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When the Trustees of the Foundation first discussed this conference, they wished it to be an opportunity to tell a wide range of partners what we have been doing during the first five years of our existence and to consult them on what we should do next. Consistent with that, I have been asked to reflect on the first five years and to identify some of the issues which have emerged. What I shall offer is a personal reflection, although one I believe to be consistent with the views of my fellow Trustees.
Nothing in those first five years has called into question John Marks’s wisdom in funding the establishment of a charitable trust which would focus on supporting and enabling effective leadership in the church. In one sense, the Foundation has simply been one among a number of initiatives – some longer-established than others – which have together brought fresh energy and focus to bear on this important area. But the first five years have also demonstrated the need for the Foundation as an organisation which, unlike others, does not itself offer training courses or push a particular management solution but enables and supports the activities of others – whether theologians, networks or diocesan teams – in grappling with pressing leadership issues. It has also, I believe, underlined the value of an organisation which sits independently of  but alongside the formal structures of the Church, which can view the challenges those structures face sympathetically and in an understanding way, but from a detached and focussed position.
Our attention in the first five years has, largely though not exclusively, been devoted to the Church of England. That was inevitable – we had to start somewhere and it was right to begin with what we know best – but it is not where we intend to remain. Moreover, I hope and believe that some of the lessons we have learned in the context of the Church of England will also be applicable to other denominations.
The papers circulated for this conference included a one-page summary of the type of work – with dioceses, networks and individual church leaders – we have conducted in our first phase. I do not intend to repeat that here, though Malcolm Grundy and I can respond to questions about it later.

The note also summarised some of the key qualities which, on the basis of our projects and research so far, we have identified as being found in successful church leaders. Again I do not intend to repeat the list but, in case any church leaders present who have read the list are feeling themselves thoroughly inadequate, I do want to stress that no one leader will necessarily possess all of the attributes we have listed. However, the wise leader will recognise their own strengths and weaknesses, seek to remedy the latter, and ensure that any necessary qualities they cannot provide themselves can be found elsewhere among the members of their senior leadership team.

A particular focus in our first five years has rested on the different types of development programmes and training in leadership provided in Church of England dioceses. Those years have coincided with a growth in the number of these programmes, to a point at which they can be found in some 26 dioceses. From the evaluation we have made of the different types of programme, a number of lessons have emerged, the implications of which go wider than such programmes themselves. We have tested these findings through a series of regional conferences and conversations with bishops and other church leaders and they have not been found wanting. They include:
·  The Church needs to take more seriously its call to be a community of learning at every level, and at each stage of an individual’s ministerial journey.

· The diocese is the key (though not the only) place in which effective leadership development programmes for the parochial clergy can be rooted.

· If such programmes are to be effective, they must carry the evident support of the senior leadership of the diocese.

· Indeed, such programmes work best where the senior staff team in the diocese is itself seen to model the approaches embodied in them and where the programme is closely allied to a clearly understood strategy or vision for the mission of the Church in the diocese.

· There is no single model of leadership which lies at the heart of effective leadership development. There are, however, some basic skills and some common attributes of a good leader which all the programmes seek to explore.

· Nor is there a single template for how to organise an effective programme. But there are certain key features which help contribute to the perceived success of a programme. These are identified in the report by Martin Kitchen and Malcolm Grundy which we have published.

· One key constituent of such a programme is the opportunity for its participants to reflect with their peers on their own experience in a non-judgmental but structured and mentored setting. This is valued so much by participants that many wish the opportunity to continue after the course is over. Indeed the emphasis of a successful programme is very much on identifying and building on an individual’s strengths rather than stressing their weaknesses.

· There is also clear benefit in ordained and lay people working together both to provide programmes and to benefit from them in enhancing their particular contribution to mission.

There are also some negative lessons:

· The invitation to participate in a programme is received by many as the first tangible sign that a diocese is actively interested in their personal development.

· Such leadership development programmes often exist in a vacuum, i.e. they are not part of a structured process of continuous professional development for the clergy.

· Nor are they part of an effective range of HR provision in a diocese, including ministerial review or appraisal and linked systems for identifying and developing talent.

· The networks of committed trainers and mentors who are leading this change themselves require support.  Without it, there is often a failure to learn across dioceses and a tendency to re-invent the wheel.

· Resourcing, in this as in other aspects of the Church’s life, is often inadequate.

· Current diocesan programmes tend to focus on the leadership of the parochial clergy. But there are other critical areas of the Church’s leadership needs which are still largely unaddressed in a structured way, including the development of senior staff teams in dioceses and in cathedrals.

· So the Church lacks a comprehensive strategy for, and a comprehensive provision of, developmental programmes catering for every level of an individual’s formation in Christian leadership.
In her contribution after lunch, Janet Trotter will say how the Foundation hopes to help the church address some of these needs in the next phase of its existence. I hope that what the Foundation does will not be seen as threatening the activities of anyone, either within the institutional church or in the range of other bodies with a focus on leadership with which we shall continue to be happy to work. The urgency of the task is too great for us to squander our energies in disputes over boundaries or other trifles.
So I look forward to your comments and your questions on what has emerged from our work thus far. After lunch, Bishop Trevor Willmott will then lead us forward into the next phase of the Foundation’s life.
