent standards for candidacy throughout the conference. See Chapter 2 for information about the dCOM.

CONFERENCE BOARD OF PENSIONS AND THE JOINT COMMITTEE ON MEDICAL LEAVE
• The BOM communicates with the Board of Pensions on issues related to the pre-retirement programs, medical leave,
retirements, pension claims, records and support systems for retirees. One member of the BOM is a liaison to the conference
retirees. BOM communication with the Board of Pensions happens primarily through the chairperson and Registrar.
• In addition to this general liaison responsibility, there may be a Joint Committee on Medical Leave that reviews requests to
enter and exit medical leave and makes recommendations to the Cabinet, BOM and conference Board of Pensions (¶652).

COUNCIL ON FINANCE AND ADMINISTRATION
The BOM works with the conference Council on Finance and Administration to provide support for its responsibilities of
ministerial enlistment, training and support systems for personal and professional growth.
• As a service agency of the conference, the administrative budget of the board shall be a claim on the operating budget of the
Annual Conference (¶635.4). This budget includes meeting expenses, office expenses, travel, postage, phone, etc.
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• Concern for the promotion of the Ministerial Education Fund is shared with the GCFA, since the methods of promoting
the fund and the amount contributed may be influenced or controlled by this body

ANNUAL CONFERENCE AGENCIES
Although the BOM is not a program agency, it may be represented on a council or other body that coordinates the
conference’s ministries.
• This representation enables the BOM to inform the conference about programs that particularly affect ordained, licensed,
certified and assigned ministers (pensions, equitable salaries, insurance, etc.) and coordinate BOM meetings and programs
with the conference calendar.
• In the vast majority of conferences, a professional employed by the conference coordinates many support services for
ordained, licensed, certified and assigned ministry. This person generally meets regularly with the conference coordinating
body and the BOM to provide balance and expertise necessary for effective ministerial support. For those conferences, it is a
helpful addition to the BOM and conference structure. Conferences may want to consider this option and can consult with
GBHEM for more information and communication with others that have developed this staff position.

GENERAL BOARD OF HIGHER EDUCATION AND MINISTRY – The BOM relates directly to GBHEM through the chairperson,
Registrar, Conference Relations Committee chairs and those responsible for many different areas of the BOM’s work.

THEOLOGICAL SCHOOLS AND SEMINARIES
• The BOM is responsible for the support of United Methodist theological education, both in guiding candidates and
promoting the Ministerial Education Fund. (See more information in Chapter 17.)
• The BOM may also need to relate to non-UM theological schools that have been approved by the University Senate if
candidates from that Annual Conference attend seminary in those institutions.

COURSE OF STUDY
• Every BOM that has local pastors in Course of Study is invited to visit the school and participate in an annual Board of
Advisors or Board of Managers meeting.
• When a BOM sends its students to more than one school, it may wish to participate in more than one board meeting. Such
visitation and representation enables a BOM to:
– Maintain close contact with the local pastors
– Understand the quality of education and procedures in the schools
– Recommend policy changes to strengthen the Course of Study program and increase the effectiveness of education for
local pastors

JURISDICTIONAL COMMITTEES ON ORDAINED MINISTRY – General Conference has created an optional committee on ordained
ministry within the jurisdictions. In jurisdictions which have chosen to establish this or any similar structures, BOMs are
called upon to participate fully in the work and deliberations of those bodies. The jurisdictional committee is free to set its
own agenda to meet and organize based on the jurisdiction’s needs.
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District Committee on Ordained Ministry (dCOM)

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.
“The district Committee on Ordained Ministry shall be amenable to the Annual Conference through the Board of Ordained
Ministry.” (¶666.1)
“The Board [of Ordained Ministry] shall select from its own membership an official representative to serve as a member of each
dCOM, which shall function as subcommittees of the board.” (¶635.1g)
“The committee shall supervise all matters of candidacy for ordained ministry and licensing for local pastors.” (¶666.5)

Membership
Overall membership should include a balance of female and male members as well as racial/ethnic members (¶666.1). The
District Superintendent, in consultation with the chairperson or executive committee of the BOM, annually nominates
dCOM members for approval by the Annual Conference. The District Superintendent also fills interim vacancies.

CLERGY
• The District Superintendent (who shall not serve as the chairperson)
• At least six other clergy in the district, including elders and deacons
– A deacon or an elder age 35 or younger, when possible
– An associate member, when possible
– May include one local pastor who has completed the Course of Study

LAITY – At least three professing members of local churches in the district

Officers
dCOM officers are elected at the first meeting following the Annual Conference session when the members were elected (¶666.2).

CHAIR
May be held by the BOM representative, but not the District Superintendent (¶666.1)
• Ensures committee members are properly trained and understand their responsibilities
• Regularly calls meetings and informs members, candidates and local pastors of the time, place and agenda
• Presides over meetings or assigns someone to preside
• Maintains a working relationship with the BOM, especially the Candidacy and BOM Registrar, and others who require
information from the dCOM
• Works with the BOM and other dCOM chairs to ensure consistent expectations for candidates and procedures
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REGISTRAR – The dCOM elects a Registrar other than the District Superintendent or dCOM chair.
• Serves as custodian for all dCOM files (all files, including psychological assessment reports, belong to the Annual
Conference)
• Keeps a separate file on each person for whom the dCOM is responsible
• Informs those responsible which materials are needed
• Instructs the dCOM on what decisions are required for different candidates.
• Immediately informs the BOM Registrar of any actions taken and decisions made.
• Transfers individual’s files to other districts or Annual Conferences upon receipt of a written request by the receiving district
or Annual Conference
• Forwards all files to the BOM registrar when a candidate receives approval from the dCOM to interview with the BOM
for associate or provisional membership (complete files are sent to the BOM along with any recommendations and do not
require written permission of the candidate to provide to the BOM)
• Informs all interviewed candidates of decisions and recommendations both orally and in writing as soon as possible
(¶666.12)

BOM REPRESENTATIVE
“The BOM shall select from its own membership an official representative to serve as a member of each district Committee on
Ordained Ministry, which shall function as subcommittees of the board.” (¶635.1g)

EXECUTIVE SECRETARY (optional)
• Records and distributes each meeting’s minutes to committee members if there is no Recording Secretary
• Conducts correspondence and business as directed by the chairperson

ADDITIONAL OFFICERS – The dCOM may appoint or elect other officers as needed (such as an Enlistment or Continuing

Education Officer or a Secretary). Immediately following election, a list of dCOM officers should be sent to the BOM Registrar.

Functions
The Book of Discipline mandates the dCOM’s responsibilities. (¶666)

ENLISTMENT (further information provided in Chapter 3)
• Encourages those discerning a call to licensed or ordained ministry to enter candidacy
• Consults with the District Superintendent and the Vocational Discernment Coordinator to assign candidates to a candidacy
mentoring group or to a Candidacy Mentor when beginning candidacy (¶310.1b, ¶349.1)
• Ensures that candidates are invited to register in United Methodis Candidate and Record Entry System (UMCARES)
(¶310.1b)
• Maintains a list of all current candidates (¶666.3)
• Works with the District Superintendent to ensure that laity serving in pulpit supply for more than one year begin the
certified candidacy process or the application for Certified Lay Minister (¶205.4)
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CANDIDACY MENTORING (further information provided in Chapter 5)
• Each candidate is assigned to a candidacy mentoring group wherever possible or to a Candidacy Mentor by the dCOM in
consultation with the District Superintendent and the Vocational Discernment Coordinator (wherever named)
• Each candidate is expected to continue candidacy mentoring until they begin serving as a local pastor or a provisional
member (¶348.1a)
• Candidacy Mentor
– Shall be recommended by the Cabinet and selected and trained by the BOM and are accountable to both the dCOM 		
and the BOM
– Encourages and nurtures candidates as they consider different dimensions of vocational and life decisions
– Serves as co-discerner, consultant and catalyst in a way that provides freedom, confidentiality, flexibility and stability for 		
the candidate in discerning God’s call.
– Assists candidates through the candidacy stages using Answering the Call: Candidacy Guidebook or other conference 		
approved candidacy resources
– Records decisions made about candidates’ progress in the online candidacy system
• Vocational Discernment Coordinator
– Coordinates the Annual Conference’s candidacy mentoring process
– Ensures that the candidacy process is easily accessible
– Guides and trains Candidacy Mentors
– Implements a group candidacy mentoring process for the Annual Conference wherever possible

PSYCHOLOGICAL ASSESSMENT (further information provided in Chapter 8)
• Communicates with the chairperson of the BOM’s Psychological Assessment Committee for the receipt, utilization and
return of the psychological assessment report
• Receives psychological assessment reports from the BOM psychological assessment committee for use in the dCOM’s
evaluation of the candidate
• Reviews each psychological assessment report for the candidate’s competence and readiness for licensed and ordained
ministry
• Honors confidentiality issues as outlined in the “Authorization for Release of Information” signed by the candidate and uses
the reports appropriately
• Treats the report as a consultative factor rather than a determinative factor in recommending a decision to approve, defer or
deny the candidate
• Returns the report to the Psychological Assessment Committee chairperson for the BOM’s use
• Refers to GBHEM’s “Behavioral Health Guidelines” for guidance in addressing critical issues identified in the report

INTERVIEWING
At the heart of the dCOM’s work and one of the most basic personnel functions of the church, the dCOM uses interviews for
various purposes. (further information provided in Chapter 9)
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CANDIDACY CERTIFICATION
• Evaluates candidates for certification after they meet all requirements in ¶310
• Informs the BOM Candidacy Registrar of those approved for certification (¶666.3)
• Communicates with the BOM to ensure that all candidates participate in Orientation to Ministry at the proper time (¶312)
• Approves service settings for certified candidates working toward provisional membership (¶324.2)
• Maintains communication with all candidates
• Provides counsel regarding pre-theological studies (¶666.5) and encourages candidates to attend a UM theological school (¶310.2f)
• Informs candidates about scholarships and educational loans
• Receives transcripts and reports from colleges and seminaries to review academic progress (¶313.2)

CONTINUATION OF CERTIFIED CANDIDACY AND APPROVAL FOR PROVISIONAL MEMBERSHIP
The dCOM annually interviews candidates and evaluates whether or not their candidacy may be continued (¶313, ¶666.10).
Candidates must meet the conditions for renewal.
• Apply in writing for candidacy renewal (¶666.10)
• Receive recommendation for renewal by their charge conference or equivalent body as specified by the dCOM
(¶313.1, ¶666.10)
• Present an official transcript demonstrating satisfactory educational progress and recommends a report detailing the local
church spiritual and financial support of the candidate (¶313.2)
• Demonstrate gifts, grace and fruit for the work of ministry (¶313, ¶666.10)

ASSOCIATE AND PROVISIONAL MEMBERSHIP
• Interviews and recommends to the BOM those whom they approve for associate membership (¶321, ¶322, ¶666.8)
• Interviews and recommends to the BOM those whom they approve for provisional membership. Each candidate is
recommended in writing after a three-fourth majority vote of the dCOM (¶324.10, ¶666.8).

LICENSING OF PASTORAL MINISTRY FOR LOCAL PASTORS
• Approves, continues and oversees the work of local pastors who serve in their district
• Examines certified candidates for licensing as local pastors (¶315, ¶666.9)
• Helps applicants enroll in a licensing school
• Upon approval, recommends to the BOM that the Clergy Session approve a license for those who have satisfactorily
completed the requirements (¶315)
• Gives the BOM local pastors or Elders Registrar the names and addresses of all those approved for licensing
• Refers approved local pastors to the appropriate BOM Registrar for enrollment in the Course of Study and receives progress
reports through the District Superintendent
• Recommends those who qualify for annual continuance as local pastors to the BOM (¶319.2, ¶666.9). This includes those
enrolled in Course of Study and those who have completed it.
• Communicates to the BOM registrar the circumstances of any discontinuance of a local pastor (¶320.1)
• Recommends to the BOM those who qualify for restoration of credentials as a local pastor (¶320.4, ¶666.9)
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• Oversees a process of evaluation and supervision for personal and professional growth for local pastors
• Oversees clergy mentoring for local pastors
– Local pastors in the Course of Study are assigned a Clergy Mentor who may or may not have been their Candidacy 		
Mentor. Mentors are recommended by the District Superintendent and trained and assigned by the dCOM (¶348.1b, 4).
– The local pastor and Clergy Mentor review learning goals and plans the local pastor had as a certified candidate, and 		
then establish a learning goals covenant to coincide with new responsibilities.
– The mentor reports annually to both the dCOM and BOM, in order to maintain communication between the local 		
pastor and the dCOM in helping track the local pastor’s growth and discernment process.
– Conversations between mentor and local pastor are confidential, and information may be released only with written 		
consent of the local pastor and mentor.
– The report is kept in the local pastor’s file by the dCOM and BOM.
– Clergy Mentors are integral to local pastors’ education, both formally and informally by:
		

• Assisting local pastors to reflect and learn from their experiences in ministry

		

• Monitoring preparation of material for Course of Study classes

		

• Helping local pastors integrate theology and theory into their practice of ministry

CERTIFIED LAY MINISTERS
“The committee shall examine all persons who apply in writing to be certified as lay ministers. When there is evidence that
their gifts, evidence of God’s grace and usefulness, warrant and that they are qualified under ¶ 268, and on recommendation
of their charge conference, the committee shall recommend their certification or recertification. The district committee shall
report annually to the annual conference through the annual conference Board of Ordained Ministry a roster of all persons
certified as lay ministers.” (¶ 666.11)
For all other questions related to Certified Lay Ministry, see the resources provided by Discipleship Ministries.

READMISSION TO CANDIDACY OR CONFERENCE MEMBERSHIP
• If candidacy has lapsed or been discontinued, it may be reinstated only at the discretion of the dCOM in which the
candidate was discontinued (¶314.2).
• Interview discontinued provisional members who are requesting readmission and recommend to the BOM and Cabinet
those the dCOM approves for readmission to provisional membership (¶364, ¶666.9).
• Interview and recommend to the BOM and Cabinet those the dCOM approves who are requesting readmission from
honorable location and administrative location, or who have previously exited the ministerial office (¶365, ¶366, ¶666.9)

Resources for dCOM and Candidates
FROM COKESBURY
• The Christian as Minister: An Exploration Into the Meaning of God’s Call, Eighth Edition (ISBN# 9780938162636)
• El Cristiano como Ministro: Explora el significado del llamado de Dios al ministerio, Traducción de la Octava Edición (ISBN#
9780938162780)
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FROM GBHEM
• The BOM Library (www.bomlibrary.org) contains a variety of information and resources that are helpful to dCOMs and
BOMs. Resources include:
– Set of Brochures on the Ministry of Deacons, Ministry of Elders, Ministry of Local Pastors and Ministry of Edorsed Clergy
– Action outlines and file content checklists. The dCOM chair or registrar can use these outlines to guide the dCOM’s work
– Glossary of Candidacy Terms
– Handbook on Ministry Interpretation (The Red Book) – Provides a quick overview of Disciplinary requirements for 		
dCOM/BOM action items needed for candidates and clergy conference relations changes
• Answering the Call: Candidacy Guidebook (2016) – Available for candidates and candidacy mentors after setting up a user
account in UMCARES (The United Methodist Candidate and Record Entry System)
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Recruitment and Enlistment

For more information, contact GBHEM’s Director of Young Adult Ministry Discernment and Enlistment at explore@gbhem.org or
615-340-7431.
“[T]he Annual Conference Board of Ordained Ministry shall” … “assume the primary responsibility for the enlistment and recruitment
of ministerial leadership for our churches and other ministry settings by working in consultation with the Cabinet and the General Board
of Higher Education and Ministry (GBHEM) to study and interpret the ordained, licensed, certified and assigned ministerial leadership
needs and resources of the Annual Conference, with due regard to the inclusive nature of the Church. It shall, with the assistance of the
local church committee on pastor-parish relations, conference agencies and every ordained, licensed, certified and assigned leader of the
conference, enlist women and men of all races and ethnic origins for ministry as a vocation and guide those persons in the process of
education, training and discernment of the most appropriate path for their ministry, recommending colleges and schools of theology listed
by the University Senate, licensing school and other approved educational opportunities. Persons recruited should have an understanding
of and appreciation for persons of different racial and ethnic heritages.” (¶635.2a)
“To renew a culture of call in the church by giving strategic leadership to Annual Conferences, districts, congregations, collegiate
ministries, camps and other appropriate ministries, especially among youth and young adults.” (¶635.2b)

Recruitment Responsibilities
The primary responsibility of the dCOMs and BOMs is to identify and enlist a new generation of Christian leaders – young
men and women just beginning their vocational discernment, as well as those leaving other careers to answer God’s call to
vocational ministry.
This is best fulfilled through a team effort led by the BOM, working in partnership with the bishop and Cabinet, the dCOM,
the Vocational Discernment Coordinator and all those concerned with church, youth and young adult ministry.

Developing a Plan for Recruitment and Enlistment
CHALLENGES TO RECRUITMENT
• We live in a time of rapid change. Population and church demographics are shifting; church members and leaders are aging;
young people do not depend on the church to meet their spiritual needs. The church is challenged to respond to these
changes in relevant and transformational ways with gifted, well-trained and effective leaders.
• As the United States population continues to change, the need to develop diverse leaders for a diverse church cannot be
overstated. Additionally, young adults continue to be underrepresented among UM clergy in the United States. In 2015,
research from the Lewis Center for Church Leadership documented that there were 1,076 (or 6.73 percent) deacons and
elders under age 35 in the United States, which is down from 15.05 percent in 1985. We must continue to focus attention
and work on inviting, enlisting and supporting young adults as they explore God’s call in their lives. (See more on page 6 in
this chapter.)

VOCATIONAL DISCERNMENT COORDINATOR – This position coordinates the candidacy mentoring process and works within

the BOM and Annual Conference to encourage and provide resources for those discerning a call to ministry. (See BOM
Handbook, Chapter 6.)
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QUESTIONS THAT MAY HELP THE BOM DEVELOP A VOCATIONAL DISCERNMENT PLAN
• When was the conference’s last study regarding ministerial leadership needs?
• What is the conference area’s latest census data regarding racial/ethnic groups?
• How many young adults from a conference are attending colleges, universities, theological schools or seminaries? Who
among those may be exploring a call to ordained ministry?
• Does the BOM have the contact information for UM collegiate ministers and college/university chaplains in order to
connect students to collegiate ministry units and identify those who may be considering a call to vocational ministry?
• Is there follow-up and support for those who have attended national, regional or conference Exploration events?
• How do the bishop and Cabinet members engage youth and young adults in the practice of vocational ministry? How do
the BOM and dCOMs support that process?
• Is there data from the last five years to compare retirement, discontinuations, church closings and church mergers with new
licensing and ordination?
• Has the conference identified areas for new church starts, as well as leaders to train in starting new congregations?
• What is the ratio of the supply and demand for pastors in the local church and for persons in specialized ministries?
• How many cross-racial appointments are available within the conference? What areas or situations exist in which one might
be appropriate? Which clergy are most likely to be successful in serving these appointments?
• What new ministries are being developed to respond to the needs of new immigrants in the conference?
• Which churches or collegiate ministries are more successful in identifying and nurturing persons into vocational ministry?
What factors led to that influence?
• What are the conference’s short-term and long-term plans to identify and nurture youth and young adults for leadership?
• Has the conference BOM identified the qualities and competencies important for ordained and specialized ministries?

QUESTIONS FOR CANDIDATES THAT MAY HELP THE BOM DEVELOP A VOCATIONAL DISCERNMENT PLAN
• What major factors influenced in their call?
• What was positive or negative about the candidacy and provisional process?
• How can the BOM improve its identification and enlistment of those who are exploring ordained ministry?

SUGGESTED COMPONENTS OF AN ENLISTMENT PLAN
• Host an annual consultation or conference
– Include the Vocational Discernment Coordinator, the Connectional Ministries Office, collegiate ministries and any 		
involved in youth and young adult ministries.
– Communicate the supply and demand issues of ordained ministry, as well as other specialized ministries and 			
enlistment needs.
– Alert participants to their role as influencers, individually and collectively.
– Provide resources for participants to use as they work with youth or young adults in vocational discernment.
• Create a vocational discernment process that invites people to consider God’s call in many different ways (camp, youth
ministries, mission trips, collegiate ministries, etc.).
• Provide retreats and workshops, designed in consultation with the Orders of Deacons and Elders, that emphasize the
significance of leadership as role models and mentors for those discerning God’s call into ordained and specialized ministry.
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• Host events at conference and district levels for people at different life stages or educational levels, i.e., high school, collegeage, second career, etc.
• Share contact information with the dCOM, BOM, cabinet and bishop for those considering the candidacy process.
• Maintain a database of names, addresses, school classification and economic need, if possible, of each potential candidate.
In this way, a unified plan can be developed for utilizing the support and financial resources of the BOM, conference and
Ministerial Education Fund (MEF).
• Designate a BOM Vocational Discernment Coordinator to oversee the candidacy process so it is inviting and accessible to
new candidates.
• Train gifted mentors who will guide new candidates in the mentoring program.
• Develop conference-wide initiatives to enhance candidates’ ministerial formation, both before and after candidacy studies are
pursued. Events such as retreats for potential candidates and mission experiences for declared candidates may all contribute
to their growth and spiritual depth.
• Sponsor an Orientation to Ministry event for ministry candidates to build collegiality and understanding among the
varieties of set-apart ministries (deacons, elders, local pastors) (¶312).
• Promote any other discernment-related events and experiences offered by GBHEM.

IDENTIFICATION AND ENLISTMENT HAS TO BE COORDINATION
Identification and enlistment has to be coordinated and shared among local church, district and conference leaders. The future
of ministry in the UMC depends on the quality of today’s candidates for licensed and ordained ministry.

Enlistment of Young People
Today’s young adults approach the world differently than young adults did 25, 10, or even five years ago. Young adult
leadership development is integral in any future planning for conferences and BOMs. The sharp decline in the numbers of
young adult clergy has focused the church’s priority on inviting, training and retaining young adult clergy.

Young Clergy Initiative
• At the 2016 General Conference, the Young Clergy Initiative (YCI) was funded for a second quadrennium and “provide[s]
support to increase the number of young clergy among the jurisdictional conferences. This begins a three-quadrennium
effort to enable The United Methodist Church to focus efforts on encouraging young adults who wish to respond to the
call to ordained ministry to receive a strong theological education in the United Methodist tradition in preparation for
ordination. This initiative is in addition to the funds that the church already has budgeted for discernment, recruitment,
nurturing, education and support of young clergy leaders.” – excerpt from YCI legislation, 2012 General Conference.
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• In response to the YCI, a grant program was developed to encourage opportunities that leverage for denominational
change on systemic and cultural levels through various conversations, events, experiments, resources, research and training.
GBHEM sought projects that help:
– Prepare young people to hear God’s call to ordained ministry
– Assist young people in responding to God’s call to ordained ministry
– Develop young people in spiritual and theological formation
– Nurture young clergy for lifelong transformational ministry
• 78 projects from across the jurisdictions were funded in the 2013-2016 quadrennium. A majority of the projects fell into
these categories:
– Call exploration events
– Educational experiences
– Internships
– Missional experiences
– Small group experiences
• A more complete breakdown of awards, progress of current YCI projects and plans for future project funding can be found
online at www.explorecalling.org/yci.

GBHEM-sponsored Events, Programs and Networks that Focus on the Recruitment and
Development of Young Adult Clergy
• CALLED: One Word, Many Ways – The congregational vitality of The United Methodist Church begins in the local
church, where faith is formed and nurtured in people of all ages, especially the young. Equipping congregations to speak
the language of call and to move intentionally toward discovering and nurturing their vocational goals will contribute to the
health and vitality of their own faith, community and of the denomination. God calls everyone into ministry, but ministry
means more than ordination. CALLED: One Word, Many Ways is a free resource that helps local congregations explore how
to listen for God’s voice, discern what they have heard and respond faithfully. Resources in the CALLED package include a
Bible study, children and youth curriculum, liturgical helps, video call stories and more (www.explorecalling.org/called).
• Exploration – A three-day event for young adults age 18-26 to listen, discern and respond to God’s call to ordained ministry
and to explore their gifts for service as a deacon or elder in The United Methodist Church. Exploration creates sacred space
for young adults to be in meaningful fellowship, passionate worship, theological reflection and practical workshops as they
discern whether God’s call on their life is to ordained ministry in The United Methodist Church and what faithful steps they
can take next on their journey (www.explorecalling.org/exploration).
• The Journey Toward Ordained Ministry – A leadership development experience for racial/ethnic college and/or seminary
students who are interested in ordained ministry in The United Methodist Church. This mentoring and scholarship program
provides a $5,000 scholarship per academic year with continued mentoring through seminary and ordination. Scholars
attend an annual three-day retreat. Applications for JTOM are received through the Office of Loans and Scholarships during
their regular open enrollment season (typically January-March) (www.explorecalling.org/jtom and www.gbhem.org/loansand-scholarships).

4 • Section 2: Chapter 3

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 2 | Vocational Discernment

www.gbhem.org/bomhandbook

• NEXT – A biennial national United Methodist event to challenge college students to imagine and plan the next faithful
steps for their vocations, their communities, the church and the world. The Imagine What’s NEXT community is a unique
space created out of The United Methodist Student Movement. NEXT is about encouraging and supporting those who
dream of making a difference in the world right now for Christ. As we grow and connect across the globe, NEXT serves as a
pool of partners, perspectives and resources to help in faith and leadership development. Most importantly, doing good work
is not a chore; it’s who we are as United Methodists. It is a way of life. (www.nextumc.org)
• The Vocational Discernment Coordinator Conference – An event for Annual Conference leaders involved in the
recruitment of young clergy to gather together and engage around the status of young clergy and issues related to young
clergy recruitment, and to learn about successful strategies. This event focuses on assisting Annual Conferences to build
and implement a plan for nurturing youth and young adults as they consider God’s call to ordained ministry (www.
explorecalling.org/vdc).

Enlistment of Racial and Ethnic Minorities
• Representatives of many different racial/ethnic groups should be members of the BOM and the committee on enlistment.
• BOMs may allocate special funds from the Ministerial Education Fund (MEF) for financial support of racial/ethnic
candidates.
• The Journey Toward Ordained Ministry program is specifically for racial/ethnic candidates.
• Enlistment for those who are immigrating into the United States
– “We rejoice in the gifts that particular ethnic histories and cultures bring to our total life …. We assert the obligation 		
of society and groups within the society to implement compensatory programs that redress long-standing, systemic social
deprivation of racial and ethnic people …. We support affirmative action as one method of addressing the inequalities 		
and discriminatory practices within our church and society.” (Social Principles, ¶162.A)
– “We recognize that no nation or culture is absolutely just and right in its treatment of its own people, nor is any 			
nation totally without regard for the welfare of its citizens …. While recognizing valid differences in culture and political 		
philosophy, we stand for justice and peace in every nation.” (Social Principles, ¶165.A)
– Questions to consider in order to support those who are immigrating and wish to serve in the United States
		

• What training is provided for BOM members related to immigration issues and cultural diversity?

		

• How prepared is the BOM to assist clergy or candidates who are immigrating?

		

• How familiar is the BOM with current immigration law?

		

• What resources are available to help the board verify the immigration status of clergy or candidates?

		 • What are the established guidelines for English language proficiency in the Annual Conference? What structures are in
			
place to assist those learning English as a second language?
		

• What are the policies for providing financial assistance for clergy or candidates who need to improve language proficiency?

		 • How regularly do the BOM, the cabinet and the committees on pastor/staff relations consult about the needs of clergy
		 or candidates with immigration status?
		

• What orientation program is available for clergy or candidates recently immigrating to the United States?

		

• Are all clergy receiving adequate salary, health and pension benefits?
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Enlistment of Persons with Handicapping Conditions
• “Disabilities are not to be construed as unfavorable health factors when a person with disability is capable of meeting the
professional standards and is able to render effective service as a provisional member and commissioned minister.” (¶324.8)
• The Book of Discipline requires that candidates are considered in terms of their ability to serve, not their physical capabilities.
In fact, people with what are sometimes seen as limiting conditions may have insights and strengths that able-bodied people
may lack.
• Communication between the board and candidate can help to ensure that the board fully understands the candidate’s gifts
and potential for ministry. In making decisions about a candidate’s potential for ministry, the BOM should remember that
not all ministry follows traditional roles.
• Clergy with handicap conditions have reflected, “As with other persons to be ordained, we expect that our calling, gifts and
graces need to be tested by the community. We need to be honest and modest in identifying our shortcomings. Still, we feel
sure of our call while sensing that the church may not accept us.” (Ellis Leif Larsen, A Profile of Contemporary Seminarians
Revisited, Theological Education, Volume XXXI, supplement, 1995, The Association of Theological Schools, Pittsburgh, Penn.
Pp. 17-18).
• For an extensive discussion of health, see Chapter 7, “Yes, No, Maybe: Health and Wholeness,” in The Candidacy Guidebook:
Answering the Call.
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Candidacy Mentoring

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.
“Mentoring occurs within a relationship where the mentor takes responsibility for creating a safe place for reflection and growth …
Mentoring is a part of the preparation and growth for inquirers and candidates for ordained ministry … Mentoring is distinct from
the evaluative and supervisory process that is a part of preparation for ministry.” (¶348.2)
“There are two categories of mentor: Candidacy Mentor and Clergy Mentor. Each has distinct functions and responsibilities.
Candidacy Mentors are clergy in full connection, associate members or local pastors who have completed the Course of Study trained
to provide counsel and guidance related to the candidacy process.” (¶348.1a)
(For Clergy Mentoring, see Chapter 15)

Vocational Discernment Coordinator
• Named by the BOM
• May be part of conference staff person’s work or may be assigned to a BOM member
• Coordinates the candidacy mentoring process (¶635.1c)
• Works with the BOM, dCOMs, and DS to coordinate, implement and strengthen the candidacy process throughout the
Annual Conference, including recruiting, training and assigning mentors to new candidates
• Importance of vocational discernment
– While some of the candidacy process focuses more on application for ministry (steps such as background checks,
meeting with the dCOM and completing written requirements), much of candidacy is meant to focus on vocational
discernment as the candidate explores how to respond to God’s call in The United Methodist Church.
– Allows the BOM to be involved in the candidacy mentoring process and coordinate mentoring among all districts in the
Annual Conference
• This role allows for a central contact person who is able to answer questions; build connections among dCOMs, BOMs and
District Superintendents, and ensure information is consistent, helpful and timely.

Candidacy Mentors
SELECTION AND ASSIGNMENT (¶348.1)
• The Candidacy Registrar, District Superintendent, and Vocational Discernment Coordinator review the need for Candidacy
Mentors in each district
– The DS, in consultation with the dCOM and district leadership, suggests clergy to be trained as Candidacy Mentors
– The Candidacy Registrar and Vocational Discernment Coordinator administer the training for Candidacy Mentors and
confirm those who have been trained
– The DS assigns a Candidacy Mentor after receiving and approving a new candidate’s request for admission into the
candidacy process (¶310.1b)
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CRITERIA
• It is important for Candidacy Mentors to represent a variety of backgrounds and experiences and to include deacons, elders
and local pastors. Different family lifestyles, ages, genders and ethnic groups should also be represented. This variety provides
opportunities for candidates to be in contact with church leaders who may represent the community’s wider diversity, while
also giving candidates access to mentors with whom they can relate to more closely.
• Effective mentors have a mature faith, model effective ministry and possess the skills needed to help individuals discern their
call in ministry (¶348.2). As mentors are selected and trained, the following standards are helpful in deciding who should be
invited to serve as a mentor. Mentors are clergy who:
– Are spiritually mature and demonstrate a deep and continuing commitment to God and to growing in grace and love
– Demonstrate a strong understanding of call and commitment to Christian ministry as lived through the church’s 		
ministry and appreciate the varieties of lay, licensed and ordained ministry
– Continue to develop vocationally throughout life’s opportunities and challenges
– Encourage others to be comfortable and discuss in depth the many facets of vocational and personal development
– Are able to be open and flexible in adapting candidacy studies to candidates’ needs when possible
– Gain respect from colleagues
– Maintain family relationships and personal lives that are congruent with the standards expected of clergy

TRAINING
• All mentors should be trained once every four years. This allows all mentors to know the most recent candidacy, licensing
and ordination requirements and the Annual Conference’s current mentoring and interviewing structure and procedures
• If your conference wishes to award continuing education credits for training events, note that 10 contact hours of worship or
educational time is equal to one CEU.
• While training times can vary from a half-day to an overnight retreat, training sessions should include certain features
– Theological grounding for mentoring and learning from one another
– Identifying the differences among supervision, evaluation and mentoring and the role of each in candidate development 		
and assessment
– Discussion and clarification of the meaning of confidentiality in the relationship among the mentor, candidate and 		
candidacy colleagues within a mentoring group
– Education about the current candidacy, licensing and ordination process, the use of UMCARES (The United Methodist 		
Candidate and Record Entry Systems), the conference’s process for psychological assessment and the mentor’s 			
responsibilities in these tasks
– Developing familiarity of the basic candidacy materials, including The Christian as Minister, Answering the Call: 			
Candidacy Guidebook and other conference resources
– Information about any BOM or dCOM deadlines regarding the application process and interviews
• In most circumstances, the Candidacy Registrar and Vocational Discernment Coordinator organize and lead mentor
training. Additional leadership may include experienced mentors, dCOM/BOM members, the District Superintendent or
the BOM staff person for the Annual Conference. On occasion, GBHEM staff may be available to provide leadership.
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RESPONSIBILITIES
• Pray for candidates.
• Talk with candidates to establish covenant and meeting schedules.
• Study and discuss Answering the Call: Candidacy Guidebook with candidates.
• Establish and maintain confidentiality of mentoring relationship.
• Provide information regarding the psychological assessment process.
– Initiate the psychological assessment process in UMCARES or through the conference’s assessment process.
– Proctor psychological assessments as requested by the conference.
– Complete and return psychological assessments and accompanying forms/reports in a timely manner.
• Discuss upcoming P/S-PRC and charge conference meetings with candidates.
• Complete annual mentor reports.
• Meet with the dCOM and candidate at the certification approval meeting.
– Share mentor report.
– Record dCOM vote and recommendation in UMCARES.
• Make sure the BOM Candidacy Registrar is aware of any status changes for candidates.
• Maintain a Candidacy Mentor file, including all relevant paperwork and reports for candidates.

ACCOUNTABILITY
• The Candidacy Registrar and Vocational Discernment Coordinator ensure the continuing quality of the candidacy process
and oversee the work of the Candidacy Mentors.
• Most mentors will work well with candidates. However, a few may lose interest or may not have the skills needed for the
work. If this is the case, then the registrar or Vocational Discernment Coordinator may find a replacement.
• Primary concerns are to maintain high standards of guidance and mentoring for candidates so that they will have every
opportunity to explore their vocational options and to attract the best possible candidates for ministerial leadership.
• The importance of mentoring candidates in the development of future church leaders cannot be overstated. The resources
that mentors and the Annual Conference invest in the mentoring program have the potential to effect ministerial leaders
throughout their ministry.

Group Candidacy Mentoring
The candidacy mentoring process formerly occurred in a one-on-one relationship between candidates and mentors. As the
Study of Ministry Commission looked for ways to streamline the candidacy process, one of the recurring themes was the
frustration of both candidates and Annual Conferences in finding qualified and effective mentors to guide candidates through
discernment and certification. The 2012 General Conference responded to recommendations from the Study of Ministry
Commission by encouraging Annual Conferences to offer candidacy mentoring in a group setting whenever possible. The
group setting provides certain benefits.
• Maintains a high quality of gifted mentors
• Requires fewer mentors to serve the candidate pool
• Creates more time to focus on discernment
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• Builds community amongst candidates and mentors
• Allows the candidacy requirements to be completed more smoothly and consistently (i.e. psychological assessment,
coordinating timing of dCOM and BOM interviews, ensuring that candidates don’t miss yearly deadlines for certification
and renewal, enrolling candidates in UMCARES, etc.)

Resources
• “Starting Candidacy”, UMCARES user information and a general overview of the candidacy process – www.umcandidacy.org
• BOM Library of Resources and Forms – www.bomlibrary.org
– Set of Brochures on the Ministry of Deacons, Ministry of Elders, Ministry of Local Pastors and Ministry of Edorsed Clergy
• Answering the Call: Candidacy Guidebook. Mentors may download a PDF of the Candidacy Guidebook through UMCARES
or request a hard copy through the conference’s candidacy registrar
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Board of Ordained Ministry Registrars

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.
“The Board of Ordained Ministry shall elect a Registrar and such Associate Registrars as it may determine; one such Associate
Registrar to be given responsibility for candidacy, including giving leadership to the training and guidance of mentors in each district.
A staff executive may be named by the board to fulfill the functions of Registrar.” (¶635.3)

Organization
In most conferences, a paid staff executive assumes some or all of the duties of the BOM Registrar. In some conferences,
however, the responsibilities of the Registrar are divided among a number of BOM members. Because the tasks and needs vary
by conference, the number of Registrars is dependent upon conference needs.

TYPES OF REGISTRARS
• Candidacy Registrar
– Maintains records on the progress and status of candidates until they are elected into provisional membership, 		
licensed as local pastors or discontinued
– Collaborates with the Vocational Discernment Coordinator to train and oversee the work of Candidacy Mentors
– Interprets the process for those seeking certified candidacy
– Works with GBHEM in maintaining the candidacy application system (UMCARES)
• Associate Registrars
– Deacons Registrar
		 • Maintains complete personnel records on all deacon candidates and those seeking professional certification 		
		 in specialized ministry
		

• Maintains records for diaconal ministers

		

• Communicates with GBHEM regarding the interpretation of The Book of Discipline and assessment of credentials

		 • May be the contact person for deacons, diaconal ministers and those with professional certification 			
		 concerning conference relationship changes (see Chapter 26)
– Elders Registrar
		 • Maintains complete personnel records on all elder candidates, associate members and local pastors. This 		
		 responsibility may be subdivided among other BOM members.
		

• Communicates with GBHEM regarding the interpretation of The Book of Discipline and assessment of credentials

		 • May be the contact person for elders, provisional elders and associate members concerning conference 		
		 relationship changes (see Chapter 26)
– Local Pastors Registrar
		

• Works with the district Committee on Ordained Ministry (dCOM) to train, support and license local pastors

		

• Maintains a personnel file on all local pastors
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• Approves all Course of Study and Advanced Course of Study registrations

		

• Keeps records of local pastors attending Course of Study and reports the educational progress to the Annual Conference

		 • Communicates with GBHEM on the interpretation of The Book of Discipline and transcript evaluation for credit in 		
		 the Course of Study or Advanced Course of Study
– Other Registrars
		 • Some conferences have additional registrars, including one for candidates applying for associate, provisional or
		 full membership
		

• The BOM determines the need for these registrars

Responsibilities of BOM Registrars (outlined in ¶635.2 and ¶635.3)
• Provides written information to candidates regarding all disciplinary and conference requirements for licensing, associate,
provisional and full membership
• Informs candidates of all deadlines and required meetings
• Communicates the recommendations, decisions and reasoning of the BOM to the candidate. Once the dCOM or BOM
makes decisions regarding the candidate’s progress, the registrar will promptly communicate these decisions with the
candidate in written and verbal communication. (¶666.11)
• Keeps full personnel records for all ministerial candidates under the care of the board (¶635.3a) (See GCFA guidelines for
record keeping in Chapter 25)
• Shares pertinent information and recommendations concerning each candidate with the Annual Conference (¶635.3b)
• Ensures the confidentiality of the interview process for the candidates and provides necessary and required information to
members of the BOM and the Clergy Session (¶635.2m)
• Reports and record keeping
– Business of the Annual Conference report
– Report contains all BOM recommendations for conference actions
– Shall provide all information that is necessary to make a decision (¶635.2m)
– Copies of the report shall be retained and shared with appropriate church bodies (GBHEM, GCFA, annual 			
Conference Secretary, etc.)
– Record Keeping
		 • Forwards an acknowledgment of transfer to the pastor of the local church where each newly elected 				
		 provisional and associate member held membership (¶635.3b)
		

• Keeps a record of Course of Study students and reports their progress to the conference (¶635.3c)

			 – At the completion of Course of Study work, a grade report and student performance information is sent to
			the registrar.
			 – At the beginning of the calendar year, an annual report on the status of every local pastor is sent from GBHEM’s 		
			 Course of Study Registrar to the Local Pastors Registrar, who maintains a file on every local pastor which includes
			 all Course of Study reports. Local pastors’ progress in the Course of Study is reported each year to the Clergy 		
			Session.
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		 • Files a copy of any circumstances involving discontinuance of provisional membership or termination of 			
		 local pastor status (¶635.3d). One copy is placed in the bishop’s office and another in the Annual Conference’s 		
			 permanent personnel files.
• Administering the diaconal ministry and the Professional Certification Process
– Diaconal ministry
		 • The BOM is to “provide continuing support and management of consecrated diaconal ministers using the policies 		
		 described in ¶301-317 of 1992 The Book of Discipline”. (¶635.2t)
		 • Conferences may choose to have the registrar for the Division of Deacons administer the diaconal ministry and 		
		 professional certification process. Some may have an additional registrar to care for these responsibilities.
		 • Maintains files including the candidate’s application, biographical material, statements of academic progress, college 		
		 and seminary transcripts, report of completed study, application for consecration, charge conference letter, health 		
		 report, record of certification and/or commissioning, service record, annual report and all BOM recommendations.
– Specialized ministry – Maintains files on each candidate for professional certification including a complete
application for certification, a service record, a biennial review of professional leadership and all BOM 				
recommendations
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Candidacy and Candidacy Forms

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.
“Individuals discern God’s call as they relate with God and their communities, and the Church guides and confirms those callings.
Calls – and the discernment and confirmation of them – are gifts of the Holy Spirit.” (¶301.2)
“The Wesleyan tradition has, from the beginning, encouraged a culture of call and a community of discernment, which affirms and
supports the ministry of all Christians and identifies and authorizes persons into ministries of the ordained.” (¶302)
“The licensed and ordained ministry is recognized by The United Methodist Church as a called-out and set-apart ministry. Therefore,
it is appropriate that those persons who present themselves as candidates for licensed or ordained ministry be examined regarding the
authenticity of their call by God to set-apart ministry.” (¶310)

The Candidacy Process
Candidacy is a vocational discernment and decision-making process recognized by the UMC to assist candidates and Annual
Conferences in discerning and affirming an applicant’s call to licensed or ordained ministry. Candidacy is the first formal
step toward Annual Conference membership, ordination as a deacon or an elder or licensing for pastoral ministry. Candidacy
begins when the potential candidate enquires about ministry and continues until that person is commissioned as a provisional
member or is approved, appointed and licensed as a local pastor. Candidacy also ends if a person withdraws from candidacy or
is denied by the dCOM.

BEGINNING CANDIDACY (¶310.1)
• Preconditions
– A professing member in good standing of the UMC or a baptized participant of a recognized UM campus ministry or
other UM ministry setting for a minimum of one year
– Graduated from an accredited high school or received a certificate of equivalency
• Write to the District Superintendent to request admission to the candidacy process
• Study candidacy resources as directed by the conference BOM
• Write a statement of call
• Request a meeting of the Pastor/Staff-Parish Relations Committee (P/S-PRC) to consider recommendation for candidacy.
In some situations, the dCOM may specify an equivalent alternative body to consider recommendation for candidacy.

CERTIFICATION AS A CANDIDATE (¶310.2)
• Meet with the charge conference (the dCOM may specify an equivalent alternative) to receive a written recommendation
for certification
• Request a meeting with the dCOM
– Prepare a written response to the information requested in ¶310.1d
– Complete and release required background checks (psychological, criminal and credit)
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– Provide any further information the dCOM may require
– Agree to make a complete dedication of themselves to the highest ideals of the Christian life as set forth in the
UM Social Principles
– The dCOM interviews the candidate regarding these prepared materials and completed tasks.
– A candidate becomes certified upon receiving a three-fourths majority approval of dCOM members present. The vote 		
must be completed by written ballot (¶666.6).
– To ensure the recorded completion of candidacy, the certified candidate’s qualification for GBHEM scholarships and 		
seminary receipts of MEF funding, the decision about certification recommendation must be recorded in the online 		
candidacy system following the dCOM decision.

CONTINUATION AS A CERTIFIED CANDIDATE
• Orientation to Ministry (¶312)
– A BOM-sponsored event to which attendance is required for all candidates
– Offers a place where those discerning a call can receive a clear explanation of the various types of ministry
– Builds collegiality among those interested in serving in different types of ministry
– Guides candidates to discern which path of ministry to take in the church
– Takes place early in the candidacy process, either before or after certification depending on the decision of the BOM
• A certified candidate may continue in this status under the supervision of the dCOM for one to 12 years before becoming
a provisional member of the Annual Conference, receiving an appointment as a local pastor, withdrawing or being
discontinued from candidacy for licensed or ordained ministry. (¶314, ¶324.1)
• During this time, candidates continue to work with Candidacy Mentors who monitor the candidates’ educational, spiritual
and vocational goals.

FLEXIBILITY OF CANDIDACY PROCESS
• Applicants must complete all requirements in ¶310 before becoming a certified candidate. However, the timing of the steps
may be altered.
– Some candidates have already made most of their vocational decisions and are preparing for ordination as a deacon or an 		
elder through college or seminary studies.
– Some candidates may be deciding how they are called to pursue ministry as a second career, entering candidacy with 		
English as a second language or discerning among local pastor, elder or deacon ministry.
• It is important to consider background, experience, education, training and circumstances. Allow flexibility to move through
the candidacy process (¶310.2b).
• Most candidates will likely meet with a mentor before being recommended as a candidate by the P/S-PRC and the charge
conference (or equivalent bodies). However, some candidates may receive a charge conference recommendation before
applying for candidacy through the District Superintendent. Conferences may be flexible with the order in which a
candidate moves through the beginning stages of candidacy, provided that the requirements of ¶310 are complete prior to
certification by the dCOM.

2 • Section 3: Chapter 5

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 3 | The Candidacy Process

www.gbhem.org/bomhandbook

Goals of Candidacy
GOALS FOR THE CANDIDATE
• Explore the vocational options of lay, licensed and ordained ministry in the UMC
• Understand the personal and professional ministry development needed in order to reach decisions that best express a
faithful response to God’s call
• Respond to God’s call in a way that is faithful to the candidate’s gifts and grace while partnering with the Annual Conference
to discern ways to serve in ministry

GOALS FOR THE ANNUAL CONFERENCE AND THE UMC
• Provide the environment and opportunity to discern God’s call
• Offer thoughtful resources and settings to examine and affirm personal and vocational gifts and choices, whether for lay,
licensed or ordained ministry
• Enable the church to provide pastoral care to candidates and their families, friends and ministry settings
• Examine the calling, grace, gifts and potential effectiveness of those who present themselves as candidates for lay, licensed or
ordained ministry
• Enlist, assess, encourage and recommend candidates with the potential to serve as effective clergy leaders

Candidacy Resources
• The Christian as Minister: An Exploration into the Meaning of God’s Call – Discusses the call to ministry and the many ways to
serve in the UMC. It is based on the concept of servant ministry and servant leadership that is affirmed in baptism.
• Answering the Call: Candidacy Guidebook – An exploratory and procedural study for candidates to discuss in a mentoring
group or with a candidacy mentor. Candidacy Mentors are trained through the BOM and assigned by the dCOM, in
consultation with the District Superintendent and Vocational Discernment Coordinator. Available in English and Spanish
through GBHEM’s online candidacy system upon registration for candidacy.
• UMCARES (United Methodist Candidate and Record Entry System) – The central information point for all applicants
pursuing certified candidacy
• The BOM Library website – Forms that may be helpful as dCOMs track the progression of candidates through the process
are posted at www.bomlibrary.org.
– Form 102: Biographical Information Form
– Form 103: Medical Report
– Form 104: Declaration of Candidacy
– Form 105: Application for Clergy Relationship
– Form 109: Theological School Recommendation
– Form 114: Candidate’s Disclosure Form
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Background Checks

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.
The Book of Discipline requires a criminal background check and a credit check for all those seeking appointments in the UMC. All
who apply for certified candidacy (¶310), license for pastoral ministry (¶315), provisional membership (¶324)
or transfer from another denomination (¶347) are required to release reports on:
• Criminal background and credit checks
• Sexual misconduct and/or child abuse
They are also required to submit a notarized statement on a form provided by the BOM that either:
• Details any written accusations or convictions for felony or misdemeanor or incident of sexual misconduct and/or child abuse
• Certifies that they have neither been accused in writing nor convicted of a felony, misdemeanor or incident of sexual 		
misconduct and/or child abuse.
The required background checks and Candidate’s Disclosure Form must be completed and approved by the dCOM or BOM before a
candidate is certified or a clergyperson receives an appointment.

Companies Used by Annual Conferences to Provide Background Check Services
GBHEM does not provide endorsement one way or the other for any of the companies listed below. This list is to provide
names of companies that Annual Conferences have used to perform background and credit checks. An Annual Conference
needs to fully vet any potential company before contracting its services.
• Oxford Document Management Company, Inc. (www.oxforddoc.com)
• Safe Gatherings Training Events (www.safegatherings.com)
• Trak-1 (www.trak-1.com)

Types of Background Checks
CRIMINAL HISTORY RECORD CHECKS
There is currently no nationwide up-to-date repository of criminal history records available to most employers or to the
general public. Though the FBI maintains the National Crime Information Center (NCIC) database, it can only be accessed
by law enforcement agencies and by employers in specific industries mandated by federal and state law. Searches of the NCIC
database require fingerprints and generally take several months to process, and the results and dispositions of the cases (if they
exist) are often missing. It is estimated that less than half of all serious crimes are entered in the NCIC database. Searches for
criminal history records must be conducted at the various jurisdictions where arrest and conviction records are initiated and/
or compiled.
• Federal District Searches – There are more than 90 U.S. federal district courts. Some smaller and less populous states
contain only one federal district court, while others have many more. These jurisdictions contain case histories of criminal
charges brought against individuals by the federal government. Federal records typically involve white-collar crime, mail
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fraud, interstate trafficking, bank robbery and civil rights violations. Information that is released can be incomplete at times,
and many older files are archived at hard-to-access regional locations. These district court records are not shared between
districts, and the records are not passed down to the state or county jurisdictions. The difficulty in acquiring these records
should not deter the BOM from vigorously pursuing the best means available to achieve this.
• Statewide Searches – All states have a central agency that collects criminal records from police and the courts. State laws
vary pertaining to arrest and conviction records. In some states, access to information is limited to law enforcement agencies.
Other states have severely restrictive policies and require extensive release forms and/or fingerprints, resulting in long delays
in obtaining reports. Some states only release felony convictions and omit misdemeanor records, restrict the release of data
to a limited number of years or will not show pending cases. There are many records that are not transferred from the state
and county courthouses to the centralized record center. Nonetheless, the benefit of statewide searches, as opposed to county
searches, may often outweigh some of the drawbacks. State name-based searches are limited to the state where the search is
conducted and don’t reveal criminal records from other states.
• County Searches – Every state is divided into multiple, county-level court jurisdictions, all of which can be accessed. In
those states where statewide records are unavailable or unreliable, checking county criminal records is a must. County sites
provide the most complete, accurate and up-to-date information concerning cases and judgments from their own courts.
Turnaround times are generally much quicker, with results received in days rather than weeks or months. It is possible in
many counties to retrieve copies of case documents and transcripts for further insight into the details surrounding a criminal
offense. This is not an option at most federal or state jurisdictions. County name-based searches are limited to the county
in which the search is conducted and do not reveal criminal records from other counties. The state repository and countyby-county methods are not true alternatives to proper due diligence. Each has strengths the other cannot duplicate and
limitations only the other can solve. To be as accurate and complete as possible, other methods of research should be used
whenever possible, and federal district searches should be added for key positions of trust.

MOTOR VEHICLE RECORD CHECK
• If the candidate will be required to operate a company or church vehicle, rental car or their own vehicle for business
purposes, checking driving records may be a reasonable risk management procedure.
• Motor vehicle records (MVRs) are maintained by the Department of Motor Vehicles (DMV) in all states. These records
include incidents such as moving violations, motor vehicle accidents and driving while impaired. Depending on the state,
violations are provided for the last three to five years.
• This report is also a good tool to verify the individual’s address, date of birth and identity.

CREDIT BUREAU CHECK
• If a candidate will be in a position of handling money or other organizational assets or has check writing or investment
authority, a credit bureau records check is a reasonable risk management procedure.
• Credit bureaus are private organizations that collect vast amounts of financial information about individuals. They obtain
information on a daily basis from financial institutions, businesses and government agencies with which the individual has
financial transactions. Credit reports reveal outstanding debt and payment history, as well as civil actions such as judgments,
liens and bankruptcies. They also provide a seven-year history of individual or joint financial information.
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Keys to a Successful Criminal History Records Check
• Criminal history record checks are based on name (identity) and jurisdiction (geography). The first and most crucial step
in conducting a thorough criminal history records check is to establish and verify the identity of the candidate and the
geography of the search.
• Identity is not always straightforward. For example, a candidate may have the same name as a relative, with only a suffix
to distinguish between them (Jr., Sr., I, II, III). The candidate’s real name may be Stephen Paul Smith, but he prefers to go
by the name Paul Smith. Candidates may also have name changes when they marry, so be sure to check all surnames. It is
important to determine what variations of a candidate’s name exist and to know when changes occurred in order to facilitate
appropriate searches.
• The candidate’s Social Security number establishes identity and geography for the checks. This is verified through the credit
report that is continually updated whenever a candidate applies for credit.
• Credit bureaus collect data on bankruptcies, judgments, liens and records from all levels of government. In performing a
SSN trace, this information may then be compared to what was provided by the candidate and any discrepancies should be
investigated.
• When identity and geography are established and verified, a criminal history records check in the appropriate jurisdictions is
to be conducted and a report given to the BOM.

Results
• The presence of an offense should not result in automatic rejection, especially if the candidate has admitted to the offense.
• When establishing criteria for evaluating criminal history, motor vehicle or credit bureau record checks, the BOM needs to
consider if other factors should be taken into account regarding the nature and seriousness of the offense.
– The circumstances under which the offense occurred
– The candidate’s age at the time of the offense
– Societal conditions that may have contributed to the nature of the offense
– The probability that the candidate will repeat the offense
– The candidate’s commitment to rehabilitation
• The “Behavioral Health Guidelines” posted on the BOM Library provide acceptable and current standards to guide a
discussion with the candidate related to information that may surface in a background check.
• Candidates should be denied examination, eligibility or appointment when they have made a false statement of any material
fact or attempted any deception or fraud in any part of the selection process.

Developing Record Check Procedures
• The BOM and conference chancellor should work together to develop appropriate policies and guidelines for the
implementation of record checks.
• The BOM also decides which types of offenses are relevant, what offenses will disqualify a candidate, what other factors will
be considered and how the rights and privacy of the candidate will be preserved.
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• Guidelines for keeping personnel policies have been developed by the General Council on Finance and Administration
(Chapter 25). These include policies for access, maintenance and retention of files. Each conference makes policy decisions
based on these guidelines.
• In light of the above guidelines, the BOM must establish policies regarding access to and storage of sensitive information,
the length of time it will be maintained, when/if background checks will be repeated throughout a clergyperson’s service
time and instructions for disposing of confidential files.
• Before forwarding the candidate’s information for processing, a trained “intake person” should screen the candidate’s
completed authorization form for completeness and legibility so that the effectiveness of the search process is not
undermined.
Background checks provide needed information for dCOMs and BOMs as they make responsible decisions about an
applicant’s fitness for ministry. The Annual Conference is responsible for ensuring the best possible fit between clergy and their
appointments. The importance of due diligence in ensuring all clergy are qualified to represent the church and serve responsibly
in various appointments cannot be understated. The risk involved in not completing background checks for all applicants is too
great; the potential cost to those who may be harmed, and to the Annual Conference, greatly outweighs the process required
and cost involved in completing responsible background checks for all applicants.
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Psychological Assessment

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.

The Psychological Assessment/Ministerial Assessment Process
WHAT IS THE ASSESSMENT PROCESS?
• One source of evaluation the BOM or dCOM uses to credential candidates and clergy for licensed and ordained ministry.
• A resource that allows BOMs and dCOMs to make decisions about candidates using theological, ecclesiological and
psychological criteria

WHAT IS INCLUDED IN THE ASSESSMENT PROCESS?
• Psychological testing, a clinical interview with a Ministerial Assessment Specialist (MAS) and the MAS’s submission of a
written psychological report to authorized persons on the BOM or dCOM
• Consultation with a MAS to applicants and interview committees

REASONS FOR ASSESSMENT
• An individual applies for certification as a candidate for licensed or ordained ministry
• A provisional or full member transfers between denominations
• A clergy member seeks to return from various leave statuses, especially medical leave related to psychological
or emotional health
• BOM, District Superintendent or self-referral of clergy
• Other reasons as needed

Selecting a Psychological Assessment Service
Minimum requirements of an acceptable psychological assessment service as established by the Advisory Committee on
Candidacy and Clergy Assessment (ACCCA) of the Division of Ordained Ministry (DOM) are listed below.

TESTING
The utilization of standardized self-report instrumentation with multiple data gathering instruments
• The data collected includes information about personality, vocational interests, biographical, interpersonal relationships,
self-image and behavior.
• Standard assessment instruments used are the 16 Personality Factor (16PF, 5th Edition), the Minnesota Multi-Phasic
Personality Inventory 2 (MMPI-2) and the Incomplete Sentences Blank.
• Additional instruments include a Personal Data Inventory (PDI) and personal reference forms. Other instruments may be
included at the discretion of the MAS or BOM in consultation with the MAS.
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INTERVIEWING
• An interview between the MAS and the candidate is a requirement of the psychological assessment process.
• The interview occurs after all assessments and reference forms have been received by the MAS and before the MAS finalizes
the written report to submit to the BOM.
• Interviews should include a time to review the results of the written assessments and provide time for both diagnostic and
interpretive considerations in assessing the candidate’s fitness for licensed or ordained ministry in the UMC.

EVALUATION
• The report the MAS prepares for the BOM should include an evaluation of the candidate’s fitness for ministry, as well as any
suggestions/needs that will benefit the candidate’s growth in fitness for ministry.
• Reports are to be in writing and released only with the written consent of the applicant and only to authorized persons,
professionals or agencies.
• A written statement of criteria used to evaluate data from the applicants is required.

ACCOUNTABILITY
• Maintains candidate files according to the guidelines for psychological files of the UMC, the laws of the state and the ethical
standards of the state psychological association and American Psychological Association
• Establishes a plan and a budget in order to periodically review and evaluate the assessment process

Ministerial Assessment Specialist (MAS)
• An individual who is contracted by the BOM and approved by GBHEM’s Division of Ordained Ministry to provide
psychological assessments is called a Ministerial Assessment Specialist (MAS).
• An MAS is approved through DOM’s application process and is required to have credentials, experience and training which
meet the DOM’s standards.
• Only an approved and contracted MAS may participate in the psychological assessment process managed by DOM.
• Three standard competencies for MAS
– Psychological assessment – A psychologist or other licensed professional certified in psychological assessment 			
with specific training and experience in personality and vocational assessment including test theory and construction, 		
administration, scoring and interpretation
– Psychotherapy – A psychotherapist with graduate training in personality theory and psychotherapy including experience 		
in the application of clinical evaluative skills to vocational or personnel selection and evaluation
– Ministry assessment – A person who values church and religious experience and is familiar with ministry issues as they 		
apply to the selection and nurture of candidates in the UMC
• Areas of knowledge – When one or more of these areas are missing in an individual person, a team will be used in order to
ensure all dimensions of the assessment are included.
– Technical assessment – How ministry candidates score differently from other norm groups on the assessment 			
instruments
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– Criteria Evaluation – How the criteria used in the decision-making processes – in ministry generally and the UMC 		
particularly – are different from criteria in other selection contexts
– Interviewing – How to interpret test results in ways that relate to the ministry context
– Writing reports – How best to convey assessment information to both candidate and board/committee, who 			
are typically non-clinicians
• Maintaining approved status
– A MAS must remain in good standing with the appropriate professional credentialing bodies
– The MAS approval also requires participation in DOM training events and is subject to review at any time, at the 		
discretion of the DOM

The Four Major Stages for Psychological Assessments:
Psychological assessments are used for the selection, nurture and support of candidates and clergy. Throughout the process,
all procedures must be appropriate and fair to the church and candidate. Comparisons need to be based on empirical
research with both female and male candidates and must be sensitive to culture, language and heritage of the candidate and
corresponding groups in the church.

CANDIDACY
The psychological assessment is used to test the applicant’s fitness and potential and to answer if the applicant has the qualities
(gifts, grace, character and personality) to become an effective minister.

PROVISIONAL MEMBERSHIP
The psychological assessment is used to test the applicant’s readiness and to answer if the candidate is developing knowledge,
professional and interpersonal skills and the spiritual formation essential for effective ministry and is ready for appointment as
a provisional member.

FULL MEMBERSHIP
The psychological assessment is used to test the applicant’s effectiveness and to answer if the provisional member is developing
effectiveness and is ready to practice ministry as an ordained member of the Annual Conference.

CONTINUING MINISTRY
The psychological assessment is used to test the applicant’s effectiveness and if the clergy person is functioning effectively in
ministry and participating in continuing education and growth.

Psychological Assessment Reports
• Assists committees in identifying questions to discuss with candidates.
• Address the kinds of questions that BOM and dCOM encounter in interviewing candidates.
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• Provide information concerning an applicant’s internal and interpersonal functioning and is one factor that influences the
dCOM/BOM’s decision about a candidate
• Serve a dual function
– Consultation
		 • In the face-to-face interview, the MAS should interpret the testing results to the candidate using understandable, 		
		 nontechnical language.
		 • The report provides mental health information and the candidate’s potential for effective performance in 			
		 professional ministry.
		

• The MAS may make specific suggestions for enhancing the candidate’s strengths and addressing areas for growth.

– Evaluation
		

• The report consists primarily of a clinical description and evaluation of the candidate based on test data as well as data 		
from a diagnostic or history-taking interview.

		 • The report is descriptive rather than predictive. It describes psychological requirements of professional ministry in the 		
		 UMC and does not predict future behavior.

Psychological Assessment Process
CERTIFICATION OF CANDIDACY AND/OR REQUEST FOR LICENSE AS LOCAL PASTOR
• Candidacy Mentor
– Requests assessment for candidate through the United Methodist Candidate and Record Entry System (UMCARES)
– Receives packets and monitors testing
– Returns completed packets to GBHEM’s candidacy office for scoring
• Applicant
– Completes Personal Data Inventory and self-reference form
– Provides reference names and email addresses to GBHEM for completion of personal reference forms
– Meets with the Candidacy Mentor to complete the assessment tests (MMPI-2, 16 PF and Incomplete Sentence Blank)
– Meets with MAS to discuss results of the assessment process
• MAS
– Meets with the candidate after completion of report to assist candidate in assessing fitness for set-apart ministry
– Recommends additional psychological resources as needed to enhance the candidate’s development
– Helps the candidate explore other vocational options as needed
– Sends assessment report to the BOM’s psychological assessment chairperson or other appropriate dCOM/BOM 			
representative (not the candidacy mentor or the DS)

APPLICATION FOR PROVISIONAL MEMBERSHIP
• Conference Registrar – Prepares list of provisional membership applicants for the psychological assessment chairperson to
coordinate information for the MAS and applicants
• Applicant – Participates in the testing and interview process as managed by the BOM
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• MAS – Conducts a review as applicable for provisional membership and presents results in a face-to-face interview with the
candidate with a written report to the chair of the Psychological Assessment Committee
• Results of the assessment are made available to:
– Candidate (face-to-face interview)
– BOM (Psychological Assessment Committee)
– Another mental health professional, if requested by the candidate for future work

APPLICATION FOR ORDINATION AND FULL MEMBERSHIP
• BOM and applicant – Follow same process as in applications for provisional membership
• MAS – Prepares a report that focuses on developing effectiveness in ministry, considering the candidate’s education
and provisional membership experiences, any competency issues remaining from previous assessments and developing
effectiveness in ministry
• Results are available in the same manners as in applications for provisional membership

Psychological Assessment Committee
Each BOM should have a Psychological Assessment Committee and chairperson to oversee the psychological assessment
process and train dCOMs and BOM members in making decisions related to psychological assessment

PSYCHOLOGICAL ASSESSMENT COMMITTEE CHAIR
This individual ideally has advanced training in pastoral counseling beyond what is offered in M.Div. programs. Also, this
person should be able to interact perceptively and firmly with peers.
• Represents the BOM’s interests in the relationship with the MAS
• Arranges for a contract between the BOM and the MAS
• Interprets the psychological assessment process to the Candidacy Registrar and Candidacy Mentors
• Manages psychological assessment reports
– Instructs MAS which reports are needed by the dCOM and BOM
– Receives reports from the MAS and distributes them for dCOM and BOM interviews
– Collects reports after decisions are made and returns them to the MAS to retain on behalf of the candidate and the BOM
– Communicates the content of the report to the dCOM liaison for the Psychological Assessment Committee.
– Collaborates with the Candidacy Registrar to arrange for training in the use of the psychological report in the dCOM
interview process
– Works with the Psychological Assessment Committee to meet with the MAS in order to review the written reports for
clarification of issues and their implications and for training prior to report use
• Arranges for a second opinion in the event that a candidate desires one as part of an appeal process
• Arranges for the transfer of the candidate’s psychological files from any outgoing MAS to any newly designated MAS
• Prepares a budget and submits invoices for payment as required by the conference treasurer
• Ensures confidentiality of candidate information in the psychological assessment process
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– Keeps all confidential information confidential and handles sensitive material with discretion, wisdom and empathy
– Follows the BOM’s policies in determining access to the assessment reports and maintains a balance between the 			
candidate’s right to confidentiality and the BOM’s need to know information that contributes to decisions about candidates
– Ensures that only those with legitimate “need to know” access the psychological reports and that any copies are returned 		
to the appropriate files at completion of their use
– Ensures that the dCOM requires the candidate to sign an “Acknowledgment of the Process” and “Release of Information”
before the assessment process begins
• Maintains contact with DOM staff, psychological assessment chairpersons from other Annual Conferences, as well as with
jurisdictional, regional, seminary and general church-sponsored programs and events in the area of psychological assessment,
candidate interviewing and clinical counseling

Psychological Assessment Committee Liaison Member of the dCOM
• Communicates with the BOM committee chair in order to facilitate the psychological assessment process for candidates
• Receives psychological reports from the BOM Psychological Assessment Committee for use in the dCOM process of
candidate evaluation
• Reviews psychological reports in light of conference standards for licensed and ordained ministry and the candidate’s fitness
(potential) for gaining sufficient levels of competence for effectiveness in licensed or ordained ministry
• Orients the dCOM in the proper use of the reports during the dCOM interview process, including issues of confidentiality
and the nature of the reports as consultation rather than as recommending an accept/reject decision
• Participates in training with members of the BOM Psychological Assessment Committee
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The Interview Process

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.

The Interview Process
Personal interviews are central to the BOM’s work. Information needed for interviews may include: autobiographical
statements, statements of call, written theological understanding, personal references, performance observations, sermons,
reports of projects that demonstrate effectiveness in ministry, doctrinal statements, academic records, psychological assessment
reports, credit and background checks and medical reports. All of these inform the discussion for the personal interview.

Purposes of the Interview
MEET CANDIDATE, IDENTIFY ISSUES, TEST ASSUMPTIONS
• Face-to-face interviews help identify and test any assumptions about the candidates that may have been identified during
the preparation process. Good interviewing is an exploration of the candidates’ gifts and grace for leadership and the
limitations they may possess.
• The interview team is required to read any information presented about the candidate beforehand and needs to confirm or
change any preconceived notions about the candidate based on the interview’s outcome.
• The team then makes a recommendation to the full BOM for final recommendation to the Clergy Session.

GIVE GUIDANCE AND SUPPORT
• Interviews offer guidance and support to the candidate. Such help is offered by providing open and honest feedback that is
not patronizing or condescending.
• When the candidate disagrees with the interview results, offering guidance and support may be difficult, as the interview
team may be seen as blocking the candidate’s desires. Under such circumstances, concern for the individual must be
communicated, alternatives explored and committee expectations clearly delineated.
• When remedial action is recommended, the difference between tasks-to-be-done and change-to-be-manifested must be
made clear. If the candidate completes the recommended tasks, but has not manifested changes that the BOM required, the
recommendation does not change.
• The BOM’s responsibility to provide guidance and support does not always end at the interview’s conclusion. Ongoing
responsiveness may be helpful for someone who has experienced severe criticism, delay or discontinuance. Sometimes an
interview team member is able to provide this continued relationship. When this is not possible, the BOM can assure that a
pastoral presence is provided by someone who is not a part of the interview process.

RECOMMEND BOARD OR CONFERENCE ACTION
• Most interviews result in a BOM recommendation for conference action.
• Conference standards for licensed and ordained ministry provide criteria to establish recommendations, and these standards
are to be communicated to interviewees, as well as those making decisions about the interview team’s recommendations.
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• Conference standards for ministerial leadership provide the foundation for feedback. These standards define expectations for
all ministerial leadership, including ordained, licensed, certified and assigned leadership. The BOM develops expectations
and shares them with all dCOM and BOM members and those being interviewed. Standards offer consistent criteria for
assessing the strengths and weaknesses of applicants and provide the context in which changes in conference relationship are
considered.

When Interviews Occur
INTERVIEWS ARE REQUIRED AT VARIOUS STAGES IN THE CANDIDACY, LICENSING
AND ORDINATION PROCESS BY EITHER THE DCOM OR THE BOM
• Certification as candidate for licensed or ordained ministry (dCOM) (¶666.6)
• Licensing and annual renewal of license as local pastor (dCOM) (¶315.2d)
• Application for associate or provisional membership and recommendation to the BOM (dCOM) (¶324.10)
• Application for associate or provisional membership and recommendation to the Clergy Session (BOM) (¶324.11)
• Completion of provisional membership and recommendation to the Clergy Session as deacon (BOM) (¶330.4) or elder
(BOM) (¶335)
• Readmission to provisional or full conference membership (dCOM/BOM) (¶364-368)

INTERVIEWS ARE NOT REQUIRED FOR A VOLUNTARY STATUS CHANGE, BUT THE
BOM MAY FIND THEM HELPFUL IN CERTAIN CIRCUMSTANCES
• Transfer from other conferences (¶347)
• Leaving and returning from voluntary leave of absence (¶353)
• Medical leave due to medical and disabling conditions (¶356)
• Retirement, both mandatory and voluntary (¶357)
• Honorable location (¶358)
• Exiting ordained ministry (¶360)
• Professional certification in specialized ministry (¶635.2u)

RECOMMENDATION FOR AN INVOLUNTARY CHANGE OF STATUS REQUIRES
ADMINISTRATIVE FAIR PROCESS, NOT SIMPLY AN INTERVIEW (SEE CHAPTER 26)
• Involuntary discontinuance of provisional membership (upon appeal) (¶327.6)
• Involuntary leave of absence (¶354)
• Involuntary medical leave (¶356)
• Involuntary retirement (¶357.3)
• Administrative location (¶359)
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Types of Interviews
Interviews occur at different stages of the candidacy and ordination process, so the BOM must establish different standards for
each type of interview.

CANDIDACY: FITNESS FOR MINISTRY (GIFTS)
• The focus of the dCOM’s interview is fitness for ministry and potential effectiveness
• Material required includes statements of call, statements of faith, recommendations, psychological assessment report and
background checks. Explorations of the candidate’s call to ministry, relationship with God and the ability to relate to people
are fundamental.
• At this stage, a candidate is not evaluated based on standards of readiness to serve or effectiveness in leadership, but on the
potential they have for developing into an effective clergy leader. The substance of this interview provides a reference point
in later interviews.
• Chronic physical limitations are to be evaluated in light of the disciplinary requirement that, “Disabilities are not to be
construed as unfavorable health factors when a person with disability is capable of meeting the professional standards and is
physically able to render effective service as a provisional member.” (¶324.8)
• The dCOM shall seek ways to consider cultural and ethnic/racial realities and language translation as a candidate meets these
requirements including interviews, psychological assessments, criminal background and credit checks. (¶310.2b,2)

PROVISIONAL MEMBERSHIP: READINESS TO SERVE (GRACE)
• Determines readiness for provisional membership and service in appointive ministry
• Explores and discusses developing areas of competency
• Considers the applicant’s academic background, theological statement and seminary reports, including field education
internships
• Those applying for provisional membership are evaluated on their fitness and readiness to serve an appointment. Addressing
skills that will need to be developed for effectiveness may also be a part of the interview. However, developing skills for full
membership and ordained ministry is an ongoing process.

FULL MEMBERSHIP: EFFECTIVENESS IN MINISTRY (FRUIT)
• Assesses growth in effectiveness in ministry
• Material required includes the DS’s and P/S-PRC’s (or other employer’s) reports and evaluations
• Evaluates the candidate’s participation in the BOM’s residency program for provisional membership
• During the provisional period, BOMs work with provisional members to support and evaluate their progress in meeting the
full membership requirements for deacons (¶330) and elders (¶335).
• Provisional members who serve in appointments where there is no Personnel Committee should establish an Advisory
Committee related to the appointment setting for the purpose of giving support and supervision. This committee’s report
should include observations of the applicant’s ability to lead and effectively serve as a full member of the Annual Conference.
• Provisional members who apply for full membership must demonstrate effectiveness in their appointments based on
standards that have been developed by the Annual Conference. When a provisional member is ineffective or there are
unresolved questions of fitness and readiness, the applicant is not ready for full membership.
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LICENSE AS A LOCAL PASTOR
• The dCOM conducts the interview in order to determine the candidate’s fitness and readiness for licensed ministry.
• Material required includes documentation from candidacy certification, Orientation to Ministry, the local pastor’s licensing
school, DS recommendations and other sources as determined by the dCOM and BOM.
• The dCOM meets with the local pastor annually to review and approve continuation of the license.

PROFESSIONAL CERTIFICATION FOR SPECIALIZED MINISTRY
• The BOM conducts the interview in order to evaluate the skills, education completed, knowledge about United Methodist
curriculum or programming and resources identified in the area of specialization.
• Those with appropriate specializations may assist in these interviews.

Interview Teams
TRAINING
Needs vary based on the ability of the interviewers, but an interview team requires special skills training.

INTERVIEWING SKILLS
Learned and improved through practice and reflection
• Function with integrity
• Keep confidences
• Prepare for the interview
• Create an appropriate interview setting
• Ask questions that lead to helpful information from the candidate (beyond yes/no questions that only require surface
level answers)
• Test assumptions formed through reading the candidate’s information presented before the interview
• Give feedback
• Summarize the interview in oral and written form
• Keep notes and records
• Form helpful recommendations for the candidate and BOM

PREPARATION FOR THE INTERVIEW
• Identify the interview’s purpose
– The team must inquire how candidates meet ministry standards established by the BOM as guided by The Book of 		
Discipline.
– They must know why the applicant is interviewing and the proper requirements that must be achieved for each status.
– It is not meant to be therapeutic, a resolution of issues or an inquisition, rather it is a process used to identify issues and 		
information needed to make a responsible recommendation.
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• Interview Team Requirements
– dCOM/BOM members must establish trust and mutual respect with each other.
– Team members must be trained in developing skills for a variety of situations.
– They must be familiar with Annual Conference policies, disciplinary requirements and the implications of standards.
– They must agree to the responsibilities required to prepare and participate in the interview.
• Checklist for team members
– Review appropriate paragraphs in The Book of Discipline
– Review Annual Conference policy and the BOM Handbook
– Enter into an open and trusting relationship with dCOM/BOM members, the Cabinet and candidates
– Understand and clarify the purpose of each interview beforehand
– Participate in skills training related to interviewing
– Be prepared to make difficult decisions
– Review the candidate’s file ahead of time
– Apply appropriate certification, licensing, associate, provisional or full membership standards to the interview’s content
and discussion
– Work with the interview team to build interview structure and content
– Take notes for the interview file and BOM report
– Abide by the requirement of confidentiality in all interviews – even if the candidate chooses not to

STRUCTURING AN INTERVIEW
• Length
– The recommended length for interviews is 45-90 minutes. A shorter time frame does not allow time to adequately deal
with all working points, while more than 90 minutes tends to be unproductive.
– A debriefing time should follow each interview. This allows for immediate evaluation and time to record the team’s
recommendation.
• Interview Team Size – An interview team should have about three or four members in order to allow for good
representation from BOM members without becoming too overwhelming for the candidate.
• Phases of the Interview
– Team Briefing – Time just prior to the candidate’s arrival when the team reviews its working points, questions
and strategy.
– Opening – This short time establishes the climate for a good working relationship among candidate and interviewers.
Include a greeting and prayer, a summary of the recommendation being sought and a time to develop an understanding
of the candidate’s situation. The candidate and interviewers may express any feelings about the interview, and the team
may recognize the candidate’s anxiety and take that into account. The team also conveys how any decisions made or
information shared will be used.
– Middle – This is the most substantial portion of the interview and involves using working points that have been agreed
on in the team briefing. An effort is made to identify and come to consensus about issues, strengths and problems that
will assist the team in making a recommendation. Although team members may be concerned about the candidate, the
primary focus of the interview is to gain insight. The team maintains a balance between concern for the schedule and
desire for adequate communication. Team members should keep extraneous conversation to a minimum in order to
accomplish the interview’s purpose.
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– Summation – Near the end of the interview, a summary of perceptions should be offered by the candidate and the
interview team. This summation might be made after the interview team has had time apart from the interviewee to
reflect on the individual perceptions of team members. Such a break time also allows the person being interviewed a time
of reflection prior to the end of the interview.
– Closing – The team briefly reviews the interview’s significant points with the candidate. They inform the candidate when
to expect a report – both oral and written – on the BOM’s recommendation and honor this commitment. They discuss
the candidate’s response and allow time for the candidate to make final comments or raise any final questions.
– Debriefing – The team, without the candidate present, reviews the interview, makes decisions and prepares a report for
the BOM, including notes useful to future interviewing committees.
– Follow-up – Some interview team or other dCOM/BOM members should be available to talk with each candidate
immediately following the interview. If the interview has been difficult, this gives team members a chance to show they
care about the candidate. Additionally, allow time and space for those who desire to be alone. The BOM then discusses
and initiates short-term and long-range follow-up procedures, including communication with the dCOM/BOM and DS
as needed.

STANDARDS AND CONSISTENCY
• The Book of Discipline details the requirements for certification, licensing, associate, provisional and full membership, while
the BOM establishes the expectations for the evaluation of all requests for candidates and clergy in the Annual Conference
• The process and expectations the BOM establishes for interviewing and determining voluntary and involuntary status
changes must apply consistently to all candidates and clergy. Through a well thought out, well run interview process, the
BOM is able to make recommendations to the Clergy Session and insure consistent treatment of all candidates and clergy.

The Decision Making Process
• The interview team’s recommendation to the BOM must be in writing. The registrar files notes and other appropriate
materials in the candidate’s file.
• The interview team’s recommendation must be acted on by the BOM, regardless of the interview process. Accountability
for all recommendations is shared by the full BOM. The full BOM may choose to also meet with the candidate before a
recommendation is made or after the recommendation is acted upon.
• The Ministerial Assessment Specialist (MAS) provides a psychological assessment report. If possible, the MAS should be
available to the BOM during deliberations. This allows for clarification of any issues raised, and the MAS may function as an
observer and offer useful critique of the BOM.
• The DS should receive decisions immediately about BOM recommendations and any future requirements of the candidates.
The BOM and Cabinet have shared responsibility for candidates and clergy members and should share information about
status decisions and interview recommendations.
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Interview Feedback
• Open and clear feedback (both during and after the interview) helps people understand how they are being evaluated.
Feedback is offered in the interview setting and in written summation afterwards.
• Feedback following the interview is to be done orally and in writing.
– The oral communication is timely contact with the person after the interview is completed and BOM recommendations
are decided.
– The written feedback is provided both for the candidate’s and BOM’s file to note the interview’s results and any BOM
recommendations. Additionally, written feedback provides information to the candidate and the dCOM/BOM of how
to address problematic issues. The written record also shows progress over the time period that someone is a candidate.
Identical information and expectations should be conveyed in the oral and written feedback.

Responsibilities after the Interview
FOLLOW-UP
• Plan for continuing contact with and nurturing concern for the candidate, regardless of the decision. This is especially true
when a difficult decision is made that discourages the candidate from continuing
• May explore vocational alternatives and may assist in finding other employment
• Inform candidates about pastoral care services that are available (for those who experience difficulties in dealing with the
dCOM or BOM’s recommendation)

FILES
Shall be kept in accordance to the General Council on Finance and Administration (GCFA) guidelines (see Chapter 25)

CONFIDENTIALITY
• The candidate has the right to expect that information shared with the dCOM or BOM will be kept confidential among the
dCOM, BOM and Cabinet.
• At the request of the Clergy Session, information that is necessary to assist the Clergy Session in making a decision about a
BOM recommendation may be shared with the clergy members in full connection with an Annual Conference. (¶635.2m)
• It is the ethical responsibility of dCOM/BOM members and the Cabinet to keep all information related to candidates
who are being evaluated in strictest confidence. When confidential information is requested by and shared with the Clergy
Session, the ministerial covenant binds all of its members to keep such information in confidence as well – even if the
candidate chooses not to.
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Diaconal Ministry

For more information, contact GBHEM’s Director of Deacon Ministry, Provisional Membership and Certification at
deacons@gbhem.org or (615) 340-7375.

Diaconal Ministers
• Lay people called to serve in ministries of specialized service in and on behalf of the Church
• Serve within congregations, charges or cooperative parishes, church-related agencies, ecumenical agencies or ministries that
extend the witness and service of Christ’s love and justice in the world
• The United Methodist Church no longer consecrates new diaconal ministers; about 200 diaconal ministers still serve under
appointment. The BOM provides support, encouragement, accountability and management of status and changes in status
for diaconal ministers.
• The BOM provides continuing support and assistance for consecrated diaconal ministers using the policies described in
¶301- 317 of the 1992 edition of The Book of Discipline). (¶635.2t)

Diaconal Ministers and the BOM
• The BOM should ensure time for the continuing education and professional growth of diaconal ministers (¶315-317, 1992
The Book of Discipline)).
• Diaconal ministers file an annual report with the charge conference, District Superintendent and BOM that includes:
– Information about how the diaconal minister has fulfilled his/her call to diaconal ministry
– Continuing education accomplished in that year
– Plans for continuing education and spiritual formation in the upcoming year

Diaconal Ministers and the Annual Conference
• Have both voice and vote as lay members in the Annual Conference where their church membership is held
• May serve as a lay person on boards, commissions or committees of the Annual Conference and may hold office
• Eligible for election as lay delegates to General, jurisdictional or central conferences.
• Shall have an annual opportunity provided by the BOM to meet with the bishop and representatives of the Cabinet (¶309,
1992 The Book of Discipline)

Transfer of Conference Relationship (¶312, 1992 The Book of Discipline)
• Transfers between conferences must be reported by the bishop and the secretary of the Annual Conferences involved on the
official transfer form that is available from the bishop’s office.
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• The diaconal minister consults with the bishop and appropriate district superintendent in both conferences before accepting
a new position.
• The diaconal minister then writes to the receiving bishop requesting transfer and sends copies of the request to the two
conferences’ BOMs and the sending bishop.
• The receiving BOM sends a recommendation of transfer to the receiving bishop.
• If the transfer and the service appointment are approved by the receiving bishop, he/she sends the Official Notice of Transfer
to the sending bishop, who responds with the request for transfer of the diaconal files.

Changes in Conference Relationships
• Diaconal ministers seeking a change in conference relationship shall make a written request to the BOM
• The BOM may approve leaves according to ¶313, 1992 edition of The Book of Discipline
• Diaconal ministers may enter retired relationship by their own request or by action of the members of the Annual
Conference upon the BOM’s recommendation
• Retired relationship may be taken upon reaching the age of 62, or after 20 years of service. Every diaconal minister who
reaches the age of 72 by July 1 shall automatically be retired at the Annual Conference session after that date.
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Licensed Ministry

For more information, contact the Local Pastor/Course of Study Office at localpastors@gbhem.org or 615-340-7388. See also
www.gbhem.org/localpastors.
“All persons not ordained as elders who are appointed to preach and conduct divine worship and perform the duties of a pastor shall
have a license for pastoral ministry.” (¶315)

Licensed Ministry
Licensed pastors may perform all the duties of a pastor listed in ¶340, including the sacraments of baptism and Holy
Communion, as well as the service of marriage (where state laws allow), burial, confirmation and membership reception,
while appointed to a particular charge. A charge is defined as “people within or related to the community or ministry setting
being served” and not simply the members of a local church.

PROVISIONAL ELDERS (¶315.1, ¶326.2)
• Commissioned and receive a license for pastoral ministry
• Appointed by a bishop (¶326)
• Serve a minimum of two years following the completion of the educational requirements for full connection before
ordination
• Have pastoral authority that limited to their appointment setting
• May vote on all matters except constitutional amendments and matters of ordination, character and conference relations of
clergy
• May serve on any board, commission or committee of the Annual Conference, except the BOM (¶327.3)
• Eligible to vote to elect delegates to General, jurisdictional or central conferences if they have completed all educational
requirements and have been elected to provisional membership (¶35)
• Ineligible for election as delegates to the General, central or jurisdictional conferences
• Supervised by the District Superintendent where they are appointed
• Receive an annual report to the BOM from the District Superintendent of their appointment setting
• Assigned a Clergy Mentor by the BOM (see Chapter 12 of the BOM Handbook) and participate in the Residency in
Ministry process established by their Annual Conference
• If serving in extension ministries, relate to the District Superintendent in the area where appointed

LOCAL PASTORS (¶315.2, ¶318)
• May serve in full-time or part-time appointments
• May be appointed as student local pastors while attending school outside of their home Annual Conference
• Under the supervision of a District Superintendent, and shall be assigned a clergy mentor while in the Course of Study or
seminary (¶316.4, ¶348.1b)
• Shall attend Annual Conference sessions
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• Are clergy members of the Annual Conference and may vote on all matters except constitutional amendments and matters
of ordination, character and conference relations of clergy
• Are eligible to vote to elect delegates to General, jurisdictional or central conferences if they have completed all educational
requirements and have served a minimum of two consecutive years immediately preceding the election (¶35)
• Retirement
– Local pastors who have completed the Course of Study and are retiring may request a license annually from the dCOM 		
and the bishop to serve in the local church where they hold membership in order to baptize and serve Holy Communion
at the request of the appointed pastor (¶316.8).
– A local pastor who has made satisfactory progress in the Course of Study may be recognized as a retired local pastor 		
(¶320.5), and may be appointed and licensed by the bishop upon recommendation by the dCOM.
• Licensing requirements
– Become a certified candidate (¶310)
– Complete the licensing studies prescribed by the Division of Ordained Ministry, or one-third of their work for a Master 		
of Divinity degree at a school of theology listed by the University Senate
– Participate in the Orientation to Ministry
– Undergo examination and recommendation by the dCOM
• Categories of local pastor
– Full-time local pastors (¶318.1) – Work full time in the charge to which they are appointed and receive a salary equal
to or more than the minimum base compensation established for full-time local pastors. While enrolled in Course of
Study, they must complete four courses per year and shall complete the Course of Study curriculum within eight years
(¶319.3). They are subject to annual review by the dCOM, Cabinet and BOM, and must be approved annually for
continuation of their license.
– Part-time local pastors (¶318.2) – Work part time for the charge to which they are appointed and are not guaranteed the
minimum base salary established for full-time local pastors. While enrolled in Course of Study, they must complete two
courses per year and shall complete the Course of Study curriculum within 12 years (¶319.3). They are subject to annual
review by the dCOM, Cabinet and BOM, and must be approved annually for continuation of their license.
– Student local pastor (¶318.3) – Enrolled as a pre-theological or theological student in a college, university or school of
theology listed by the University Senate and are appointed to serve in an Annual Conference other than the conference
where listed as a certified candidate. They must make appropriate educational progress and may be appointed to full-time
or part-time settings. They are responsible to the dCOM where they serve for continuation of their license and shall be
responsible to the dCOM in the conference where they are certified for continuation of their candidacy.

ASSOCIATE MEMBERS (¶315.3, ¶321)
• Itinerant members of an Annual Conference
– Have a permanent license for pastoral ministry that is not restricted to a charge nor dependent upon an appointment by 		
the bishop
– May retire under the provisions of ¶358 and retain their license for pastoral ministry for service in the local church and 		
their relationship as retired clergy members of the Annual Conference (¶322.3)
– Are available for appointment on a continuing basis and to serve in the itinerant system
– Are granted the same security of appointment as elders
– Are eligible to vote on all matters except constitutional amendments and matters of ordination, character and conference 		
relations of clergy (¶321.1)
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– May serve on any board, commission or committee of the Annual Conference (¶321.2)
– Are eligible to vote to elect delegates to the General, central or jurisdictional conferences (¶35)
– Cannot be elected as delegates to the General, central or jurisdictional conferences
– Are subject to the provisions governing sabbatical leave, leaves of absence, location, retirement, minimum salary and 		
pension (¶321.3)

DEACONS IN FULL CONNECTION WHO ARE CHANGING ORDERS (¶315.4, ¶309.2e)
• Continue as full clergy members of the Annual Conference and are not subject to the limitations placed on other
licensed clergy
• Surrender their ordination certificate as a deacon to the Conference Secretary when they are ordained as an elder
• Shall be licensed for pastoral ministry for at least two years after having:
– Informed the bishop and DS of their intention
– Applied in writing to the BOM
– Articulated their call to the BOM and Annual Conference into the ministry of the elder
– Completed all academic and other requirements for admission to the Order of Elder

CLERGY FROM OTHER DENOMINATIONS WHO HAVE TRANSFERRED, BUT DO NOT MEET THE EDUCATIONAL REQUIREMENTS
FOR PROVISIONAL MEMBERSHIP (¶315.5, ¶347)
• When an ordained minister is transferring membership into the UMC, the Clergy Session may, upon recommendation
of the BOM, receive them as provisional members or local pastors. When the educational requirements for provisional
membership (¶324) are not met, an Annual Conference may grant clergy being transferred from another denomination the
license for pastoral ministry until they qualify for provisional membership.
• If an ordained minister from another denomination is serving within an Annual Conference but is not seeking to transfer
membership, that person serves under the provisions of ¶346.2.
• The accountability of clergy transferring into conference membership as local pastors may be under the dCOM or the
BOM.
• Serves by virtue of a license with pastoral authority limited to within the particular charge where they are appointed
• Shall have the right to vote on all matters except constitutional amendments, election of delegates to the General, central or
jurisdictional conferences, and all matters of ordination, character and conference relations of clergy

RECORD KEEPING
• The dCOM recommends and records local pastors who have been approved for a license each year.
• Approvals from the dCOM are recommended to the BOM and included in the report approved by the Clergy Session
• Licenses that have been approved based on provisional membership or transferring into the Annual Conference are recorded
by the BOM Registrar and presented for approval each year to the Clergy Session.
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Provisional Membership

For more information, contact GBHEM’s Director of Deacon Ministry, Provisional Membership and Certification at
deacons@gbhem.org or (615) 340-7375. See also www.gbhem.org/ministry/provisional-membership.
“A person shall be eligible for election to provisional membership in the Annual Conference by vote of the Clergy Session on
recommendation of its Board of Ordained Ministry.” (¶324)
“Commissioning is the act of the church that publicly acknowledges God’s call and the response, talents, gifts and training of the
candidate. The church invokes the Holy Spirit as the candidate is commissioned to be a faithful servant leader among the people, to
lead the church in service, to proclaim the Word of God and to equip others for ministry.” (¶325)

Provisional Membership Requirements

(¶324)

• Minimum of two Annual Conference years and no longer than eight
• Educational routes for elder and deacon candidates, and for local pastors applying for provisional membership are
detailed in ¶324
• Background checks
• Written doctrinal exam
• Interview with the BOM
• Written recommendation by the dCOM to the BOM, based on a three-fourths majority vote of the dCOM
• Recommendation by the BOM to the Clergy Session, based on a three-fourths majority of the BOM
• Approval by the Clergy Session, based on a three-fourths majority vote

Provisional Members’ Appointed Service
• Appointed to serve in a local church, extension ministry or appointment beyond the local church
• May be appointed to attend school or as instructors, professors or administrators at United Methodist-related colleges,
universities or theological schools
• Provisional elders receive a license for pastoral ministry, and provisional deacons receive a license for the ministry
of the deacon.
• Requirements for provisional deacons who propose an appointment to ministry settings beyond the local church, including
self-employment
– Detailed description of the proposed setting
– Provide information that explains their sense of calling to that ministry and their gifts and evidence of God’s grace for it.
– Explain how the proposed appointment fulfills the ministry emphases of the United Methodist deacon.
– Describe the accountability structures related to the proposed ministry setting.
– For self-employment, this could entail the formation of an advisory committee in consultation with the District 		
		 Superintendent for support, supervision and evaluation of effectiveness.
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• Provisional elders in extension ministry settings and provisional deacons in appointments beyond the local church are 		
accountable to the Annual Conference for the practice of their ministry. They must provide an annual report with evidence 		
of annual evaluation and describe the structures in their appointment that provide accountability for the practice of
their ministry.
• All members are supervised and evaluated, both by the district superintendent and the BOM.
• All members apply to the BOM for recommendation for ordination and full membership, based on their demonstration of 		
effectiveness in ministry.

BOM Residency Program
The BOM is required to develop a residency curriculum and all provisional members are required to participate. Special
attention should be paid to accommodating provisional members in extension ministry or appointments beyond the 		
local church.

RESIDENCY CURRICULUM (¶326)
Intended to extend theological education, build provisional members’ understanding of and participation in their covenant
with the church and its clergy and provide an opportunity for reflection on the theory and practice of ordained ministry,
whether that ministry takes place primarily in congregations or in other settings. Includes covenant groups and clergy
mentoring.

BUILT AROUND THREE MAJOR COMPONENTS
• Growth in effectiveness in ministry
–
		
		
		

Growing in effectiveness is a lifelong process. The residency program builds effectiveness during provisional 			
membership and helps provisional members develop practices and disciplines to continue growth in effectiveness even 		
after ordination. The covenant relationships among the Annual Conference clergy can nourish growth in knowledge 		
and practice of ministry.

– Peer groups, mentors and education support the identity formation of provisional members in their vocational and 		
		 personal lives.
– During this time, other life covenants such as marriage/family and personal friendships are often adjusted and refined.
• Assessment of growth
–
		
		
		

The BOM and Cabinet must prepare together and distribute to provisional members the conference’s standard of 		
effective ministry and clear assessment criteria, knowing that effectiveness is measured using data and impressions. 		
Clear criteria and process help the provisional members understand the Annual Conference’s expectations and allow
them to invite and receive appropriate feedback.

– The residency curriculum should intentionally nurture participants’ growth in ministry effectiveness as defined by the 		
		 conference.
–
		
		
		

Effective leaders practice disciplines for spiritual, physical and emotional health. When a clergyperson’s identity is
based primarily on organizational affirmation, he/she will be unable to provide positive leadership in times of conflict 		
and stress. Self-differentiation is strongest when founded upon faith in Jesus Christ and reliance upon God’s grace and 		
contributes to clergy effectiveness.

– Effectiveness will also be evident in the ways that the provisional member integrates theory and practice.
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• Covenantal relationships
– Provisional membership is a time for developing relationships within the covenant membership of the conference and 		
		 includes learning the values, norms and procedures expected of clergy in the Annual Conference.
– Confidentiality, seeking and providing help, mutual support, accountability and practicing shared leadership all 			
		 contribute to relationships that help clergy grow in faith and ministry effectiveness.
– Provisional members seek help from and provide help to others. The learning process flows in many directions.

STRUCTURE AND DISCIPLINARY COMPONENTS
• Supervision
– Provisional members are supervised by both the BOM and the District Superintendent.
– This entails the provisional members’ participation in regular meetings and receiving annual reports that evaluate
		 their work.
– Pastor/Staff-Parish Relations Committees or other employing agencies shall provide an evaluation of the provisional 		
		 member’s performance.
– The BOM oversees the provisional and ordination process, sets interview times and develops and publicizes expectations 		
		 for effectiveness in ministry.
• Continuing theological education
– Learning throughout ministry has been characteristic of the Methodist movement from its beginning and remains 		
		 vital for effective ministry.
– Provisional membership allows time to deepen habits, attitudes and practices of theological study for the clergyperson 		
		 to rely on throughout ministry.
– To guarantee that provisional members have the needed time for continuing education, the BOM expects that 			
		 churches or employers will make study times available to the provisional member.
– The residency curriculum’s continuing theological education may entail core courses, required reading, occasional 		
		 seminars, guidance for independent study, on-campus and extension courses or study trips.
– Some conferences expect provisional members to attend a variety of educational workshops on subjects such as public 		
		 speaking, urban/rural ministry, church finances, etc.
– The BOM may partner with seminaries and GBHEM to develop the educational process.
• Mentoring
– Promotes vocational identity and effective ministry through a covenant relationship that is based on support and 		
		 accountability.
– Clergy Mentors are selected, trained and assigned by the BOM.
– Throughout the mentoring process, provisional members engage in covenantal, confidential relationships, where mentors
		 and provisional members share in the spiritual disciplines and mutual recognition of God’s presence and leading.
– Spiritual discernment concerning the provisional member’s call and authority are also central to this process.
• Covenant and peer groups
– Covenant groups are a key characteristic of Wesleyan discipleship.
– Covenant groups are a central part of the residency curriculum and help provisional members develop the habit of 		
		 sharing ministry joys and concerns with other clergy, while providing each other support and accountability.
– Since covenant groups can prepare provisional members for participation in the life of the order of deacons or elders, 		
		 the orders may be partners in developing covenant groups.
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SUPERVISION
• During provisional membership, clergy face many expectations. From demonstrating effectiveness in ministry, to
assimilating into the culture and responsibilities of the Annual Conference, to serving successfully in an appointment
setting, demands are high. The BOM has the unique opportunity to develop a residency program that will shape the future
ministry of its participants, as well as the future quality of Annual Conference leadership.
• While participation in a residency program is required of provisional members, it is critical to keep the residency program
and supervisory processes separate. Each process is important, and each has a different place in the development of a
provisional member’s ministry. Opportunities to learn, grow and find support through a residency program should not be
undermined by the threat of inappropriate and premature reporting to a supervisor or other authority figure.
• The need for demonstrating ministry skills, development and success in an appointment setting afford the provisional
member the chance to demonstrate his/her growing effectiveness, while also learning how to provide input and receive
feedback on performance of ministry as covenants for work are developed with District Superintendents, Pastor/Staff-Parish
Relations Committees and other employing agencies.
• When the residency program and supervision are meeting their related but separate goals, provisional members will
receive the support, nurture, mentoring, education and supervision they need to help them demonstrate their developing
effectiveness and potential for full membership in the Annual Conference.
• The BOM is responsible for developing and implementing a strong, successful residency program that will provide the
foundation of effective ministry for individual clergy, as well as the entire Annual Conference.

Project that Demonstrates Fruitfulness
• Provisional members are to present a project “that demonstrates fruitfulness in carrying out the church’s mission of ‘making 		
disciples of Jesus Christ for the transformation of the world.’”
• There are three required components: “fruitfulness,” “making disciples” and “transformation of the world,” but the BOM 		
has flexibility in their implementation.
• The BOM will establish its definition of “making disciples” and “transformation of the world” as well as how it will measure 		
fruitful leadership in these areas.
• The BOM will also prepare and distribute the requirements for this project to provisional members soon after their 			
commissioning. BOMs have flexibility in how to implement this project.
• Possible project requirements are:
– The BOM’s definitions of “making disciples” and “transformation of the world” and how these interrelate
– The criteria and tools that the BOM will use to measure fruitfulness
– The project’s reporting deadline
– Possible mid-course reporting including feedback from convenient groups
– The general categories of partners the provisional member may enlist for the project (e.g., community leaders, church 		
		 members, etc.)
– Report medium: Narrative description during ordination interviews, a written report of a prescribed number of pages, 		
		 an audio-visual presentation and other
–
		
		
		

Report requirements: This might include presenting the project’s specific goals (e.g., reach neighborhood latchkey kids 		
with the Good News and provide them a safe space to gather after school), the project’s method 				
(e.g., start a neighborhood children’s chorus and drumming group), the partners engaged (e.g., volunteers at First 		
Church, the local music store for donated instruments, a local drummer, etc.), strategic steps toward putting the project 		
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into action, the provisional member’s assessment of whether the goals were met, assessment from project participants and
partners and the provisional member’s reflection what he or she learned from the process.

– Consider including, as part of the residency curriculum, some training in goal setting, organizing volunteers and setting 		
		 budgets to support provisional members’ work on their projects.

Resources and Guidelines for Developing a Residency Program
• Clergy Mentoring: A Manual for Commissioned Ministers, Local Pastors, and Clergy Mentors, GBHEM.
• “From Readiness to Effectiveness: The Residency Program for Provisional, Commissioned Members of The United 			
Methodist Church – Principles and Guides for Annual Conferences,” GBHEM.
• “From Readiness to Effectiveness: Preparation for Professional Ministry in The United Methodist Church – Tool Kit for 		
Annual Conference Leaders,” GBHEM.
• “Making Disciples for the Transformation of the World” Project Guidelines for BOMs: GBHEM
• “Resources for the New Fruitfulness Project Component for United Methodist Ordination,” Lewis Center for Church 		
Leadership (www.churchleadership.com/bom/).
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Deacons

For more information, contact GBHEM’s Director of Deacon Ministry, Provisional Membership and Certification at
deacons@gbhem.org or (615) 340-7375. See also www.gbhem.org/deacons.
“Within the people of God, some persons are called to the ministry of deacon …. This ministry exemplifies and leads the Church in
the servanthood every Christian is called to live both in the church and the world. Those called to the ministry of deacon are called to
witness to the Word in their words and actions, and to embody and lead the community’s service in the world for the sake of enacting
God’s compassion and justice.” (¶305)
“Deacons are persons called by God, authorized by the Church and ordained by a bishop to a lifetime ministry of Word, Service,
Compassion and Justice, to both the community and the congregation in a ministry that connects the two. Deacons exemplify
Christian discipleship and create opportunities for others to enter into discipleship. The work of deacons is a work of justice, serving
with compassion as they seek to serve those on the margins of society. In the congregation, the ministry of the deacon is to teach and to
form disciples and to lead worship together with other ordained and laypersons.” (¶329)
NOTE: Unless otherwise stated, the term “deacon” in this chapter applies to both ordained and provisional deacons.

Deacon Ministry
The office of deacon, like the office of bishop, extends back to New Testament times. In the middle of the 20th century, an
ecumenical movement called for the restoration of the ancient form of the diaconate, a leadership role (associated closely with
the bishop) that embodied the servant ministry of the baptized and led the church in acts of compassion and justice. The
United Methodist Church eliminated the medieval expression of the diaconate (as a process step toward elder) and reclaimed
the ancient form in 1996.

DUTIES
• The ministry of a deacon is characterized not by a specific job but by compassion and justice leadership and commitment
to the ordained relationship to the church. “Ordination confers a new identity in the life of the church, as well as authority
for ministry …. Ordination has to do with who the person is in the life of the church, as well as what the person does
in ministry.” (Services for the Ordering of Ministry in The United Methodist Church, The United Methodist Publishing
House) Whether appointed primarily to a congregation or primarily outside the church, the deacon holds leadership in
both, connecting the people of God to the needs of the world.
• Duties while serving in a congregation
– Lead, in some manner, the people of the congregation into ministries outside the walls of the church
– Teach, form and equip the people to love God and neighbor
– Proclaim the Word
– Assist pastors in worship and the administration of the sacraments of baptism and Holy Communion
– May lead in a specialized ministry
– Conduct weddings and funerals
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• Duties while serving in ministries beyond the local church
– May be appointed to a setting outside the church, such as a social service agency, a school, a mission agency, an 			
		 institution or other settings
– May lead ministries that care and advocate for the marginalized and vulnerable, organize or serve in mission work, 		
		 raise funds for justice and compassion ministries, teach, empower, advocate, counsel, coach, serve as chaplains, 			
		 develop new ministries, serve church-related institutions and agencies and much more
– Fulfill secondary responsibilities assisting a congregation to participate in compassion and justice ministries
• Sacramental Authority
– Assists elders in the administration of the sacraments
– May provide and preside at the celebration of the sacraments “when contextually appropriate and duly authorized”
		 by the bishop of the Annual Conference where the deacon is appointed. This is done “for the sake of extending the
		 mission and ministry of the church and offering the means of grace to the world.” The deacon requests this authorization
			 directly from the bishop. (¶328)
– It is fitting that deacons (or laypeople trained by deacons) extend the gathered community’s communion table, in a 		
		 timely manner, to those unable to attend due to infirmity, illness or similar conditions. This Holy Mystery details this 		
		 practice (pp. 22-23).

Appointments and Reporting
LOCATION
• The location of an appointment is a place where a deacon provides servant leadership, fulfills his or her call, establishes 		
a clear distinction between the work to which all Christians are called and the work for which deacons are prepared and 		
authorized and where supervision, goals and evaluation of the deacon’s work is acceptable to the bishop, cabinet and BOM. 		
(¶331.3, ¶331.4)
• May be appointed to congregations where they lead in equipping Christians for service and lead the congregation’s 			
mission to the world
• May be appointed to settings beyond the local church; for example, church agencies, schools or institutions, ecumenical 		
agencies or organizations that extend Christ’s love in the world and connect the church with the most needy, neglected 		
and marginalized

APPOINTMENT PROCESS
• The deacon, bishop, District Superintendent or an agency requesting service may initiate an appointment, but the bishop 		
appoints deacons and provisional deacons.
• Suggested questions to determine appropriate appointments beyond the local church:
– How will the deacon fulfill the vows of ordination to Word, Service, Compassion and Justice in this setting? How would 		
		 the deacon be a representative of God’s love in this setting?
– How does the proposed ministry setting provide an opportunity to maintain a relationship and accountability with the 		
		 Order of Deacons and the structure of the church?
– How is the proposed ministry congruent with the church’s ministry to the world?
– Does the person possess the gifts, training, education and experience required for the proposed ministry?
– How will the deacon lead others into ministry through this appointment?
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– What are the accountability structures in this setting? What structures would the cabinet and BOM recommend?
• If the bishop and cabinet determine an appointment is not in the best interest of the church, the bishop may choose not to
make the appointment. The bishop consults with the deacon and the BOM. The deacon shall proceed in one of the 		
following ways (¶331.6c)
– Seek another appointment
– Request a personal leave of absence, a transitional leave or another voluntary leave of absence
– Relinquish his/her credentials
– Is terminated. Involuntary termination shall follow the procedures for fair process in administrative hearings (¶361, 		
		 ¶331.6c) (See Chapter 26, BOM Handbook.)

SECONDARY APPOINTMENTS
• For deacons whose appointments are beyond the local church
• Requiring a secondary appointment helps a deacon serving beyond the local church connect ministry in the community 		
and ministry in the congregation.
• It is important to keep the ministry of church-based deacons and community-based deacons unified and retain the			
connection between ministry in the community and in the congregation. Deacon ministry is “a lifetime ministry of Word, 		
Service, Compassion and Justice to both the community and the congregation in a ministry that connects the two.” (¶329)
• Requesting a secondary appointment
–
		
		
		

The bishop, District Superintendent, pastor or deacon initiates conversation to determine how the deacon’s gifts may 		
be used in a local church as described in ¶331.1. Consideration is given to how much time the deacon can give, how the 		
deacon will lead in the worship and ministry of the congregation and what the appropriate lines of accountability will be.
It is appropriate for the Pastor/Staff-Parish Relations Committee to consult on the proposed secondary appointment.

– The deacon proposes the secondary appointment in writing to the area bishop (and to the bishop of the deacon’s home
		 conference if serving in another Annual Conference), sending a copy to the District Superintendent and pastor. The 		
		 request must explain how the proposed secondary appointment fulfills the ministry of the deacon.
– The pastor in charge confirms his/her agreement with the proposed secondary appointment.
– When the resident bishop decides upon the appointment, the bishop informs the deacon, the pastor and the bishop of 		
		 the conference where the deacon holds membership
– If the deacon is a member of another Annual Conference, the bishop making the appointment completes the Official 		
		 Record of Appointment of Ordained Minister of another Annual Conference.

Membership of Deacons
MEMBERSHIP RESPONSIBILITIES
• Serve as members in full connection with all the responsibilities, rights and privileges accorded to all full clergy members 		
of the Annual Conference
• Have voice and vote in the Annual Conference where membership is held
• Eligible to serve as clergy, including as an officer, and on boards, commissions or Annual Conference committees.
• Eligible for election as a clergy delegate to General, central or jurisdictional conference; right to vote for clergy delegates 		
to these conferences
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• Required to attend Clergy Session and Annual Conference
• Votes on matters of ordination, character and conference relations of clergy
• Participates as a member of the Order of Deacons after ordination
• Provisional deacons serve as provisional members of the Annual Conference, with the same rights and responsibilities as 		
provisional elders

ANNUAL CONFERENCE MEMBERSHIP
• Deacons may be appointed in conferences other than where they hold membership.
• When deacons receive appointments to a different conference, they maintain membership in their home conference.
• In this case, the bishop of the conference where membership is held makes the appointment in consultation with the 		
		 bishop of the area in which the appointment is located.
• Deacons submit annual reports to both bishops.
• Deacons retain their home conference membership if appointed to another denomination.

CHARGE CONFERENCE MEMBERSHIP
• Charge conference membership provides conference clergy connection and accountability to their Annual Conference (the 		
charge conference is a recipient of the deacon’s annual report).
• Deacons appointed to congregations, charges or cooperative parishes shall be members of that charge conference.
• Deacons appointed beyond the local church shall designate a charge conference within the bounds of the Annual 			
Conference in which they hold membership. This charge conference is likely to be the deacon’s secondary appointment.
• Deacons appointed to settings outside their Annual Conference shall establish an affiliate relationship with a charge 			
conference in the Annual Conference where the appointment is located with the consent of the pastor in charge. This may 		
be the location of their secondary appointment.

Accountability
Accountable to the Annual Conference and the bishop for their ministry and leadership and the fulfillment of their ordination
vows. Serve under appointment by the bishop. Accountability can be provided by a board connected to the ministry or by a
church related to the ministry (¶331.4)

APPOINTMENT COVENANT
• “A covenant is a mutually created commitment to ministry … that binds the parties in a mutually agreed-upon process
to see that particularly segments are done and reflected upon.” (Gwendolynn Purushotham, Watching Over One Another
in Love)
• Clarifies the appointment and avoids misunderstandings
– Specifies the ministries the staff person is responsible for in an appointment (primary or secondary) and helps to avoid 		
		 misunderstandings
– Couches the deacon in the church’s specific mission goals

4 • Section 4: Chapter 13

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 4 | Clergy and Set-Apart Ministries

www.gbhem.org/bomhandbook

– Describes how the Pastor/Staff-Parish Relations Committee will support the staff person in accomplishing the 			
		 mutually agreed upon ministry goals
– Specifies reflection and feedback, as well as benefits and termination procedures
• Increases likelihood of a successful ministry by creating a mutually agreed upon covenant
• The District Superintendent should also be a party to the development of the covenant because deacons are also accountable
to the cabinet and the bishop.
• Sample covenants are available at www.gbhem.org/deacons.

ANNUAL EVALUATION
• Deacons and elders who serve congregations undergo a process of annual evaluation with the District Superintendent.
• Deacons appointed beyond the local church
– Have an annual conversation with their District Superintendent about their ministry
– Appointment settings should include supervision with goals, evaluation and accountability acceptable to the bishop, 		
		 the Cabinet and the BOM.
• A personal and professional six-month and in depth assessment (¶349.3) shall take place every eight years for all clergy 		
under appointment.

ANNUAL REPORT OF THE DEACON
• Completed by all deacons every year
• Includes a copy of their performance evaluation from their employer
• Available for download from http://www.gbhem.org/forms-library
• Deacons in chaplaincy, pastoral counseling or coaching ministries may pursue endorsement from the United Methodist 		
Endorsing Agency (UMEA). They may submit the annual report as their UMEA report.
• Sent to the recipients listed on the form
• This is a requirement of accountability and connection and helps the general church maintain accurate records that can 		
benefit the deacon.
• The BOM should be sure to make the forms available and remind full and provisional deacons to complete the form 		
annually.

Leaves between Appointments
• Deacons in good standing who are between appointments may request a voluntary leave of absence. (¶353)
• Transitional Leave (¶353.2c) is now limited to 12 months.
• If the market does not/is unlikely to allow a deacon to find appointable employment within 12 months, a deacon may
request Personal Leave (¶353.2a) or an appointment to a volunteer role through which the deacon ministers in Word, Service,
Compassion and Justice.
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Less than Full-Time (¶331.7) and Non-Salaried Appointments (¶331.6d)
• Deacons may receive a less than full-time or non-salaried appointment at their own request.
• Less than full-time appointments
– Require the consent of the cabinet and the BOM
– The deacon shall provide a written request, at least 90 days prior to the Annual Conference at which the appointment is 		
		 made to the bishop, District Superintendent and the BOM, including a rationale for the request.
– Reappointment to less than full-time service must be requested annually. At the deacon’s request, the bishop may make 		
		 midterm appointments to less than full-time service, with the recommendation of the BOM Executive Committee.
• Non-salaried appointments – Intended to express the church’s concern for ministry among the poor and for advancing 		
emerging needs of the future

Termination Guidelines for Deacons Serving in Local Churches (¶331)
• The District Superintendent and bishop must be consulted before a church terminates a deacon’s employment, because the 		
Bishop makes appointments for deacons.
• Termination procedures must allow time for deacons to seek a new appointment because they are not guaranteed an 		
appointment. Notification of dismissal must be made at least 90 days prior to final termination of employment, except for 		
causes listed in (¶2702).
• The deacon and the Pastor/Staff-Parish Relations Committee, the District Superintendent and the bishop must consult 		
before the dismissal of a deacon. (¶331.10e)
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Elders

For more information, contact the Assistant General Secretary for Clergy Life at dom@gbhem.org or 615-340-7389. See also
www.gbhem.org/elders.
“Within the people of God some are called to the ministry of elder …. Those called to the ministry of elder are called to bear authority
and responsibility to preach and teach the Word, to administer the sacraments and to order the life of the church so it can be faithful
in making disciples of Jesus Christ for the transformation of the world.” (¶305)
Elders are ordained to a lifetime ministry of Word, Sacrament, Order and Service. By the authority given in their ordination, they
are authorized to preach and teach the Word of God, to provide pastoral care and counsel, to administer the sacraments of baptism
and Holy Communion and to order the life of the Church for service in mission and ministry.
NOTE: Unless otherwise stated, the term “elder” in this chapter applies to both ordained and provisional elders.

Functions of Elder Ministry
Ordained ministry is rooted in servant leadership. Elders equip Christians for their ministry of service in the world. (¶340)
• Proclaim and teaches the Word of God
• Lead worship and administers the sacraments of baptism and Holy Communion
• Provide pastoral care and counsel
• Conduct marriages and funerals
• Serve as pastors, superintendents and bishops, who lead the church’s ministry in the world

Appointments
THE ITINERANT CLERGY SYSTEM
The method by which elders and associate members are appointed by the bishop to ministry settings. All elders and associate
members shall accept and abide by these appointments. Bishops and Cabinets shall commit to and support open itineracy and
the protection of the prophetic pulpit and diversity (¶338).
• The distinguishing mark of elders in Methodism is the willingness to offer themselves “without reserve to be appointed
and to serve” (¶333).
• Elders commit themselves to full-time service in the connection under the bishop’s authority.
• Elders in good standing who continue to fulfill professional responsibilities shall be continued under appointment unless
they are on leave (¶337.1).

1 • Section 4: Chapter 14

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 4 | Clergy and Set-Apart Ministries

www.gbhem.org/bomhandbook

MINISTRY SETTINGS
• Pastor in Charge
– Oversees the local church’s ministry, including administrative oversight, evangelistic leadership and worship, 			
		 programmatic planning and ensuring spiritual nurture and pastoral care in the congregation (¶340)
– Sets the vision and direction of the congregation for witness in the world and leads the church in worship and 			
		 liturgical life

EXTENSION MINISTRY
• “Elders, associate members, provisional elders and persons licensed for pastoral ministry may be appointed to ministry settings
that extend the ministry of the UMC and the witness and service of Christ’s love and justice in the world... Such ministry
settings shall include teaching, pastoral care and counseling, chaplaincy, campus ministry, social services and other ministries so
recognized by the BOM and approved by the bishop” (¶337.3)
• Categories of extension ministry (¶344)
		– Connectional structure appointments (¶344.1a)
		– GBHEM endorsed appointments (¶344.1b and Chapter 20, BOM Handbook)
		– General Board of Global Ministries service appointments (¶344.1c)
		– Other extensions of the Christian ministry of the church (¶344.1d)
		– School attendance or participation in clinical pastoral education (¶338.4)

LESS THAN FULL TIME (¶331.6d)
• Full-time service shall be the norm for ordained elders, provisional elders and associate members. However, at the initiative
of the bishop and Cabinet, or at his or her request, an elder, provisional elder or associate member may receive a less than
full-time appointment.
• The bishop, Cabinet and BOM agree upon the less than full-time appointment. The bishop makes the appointment and
notifies the clergy at least 90 days prior to final termination of the current appointment. The Clergy Session approves the
appointment by a two-thirds majority.
• Must be approved annually and shall not be granted for more than a total of eight years, except by a three-fourths vote 		
of the Clergy Session.

INTERIM APPOINTMENTS (¶331.6d)
• The bishop may make interim appointments to charges that have special transitional needs.
• These may be made outside the Annual Conference where membership is held and are for a specified length of time that is
established in advance of the appointment being made.

Membership
PROVISIONAL AND FULL MEMBER ELDERS
• Provisional elders serve as provisional members of the Annual Conference, while ordained elders are members in full 		
connection with all the responsibilities, rights and privileges accorded to all provisional or full members of the Annual 		
Conference.
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• Attend the clergy session and Annual Conference
• Have voice and vote in the Annual Conference where membership is held
• Eligible to serve as clergy on boards, commissions or Annual Conference committees
• Eligible to vote for clergy delegates to the General, central or jurisdictional conferences

FULL MEMBER ELDERS
• Vote on matters of ordination, character and conference relations of clergy
• Eligible to serve as clergy delegates
• Participate as members of the Order of Elders after ordination

Accountability
Accountable to the Annual Conference and the bishop for their ministry and leadership and serve under appointment by
the bishop
• Elders are guaranteed an appointment from year to year and therefore have professional responsibilities (¶334.2)
– Participate in an annual evaluation process with P/S-PRC and DS (or comparable authorities). This evaluation must 		
		 reflect continuing effectiveness in their ministry setting
– Participate in an in-depth assessment process every eight years (¶349.3)
– Grow in professional competence and effectiveness through continuing education and formation, for which the BOM 		
		 determines the minimum standards and guidelines
– Assume supervisory and mentoring responsibilities within the connection when requested
– When an elder’s effectiveness is in question, the bishop completes the procedure as outlined in ¶334.3 to determine a 		
		 plan for developing effectiveness or recommending Administrative Location (see Chapter 26, BOM Handbook).

Guidelines for Appropriate Appointments to Extension Ministry (¶344.1d)
• Those seeking extension ministry appointments shall submit a written statement to the Cabinet and BOM that describes
the proposed ministry setting, and shares how they are called to that ministry, their gifts for that setting and how that setting
allows for the intentional fulfillment of their ordination vows.
• Suggested questions provided by GBHEM to Annual Conferences can help determine if an extension ministry setting is
appropriate for the elder’s ministry and is a true extension of the church’s ministry.

RECOMMENDED QUESTIONS TO EVALUATE A MINISTRY SETTING REQUEST
• Is there evidence that the person is responding to a call to the particular form of ministry being proposed?
• Does the ministry enrich the church’s effectiveness in mission?
• Is the ministry congruent with the Annual Conference’s missional commitment to the world?
• Is the ministry one in which the ordination vows of Word, Sacrament, Order and Service can be fulfilled?
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• Does the person possess the gifts, training, education and experience required?
• Does the setting provide the kind of accountability that allows for responsible participation in covenant community?
• Is this person prepared to accept an appointment to a local church if requested to do so?

RECOMMENDED QUESTIONS FOR THOSE SEEKING EXTENSION MINISTRY (¶344.1d)
• How is the proposed ministry one in which the vows of ordination to Word, Sacrament, Order and Service can be fulfilled?
• Within the context of your call to ordained ministry, identify your sense of call to this particular ministry.
• How does ministry in this setting enrich the church’s effectiveness in mission?
• In what ways does serving in this setting minister to the world’s needs as related to the church’s mission?
• In reference to the intentional fulfillment of your ordination as an elder to Word, Sacrament, Order and Service: How 		
do you intend to proclaim and teach the Word of God in this setting?
• How is the ministry of sacraments important in this ministry setting? What opportunities exist for providing the sacraments?
• How will your ministry be a witness to the church’s involvement with persons on behalf of the community of faith?

Accountability and Support in Extension Ministries
Appointments in these settings should provide a balance of support and accountability.

ACCOUNTABILITY
• Elders are amenable to the Annual Conference and are to have a charge conference relationship in their home Annual Conference.
• Annual report
– Details service and continuing education
– Provided to the bishop, DS, charge conference and BOM
– Includes an evaluation from their ministry setting (¶337.3)
– For appointments outside of home conference, the report must also be filed with the affiliate charge conference and
		 the bishop of the area where they serve because elders are to have an affiliate charge conference in the area where they serve.
– Endorsed clergy file an annual report with the United Methodist Endorsing Agency.

SUPPORT
• The bishop, representatives of the cabinet and an endorsed representative from extension ministries within the BOM are 		
		 to meet annually with clergy in extension ministries. (¶344.2b)
• The church has a responsibility to develop structures and programs that support extension ministers, and the BOM is to 		
		 provide “maximum contact with and support of persons” (¶635.1e) in such appointments.
• Suggestions for BOM support
– A BOM member maintains contact with elders in extension ministry and reports their concerns. Or the BOM should 		
			 establish a committee to support extension ministries when possible.
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– Primary areas of support
			

• Transition into and out of extension ministry appointments

			

• Communication and contact with appointed elder

			

• Advocacy and interpretation of issues and concerns

– Functions in these primary areas of support (may include but are not comprehensive)
			

• Receiving and responding to annual reports

			

• Interpreting extension ministry through the BOM’s annual report

			 • Assisting in the placement of extension ministers on conference boards and agencies; assisting them in making their 		
			 talents and skills available to the conference and the local church
– Act as a liaison with GBHEM’s United Methodist Endorsing Agency regarding the endorsement of conference members
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Clergy Mentoring

For more information, contact GBHEM’s Director of Deacon Ministry, Provisional Membership and Certification at
deacons@gbhem.org or (615) 340-7375.
“Mentoring occurs within a relationship where the mentor takes responsibility for creating a safe place for reflection and growth...
Mentoring is a part of the preparation and growth for inquirers and candidates for ordained ministry... Mentoring is distinct from
the evaluative and supervisory process that is a part of preparation for ministry.” (¶348.2)
See more about candidacy mentoring in Chapter 4 of the BOM Handbook.

Clergy Mentoring
• Helps local pastors and provisional members focus on ministry practice and developing effectiveness. This is distinct
and different from Candidacy Mentors, who work with candidates to discern their calling and guide them through the
candidacy process.
• Provisional deacons, provisional elders and those transferring from other denominations are assigned mentors during their
provisional membership period. Local pastors (both part-time and full-time) are assigned mentors while enrolled in Course
of Study.
• Begins when a local pastor or provisional member receives an appointment.
• The BOM may assign local pastors and provisional members to a mentor or a mentoring group.

Clergy Mentors
Clergy Mentors are nominated by the Cabinet. The dCOM, in consultation with the District Superintendent, assigns local
pastors to a mentor or a mentoring group. The BOM assigns provisional members to a mentor or a group mentoring.
Mentors are not supervisors, experts, counselors or “just friends.” When done well, clergy mentoring helps establish and
maintain healthy practices for developing in effectiveness throughout ministry.

GENERAL CHARACTERISTICS AND GIFTS OF GOOD MENTORS
• Spiritual maturity
• Calling and commitment to ministry
• Vocational development
• Understand the different roles of mentoring and supervision
• Strong interpersonal skills
• Respect of colleagues

RESPONSIBILITIES
• Meets with the clergy to establish a covenant and schedules for regular and ongoing meetings
• Prays for the clergy
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• Maintains negotiated confidentiality in the mentoring relationship, building it on trust
• Makes at least one onsite visit to the workplace of the provisional member or local pastor each year
• Encourages the clergy to reflect on their growth in discernment of vocation

RESPONSIBILITIES FOR LOCAL PASTOR MENTORS
• Becomes familiar with Course of Study and Extension School for local pastors and the educational materials used
• Discusses Course of Study work with the local pastor and consults on matters of pastoral responsibility. Discusses specific 		
assignments from Course of Study instructors
• Offers feedback about coursework
• Knows the resources, contact people and procedures relevant to continuation as a local pastor, including any dCOM 		
deadlines related to the application process for continuation and interviews
• Writes annual mentor reports for the dCOM

RESPONSIBILITIES FOR PROVISIONAL MEMBER MENTORS
• Learns about the conference’s Residency in Ministry (RIM) program and the materials it uses
• Knows the resources, contact people and procedures relevant to the provisional process, including any BOM deadlines 		
related to the application process and interviews
• Writes annual mentor reports to the BOM

Training Clergy Mentors
• The BOM is responsible for training mentors. Chairs of the Orders and Fellowship, the RIM Process Coordinator or
others also may participate in the training event. Additional leadership may include District Superintendents or the Annual
Conference’s staff person who relates to the BOM. On occasion, GBHEM staff may be available to provide leadership.
• All mentors should be trained once every four years (even if they have previously undergone training). This allows them to
learn the updated requirements for provisional membership and local pastor credentialing, and the Annual Conference’s
current mentoring and interviewing procedures.
• The BOM may also want to consider inviting both mentors and clergy entering into mentoring relationships to be trained
together. Experienced mentors are valuable resources for training new mentors.
• Clergy mentoring has dual areas of responsibility that include mentoring both provisional members and local pastors; the
BOM may want to consider different training for each category of mentor.
• Continuing education credits may be awarded for participation in these training events. Ten contact hours of worship or
educational time is equal to one (1) CEU.
• The duration of training may vary from several hours to an overnight retreat, but training should include certain
information.
– Information on reporting, confidentiality and role clarity
– Differences among supervision, evaluation and mentoring, and the role each of these has in clergy development and 		
		 assessment
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– Information about current licensing and ordination processes, the ongoing approval and interview process for local 		
		 pastors and provisional members and the mentor’s responsibilities in these tasks

Establishing Accountability
• The BOM is responsible for the continuing quality of the clergy mentoring process and overseeing mentors’ work.
• If any mentors lose interest or appear not to have the skills needed for the work, the BOM should find replacements.
• It is important to maintain a high standard of guidance and mentoring for new clergy so that they will have every
opportunity to develop in effectiveness in ministry. The relationships built among clergy and mentors have the potential for
positive impact throughout a clergyperson’s ministry. Those who serve as mentors provide a great gift and serve in a much
needed area of ministry on behalf of the Annual Conference.

Resources
• Clergy Mentoring: A Manual for Commissioned Ministers, Local Pastors, and Clergy Mentors, GBHEM.
• “From Readiness to Effectiveness: The Residency Program for Provisional, Commissioned Members of The United
Methodist Church – Principles and Guides for Annual Conferences,” GBHEM.
• “From Readiness to Effectiveness: Preparation for Professional Ministry in The United Methodist Church – Tool Kit for
Annual Conference Leaders,” GBHEM.
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Licensing School

For more information, visit www.gbhem.org/localpastors or contact the Office for Course of Study at localpastors@gbhem.org
or 615-340-7416. The Assistant General Secretary for Clergy Formation can be reached at 615-340-7388.
Visit the Licensing & Course of Study webpage for additional information about these programs.

Studies for License as a Local Pastor
A certified candidate is eligible for appointment as a local pastor upon completion of License for Pastoral Ministry (¶311). All
persons not ordained as elders who are appointed to preach and conduct divine worship and perform the duties of a pastor
shall have a License for Pastoral Ministry. (¶315)
The BOM (¶635.2h) may recommend to the Clergy Session the licensing of local pastors who have completed the following
as noted in (¶315):
• The conditions for candidacy certification in ¶310.1-2
• The Orientation to Ministry
• The studies for the license as a local pastor as prescribed and supervised by the Division of Ordained Ministry or one-third
of the M.Div. degree
• Examination and recommendation by the dCOM
Licensing School schedules and locations are posted on the GBHEM website. A candidate who cannot attend a school in one
conference may attend in another conference and receive recommendation to their home dCOM from that school’s faculty.

AUTHORITY AND INITIATIVE
The Studies for License as a Local Pastor are a joint enterprise among the dCOM, the BOM and the Division of Ordained
Ministry (DOM). The DOM prescribes the curriculum for licensing a local pastor, but the operation of a licensing school
is the BOM’s responsibility. The DOM offers guidelines based on competence in the skills of ministry rather than academic
achievement. Within these guidelines, however, each Annual Conference has latitude as to method, time, place, instructors,
accents and interest.
The purpose is to provide the best quality of this initial preparation for ministry. Studies should be relevant to the Annual
Conference while establishing high educational standards. GBHEM prescribes the basic curriculum, offers the resources
currently available in the church and maintains a system of supervision and accountability.

SCOPE AND PURPOSE OF LICENSING STUDIES
Most candidates’ first education about the practice of ministry comes through the licensing studies. However, they are not a
substitute for seminary education or the Course of Study schools. They provide an opportunity for full and active members of
the Annual Conference to take part in the initial preparation of future colleagues.
The school assumes that candidates have been certified for ministry (¶315.2a) and have already explored the basic vocational
questions of call and the meaning of ministry. These studies are a crash course for those who may be appointed when license
studies are completed. The license permits regular appointment and should not be granted unless the faculty recommends that
a candidate is fit and has the beginning competencies to be a pastor in charge. Although most local pastors will be appointed
to a charge, they also may receive an appointment to an extension ministry. (¶316.1)
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Further, granting the license is only the initial stage in ministry. The 80 hours required for completion of studies for licensing
does not give adequate preparation for church work. A candidate who is granted a license must continue in education for
ministry either through college and seminary or through the Course of Study school. (¶319)

LIMITATIONS OF THE LICENSE
• After the candidate meets study requirements, the school’s faculty and/or administrator can certify the completion of the
prescribed studies; the dCOM and BOM can recommend the license; and the clergy session can approve the license.
However, the license shall not be awarded until an appointment to a pastoral charge is made in accordance with ¶337 		
(¶318).
• The license is limited by three specific provisions that are repeated for emphasis several times in the The Book of Discipline:
– Authority extends only within the appointment or extension ministry and does not extend beyond that charge.
– The local pastor is under specific and direct supervision of the DS.
– Continuation of the license is subject to annual renewal by the dCOM and BOM.
Those who are licensed must exhibit basic minimum competencies before the dCOM and BOM recommend an appointment.
These studies are not simply a formality. They provide the knowledge and skills the church considers essential to the practice of
ministry.
Every practicing pastor recognizes that these competencies are never perfected, but that work begun in the license studies is
developed through the practice of ministry. The studies offer the basic preparation for new candidates to receive their first
appointment.

DURATION, SETTINGS AND FACULTY
The BOM decides where licensing schools are held, for how long and who leads and teaches the school. Once decided, the
BOM should send the dates, location and director’s name with contact information to the Licensing School/Course of Study
office for posting on the GBHEM website.

DURATION
A minimum of 80 contact hours is required. Studies may be offered in an intensive residential school, a hybrid residential/
online school or in a series of weekends. Studies should not be offered in a correspondence format. The BOM decides the
structure that meets the Annual Conference’s needs best. In addition to setting a time frame, one of the first tasks of the
school is to find ways to add enrichment and additional studies for students from a variety of educational and experiential
backgrounds.

SETTINGS
The BOM should consider geographical location, cost, housing and meals when selecting a site. They also will take into
account the classroom, study space, accessibility, access to medical assistance and whether or not there is a chapel.

FACULTY
Deacons and elders have a continuing responsibility to support the preparation of new candidates. They can fulfill that
responsibility by sharing practical knowledge and skills, enhancing theological education and illustrating the shared
responsibility of BOMs and schools of theology to prepare candidates for ministry.
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There is not a set number for faculty. They should be able to share their skills with new candidates and should have experience
and expertise in leading prayer and worship, preaching, church administration, education and pastoral care. Some faculty may
have experience in specialized ministries, counseling, chaplaincy and Christian education. The teaching team should include
diversity in gender, ethnicity and theology.
Every school should have a director to oversee registration and secure the location, instructors and materials. At larger schools,
a registrar or other administrative personnel is helpful. These persons will communicate registration procedures to the dCOM,
DS, registrars and others who keep records for BOM.
Practice varies among schools for paying faculty. Generally, expenses are paid for those with minor or brief responsibilities,
while a modest honorarium may be appropriate for one who devotes a full two-week period. This should be considered part of
the basic pastoral responsibility of the clergy involved and not considered vacation.

MENTORING
The assignment of Clergy Mentors to local pastor candidates attending licensing school is a vital part of the educational process.
• District Superintendents identify and invite clergy members in the district (full conference members, associate members and 		
full-time local pastors who have completed the Course of Study) to be trained and serve as clergy mentors to local pastors.
• The dCOM assigns Clergy Mentors to those attending licensing school, and the mentors’ names are included on the 		
registration form. If a group mentoring process is established, the local pastor candidate’s mentoring group and group leader 		
will be assigned.
• Mentors may be asked to be present at a licensing school and participate in a class on mentoring which reviews their 		
responsibilities and provides practice in the process of theological reflection through case studies or role plays.
• Upon completion of the licensing school and the appointment of a local pastor, the local pastor and the Clergy Mentor 		
(or local pastor group and the mentor group leader) develop a covenant for ministry following guidelines found in “Clergy 		
Mentoring – A Manual for Commissioned Ministers, Local Pastors, and Clergy Mentors”, p. 15.
• It is the local pastor’s responsibility to initiate contact with the assigned mentor in order to establish their meeting schedule. 		
If a group mentoring process is used, the group mentor will initiate the contact with the members of the group.

TEACHING METHODS AND RESOURCES
Instructors and school directors have latitude in establishing teaching methods and resources so that the licensing school will
be relevant to the students’ context and needs. A wide variety of teaching methods should be used. Written resources should
be practical and current, and each instructor should recommend applicable materials. Basic texts listed below are required;
however, each licensing school will decide what additional resources to add. This varies from school to school.

THESE BASIC RESOURCES SHOULD BE INCLUDED IN ANY CURRICULUM:
• The Book of Discipline of The United Methodist Church
• The New Interpreter’s Study Bible (New Revised Standard Version)
• The United Methodist Book of Worship, 1992
• The United Methodist Hymnal, 1989

THESE TEXTBOOKS ARE REQUIRED AS A MINIMUM AND CAN BE ORDERED IN A BUNDLE FROM COKESBURY FOR LOCAL PASTOR
LICENSE SCHOOL STUDENTS:
• Administration in the Small Membership Church – John Tyson
• Christian Education in the Small Membership Church – Karen Tye
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• From Pew to Pulpit – Clifton F. Guthrie
• Pastoral Care in the Small Membership Church – James L. Killen Jr.
• Worshipping with United Methodists (Revised Edition) – Hoyt Hickman
To get the discounted price, orders should be placed under the Kit ISBN-13 of 9780687654826. The bundled books will be
sold under this ISBN for $44.99 – a 43 percent discount. This price is subject to change and no further discounts apply.
Instructors should design courses based on students’ needs, experiences, cultural backgrounds, learning styles and theology.
Include time for community building throughout the school. The knowledge/skill competencies expected at the completion of
licensing school are listed below and based on demonstrated practical ministry needs. Instead of giving specific required course
outlines and teaching methods, consider the desired results and design the courses to achieve these outcomes.

Basic Minimum Competencies
BASIC SKILLS
A candidate’s effectiveness in an appointment or in other educational settings is dependent upon reading, math and language
skills. Since proficiency in these areas is not always apparent, licensing school students are tested using the McGraw-Hill Tests
of Adult Basic Education (TABE) to determine whether or not they have basic skills required for pastoral ministry.
The TABE tests are achievement tests in reading, mathematics and language adapted from the California Achievement Tests.
They reflect language and content appropriate for adults and measure the understanding and application of principles. They are
not intended to measure specific knowledge or recall of facts.
TABE provides pre-instructional information about the student’s level of achievement in the basic skills, identifies areas
of weakness in these skills, measures growth in the skills after instruction, involves students in appraisal of their learning
difficulties and assists the instructor in preparing a program to meet the student’s individual needs. TABE test forms are
available through the Licensing School/Course of Study office by emailing localpastors@gbhem.org.
Each BOM should establish a policy about the use of TABE tests or another form of basic skills assessment. The policy may
require all licensing school attendees to use this assessment tool, or a conference policy may use the TABE test for individuals
without baccalaureate degrees. Or, a policy may require the TABE test be administered when a dCOM requests such an
assessment in language skills.
Where deficiencies are found, the student shall be encouraged to seek remedial help through the adult education program of
a local high school or community college. The licensing school instructors shall be aware of the reading and language needs
of the students, and the dCOM and BOM shall be given a report on the basic skills measurements. When applicable, the
measurements should be sent to the director of the Course of Study school the local pastor attends.
Although deficiencies in basic educational skills do not automatically disqualify a person for licensing, they do indicate
that a review is necessary to determine whether or not the student can meet the skill level necessary to serve a local church.
Deficiencies are normally regarded as indications that remedial work is necessary. In a few cases, students may be required to
make progress in their tutorial work before being allowed to register for Course of Study school.

REPORTING AND OTHER ACCOUNTABILITY
The DOM prescribes the outline and supervises the administration of the studies for licensing (¶ 315.2c). At the completion of
licensing school, a recommendation is made and a report given by the licensing school to the student, the dCOM, the BOM
Local Pastor Registrar and the DOM that indicates if a student has successfully completed the coursework. The report indicates
the student’s strengths and areas of growth. The coordinating director submits a list of students to the DOM who have been
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recommended for licensing and, when requested, an overall assessment of the effectiveness of the school. This information is
reported on the Licensing School Faculty Evaluation and Recommendation Form.

FOLLOWING THROUGH WITH LOCAL PASTORS AND MENTORS
Local pastors are clergy members of the Annual Conference (¶602.1) and are no longer listed as certified candidates. They do
not continue with Candidacy Mentors, but are assigned a Clergy Mentor. (¶311) The licensing studies begin a lifelong process
of preparation for the effective practice of ministry. No one imagines that these studies can be an end unto themselves or serve
as the completion of the process for ministry preparation.
Clergy Mentors, therefore, are assigned to each local pastor or group of local pastors in the Course of Study to support the local
pastor in ongoing ministry formation.
The Clergy Mentor:
• Works with the local pastor(s) while in the Course of Study program or in seminary (¶316.4)
• Develops a covenant of supportive accountability for growth and decision making in the pursuit of effective ministry
• Supports and counsels the local pastor(s) regarding preaching and teaching the Scriptures, celebration of the sacraments and 		
other services of worship, ordering the life of the congregation for nurture and care and all other aspects of the practice of 		
ministry
The selection and assignment of effective Clergy Mentors is important for the local pastor’s ongoing formation. Where possible,
mentors should be present for at least part of the license studies and even during faculty evaluation so mentors may gain
insights into the strengths and the needs of the local pastors they will mentor.
The Book of Discipline requires that each local pastor make satisfactory progress in the Course of Study. At a minimum, each
part-time local pastor will complete at least half the basic assignments that are expected in an academic year (two courses), and
a full-time local pastor will complete a full year of Course of Study work each academic year (four courses).
The dCOM has an ongoing responsibility for the care and supervision of candidates throughout and after the Course of Study
through the annual recommendation to renew the local pastor’s license. The dCOM must keep track of students’ progress as
well as their current ministry practice.

AVAILABLE RESOURCES AND FUNDING RESPONSIBILITIES
Although the DOM provides materials and guides for the licensing schools, all funding for the school comes from the Annual
Conference, district, local church or students. Many conferences find that this is a legitimate and valuable use of the 25
percent of the Ministerial Education Fund retained by the Annual Conference. Other conferences apply resources set aside for
leadership development.
Conferences that offer residential schools have found that candidates’ local churches are often willing to support their
candidacy by offsetting some portion of the registration fees, room and board or travel expense. When a seminary or college
campus is used, the costs of these institutions must be considered. Finally, it is important that the student makes a financial
investment.

THE UNITED METHODIST COURSE OF STUDY
The Course of Study is a basic theological education program of the DOM. It is provided for those who are licensed as
local pastors and unable to attend an approved seminary. Participants in the program shall have been certified as candidates,
completed the studies for license as a local pastor and approved for license by the dCOM.
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The Course of Study is offered at regional Course of Study schools on the campuses of eight United Methodist theological
seminaries. Most courses are offered in a variety of formats that allow both full-time and part-time local pastors to attend.
Many of the regional schools have extension centers for part-time local pastors only. These extension centers also offer courses
in a variety of formats (two or three weekends, hybrid residential/online or one-week intensive) which allows bi-vocational
local pastors to participate without taking too much time away from work or family. Students who are unable to attend any of
these schools may, with the BOM’s permission, take some courses through the DOM’s online curriculum.
Students are discouraged from moving through the Course of Study at a pace that inhibits adequate preparation or time to
integrate the information being learned. Therefore, Course of Study students are limited to four courses per conference year.
This allows for the reading and writing needed for class preparation, the integration of learning while working with a Clergy
Mentor and maintaining the time needed to adequate minister to the congregation(s).

EVALUATION OF TRANSCRIPTS FOR APPLYING PREVIOUS COURSEWORK TO COURSE OF STUDY
A candidate may request that work completed at a recognized school of theology be evaluated by the DOM for transfer to the
Course of Study curriculum. The evaluation request must come from the BOM, and a transcript must be supplied. Requests,
along with transcripts, should be emailed to cosregistrar@gbhem.org or faxed to (615) 340-7377.
No undergraduate credit is recognized in the Course of Study unless the BOM requests an exception for missional purposes.
However, some graduate studies in counseling, business and education may be applied to the Advanced Course of Study as
elective credit.
The DOM policies allow a limited number of credit hours from a regionally accredited graduate program to be applied to the
Advanced Course of Study. Graduate transcripts must be sent to the DOM for evaluation before such credit is granted.

ORDINATION
Local pastors who complete the Course of Study may continue their preparation for full conference membership and
ordination as elders through the Advanced Course of Study program.
The Book of Discipline (2016) requires that local pastors seeking ordination (¶324.6):
• Earn a bachelor’s degree from a college or university recognized by the University Senate, or in some instances, for missional 		
purposes, a minimum of 60 semester hours of undergraduate credit
• Must have completed four years of full-time service or the equivalent
• Complete the Course of Study of which no more than 10 courses may be taken by online
• Complete 32 semester hours of graduate theological study or its equivalent as determined by GBHEM that shall include the 		
Basic Graduate Theological Studies as prescribed in ¶324.4a. The other hours may be electives, including a basic unit of 		
clinical pastoral education (CPE). UM History, Doctrine and Polity classes may be taken at an approved school of theology 		
or through the DOM’s online program.

COURSE OF STUDY SCHOOLS
Regional Course of Study schools are held on the campuses of United Methodist theological seminaries. Extension Course of
Study Schools are held in different locations throughout the jurisdictional conferences. Consult the GBHEM website at
www.gbhem.org/cos for the list of schools, dates and contact information.
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ONLINE CURRICULUM
Course of Study students may complete DOM online courses when circumstances prevent them from attending a regional
school or the extension program for part-time local pastors. The BOM must approve enrollment in online courses using Form
110. Students may enroll in one course per online session (currently two sessions are offered in a given year.). The tuition fee is
$300, not including the cost of the textbooks.
When the DOM receives an enrollment application, the student will receive instructions regarding access to the online
platform and their book lists and pre-work.
Online sessions are 10 weeks in length; the first assignment must be submitted within 2 weeks of the start of the session.
Online work is graded by the instructors as the student progresses through the course, and the DOM receives a grade report
from the faculty when the session has concluded. Failure to submit assignments at the due dates will result in a failing grade.

INFORMATION REGARDING THE COURSE OF STUDY CURRICULUM AND OFFICIAL TRANSCRIPTS OF THE COURSE OF STUDY
PROGRAM ARE AVAILABLE THROUGH THE DOM:
COS Online
Division of Ordained Ministry
General Board of Higher Education and Ministry
P.O. Box 340007
Nashville, TN 37203-0007
Phone: (615) 340-7416 Fax: (615) 340-7377
Email: cosregistrar@gbhem.org
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Seminary Relations and the Ministerial Education Fund

For more information, contact the Office of the Associate General Secretary for the Division of Ordained Ministry at
dom@gbhem.org or 615-340-7417.

BOM and Seminaries
• The BOM partners with seminaries in order to educate church leaders in ministry and theological reflection. Strong
partnerships between the seminaries and the church strengthen this process.
• The BOM maintains ongoing communication with the seminaries to create a formation process that begins with calling
and candidacy, continues through theological education and is completed during provisional membership and the residency
in ministry program. There are various points when interaction between the BOM and seminary is critically important,
especially during recruitment and candidacy.
• The BOM, in conjunction with dCOMs, works to assist students as they pursue theological education by supporting
recruitment and candidacy.
–
		
		
		

Encourages candidates to attend a UM seminary (¶310.2f ). The BOM, dCOM and the Vocational Discernment
Coordinator should make materials available that highlight opportunities at the 13 UM seminaries and help students
understand the added value of attending a UM seminary. Visit www.gbhem.org/seminaries for more information about
the United Methodist Theological Schools.

– Creates opportunities for UM seminary representatives to meet with prospective students, candidates for ordained
		 ministry, clergy and BOM leaders.
– Guides students who are unable to attend a UM seminary to one of the University Senate-approved seminaries. This list
		 is maintained on the GBHEM website
– Helps students understand the disciplinary requirements for ordination related to theological education (¶324). The
		 BOM needs to know the various educational requirements for deacons, elders and local pastors who seek to be ordained
		 as elders.
• United Methodist Seminaries – The closest ties are between the BOM and the UM seminaries located within their
particular Annual Conference or geographical area.
– The BOM should maintain an ongoing dialogue with seminaries that serve its students. This may include inviting
		 faculty from the seminaries to participate in continuing education and formation events in the Annual Conference.
– Regular campus visits, including conversations with administration, faculty and students are valuable for both the BOM
		 and the schools.
–
		
		
		
		

Adequate feedback between the BOM and seminaries concerning students is important in developing a partnership
for candidate formation. Seminaries are limited by Family Educational Rights and Privacy Act (FERPA) rules in how
much information they are allowed to disclose about particular students, so a common understanding is needed 		
between seminaries and BOMs about the type of information the BOM can expect seminaries to share. The BOM
should also provide opportunities to hear seminaries’ concerns.

– In addition to formal dialogue, UM faculty from the seminaries can assist the BOM, Cabinet and Annual Conference.
		 Many UM seminary faculty members are willing to work with the BOM and frequently serve as BOM members.
–
		
		
		

The provisional membership period is a minimum of two years and no longer than eight years following the completion
of educational requirements. During provisional membership, new clergy complete a residency program that includes
mentoring, covenant or peer groups, supervision and continuing education. The continuing education requirement can
often be completed in collaboration with seminaries.
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– UM seminaries continue to work closely with the Division of Ordained Ministry and BOM leaders to shape the ways in 		
		 which the seminaries can assist the BOMs.
• Non-United Methodist Seminaries – The BOM also relates to approved non-UM seminaries where candidates are enrolled.

University Senate’s Commission on Theological Education (CTE)
• Evaluates and approves a select number of non-UM seminaries to assist in training UM students. This is a quadrennial
evaluation process that includes a review of information on the full program of the school. These reviews focus on the
school’s ability to offer theological education that honors the UM tradition.
• The Commission’s review of an institution is confidential, and its content is held between the CTE and the individual
school. However, the bishop and the BOM of the conference where the school is located will be asked to evaluate the school
during the review process, and information on the final decision is provided to the BOM. The CTE regards the evaluations
given by BOM leadership as critical for the decision-making process.
• The University Senate’s Organization, Policies and Guidelines contain the working rules of the CTE and the criteria for
evaluating non-United Methodist Schools of Theology. This handbook should be shared with the full BOM.
• A current list of all University Senate-approved theological schools, as well as current University Senate guidelines are posted
on the GBHEM website.

The Ministerial Education Fund (MEF)
By providing needed scholarships, the MEF is one of the great strengths of the UMC regarding theological education and
clergy preparation.
Has generated more than $682 million in the past 40 years and has funded the theological education of thousands of ministers.
The BOM has the opportunity to tell the story and promote the work of the MEF within each Annual Conference.

DISTRIBUTION OF FUNDS
• The Annual Conference MEF – Twenty-five percent of funds raised by the MEF apportionment remain in the Annual 		
Conference for recruitment, training and support of ordained deacons and elders. Funds may also be used to support 		
local pastors, diaconal ministers and those in certified ministries; however, the BOM’s administrative costs are funded by 		
the Annual Conference, not the MEF.
• The BOM is encouraged to promote the MEF with conference leaders, particularly the Council on Finance and 			
Administration and the Conference Treasurer, and to collaborate with them to determine the best way to promote the
MEF as part of the Annual Conference’s apportionment commitments. The placement of the MEF in the conference 		
budget, the ways in which apportionments are assigned to the local church and an understanding of conference 			
apportionment procedures is vitally important to the BOM’s work of supporting candidates for ministry and funding 		
continuing education for clergy.

MOST ANNUAL CONFERENCES USE THE MEF FOR CERTAIN COSTS.
• Student Financial Aid – The MEF’s first priority is scholarship assistance for seminary students who are completing
basic theological education to prepare for ordination. Local pastors in the Course of Study may also receive assistance.
Policies for fund distribution are developed and approved by the Annual Conference and should be reviewed 			
quadrennially.
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• Call and Enlistment – The BOM may use MEF funds for programs that help potential candidates hear and respond 		
to God’s call to ordained ministry. Across the church, there is an urgent need to recruit racial/ethnic and younger 			
candidates for ordained ministry (see Chapter 3), and enlistment is one of the BOM’s priorities. MEF funds may 			
underwrite discernment events in each Annual Conference or region.
• Continuing Education – The second most common use of the MEF is continuing education for appointed clergy. The 		
Book of Discipline (¶350) sets continuing education standards (see Chapter 19), and the BOM administers the funds.
• Support of the Orders for Ministry – The BOM is responsible for the Order of Deacons (¶306), Order of Elders 			
(¶306) and Fellowship of Local Pastors and Associate Members (¶323) to provide ongoing formation, support and
covenant building among licensed and ordained clergy. The BOM provides program funds for the Orders and Fellowship.
• Clergy Care – Additional services for clergy may include career counseling, training in clergy sexual ethics, out-placement
of persons leaving ordained ministry, etc. These services should not detract from the primary recruitment and theological
education purpose of the fund, but the BOM should seek to respond to the clergy needs throughout ministry in order to
strengthen their profession and vocation.
• General Church MEF
– Of the 75 percent of the MEF received by the general church, more than 75 percent of that amount supports the 13 		
		 UM seminaries. The balance supports the work of the Division of Ordained Ministry (DOM) in general services to the 		
		 church relating to the call, education and support of clergy leadership.
–
		
		
		
		

The DOM’s commitments to the church’s global mission, including the Oxford Institute, the Theological Education 		
Committee of the World Methodist Council and partnership with Central Conference schools of theology, are funded 		
through this portion of the MEF. The Dempster Graduate Fellowships, Georgia Harkness Scholarships, Diakonia 		
Fellowship, and the Women of Color Scholars Program are also supported through the DOM program budget. Efforts 		
are underway to endow all of these programs.

MEF PROMOTION
• The BOM is responsible for interpreting and promoting the MEF throughout the Annual Conference and for helping 		
local churches understand how each church benefits from the fund through the recruitment, training and support of 		
licensed local pastors and ordained deacons and elders.
• Materials for interpretation, including bulletin inserts, brochures and videos, are available through the Division of 			
Ordained Ministry.
• MEF Coordinator and Committee
– The BOM should appoint an MEF Coordinator to oversee the promotion of the MEF in the Annual Conference.
– The MEF was created by a layperson and often laity are the best advocates for the fund GBHEM
		 recommends the coordinator be a layperson — either a BOM member or someone who advocates for the MEF and 		
		 reports to the BOM.
– An advocacy committee comprised of BOM and nonboard members should be appointed and funded to carry out 		
		 this task.
• Suggestions for Promotion of the MEF
– Regularly and publicly acknowledge and thank congregations that support the MEF
– Distribute MEF promotional materials to each church and the Annual Conference session
– Emphasize support of the MEF in the BOM report at the clergy session of Annual Conference
– Develop a listing of continuing education opportunities supported by the MEF
– Publish articles for conference e-newsletters and publications that tell the story of seminary students from the conference 		
		 who have benefitted from the conference’s MEF support
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– Focus on the ways the MEF benefits the local church
– Schedule a time for an MEF report at Annual Conference session
– Recognize clergy who have attended events with continuing education grants
– Introduce seminary students who have received grants and scholarships
– Include a reference to the MEF in relation to the granting of local pastors’ licenses
– Work with the Council on Finance and Administration to ensure that the MEF stands out on the apportionment 		
– statement in the local church
– Encourage pastors and other clergy to educate congregations about MEF
– Ask those applying for continuing education funds if their church has paid the MEF in full
– Include a reference in grant materials indicating that funds come from the MEF
– Include a note with all continuing education awards reminding recipients that these are MEF dollars
• Coordinator Responsibilities
– Understand the history and purpose of the MEF
– Track the use and performance of the MEF in the Annual Conference
– Understand the way the MEF is apportioned in the Annual Conference, the financial processes of the CFA and how to 		
		 influence that process
		– Promote and interpret the MEF on behalf of the BOM
			

• Use members of the BOM, conference publications and events to communicate the importance of the MEF

			 • Use personal stories of those who benefit from the MEF (seminary students, continuing education grant recipients, 		
			 counseling services) encourage support of the MEF
			 • Ask seminary students to encourage their home church to contribute to the MEF as a way of supporting them and 		
			 underwriting their expenses for theological education
		– Develop materials specifically for the Annual Conference
		– Involve lay leadership in promoting the fund
		– Become familiar with UM seminaries, particularly those in the area and those where students from their annual 			
		 conference attend
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Certification in Specialized Areas of Ministry

For more information, contact GBHEM’s Director of Deacon Ministry Development and Provisional Membership at
deacons@gbhem.org or (615) 340-7375. See also www.gbhem.org/certification.

Qualifications for Certification in Specialized Ministry
• Called to specialized ministry
• Committed to meeting the standards for academic training
• Experienced in a particular area
• Committed to continuing education and development in the area of specialized ministry
• Dedicated to achieving and maintaining ministerial excellence

Standards for Certification
• Faith formation
• Academic training
• Experience
• UMC membership
• Continuing study in the area of specialization

Certification Tracks
UNDERGRADUATE – for undergraduate students.
• Earn undergraduate degree, including certification courses at a UM-related college/university that offers a GBHEMapproved program (qualifying institutions are listed at www.gbhem.org/certification).
• Complete two years of employment in the specialized area.

PROFESSIONAL – graduate-level training for lay, licensed or ordained leaders who have an undergraduate degree and take
graduate level courses

• Master’s degree in the area of specialization
• Bachelor’s degree that includes the required certification courses
• Bachelor’s degree and five graduate-level certification courses
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PARAPROFESSIONAL – for those who do not have a college degree and are working or volunteering in a specialized ministry.
• Focuses on training and skill development rather than academic credit
• Is available for those employed or volunteering in an area of specialized ministry
• Requires completion of a GBHEM-approved jurisdictional, Annual Conference or UM-related college/university program 		
(See www.gbhem.org/certification)

OTHER
• United Methodist jurisdictions, Annual Conferences, colleges and universities may submit proposals for programs to
GBHEM for approval.

Areas of Specialization in Each Track
• Camping/Retreat Ministries
• Children’s Ministry
• Christian Education
• Evangelism
• Ministry with People with Disabilities
• Ministry with the Poor
• Music Ministry
• Older Adult Ministry
• Spiritual Formation Ministry
• United Methodist Parish Nurse Ministry
• Urban Ministry
• Youth Ministries

Certification Process
• Candidate notifies BOM of interest in seeking certification
• Candidate begins studies at an approved institution for UM certification classes (List available at www.gbhem.org/certification)
• Candidate downloads and completes the appropriate Enrollment Form from www.gbhem.org/education/certification.
This initiates the candidate’s course completion records and entitles the candidate for professional certification to apply
for scholarships.
• Candidate completes education requirements
• Candidate downloads and completes the appropriate Application for Certification Form from www.gbhem.org/certification
once education requirements are complete
• GBHEM confirms completion of educational requirements and forwards the application and confirmation of completed
education to the conference BOM

2 • Section 5: Chapter 18

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 5 | Education and Continuing Formation

www.gbhem.org/bomhandbook

• BOM confirms church membership, academic background, employment/vocational interest and present employment,
including years of service
• Applicant completes required psychological assessment and background checks, which are administered by the BOM
• BOM certification committee confirms that personal, church, educational and employment requirements are fulfilled
• BOM certification committee reviews application, references and transcripts, and interviews applicant
• BOM certification committee makes a recommendation regarding the application to the BOM. The BOM acts on
the committee’s recommendation and informs the applicant of the decision. Certifications are reported in the Annual
Conference journal
• The BOM Registrar notifies the Office of Certification in Specialized Ministry at GBHEM in writing of the BOM’s decision
• GBHEM prepares the certificate and mails it to the registrar with an accompanying letter and sends a copy of the letter to
the applicant (Forms and certificates are available only through GBHEM’s Office of Certification.)
• BOM maintains the files of the certified ministry specialists, including applications and achievement of milestones
(approved certification and renewals)
• BOM presents the certificate to the applicant at Annual Conference

Certification Interview
• The interview committee should explore the candidate’s interpersonal and leadership skills, emotional and spiritual maturity,
dedication to and understanding of The United Methodist Church, commitment to continuing education and development
and ability to apply his or her education to ministry.
• A certification interview need not be as thorough as an interview for clergy credentialing.
• A written report of the interview, including the team’s recommendation to the BOM, should be placed in the applicant’s file.
• Suggested interview questions
– Describe the nature and mission of the church. How will your ministry further this mission?
– In what ways do you fulfill your call and commitment to the church’s ministry as a certified ministry specialist?
– Describe the ministry setting in which you are involved. How is your ministry specialty important in this setting?
– How does your work contribute to a vital, healthy congregation?
– Describe how you make use of United Methodist resources in your ministry.
– How would you contribute to healthy ministry partnerships among staff at your ministry setting?
– How do you anticipate your field of ministry will develop in the next 10 to 15 years?
– Share some positive and negative experiences in both your ministry and personal life this last year. How have these led to 		
		 growth for you, in your spiritual, ministry and personal life?
– What are your plans for continuing education for personal and professional growth?
– Do you have any questions for the interview team or BOM?

Role of the BOM in Certification
• Assigns a committee or board member to fulfill governance responsibilities for certification ministry careers following the
GBHEM guidelines (¶635.1c, ¶635.2u, ¶1421.1d, ¶1421.3e)
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• Administers the certification process in cooperation with the appropriate general agency for each certification
– General Board of Higher Education and Ministry – Children’s Ministry, Christian Education, Collegiate Ministry, 		
		 Evangelism, Ministry with Persons with Disabilities, Ministry with the Poor, Music Ministry, Older Adult Ministry, 		
		 Spiritual Formation, United Methodist Parish Nursing (ordained clergy), Urban Ministry, Youth Ministry
– Discipleship Ministries – Camping and Retreat Ministry, Parish Nursing (non-ordained)
– General Council on Finance and Administration – Business Administration
– United Methodist Communications – Communications
• Maintains records of all who have been certified in areas of specialized ministry and in each even-numbered, year reports
their names, addresses, status and areas of certification to GBHEM. Official reporting forms, resources and guidelines for the
certification process can be downloaded from www.gbhem.org/education/certification
• In consultation with GBHEM, determines whether applicants meet the standards for certification in a specialized area
of ministry
• Interviews candidates and administers psychological assessments and background checks
• Recommends approval to the BOM and Annual Conference session for those who have met certification standards
• Renews or discontinues professional certification based on a biennial review (in even-numbered years) and an evaluation of
all certified ministry specialists
• Provides support to ensure opportunities for continuing education and professional growth and addresses matters pertaining
to morale, fulfilling employment and ministry settings
• Publishes the roster of all clergy and laity currently certified in areas of specialized ministry in the conference journal annually

Certification Renewal
• All certified ministry specialists must renew their certification every two years (even-numbered years) in order to maintain
active certification, regardless of when the candidate received initial certification.
• Registrar’s responsibilities
– Sends renewal forms (HE4004) with cover letter giving deadline date for return to those certified
– Presents returned forms to the reviewing committee for evaluation and reports to the BOM
– Submits recommendations on renewal to the BOM executive committee for the committee’s approval
– Reports the BOM’s decision to those renewing their certification
– Reports the names and specialties of those whose certification has been renewed to the Annual Conference for recording 		
		 in the conference journal
– Reports the BOM’s decisions on renewal requests to GBHEM

Transfer of Certification to Another Annual Conference
• The certified ministry specialist who is moving to a ministry setting in another conference may transfer his or her
certification credentials. The specialist writes to the receiving and sending conference’s BOMs, asking that certification
credentials and records be transferred between the Annual Conferences.
• The receiving conference BOM may wish to interview the certified person before requesting or approving transfer of credentials.
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• The sending conference BOM sends file with cover letter to the registrar of the receiving conference BOM and sends copy of
cover letter to the certified person.
• Both conferences report the transfer in their Annual Conference report with dates of transfer in or out and send notification
and contact information of the certified person to GBHEM.
• The receiving conference’s BOM is responsible for maintaining these files and making sure that the transferring person is
included in renewal reminders, in conference journal reports, etc.

Certificate Replacement
Those who have lost their original certificates may request a new one through the BOM. The BOM shall confirm that the
person’s certification remains in good standing and send a written request to GBHEM for a replacement certificate. GBHEM
will send the replacement to the BOM to give to the individual.
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Continuing Education

For more information, contact GBHEM’s Executive Director of Clergy Lifelong Learning at clergylifelonglearning@gbhem.org
or 615-340-7409. See also www.gbhem.org/clergylifelonglearning.
“Throughout their careers, clergy shall engage in continuing education for ministry, professional development and spiritual
formation and growth in order to lead the church in fulfilling the mission of making disciples for Jesus Christ. This shall
include carefully developed personal programs of study augmented periodically by involvement in organized educational and
spiritual growth activities. These practices embody the Wesleyan emphasis on lifelong growth in faith, fostered by personal
spiritual practices and participation in covenant communities. Each Annual Conference, through the chairs of the clergy
Orders and Fellowship or other leaders designated by the bishop, shall provide spiritual enrichment opportunities and covenant
groups for deacons, elders and local pastors.” (¶350.1)
The BOM’s continuing education responsibilities are listed in ¶635.2o-q. The BOM provides support services for the ordained
minister’s career development and works with the Orders of Deacons and Elders and the Fellowship of Local Pastors and
Associate Members to offer financial support for continuing education and coordination of formation activities with BOM
activities.

Responsibilities of the BOM regarding Continuing Education
• Identify and set expectations for the continuing education of clergy throughout ministry
• Set standards that consider the needs of the Annual Conference, the clergy’s ministry settings and the clergy’s individual needs
• Establish standards of effectiveness with the bishop and Cabinet and provide events that support these standards
• Design a holistic continuing education plan
– Set clear goals that support clergy effectiveness as well as development of leadership skills
– Cultivate a culture of growth in discipleship
– Identify the Wesleyan heritage of lifelong learning as a spiritual discipline
– Nurture global leadership by encouraging educational opportunities in the Annual Conference and outside the
Annual Conference
– Promote educational opportunities online and in more traditional settings

Continuing Education Plan
• Considers the needs of all clergy, including groups that are represented (i.e. female or male clergy, young clergy, secondcareer clergy, local pastors, deacons, extension ministers, etc.)
• Develops working relationships with the chairs of the Orders of Deacons and Elders and the Fellowship of Local Pastors
and Associate Members to help identify each group’s needs
• Considers how to enhance learning opportunities for people at different career stages and offers events that meet the needs
for those who are newer in ministry, more experienced, approaching retirement, etc.

1 • Section 5: Chapter 19

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 5 | Education and Continuing Formation

www.gbhem.org/bomhandbook

• Ensures that educational opportunities are available for clergy in all geographical areas of the conference. This may occur
through offering a variety of online courses, as well as onsite educational experiences
• Designs and implements Eight-Year Assessment
– In order to enhance the commitment to lifelong learning and development, the 2016 General Conference added a 		
requirement for all clergy to participate in an in-depth process of personal and professional assessment every eight years.
– The process is designed and implemented by the Cabinet and the BOM.
– Continuing education plans should reflect the goals that are established as a result of this evaluation process and should 		
support the time and resources needed to enable this process to happen. (¶349.3)
• Establishes guidelines that consider the Annual Conference’s goals, the required amount of continuing education and the
units that will be awarded for participation in different events
– What are the goals for continuing education in the conference, and how do proposed events contribute toward meeting 		
those goals?
– Who is included under the guidelines for continuing education? Most conferences require continuing education for all 		
clergy under appointment.
– How many hours/continuing education units (CEUs) are required annually for each clergyperson? Do requirements 		
meet or exceed the current disciplinary standards listed in ¶350? Are provisions made for clergy who may seek 			
sabbatical leave (¶351)?
– Does the Annual Conference have an established practice for awarding CEUs? A CEU, according to the Society for the 		
Advancement of Continuing Education for Ministry (SACEM), is defined as “10 contact hours of participation in an 		
organized continuing education experience under responsible sponsorship, capable direction and qualified instruction.”
• Ensures the quality of continuing education events offered or approved for clergy
– Determines acceptable settings for continuing education (on-site, online, reading groups, clergy peer groups, etc.)
– Provides guidance for the District Superintendent, P/S-PRC, and the clergy in determining what type of continuing 		
education events clergy will attend
– Provides financial assistance using the guidelines established by the Annual Conference. MEF funds may be used. (¶816)
• Establishes accountability of the clergy mentoring plan
– Maintains at least the minimum requirements listed in The Book of Discipline (¶350)
– Determines the annual report, which documents continuing education, which clergy must complete
– Requires a report from each clergyperson to detail what was learned, how the information will be used and any necessary 		
follow-up steps to assess the value of a particular event
– Monitors annual reports for variety in subject matter and teaching methodology (self-directed, leader or peer-directed, 		
online education)
– Seeks feedback from participants after every continuing education event the Annual Conference offers

Responsibilities of the BOM Continuing Education Team
• Attends continuing educators’ consultations for leadership development and networking such as GBHEM-sponsored meetings
• Consults with the cabinet regarding established standards for effectiveness and the kinds of continuing education events that
will contribute to clergy in ongoing effectiveness
• Encourages the use of online continuing education through the UMC’s Cyber Campus
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• Supplies a list of retreat centers or other organizations that offer high quality events
• Encourages sabbatical, study or renewal leaves when appropriate
• Awards Ministerial Education Funds (¶635.2w) based on conference guidelines
• Develops an accountability system to confirm that clergy complete continuing education
• Shares information with the Annual Conference about continuing education programs offered by nearby seminaries
• Contracts with a seminary, the Division of Ordained Ministry or other agency for consultant services

Resources
• www.umccybercampus.com – UMC Cyber Campus is a gateway to theological and higher education which provides
a single entry point through an online catalog and aims to enhance global access to free and affordable high-quality
educational resources
• www.facebook.com/clergylifelong.learning – Facebook page of the Clergy Lifelong Learning at GBHEM that provides
continuing education opportunities
• American Association of Pastoral Counselors (AAPC) – Provides continuing education for those serving in hospitals,
nursing homes and as pastoral counselors
• The Association for Clinical Pastoral Education (ACPE) – An interfaith organization devoted to providing education and
improving the quality of ministry and pastoral care
• The Association of Practical Theology – Promotes critical discourse that integrates theological reflection and practice
• Clergy Lifelong Learning – GBHEM’s Continuing Education Web page
• Faith and Wisdom – An ecumenical listing of continuing education events
• United Methodist Theological Schools – A list of the UMC’s theological schools
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Clergy Endorsement

For more information, contact the United Methodist Endorsing Agency at umea@gbhem.org or (615) 340-7411.
“Endorsement is the credential which certifies that a clergyperson performs a valid ministry of The United Methodist Church
and has presented evidence of required specialized education, training, skills and professional certification necessary to perform
that ministry. Once the clergyperson no longer serves in that particular setting, the endorsement is withdrawn.” (¶1421.5)

The United Methodist Endorsing Agency (UMEA)
• Official endorsing agency of the UMC
• Provides ecclesiastical endorsement to those who serve as pastoral counselors, chaplains and in other endorsed settings of
ministry, which is required of UMC clergy (elders, deacons, associate members and persons licensed for pastoral ministry)
• An office of GBHEM’s Division of Ordained Ministry

Endorsement Process
• Visit www.gbhem.org/chaplains to request an application
• Applicants must complete a process that includes:
– An application, including an autobiography and statement explaining their understanding of their call to ministry
– Status and reference checks
– An interview
– Clergy seeking endorsement in health care, prison, counseling and workplace settings will be expected to join the
appropriate professional pastoral care organization and receive professional certification from that association. For
instance, those desiring to serve as hospital chaplains must join the Association of Professional Chaplains or the College
of Pastoral Supervision and Psychotherapy and be board certified by one of those organizations.
• Bishop’s role. The Endorsing Committee will send a letter to the bishop requesting agreement to appoint if the individual is
endorsed. The process is terminated if the bishop is unwilling to appoint.

Notifying the Bishop
The UMEA informs the bishop when the endorsement is either granted or denied. If the endorsement is withdrawn for any
reason, the bishop is notified immediately. The UMEA sends a list to each bishop of those persons endorsed from his/her
Annual Conference each year and requests their reappointment.
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Notifying the UMEA
Since endorsement requires that a person be in effective relationship with the Annual Conference, it is essential that Cabinets
and BOMs notify the UMEA when any endorsed clergy has a change in status including location, leave or retirement.
Endorsement may be continued in retirement with the approval of the bishop.

Elders and Deacons Recommended for Endorsement
BOMs should encourage elders and deacons to seek endorsement when their appointment setting makes them eligible.

Resources
For more information and a list of the current endorsements settings, visit: www.gbhem.org/chaplains
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Order of Deacons, Order of Elders and Fellowship of
Local Pastors and Associate Members

“There shall be in each Annual Conference an Order of Deacons and an Order of Elders. … An order is a covenant
community within the church to mutually support, care for and hold accountable its members for the sake of the life and
mission of the church.” (¶306)
“[The Board of Ordained Ministry shall] work with and support the Order of Deacon, the Order of Elder and the Fellowship
of Local Pastors and Associate Members (see ¶323), including receiving reports, offering financial support and coordinating
these groups’ activities with the continuing formation offerings of the board. The board may delegate continuing formation
responsibility of the groups by mutual agreement, with final approval, evaluation and budgeting remaining with the board.”
(¶635.2p)

Order of Deacons and Order of Elders
• The orders were established in 1996.
• They are covenant communities that provide mutual support, care and accountability for their members, in this case for the
sake of the life and mission of the church.
• Every ordained deacon becomes a member of the conference Order of Deacons upon election to full membership and every
ordained elder becomes a member of the conference Order of Elders upon election to full membership.
• Acceptance of the status of full membership entails a commitment to regular participation in the life of the Order.

Functions of the Orders (¶307)
• Provide theological and biblical reflection and study of the issues facing the church and society for regular gatherings that
offer continuing spiritual and vocational development.
• Assist in plans for individual study and retreats
• Develop a bond of unity and commitment to the mission and ministry of The United Methodist Church and the
Annual Conference
• Build trusting and supportive relationships among members
• Hold members accountable to these purposes
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Organization of the Orders (¶308)
• The bishop shall convene and provide continuing support for each Order. This does not limit meetings to only when the
bishop is available. However, the bishop might consider an annual meeting with the Orders (collectively or separately).
• The BOM is to provide financial support for the Orders’ activities through its budget and other appropriate sources.
• Each quadrennium, the BOM nominates and the Orders elect from its members a chairperson. The chairs coordinate the
Orders’ activities and are voting members of the BOM executive committee. The chairs are members of the BOM Executive
Committee. (¶635.1a)

Fellowship of Local Pastors and Associate Members (¶323)
• All local pastors and associate members shall be members of and participate in the conference Fellowship of Local Pastors
and Associate Members.
• The Fellowship’s purpose is to provide mutual support for its members for the sake of the life and mission of the church.

Functions of the Fellowship
• Provides theological and biblical reflection and study of the issues facing the church and society for regular gatherings that
offer continuing spiritual and vocational development.
• Encourages associate members and local pastors in continuing education beyond Course of Study
• Develops a bond of unity and commitment to the mission and ministry of The United Methodist Church and the Annual
Conference
• Builds trusting and supportive relationships among members

Organization of the Fellowship
• The bishop convenes the Fellowship. As with the Orders, this does not limit the Fellowship to meeting only when the
bishop is available. The bishop might consider convening an annual meeting with the Fellowship or a combined meeting
with the Orders and the Fellowship.
• The BOM nominates and the Fellowship elects from its members a chairperson, who leads the Fellowship and reports its
activities to the BOM. The chair is a member of the BOM executive committee. (¶635.1a)

Activity and Covenant Groups
• These groups should have as their purpose spiritual and vocational development, as well as building bonds of trust, support
and accountability. Conferences should avoid impressing other agendas upon these groups. Confidentiality, trust, respect
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and honesty should be part of their agreed-upon rule. Experience in well-organized covenant groups should help newer
clergy interact well in ongoing clergy small groups.
• Given the comparative sizes of the Order of Deacons and Order of Elders in most Annual Conferences, it is often easier for
the smaller Order of Deacons to organize and meet with some regularity.
• Given the itineracy of elders, those groups will need to adjust themselves to changing membership.
• Beginning in 2017, the BOM through the Orders and Fellowship, is to provide spiritual enrichment opportunities and
covenant groups for deacons, elders and local pastors. (¶350)

Additional Considerations
• Elders serving in extension ministry and deacons serving appointments beyond the local church – Consider the needs of
deacons appointed beyond the local church and elders appointed to extension ministry when offering Orders’ meetings and
activities. Work schedules are often different than for those who are serving in local churches. Be creative in finding ways to
pray for and include these members in the life of the Order (retreats, meeting times, conference calls, etc.).
• Long distance and small numbers – Conferences and districts whose clergy are located several miles apart may consider
using distance meeting technology to conduct small-group meetings. In some conferences, the number of deacons is so
small that there is no real “Order” for them. The BOM should support these small numbers of deacons by helping them
to connect with larger Orders who are eager to provide support and relationships for isolated deacons in other conferences.
Contact the GBHEM Director of Deacon Ministry Support (deacons@gbhem.org) for help in making those connections.
• Annual gathering – A number of BOMs hold annual gatherings of Orders with the bishop. The Order chairs may work
with the bishop on an agenda. The best use of this time might be relationship-building, inspiration and renewal. Time for
the Orders to meet together (to build deacon/elder collaboration) and separately, as well as time to hear from the bishop,
could be built into the agenda. It is appropriate to include the Fellowship of Local Pastors and Associate Members in such
gatherings.
• Continuing education requirement – All appointed clergy are now required (¶350) to take continuing education and
spiritual growth leave at least one week each year and are encouraged to take at least one month during one year of every
quadrennium. The Orders can help suggest locations or plans for such leaves and hold their members accountable for taking
these leaves. The BOM might develop goals for its clergy continuing education and spiritual formation and recommend
resources and opportunities that support these goals.

Changing Orders
• Full members in good standing who wish to transition Orders follow the steps listed in ¶309. Provisional members wishing
to change their ordination track may apply for transition following the steps listed in ¶326.4.
• During the transition period, ordained clergy retain their credentials and full membership while provisional members receive
the appropriate license for ministry and retain their provisional membership.
• The BOM may approve the clergyperson for ordination to the other Order after the clergyperson completes the disciplinary
requirements to the BOM’s satisfaction. Upon ordination to the other Order, the transitioning clergyperson retains their
membership certificate and surrenders to the conference secretary the ordination credentials of the Order from which they
are leaving.
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Clergywomen in Ministry

For more information, contact GBHEM’s Director of Clergy Lifelong Learning at clergylifelonglearning@gbhem.org or
615-340-7409.
“The United Methodist Church affirms women and men to be equal in every aspect of their common life. We therefore urge
that every effort be made to eliminate sex-role stereotypes in activity and portrayal of family life and in all aspects of voluntary
and compensatory participation in the church and society. We affirm the right of women to equal treatment in employment,
responsibility, promotion and compensation. We affirm the importance of women in decision-making positions at all levels of
church life and urge such bodies to guarantee their presence through policies of employment and recruitment.” (¶162.F)
“We support the basic rights of all persons to have equal access to housing, education, communication, employment, medical
care, legal redress for grievances and physical protection.” (¶162)

Statistics
• In 1956, women in the Methodist tradition received full clergy rights. In The United Methodist Church, 22 percent
(fewer than 10,000) of the approximately 41,000 clergy in the United States are women. (General Council of Finance and
Administration)
• There are two active female bishops in the central conferences and 16 active female bishops in the jurisdictional conferences
as of Sept. 1, 2016. Twenty-seven percent of active bishops are women.
• Thirty-four percent of all District Superintendents are women.
• Of the 32,603 churches in the United States, clergywomen serve in 26.4 percent of the appointments.
• About 10 percent of the 1,360 United States churches with more than 1,000 members are served by lead female pastors.
• Unfortunately, the church does not have accurate data from the central conferences.

Role of Board of Ordained Ministry
ENLISTS
• Features the presence, images and preaching of clergywomen to reach out to younger generations
• Highlights female leadership in each district and annual conference
• Implements strategies to recruit racial-ethnic women for licensed and ordained ministry
• Visits female students during BOM seminary visits
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EQUIPS
• Provides resources or training for Pastor/Staff-Parish Relations Committees about gender inclusiveness in the church
• Ensures that BOM members know the denomination’s and Annual Conference’s policy regarding sexual ethics (See BOM
Handbook Chapter 24.)

NURTURES
• Assigns mentors who have demonstrated openness to women in ministry to female candidates
• Establishes a system to provide role models for women in ministry
• Develops a support system to address specific needs for female provisional members or local pastors in their first
appointments

ADVOCATES
• Ensures substantial female representation on the BOM, including racial-ethnic women
• Provides educational opportunities for the Cabinet and local churches regarding the support of women in ministry

EXAMINES
• Periodically designates funding in order to research issues related to women in ministry
• Monitors issues including retention rate, salary, benefits and appointment patterns compared to male colleagues

ENSURES
• Confirms that less than full-time service and leaves of absence options are not used by the Cabinet to avoid appointing
clergywomen and clergy couples
• Assures that maternity/paternity and/or family leave are available for women, men and clergy couples

ASSESSES
• Communicates to Ministerial Assessment Specialists, mentors, District Superintendents and district Committees on
Ordained Ministry that psychological assessments are to be free of potential bias toward female candidates
• Ensures that all candidates are treated fairly throughout the entire ordination process (For example, some conferences have
contracted with female psychological testing personnel; which has helped women to discern their gifts and call to ministry.).
• Verifies that interview questions are the same for female and male candidates. The BOM cannot assess women and men
using a different set of questions.
• Ensures interview teams, BOM committees and the Conference Relations Committee include both women and men
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Additional Resources and Publications
• www.gbhem.org/clergywomen – UMC Clergywomen web site provided by GBHEM
• www.pinterest.com/hirhopark – Pinterest page for UMC clergywomen provided by the Clergy Lifelong Learning office at
GBHEM
• www.wellspringsjournal.com – WellSprings Journal. WellSprings is for UM clergywomen, by UM clergywomen, and of UM
clergywomen provided by the Clergy Lifelong Learning office at GBHEM.
• “2012 Annual Clergy Health Survey.” Wespath. 1 May 2012.
• Choi, HeeAn. “The United Methodist Clergy Salary Study - Qualitative Analysis & Theological Reflection.” General Board
of Higher Education & Ministry. 2010.
• Choi, HeeAn and Jacqueline Blue. “United Methodist Clergywomen Retention Study II in the U.S. Context.” Anna
Howard Shaw Center. Boston University. 8 February 2013.
• Halverson, Delia, et al. “Women Called to Ministry: A Six-Session Study for The United Methodist Church.” General Board
of Higher Education & Ministry. General Commission on the Status and Role of Women. 2007.
• Johnson, Eric B.” The State of Female and Racial/Ethnic United Methodist Clergy in the US.” UMC. 21 Mar. 2012.
• Kim, Jung Ha, and Rosetta Ross. “The Status of Racial and Ethnic Minority Clergywomen in The United Methodist
Church.” General Board of Higher Education & Ministry. 2004.
• Park, HiRho. “Salaries of United Methodist Clergywomen in the U.S. Context.” General Board of Higher Education &
Ministry. 2010.
• Park, HiRho Y., and Susan Willhauck. “Lead Women Pastors Project Survey Summary.” General Board of Higher Education
& Ministry. 2009.
• Pederson, Michelle. “Active Clergywomen in Local Church: 2006.” General Board of Higher Education & Ministry. no date.
• Thompson, Patricia J. Courageous Past, Bold Future: The Journey Toward Full Clergy Rights for Women in The United Methodist
Church. Nashville, Tenn.: General Board of Higher Education and Ministry, the United Methodist Church, 2006.
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Cross-Racial and Cross-Cultural Ministry

For more information, contact GBHEM’s Director of Clergy Lifelong Learning at clergylifelonglearning@gbhem.org or
615-340-7432.
“Cross-racial and cross-cultural appointments are made as a creative response to increasing racial and ethnic diversity in the
church and in its leadership. Cross-racial and cross-cultural appointments are appointments of clergypersons to congregations
in which the majority of their constituencies are different from the clergyperson’s own racial/ethnic and cultural background.
Annual conferences shall prepare clergy and congregations for cross-racial and cross-cultural appointments. When such
appointments are made, bishops, cabinets and boards of ordained ministry shall provide specific training for the clergy persons
so appointed and for their congregations.” (¶425.4)

Christian and Denominational Commitment to Diversity
• Christians are called to the ministry of reconciliation (2 Corinthians 5:20).
• “The United Methodist Church is a part of the church universal, which is one Body in Christ. The United Methodist
Church acknowledges that all persons are of sacred worth.” (¶4, Article IV)
• Itineracy
– “The itinerant system is the accepted method of The United Methodist Church by which ordained elders, provisional
elders and associate members are appointed by the bishop to fields of labor. All ordained elders, provisional elders and
associate members shall accept and abide by these appointments. Bishops and cabinets shall commit to and support
open itineracy and the protection of the prophetic pulpit and diversity.” (¶338)
– The United Methodist Church will continue to face the challenges and opportunities for mission and ministry in a
multiracial and multicultural society. In light of these challenges, The United Methodist Church promotes and holds in
high esteem the opportunity to be an inclusive church with the formation of open itineracy
– “Annual conferences shall, in their training of Pastor/Staff - Parish Relations Committee, emphasize the open nature of
itineracy and prepare congregations to receive the gifts and graces of appointed clergy without regard to race, ethnic
origin, gender, color, disability, marital status or age.” (¶430.1)
– The 2016 General Conference added requirements for the dCOM to “make reasonable accommodation for cultural and
ethnic/racial realities and language translations as candidates meet the requirements for candidacy, including interviews,
psychological assessments, criminal background and credit checks. (¶310.2b (2) and ¶666.4)

The BOM and Cross-Racial and Cross-Cultural Ministry
RESPONSIBILITIES
• Consider how demographic changes may affect the church’s leadership needs in each Annual Conference
• Examine assumptions related to racial and cultural differences that may exist in the interview process.
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EXAMINING THE PROCESSES AND PRACTICES OF THE BOM
• What assumptions and expectations may exist regarding appropriate behavior in interpersonal relationships (i.e., eye 		
contact, relationship to elders, authority in the family, the use of power in the community, cultural boundaries, space 		
between people, relationship to the opposite sex, etc.)?
• How do these assumptions and expectations vary from one culture to another? How does this inform the way the BOM 		
relates to candidates?
• In what ways are the BOM’s practices congruent with its intentions about developing diverse leadership?
• What practices need to change?

SUGGESTIONS FOR IMPROVEMENT
• Implement a process that allows and encourages feedback about the BOM’s practice from a variety of sources.
• Have trained leaders guide the BOM to reflect on its theology and practice in matters of race and culture.
• Assign a monitor who can observe BOM meetings and notice what is left out of discussions regarding issues of race and 		
culture. The monitor’s report may help the BOM members to engage in a dialogue about these issues.
• Provide training to the BOM members using The Intercultural Development Inventory (IDI), an instrument that 			
measures people’s orientation toward cultural difference. A licensed facilitator can administer and interpret the IDI for 		
BOM members.

QUESTIONS FROM LEGISLATION ADDED BY 2016 GENERAL CONFERENCE
• What expectations exist regarding English proficiency for individuals whose first language is not English? What guides 		
those assumptions and expectations? How are they communicated to candidates? How are they communicated to the 		
BOM and dCOM?
• How does the BOM examine its practice of ministry regarding issues of racism?
• How does it seek feedback and from whom?
• What anti-discrimination or multicultural training is required for BOM and dCOM members?
• Does the examination of candidates consider a person’s ability to work effectively in cross-racial and cross-cultural 		
appointments?
• Every community has unique characteristics. Does the BOM consider a candidate’s ability to understand different 		
community contexts and the implications of demographics for ministry as a part of its assessment of readiness for 		
ordination?
• What support systems are available to help challenge and cope with the reality of racism in society and as it exists in 		
the church? What support systems might the BOM sponsor or advocate in assisting clergy and churches to address the 		
issues of racism?

IMMIGRATION CONSIDERATIONS
• Considerations when working with clergy or candidates who are immigrating into the United States
– Immigration status: How does the BOM check the immigration status of clergy or candidates for ordained ministry?
– Immigration law: Is the BOM ready to assist clergy or candidates with their immigration status according to current 		
immigration law?
– Working with the Cabinet: Does the BOM have an on-going consultation with the Cabinet and Pastor/Staff-Parish 		
Relations Committees regarding clergy or candidates with immigration status needs?
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– Language: Are there guidelines on English language proficiency in the Annual Conference?
– Financial assistance: What are the policies for providing financial assistance for clergy or candidates who need to improve
their language proficiency?
– Salary and benefits: Are all clergy receiving adequate salary, housing and health and pension benefits?
– Orientation program: Does the Annual Conference provide an orientation program for clergy or candidates who recently
immigrated to the United States?
– Training opportunities: What training opportunities does the BOM provide concerning immigration and cultural diversity?

Resources
• www.gcorr.org – General Commission on Religion and Race of The United Methodist Church
• Intercultural Development Inventory (IDI) licensed individuals who may be contacted to administer and interpret the IDI
include the following:
– Kristina Gonzalez, kgonzalez@pnwumc.org
– Keith Andrew Hwang, revkahwang@hotmail.com
– Lucia Ann (Shan) McSpadden, lmcspadden@psr.edu
– Craig Parrish, cparrish@pnwumc.org
• www.tnjfon.org – Justice for Our Neighbors. JFON is a ministry that provides affordable legal services to low income
immigrants and their families
• www.uscis.gov –The United States Immigration and Naturalization Service
• Lyght, Ernest S., Glory E. Dharmaraj, and Jacob S. Dharmaraj. Many Faces One Church: A Manual for Cross-Racial and
Cross-Cultural Ministry. Nashville, Tenn.: Abingdon, 2006.
• McSpadden, Lucia Ann. Meeting God at the Boundaries: Cross-Cultural and Cross-Racial Clergy Appointments. Nashville,
Tenn.: General Board of Higher Education and Ministry, The United Methodist Church, 2003.
• McSpadden, Lucia Ann. Meeting God at the Boundaries: A Manual for Church Leaders. Nashville, Tenn.: General Board of
Higher Education and Ministry, The United Methodist Church, 2006.
• Park, HiRho, “Cross-Racial and Cross-Cultural Appointments Orientation Material.” PowerPoint slide presentation posted at
www.bomlibrary.org under Candidacy and Conference Relations Resources. No date.
• Park, HiRho. “Leadership Style of UMC Racial-Ethnic Lead Pastors Who Are Serving Cross-Racial and Cross-Cultural
Appointments.” Nashville, TN: General Board of Higher Education and Ministry, The United Methodist Church, 2015.
• The Manual of Cross-Racial & Cross-Cultural Ministries for Korean-American Pastors in the United Methodist Church.
Seoul, Korea: Qumran Publishing House, 2009.
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Ethics

For more information, contact Becky P. Williams, Senior Director for Sexual Ethics and Advocacy of the General Commission
on the Status and Role of Women.
Candidates seeking to become certified for licensed or ordained ministry shall: “d) agree for the sake of the mission of Jesus
Christ in the world and the most effective witness of the gospel, and in consideration of their influence as clergy, to make
a complete dedication of themselves to the highest ideals of the Christian life as set forth in ¶103-105; ¶160-166. To this
end, they shall agree to exercise responsible self-control by personal habits conducive to bodily health, mental and emotional
maturity, fidelity in marriage and celibacy in singleness, social responsibility, and growth in grace and the knowledge and love
of God.” ¶310.2d
This chapter provides guidance for the BOM’s consideration of ethics in its work with candidates and clergy. The BOM’s
duties include interpreting “the high ethical standards of ordained ministry set forth in the Discipline and to study matters
pertaining to character.” (¶635.2s)
This chapter covers:
• Professional ethics and the role of clergy
• Fiduciary duty and sacred trust of ministry
• Power and vulnerability in the ministerial relationship
• Sexual ethics curriculum in seminary and Course of Study
• Sample interview questions
• Misconduct of a sexual nature
• Sexuality in the lives of clergy
These issues are discussed in the context of the following BOM responsibilities:
• Role in addressing complaints against clergy
• Providing sexual ethics education and continuing formation for clergy
• Interviewing candidates about professional ethics and sexual boundaries
• Considering readmission of clergy after an allegation of sexual misconduct
• Addressing discrimination in the interview process
• Monitoring for inclusivity, diversity and discrimination in the BOM and cabinet’s work
These lists are a portion of the BOM’s responsibilities and ethical concerns. Confidentiality and conflicts of interest are among
the many ethical issues not addressed. Please see additional resources listed at the end of the chapter.
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Professional Ethics and the Role of Clergy
The standards for clergy ethics in the UMC are distributed throughout The Book of Discipline and The Book of Resolutions.
What is the role of the BOM in maintaining these standards among clergy? One approach to clergy ethics is to expect clergy to
serve as moral examples for the laity. For example: “All clergy to be appointed shall assume a lifestyle consistent with Christian
teaching as set forth in the Social Principles.” (¶337.2) Another approach to clergy ethics is to view ministry as a profession.
Based on a professional ethics approach, ministers must be more than just model laypersons. Licensed and ordained ministers
have obligations distinct from what is expected of laypersons. Ministers must maintain the integrity of the ministerial relationship.
Ministry is a sacred trust (¶364), and those serving in set-apart ministry must be able to exercise the basic obligations of this
trust without harming others, much as physicians are expected to keep the Hippocratic Oath. Clergy have a fiduciary duty to
act in the best interests of those whom they serve. When a potential conflict of interests exists among the clergyperson’s interests,
another member, the church or any other entity to which the clergyperson owes professional loyalty, it is the responsibility of the
professional (i.e. the clergyperson) to address this conflict in a way that protects and alerts all parties involved.

Power
Clergy are given the authority to represent the church and have inherent power in relation to laity due to their role, education
and training. Ministers have a choice in how they will use their power. Power is the ability to influence another person’s
thoughts and actions. For many, clergy represent God – through both grace and judgment. The power of the ministerial role is
a reality independent of the one who occupies the role. Clergy have the power to hear intimate spiritual concerns of others and
to speak with authority on those concerns. Ministers are invited into the most vulnerable times in a person’s life, i.e., birth of
a child, death of a loved one, marriage, relationship problems, job loss, etc. The BOM recommends individuals to the Annual
Conference in order for the conference to grant this authority through licensing and ordination. The church’s affirmation of a
candidate’s call to ministry authorizes that person to wield considerable power and influence.
Whenever any Christian in a leadership position has the ability and authority to make decisions affecting others’ lives, there
may be the temptation to abuse that power. The ability to recognize, own and use power wisely is essential to fulfilling the
clergy’s professional obligation. Minimally, clergy must be willing to put others’ needs before their own, maintain appropriate
interpersonal boundaries between themselves and church members and responsibly use the power and authority of the
ministerial office. These are primary ethical obligations. Clergy must always recognize the reality of power and vulnerability
present in the ministerial relationship.
Requirements set forth in The Book of Discipline “regarding license, ordination or conference membership … are minimum
requirements” (¶304.5). No matter how gifted, charismatic, effective or in other ways “virtuous” a candidate may be, if
that person cannot be trusted not to harm congregants, he/she should not be placed in a position of ministerial leadership.
Likewise, failure to uphold this basic moral duty is cause for removal from the ministry.

Sexual Ethics Education and Continuing Formation of Clergy
In 2012, General Conference affirmed its support of a program of ministerial readiness regarding professional ethics,
sexual ethics, healthy boundaries and self-care as a standard aspect of theological education. These new requirements detail
expectations that have been in place since 1996. Seminaries are “to provide training on the prevention and eradication of sexual
harassment, abuse and misconduct within the ministerial relationship” (BOR 2012, p. 140). Beginning with the entering class
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of 2013, every student attending a University Senate-approved seminary or Course of Study school is expected to fulfill the
following goals (see also the 2012 BOR, pp. 149-150):
• Understand healthy interpersonal boundaries as integral to enabling the trust necessary for ministry
• Recognize sexual ethics in ministry as an issue of appropriate use of power and avoidance of abuse rather than exclusively an
issue of “sexual morality”
• Understand the importance of professional ethics, including one’s own denominational policies and expectations
• Learn the role of judicatories in prevention and response to clergy misconduct
• Become knowledgeable about human sexuality, one’s own sexual self and how to deal with sexual feelings that may arise for
congregants and vice versa
• Appreciate how sexual integrity contributes to spiritual wholeness and realize that this is vital to ministerial formation and
personal health
• Become familiar with scriptural and theological resources for all of the above
It is important for BOMs and dCOMs to communicate these expectations to those seeking to become candidates for licensed
or ordained ministry. As the church expects candidates to achieve these goals, it must also inform candidates of them as they
enter theological education. Furthermore, every candidate is expected to achieve the following while completing basic graduate
theological education (BGTS) or Course of Study:
• Practice healthy life-choices and work/life balance
• Be self-aware, including sexually self-aware
• Become comfortable talking about issues of sexuality
• Develop skills to provide pastoral care and worship leadership on sexuality issues
• Be committed to sexual justice in the congregation and in society at large
By the time candidates are ready for licensing and/or provisional membership, they should be familiar with these basic concepts
of professional sexual ethics for ministry. It is the BOM’s responsibility to discuss and interpret these expectations with
candidates.
When interviewing candidates, the BOM expects knowledge and understanding of the following topics taught in seminary and
Course of Study:
• Theology of power, privilege and abuse (including inherent power, fiduciary duty of ministry, professional ethics paradigm,
conflicts of interest, healthy boundaries, predators vs. wanderers). Candidates will be able to clearly state the difference
between boundary crossing and boundary violations.
• Human sexuality (including dating, intimacy, and work/life balance; pregnancy, birth control, and abortion; pornography
and objectification of persons; shame and abuse; consent and vulnerability; genetic, cultural and physiological aspects of
gender and sexuality)
• Sexual misconduct in ministry (including boundary violations, judicatory processes of justice-making, secrecy, inappropriate
uses of social networking and communication technologies)
• Pastoral care (including working with victims of sexual violence and abuse; transference, counter-transference and sexual
attraction; supervision and accountability; dual relationships; confidentiality and stewardship of information; referrals)
• Best practices of ministry (including cyber-safety, Safe Sanctuaries, healthy communications, clergy self-care, life-long
sexuality education, ministering with sex offenders)
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It is vital that clergy exhibit a solid understanding of, and ability to live out, healthy interpersonal boundaries and sexual ethics
for ministry before receiving their first appointment. What is the candidate’s plan for tending to this professional responsibility
throughout ministry?

The “Behavioral Health Guidelines”
Since ministry is a sacred trust, the church seeks to discern how candidates and clergy can be strengthened in their practice
of ministry. Where negatives exist, can they be sufficiently healed and transformed with the available resources to enable a
candidate to incarnate love in ministry? Where positives exist, can they be used to strengthen trust, enable safety and express
grace and love in relationships without giving in to temptations and distortions?
To address these concerns, the Division of Ordained Ministry’s Advisory Committee on Candidacy and Clergy Assessment
(ACCCA) offers Behavioral Health Guidelines as a resource in candidate selection and clergy accountability. As the title
suggests, these are general guidelines rather than hard-and-fast regulations. They relate to behavioral health issues, broadly
defined, that the committee believes are critical to effectiveness in ministry and the avoidance of misconduct. It is strongly
suggested they be used to provide starting points for conversation about issues such as alcohol and/or chemical abuse/
dependency; physical health and mental illness; legal issues and personal finances; divorce, infidelity, family violence and
pornography use; sex-related crimes and sexual misconduct.

Misconduct of a Sexual Nature
Sexual misconduct by clergy is a type of violation of sacred trust that offers few second chances. A candidate’s ability to
understand and maintain healthy boundaries as a sexual person is vital to the duty to do no harm. Misconduct of a sexual
nature is never simply an “affair;” rather, it is a violation of the power and authority of the professional role. According to The
Book of Resolutions:
Sexual misconduct within ministerial relationships is a betrayal of sacred trust. It is a continuum of sexual or gender-directed
behaviors by either a lay or clergy person within a ministerial relationship (paid or unpaid). It can include child abuse, adult
sexual abuse, harassment, rape or sexual assault, sexualized verbal comments or visuals, unwelcome touching and advances, use
of sexualized materials including pornography, stalking, sexual abuse of youth or those without capacity to consent, or misuse
of the pastoral or ministerial position using sexualized conduct to take advantage of the vulnerability of another. (BOR, p. 136)
Sexual harassment must be understood as an exploitation of a power relationship rather than as an exclusively sexual issue
(BOD, ¶161 Social Principles, (I) Sexual Harassment).
The key context is the ministerial relationship. Clergy must keep their professional lives as ministers and their personal, sexual
lives separate. Clergy, who are unclear about this distinction or how to maintain this boundary of intimacy, put themselves, their
colleagues, parishioners and the church at risk. The power of the ministerial office negates the ability of a parishioner to consent in
a balanced and meaningful way to sexual intimacy with her/his pastor. The roles of lover and clergy are not compatible. Crossing
this boundary can result in the sexual abuse of those who trusted a clergyperson to care for their best interests.
Sexual abuse is a form of sexual misconduct and occurs when a person within a ministerial role of leadership (lay or clergy,
pastor, educator, counselor, youth leader or other position of leadership) engages in sexual contact or sexualized behavior with a
congregant, client, employee, student, staff member, coworker or volunteer. (BOR, p. 136)
This definition covers anyone in church leadership and is especially critical for clergy to understand, especially when it comes to
dating persons in the parish.
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Sexuality in the Lives of Clergy
Single clergy will likely date, maybe more than one person, in a search for love and companionship. The realities of clergy
divorce and of people marrying later in life mean every BOM will increasingly deal with single candidates and clergy who want
to date. Effective boundaries/sexual ethics training for clergy should include frank discussions about dating. Having policies
and boundary training to address these issues can help maximize clergy effectiveness and professional conduct.
Based on the definition of sexual misconduct above, it would appear that a single clergyperson dating his/her own parishioner
is clearly a form of sexual misconduct. Once a pastor crosses the line into a sexual relationship with a parishioner, the
relationship ceases to be pastoral. Sex involves a mutual fulfillment of the needs and desires of both parties. This mutuality does
not fit with the fiduciary duty inherent in the pastor-parishioner relationship, which is asymmetrical by definition.
According to Safe Connections, published by the Evangelical Lutheran Church in America, “Sexual relationships between
pastors and parishioners fail the parishioner 99.5% of the time. Perhaps one relationship in 1,000 results in marriage, a lifelong
partnership of fidelity, mutuality, joy and trust. …[However], most sexualized relationships between pastors and parishioners
are not like this.” Safe Connections further asserts that clergy seeking sexual relationships with parishioners often “choose these
relationships precisely because of their feeling the need to dominate, to exercise power and control, to hold sway over someone.
... This may or may not be a conscious attitude, and it is rarely obvious, initially, to the parishioner.”
Yet, Annual Conferences have diverse ethical standards about clergy dating. Among older clergy, a significant percentage met
their spouses in an appointment. Not all annual conference policies proscribe sexual relationships between clergy and parishioner.
Some conferences explicitly prohibit such relationships, asserting zero tolerance. Other conferences allow single clergy to date their
parishioners with certain safeguards in place. Most conference policies are silent on the topic of clergy dating.
The BOM should be involved in developing the conference’s sexual ethics policies and providing for the clergy’s continuing
education in sexual ethics. (BOR, pp. 134-140) If a clergyperson is appointed to a church in an isolated area, with few singles
around, where should that person go to meet potential partners? Developing guidelines for clergy and Pastor/Staff-Parish
Relations Committees can be helpful.

Scenarios for Discussion
Each of the following scenarios illustrates an important aspect of the BOM’s work in relation to ethics.

SCENARIO 1: ADMINISTRATIVE FAIR PROCESS, COMPLAINTS AND THE ROLE OF THE BOM
Presentation of Case
The bishop receives a formal complaint of financial misconduct (crime, ¶2702.1c), alleging that Pastor Smith has embezzled
thousands of dollars of church funds over the past five years. The bishop initiates the supervisory response process, notifies
the BOM chair that a complaint has been received, and describes the general nature of the complaint. (¶362.1b) After a
preliminary investigation, the bishop determines the complaint has merit. Trying to avoid the expense, embarrassment and
“legalism” of a church trial, the bishop requests that Pastor Smith be placed on administrative location and refers the matter in
writing to the BOM. (¶359.2)
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Issue to Consider
What is the BOM’s responsibility when a complaint is filed against a clergyperson?
When a formal complaint is filed against a clergyperson, the BOM’s role is limited. “A complaint is a written and signed
statement claiming misconduct as defined in ¶2702.1.” (¶362.1) In contrast to what is depicted in Scenario 1, the bishop
should not refer a complaint to the BOM, but rather, the complaint should be referred to counsel for the church. (¶362.1e2)
Administrative location might be appropriate – if the allegations against a clergyperson are limited to ineffectiveness or
incompetence. (¶334.4) Otherwise, the BOM does not have a role in determining a complaint’s merit or outcome. The
“Responsibilities and Duties of Elders and Licensed Pastors” section of The Book of Discipline (¶340) outlines expectations for
clergy, and the BOM defines these responsibilities for appointed clergy. (¶334.4) However, ethics is different from vocational
competence or effectiveness. Ethical violations are listed under the sections “Unauthorized Conduct” (¶341) and “Chargeable
Offenses.” (¶2702.1)
The 2012 General Conference clarified and redefined the language regarding Administrative Fair Process and Judicial
Complaint. Administrative Fair Process is the process used when a recommendation for any involuntary status change is
received by the BOM (Administrative Location, Discontinuance of Provisional Membership, Involuntary Leave of Absence,
Involuntary Retirement or Medical Leave). Recommendations for change in status because of ineffectiveness are decided
through an Administrative Fair Process Hearing.
The terminology of “complaints” now solely refers to the receipt of a complaint as defined in ¶363.1 and the resolution
of these complaints is addressed through the judicial process. Adjudication of complaints does not fall under the BOM’s
responsibilities. Chargeable offenses, such as embezzlement or sexual harassment, are violations of trust, not simply clergy
ineffectiveness.
BOM Responsibility When a Complaint Is Received
• “[T]he bishop shall notify the chairperson of the BOM that a complaint has been filed, of the clergyperson named, of the
general nature of the complaint and, when concluded, of the disposition of the complaint.” (¶362.1b) This information
becomes relevant when considering suspension or a status change for the clergyperson during the supervisory or complaint
process, or when a clergyperson leaves and then later seeks readmission.
• The bishop must have recommendation of the Executive Committee of the BOM in order to suspend the respondent during
the supervisory process (¶362.1d).
• “A complaint may be held in abeyance with the approval of the BOM if civil authorities are involved or their involvement is
imminent on matters covered by the complaint.” (¶362.1g) The BOM executive committee shall review the appropriateness
of this status every 90 days. The BOM also may terminate the abeyance when appropriate, allowing the complaint process
to move forward.
If a bishop or District Superintendent seeks to involve the BOM in the complaint process beyond the limits of the BOM’s
authority, the BOM’s primary responsibility is to communicate to the bishop the limits of its responsibility and, when
necessary, advise the bishop to refer the matter to counsel for the church for further action.

SCENARIO 2: SEXUAL ETHICS TRAINING FOR MINISTERIAL LEADERS
Presentation of Case
Julia is being licensed as a full-time local pastor and is eager to start her first appointment, a two-point charge in a small
town. She will begin Course of Study this summer. At Annual Conference, she shares her joy and asks for prayers during the
Fellowship of Local Pastors and Associate Members meeting. Immediately following the meeting, another local pastor talks
with her in the hallway and offers advice from his 20-plus years as a local pastor.
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“You’re lucky you missed last year’s sexual ethics workshop for clergy,” Jesse says to her. “The conference makes all clergy attend
once a quad. You’ll have three years before you have to waste your day in that meeting. It’s the same old videos every time.”
“But I thought they cover that at licensing school?” Julia asks.
“No,” Jesse replies. “Licensing school is too busy with the practical stuff to worry about telling you not to hug people. Besides it
isn’t anything we haven’t heard before. We shouldn’t need to keep wasting our time hearing the same old thing again and again!”

Issue to Consider
What responsibility does the BOM have for providing sexual ethics training for clergy?
Scenario 2 depicts a situation in which a local pastor will be licensed without adequate training in sexual ethics for ministry.
The sexual ethics training provided at licensing school may not be adequate preparation in professional ethics for Julia’s new
ministerial role. How can she be held responsible for maintaining appropriate professional boundaries if she will not receive
training in sexual ethics until three years into her ministerial career?
While the dCOM’s must inquire about Julia’s understanding of professional ethics, sexuality and healthy boundaries in
ministry prior to licensing, the BOM is responsible for providing the continuing education necessary to equip her for this
responsibility. (BOR 2012, pp. 141, 162) Since 1996, the UMC has required all clergy to “have regular, up-to-date sexual
ethics training to be in good standing for appointment.” (BOR 2012, p. 140)
Many clergy begin appointments unprepared to handle issues of professional power, intimacy and interpersonal boundaries,
which can lead to preventable cases of sexual misconduct. It is the BOM’s responsibility to address this need in providing for
the ongoing continuing education and formation of clergy. (¶635.2o, p, q)
Jesse, the veteran local pastor in this scenario, voices what may be a common clergy sentiment. In the past, the required “regular
and up-to-date” sexual ethics training has typically consisted of the same six-hour workshop on boundaries offered once every
four years. Now that these topics are clearly required in seminary and Course of Study, Annual Conferences are able to build
upon this foundation to address newly emerging issues and have in-depth conversation about the difficult ethical issues that
clergy face.

SCENARIO 3: INTERVIEWING CANDIDATES ABOUT PROFESSIONAL ETHICS AND BOUNDARIES
Presentation of Case
The BOM is interviewing 12 candidates for provisional membership this year. During the interview process, BOM member
Frank routinely asks each unmarried candidate about their dating habits, social lives, sexual behaviors and how each intends to
maintain appropriate professional boundaries in ministry. Frank does not ask these questions of married candidates. Another
BOM member, Sara, asks all the female candidates about how they plan to balance work and family. Sara also asks married
women what they will do if conflicts arise between their appointment and their husband’s employment. In contrast, Sara asks
male candidates questions about their soteriology and vision for the church.

Issue to Consider
How can the BOM inquire about candidates’ work/life balance and social life while avoiding inappropriate questions or
discriminatory treatment?
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Scenario 3 depicts a mixture of both helpful and unethical BOM practices. Frank and Sara should be commended for asking
candidates to respond to difficult questions related to professional sexual ethics and work/life balance. However, the tenor
of their queries and the biases they bring to their questions should be corrected. When BOM members ask a different set of
questions to candidates based on their marital status, sex, race or other factor protected from discrimination, the board shows
bias to candidates and holds them to different standards of behavior.
The discriminatory way in which Sara and Frank pose questions only to certain categories of candidates is unethical. The
BOM should treat candidates consistently. Sara and Frank need to be held accountable by the rest of the BOM for their
discriminatory questioning. Frank should ask married and unmarried persons about their social lives and sexual boundaries.
The majority of sexual misconduct cases in the UMC involve married clergy. Likewise, Sara should ask male and female
candidates about work/life balance and family concerns that may impact their appointment availability. She should also ask the
female candidates about their soteriology and vision for the church.
The BOM examines, interviews and reports its recommendations regarding candidates’ fitness for ministry. (¶635.2 h, j) Part
of that examination process should include attention to professional ethics for ministry.

Sample Interview Questions Pertaining to Clergy Ethics
• How do you understand pastoral confidentiality, and what are the mandatory reporting laws in your state?
• How do you plan to balance your need for a social life with the needs of the congregation(s) or other ministry to which you
are appointed?
• When you find yourself sexually attracted to a parishioner, what safeguards do you put in place to maintain appropriate
boundaries and guard the best interests of that parishioner?
• How does your online presence (through social networking, blogs, Facebook, etc.) reflect your professional role as minister?
• What actions have you taken to engage in practices/resources available for healthy living and taking care of yourself as a
minister?
• Describe an incident as a seminary (or Course of Study) student when you held a classmate accountable for a violation of
professional ethics (e.g., school honor code). What expectations do you have for how your ministry colleagues will hold you
accountable to uphold professional ethics in ministry?
• What is your plan for handling a sexual advance by a church member?
• What are the limits of your abilities to provide counseling, and how do you communicate these limits to your church
members?
• If a church member offers you a substantial gift (car, use of vacation home, large amount of money, etc.), how would you
respond so as to maintain an appropriate ministerial relationship?
While specific beliefs and theological commitments may vary by person, region and culture, every candidate should be able to
engage these questions thoughtfully.

SCENARIO 4: READMISSION TO ORDAINED MINISTRY
Presentation of Case
The BOM interviews two former clergypersons who wish to return to effective relationship with the conference. (¶635.2l(2))
Bill is requesting readmission as an elder in full connection. (¶366) Three years ago, he withdrew his membership from the
Annual Conference after a formal complaint was filed against him alleging sexual misconduct. (¶360.3) He subsequently
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submitted a letter admitting his guilt and offering restitution to those he harmed. Since that time, he has worked with the
bishop to develop a plan for restoration, which has included two years of psychological counseling and regular sessions with
a spiritual director. During his absence from ministry, he has refrained from contact with the primary victim of his abuse
and from the congregation whose trust he violated. He is clearly remorseful over the sexual relationship he initiated with a
parishioner in the church where he was appointed and vows never to do this again.
Linda is requesting readmission as a deacon in full connection. (¶366) Five years ago, she withdrew her membership from the
Annual Conference under complaint of sexual misconduct. (¶360.3) The conference records indicate that the investigation was
dropped when she surrendered her credentials and that the complaint was never adjudicated. Simultaneously, the complainant
(person bringing the complaint) was asked to sign a nondisclosure statement that prevented discussing the matter with anyone.
Since that time, Linda has lived in the same community and has set up practice as an independent spiritual consultant, serving
many of the church members from her last appointment. She explains that the allegations against her were false but that she
was forced to surrender her credentials by the (former) bishop. Now that there is a new bishop, she is seeking readmission.

Issue to Consider
Can a person who admits to clergy sexual misconduct ever be readmitted to licensed or ordained ministry?
Bill’s situation in Scenario 4 offers a textbook case of what must be done for readmission to be considered. He has admitted
his guilt, repented, sought forgiveness, made restitution, established appropriate boundaries and sought professional healing.
His violation was a single incident, which he vows never to repeat. The situation seems to satisfy all of the criteria listed in the
Behavioral Health Guidelines. The BOM’s role is to determine if Bill is fit for ordained ministry. Does he have appropriate
moral character? Were he to be readmitted, can he be trusted to maintain appropriate interpersonal boundaries with his church
members? The BOM must decide whether to recommend Bill for readmission. The Behavioral Health Guidelines provide
accepted standards for behavior, as well as questions to begin the discussion in helping the BOM determine Bill’s fitness for
ministry. Examining the file about this situation and knowing the details about Bill’s case will assist the BOM in making its
decision.
Linda’s situation is much different from Bill’s. The BOM has no way of knowing the validity of the original allegation. She
did not admit fault, and the person who lodged the complaint is not free to discuss the situation, according to a written
agreement that brought “closure” to the allegation five years ago. Furthermore, the bishop ceased the investigation when
Linda surrendered credentials. The bishop never ruled if there was any basis in fact or church law to support a charge of sexual
misconduct, and Linda has continued in independent ministry. In summary, Linda says the allegation was unfounded, the
complainant is contractually bound to say nothing and the conference abandoned the matter as soon as Linda withdrew her
membership. The failure of the bishop to adjudicate this complaint five years ago has created difficulties for all parties – the
BOM, Linda, the complainant, Linda’s former congregation and the community. When deciding whether or not to readmit
Linda, the BOM faces many unanswered questions about this situation. These issues will need to be resolved to the satisfaction
of the BOM before a decision about readmission can be made.

Ethics for the BOM
The scenarios above remind the BOM of how critical it is to document, in writing, any circumstances related to status change
– whether voluntary or involuntary – in the career of a clergyperson. BOMs and dCOMs are transitory by nature, and as those
who were not involved in the original situation are called upon to make decisions, a written history may be the only record of
what happened in a given situation. (See Chapter 25 for an explanation of GCFA guidelines as related to Clergy Personnel and
Supervisory Files.)
The BOM is ethically responsible for the way it conducts itself and its business. The BOM has positive ethical duties to
demonstrate inclusiveness and address discrimination and should be attentive to gender, racial and ethnic inclusion, as well as
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discriminatory practices and attitudes. Regarding its “primary responsibility for the enlistment and recruitment of ministerial
leadership for our churches and other ministry settings,” the BOM is “to study and interpret the ordained, licensed, certified
and assigned ministerial leadership needs and resources of the annual conference, with due regard to the inclusive nature of the
church.” (¶635.2a) This includes enlisting “women and men of all races and ethnic origins” and valuing “an understanding of
and appreciation for persons of different racial and ethnic heritages.” (¶635.2a) Attentiveness to age, ethnicity and gender, as
well as cultural contexts, is crucial for maintaining an appointment process that “denies every semblance of discrimination.”
(¶140) The BOM also has an ethical responsibility to monitor itself and its committees for inclusivity. For example, the BOM’s
Conference Relations Committee, responsible for conducting fair process hearings in any request for an involuntary status
change, should be constituted to ensure “racial, ethnic and gender diversity.” (¶361.2) The Commission on the Status and Role
of Women and the Commission on Religion and Race can assist in these tasks.

Resources
“Behavioral Health Guidelines for Boards of Ministry,” General Board of Higher Education and Ministry, 2011.
Bush, Joseph E., Jr. Gentle Shepherding: Pastoral Ethics and Leadership. St. Louis: Chalice, 2006.
“Checklist for Administrative Fair Process,” General Board of Higher Education and Ministry, Division of Ordained Ministry, 2013.
Cooper, Beth. “Sexual Harassment of United Methodist Clergywomen by Laity,” Living the Sacred Trust: Clergy Sexual Ethics, 		
2010 ed., sec. III. Nashville: General Board of Higher Education and Ministry, 2010.
Erickson-Pearson, Jan. Safe Connections: What Parishioners Can Do to Understand and Prevent Clergy Sexual Abuse. Chicago: 		
Evangelical Lutheran Church in America, 1996, rev. 2005. Pp. 33-35.
Fortune, Marie M. “Confidentiality and Mandatory Reporting: A Clergy Dilemma?” reprinted in Handling Sexual Misconduct 		
Complaints: A Handbook for United Methodist Bishops and Cabinets. General Commission on the Status and Role of 		
Women, 2011.
Fortune, Marie M. Responding to Clergy Misconduct: A Handbook. Seattle: FaithTrust Institute, 2009.
Gula, Richard M. Just Ministry: Professional Ethics for Pastoral Ministers. New York: Paulist, 2010.
Lebacqz, Karen. Professional Ethics: Power and Paradox. Nashville: Abingdon, 1985.
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Ruth, Kibbie Simmons and Karen A. McClintock. Healthy Disclosure: Solving Communication Quandaries in Congregations. 		
Herndon, VA: Alban Institute, 2007.
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_____. “Sexual Ethics as Integral Part of Formation for Ministerial Leadership,” The Book of Resolutions of The United Methodist
Church. Nashville: United Methodist Publishing House, 146-152.
_____. “Sexual Misconduct within Ministerial Relationships.” The Book of Resolutions of The United Methodist Church 2012. 		
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Websites
General Commission on the Status and Role of Women: www.umsexualethics.org and www.gcsrw.org
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i For

a fuller discussion, see Darryl W. Stephens, “Fiduciary Duty and Sacred Trust,” Living the Sacred Trust: Clergy Sexual Ethics, 2010 ed., sec. II (Nashville:
General Board of Higher Education and Ministry).

ii All

references to the BOR are from the 2012 Book of Resolutions of The United Methodist Church (Nashville: The United Methodist Publishing House).

iii Judicial

Council has issued several rulings pertaining to sexual misconduct (including JCDs 736, 839, 1094 and 1228). In Decision 1228, the Judicial Council
recognized “the Discipline’s position that a sexual relationship outside of heterosexual marriage is misconduct,” and in a concurring opinion, all nine members
hearing the case asserted that dating, romantic or sexual relationships between clergy and their parishioners “are never appropriate because of imbalance of power.”
This interpretation is consistent with the concurring opinion offered in Decision 1094, emphasizing how such a situation is an abuse of pastoral power. However,
both concurring opinions go beyond the narrow questions of law considered in each decision, and annual conferences, in practice and in policy, are not consistent in
recognizing the situation of a clergyperson dating her or his parishioner as inherently an instance of sexual misconduct.

iv Jan

Erickson-Pearson, Safe Connections: What Parishioners Can Do to Understand and Prevent Clergy Sexual Abuse (Chicago: Evangelical Lutheran
Church in America, 1996, rev. 2005), 33-35.

v For

a discussion of safeguards, see Stephens, “Fiduciary Duty and Sacred Trust,” 14-15. Also, Karen Lebacqz and Ronald G. Barton, Sex in the Parish (Louisville:
Westminster / John Knox, 1991), 128-131, 189. For examples of conference policy statements on clergy dating, see Stephens, “Moral Exemplar or Ethical
Professional?”
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Candidate and Clergy Files: Personnel and Supervisory Files

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org
or 615-340-7374

Personnel Record Guidelines For Clergy, Candidates, and Diaconal Ministers in
The United Methodist Church Effective Date: August 18, 2017
The guidelines that follow have been prepared by the General Council on Finance and Administration to fulfill the
requirements of ¶ 606.9 of The 2016 Book of Discipline. The guidelines are intended for use by annual conferences in relation
to personnel records they maintain with respect to candidates for licensing as local pastors or ordination as deacons or
elders, deacons and elders in full connection, provisional members, associate members, affiliate members, diaconal ministers,
local pastors, and ministers of other denominations under appointment. They have not been prepared for use in relation
to files or records that may be kept for other lay employees or volunteers in local churches, districts, annual conferences,
or denominationally related agencies or institutions. The General Council on Finance and Administration of The United
Methodist Church also maintains a separate set of guidelines for supervisory files, Supervisory File Guidelines for Clergy,
Candidates and Diaconal Ministers in The United Methodist Church. Those supervisory guidelines are to be used by the
bishops and cabinets.

I. PERSONNEL RECORDS IN THE CONTEXT OF THE ANNUAL CONFERENCE AND ITS MISSION. The relationship between the
annual conference and its candidates, clergy, and diaconal ministers carries with it an obligation to ensure that the personnel
records the conference maintains for those persons are kept with integrity and in a manner that will foster and enhance an
atmosphere of trust. Records and files are kept as a service to candidates, clergy, diaconal ministers, the annual conference,
and The United Methodist Church connection.
Records that are accurate and complete will contribute to fulfilling both the obligations of the conference to its personnel and
the mission of the annual conference in several ways:
1. Conference agencies and officers who are responsible for the preparation, deployment, and support services for the
clergy and diaconal ministers related to the conference will be assisted in their tasks. The goal of these agencies and
officers is to fulfill their tasks in a way that will enable those ministers to serve with maximum effectiveness in all of the
settings in which the conference seeks to be in mission and ministry in the name of Jesus Christ.
2. Such files can help to protect the clergy and diaconal ministers from decisions which might otherwise be less fully
informed. Likewise, the annual conference can be protected from legal liability that might result from undocumented
or poorly documented decisions or decisions not based on fact.
3. Clergy and diaconal ministers can be assisted as they seek to evaluate and assess their own personal and professional
growth and to plan for continuing education and other experiences that will further that growth.
4. Where consistent, with limitations to access as defined in these guidelines, such records may serve as a source of data for
research and study.
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II. REQUIREMENTS OF THE 2016 EDITION OF THE BOOK OF DISCIPLINE. The Book of Discipline of The United Methodist
Church describes the basic task of keeping personnel records and sets forth certain principles related to that task:
¶ 606.6. The secretary, treasurer, or other administrative oﬃcer named by the annual conference shall
keep a complete service record of ordained and diaconal ministry personnel in the annual conference.
Service records shall include but not be limited to biographical information supplied by the individual, a
list of appointments, and a record of annual conference actions with regard to conference relationships.
In addition to service records, the secretary, treasurer, or other administrative oﬃcer named by the
annual conference shall keep descriptions of circumstances related to changes in conference relationships,
credentials surrendered to the bishop or district superintendent, and conﬁdential trial records.
¶ 606.9. All records of candidates and ordained and diaconal ministry personnel maintained by the
conference secretary, treasurer, or other administrative oﬃcer named by the annual conference, Board of
Ordained Ministry, board of pensions, and the district committee on ordained ministry are to be kept on
behalf of the annual conference in conformity with guidelines provided by the General Council on Finance
and Administration, in consultation with the General Board of Higher Education and Ministry and the
General Board of Pension and Health Beneﬁts, and the following principles: a) The annual conference is the
owner of its personnel records and ﬁles; b) individuals in whose name a record is kept shall have access to
the information contained in a record or ﬁle, with the exception of surrendered credentials and information
for which a right of access waiver has been signed; c) access to unpublished records by persons other than
the bishop, district superintendent, conference secretary, treasurer, or other administrative oﬃcer or the
Board of Ordained Ministry, through its chair, board of pensions, through its chair, the district committee
on ordained ministry, through its chair, counsel for the Church, and the committee on investigation,
through its chair, shall require written consent of the person in whose name a record is kept; access to trial
records shall be governed by the provisions of ¶¶ 2712.5, 2713.5.
Other sections of The Book of Discipline (especially those dealing with conference relationships of clergy and diaconal ministers
and judicial proceedings) contain provisions related to content of and access to personnel records. These guidelines are
intended to be in conformity with those provisions; in the event of any conﬂict, the provisions of The Book of Discipline take
precedence.

III. DEFINITIONS. In these guidelines certain terms are used with speciﬁc meanings, as follows:
1. The terms “personnel” and “referent(s)” are used interchangeably to denote the candidates for licensing as local pastors
or ordination as deacons or elders, deacons and elders in full connection, provisional members, associate members,
aﬃliate members, diaconal ministers, local pastors, and ministers of other denominations under appointment, related to
the annual conference and in whose name the records are kept.
2. “Personnel ﬁles” and “personnel records” denote the ﬁles and records kept on clergy and diaconal personnel related to
the annual conference. The terms as used in these guidelines do not refer to any other ﬁles or records which may exist in
relation to other lay employees or volunteers in the annual conference, its districts, agencies, or institutions related to it.
3. “Candidacy records” and “candidacy ﬁles” denote the personnel records kept on personnel during the period prior to
their licensing as a local pastor, admission into associate membership, or membership in full connection. (See Section XI
for guidelines governing disposition.)
4. “Permanent records” and “permanent ﬁles” denote the personnel records and ﬁles kept on personnel after they are
admitted into associate or full connection membership (or, as local pastors, have chosen to remain in the local
relationship to the annual conference), or have been consecrated as diaconal ministers.
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IV. SECURITY. Personnel records and ﬁles are conﬁdential and not to be made available to any person or organization except
under the limited circumstances stated in these guidelines. Files shall be preserved from unauthorized access and guarded
carefully against accidental damage and destruction. The ethical importance of maintaining proper security cannot be
overemphasized. Access to digital ﬁles should be limited to those with a right to view the ﬁle and appropriate precautions
should be taken, including maintaining appropriate cybersecurity systems and password protecting ﬁles.

V. OWNERSHIP AND CUSTODY. The Book of Discipline clearly identiﬁes the annual conference as the owner of its personnel
ﬁles and records, while the custodian may be the conference secretary, treasurer, or other administrative oﬃcer designated
by the conference to perform this task (for permanent records); the district committee on ordained ministry, the Board of
Ordained Ministry (for candidacy records); or the conference board of pensions (for material speciﬁcally related to current or
potential pension and/or beneﬁt claims).
1. Appointment outside the home conference - If the referent receives an appointment in another annual conference or
is appointed in a missionary conference while retaining membership in his or her home annual conference, the
conference where membership is held (“home conference”) should forward to the conference where appointed
(“appointive conference”) a copy of that portion of the ﬁle that would be sent in the event of a transfer (see 2 below).
During the period when the person is serving such an appointment, the appointive conference should have authority to
add to that copy of the ﬁle material related to service in that conference. A copy of any such material added to the ﬁle
should be sent to the home conference. Oﬃcers and agencies of the appointive conference responsible for deployment
and support services for ordained clergy should have similar rights and responsibilities in relation to the ﬁle during the
referent’s period of service there as the corresponding oﬃcers and agencies of the home conference.
2. Transfer. If the referent transfers from one annual conference to another, all of the ﬁles, records and proceedings, and
candidacy information, unless speciﬁcally prohibited by The Book of Discipline, should be sent to the receiving
conference.
3. Candidacy and Provisional Members ﬁles.
a) While a person is a candidate or local pastor the district committee on ordained ministry shall be the custodian of
the candidate’s ﬁle. Once the person applies for associate or provisional membership the complete ﬁle should be
transferred to the Board of Ordained Ministry. None of the ﬁle should be retained by the district committee on
ordained ministry. Once a local pastor becomes an associate member the complete ﬁle should be held by the oﬃcer
designated by the annual conference. Once a provisional member becomes a full member, the complete ﬁle should
be held by the oﬃcer designated by the annual conference. The Board of Ordained Ministry does not retain ﬁles for
applicants once clergy become associate or full members.

VI. CONTENT.
1. To fulﬁll the purposes for which personnel records are kept, their content should meet certain criteria:
a) The information they contain should be relevant to the purpose for which they are to be used.
b) The kinds of information to be maintained should be consistent for all personnel.
c) The records should be complete, in the sense that information which meets the tests of relevance and consistency
shall not be intentionally or arbitrarily excluded from any individual’s record.
2. Content of a ﬁle:
a) Identifying/directory information: Name, address, telephone number, and e mail address.
b) Census-type information: Gender, ethnic origin, birth date, and educational background (limited to the names of
higher educational institutions attended, the dates of enrollment in those institutions, and degrees earned).
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c) Family data: Marital status, date(s) of marriage, names of spouse and children, birth dates of spouses and children,
date(s) of dissolution of marriage (if any). The custodians of the records, in consultation with those who need and
are authorized to use them, may want to make decisions as to whether all of these kinds of family data are needed.
Any such decisions should be applied consistently for all referents; information gathered and kept for some persons
should be sought and maintained for all.
d) Candidacy information: Files and records maintained by the district committee on ordained ministry and the Board
of Ordained Ministry during the candidacy period and the period during which persons are provisional members or
otherwise are in the process of qualifying for associate or full membership in the annual conference.
e) Conference relationship information: Dates of admission to associate, provisional, and/or full connection
membership, full time and part time local pastor membership, ordination, transfers into or out of the conference,
leaves, termination of membership, retirement, and other changes in conference relationship shall be entered in
the ﬁle. Correspondence or other documents related to circumstances surrounding entry, voluntary termination,
or other voluntary changes in conference relationships should be included in the ﬁle only under one or more of
the following circumstances: if required by The Book of Discipline; if requested to be included by the annual
conference, another agency, or oﬃcer empowered to do so by The Book of Discipline (such as the bishop, district
superintendent, conference board of pensions); or if requested in writing to be included by the referent. The
inclusion of documentation related to involuntary terminations or changes in conference relationship shall be
included as set forth in the applicable provisions of The Book of Discipline.
f ) Appointment information: A list of appointments served (or, in the case of diaconal ministers, service appointments),
including the beginning and ending dates for each.
g) Judicial proceedings records: Records related to complaints, investigations, church trials, and appeals related to
them should be kept only as required by, and in strict conformity with, the requirements of The Book of Discipline,
and with special attention to the Discipline’s provisions related to their conﬁdentiality and limitations on their
accessibility.
h) Surrendered credentials: Surrendered credentials shall be collected and ﬁled in accordance with the provisions of The
Book of Discipline.
i) Optional data: With the permission of the referent, a conference may collect and maintain in its personnel ﬁles
other biographical or personal information furnished voluntarily by the referent; examples of such information
would be continuing education, awards, publications, military service, prior employment, board and committee
membership, interests, and activities. Because such information is optional and supplied voluntarily, it need not be
consistent for every individual.

VII. SOURCES OF INFORMATION. Identifying/directory information, census-type information, family data, and any optional
data should be supplied by the referent.
Conference relationship information should be supplied by the Board of Ordained Ministry and/or from the oﬃcial record of
the conference session at which the action was taken.
Appointment information should be entered, in the case of appointments ﬁxed at the conference session, from appointment
lists certiﬁed as accurate by the bishop and cabinet. In the case of interim changes of appointment, such changes should be
entered from oﬃcial written notices received from or certiﬁed by the bishop or district superintendent.
The inclusion and sources of records of judicial proceedings or surrendered credentials is governed by applicable provisions of
The Book of Discipline.

VIII. ACCESS TO INFORMATION. Access to personnel records should be governed by the purposes for which they are maintained;
within the context of those purposes, the individual’s rights of privacy must be protected by procedures and security that will
guard against unauthorized access to or disclosure of information.
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Only annual conference oﬃcers and agencies responsible for overseeing preparation, deployment, and support services for
personnel in the annual conference may have access to all or speciﬁc parts of the material in personnel ﬁles, depending on their
assigned function and the special nature of the various types of material. These oﬃcers and agencies include: the bishop and
district superintendents; secretary, treasurer, or other administrative oﬃcer of the conference who has been designated by the
conference to keep the personnel records under the provisions of ¶ 606.6 and 606.9; the Board of Ordained Ministry, through
its chair; the board of pensions, through its chair; and the district committee on ordained ministry. The district committee on
ordinated ministry may only have access to the personnel ﬁle during the candidacy process or while someone is serving as a
local pastor. The counsel for the Church, and the committee on investigation, through its chair, shall require written consent
of the person in whose name a record is kept; access to trial records shall be governed by the provisions of ¶¶ 2712.5, 2713.5.
The referent will also have access to all of the material in his or her own ﬁle except: 1) surrendered credentials; 2) material to
which he or she has waived right of access in writing prior to its placement in the ﬁle; and 3) material to which The Book of
Discipline speciﬁcally denies such access.
The Book of Discipline speciﬁcally delineates when information in a candidate’s ﬁle may be shared during an executive session of
the clergy members in full connection with the annual conference (see ¶ 635.2m).
Except for the material which is deﬁned below as “public information,” no one other than the agencies and persons listed above
should have access to personnel ﬁles, unless access is speciﬁcally permitted by The Book of Discipline or granted in writing by
the referent. A written record of access, showing the dates of access, the names of the persons who were granted access, and the
basis for their access, should be kept with each ﬁle.
1. Public information. The following data is to be considered public information and, as such, may be printed in the
conference journal, used in news stories or releases, or otherwise disclosed at the discretion of the custodian of the ﬁles:
a) Identifying/directory information, excluding personal address (see VI.2.a above);
b) Census-type information (see VI.2.b above),
c) Dates (only) of admission to conference membership, ordination, retirement, termination of conference
membership, and other signiﬁcant changes in relationship to the conference;
d) Appointment information (see VI.2.f above).
2. Optional data. Biographical or personal information supplied voluntarily by the referent (see VI.2.i above) may be
treated as public information.
3. Limited Access Information. Access to all records, data, and documents not deﬁned as “public information” should be
limited to the persons, oﬃcers, and agencies listed in the ﬁrst paragraph of this section. Those persons, oﬃcers, and
agencies should only have access to the portions of a ﬁle which are relevant to their functions and responsibilities,
and only when acting in their oﬃcial capacity. Whenever The Book of Discipline speciﬁcally authorizes or limits access
to particular kinds of information, its provisions shall take precedence over these guidelines.
4. Restricted Material. Surrendered credentials shall be retained in a place where access can be strictly controlled; no
access shall be allowed to them unless they are reissued upon readmission of the individual to annual conference
membership. Access to records related to judicial proceedings is governed by applicable provisions of The Book of
Discipline.

IX. ACCURACY OF INFORMATION. All information included in a ﬁle should be accurate. Persons in whose name ﬁles are
maintained should have a periodic opportunity to review for accuracy all of the material deﬁned above as “public information”
and all of the family data. If errors are discovered, the individual should report them in writing to the conference oﬃcer
responsible for maintaining the records. If the requested correction is not in agreement with source documentation available in
the conference’s ﬁles, the individual should be asked to submit documentary evidence corroborating the correction.
Referents may also review any of the “limited access” material to which they are permitted access under the guidelines for
access. If an individual believes any of that material to be in error, he or she may submit a signed statement outlining the
points of disagreement. If the source of the challenged material and the individual challenging it are in agreement, the material
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in question may be corrected by addition, deletion, or substitution. If they are not in agreement, the referent’s statement
should be placed in the ﬁle and retained along with the challenged material.
Except for surrendered credentials and material related to judicial proceedings, the source(s) of any information, documents,
or other material may review items they have placed in a ﬁle and, when acting in an oﬃcial capacity and within their assigned
functions and responsibilities, ask that additions and/or corrections be made. The referent should be notiﬁed of such changes
in any material to which he or she is entitled to access. A written log of additions and/or corrections, showing the dates
of changes, the types of information changed, the source of the correction or addition, and the type of any documentation
submitted, should be kept with each ﬁle.

X. PSYCHOLOGICAL ASSESSMENT REPORTS. Assessment reports prepared during the candidacy period by the conference’s
ministerial assessment specialist, (who is a psychologist, psychiatrist, or pastoral evaluation specialist with proper credentials),
and released to the Board of Ordained Ministry with the written permission of the referent should become a part of the
candidacy records of the annual conference. The ministerial assessment specialist should retain all test scores and raw
material data and provide only a written assessment report to the Board of Ordained Ministry. Test scores and other data
from psychological assessment should be governed by a contractual arrangement between the annual conference and the
ministerial assessment specialist. This contractual arrangement should be established prior to the gathering of psychological
data and be consistent with the general guidelines of record keeping above. When a Board of Ordained Ministry discontinues
a relationship with a psychologist, psychiatrist, or pastoral evaluation specialist, test scores, data, and copies of reports should
be given directly to another ministerial assessment specialist retained by the annual conference. With the written permission
of the referent, blinded copies of test scores, and other relevant assessment data may be released for research, archival entry, or
longitudinal study.
XI. RETENTION AND DISPOSITION. Records and ﬁles should be actively maintained so long as, and only so long as, they are
required for the personnel support and decision making of the annual conference and as long as required by any judicial
requirements or court order. If a candidate discontinues from the candidacy process for any reason, the candidate’s ﬁle should
be retained by the custodian of the conference’s personnel ﬁles for twenty-ﬁve (25) years following the discontinuance. Other
candidate/clergy ﬁles are maintained using the following guidelines.
The ﬁles of the district committee on ordained ministry should be forwarded to the Board of Ordained Ministry when a
candidate or local pastor applies for associate or provisional membership in the annual conference. The ﬁles of the Board of
Ordained Ministry should be maintained until a candidate becomes an associate or full member. At that time, all of the Board
of Ordained Ministry ﬁles and records should be forwarded to the oﬃcer designated by the annual conference as the custodian
of its clergy personnel records. The district committee on ordained ministry and the Board of Ordained Ministry should not
maintain any candidate or clergy ﬁles once the candidate has moved to the next stage of membership. The custodian should
not retain candidate information that is no longer relevant. However, no material deemed by the custodian, after consultation
with the Board of Ordained Ministry, to be signiﬁcant for future evaluation of the practice of ministry should be destroyed. At
a minimum, psychological assessment reports, medical reports, and background checks should be retained in the personnel ﬁle.
Each conference should establish consistent standards for what candidate records to retain and what records to destroy.
The ﬁles of the conference board of pensions shall be maintained until all claims or potential claims on pension funds have
been exhausted.
The permanent personnel records and ﬁles of the annual conference, as maintained by its designated custodian, should
be deposited with the conference commission on archives and history when no longer required for personnel support and
decision-making. The custodian/conference commission on archives and history should retain the ﬁle twenty-ﬁve years after a
clergy person retires or no longer has a relationship with the conference, or as long as required by any judicial requirements or
court order. After this period of time the ﬁle should be destroyed.
Updated and adopted by GCFA on August 18, 2017
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Supervisory File Guidelines For Clergy, Candidates, and Diaconal Ministers in
The United Methodist Church Eﬀective Date: August 18, 2017
I. SUPERVISORY RECORDS IN THE CONTEXT OF THE ANNUAL CONFERENCE AND ITS MISSION. The deployment of personnel
within an annual conference carries with it an obligation to ensure that the supervisory records maintained by the cabinet are
kept with integrity and in a manner that will foster and enhance an atmosphere of trust. Records and ﬁles are kept as a service
to candidates and personnel, local churches, the annual conference, and The United Methodist Church.
Records that are accurate and well kept will contribute to fulﬁlling these obligations in several ways:
1. Bishops and cabinets, which are responsible for the appointment, support, and supervision of personnel, will be assisted
in their tasks. The goal is to fulﬁll their tasks in a way that will enable clergy to serve with maximum eﬀectiveness in all
of the settings in which the conference seeks to be in mission and ministry in the name of Jesus Christ.
2. Such ﬁles can help to protect personnel from decisions, which might otherwise be less fully informed. Likewise, the local
church, cabinet, and the annual conference can be protected from legal concerns, which might result from
undocumented or poorly documented decisions.
3. Well-kept records can be used to assist personnel as they seek to evaluate and assess their own personal and professional
growth and to plan for continuing education and other experiences that will further that growth.

II. REQUIREMENTS OF THE 2016 EDITION OF THE BOOK OF DISCIPLINE. The Book of Discipline of The United Methodist
Church describes the basic responsibilities for keeping supervisory records:
Speciﬁc Responsibilities of Bishops:
¶ 416.7. To keep and maintain appropriate supervisory records on all district superintendents and other
records on ministerial personnel as determined by the bishop or required by the Discipline or action of
the annual conference. When a district superintendent is no longer appointed to the cabinet, the bishop
shall give that person’s supervisory ﬁle to the superintendent of record. Supervisory records shall be kept
under guidelines approved by the General Council of Finance and Administration. The supervisory records
maintained by the bishop are not the personnel records of the annual conference.
Speciﬁc Responsibilities of District Superintendents:
¶ 419.8. The superintendent shall maintain the appropriate records of all clergy appointed to or related to the
charges on the district (including clergy in extension ministry and ministry beyond the local church), as well
as records dealing with property, endowments, and other tangible assets of The United Methodist Church
within the district.
Other sections of The Book of Discipline (especially those dealing with records and archives, conference relationships of diaconal
ministers and ordained clergy, and judicial and administrative proceedings) contain provisions related to content of and access
to clergy personnel records as distinct from the supervisory records of the bishop and cabinet. Since these records are kept
under a separate set of guidelines provided by the General Council on Finance and Administration, it is important that the
Supervisory File Guidelines not be confused with the Personnel Record Guidelines. While the Supervisory File Guidelines
are to be used by the bishop and cabinet, the Personnel Record Guidelines are intended for use by the annual conferences in
relation to personnel records they maintain with respect to candidates for licensing as local pastors or ordination as deacons or
elders, deacons and elders in full connection, provisional members, associate members, aﬃliate members, diaconal ministers,
local pastors, and ministers of other denominations under appointment.
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III. DEFINITIONS. In these guidelines certain terms are used with speciﬁc meanings, as follows:
1. The terms “personnel” and “referent(s)” are used interchangeably to denote the candidates for licensing as local pastors
or ordination as deacons or elders, deacons and elders in full connection, provisional members, associate members,
aﬃliate members, diaconal ministers, local pastors, and ministers of other denominations under appointment, related
to the annual conference and in whose names supervisory records are kept. Supervisory records are not only kept for
those under appointment to a local church, but those in appointments in extension ministries or beyond the local
church, those on leave of absence or location, those attending school or on sabbatical, and those who are retired.
2. “Supervisory ﬁles” and “supervisory records” denote the ﬁles and records kept by the bishop and cabinet on clergy and
diaconal personnel related to the annual conference. They are not the permanent personnel records of the annual
conference which are kept under a separate set of guidelines from the General Council on Finance and Administration,
nor do they refer to any other ﬁles or records which may exist in relation to other lay employees or volunteers in the
annual conference, its districts, or agencies or institutions related to it.

IV. OWNERSHIP AND CUSTODY. Supervisory records are owned by the oﬃce of the bishop. Each bishop is the custodian or
should designate the custodian of his or her ﬁles.
V. CONTENT. To fulﬁll the purposes for which supervisory records are kept, their content should meet certain criteria:
1. The information they contain should be relevant to the purpose for which they are to be used.
2. The kinds of information to be maintained should be consistent for all clergy personnel.
3. The records should be complete, in the sense that information that meets the tests of relevance and consistency should
not be intentionally or arbitrarily excluded from any individual’s record. Records that contain information that is the
same as the personnel ﬁle should be consistent.
Content of a ﬁle:
1. Appointment information:
a) A list of appointments served (or, in the case of diaconal ministers, service appointments) including the beginning
and ending dates for each;
2. Evaluative information:
a) As deemed relevant, documents, conversations, agreements, and supervisor perceptions and any actions which
relate to them;
b) Letters and comments solicited and unsolicited, information from the local church, clergy personnel and
committees on pastor (staﬀ) parish relations or other clergy personnel committees for those serving in
appointments to extension ministries;
c) Appraisals and summaries written by the district superintendent.
d) The eight-year assessment as required in ¶ 349.3.
3. Biographical information:
a) Identifying/directory information: name, address, and telephone number;
b) Census-type information: gender, ethnic origin, birth date, and educational background (limited to the names of
higher educational institutions attended, the dates of enrollment in those institutions, and degrees earned);
c) Family data: marital status, date(s) of marriage, names of spouse and children, birth dates of spouses and children,
date(s) of dissolution of marriage (if any)
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4. Conference relationship information: Dates of admission to associate, provisional, and/or full connection
membership, full time and part time local pastor membership, ordination, transfers into or out of the conference,
leaves, termination of membership, retirement, and other changes in conference relationship should be entered in the
ﬁle when deemed appropriate. Correspondence or other documents related to circumstances surrounding entry,
voluntary termination, or other voluntary changes in conference relationships may be included at the discretion of the
bishop or superintendent.
5. Complaint and administrative fair process procedures records: Materials related to potential complaints or involuntary
status changes; copies of complaints and charges; recommendations of the Board of Ordained Ministry; requests for
involuntary status change; and decisions of the annual conference or trial court.
6. Surrendered credentials: Surrendered credentials should be collected by the district superintendent in accordance with
the provisions of The Book of Discipline but should be placed in the personnel ﬁles kept by the conference secretary
or other oﬃcer designated by the annual conference. A record of the receipt and a notation on the forwarding of the
credential should be made by the district superintendent and placed in the supervisory ﬁle of the referent.
7. Optional data: With the permission of the referent, bishops or district superintendents may collect and maintain in
their supervisory ﬁles other biographical or personal information furnished voluntarily by the referent; examples of
such information would be continuing education, awards, publications, military service, prior employment, board
and committee membership, interests, and activities. Because such information is optional and supplied voluntarily,
it need not be consistent for every individual.
Note that The 2016 Book of Discipline, in ¶ 324.12, requires a notorized statement from all entrants (qualiﬁcations for
provisional membership) detailing any convictions for felony, or misdemeanor, or written accusations and its disposition
of sexual misconduct or child abuse; or certifying that the candidate has not been convicted of a felony or misdemeanor or
accused in writing of sexual misconduct or child abuse. This statement should be maintained in the supervisory ﬁle. If a
bishop requests a signed disclosure statement from all members similar to the statement required by ¶ 324 for entrants, then
this statement should be maintained in the supervisory ﬁle. If the entrant or member provides a response or explanatory
statement regarding such matters, this statement also should be maintained in the supervisory ﬁle. “Sexual misconduct” is
deﬁned by General Conference in The Book of Resolutions ¶2044 and annual conference policies.

VI. SOURCES OF INFORMATION. Information pertinent to the appointment making process comes from a variety of sources:
bishop, cabinet, clergy personnel, committees on pastor (staﬀ) parish relations, and other relevant sources.
Identifying/directory information, census-type information, family data, and any optional data should be supplied by the
referent.
Conference relationship information should be supplied by the Board of Ordained Ministry or from the oﬃcial record of the
conference session at which the action was taken.

VII. ACCESS TO AND DISCLOSURE OF INFORMATION. Access to supervisory records shall be governed by the purposes for which
they are maintained. Superintendents and bishops should disclose to committees on pastor (staﬀ) parish relations (or to
appropriate boards and agencies in the case of clergy appointments in extension ministries) pertinent information regarding
all admissions or current or past complaints brought to or charges from the Committee on Investigation, regarding ﬁnancial
misconduct or misconduct of a sexual nature. Disclosure of other types of information, including complaints about other
types of clergy misconduct or performance issues, should be made when such information might be helpful in predicting the
conduct of a person under appointment or assisting the receiving entity to extend care and concern to the clergy person, or
when it may aﬀect the reception of the clergy person in his/her appointment. Superintendents and bishops, in cooperation
with the referent, also are encouraged to disclose other matters that may aﬀect his/her reception in an appointment. Within
the context of the purposes of supervisory ﬁles, the right of privacy for clergy and those who have furnished material for the
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supervisory ﬁles of clergy must be protected by procedures and security measures that guard against unauthorized access to or
inappropriate disclosure of information. Access to digital ﬁles should be limited to those with a right to view the ﬁle.
The bishop and cabinet are responsible for overseeing the appointment and support of clergy personnel in the annual
conference and have a right of access to all or speciﬁc parts of the material in the supervisory ﬁles of the cabinet and the
personnel ﬁles of the annual conference, boards of pension, Boards of Ordained Ministry, and district committees on ordained
ministry. Access to supervisory ﬁles should be granted to the referent at the discretion of the district superintendent, bishop,
or cabinet except that the referent should not have access to: 1) material to which he or she has waived right of access in
writing prior to its placement in the ﬁle; 2) material to which The Book of Discipline speciﬁcally denies such access; 3) material
determined by the district superintendent, bishop, or cabinet to be of a conﬁdential or privileged nature for which permission
to share has not been granted by the author; and 4) materials that the district superintendent, bishop, or cabinet believe to
be of a conﬁdential, privileged, or private nature (including, but not limited to, notes of meetings, conversations, personal
notes, comments, or observations). If the ﬁles are digital it is advised to have information that is often retained in both
the supervisory ﬁle and the personnel ﬁle only in the personnel ﬁle with access to this information given to the holder of
supervisory ﬁles as well, thus limiting repetitive data and ensuring accuracy.
If the referent wishes to be transferred from one annual conference to another or to receive an appointment to a church
under the provisions of ¶ 344 or be appointed in a missionary conference while retaining membership in his or her home
annual conference, the cabinet of the conference where appointment is anticipated (“appointive conference”) should, with the
permission of the referent, request from the cabinet of the conference where membership is held (“membership conference”)
a statement on the referent’s ﬁtness for ministry and copies of any grievances, complaints, or other relevant records contained
in the supervisory ﬁles. When the cabinet of the membership conference receives such a request for information from its
supervisory ﬁles, it should, with the written permission of the referent, send to the cabinet of the appointive conference a
statement of ﬁtness and any information on grievances and complaints.
The supervisory ﬁle of a referent appointed under the provisions of ¶ 344 should be retained by the district superintendent
of record in the membership conference while under appointment in another annual or missionary conference. However,
it is recommended that the supervisory ﬁles be kept along with the personnel ﬁles in a depository approved by the annual
conference whenever the referent’s conference membership is transferred or terminated.

VIII. SECURITY. Supervisory ﬁles are conﬁdential and are not to be made available to any person or organization except under
the limited circumstances stated in these Guidelines. Files shall be preserved from unauthorized access and guarded carefully
against accidental damage and destruction. The ethical importance of maintaining proper security cannot be overemphasized.
Access to digital ﬁles should be limited to those with a right to view the ﬁle and appropriate precautions should be taken,
including maintaining appropriate cybersecurity systems and password protecting ﬁles.

IX. ACCURACY OF INFORMATION. All information included in a ﬁle should be relevant, accurate, and up to date. Corrections
made in the personnel ﬁles of the annual conference should also be made in the supervisory ﬁles.

X. RETENTION AND DISPOSITION. Supervisory records and ﬁles should be actively maintained so long as the clergy is in a
relationship with the annual conference. When a conference member is placed on honorable or administrative location and
membership is transferred to a local church, the pastor in charge is expected to begin a new supervisory ﬁle for the located
clergy. Such ﬁles are to follow these guidelines and access to the ﬁles is available to the district superintendent and bishop of
record. When a clergyperson retires, dies or no longer has a relationship with the conference, the supervisory ﬁle should be
given to the secretary of the conference for retention for a period of twenty-ﬁve years.

Updated and adopted by GCFA on August 18, 2017
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Changes in Conference Relationship

For more information, contact GBHEM’s Executive Director of Candidacy and Conference Relations at candidacy@gbhem.org or
615-340-7374.

Clergy Status Changes
• May be requested for many reasons, both voluntary and involuntary
• This process will vary. The BOM, Cabinet and bishop have different roles in coordinating the recommendation and 		
monitoring and approving needed changes.
• The BOM Executive Committee may approve, as needed, many status changes that happen between Annual Conference
sessions, with the decision for final approval voted on by the Clergy Session.
• The DS, bishop and BOM are informed in writing when there is a consideration or need for a status change, regardless of
the nature of the change.
• Status changes are not appointments made by the bishop (Judicial Council Decision 1273).
• Resources on status changes
– In all cases, the appropriate paragraph in The Book of Discipline should be consulted. Should conflicts exist between
		 the BOM Handbook and the Discipline, the Discipline is the primary authority.
–
		
		
		

In addition to The Book of Discipline, Judicial Council Decisions that affect clergy status, as well as any errata 		
published for the Discipline, may affect conference relations decisions. Pay attention to Judicial Council 			
Decisions throughout the quadrennium and note any errata sheets. When referring to the the Discipline, note 		
the footnote references to Judicial Council Decisions, and consider them in conference relations matters.

• Conference Relations Committee
–
		
		
		

All Boards of Ordained Ministry must have a Conference Relations Committee (CRC) of at least three persons to hear
requests for discontinuance of provisional members (when the discontinuance is appealed), involuntary leave of absence,
administrative location, involuntary retirement, involuntary medical leave (¶356) or other matters assigned to them.
(¶361.1, ¶635.1d)

– District Superintendents shall not serve on the CRC.
– When clergy seek a change in conference relationship, the CRC should meet with the clergy to discuss the request,
		 consider the needs surrounding the request and inform the clergy member of the process related to changing their active
		 status. The CRC should also inform the clergyperson of the steps required to return to active status in the future (¶352).
– Committee membership shall ensure racial, ethnic and gender diversity.
– The CRC members and chair may participate in any BOM interviews, deliberations or votes regarding membership
		 (provisional or full) – even if a matter before the BOM eventually may be referred to the CRC for a fair process hearing.
– The CRC chair manages any recommendations for involuntary status change through an administrative fair process
		 hearing (¶361).
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• A summary of the status change processes is available in the Conference Relations Changes Chart posted on the BOM 		
Library at www.bomlibrary.org.

Voluntary Status Changes
FORMATIONAL AND SPIRITUAL GROWTH LEAVE (¶350.3)
• Available to clergy who have served full-time appointments for at least six years
• May last up to six months while the clergyperson continues to hold appointment
Procedure
– Approved by the P/S-PRC, church council and DS

SABBATICAL LEAVE (¶351)
• Available to associate or full members who have been serving in a full-time appointment for six consecutive years or serving 		
less than full-time in an appointment that is equivalent to six consecutive full-time years
Procedure
– Clergy must submit a written request (to the BOM) that includes plans for study or travel with copies to the 			
		 bishop and DS at least six months prior to the Annual Conference session.

PERSONAL (¶353.2A) AND FAMILY LEAVES (¶353.2b)
• Personal leave is granted to clergy who decide (for personal reasons) that they are temporarily unable or unwilling to 		
continue in a ministry appointment.
• Family leave is granted to clergy who are temporarily unable to continue in an appointment because of an immediate family 		
member’s need for full-time care.
• Notes
– While on leave, the clergyperson designates a charge conference within the bounds of the Annual Conference where they
		 will relate and submits an annual report.
– Voluntary leave counts toward the eight-year time limit allowed for provisional membership.
– Clergy on voluntary leave are eligible to serve on conference committees and to vote for and serve as General Conference
		 and Jurisdictional Conference delegates.
– Voluntary leave of absence must be made voluntarily without coercion. The possibility of involuntary leave should not be
		 used to coerce or intimidate a clergy member into requesting voluntary leave of absence (Decision 1216).
– A request for voluntary leave is not permitted until any active complaints or charges have been resolved.

2 • Section 7: Chapter 26

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 7 | Conference Relationships

www.gbhem.org/bomhandbook

Procedure
– The clergy sends a request in writing to the BOM at least 90 days prior to the Annual Conference session with copies to 		
		 the bishop and DS.
– Leave may be granted by the Clergy Session upon recommendation of the BOM.
– Both personal leave and family leave shall be approved annually upon written request of the clergy member.
– Requires a majority vote of the Clergy Session for up to five consecutive years. A vote of two-thirds of the 			
		 Clergy Session is required for each year of leave lasting six or more years.
– The BOM may interview the clergy to determine the need for leave.
– Between Annual Conference sessions, leaves may be granted by the BOM Executive Committee after consultation with 		
		 and approval by the bishop and District Superintendents.

TRANSITIONAL LEAVE (¶353.2c)
• Available to provisional or ordained deacons in good standing who need to seek and secure an appointable position.
• Available to provisional elders, ordained elders or associate members who need to transition from an extension ministry to 		
another appointment or from a local church appointment to an extension ministry appointment.
• Each quarter during the leave, the clergy reports efforts to find an appointment to the bishop and BOM Executive 			
Committee.
• In the The Book of Discipline, “Transitional Leave” resides in the “Voluntary Leaves” paragraph and must be requested
by the clergy member. No other person or office has the authority to request transitional leave (Judicial Council Decision 		
1273).
Procedure
– Clergy requests transitional leave
– BOM Executive Committee and bishop approve the leave.
– A 90-day notice is NOT required to move from an appointment to transitional leave nor from transitional leave to an 		
		 appointment (¶353.3 and ¶353.11).
– Transitional leave ends upon appointment by the bishop.

ENDING VOLUNTARY LEAVE OF ABSENCE
• The clergyperson must submit a written request to the BOM at least six months prior to the Annual Conference session.
• The BOM reviews the conditions for the leave and determines if the conditions have been alleviated or resolved. If the BOM
determines that conditions have not been resolved, the clergyperson has several options.
– Clergy may choose to remain on voluntary leave of absence.
– Clergy may choose to take honorable location.
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Bishop and DS may recommend involuntary leave of absence, administrative location or involuntary retirement. 		
Administrative fair process is required in these scenarios if the request to come off voluntary leave is denied and the 		
clergy does not wish to remain on voluntary leave or take honorable location (Judicial Council Decision 689 and
Judicial Council Decision 782).

– Other actions may be deemed appropriate.

MATERNITY AND PATERNITY LEAVE (¶355)
• Shall be granted by the bishop, Cabinet and BOM Executive Committee to any clergy who requests the leave at the birth of 		
a child or arrival of a child into the home for adoption
• Compensation is maintained for no less than the first eight weeks of the leave, while the clergy’s Annual Conference relations
and health and welfare benefits remain intact throughout the leave.
• May not exceed three months
Procedure
– The clergy files a request with the P/S-PRC in consultation with the DS and sends copies to the BOM Executive 		
		 Committee at least 90 days before the leave begins (whenever possible).
– Pastoral responsibility during the leave is managed by the P/S-PRC and the DS.

VOLUNTARY RETIREMENT (¶357.2)
• Available at three different levels, depending on age and years of service (as outlined in the The Book of Discipline)
Procedure
– Requests shall be in writing to the bishop, Cabinet and BOM at least 120 days prior to the effective date of retirement 		
		 (unless waived by the bishop/Cabinet).
– The BOM makes the recommendation for retirement to the Clergy Session for approval.

HONORABLE LOCATION (¶358)
• Available at the request of a deacon, elder or associate member in good standing who intends to discontinue service in 		
appointive ministry
• Honorable location is not to be used as an alternative to filing a complaint or recommending an involuntary status change.
• Clergy on honorable location may be retired (¶358.3). Retired clergy on honorable location may qualify for pension
(Judicial Council Decision 717).
• Clergy on honorable location retain ordination credentials but surrender membership in the Annual Conference. 			
Membership certificates are deposited with the Conference Secretary.
• Clergy designate a charge conference within the Annual Conference that grants honorable location where membership will 		
be held and reports made.
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• Ministerial functions are permitted with the written consent of the pastor in charge of the charge conference where 			
membership is held.
• Clergy on honorable location must report all ministerial services performed to the charge conference, and they remain 		
amenable to the Annual Conference for their conduct and continuation of ordination.
Procedure
– Clergy requests honorable location through the BOM.
– BOM and Clergy Session ensure that the clergy is in good standing with the Annual Conference.
– The BOM recommends the motion to the Clergy Session.
– Honorable location is granted by majority approval of the Clergy Session.
– Between Annual Conference sessions, appointments as local pastors are permitted when approved by the BOM
		 Executive Committee.

WITHDRAWAL
• To unite with another denomination (¶360.1)
– Clergy must be in good standing
– Clergy requests withdrawal
– Clergy retains ordination credentials and surrenders membership credentials to the bishop or DS for deposit with the 		
		 Conference Secretary
– Clergy Session votes to approve withdrawal
• To withdraw from the ordained ministerial office
– Clergy must be in good standing
– Clergy requests withdrawal
– Clergy surrenders ordination and membership credentials to the bishop or DS for deposit with the Conference Secretary.
– Membership may be transferred to a local church
– Clergy Session votes to approve withdrawal
– When withdrawing between Annual Conference sessions, the written request and appropriate credentials are given to the
			 bishop or DS for deposit with the Conference Secretary. The action is reported at the next Clergy Session.
– The effective date of withdrawal shall be the date of the withdrawal letter (Judicial Council Decision 691).

Involuntary Status Changes
• When a request has been made for involuntary leave, the BOM shall follow the procedures for disposition of 			
recommendations of involuntary status change (¶363) and administrative fair process hearings (¶361).
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• Refer to the Checklist for Recommendation of Involuntary Status Change posted at the BOM Library
(www.bomlibrary.org) to follow administrative process and hold a fair process hearing. Details related to votes and 			
considerations for different involuntary status change recommendations are listed there as well.
• A DS shall not be present for the deliberations or the vote and shall not discuss substantive issues with the BOM or its 		
committees in the absence of the clergyperson in question (Judicial Council Decision 917).

INVOLUNTARY LEAVE OF ABSENCE (¶354)
• Requested by the bishop and the DS under two circumstances
– When a written and signed complaint is not resolved through “Supervisory Response” (¶363.2b, c), “Referral of a 		
		 Complaint” (¶363.1e) or the trial process in 90 days, or clearly cannot be resolved within 90 days
– When allegations of incompetence, ineffectiveness or inability to perform ministerial duties need to be addressed (¶364)
• Involuntary leave shall be approved annually by the Clergy Session upon written request of the District Superintendents and
shall not be approved for more than three years in succession (¶354.3).
• Notes
– When an end of involuntary leave is requested or when the BOM determines the clergy has not met the requirement to 		
		 come off leave and the leave is expiring, see ¶354.9.
– If the DS and bishop do not intend to appoint after three years, see ¶355.10.
– Involuntary leave may be requested between Annual Conference sessions (¶355.5).
• Judicial Council Decisions regarding involuntary leave:
– Decision 937 – A written request by the DS to place a clergyperson on involuntary leave of absence … does not 			
		 constitute a complaint.
– Decision 950 – Bishops and District Superintendents shall not participate as voting members in a hearing concerning 		
		 involuntary leave of absence. They may not remain in the hearing room either prior to the hearing or after the hearing 		
		 has been concluded, but prior to the issuance of a decision by the Executive Committee of the BOM.
– Decision 1156 – The BOM makes the sole determination if a clergyperson has met the stipulations required to come off 		
		 leave. Requirements cannot be added once an agreement has been reached without another supervisory process. 			
		 Involuntary leave can be requested only through the provisions listed in ¶354.2
– Decision 1216 – Voluntary leave of absence has to be made voluntarily and without coercion. The possibility of
		 involuntary leave should not be used to coerce and intimidate a clergy member into requesting voluntary leave of 		
		 absence.
Procedure
– Bishop and DS may request this status without the consent of the provisional, associate or full member and shall give 		
		 the clergy and the BOM specific reasons for the request in writing.
– The fair process for administrative hearings is outlined in ¶361.2.
– The Clergy Session must approve the recommendation by a two-thirds majority vote.
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– Pending complaints or charges should be placed in the clergyperson’s personnel file along with documentation of 		
		 relevant, subsequent actions.

INVOLUNTARY RETIREMENT (¶357.3)
• Recommended by the Cabinet or BOM without the consent of the clergyperson
• This is constitutionally acceptable but should only be used when all other options are exhausted and with extreme caution.
• See ¶357.3 for information regarding pension benefits and involuntary retirement.
Procedure
– Written notice of the intended action shall be given to the clergyperson by the BOM at least 180 days prior to Annual 		
		 Conference.
– The fair process for administrative hearings (¶361.2) shall be followed.
– The Clergy Session must approve the recommendation by a two-thirds majority vote.

ADMINISTRATIVE LOCATION (¶359)
• If the bishop determines that a deacon, elder or associate member will no longer be effective in set-apart ministry, they may 		
request administrative location without the clergyperson’s consent.
• The BOM may also make this recommendation when an involuntary leave of absence is ending and the requirements for 		
coming off leave have not been met (¶354.8).
• Notes
– Clergy on administrative location may be retired (¶359.4).
– Clergy on administrative location retain ordination credentials but surrender membership in the Annual Conference. 		
		 Membership credentials are deposited with the Conference Secretary.
– Clergy are to designate a charge conference within the Annual Conference that grants administrative location where 		
		 membership will be held and reports made.
– Ministerial functions are permitted with the written consent of the pastor in charge and P/S-PRC with approval by the 		
		 DS and bishop only in the charge where membership is held.
– Ad interim appointments as local pastors are not permitted.
– Clergy on administrative location must report all ministerial services performed to the charge conference, and they 		
		 remain amenable to the Annual Conference for their conduct and continuation of ordination.
Procedure
– When an associate or full member’s effectiveness is in question, the bishop shall complete the procedure outlined in 		
		 ¶359.1.
– If the process in ¶359.1 is completed without producing sufficient improvement, the bishop and the District 			
		 Superintendents shall send the specific reasons for the request to the clergy and the BOM in writing.
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– Alternately, if a clergyperson on involuntary leave of absence has reached the three-year limit and the BOM has 			
		 determined that the reasons for the leave have not been alleviated, the BOM shall pursue administrative location
		 (¶354.8).
– The fair process for administrative hearings (¶361.2) shall be followed for all requests.
– The Clergy Session must approve the recommendation by a two-thirds majority vote.

WITHDRAWAL UNDER COMPLAINTS OR CHARGES (¶360.3)
• Clergy who are named as respondents to a complaint as listed in ¶362.1(e) may withdraw and surrender their ordination 		
and membership credentials.
• Notes
– Withdrawal may happen between Annual Conference sessions and becomes effective on the date of the letter of 			
		 withdrawal (Judicial Council Decision 691).
– The withdrawal is reported to the Clergy Session.
– An ordained minister who withdraws under complaints or charges forfeits the constitutional right to trial (Judicial 		
		 Council Decision 691).
Procedure
– The clergy respondent requests withdrawal in writing.
– The clergy surrenders his/her ordination and membership credentials to the DS for deposit with the Conference 			
		 Secretary.
– Withdrawn under complaint or withdrawn under charges shall be written on the face of the credentials.

SUSPENSION (¶362.1d)
• When a clergyperson is accused of an offense, one of the actions that may be taken is suspension from all clergy 			
responsibilities but not from an appointment for a period of time not to exceed 90 days. With the approval of the BOM 		
Executive Committee, the bishop may extend the suspension for one additional 30-day period (¶362.1d). During the 		
suspension, salary, housing and benefits are continued and conference membership rights are retained.
• Gives the bishop and Annual Conference time to address serious accusations that may require additional conderation 		
and action while protecting the interests of the church, clergy and complaintant for a limited period of time under urgent 		
circumstances.
• Notes
– The bishop or Cabinet may not suspend a clergy member without first obtaining approval from the BOM’s Executive 		
		 Committee. Although the decision to suspend is reserved for the BOM Executive Committee, this does not mean that 		
		 the matter must wait until the next meeting of the committee or the submission of a formal complaint.
–
		
		
		

The bishop and Cabinet may request that the executive committee take immediate action through a phone conference 		
when there is a matter of urgency. In requesting immediate action, the bishop should be prepared to promptly carry 		
out the supervisory response process, and make a decision regarding a request for an involuntary status change and/or 		
whether or not a complaint should be dismissed or referred to the counsel for the church.
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Procedure
– The bishop requests recommendation for the suspension from the BOM Executive Committee.
– Upon the committee’s recommendation, the bishop may immediately suspend the clergyperson.

Procedures for Status Change that may be either Voluntary or Involuntary
DISCONTINUANCE OF LOCAL PASTORS (¶320)
• Local pastors are not guaranteed an appointment. They may withdraw from licensed ministry at their own request. They 		
may also be discontinued at the discretion of the bishop, upon written notice by the bishop or DS. If a local pastor does not 		
receive an annual recommendation for continuation of license from the dCOM or the approval of the BOM, that person 		
shall not be continued.
• Notes
– Licenses cannot be transferred from one Annual Conference to another. If a local pastor wishes to serve in a different
		 Annual Conference, that person must receive approval for a new license from the dCOM where that person will be 		
		 appointed to serve.
– Once a local pastor has been discontinued from an Annual Conference, that person may only be reinstated in that 		
		 Annual Conference through the dCOM where the discontinuance occurred (¶320.4).
– The only action required when the local pastor is being considered for an appointment in another Annual Conference is 		
		 verification of qualifications and information on circumstances relating to termination (¶320.4).
Procedure
– Voluntary Discontinuance
		

• The local pastor may retire and be recognized as a retired local pastor (¶320.5).

		

• The local pastor may voluntarily decide to discontinue service.

– Involuntary Discontinuance
		

• The bishop may discontinue a local pastor’s appointment.

		

• The dCOM may decide not to recommend the local pastor for annual continuation of license.

		

• The BOM or Clergy Session may decide not to approve the dCOM’s recommendation.

– The dCOM shall report the circumstances of discontinuance to the BOM, which in turn shall report them to the
		 bishop (¶320.1).
– The BOM Registrar shall also place a copy of the report detailing the circumstances of discontinuance in the personnel 		
		 files maintained by the conference secretary. This permanent record shall be made available to the Cabinet, the dCOM or
		 the BOM upon request if and when the local pastor is being considered for reappointment.
– Surrender of credentials – Discontinued local pastors shall surrender their license to the DS for deposit with the 			
		 Conference Secretary.
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– A notation on the receipt of credentials and when they are forwarded to the Conference Secretary shall be placed in the 		
		 local pastor’s supervisory file with a copy of the note and the original credential placed in the permanent personnel files 		
		 of the Annual Conference.

DISCONTINUANCE FROM PROVISIONAL MEMBERSHIP (¶327.6)
• Provisional members may be discontinued at their own request or by recommendation of the BOM without consent of the 		
provisional member.
• Notes
– Judicial Council Decision 917 – District Superintendents, including the DS named by the bishop to serve as a liaison to
		 the BOM, shall not be present in any deliberation or vote related to an involuntary status change, including 			
		 discontinuance of provisional membership.
– Written communication notifying the provisional member of the recommendation to discontinue and the right to
		 appeal should also include a deadline date for requesting the appeal that allows the CRC, BOM and Administrative 		
		 Review Committee to provide required notice and complete their responsibilities before the Clergy Session meets.
Procedure
– Voluntary Discontinuance
		

• The BOM should interview the provisional member to determine the reasons for the discontinuance.

		

• Include a record of the rationale in the person’s personnel file for future reference.

– Involuntary Discontinuance
		 • When the BOM recommends involuntary discontinuance of a provisional member, that person shall be advised of 		
			 his/her right to a fair process hearing.
		 • If the provisional member appeals the recommendation for discontinuance, the procedure for administrative fair
			 process shall be followed (¶361.2). If the provisional member does not appeal the BOM’s recommendation, there is 		
			 no fair process hearing.
		 • If a provisional member is not approved for full membership within eight years, the provisional membership is 		
			 automatically terminated. A fair process hearing is not required.
		 • The BOM may recommend that a provisional member be discontinued and then approved to serve as a local pastor. 		
			 Note these actions in the personnel file.
– When a provisional member discontinues or is discontinued by action of the Annual Conference, that person shall 		
		 surrender their provisional membership certificate and license for ministry to the DS for deposit with the Conference 		
		 Secretary.
– The DS should note on the credentials when they were received. The original credentials are sent to the Conference 		
		 Secretary and filed in the personnel file. Notes for when the credentials were received and sent to the Conference 		
		 Secretary are placed in the supervisory file.
– In the event credentials are not voluntarily surrendered after reasonable attempts to obtain them, the DS shall place a
		 statement in the supervisory and personnel files which confirms their absence and outlines the efforts made to
		 obtain them.
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MEDICAL LEAVE DUE TO MEDICAL AND DISABLING CONDITIONS THAT PREVENT PERFORMANCE OF MINISTERIAL DUTIES (¶356)
• Medical leave may be granted or required of clergy when they are unable to perform their ministerial work because of
medical and disabling conditions.
• Notes
– Leave may be granted or required between Annual Conference sessions.
– The BOM and Joint Committee on Medical Leave should communicate with each other about the progress of a 			
		 recommendation for medical leave as the request is processed.
– Contact the Annual Conference benefits officer or Wespath Benefits and Investments for questions related to health 		
		 insurance or disability benefits.
Procedure
– Voluntary – The clergy member may request this leave at any time.
– Involuntary
		

• May be initiated by the Cabinet without consent of the clergy

		

• The administrative fair process provisions of ¶361.2 shall be followed in the event of unresolved issues.

		 • May be granted upon reasonable and appropriate investigation by the Joint Committee on Medical Leave in 			
			 accordance with Annual Conference policies

MANDATORY RETIREMENT (¶357.1)
• Every clergy member of an Annual Conference who attains age 72 on or before July 1 shall be automatically retired at 		
the Annual Conference held that year. Those reaching 72 after July 1 will be retired automatically at Annual Conference the 		
following year.
Procedure
– Retirement requests shall be stated in writing to the bishop, Cabinet and BOM at least 180 days prior to the effective 		
		 retirement date, unless waived by the bishop and Cabinet.
– The BOM shall provide guidance and counsel to clergy as they transition into retirement (see Chapter 27).

Administrative Fair Process and Complaints
• The 2012 General Conference made substantial changes to the administrative fair process and judicial complaint procedures.
These include use of terminology, procedures for managing ineffectiveness and a more consistent, simpler process for 		
processing recommendations for involuntary status change.

• Administrative fair process and judicial complaint have been separated as much as possible. The Book of Discipline 		
defines complaint as a “written and signed statement claiming misconduct as defined in ¶2702.1.” When the bishop receives
a complaint, the procedures outlined in ¶363 are followed, and the process is mainly judicial and is managed by the
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counsel for the church. When a recommendation for an involuntary status change is received (such as administrative 		
location or involuntary leave), the procedures outlined in ¶363 are followed, and the process is mainly administrative and 		
managed by the BOM.
• Ineffectiveness is now handled solely through the procedures for administrative location. (¶359) The bishop works through 		
a process with the clergy to identify the concerns related to ineffectiveness, to develop a plan for improvement and to assess 		
if improvement has happened. If the bishop determines that the clergy will no longer be effective in set-apart ministry, then 		
a recommendation is made to the BOM for administrative location and administrative fair process is followed.

ADMINISTRATIVE FAIR PROCESS
• The BOM refers any request for an involuntary status change to its CRC, which holds an administrative fair process hearing.
(¶361)
• The CRC affirms or denies the initial request received by the BOM.
• The BOM affirms or denies the CRC’s decision.
• In the event that the BOM recommends an involuntary status change, the Administrative Review Committee (ARC) reviews
all parts of the process to make sure disciplinary steps were followed throughout the process. The ARC reports to the Clergy 		
Session before a vote is taken for final decision.
• The Clergy Session makes any final decision about involuntary status change.
• The fair process principles of ¶361 are applicable to the procedures outlined in ¶363 for the disposition of a 			
recommendation of involuntary status change.
• Goals of fair process
– To protect a clergyperson’s rights by informing him/her of sufficient details of the recommendation.
– To give the clergy adequate time to prepare and present a response.
– To enhance trust and reliance upon the church’s own process as a fair method to resolve disputes.
• The Book of Discipline cannot anticipate each and every potential situation and has, therefore, sought to provide these 		
overriding principles of fairness that are applicable in any situation.

FAIR PROCESS HEARINGS (¶361)
• The procedures outlined in ¶361 protect the rights of individuals and the church in administrative hearings.
• They shall be followed whenever there is a recommendation for an involuntary status change or upon appeal of 			
discontinuance by a provisional member.
• Refer to the Checklist for Administrative Fair Process for details regarding steps and requirements for different 			
recommendations and status changes.
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RIGHT TO BE HEARD (¶361.2a)
The bishop (or bishop’s designee) and the respondent have the right to be heard and to present their positions in a fair process
hearing before the CRC.

NOTICE (¶361.2b)
• The BOM is responsible for ensuring that all parties involved in the fair process hearing receive written information about 		
the hearing. The Book of Discipline requires that written notice be given to the respondent at least 20 days before the hearing 		
date. The BOM sends the written notice using some form of delivery that can be tracked and signed for (such as certified 		
mail, FedEx, UPS, etc.). Identical notice should also be sent in an email or letter via regular mail.
• The letter should specify the purpose of the hearing, the reason for the recommendation, a list of individuals who may be 		
present at the hearing (including those who may be present on behalf of the respondent) and the specific date, time and 		
place of the hearing. If possible, the BOM should follow up with a phone call to confirm receipt of the notice.

REPRESENTATIVE FOR THE RESPONDENT (¶361.2c)
• The representative shall be an ordained deacon or elder who is a member of the respondent’s conference.
• The representative may be present at any hearing with the right to speak.
• The respondent has the right to select (and when warranted change) the person who accompanies him/her. All persons 		
involved in proceedings are bound by confidentiality (Judicial Council Decision 972).

NO EX PARTE COMMUNICATION (¶361.2d)
• When one party or its representatives communicates with the hearing body before the fair process hearing, such 			
communication may influence that body. Any communication before the hearing should be directed to the presiding officer 		
of the hearing and not to other members of the hearing body.
• If members of either party in a fair process hearing have questions of procedure, they should be raised with the presiding 		
officer of the hearing body, not with other members of the hearing body.
• All parties must be present to hear what is being stated and have an opportunity to respond. Even if there is no influence or 		
prejudice in any ex parte communication, there may be the appearance of impropriety.
• Any member of a BOM or hearing body, when asked to discuss substantive matters in a pending hearing, must decline to
do so.

RIGHT TO RECORDS RELIED UPON (¶361.2e)
• The respondent is allowed access to any records (files, notes, documentation, letters, etc.) used to make a recommendation at
least seven days prior to the hearing. Allowing access means that the respondent shall receive a copy of any information 		
being used to reach a decision in the fair process hearing (Judicial Council Decision 974).
• If for some reason, evidence cannot be made available to the respondent, it shall not be relied upon in reaching a 			
determination (e.g., a privileged communication that the writer is unwilling to share with the respondent).
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• If the original must be viewed, the respondent should view those materials in the presence of a reliable third party (typically 		
a BOM member) to protect the respondent and the conference from any charges or allegations of tampering with and/or the
disappearance of any materials.
• Minutes shall be maintained as a record of the fair process hearing conducted by the CRC with discussion of the 			
recommendation by the BOM. All written documents submitted during a hearing shall be kept as part of that record.
• Copies of actions shall be placed in the personnel files maintained by the Annual Conference.
• Judicial Council Decisions 974 states that the respondent has a right to examine and possess a written complaint and any 		
material supporting it. Confidentiality is important but cannot be used as a reason to keep supporting documentation from 		
the respondent and advocate.

FAILURE TO RESPOND/APPEAR (¶361.2f)
• This provision is intended to avoid the situation in which a clergyperson knowingly seeks to avoid a process or proceeding. 		
Keep a clear record that notice of the hearing has been given, all attempts have been made to contact the clergyperson and 		
attempts at rescheduling have been made.
• From time to time, parties to a hearing may request a continuance or delay. The chair or presiding officer of the hearing 		
may, for good cause, grant additional time for preparation or a delay for a good cause. If the delay is for medical reasons, the 		
hearing officer should obtain from the requesting party’s treating doctor written substantiation of the medical reason for the 		
delay including an estimate of when the party will be able to proceed with the hearing. The presiding officer has to weigh the
medical concerns with a desire to have the matter heard in a timely and expeditious manner.
• If the presiding officer of the hearing believes that there is no good excuse for a failure to appear, the CRC should proceed 		
with the hearing. As part of the record, the chair or presiding officer should note all of the reasons why it is appropriate to
proceed in the clergyperson’s absence. While a hearing may proceed in the respondent’s absence, the CRC or BOM may 		
allow the clergyperson to be heard at a different time, at the committee’s discretion.

IMMUNITY FROM PROSECUTION (¶361.3)
• This protects those serving in an official role in the administrative process from having complaints brought against them.
It also ensures that leaders and other participants in the church process are allowed to proceed without fear of retribution or 		
unfair complaints by parties unhappy with the events or outcome.
• It is not a complete immunity to bringing a complaint relating to a person’s conduct during the administrative fair process. 		
Rather, it sets a high standard on a complaining party to show that the alleged chargeable offense was done in conscious and 		
knowing bad faith.

THE ADMINISTRATIVE REVIEW COMMITTEE (¶636)
• Each Annual Conference shall have an Administrative Review Committee (ARC) composed of three clergy members in full 		
connection and two alternates who are not members of the Cabinet, the BOM or their immediate family members.
• The bishop nominates the committee, and it is elected quadrennially by the Clergy Session.
• Its only purpose is to ensure that disciplinary procedures are followed throughout the process related to recommendations		
for involuntary status change.
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• Does not assess the merits of the case but simply makes sure disciplinary procedures have been followed
• May make recommendations to remedy any mistakes that may have been made in the process or may determine that any
mistakes made were harmless or did not affect the outcome of fair process
• Makes a report to the Clergy Session before any final vote is taken regarding a recommendation for involuntary status
change
• Has the right to retain confidentially a confidential and complete record of the matters it reviews

COMPLAINT PROCEDURES (¶362)
• Whenever clergy members of an Annual Conference are accused of violating the sacred trust granted to them in licensing,
commissioning, ordination or conference membership, their credentials and conference membership shall be subject
to review.
• This review shall have as its primary purpose a just resolution of any violations of this sacred trust.
• BOM Responsibilities
– The bishop shall notify the BOM chair when the supervisory response is initiated (¶362.1b).
– The BOM Executive Committee may need to respond to a request for suspension.
– The BOM and CRC may need to process a request for an involuntary leave of absence if time is needed to process the
		 complaint.
• The complainant (the one filing the complaint) and the respondent (the one against whom a complaint is filed) shall receive,
in writing, an account of the process that will be followed (Judicial Council Decision 974).
• The supervisory response by the bishop begins upon receipt of a formal complaint (¶362.1) and may last up to 90 days
(¶362.1e).
• A complaint must be a written and signed statement claiming misconduct as defined in ¶2702.1.
• The bishop or DS may file a complaint.
• Supervisory Response (¶362.1a, b)
– The bishop manages the supervisory response and investigates allegations before deciding how to respond to the 		
		 complaint.
– The complaint is treated as an allegation during the supervisory response period.
– The respondent may have someone accompany him or her to any supervisory response meetings.
– The bishop may choose to include a third party mediator, the S/P-PRC, superintendency committee or other 		
		 experienced committees or persons who may be helpful.
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JUST RESOLUTION (¶362.1c)
• A process for just resolution may begin at any point in the supervisory, complaint or trial process and is not an 			
administrative process or judicial proceeding.
• Any just resolution agreement must satisfy all parties, and a written statement of the agreement must be signed by all parties.
• A just resolution agreement is the final disposition of the related complaint.
• Resources are available to assist the bishop and Annual Conference in negotiating a just resolution in a complaint.
• If complaints involve sexual misconduct, the General Commission on the Status and Role of Women can provide assistance 		
and information.
• For general conflict mediation, JustPeace Center for Mediation and Conflict Transformation is one source of support. The
mission of JustPeace is to prepare and assist United Methodists to engage conflict constructively in ways that strive for 		
justice, reconciliation, resource preservation and restoration of community in the church and in the world.

GENERAL CONSIDERATIONS
• Avoid intimidation of the complainant by the clergy or friends of the clergy. For the complaint process to function properly, 		
the complainant must feel safe and be safe from any intimidation or pressure.
• The bishop and/or DS should tell the respondent and complainant not to have any contact with each other (in writing, in 		
person or otherwise). If either party attempts contact, the other should decline and promptly inform the DS, the advocate or
the counsel for the church.
• There may be instances in the complaint process in which a controlled communication may be desirable (meeting with
advocates and counsel to present mediation) but there should be no contact without third parties being present to monitor
the interaction.
• The Book of Discipline emphasizes the importance of efforts to achieve reconciliation and a just resolution of
complaints. The parties to proceedings must abide by these directives, but this does not mean that forgiveness and
reconciliation will end a complaint process, nor mean that no penalty should be imposed on the respondent.
• Reconciliation at the supervisory level may result in an end to the matter if the bishop believes that the clergyperson is fully
fit and able to continue in ministry. The bishop may decide at this time not to proceed with the complaint. However, if the
allegations are serious enough and the bishop believes the clergy is not fit to stay in ministry, then even if the complainant
forgives the clergyperson, the bishop may still forward the matter as a complaint regardless of consent from the complainant 		
or respondent.
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Retirement Planning and Relationships

For more information, contact the relationship manager (conference liaison) for your conference at Wespath Benefits and
Investments (formerly General Board of Pension and Health Benefits) or GBHEM’s Executive Director of Candidacy and
Conference Relations at candidacy@gbhem.org or 615-340-7374.

Retirement Planning and Relationships
The BOM, along with the annual conference Board of Pension and Health Benefits (CBPHB), has responsibility for assisting
clergy and spouses as they prepare for retirement. This responsibility includes pre-retirement counseling, providing guidance as
clergy transition into a new relationship with the annual conference and assisting with the organization of groups to support
clergy during retirement. (¶358.4)
The BOM and the CBPHB may relate to the Annual Conference Association of Retired Ministers or similar organizations.
BOMs shall take the initiative to assist retirees in establishing organizations if they do not exist.

BOM Relationship to Retired Clergy and Spouses
For many Annual Conferences the most visible reminder of this relationship is at the Annual Conference session when retired
clergy and spouses are recognized. Many boards take an active role in planning this event, holding a dinner for the retirees and
printing a program listing service to the church. However, many retirees may feel rather ignored by the church after this last
recognition.
The Book of Discipline requires a liaison to retired clergy in the conference (¶635.2k). GBHEM requests the name of the
retired clergy liaison. A retired clergy on the board can take care of the needs and concerns of retired clergy and spouses by:
• Meeting with representatives from the retired clergy association, Cabinet, BOM and CBPHB to identify concerns and
resources, to coordinate a conference response
• Keeping retired clergy, spouses and surviving spouses up-to-date with current pension, social security and health insurance
information
• Inviting retired clergy and spouses to participate in district events
• Ensuring the availability of continuing education for retired clergy
• Developing a structure to enhance creative and productive use of the retirement years
• Surveying retired clergy and spouses on a quadrennial basis to discover their concerns and needs and their desires for
serving in the conference
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Ideas for BOM Consultation and Support
• Identify a BOM member to serve as the retired clergy liaison.
• Establish a cooperative relationship between the BOM and Wespath Benefits and Investments. Your conference benefits
officer will know the Wespath liaison or relationship manager who is assigned to support your Annual Conference.
• Create and/or encourage participation in an Annual Conference retired clergy and spouses’ association.
• Post current information on retirement issues, volunteer opportunities and job opportunities for clergy and their spouses on
the conference website.
• Encourage local churches to plan a yearly retiree day.
• Develop a clergy/spouse volunteer talent pool to be available to both church and community.
• Foster multigenerational dialogue between youth/young adults and retired clergy/spouses.
People are living longer and healthier lives. Clergy often identify with their active role in the church. Retirement can
significantly affect clergy’s identity and self-image. Retirement is a transition, not termination, in ministry. Some clergy may
feel as though retirement is a rejection of their call and vocation.
An initial step in an effective program is for the BOM members involved in pre-retirement assistance to articulate and model a
theological understanding of retirement. Sometimes the ambivalence of BOM members about their own retirement can block
development of an effective and helpful program.

Basic Considerations for a Pre-Retirement Planning Program
If your conference does not offer pre-retirement seminars, this list and the proposed seminar models at the end of this chapter
can be a starting point. Consult with your CBPHB to develop a program and let Wespath know of your resource needs as
you begin planning. Wespath has benefits education personnel who will participate in seminars. Wespath will also assist with
communications materials and provide benefit projections for those registered for the seminar.
• Clarify responsibilities of the BOM and conference BPHB.
• Include retired clergy and spouses to draw upon their experience and those within five years of retirement to address
questions they face.
• Include clergy and spouses in all planning. Survey those approaching retirement to learn their questions and identify areas
requiring more information.
• Balance presentation time between practical considerations, such as pension, housing and health insurance concerns, and
less tangible areas, such as psychological, spiritual and theological reflection on aging and retirement.
• Contact the Social Security Administration at www.ssa.gov/agency/ask-for-a-speaker.html for a speaker on Social Security
retirement benefits.
• Your conference or area foundation may be able to provide a financial planner, investment advisor or estate planner, or to
recommend a fee-based financial planner or investment advisor, to present at seminars. A fee-based planner or advisor will
usually provide more objective information than someone who has a product to sell.
• Consider holding the same event at different locations.
2 • Section 7: Chapter 27

Copyright © 2016 by the General Board of Higher Education and Ministry of The United Methodist Church. All rights reserved

SECTION 7 | Conference Relationships

www.gbhem.org/bomhandbook

• Consider midlife seminars for clergy and spouses 10-15 years from retirement; include financial planning for retirement.
• Consider early-career seminars for clergy and spouses in their first 5-15 years of ministry. Include personal financial planning
concepts, debt management and techniques for saving for retirement. Retirement planning can never start too early.
• Helpful items least often included or given little attention:
– Biblical-theological reflection on aging and retirement
– Spiritual growth in retirement
– Retired clergy ethics, how to build new kinds of relationships to a local church and its pastor, how to relate to the 		
charge conference
– Wellness approach to health in retirement years
– New careers, hobbies, volunteerism in retirement
– Managing new roles and personal time for clergy and spouse
– Preparation for the loss of a spouse
– Inclusion of diaconal ministers and other lay church professional workers
• Consider inserts in conference mailings that raise financial planning issues.
• Consider an annual conference display to publicize pre-retirement seminars and encourage planning early for retirement.
• Evaluate each seminar and use the evaluations in planning future events.
The BOM works with candidates and clergy throughout their ministry – from recruitment, application, evaluation of
membership, conference relations decisions and retirement. As clergy transition from active to retired status, the BOM has the
opportunity to support clergy in managing and thriving in this stage of ministry and life. The Annual Conference and general
church have many resources for supporting BOMs as they development and implement a holistic, meaningful program of
transition and ongoing support for retired clergy.

Appendix: Seminar Models
ONE DAY PRE-RETIREMENT SEMINAR
9:00 a.m.

Introduction and Purpose: A retired clergy and spouse

9:15 a.m.

Are You Planning to Live the Rest of Your Life?

				

Psychological Development Stages, Sexual Relationships, Family: A Pastoral Counselor

10:15 a.m.

Break

10:30 a.m.
			

Financial Planning: A Certified Financial Planner® who is familiar with clergy financial and tax issues, or 		
Wespath benefits education staff

12:00 p.m.

Lunch

1:00 p.m.

Investments: A bank officer or local financial advisor

2:15 p.m.

Social Security and Medicare: Social Security Administration representative or Wespath benefits education staff

3:00 p.m.

Break

3:15 p.m.

Pension Plan: Conference or Wespath representative

4:15 p.m.

Health Insurance: CBPHB representative

5:00 p.m.

Adjournment
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AN OVERNIGHT PRE-RETIREMENT SEMINAR
First Day
11:00 a.m.

Arrival

12:00 p.m.

Lunch

1:00 p.m.

Welcome and overview

1:15 p.m.

Social Security and Medicare

2:00 p.m.

United Methodist Pension Program benefits

3:00 p.m.

Financial investment programs and legal concerns; estate planning

5:00 p.m.

Dinner and free-time

7:00 p.m.

Budget planning

Second Day
7:00 a.m.

Breakfast

8:15 a.m.

Devotions

8:30 a.m.

Personal adjustment in retirement years

9:30 a.m.

Housing options

10:30 a.m.

Health and medical care

11:30 a.m.

Evaluation and closing worship

12:00 p.m.

Lunch and departure
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