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Introduction

This pilot study was commissioned to investigate whether a reflective practice group for curates from
Global Majority Heritage (GMH) and Minority Ethnic (ME) heritage would be beneficial. The Church of
England has evidenced a disproportionate number leave ministry during or shortly after their curacy, often
following experiences of work-related trauma, racial marginalisation, or inadequate support. Across a
number of diocesan contexts, concern has grown regarding the retention of minority ethnic curates,
particularly those who do not complete their curacy or who leave ordained ministry altogether. This
research aims to explore whether a structured reflective intervention can provide meaningful support and
improve ministerial wellbeing and retention as well as building on the understanding of factors contributing
to this worrying pattern. The issue has significant implications for individual clergy, diocesan structures, and
the wider life and witness of the Church.

Previous research has highlighted this concern. Smith (2015) questioned the scarcity of both minority
ethnic curates and training incumbents within the Church of England and called for further research into
the experiences of ethnic minority clergy and the factors affecting their recruitment, training, and
retention. More recently, the Archbishops’ Commission for Racial Justice highlighted continuing patterns of
racial inequality within the Church. Its December 2024 report states:

“Attitudes based on racial prejudice can have no place in the life of the church. However, the evidence
shows patterns of behaviour within the church that privilege some and disadvantage others are still
widespread.” Archbishops’ Commission for Racial Justice (2024)

This study builds upon these concerns by examining the lived experiences of GMH and ME curates, why the
problem has persisted and what forms of support might enable them to flourish in ministry rather than
leave it prematurely.

This study investigates the impact of the pilot intervention. It explores participants’ lived experiences
before, during, and after the reflective process and evaluates whether collective reflective practice can
serve as an effective pastoral and professional support mechanism. A reflexive thematic analysis
methodology was employed to examine participants’ experiences. Data were gathered through pre-
intervention focus groups, semi-structured questionnaires, six facilitated reflective practice sessions, and
post-intervention focus groups. This design enabled participants to articulate the challenges they had
encountered in ministry and to reflect on whether the facilitated group process contributed to healing,
resilience, vocational confidence, and healthier engagement with ministry.
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The findings of this study contribute to the growing body of evidence concerning racial justice, clergy
wellbeing, and pastoral supervision within the Church. They also provide a foundation for
recommendations regarding cultural formation, reflective practice, pastoral supervision, and institutional
support for GMH and ME clergy at diocesan and national levels.

Literature Review

A review of literature within the church shows that many studies have examined the relationship between
curates and their training incumbent (Smith, 2018; Smith and Francis, 2011; Francis, Robin & Jones, 2021).
This problem appears to have persisted over time. One wonders why some of these remain unresolved. The
problems identified in the findings, as discussed in this section of the report, are varied and deep.

In seeking to understand curacy and the formation process, the handbook for curates has defined it as, “A
time-limited training post with common tenure that gives the Curate the opportunity to demonstrate their
suitability to be considered for an assistant role or incumbency (or equivalent), both with common tenure.”
(Handbook for Curates Training) This document gives details of expectations and major aspects of curacy.
However, the entire process is challenging enough for those who have grown and are familiar with the
system. It is even more challenging for those from other traditions, cultures, or communities. When the
handbook defines it as a time when the curates demonstrate their suitability to be considered for an
assistant role, who determines the suitability? Does it lie within a group of people or just an individual?

While describing curacy as a strange time, Smith adds that it comes with its own discipline for those who
already have proven experience and useful gifts. These people are required to undertake academic study
and serve as trainees under the guidance of a training incumbent. He adds that, “In almost no other
professional spheres are the same people asked to be mentors and assessors. This requires great grace and
wisdom on the part of both Curate and Incumbent.” (Smith, 2015, 9)

This is not only a potential problem, but a reality within current research. The respondents in this research
have found themselves being mentored and assessed by the same person. Some have expressed a sense of
injustice, as their entire career was left at the mercy of one person whose opinion could be subjective
depending on many factors. Smith also raised real issues within it (2015). The training incumbent serves as
assessor and mentor. This is dangerous when there are genuine disagreements about the future of the
curates.

Curacy in this context is a two-phase process. The first is the academic process, which is accompanied by
the placement. This study focuses on the second phase: placement. Notably, St Luke's has observed that
many from minority ethnic communities do not withdraw during their theological formation but are more
likely to do so during curacy (placement). If they can withstand the rigour of their academic work, it
suggests the problem may revolve around relationships within the curacy.



Some previous studies sought to understand the relationship between curates and their Training
Incumbents (Smith 2015, Smith & Francis 2011, Tilley et al, 2011). These findings, while not specifically
addressing why minority ethnic curates withdraw from placements, shed further light on the challenges
observed in these relationships.

Nature of the Relationship between Curates and Training Incumbent

While one cannot describe the relationship between training incumbents and curates as collegial, it seems
that is what it was meant to be. Some of the curates have come through ministry in various forms. Some
curates have trained as ministers, but because of specific church requirements, they have had to retrain.
This seems to put them on par with the training incumbent who happens to be their supervisor on
placement.

Smith argues that this is not realistically the case in many instances. According to him, “The training
incumbent/curate relationship is unique. . .. It is therefore a very close relationship and yet it is decidedly
unequal. The training incumbent is granted all the power (to pass or fail the curate) and is as permanently
in post as s/he chooses, while the curate, except for the Ordained Local Minister, is temporary, just passing
through.” (Smith, 2015, 348)

If this is generally the case, it implies that the training incumbent has the power to decide whether to
accept the curate at the end of their training. What happens if the relationship is strained for whatever
reason? What happens when other unlikely factors, such as biases, affect the relationship? What happens
when the curate disagrees with the training incumbent in areas that may be legitimately correct? It also
implies that those who may be seen as threats could be prevented from passing the process. This then
would be unfair to the curates.

Smith further argues that “There are a lot of unhappy curates, and this study suggests that many of them
feel that their concerns are not being addressed at diocesan level.” (Smith 2015, 341). If this is the case in
general, what happens to those with other challenges, such as cultural and racial differences? These
differences may be misunderstood and misinterpreted. It then poses a challenge to both. Smith balances
his findings by adding that the training incumbent also felt aggrieved by the challenges they face regarding
curates. This calls for further research to determine the current relationship and balance it against the
curates' findings. (341)

Similarly, the study commissioned by the church led by Dr Ling confirmed aspects of Smith’s findings.
According to the report, because the church values clergy formation, the continuity of its leadership and
mission, the role and resources of the training incumbent should be continually reflective (Ling, 2017). This
speaks to the impact of the training incumbent's role in supporting curates through their formative years.
According to the report, “When this element of supervision, training and formation goes wrong it impacts
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enormously on individuals, the church, and our impact on the world.” (Ling, 2017). Such a recommendation
raises questions such as: what has been done over the years? Have there been actions taken, and what has
been the impact of such action?

Specific Call for Clergy from other Groups

In separate research, Smith and Francis observed the scarcity of non-white British curates and training
incumbents. In their call for inclusion, they stated.

“This research also highlights the dearth of non-white British curates and training incumbents. . .. Again,
few as the non-white curates are in number, the total of non-white training incumbents is even fewer.
There is surely scope to be proactive about this and ensure wherever deemed necessary any newly
ordained minister from an ethnic minority background is afforded a training incumbent of similar origin.
Recognizing this may not always be practical, it may be at least an ideal to be pursued.”(342-3)

These findings and the advice were timely. One wonders if any work has been done around this as well.
There are certainly non-white curates. That is the reason this study is being done. However, the same study
does not include the research around non-white training incumbents. So, one may not have that report. It
is worth taking seriously and implementing.

Meanwhile, with reference to the increase in curates from the minority ethnic communities comes the
challenges that have been observed within the church. These include racial discrimination and challenges in
working with locals. This is highlighted as the take-off point for the current research. It indicates that in
December 2024, the Archbishops’ Commission for Racial Justice’s report describes, “Attitudes based on
racial prejudice can have no place in the life of the church. However, the evidence shows patterns of
behaviour within the church that privilege some and disadvantage others are still widespread”.

This seems like an indicator to the effect that racial prejudice is a problem within the church, and possibly
in the relationship between training incumbents and curates, among others. While there may have been a
follow-up to this report and the necessary action taken, the problem seems to remain within the
community of faith; in this study, it feels intense.

The crucial question the church needs to address now is what should be done and how that would impact
the relationship between the curates and their training incumbent. Previous reports indicate this has been
a long-standing problem that has worsened rather than improved, so decisive action is needed. This would
include both previous and current suggestions. How does the church practically implement the
suggestions? What are the criteria for measuring the results? Together, these would help produce the
needed change.

On the flip side, while this study does not focus on the needs or challenges that training incumbents may
face with ordinands, it is important to highlight some of Smith's findings. He argues that some of the
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challenges confronting training incumbents include the pressure they experience as they combine their
already busy schedules with accommodating and supervising curates (Smith, 2015). While this is voluntary
and a call to service by the church, he suggests that they could be given incentives or remuneration for this
service. According to them, “Training incumbents are hard-pressed volunteers; their commitment is already
evidenced by the fact of their taking on the training mantle in the first instance, a commitment that is
seriously maintained through the entire training period in most cases.” (Smith, 2015, 340)

This may inadvertently affect the curates in training. The church's leadership should look into it. Smith
addresses the immense pressure training incumbents face. As someone who has been there, he wrote
from a place of involvement. Could this be a significant part of the challenge that needs to be addressed?
While this does not excuse implicit or explicit biases, do trainers take out their frustrations on those who
work closely with them? These are questions that need addressing. It is important to understand the
pressure that training incumbents face to address it.

Methodology

This study employed a reflexive thematic qualitative research methodology to obtain and analyse data from
curates across different dioceses within the Church of England (Campbell et al, 2021; Braun and Clarke,
2006). The collection and analysis of data have provided insight into participants' thoughts, feelings,
experiences, and their impact on them (Sutton & Austin, 2015). The qualitative method is best suited to a
study such as this, where participants' experiences, perceptions, and thoughts are crucial to understanding
why some have left the field, and others are on the brink of doing the same.

In this pilot study, | focused on eliciting broad themes and subthemes that emerged from the participants.
Participants were drawn from different dioceses, reflecting a broad view and inclusion of voices from these
entities. This also suggests that the study's findings may apply across the church.

Ethical Considerations & Participant Recruitment

St Luke's well-being was in direct contact with the various arms of the church to solicit participation in the
study. A request for participation was sent out. Emails describing the purpose of the study, the data
collection format, and the benefits and challenges associated with the study were sent to curates across a
broad range of the church. The email also included a detailed explanation of the expectations and the
importance of research. A timeframe was given for both consideration and the final commencement of the
research. The email also included the funding sponsors. Eight curates from minority ethnic groups were
eventually selected from the fifteen who responded to the requests sent out. The respondents were drawn
from a geographical spread across England. Those who met the criteria were recruited to participate in the
study. The planning sought the consent and willing participation of the respondents.

Researchers — Instrument in Research



Qualitative research should describe the researcher’s experience with the topic being studied, as Morrow
(2005) describes. The team consisted of two main researchers who played significant roles and worked with
St Luke's, which facilitated the entire project. Rev Dr Ibidun Daramola evaluated this pilot project through a
digital comparative survey and focus groups. Findings have strengthened evidence for collective reflective
practice and provide a basis for further advocacy and future initiatives. The second researcher is Rev Kevin
Ekhoegbe, who led the reflective practice for six months. Dr Daramola worked alongside St Luke's and is a
doctoral graduate in comparative studies between minority groups and Western communities. Both
researchers are trained in their areas of expertise, which fall within the boundaries of this study. Meetings
were held among the department, the researchers, and the research facilitator at the initial stage, halfway
through the process, and at the finalisation of the research.

The Participants

Confidentiality and participant protection are central to both recruitment and the project. This research has
made every effort to protect participants' identities and the information provided. Protecting participants’
anonymity is a key consideration throughout the study. A total of eight respondents were selected from
those who expressed interest in the research; details are provided in the data collection section below. The
average time between contacting respondents and their final meeting was about 8 months. All participants
were curates between their first and second years of curacy. They also came from various minority ethnic
groups.

Research Site Data Collection and Study Rigour

Data collection began with a focus group, followed by a detailed semi-structured questionnaire. Six of the
eight participants attended the initial meeting, which the researcher conducted. Participants then took part
in six reflective practice meetings facilitated by the group supervisor; the researcher attended two of these
sessions. At the end of the reflective practice period, a follow-up focus group was held to complete data
collection, and a semi-structured questionnaire was sent. The data were collected and analysed. The focus
group discussion was audio-recorded and transcribed verbatim, which is considered important for the
analysis and interpretation of the data (Strauss & Corbin, 1998).

The focus group was structured around individuals' experiences as curates and the impact on their lives. In
addition, the semi-structured questionnaire offered respondents the opportunity to provide additional
information in a more relaxed atmosphere. The research was carried out within a high level of
trustworthiness. It ensured credibility, confirmability, reliability, and applicability. These criteria were based
on trustworthy procedures.

To ensure confirmability, the researcher met with the St Luke's research team and the AMEN team at the
start of the research, midway through data collection, and at the end. This helped ensure rigour and
establish credibility.

Applicability



The wide range of dioceses represented in this research suggests that the challenges cut across dioceses.
This, in turn, indicates that the findings apply across the church. It follows that the recommendation applies
across dioceses. The results of this study are applicable to other faculty members working through similar
challenges. Similarities exist between dioceses (Denzin, 1994; Goodwin & Compton, 2004). Using quotes to
explain themes allows the research to demonstrate the transferability of its findings. Most codes were
derived from a robust analysis of all data collected both before and after the reflective practice sessions.
Familiarity with the data meant that the codes and subcodes were inductively derived from it.

Data Familiarisation and Analysis

Reflexive Thematic Analysis was selected to analyse qualitative data collected in the pilot study. Reflexive
Thematic Analysis offers a flexible approach that can be adapted to various data types and accounts for
data complexity (Byrne, 2021). It is suited for research such as this, where the researcher relies on primary
data collected from respondents.

Reflexive Thematic Analysis is useful for summarising components of large data sets, such as those we have
from the focus group and the administered questionnaire. Listening, transcribing, reading, and rereading
the data helped me become familiar with it.

The familiarisation led to the development of codes. This, in turn, led to labels. The codes were categorised
into themes. This led to the initial round of analysis, which was subsequently developed into themes and
subthemes based on the participants' lived experience. (Braun & Clarke, 2006).

The initial themes were presented to the group from St Luke's, and the discussion seemed to agree with
previous research as indicated in the literature review above. At this stage, it was evident that several initial
codes were shared across more than one theme. This led to the second stage of data collection, which
occurred after the reflective sessions. Having identified the themes that constituted the problems, the
second half of the study aimed to determine whether reflective practice could provide a solution to the
problems that emerged from the research.

In analysing the collected data, | worked towards an in-depth development of the themes in a broad sense.
The themes were further refined, categorised, and given appropriate names as they evolved from
respondents' lived experience. | sought to ensure that the names given to the themes conveyed the sense
of information from the data collected.

The analysis led to this report. In writing the report, | identified quotes, comments, and experiences from
the transcribed data that represented the research findings. | have also related this to previous work done
at different points within the church (Braun & Clarke, 2006).

Findings from the Data Collected and Analysis.

Not everyone is bad news.



In presenting the findings, it is important to note that while the research was commissioned to investigate a
problem, and there are many problems, some also experienced a positive outcome during their curacy. The
research was initiated to understand the challenges that minority ethnic curates face at this stage of their
training. Some respondents have had good experiences, while others eventually have a better story to tell
after the initial terrible placement. This suggests that some incumbents are doing the right thing. At the
same time, while there are good ones, one difficult individual could affect people more than many others.

One respondent attesting to their positive experience said: “there have been some great godly people
around me who have supported me all through this journey.” (SL600) Another pointed out that some
training incumbents have been great for them: “So that's been my journey, but it's been brilliant for me.
I've loved it.” (SL300) Yet another respondent expressed that while the first was terrible, their present
placement is better. Their training incumbent is understanding and caring enough to establish a cordial
relationship with their incumbent. In addition, some have noted that, in some instances, the information
and challenges they face do not eventually reach the bishop, the overall leader of the diocese. While this
may be oversight in some cases, it shouldn’t be the norm.

To this effect, some respondents are grateful for the bishops' intervention when they eventually get to
listen and find genuine care and empathy. The question is why bishops are sometimes not aware of the
details of what happens to curates within their dioceses. Would this be intentional or by error? Some
respondents believe this is intentional, while others view it as a structural problem, as discussed below.

“When | met with the bishop, he said, ‘Why was | not told about this?’ So, he wasn't told about how | was
treated by the vicar. And when | started telling him, 'This is the main issue, and this is the way | was
treated.' | was abused. | was shouted at; | was treated in a very derogatory way. He apologised to me about
6 times.” (SL600) Another added, “bishops and HR. | have gone to some of them. And they are very
sympathetic. You know, they will give us time; they listen, and they'll give us time to speak.” (SL700)

While acknowledging the positive experiences that curates have had, it is worth noting that the initial bad
experiences have left indelible marks in people's lives. Many have shared their experiences so others do
not have to face the same challenges. We turn now to some of those lived experiences.

Themes and Subthemes from the Data

Two broad themes emerged from the data, accompanied by subthemes below each. The first theme is
institutional challenges, while the second is localised challenges. | have tagged the first as institutional
challenges, while the second is diocesan. What are these and how do they play out during curacy? These
are the main themes supported by their subthemes.



Institutional Challenges

These challenges have evolved from a lack of information about what to expect or how things are centrally
done in the church as an organisation, as discussed below. The first and major aspect is that curates believe
there are no uniform requirements within the church. Curates, interacting with colleagues from various
dioceses, discover that the requirements and criteria differ, some more stringent than others. This ranges
from not understanding the training requirements to shifting requirements depending on dioceses or
individual parishes.

Inconsistencies and standardisation challenges

Respondents expressed disappointment at discovering from colleagues that there are no uniform criteria
for assessing their recruitment to serve in the church. “I found out that other dioceses didn't have an age
limit. So, then why are the other dioceses having to do this?” (SL300). They reported inconsistencies in the
admission requirements, as expressed: “l didn't even need a master's to train as a priest. A diploma was the
requirement. So then why was | put through this? | was being told to do systematic theology. When | asked
for at least something (a certificate) to show that | at least did the college. | was told that | didn't follow any
academic routes. (SL300) A respondent summarised, saying “there are so many flaws in the system.”
(SL100)

While this may be understood given how the church operates as a diocesan-led episcopal government, it
becomes a greater challenge when similar issues arise within the diocese itself. “It’s about the
inconsistencies in the system that have affected me. For me, standardisation is so important. Yeah, I've
picked that up.” (SL300) The respondent further highlighted their experience by saying, “I was told that if
you want to come back to Anglicanism or the Church of England, you go to your church and speak to your
incumbent, and after 6 months, you'll be put forward. . So, when | joined and spoke to the incumbent, |
found it was rather 2 years. That was another inconsistency | met. It wasn't till years later that | found that
St Mellitus was under HTP and their System was different. (SL300)

This inconsistent information exists within the same diocese. It gets worse when a newly priested curate
combines these mixed and inconsistent messages with the struggle of settling into a new parish. At the
same time, they face the challenges highlighted below, burdened by the peculiarity of being viewed and
treated as different. They are also meant to understand other expectations that are not clearly stated, as
indicated above.

Based on my understanding of the church’s structure as a researcher, dioceses are autonomous, which
means leadership largely determines the criteria. However, it is one single church where members interact
with each other. As a result, the criteria may appear more lenient in some dioceses than others. This can be
challenging when individuals who feel aggrieved find that others seem to have things a bit easier than they
do.



It also poses a challenge when individuals in parishes, such as the priest, leaders, or incumbents, interpret
such criteria through their own lenses. If such lenses are warped or distorted for whatever reason, the
curate becomes the victim of the distortion. On the other hand, it may favour curates who fit the
incumbent's favourable perspective. This, Smith argues, is a challenge, and it poses a big decision for the
incumbent (2015). It also places the curate at the mercy of the incumbent, or whoever is the main decision-
maker, concerning their training. While committees may work around this, as indicated by the church
governance policy, | am inclined to ask: to what extent does individual influence depend on their
interpretation of the criteria?

Another inconsistency, as highlighted by the respondents, borders around the age limit. One would have
expected a national standard, as it cuts across the entire human factor. However, in some cases, some have
discovered that they are not allowed to continue their training because their age works against them, while
others of a similar age are allowed to enrol and continue. “When | started, it was the age thing. | didn't
know about the age system when | started. | found that | had it, but | started when | turned .., and that was
the cutoff point.” (SL300). Could there be a nationally accepted standard for this? If the answer is yes, how
would that be implemented, and if not, why?

Coupled with this is the challenge of academic requirements. While some were already qualified
theologians, they were required to acquire further qualifications only to discover at the end that it was not
necessary or even needed. One respondent offers insight into this. “I started hearing that there were
people there who already had Theological degrees. So, they were not doing another degree. They were
only auditing... Having gone through this unnecessary academic workload, somebody could have been
saved quite a lot of trouble by looking at individual situations rather than doing a wholesale.” (SL300)

In situations like this, if there were national standards or criteria, individuals would have known the
requirements and what was expected of them. Similarly, if there had been a shortfall in their qualifications
at that point, they would have known how to proceed. But it seems as if they were left at the mercy of
those who gave advice only to later discover that they had been misled. They felt they would have made
huge progress within the time they spent on the unnecessary detour. This then raises several questions.
Who determines the academic requirements? Why is this different from one diocese to another in the
same church, where trainees meet up and interact with each other? Has the Church considered the impact
on the morale, commitment, and relationships of trainees with their trainers, their dioceses, and the
Church as a whole? While this is the case in some dioceses, it wasn’t a problem in others. How does the
Church address this and provide a less strenuous environment for curates, regardless of the diocese?

Another area the respondents discussed was the inconsistency in reporting. Smith highlighted this in his
2015 study. He indicated the danger of the training incumbent being the only one to pass or fail the
curates. When something goes wrong in the relationship, the curate's future lies at the mercy of the
incumbent. This is a dangerous place to be, especially when one respondent's lived experience seemed to

falsely indicate a cordial working relationship. In this case, the curate believed everything was going well
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with them on the placement. In the end, the training incumbent's report failed the curate. According to
them, “l had a meeting with a bishop, and | was taken by surprise because there was a very negative report
accumulated against me. You know, it was so, so painful to hear all these things which are not portraying
my true picture. And they are completely manipulation, you know, and it was quite discouraging. . | didn't
have any sort of conflict with anyone, congregation member, either in this church”. (SL100)

Meanwhile, in one of the diocesan handbooks to curates, one of the bishops had indicated that “It is
inevitable that concerns will arise over a host of issues, large or small. Incumbent and Curate should agree
that there must be an openness to share and raise such concerns as soon as they arise, rather than leaving
them to grow into major problems. Additionally, the Area CMD Adviser may be consulted by either Curate
or Incumbent at any time.” (Guli, Diocese of Chelmsford,11). How does this translate into a practical
working document in parishes?

When situations like this occur, one is forced to ask a series of questions: Does this advice cut across the
entire church, or does it rest within this diocese alone? Does the leadership follow up to ensure that this is
done? What happens when one party fails? Who holds the failed party accountable?

This curate was meant to be on supervised training. Why were problems not flagged up and discussed
during their placement? If it turns out that there were no issues with members or the training incumbent
during the placement, where did the negative report arise from? Is there an opportunity for review and re-
examination of such a report? What happened to the years invested in the placement? What if this were a
result of biases as discussed below? Who would be responsible for investigating this and finding a solution?
Has this individual just wasted their time and years of curacy? A whole life is at stake here? What is done in
situations like this to remedy the problem and make the curate feel a part of the decision made around
their lives, and how does this impact others within the system or who may be coming into the system?

Respondents reported that another area of inconsistency is unkept promises. Some felt they were given
promises before they commenced training, only for the individual or leadership to decline, deny, or
backtrack once they were already in training. For example, a respondent reported that they had been
promised a form of support, but when they needed the support, it was not given. When they needed the
support, they were told it could not be given. “I was told that if we had a (particular need) they would help
us with (it). Then they were like, oh, no, we're just kidding. We're not going to do it. | ended up fighting that
because | was like, I've come this far. You promised me. Long story short, they only (met halfway) instead of
what was expected.” (SL200)

How does a leader joke about their promises? Was the leader not aware that the curate would take them
at their word because they believed every promise that was made? Does this leader realise that their
integrity is at stake and this may hinder the curate from trusting further promises made to them? The
implications are enormous. When trust is broken in situations like this, it introduces a crack into the
relationship that may lead to other challenges.
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A final inconsistency is the respondent being told that they are not entitled to time off or a rest period. This
falls within this section and its aspect on theological presuppositions. According to the respondent, they
were getting stressed, on the brink of a mental health breakdown due to the challenges in their curacy.
When they requested regular time for rest, a sabbath, they were told that they were not entitled to a
sabbath rest. The respondent narrates this as: “l was told by the ADO that, during training, | just needed
not take a Sabbath. | said, what, about a Sabbath? Well, during your training, you just don't take a Sabbath.
| said, " How is that even viable for us to be able to function and to be able to live healthy lives with our
families and to be a blessing to the church” (SL200)

These and other untold experiences strongly indicate that when a concept is communicated verbally, it gets
distorted from one individual to another. This is why it is important for some of these to be clearly
documented and made available to the curates. When it is in writing, and they receive contrary
information, they can discuss it with their training incumbent or take it higher to the next level. The church,
as an organisation, is responsible for ensuring that its policies and procedures are clearly communicated to
all who may require them. The church is also responsible for ensuring that people follow these policies and
procedures.

Lack of support and accountability within the broad system

Providing the needed support for staff is a basic necessity. It is more important in the church, where people
form deep, multiple relationships. These relationships can take their toll on the individual. The need
becomes greater for people who are not from that community. This is because navigating a new culture,
whether that be a broad national, city, village or church culture, needs understanding and support.

However, in this case, the individuals have not been given, nor have they been able to access, the necessary
support to equip them for the work they have been called to do. The relevant question at this point would
be: what support is being referred to here?

To define support, | intentionally consulted definitions from various dictionaries and summarised them with
my own definition. The Cambridge dictionary defines it as “to agree with and give encouragement to
someone or something because you want him, her, or it to succeed:” While the Collins dictionary defines it
thus: “If you support someone or their ideas or aim, you agree with them, and perhaps help them because
you want them to succeed.” Lastly, the Topical Bible Encyclopaedia says, “In the biblical context, the
concept of ' supports' encompasses both physical and spiritual dimensions, reflecting God's provision, the
community's role, and the believer's responsibility to uphold one another in faith and practice.”

| will define support simply as what an individual needs to succeed in the assignment given to them. These
all indicate the need for the necessary backup that will enable the individual to flourish in what has been
entrusted to them. If one interprets this definition, it implies that when the necessary support is not

12



provided, the organisation or service is inadvertently preparing the individual for failure. This calls for a
reassessment of the structures that are available to this set of ministry staff within the church. With this in
mind, we turn to the lived experience of the curates.

The respondents felt that, in some cases, there was no support at all, or that they did not feel supported.
According to one of those, “there was absolutely no support from the diocese itself. You were just left on
your own; you would not listen to me, especially because you were coloured, which was not helpful. In our
diocese, there is absolutely no support for curates. The incumbents can just do whatever they want. They
can just walk over them” (SL600). Another adds, “I had a really terrible time during my training.” (SL200)
And another, “It's not easy, and support is not there.” (SL100) This is unfortunate because it relates to a lack
of support as well as alluding to racial discrimination. One is tempted to wonder whether the curates from
the local communities would find some sort of support or feel better than those from ethnic minority
groups.

This seems to agree with one of the curate's handbooks that | read. In one diocesan handbook, | found that
curates are expected to seek support on their own. While | cannot confirm this is the case in all diocesan
handbooks, this particular diocese clearly states it. According to the statement, “Support structures The
Bishops expect Curates to establish their own support structure to nurture their spiritual and professional
lives. At a minimum this will include having a spiritual director/companion (or the equivalent) with whom
they can talk in confidence about their ministry and their prayer. ” (11)

Some curates do not seem to have understood that; others have unconsciously picked it up and wondered
if they are right. According to one respondent, “In my experience, | feel as though we are expected to find
our own support. So, for instance, the incumbent said to me | had to find my own support. But then when |
did find my own support, | found that person not very supportive. It was another curate.” (SL800)

If this is the advice across the church, it may be worth raising some questions at this point. How do these
curates, who may be trying to understand their new assignment within the parish, find the support they
need? How would they be educated about the support that they need? What would the support look like?
Who pays for it? What are the criteria for determining the approved practitioners that they should contact?
Does that fall within their official hours or personal time? If it is not mandatory, how do they commit
themselves to it? How do they tell whether they need a pastoral supervisor, spiritual director, or
counsellor? Does the church have a policy on this? If yes, what is it and if no, why not?

The respondents compared their curacy with their academic training and felt they lacked the support
they needed during their year of curacy, which was present in their academic training. “The experience as
a curate has been very different from my experience as an ordinand. So, when | was an ordinand, | was very
well supported in my parish. If there were any issues, | could speak to the training incumbent, and they
would help me to resolve them. Whereas in my curacy, there was no support.” (SL800). Another
respondent adds, “The area dean was aware of my current situation. Not only from me, but from previous
incidents as well, and there was no support from the diocese at all.” (SL600) While these two present their
situation in this light, a third respondent confirms the same situation by saying, "It was a terrible period for
me, meaning it was a long wait. And | asked several times, please do not waste my time. If you do not want
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me, please let me go. But they held me on and made me wait.” (SL100) These lived experiences tell deep
stories of how some have managed to continue even in very challenging situations.

In addition to a lack of support, curates felt that times when they attempted to seek support worked
against them. One respondent shared their experience by saying, “I was told that if | had a problem with it,
then | needed to speak to the people in charge myself. So, | did. That pretty much blacklisted me, and any
issues | had were pretty much ignored.” (SL200) This adds another layer to the problem. It is not just a lack
of support; where they expected support turned into an added problem. Another respondent shared a
similar situation. According to them, “The archdeacon comes along and says, oh, you haven't been hurt. |
said, you're coming after eight months.”(SL600)

In their reflection, this respondent asked a very crucial ministry question. Their question is, “Where's the
pastoral care? You know, I'm a clergy as well. Where's the pastoral care that you needed to extend to me?”
(SL600). Where care is not taken, and healing is not allowed, this curate will eventually continue in the
same example that has been modelled to them. That will keep perpetuating the bad practice.

Continuing to seek support that leads to persecution, the respondent adds a real-life example: "l went to

m

the IMA 2 officer and said, 'You know, this has happened to me." He turns around. After he listened to me,
the first statement he uttered was, "Oh, | know her; she's not like this." He just shut me up. I've come here
with a serious issue. It's your job to listen to me and sort things out, but no. | asked him, "Why do you say
that? “Oh, she's my wife's friend, and | know her. Okay, thank you. Now you're being subjective rather than
objective, you know? So, | blame everything I'm saying about my experiences on the lack of training.”

(SL600)

This is not only unprofessional but also unpastoral. This is one reason support should be carefully and
intentionally crafted. This is because it is a large, multi-relational setting. Some people have been friends for
a long time. Generational relationships have also developed over time. People get to know each other and
relate at different levels. One could imagine the result of this situation. Let us extend this scenario a bit and
imagine what would have occurred.

First, the curate would feel that the IME2 would tell on them. If not directly to their training incumbent, it
could be to their wife, who would likely tell it to the TI. In such a case, the curate would be victimised even
more. The Tl and their friend may gang up against the curate. Secondly, without confidentiality, as
discussed in these findings, it would become parish gossip, and others would take sides. The curate, being a
stranger in the parish, would find themselves at the receiving end of the battle.

How does the church, at the organisational level, sort out these relationship issues? How does the church
ensure that staff are protected from multiple relational challenges and receive a fair hearing, justice, and
the support they need?
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Another aspect that curates express relates to a lack of support for their training incumbents. “One of the
things that | have felt is inadequate is the lack of supervision for priests. You know, the lack of supervision
for priests who are also training us.” (SL800) They are of the view that the training incumbent are already
overworked; they do not seem to have a forum to reflect on their practice and relationship. They are of the
view that when the training incumbent does not receive the needed support, their challenges and the
impact of their stressed ministry would take their toll on the curates. In seeking to draw a balance between
the support for both the curates and training incumbent, Smith concludes that, “Perhaps the headline that
ought to appear in boldest type, emerging from this research, is the woeful lack of training and support
offered to these key practitioners.” (Smith, 2015,355)

In a similar argument, a respondent adds that, “you know, with incumbents and associates, there is no
supervision. There's no compulsion for them to seek spiritual direction or counselling for any of their own
issues. And | feel very sad about that.” (SL800) In my opinion, the curates' reflections are balanced. They
have not only reported that the support or lack of support has a huge implication on their success, but they
have thought of the impact on their trainers as well. If this is the case, and the institution is concerned not
only with service delivery but with the overall welfare of its ministers, | consider this one of the major
priorities in these findings, and it should be taken seriously with an expedited response.

Lastly, the call for support includes a referral to involve the curate's spouse in ministry. It also suggests
providing support for the family. On the one hand, this would border on cultural differences. Within
Western culture, it is possible to compartmentalise one’s life, ministry, family, and other aspects of one’s
life. In some non-Western cultures, life is a whole, interwoven self. Therefore, when one person is in
ministry or involved in service, all other family members play their part in supporting the one in ministry.
This is even more so in cultures that believe in spirituality being the bedrock of their existence.

Hence, the curates who share this worldview believe it is important to consider providing support for
spouses. | imagine this is especially important for families in which the spouse is not employed but desires
to serve the Kingdom. One of the respondents expressed this as “Especially families. It's not easy, and
support is not there, and that's one of the things. | keep nudging the diocese because of the wives/partners
of curates. When | was in college, they were well looked after. That's something to think about in terms of
how to help. Spouses or partners during the process, so they don't feel they are not a part of the ministry
because we are in it together.” (SL500)

At times like this, the spouse could be a helpful resource in the ministry. However, given that the many
cultures interacting here come from different perspectives, it may help to explain these expectations.
Where support is available, it would encourage the curates' ministry. However, if such support is not
available, they would understand. The main factor is the support that the curates need to flourish in their
ministry.

Lack of Accountability

While support and accountability are related, they are two distinct aspects of leadership and relationships.
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Support involves the individual receiving what they need to thrive and fulfil their ministry, while
accountability is what they have produced as a result of all that has been entrusted to them (Stalker, Topical
Encyclopaedia).

The respondents feel that their training incumbents are not accountable. “There is insufficient
accountability. . . . I mean, | know that, perhaps not everyone wants to be accountable. | don't think it's
wise to work in such isolation. If we really desire to walk this path with Christ, we have to be accountable to
our brothers and sisters.” (SL800) This, in my view, should not be just accountability to brothers and sisters,
but a formal setting where they can, under God and through the opportunities provided within the faith
community, reflect on their ministry and relationship with their curates.

While training incumbents are not generally accountable, the respondents also believe that when there is a
problem in a parish, the curate is taken off the field and possibly reassigned. On the other hand, the
training incumbent is not called to account or given an opportunity to reflect on what happened in that
relationship. “In a curacy, it's always the curate that moves when there's an issue, regardless of what it is,
and there are no lessons learned. You are just taken out. But there are no lessons for an incumbent. And |
think, | find that very, very difficult to comprehend as well. You know, we are all in formation, we're all in
discernment. Whatever stage of our ministry that we're in, why is, why, why is there no forum for
reflection?” (SL800)

This | consider a very important question that requires answers if these claims are accurate. While the
training incumbents are supervisors to the curates, they are also in the care of the Master to whom we are
all accountable.

In arguing for support, reflective periods, and accountability for the training incumbent, curates seem to
believe their training incumbents are also in formation. While this is biblically correct in terms of the
principles of discipleship, it doesn’t seem to be how the church operates. Smith (2015) flagged this, arguing
that the relationship between training incumbents and curates is expected to be collegial, but it doesn’t
seem to work at that level in practice. While the curates believe they are colleagues, the training incumbent
may not see the relationship that way. Smith further argues that in some instances, the curates were more
experienced in ministry than their incumbents. This, therefore, leads to misunderstandings and misaligned
expectations on both sides. There is a need for a conversation about what the national church perceives
this relationship to be and to clearly communicate that to both parties. The responsibility lies on the church
to review this and set structures in place to improve the relationship between curates and their training
incumbents.

Breach in confidentiality

Another national concern is safeguarding and confidentiality. Respondents complain that discussions
between them and their training incumbent, which they were told were confidential, were made public.
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When such instances occur, they breach confidentiality and raise concerns about trust and integrity. This
creates a gap of mistrust, which can be accompanied by other unpleasant issues in the relationship.
According to the respondent, “the supervision | had in my curacy is not confidential. You know, so when |
brought matters up, not safeguarding related, somehow, | would find that other colleagues have been
informed as well.” (SL800). Another respondent reports that “Nothing is confidential. You know, when you
pour your heart, when you bring all your concerns and everything, then you will discover that these things
are leaked” (SL100). As if that wasn’t enough, another respondent added, “Lack of confidentiality. If | said
something during my supervision, you could, you could tell, by people's remarks that someone else knows
about it, you know? And that's a very difficult situation to be in.” (SL600). These are disturbing situations
where people seem to think their conversations remain between the agreed parties, but later become
community information.

It is worth reminding ourselves that confidentiality rules are quite stringent in our society. Breaking these
comes with huge consequences. The data protection law, within the seven core principles of GDPR,
requires that information agreed to be confidential be kept as such (Taylor-Hiscock, 2021).

Beyond legal processes, accountability to our faith and calling includes integrity. People are expected to
keep their promises and are held accountable when they break them. To this end, when training
incumbents promise that a meeting and its details are confidential, they should keep them that way. The
main reason for breaking confidentiality is when an individual's life, or the lives of those around them, is at
risk. Conversely, some of these curates have felt betrayed by those who should set the right example of
leadership. What model should they be applying in such a situation?

Nonetheless, as a fall-out of a lack of accountability, the curates have reported many instances of
confidential conversations or reports becoming public discussion. This is a very serious issue within the
system. This is also closely related to the concept of accountability discussed above. When this occurs, who
holds the training incumbent accountable? Or how does the system ensure that confidential information
remains within the agreed boundaries?

Lack of complaint structure

While people can manage when there is no support or leaders are not held accountable for actions that are
incongruent with who they are meant to be, the problem is compounded when there are no means of
seeking retribution or justice. “So there isn't any structure. Well, | don't know of any structure you can go to
for grievances or for help.” (SL300) This implies that when problems arise, individuals either accommodate
them or quit. That doesn’t sound like the fair system that organisations seek to build. Respondents believe
the church has no adequate reporting systems. Some who have attempted to report have found
bottlenecks. Others have found themselves speaking with relatives or friends. The main person who should
provide that support is subjective rather than objective.
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In situations like this, the response of someone meant to be a source of fair judgement is biased because of
a pre-existing relationship with the person being reported. That relationship has clouded their ability to
support or listen to the vulnerable one. Because of many connections and existing friendships within the
church community, this individual could not receive the support, let alone the justice, they need in their
trouble.

Theological and lifestyle challenges and threats

Concerns around theological differences, and how they play out in both the curate's preaching and
relationship with the incumbent, are a factor flagged in the findings. “One of the issues that became clear
to me because it was communicated to me was that | was told that | was learning things too quickly. |
needed to slow down. After a couple of weeks, | was getting a lot of very good comments from the
congregation. They were really very, very kind, and | was told, actually, this is very annoying. It was anger,
annoying the other.” (SL800)

This is unfortunate because new intakes into the parish would be loved and appreciated by the members if
they win the members' hearts. That can easily threaten the training incumbent if the curate receives more
admiration than the incumbent. But what the incumbent may have forgotten is that they probably received
similar commendations when they first arrived, and those compliments will fade with time. The curate who
is still new in the fold is made to suffer for the appreciation of the congregation.

Similarly, another respondent was asked not to make use of some biblically accurate terms that describe
their faith journey. “The priest later told me in feedback that next time, don't use those words. And | said
that's my belief: that Christ is the only way, the truth, and the life. And I'm preaching in a Christian context.
I'm preaching in a church on Sunday morning. On resisting that, you know, gracefully resisting that, | was
punished by not being on the roster for the next five months.” (SL600)

There are two major factors to consider there. The first is a theological challenge. The statement in this
respondent’s preaching is taken directly from scripture. It is also meaningful to them as a part of their faith
journey. One wonders why this should be a problem, because scripture is the main source of the church's
preaching. Why should an individual be prevented from quoting from scripture during their preaching? This
is an important story for the church to investigate.

The second is a cultural challenge. Within the British context, from personal experience through mediation
and working with local communities, people are expected to either keep quiet and not challenge the status
quo or try to be ‘politically correct’ in their relationships. This does not sit very well with people from
cultures where they have grown to be vocal and freely express themselves. In such cultures, individuals are
allowed to agree or disagree regardless of who they are relating to. Where an individual disagrees or
asserts their stand, they are sometimes perceived as aggressive, hostile or uncooperative. Meanwhile, this
is just cultural differences and perspectives on the same situation.
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Barring this respondent from preaching amounts to bullying and harassment in my view. If the training
incumbent wanted a clone of themselves, or someone to totally control, they should not have accepted
another intelligent and intellectual individual. Apart from cultural differences, their theological and
academic training has prepared them to reason and challenge situations.

Another respondent expressed their lived experience: “You shouldn't feel like you have to fight to serve
Jesus. And when you say that there's an issue to be discussed, that it's all part of the formation. . .. You
need to keep your head down and just keep going. Like, no, | have grown up seeing something totally
different. I've seen people in ministry supporting each other, loving each other, praying for each other, not
competing against each other and wanting to see each other fail.” (SL200). Another respondent concluded
that jealousy hinders their progress in ministry. According to them, “Because of Someone's jealousy or
anger or hatred or whatever, this kind of restricts me from going forward and doing great exploits. Jealousy,
hatred, and anger. | didn't have any sort of conflict with any congregation members, either in this church or
in previous churches, or with anyone else.” (SL100)

If this is the case, and the situation is such that this respondent cannot progress in their training or be
signed off, what does the diocese or the church as a body do about it? How could someone’s life be solely
dependent on the incumbent who may or may not be justified for the decision they have made? What
happens if they are acting out of jealousy, biases or any form of unacceptable pattern? Who calls them to
order or who holds them responsible for their actions?

In concluding this section, | note that while there are some positive experiences, the negative experiences
far outweigh the positives. Some respondents have said the church should take a second look at the
working relationship between incumbents and curates. This call has been repeated over time by various
studies and findings within the church (Smith 2015; Ling, 2017; Smith & Francis, 2022). While the
relationship examined is between the curates and the incumbents, the impact is far-reaching, affecting the
church as a whole and the gospel we preach.

Diocesan Challenges During Curacy

This leads to the second broad theme, which borders on interpersonal relationships and challenges within
the parish and diocese. This second broad theme, which evolved from this data, speaks to problems within
the diocese and the parish. A major one in this section is racism.

Racism and biases within the system

The respondents were all of minority ethnic groups. Two of the respondents in the initial focus group of six
did not think that they had experienced racism, but one of those, having listened to the stories of others,
felt that they had actually experienced it but did not realise at the time that those actions constituted
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biases. The other, who felt that they had not experienced it, attested to observing others being
discriminated against.

Before delving deep, it will be helpful to define these concepts. | will define two concepts that are
sometimes used interchangeably, even though they are not exactly the same. The first is bias, while the
other is racism.

What is bias? The Oxford Review Diversity, Equality and Inclusion dictionary consider it, “often stems from
deeply ingrained societal stereotypes, cultural norms, personal experiences, and even institutional
structures. These biases can seep into decision-making processes, leading to unfair treatment and
perpetuating systemic inequalities.” The BBC defines bias as “having an unfair view of a person or a group,
either by being skewed positively or negatively toward it.” (BBC 2025) And finally, within the discipline of
psychology, according to Lybi Ma (2026), “A bias is a tendency, inclination, or prejudice toward or against
something or someone. Some biases are positive and helpful—like choosing to solely eat foods considered
healthy or staying away from someone who has knowingly caused harm. But biases are often based on
stereotypes, rather than actual knowledge of an individual or circumstance. Positive or negative, such
cognitive shortcuts can lead to prejudgments and rash decisions, or discriminatory practices.” (1)

Having defined bias, the next is racism. What is racism and what counts as racist behaviour? A formal
definition from the Cambridge Dictionary indicates that racism is the belief that some races are better than
others, or the unfair treatment of someone because of his or her race; while an informal definition from
the University of St Andrews in Scotland says

discrimination is when someone has been treated unfairly because of their race, or because of the race of
someone with whom they are connected. ‘Race’ includes colour, nationality, citizenship and ethnic or
national origins. If race discrimination takes place in any of the following situations, it is illegal, and action
could be taken: - employment and training, education, when providing goods and services (for example,
banking, entertainment and transport), housing, and any activities carried out by public authorities. .
.(Central EDI Team)

Similarly, and finally, the Brighton and Hove council opines that “Racism is when a person is treated worse,
excluded, disadvantaged, harassed, bullied, humiliated or degraded because of their race or ethnicity. At an
organisational level, it can also be the collective failure to provide an inclusive and professional working
environment to people because of their race or ethnicity”

While there are slight differences between bias and racism, they are both of a similar root. Hence, | tend to
apply them interchangeably in some aspects of this research. In summary, it means then that any unfair
treatment, statement, action or inaction that anyone experiences because of their colour, nationality or
related characteristics is racist. Racism can be conscious or unconscious.

Racism can present itself as a deeply embedded attitude that results in behaviours without the individual
being aware of it. This could also present itself in both the curate and the training incumbent. However, it
takes one who has experienced such bias to recognise it and understand it. In some cases, people
experience bias but do not recognise it because i is subtle.
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Unfortunately, racial bias is deeply embedded and could have a long history beginning in childhood.
Eberhardt (2020) argues that stereotypes, which lead to bias, are drawn from and can eventually become
reality for the person who holds them in their mind. She further adds that this leads people to seek
information that confirms such beliefs, followed by corresponding action. She concludes that “without our
permission or even awareness, stereotypes come to guide what we see, and in so doing seem to validate
themselves” (35)

This is why those who work with people from other cultures, as well as those who have come from other
cultures, should be educated about biases that may characterise their relationships with others. A
statement like that, reported by a respondent from their training incumbent, should have been reported
and investigated. The curate quoted the incumbent as saying, “being told, oh, people from other ethnicities
come here just because you get a stipend and get a house.” (SL600) This is overtly racist. Where did they
get that information, and why should it be said to someone serving in ministry? Does that not contradict
the very scripture that they claim to be preaching in Galatians 3:28, where we are told that there is no
difference between everyone created in the image of God?

Respondents reported various forms of racist behaviours and actions. On the very surface, some may not
admit that they are racist or biased in their relationship with people of other nationalities. This is because,
as Eberhardt describes it, the brain influences individuals through a powerful interpretive lens (2020).
When people make statements like the above, they flow from the lenses through which they view people
of other nationalities. That also colours and influences how they treat such people. They view them as
intruders, grabbers rather than colleagues, brothers and sisters from the same heavenly father.

A respondent reports their summary based on observation and experience in the following words, “there
are some conscious and unconscious biases. | mean, in the best possible case, there are some unconscious
biases, and conscious biases. And in the middle case, there are conscious biases, and on the very extreme,
there's racism”. (SL700).

Having experienced this in many ways and shades, they are of the view that it takes one who has
experienced such to understand it, especially when it is subtle. While their training incumbent may have
had experiences, it may not be the same. One of the respondents summarises it this way: “It's very difficult
for people to understand what racism is if they've never experienced it. I'm the only person from a different
culture, where | am, which is very rural. People don't get it. There's a part of me that has to remain hidden.
If I'm going to, navigate these waters, And You know, if | don't hide this aspect, it feels as though it won't go
well for me.” (SL800)

This is unfortunate because, to be accepted, this respondent has had to put up a front or try to hide their
true self. One wonders how authentic their ministry to the people would be when they have to live a false
life or walk on eggshells, as it were. Another, who has experienced biases not from a training incumbent,
but from the congregation, pointed to what they have observed in other ethnic groups. According to them,
“There are some diverse negative experiences. So, the calling is there, but people are just struggling. They

don't know what to do because there is no help.” (SL700). In a seeming confirmation of what the
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respondent above has noticed, another adds a lived experience from their curacy cohort: “In my year, 4 out
of the 5 curates have faced serious issues. I've faced racism. The others have faced harassment. Only one
was successful.” (SL600). This suggests that more people suffer this and are unable to report it or receive
the necessary support.

When racist actions, behaviours and attitudes are implicit, the individual does not seem to notice it until
situations occur to sensitise them to it, and it becomes apparent that such behaviours were racially
motivated. For example, one respondent described this lived experience by noting that a colleague had
warned them about such tendencies in the church, but they did not believe it until they experienced it
themselves. According to them, “There's a load of racism and everything. | was completely amazed, and |
kind of didn't believe this when they were talking about racism. And | really didn't believe it because | never
come across these things. But now, | realise what that (racism) means. From time to time, unfair things
happen to people. You know, and it's becoming more kind of apparent now. Yes, there is something going
on in the church.” (SL100). They then realised they had experiences they later put into perspective.

According to the respondent, when they experience such treatment, they are expected to keep quiet about
it and pretend that all is well. This doesn’t always work for people from cultures where free self-expression
is familiar. One respondent confirms that expectation as they narrate their experience.

“l suppose my refusal in submitting to that sort of broken leadership sort of, labelled me as somebody who
was difficult because | wasn't unwilling to submit. There is this sense of, because you are not, | guess,
normal white, because you're not white, you're kind of, you're not as good, or you can't, you know, even if
you are good, you can't be, you can't possibly be better.” (SL800)

This is one reason both locals and minority groups should be aware of this and how it operates within the
community.

The impact of such racist behaviour is far-reaching.

Racist behaviours can have a big impact on both the one experiencing it and the one being racially biased.
There would be pushback from those who experience biases in any form. When this happens, and they
cannot express themselves or seek justice, they tend to act or react in ways that indicate things are not
going well. If this is a curate, the training incumbent, who may or may not be consciously racist, may notice
such behaviour. If such observation is not discussed and resolved, it would certainly affect the relationship.

On the other hand, if it is implicit bias, it may be worse. This is because the training incumbent may not
have intentionally wanted to be biased but may end up doing so because biases can stem from the
unconscious. In fairness to the training incumbent, when they feel they are giving their best and the curate
reads or understands it as biased, they cannot discuss or address it; this can lead to corresponding
behaviour and strain the relationship. This is why curates should have a space for support. If this is raised in
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reflective practice, curates may be better equipped to understand it or return to their training, with a better
understanding as they resolve the issues. This is further discussed in the recommendations.

However, the lived experience of the curates remains the focus. One of the curates has indicated that the
impact can be intense and far-reaching in a short time. They add that, “There is a whole range, and in a
space of 24 hours, we can go from a whole range of these. You know, we see so many people every day; we
meet so many people every day, and we can go from an entire range and what it does to our mental state,
even a physical state because it's not, it's not separate.” (SL700). This is again the concept of wholeness
within the communities where one aspect of life affects and influences the others.

In contrast with the locals, a respondent offers this summary, “So what it does mentally and physically is
that, in a day, you can go through this whole range of emotions as people of colour, which white people
don't have to. They don't have to think about that. The only thing about the nuances is, the emotions and
pastoral care and things like that. They just don't have that. So there is no understanding, perhaps
sympathy in the best case, but there is no understanding of what it can really do to a person.” (SL700)

Another seems to confirm that their white colleagues do not experience some of the challenges that come
with biases and racial behaviours that they live with. “You know, there are people, other curates, who do
not see racism as an issue because they're white. Why would they perceive there to be an issue? And also,
because racism is not perceived as a safeguarding issue it's not taken seriously. So even if you report
something, it doesn't go anywhere.” (SL100)

While racism may not be a safeguarding issue, it is unacceptable by law in the United Kingdom. For
example, the Race Relations Act of 1965 and the Equality Act of 2010 banned racial discrimination in
various places, including the workplace. The challenge is that people who are not originally British may not
be aware of the legal implications or may not want to press for them because they do not want to be seen
as “causing trouble”. They could also not want to take the church through such strain. While this may be
the case, the church should also be aware and provide the necessary support to care for its ethnic minority
staff.

Following on from there, the impact of racism does not only affect their emotions, but it also erodes
people’s confidence, and they tend to want to be who they are, not just to be accepted and to fitin. A
respondent adds, “It just feels like we're constantly sharing our pains, but what is actually happening?”
(SL200). As they lose confidence, they also try to live within that tension; other challenges rear their heads,
and they must hold all of these in tension. “The kind of, challenges that we encounter, | think, are perhaps
unique in terms of how people respond to us. How we need to, how we are expected to carry and hold the
tension of more threads. You know, also, if we've experienced, which I'm sure all of us have, prejudices in
the, not necessarily in church, but in the, in society” (SL800)

This suggests that some respondents have had multiple layers of racial discrimination. Another implication
of biases is that it destroys trust in the relationship. “I trusted blindly. If | could have acted a little bit
cleverly, | could have nailed him, you know, at one point. But | trusted him as he was mentioning that, you
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know? Confidentiality, accountability, you know? And... that this guy was trusted and believed. He doesn't
give an account to anybody.” (SL100) The curates at the receiving end have expressed that they are not
trusted. One would imagine that the lack of trust is reciprocated also. For some, it is their qualifications as
described by these respondents. This leads to a feeling of some sort of complex in the relationship. “There
is this sense of because you are not white, you're kind of not as good, or you can’t know, even if you are
good, you can't be, you can't possibly be better.” (SL800) A slightly more detailed explanation by one other:
“What we were saying, you know, is a lack of trust towards people of colour, and that comes out quite
obviously when you raise something. You automatically become a lesser word compared to what you're
raising. Being coloured, it's very difficult to prove yourself, you know?” (SL600)

While others feel that their trainers, as well as others who would have supported them through their
challenges, hardly believe them. “Which means that they didn't take my word for it. | felt that it shouldn't
have been like that; they should have believed me” (SL300). Another respondent corroborated this claim by
adding that “I think it's also being believed as well. You know, when you identify the issues. | have found a
level of disbelief” (SL800) Some of these challenges could stem from communication and cultural
differences. | have personally observed during mediation that the same terms, words, concepts, and
mannerisms could convey completely opposite understandings or carry different weight in different
cultures. Meanwhile, we interpret them through our worldview, which is largely shaped by our culture.
Observing these helps us understand the nuances of relationships and cultural differences.

At the extreme end of this implication is the impact that such relationships and challenges have on the
family. As indicated earlier, the non-British or non-Western curates view ministry as a call to the entire
family. What affects the individual affects the family as well. However, a respondent narrates a direct attack
on their family: “We had an instance out here where they acted rudely, calling my (spouse and child)
brownies. And we stood up to that, and | said, I'm not going to talk to my Tl, who's my training incumbent.
I'm going to talk directly to the diocese.” (SL600)

This is an overtly racist remark and should be condemned in the strictest sense. This should have been
flagged up and addressed on a wider scale. This will contravene the act discussed above.

Finally, for some, it is about enduring the challenges and hoping to get through it at some point, while for
others, when the situation becomes unbearable, they resign and leave. Somebody expressed that by
saying, “I wanted to give up so many times” (S5L200)

Harassment, Bullying, and Power Dynamics

Closely related to racism, as a matter of fact, a by-product of racism, is the abuse of power and bullying.
This is because the individual is perceived as less human, inferior, and in need of being put in that category.
This leads to unnecessary control and the need to prove the difference. When the individual pushes back,
they are perceived as rebellious and need to be put in their place. “This is how you're punished when you
stand up; especially being coloured is not helpful. If you are a person of colour and you don't put your head
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down and do what we say, then we'll totally ignore you. We'll totally avoid you, and we'll also make you feel
that way, and that's what | went through for the last 4 or 5 months.” (SL600)

This is harassment in its broad sense. The worst part is that the curates do not report it either because
nothing has been done in the past, or they don’t know where to go. So, they either keep quiet or quit. This
respondent summarised their position by saying, “l can't work here amongst them, you know; this is pure
bullying and harassment, and may | say it's racism? | was abused. | was shouted at; | was treated in a very
derogatory way.” (SL600) This might lead to supposed disciplinary action, as one respondent summarises it:
“l suppose my refusal to submit to that sort of broken leadership led to my being labelled as difficult
because | wasn't willing to submit.” (SL800) The same could lead to regret for leaving their professional
employment and yielding to a call to ministry. “I gave up my job, and | came here just to be disrespected in
an undignified way.” (SL600)

There are various reasons people felt that this was racist, bullying and harassment. Some were direct
utterances, as they have it here: “l was told | was showing people up. | mean, that's totally ridiculous. We
should be spurring each other on. You know, which is what Jesus was rallying against with the Pharisees.”
(SL800) On the other hand, it could be the attitude that they observe because body language actually
speaks louder than words. “l was just used as a doormat. The more | kept quiet, the more she felt
empowered. They started becoming abusive, lying all around, and we had a mediation conversation with
the leader who was there, and | told them, sitting right in front of us, that this is what my training
incumbent has been doing to me. And they just could not take that.” (SL600).

When such a situation occurs, as mentioned earlier, the training incumbent may feel that the curate is
attacking them or being aggressive. But when people from some communities have been used to speaking
their mind, they may not be comfortable keeping quiet in such a setting. The church needs to find a way of
resolving issues before they escalate to situations like this.

The final quote is from a respondent who felt their placement went well until they discovered they had
misread the situation. Situations were left till the end of curacy, and a negative report was presented. “To
protect himself and these people, he wrote a complete report against me, and I'm suffering the
consequences of this now. I, uh, they made me resign.” (SL100). Why were these issues not discussed
earlier? If the issues were discussed during curacy, what was done to help this curate understand that they
were not measuring up to expectations, if that was the problem? Why receive a negative report at the end
if such had not been flagged up earlier? It would be helpful to hear the incumbent's side.

False allegation and gaslighting

Respondents report that false allegations were levied against them at times. At those times, according to
them, they neither understood where those allegations came from nor how their incumbents came about
them. One respondent reports, “l was told by the college when | was explaining everything | went through
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that | was just gossiping.” (SL200) A second respondent named this for what they believe it to be by saying,
“Another thing is the false allegations. | didn't have anything to prove myself. As soon as you respond, you
become the bad person. And they're writing letters to the archdeacon saying that he's been abusive, just
absolutely lying through their teeth.” (SL600)

These are accompanied by disappointments. “l had a meeting with a bishop, and | was taken by surprise by
a very negative report accumulated against me. It was so painful to hear all these things that do not portray
my true picture. They are completely manipulative. It was quite discouraging.” (SL100) A final expression of
these experiences. “I have found a level of disbelief. No, it can't be. It must be you. You know, it feels as
though there's, you know, the gaslighting that's occurred and just putting it all back on, you know, the
person who's raising the issue.” (SL800)

Implications of the Themes and Subthemes

These are the main themes and subthemes that have evolved from the study. In summarising this section
of the report, it is worth noting that these are some of the challenges that may have led others to withdraw
from ministry prior to the end of their curacy. Some of these respondents expressed similar sentiments.
According to them, if they had not changed their curacy parish, they would have resigned. One expressed
this way: “l asked them, '"How do we proceed from there? Because | am not going back. I'd rather leave my
job because I'm not here for the house or for the stipend. I'm here just because of God's call.” (SL600)

Some felt so constrained that, even when they wanted to change, the current incumbent made it difficult
for them to move. According to them, “I wanted to go somewhere else; the incumbent had a phone call
from the previous incumbents, telling them that they weren't allowed to take me, as if | were just an
object. As if | had no choice.” (SL200) That is not a good place to be, as expressed by the same respondent:
“l was just made to feel like- | was just a pawn in somebody else's game, rather than this being me
preparing for a call that | believe God has called me.” (SL200)

While changes have been made in their situation, they felt others should not have to experience what they
went through; that is one reason they volunteered to be part of the process. They call for action so this
does not continue. According to them, “This culture needs to be challenged, and it's not okay.” (SL200)

Report on Reflective Process

The current research was designed to address two key aspects of the findings. The first was to understand
the challenges faced by minority ethnic curates during their curacy, which led many to leave, and the
second was to evaluate the effectiveness of the reflective intervention provided. This section evaluates the
reflective process.

After expressing their challenges during the initial focus group meeting, the participants completed the first
guestionnaire. Each participant then took part in six facilitated reflective group sessions led by Father
Kelvin. Feedback from both the facilitator and the participants indicated that the process was highly
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successful, insightful, and transformative. The participants’ reflections therefore provide valuable evidence
of the intervention's impact and are presented in the following section.

How did They Find the Reflective Process?

All respondents who gave feedback not only benefited from the reflective process; they wish that it would
continue periodically. It is important to listen to them. One respondent said, “These meetings were very
good, and they made you think, you know, where you are at. And what you can do to cope with your
circumstances (SL100). A second respondent added, “I found these sessions very helpful. | think I've
attended every one, and | feel as though, you know, it's been a safe space to reflect on the challenges of
ministry, as a global majority person in a majority rural setting that I'm in.” (SL800). This is similar to the
experience of the next respondent who believes that it is what they have needed for a while now. “It was
extremely helpful to self-reflect, and Fr. Kelvin Ekhoegbe was amazing in helping the team to draw from
others' experiences and giving input where required” (SL600).

As the respondents expressed that the sessions were very useful, the accompanying questions would be:

why did they find the process so helpful, and what lessons have they learned from the process? For some
of them, it was the first time they had a safe space where they could truly be themselves and be accepted
for who they are.

“l don't think this has happened ever before. Okay, some of us are curates, so we're kind of just starting
out, but it's just never happened before. Outside this space, our experience was explaining, apologising,
and being diminutive about ourselves. Or maybe they've got it wrong, don't worry about it or something
like that. You know, it's always apologetic. So, this kind of space is quite refreshing. It was almost like a
baptism, you know? (SL700)

This is an interesting summary of some of their feelings, as the following respondent also adds,

Whilst challenges remain, pastoral supervision has given me a safe space to reflect on ministry and has
offered a lifeline in an otherwise isolated space. “As a Global Minority person, safe spaces to reflect in a
rural benefice are very limited. Bias and prejudices seem to be seen as perspectives and preferences rather
than sins. It was a commitment to the study, to the group and to the future of pastoral supervision
provision for global minority heritage clergy” (SL800). “The sessions were helpful, as it was beneficial to
learn from other participants' experiences, reflect on my own, and understand what difference | can make
in my surroundings.” (SL600).

In addition, the sessions were facilitated and intentionally crafted to help respondents reflect on the
challenges they were grappling with. The facilitator had met with individuals, so he had a fairly good
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understanding of the challenges. He then worked to facilitate a reflective process that brought about the
healing they so much needed. This they have expressed by saying,

“I think it's been particularly helpful having a facilitated group. That's been very helpful; the facilitation,
which, you know, we obviously could meet as a group after this, but it wouldn't be- it wouldn't offer the
same; | don't think it would be quite the same. So |, you know, | hope that it does, that it can be a facilitated
group” (SL800). They seem to indicate that it was a forum where they felt heard, seen and belonged. “Yes, |
do think the process creates space for a reporting system. The structure of the sessions, the honesty they
invite, the safety they create, and the way they help us deconstruct and then reconstruct our experiences
naturally open the door for people to name concerns that might otherwise remain hidden” (SL600).

The process was engaging and supportive. | personally attended two sessions and found those very
reflective, participatory and engaging. The respondents also confirmed this,

A space like this, you know, where people of similar experiences could come together, a place of safety
where we could speak and people just got it instead of having to explain and seeing things through their
eyes, being aware of how it might sound to them, whether we are upsetting them or, you know, walking on
eggshells. Always on their emotions, not our emotions. We are already broken. So, to get all that in a space
where, as soon as | started saying something, somebody else and somebody | just got it. And that is an
experience we've never had before (SL700)

Another felt that they could identify with the sharing and reflection.

." Even hearing other people's stories, sharing their experiences, they have words of wisdom, you know, the
understanding, it's greatly helped me to be in a place where | could think in different ways and aspects. And
also, as a wounded person, to walk away and leave those wounds at the foot of the cross. You know, | just
think it's been so helpful for me, and | just hope you can continue this” (SL600).

It resonated with some others who learned from the process: “l saw the benefit of it. For me, hearing other
people, coming from a wide GMH, population already and integration, it's much further than in other
places... So, for me, some of the, the stories were eye-opening for me, and it was beneficial for me to
hear, the stories and to know that such things are still going on.” (SL300)

Another reason for some is that it was fair and challenging. Some seemed to suggest that they reflected on
what their incumbent may also have found challenging. This, | think, brings a good balance into the
process. “At times, you know, we go into tunnel vision, and we just think the other people are at fault. But |
think, you know, it's given me an opportunity to reflect on the way | think, the way | perceive others, and
also giving others the opportunity of just, you.” (SL600)
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This is a very healthy reflection, where individuals weigh issues and consider the impact holistically.
Another reflected by saying that “They were very helpful. They made you think. These meetings kind of
give you energy, a boost, and encouragement to keep going, right? But the problems which are dealt with
in this kind of meeting remain the same.” (SL100).

While accepting the richness of the process, they are also aware that the process did not take away the
problem. In fact, they may return to the problem with a slightly different perspective and feel empowered
to face the challenges that may arise.

“Overall, the process has been both grounding and constructive. It has given me space to pause, to reflect
honestly, and to make sense of experiences that have often felt heavy or complex. | have felt heard,
respected, and supported throughout, and the sessions have helped me deconstruct situations that were
affecting my wellbeing and then rebuild my understanding in a healthier, more truthful way.” (SL600).

There was a sense of understanding, belonging and learning.

“It felt like home in a way. We didn't have to work to belong. We didn't have to apologise to belong. We just
had to conform to belong. We just, we just did it in our own way. So it was, it was quite unique and strange.
Because that's not our experience. Which should have been normal- something that should have been
normal.” (SL700)

“It was interesting to learn that | am not alone in being treated in this way, that others were facing similar
issues, and how important it was to have platforms similar to this to share each other's burdens.” (SL600).
The community spirit seemed obvious in these meetings. This sense of community likely enriched the
process by connecting with familiar cultural patterns for the respondents. A respondent described it, “I felt
it was an important commitment to my personal and spiritual development, wellbeing, and willingness to
be accountable to find safe spaces to process pain within a facilitated group, which offered insight,
reflection, empathy, respect and wisdom” (SL800) “I have found the whole process really helpful and
sharing and learning from others who have been wounded and then laying the wounds at the foot of the
cross was profound” (SL600). While the next respondent felt they had not experienced discrimination, they
still felt involved and learned from the process. “It's been beneficial for me to hear the stories so that um,
so now I'm aware and | don't take things for granted anymore” (SL300). These indicators suggest the
process was not only needed but also successful and should be considered for the future well-being of the
curates.

Healing and Restorative nature of the reflective process

Another reason they found it helpful, as expressed, is that it was restorative. “We got put back together.
The pieces got put back together. You know, the broken pieces that | was saying. It got put back together,
session after session after session, and each session was quite progressive in putting us back together. It
was designed really well.” (SL700) This is a testament to the benefits that respondents have taken with
them. Another adds, “It helped me to heal and continue ministry with new vigour, strength and love. And
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reminded me it is in Jesus' strength that we minister (SL600). A true reflection which we often forget. It is
helpful to remember that the one who calls is the same one who equips and supports through the twists
and turns of ministry. Another respondent reflects that, “So very encouraging. Every time | finish there, I'll
go back, kind of refreshed. Yeah, it was refreshing as well. I'll go back feeling refreshed.” (SL500). The
richness of a reflective process is not just for participants to love the process, but to be challenged to
continue reflecting after the session.

This healing and restoration gave the respondents hope that they can return to ministry better prepared to
face what lies ahead. “Father Kelvin gave us the meditations, and It's almost remembering who we are.
Before we were called. You know, the fundamental identity, as put, children. There our calling can translate
into service. But our fundamental calling is us as human beings, as children of God. Everything starts from
there. | think we had forgotten that.” (SL700).

They felt there was intentionality in the atmosphere that facilitated the healing process. A process of
listening to others and being listened to, speaking out experiences, holding one another in a non-anxious,
calm space, and being. Finding different perspectives to reframe ways of looking and seeing and posturing
our hearts, prayerfully and honestly” (SL800).

One can imagine how such an atmosphere and support naturally led the respondents to resolve to return
to ministry with a better understanding of their calling and the challenges that come with such a call.

“So as it went on, the sessions kind of very slowly and very gently, but very intentionally. put us back
together by reminding us about calling, who called us, not the institutional church, but God called us. And
all of the sessions together. | mean, it was quite incredible. So, and we all got put back together. The scars
are there. But the scars are a reminder of how strong we are. Rather than places of grief. That is great. And
there's nothing we can do about it because we are called to serve in these particular places in this
particular way” (SL700)

Attesting to such resolve, another respondent adds, “In short, the process has strengthened my resilience,
clarified my thinking, and equipped me for healthier ministry engagement going forward.” (SL600).

The participants' responses are a testament to the fact that the process was needed. As the participants
benefited from the process, the facilitator was also enriched by the experiences they encountered. The
facilitator, Father Kelvin Ekhoegbe, summarises his experience by saying,

| write with a full heart as the Group Reflective Practice sessions with this pilot cohort draw to a close. |
want to thank you, most sincerely, for entrusting me with the privilege of facilitating this work among such
remarkable ministers.

Walking alongside this group, journeying with them "from navigating to flourishing" — has been one of the
true graces of these past months. Their honesty, their courage in the face of real pastoral pressures, and
their willingness to be present to one another in reflective space have affirmed something deep in me
about the nature of ministry itself. | have come away from these sessions not only having given something,
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but having received a great deal in return for my own vocation and priestly life. For that, | am deeply
grateful to St Luke's, and to you personally, for making this pilot possible.

These reflect the process and the importance of reflective space in ministry. As the pilot study draws to a
close, the participant felt grateful for such a rich process but also expressed a sense of loss that it was
ending. They appealed to both the sponsors and St Luke's to continue this support for curates. Some
respondents sent direct gratitude and thanks to St Luke's and the sponsors for such a beneficial process.
They have also, like the proverbial Oliver Twist, appealed for the continuation of such support.

For some, it is a group forum that has just been completed, while others felt that they would appreciate
both group and individual pastoral supervision sessions. “I find this very, very significant that St. Luke's is
doing this and | hope that we can find a way of continuing. Yeah, thank you.” (SL800). “I just hope you can
continue and do this, and | just hope the Church of England could back it. | just want to thank you (St Luke’s
and the sponsors) for arranging this. They helped us stay focused and stick to the subject. And it gave us the
opportunity to think deeply.” (SL600) “1 was thinking both (group and individual session) will be beneficial
because both have their unique benefits. .. | think for me as well, the collective reflective practice would be
absolutely awesome, but if individual needs are picked up, | think that should be on a one-to-one basis.”
(SL300) I missed them as | thought | gained a lot from the reflective practice session and from learning from
others' experiences.” (SL600). The participants have expressed their wish. This leads to the researcher’s
recommendations for the overall process.

Researcher’s Recommendations Based on the Findings.

Having reached this stage of the research analysis and having considered the findings emerging from the
data collected, it is important to offer recommendations regarding the relationship between minority
ethnic curates and their training incumbents.

The first recommendation is to undertake a complementary study focusing on the experiences of training
incumbents. While this research has explored the lived experiences of minority ethnic curates and the
significant challenges they have encountered, it is important to recognise that the working relationship
involves both parties. A similar study would provide valuable insight into the experiences of training
incumbents who have supervised minority ethnic curates, including the challenges they have faced and the
support they may require. Such research would offer another perspective on the issues identified in this
study and enable more balanced, informed recommendations. A fuller understanding of both sides of the
relationship would help the Church design more effective strategies for fostering healthy, constructive, and
mutually supportive relationships between curates and training incumbents.

National-level recommendations
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The reflexive thematic analysis suggests that the challenges identified operate at two broad levels: national
and diocesan.

1. Establish a nationally agreed framework for curacy

The Church should establish a clear, uniform set of national requirements for curacy. Every diocese should
work from the same core expectations, while retaining the flexibility to contextualise these requirements
within local circumstances. A nationally recognised framework would ensure that both curates and training
incumbents have a shared understanding of expectations from the outset of the curacy. It would also
provide a transparent basis for discussion, supervision, and assessment.

2. Introduce a more robust and transparent assessment system

The process of assessing curates should be reviewed. It is problematic for assessment and reporting to rely
primarily on the training incumbent, particularly where relationships have broken down or become
strained. As highlighted in previous research, including Smith's work, supervisory reports may be influenced
by relational dynamics. A more balanced system could involve multiple sources of assessment, such as
diocesan representatives, mentoring clergy, or an assessment committee, thereby ensuring a fairer and
more objective reporting process.

3. Develop an independent and trusted diocesan reporting mechanism

Participants expressed concern that existing reporting structures were neither sufficiently transparent nor
trusted. An independent reporting mechanism should therefore be established, allowing curates to raise
concerns safely and without fear of bias or retaliation. Because church relationships often span many years
and involve overlapping personal and professional networks, participants perceived and reported that
complaints could be influenced by existing loyalties. An independent process would increase confidence in
the system's fairness and integrity.

4. Strengthen support structures for curates

The findings suggest that current support structures are often inadequate or not visible enough. Whether
at diocesan or national level, the Church should review the availability, accessibility, and effectiveness of
pastoral and professional support for curates. Greater awareness of existing resources, together with
improved provision where necessary, would contribute significantly to clergy wellbeing and vocational
development. Curates were also concerned about the support their training incumbents may or may not be
receiving, which could inadvertently affect their work, ministry, and relationships. This is worth exploring
while research on how to better support training incumbents is underway.

5 Mandatory training for both incumbents and curates
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A major theme emerging from the data is the need for intentional cultural formation, structured
supervision, and accessible support systems for minority ethnic curates. Participants repeatedly argued that
existing structures are either insufficiently implemented or lack the cultural awareness necessary to
support curates from Global Majority Heritage (GMH) and Black, Asian, and Minority Ethnic (BAME)
backgrounds.

One of the strongest recommendations is to introduce mandatory cultural formation across the Church.
This will include training for both incumbents and curates. Cultural awareness should not be treated as an
optional or peripheral issue, but as an essential aspect of ministerial formation and continuing
development. All ministers, regardless of their role in the church, should undergo cultural awareness and
formation as part of ongoing ministerial development. Cultural formation should be embedded within
theological education and ministerial training. This should also be a major part of training incumbents'
orientation before a curate is assigned to them.

The second mandatory course should be effective communication. Both curates and training incumbents
should undergo effective courses on cross-cultural communication. This is important because terms,
concepts, and non-verbal communication can convey opposite meanings depending on the culture. It is
therefore important to work through this before the relationship commences.

Lastly, while | have alluded to the importance of reflective practice, individuals in the relationship should be
trained in the importance of self-awareness as they work through their relationships. This will allow for
fairness and ongoing evaluation as they work together.

Diocesan-level recommendations

1. Increase episcopal engagement and oversight

At the diocesan level, bishops or a diocesan officer they designate should engage more regularly and in a
more structured way with curates during their training period. Several participants suggested that senior
diocesan leaders often become aware of difficulties only after relationships have deteriorated significantly.
Providing curates with direct access to bishops or designated diocesan officers, along with regular review
meetings, would help identify and address concerns earlier.

2. Provide pastoral supervision and reflective practice for curates

One of the clearest findings from the pilot intervention was the value of reflective practice. Participants
consistently reported that the facilitated reflective groups were highly beneficial, helping them process
experiences of hurt, isolation, discrimination, and vocational uncertainty. Reflective practice should
therefore become a regular part of curacy rather than a response to crisis. Individual pastoral supervision,
alongside group reflective practice, would provide curates with confidential spaces for emotional, spiritual,
and vocational reflection throughout their training.
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3. Offer reflective supervision for training incumbents

Training incumbents should also have access to regular reflective supervision or pastoral supervision.
Supervising a curate is a demanding ministry that carries significant emotional, pastoral, and organisational
responsibilities. Providing incumbents with structured opportunities to reflect on their ministry, leadership,
and supervisory relationships would benefit both incumbents and curates, and would contribute to
healthier supervisory partnerships.

It is also important to clarify the difference between line management supervision and pastoral supervision
for curates at the start of their training. There is a lack of understanding of the differences between the
two. This would enable the curates to seek pastoral supervision and reflective practice outside the
immediate parish or the church.

4. Embed reflective practice as an ongoing culture

The reflective intervention used in this pilot study was intentionally targeted at curates who had
experienced significant difficulties, and it proved to be a valuable and healing process. However, reflective
practice should not be viewed merely as a remedial intervention. It should become an ongoing provision
within diocesan ministry, available to clergy at all stages of their vocation. A culture of regular reflection,
pastoral supervision, and professional support would help prevent relational breakdown, enhance
resilience, and promote healthier ministry across the Church.

Taken together, these recommendations seek to address both the structural and relational factors that
emerged from the research. Implementing them would contribute to a more transparent, supportive, and
equitable curacy system in which both minority ethnic curates and training incumbents are better equipped
to flourish in ministry.

Conclusion

Finally, | consider it a privilege to have been entrusted with the responsibility of being involved in and
assessing this process. The experience has provided valuable insight into the relationships discussed
throughout this report, as well as the complexities and challenges that can arise within them. This has been
a worthwhile and valuable process, for which both the participants and the researchers are grateful. | hope
that this pilot will serve as a first step towards developing further support systems and structures for both
curates and their training incumbents, enabling healthier relationships, greater wellbeing, and more
positive experiences throughout the curacy journey.
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