Called Staff/Training/Support Staff
 

There are three parts to this report.

1. Called Staff Cross Ref
CP1 How do you find those who serve as pastors and teachers?
Through a national-wide full search process.
CP2 How large is the search committee?
Can vary. Typically 9 or 10. (Jim and Joey's committees had 10
each, Sandy's had 9.)
CP3 How are they selected?
The Executive Council appoints a search committee guided by the
recommendation of the moderator.
CP4 Do they receive any training?
They are trained by the associate conference minister (now the Rev.
Dr. Kwame Osei Reed, an African American). Typically 1-2 sessions.

CP5 EEO and affirmative action training?
Yes.
CP6 How are decisions made? Is there any guidance as to duties,
responsibilities and expectations?
The UCC publishes a detailed manual called the "Green Book" to help
guide search committees. The manual offers suggestions on every step
in the search process, including checklists of tasks to be
accomplished. Each committee determines for itself how to make
decisions, but usually it is by consensus.
CP7 Are they in writing? May we have a copy?
The "Green Book" is available from the Conference office.
CP8 How are potential search committee members
selected/appointed/elected?
The moderator consults widely within the congregation and with the
ministerial staff in order to recommend a committee which is broadly
representative of the congregation. Attention is given to such
factors as gender, race, age, sexual orientation, length of
membership, faith journeys, and sensitivity to congregational needs.
The last search committee included 5 men and 4 women, of whom 2 were
persons of color, 1 a lesbian, and 1 a youth.
CP9 How are nominees for call identified?
The Conference office sends us the profiles of candidates who have
expressed interest in our position or who the office believes might
be appropriate. The committee reviews and rates all of the profiles
against a set of previously determined criteria, has the Conference
office send our profile to the candidates deemed most promising, and
then engages in a process of telephone interviews, reference checks,
and on-site visits to determine the best ones. Ultimately, 2 or 3
candidates are invited to visit the church for extended interviews
with the committee and staff; and the committee then selects the one
to recommend to the congregation.
In principal the Conference office can do some filtering of the
candidates, but it is UCC policy that any candidate who insists will
have his resume provided to the church.
CP10 How do you ensure all submitted profiles are circulated?
As profiles are received, they are logged in and numbered
sequentially, copied, and distributed to all members of the search
committee.
CP11 Are persons of color encouraged to apply for predominantly
white churches or governing bodies? What about the reverse?
Yes. Our profile makes clear our openness to all candidates.
CP12 Is there any attempt made to mentor those who have or are
excited about cross-cultural calls?
Yes. Rev Jim Todhunter has been a mentor to an African American
woman, and has encouraged her to seek an appointment in predominantly
white churches.
CP13 How does the denominational staff work to promote
opportunities for persons of color in church/association/conference
positions?
Waiting for a response from Kwame.
CP14 What efforts are made to ensure that the pool of potential
applicants includes persons of color/other cultural/ethnic positions?
Waiting for a response from Kwame.
CP15 What efforts are made to educate the constituency about the
differing gifts of persons of color/other cultural/ethnic traditions
and how they might expand/enlighten the worship and work of the
church?
No effort is made as part of search and call process.
CP16 How are those eligible for service made aware of the
opportunity to serve?
Through advertisements in the UCC monthly job listings, informal
contacts, and targeted mailings. For instance, in our most recent
search special inquiries were sent to UCC ministers listed as
certified in Christian Education.
CP17 How are vacancies communicated?
Same.
CP18 What alternative advertising or other search resources do you
use?
How often?
We use the UCC Christian education network when we are searching for
called staff.
CP19 Is there a formal policy that governs the establishment of
the search committee? The CCC Constitution states: "Minister shall
be called for an indefinite time by a two-thirds vote of a called
meeting of the church. When a vacancy occurs, the Council shall
appoint a committee which, after seeking the guidance of the Divine
Spirit, shall, with the cooperation of the ministers of the
conference and others, make a canvas of available ministers, select,
recommend, and introduce to the congregation the one who appears to
be the best qualified, and at a church meeting propose that a call be
issued. (Article XII, a)"
CP20 Is there a formal policy that governs the make up of the
search committee?
No, but we try to make sure that the search committee is
representative of the church.
CP21 Is the search process addressed in the by-laws or
constitution of the denomination
conference/association/board/committee?
Yes at the level of CCC.
A Question for Kwame at the conference and national level.

 
2. Program & Staff Cross Ref
PS1 Is there an affirmative action process governing the
employment of program and support staff in the
denominational/conference/association/boards?
Currently the Personnel Committee is in the process of reviewing a
draft of the Personnel Policies and Procedures (PPP). In the PPP
there is a section on affirmative action. The process of finalizing
the PPP will take many steps.
PS2 Is the process in writing?
See PS1
PS3 Part of the constitution/policies & procedures?
Not at CCC.
PS4 What efforts are made to educate the constituency about the
differing gifts of persons of color/other cultural/ethnic traditions
and how they might expand/ enlighten the worship and work of the
church?
Nothing formal. This is frequent topic of conversations, sermons,
etc, as well as part of Y-GELI and youth programs.
PS5 Where and who widely do you advertise vacancies?
We don't.
PS6 Where do you go to reach communities of color and persons of
other ethnic cultural/backgrounds?
We don't.
PS7 With whom in the business of providing potential employees do
you have relationships?
No one. The cleaning company is minority owned.
PS8 Are they minority owned/operated?
See PS7.
PS9 Can you share resources/provide lists of employment services?
N/A
PS10 Are they active in supporting the employment of persons of
color/other ethnic/cultural backgrounds?
N/A
PS11 Have you assessed the actual response to the advertised
vacancies?
N/A
PS12 What was the actual make-up of the pool of applicants?
N/A
PS13 What was the make-up of the final pool of applicants?
N/A
PS14 What opportunities do you provide to program and support
staff for continuing education/training/mentoring?
Policy is being developed in the PPP document.
PS15 Are training budgets/opportunities equitably shared between
the called or appointed staff and program and support staff?
Yes for the ministerial staff. Don't know for the administrative
staff.
PS16 How do ensure equity and just allocation of:
Salary and salary increases?
Benefits and benefit costs?
Job security?
The Personnel Committee does an annual review and comparison of
similar positions at other churches. For benefits and benefit costs
we also do a comparison with other churches and denominations.
The Trustees make the final recommendations.
PS17 NO QUESTION
PS18 Is the promotion process open and based on objective criteria?
No.
PS19 Are promotion opportunities openly and broadly communicated?
N/A
PS20 Do program and support staff and called/appointed staff
receive regular evaluations? How often?
We are currently in the process of reviewing the policies. Currently
evaluations are done every three years.
PS21 Who does the evaluation?
Currently the Personnel Committee members but possible changes are
coming to include other members of the congregation.
PS22 If the evaluations are preformed by a committee, how is that
committee selected?
Currently the committee is chosen according to the bylaws of the
church with an annual nomination process.
PS23 How often do they meet?
Monthly.
PS24 Has the evaluation process been reviewed for cultural, racial
and ethnic understanding?
Personnel Committee is in the process of reviewing the entire process
of evaluations.
PS25 If they are in writing, would you please include a copy of
your evaluation format and procedures?
Once these are finalized the Personnel Committee will be happy to
give a copy.
PS26 Would you like some technical assistance in developing and or
reviewing your processes?
No, not at this time.

3. Training Cross Ref
T1 Have members of the Board/Staff committee members/councils
had any of the following types of training?
Please enter the date and for each of the training events provide a
brief description of the training. Include:
How provided the training?
How long did it last?
How often was it available?
How was it funded?
Did the participants find it worthwhile?
T2 Anti-racism.
Several trainings:
May 2004. Open to the whole church.
Trainers. Nathan Harris, Jim H.B., Art Waidman, Vivian Weeks
This was paid for by a combination of CAC funds, CCC funds, and by
the participants. Everyone found it worthwhile.

September 10-11 (Executive council retreat).
Trainers: Jim H.B and Delilah, Nathan Harris.
Paid for by Executive Council funds.

September 22 Anti-racism training.
Trainers: Jim H.B and Delilah, Nathan Harris.
Church funds.

T3 Diversity
None
T4 Becoming multi-racial
None
T5 Becoming multi-cultural
None
T6 Open & Affirming
This effort took place in 1995. In some sense it grew out of an
earlier effort when the church voted on approving the ordination of
Ann Holmes, a UCC clergy who happened to be lesbian, as a chaplain at
St. Elizabeth's hospital.
The O&A process took many months, and allowed time for study,
reflection, conversation, study, reflection and then a final CCC
Congregational vote. The O&A committee continued to lead an active
existence for many years after the decision to become an O&A church
was made.
The O&A designation appears in our mission statement and on our web
site.
T7 (Other) Just Peace
This Initiative grew out of the Bridges for Peace Program in the
early 90s. There was an approximate 6-month study period including
bible study, speakers and church meetings. The central idea was that
to achieve peace, you need to have justice. We used materials
provided by the conference. The Just Peace Covenant is renewed annual.
The O&A designation appears in our mission statement and on our web
site.
T8 Has there been an evaluation of the quality of the training?
Not formally, but look at the results for T6 and T7.
T9 What were the long term effects or changes in practice due to
training?
People of different sexual orientations feel comfortable at CCC. Two
of our called staff are homosexual.
T10 What practical steps were taken or changes implemented as a
result of the training? See T9.
T11 Were there any attidudinal or systemic changes that could be
attributed to the training?
See T9.
T12 Has there been any systematic or formal
evaluation/assessement of any changes or effects due to training?
No.
T13 Do you have any copies of the training materials?
Please provide a copy.
The copies of the anti-racism training are available from the leaders
of the task force. The other training was done a long time ago, and
the material is no longer available.
T14 Would you or your Board/Staff committee members/councils like
to participate in anti-racism training?
Not necessary at this stage.
T15 When?

We felt that there were a variety of experiences of the church that
didn't quite fit the mold of "training", but were none-the-less quite
important. These included:
• Partnership with the Ingraham church in the 60s and 70s. This
was a predominately Afro-American church, and this program included
things like pulpit exchange, choir exchange, joint programs.
• Faith Church 88-95. Similar to Ingraham.
• Joint programs with First Baptist Church of Silver Spring 94-
96. This is an integrated church in downtown Silver Spring.
• Lily Endowment program to promote leadership training for
youth. This involved experiencing different styles of worship, trips
to Lancaster seminary and England.
• Y-GELI program. This is a joint program with Heritage and
Little River churchs. In 2003 this program included a trip to a
native American reservation. In 2004 this included a trip to the
World Council of Churches and Taize, France.
• Sponsoring two of our youth to attend the UN youth conference
in South Africa in 2002.
• Supporting the kids opera program at New Hampshire Estates
Elementary School and the Sharpe program at Blair.
One of the church members we sought for input had this to say:

I think church, Board or program decisions, positions on items/
statements, and programs we are involved with or support, are
directly related to the Just Peace and O&A statements. Both O&A and
Just Peace have been woven into the Christian Education (Adult,
Children and Youth) programs - OWL program, Adult education topics,
book club selections, Y-Geli etc.

Again, not formal evaluation criteria, but reflects how we have
embraced O&A and Just Peace and integrated the concepts throughout
our CCC life.

Summary Report
1. Discoveries of Strengths and Weaknesses. What has been
institutionalized?
A. For the support staff a new Personnel Policies and Procedures
manual is being put together which has a discussion about affirmative
action, etc.
B. Many of the leaders of the church participated in the anti-
racism training and workshop. One of the sessions was open to all
church members, and there was a turnout of about 20, roughly 10% of
the people who attend church on a regular basis. Another session was
conducted at the executive council retreat, again involving about 20
people. The anti-racism task force includes a similar number of
members. The participation in these various groups is indicative of
the interest in being anti-racist
C. The Open & Affirming initiative can serve as a useful model
for the anti-racism initiative. 10 plus years after this initiative
it is clear that this is an important part of the fabric of our
church. There are many openly GLBT members of the church, and two of
the called staff are G&L. This has the important effect that children
in the congregation do not grow up to be homophobic.

2. Possible Action Steps to remedy areas of concern and building of
an Anti-Racist/Multi-Cultural Faith Community. How we might make
significant changes, educational and organizational activities that
will enhance our goals.
A. Again, the O&A and just peace initiatives can serve as
models. These included speakers, workshops, as well opportunities for
discussion and dialogue. It is important for the congregation to buy
into this initiative if it is succeed. Of course it may be
unrealistic to have 100% participation, but you need to have a large
majority of the congregation agreeing with the thrust and goals of
the initiative for it to succeed.

3. Unanswered Questions and Concerns to be considered for our future.
A. What changes must CCC make to become anti-racist/multi-
cultural? In many ways these promise to bigger changes than becoming
an O&A church.
B. Are these changes the congregation is willing to make?
C. What exactly does it mean to be anti-racist/multi-cultural?
D. Why isn't the church more reflective of the community as a
whole? What are the unseen barriers that make people from different
cultures feel unwelcome?

4. In your work as a team, are some possible core values [things
that are a Must for our Faith Community and it's journey] in becoming
an Anti-Racist/Multi-Cultural church.

CCC has several important core values:
A. Tolerance of other points of view.
B. Respect for individuals.
C. Willingness to take risks, as evidenced by the embarking on
the building campaign.
D. Emphasis on decisions by consensus, rather than fiat.

