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INTRODUCTION

The National Association of Parish Coordinators/Directors
of Religious Education of the National Catholic Educational Associ-
ation exists to affirm and support the professional religious
educator in the American Church. This handbook is a visible sign
of that affirmation and sugport.

The Director of Religious Education is a pioneer in the
journey of the pilgrim Church. The DRE represents one of the lar-
gest groups involved in fuli-time professional Tay ministry 1. the
Christian community and, consequently, the role continues to be
inspected, evaluated and reformed. The DRE perseveres in the search
for & clear identity amidst a mind-boggling description of duties

ang responsibilities. The National Catechetical Directory puts it

this way:

As awarcness has grown of the need for
continuing, comprehensive catechesis for
all, an increasing number of men and

women have assumed positions as parish or
inter-perish directors and coordinators

of religious education. Such positions
vary in their specific functions, depending
on factors like size of staff, scope of
program, and parish size.

Two basic roles seem to be emerging,
together with variations on them. In

one, the individual is responsibie for
overall directicn cf the parish's cateche-
tical programs. This includes working
with the nastor, other ministers, and
appropriate committees, boards, or councils
involved in setting policy and planning;
designing catechetical programs; assisting
in liturgical planning; conducting sacra-
mental preparation workshops; and providing




opportunities for staff development.
Appropriate preparation includes studies

in theology, scripture, liturgy, psychology,
educational theory, and administration, as
well as practical experience with chiidren
and adults.

The other role involves responsibility for

administration of a parish's catechetical

program on a particular ltevel or for a partic-

ular group or groups. Functions include

working with the pastor, the director, and

other staff members in recruiting catechists;

and being responsitle for the general day-to-

day operation of the program. For this work,

a good background in catechetics, administra-

tion, and communication skills is needed,

together with parish experience.

Both roles are generally designated by the

title, Director, NMinister, or Coordinator of

Retigious Education; but the title varies from

place to place. #Z214

The facus of this handbook has been limited to the DRE as

professional minister. Thus, it is concerned with qualities, roles,
responsibilities, job int rviews, contracts, benefits and personnel
evaluation. It should prove to be helpful to all DREs - new and
experienced - as well as pastors, parish council members and boards

of education.

This book does not pretend to be all-inclusive. Much more
could have been said about each area of concern, but the limitation
of space prevented it. For those who wish to examine these areas
in greater depth, there is a list of appropriate works at the end
of the book.

Although various dioceses and sections of the country use
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different titles, such as Minister of Religious Education or Parish
Coordinator, the term DRE has been used throughout this handbook for
the purpose of simplicity and uniformity. -
Gratitude is due to many persons for reviewing, correcting
and improving this handbook. James Emswiler served very competently
as an Editor for the work. Special thanks are due to the Executive
Committee of the National Association of Parish Coordinators/Directors
of Religious Education (NPCD) who first requested this publication
and nave carefully reviewed several drafts. Thanks are also due to
a number of diocesan directors in different parts of the country who
offered valuable suggestions. While this handbook was prepared
primarily as a service to DREs, we believe that it will be useful to
diocesan officials, parish ccuncils and others in further under-
standing and supporting the ministry of the DRE.

May Christ, tne Divine Teacher, enable all who serve Him

in the catechetical ministry to truly "shaie the 1ight of faith."”

Rev. Francis D. Kelly

Executive Director

Department of Religious Education

National Catholic Educational
Association

Easter, 1983




SECTION ONE: THE CATECHETICAL MINISTRY AND THE DRE

CHAPTER ONE - Catechesis in the Church Today

The Church is a community of faith, the assembly of all who
have heard God's Word and responded to it in obedient faith. The
Church's perennial mission is to proclaim, spread and teach this
faith so that ali may come to the knowledge of the truth and to
eternal life,

In every age, catechesis must occupy a central place in the
Church's activities because it is an activity so intimately connected
to the Church's reason for being. Different approaches and techniques
will be used at different periods of the long history of the Church
but the goal is the same for the catechist today as it was for the
first catechists 2,000 years ago. The catechist serves "to help you
beiieve that Je.us is the Messiah, the Son of God, so that through
this faith you may have life in his name” {dn, 20:31).

The ultimate Source of the catecheticai ministry is God
Himself who took the initiative to call His People, to speak to them,
to reveal Himself and His plan to them over many centuries beginning
with His call to Abraham. This process reached its climax in Jesus:

In times past, God spoke in fragmentary
and varied ways to our fathers through
the prophets; in this, the final age, He
has spoken to us through His Son...
(Hebrews 1:1-2)
The Gospels conclude and the Acts of the Apostles begins

with the command of Jesus that the apostles go, teach and make disciples
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of all the nations by proclaiming faithfully what they had heard from
Him: “Go, therefore, and mak~ disciples of all the nations ... Teach
them to carry out everything I have commanded you." (Mt. 28:19-20)

The teaching missior of the Church then flows directly from
the Father through Jesus to the disciples as is most beautifully
expressed in John's Gospel in Jesus' final prayer:

Father, I entrusted to them the message

you entrusted to me and they received it.

They have known that in truth I came from

you, they have believed it was you who

sent me...As you have sent me into the

world, so I have sent them into the world.
(Jn. 17:8,18)

The Church's message is kept living and faithful through
the power of the Holy Spirit. Jesus had promised: "The Paraclete,
the Holy Spirit whom the Father will send in my name will instruct
you in everything and remind you of all that I told vou.” (Jn. 15:26)
The Spirit keeps the community infallible in its possession of the
truth so that it will not fall into error about God's Word. This
important truth is reiterated by the Second Vatican Council in the
Decree on the Church #12:

The holy People of God shares also in
Christ's prophetic office. It spreads
abroad a 1iving witness to Him, especially
by means of a life of faith and charity

and by offering to God a sacrifice of
praise, the tribute of lips which give
honor to His name (cf. Heb. 13:15). The
body of the faithful as a whole, anointed
as they are by the Holy One (cf. Jn. 2:20,
27), cannot err in mattevs of belief.
Thanks to a svpernatural sense of the faith
which characterizes the People as whole, it
manifests this unerring quality when, "from
the bishops down to the last member of the
laity," it shows univarsal agreement in




matters of faith and morals.

(Second Vatican Council
Decree on the Church, #12)

The Church then has as its treasure the living Word of God
and a. its awesome responsibility the task of preaching and teaching
this Word in every age. This requires laborers:

Everyone who calls on the name of the Lord
will be saved. But how shall they call on
Him in whom they have not believed? And
how can they believe unless they have heard
of Him? And how can they hear unless there
is someone to preach? And how can men
oreach unless they are sent? Scripture
says, "How beautiful are the feet of those
who announce good news!"

(Romans 10:13-15)

This Ministry of the Word is not carried on in isolation
but in the framework of the Church, of the community in which the
Spirit has bestowed offices, gifts and charisms to preserve the
unity of the Body of Christ. Thus catechetical activity is carried
on under the direction of and in harmony with those whom He has
made "pastors and teachers" in the Church -- the Pope and the
bishops:

Bishops are preachers of the faith who lead
new disciples to Christ. They are authentic
teachers, that 1S, teachers endowed with the
authority of Christ, who preach to the people
committed to them the faith they must believe
and put into practice. By the light of the
Holy Spirit they make that faith clear, bring-
ing forth from the treasury of revelation new
things and old, making faith bear fruit and
vigilantly warding off any errors...

(Second Vatican Council,
Const. on the Church, # 25)




In the Church and in collaboration with its official teachers,

many others, too, are called to share in the teaching mission: priests,
geacons, parents, and catechetical leaders such as DREs, religion
teachers in schools, and volunteer catechists. This is a privileged
exercise of the prophetic role to which all the baptized are called
and one of the greatest services we can render to the human family.
Jesus Himself promised: "Whoever fulfills and teaches these commands
shall be great in the Kingdom of God"{Mt. 5:19).

Catechesis occupies a central and privileged place in the
Church's pastoral Tife. In recent decades there has been a great
catechetical renewal which has made even more effective the perennial
mission of the Church "to make disciples" of all men and women. This
renewal must continue and the entire Church must give to catechesis
the priority and resources needed. Pope John Paul Il recently expréssed .
this most powerfully when he wrote:

The more the Church, whether on the local
or the universal level, gives catechesis
priority over other works and undertakings
the results of which would be more spectacu-
Tar, the more she finds in catechesis a
strengthening of her internal life as a
community of believers and of her external
activity as a missionary Church. As the
20th century draws to a close, the Church
is bidden by God and by events - each of
them a call from Him - to renew her trust
in catechetical activity as a prime aspect
of her mission.

She is bidden to offer catechesis her best
resources in people and energy, without
sparing effort, toil or material means, in
order to organize it better and to train
qualified personnel. This is no mere human
calculation; it is an attitude of faith.

(Catechesi Tradendae, #15} .
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dhile the role of catechesis in the Church is perennial apd
tied to its essential mission, the Church and those who engage in
catechetical activity must "read the signs of the times" and present
the ancieni message in a way that will render it effective for today's
Church and world.

The General Catechetical Directory points cut two important

implications of this truth:

a) In times past, the cultural tradition
favored the transmission of the faith to

a greater extent than it does today; in

our times, however, the cultural tradition
has undergone considerable change, with the
result that Tess and less can one depend on
continued transmission by means of it. Be-
cause of this, some renewal in evangelization
i$ needed for transmitting the same faith to
new generations.

b} It should be noted that the Christian
faith requires explanations and new forms of
expression so that it mey take root in all
successive cultures. Though the aspirations
and basic needs peculiar to human nature and
the human condition remain essentially the
same, nevertheless, men of .our era are posing
new questions about the meaning and importance
of life,

Believers of our time are certainly not in
811 respects like believers of the past. This
is why it becomes necessary to affirm the
permanence of the faith and to present the
message of salvation in renewed ways.

(General Catechetical Directory,
#2)

Authentic catechesis, therefore, faithfully transmits the
entire message of Christ as the Church has handed it down and diligently

strives to express it in language and forms that will evoke a response

11




of faith in modern man.
Catechesis can take many forms. The National Catechetical

Directory declares:

While aiming to enrich the faith life

of individuals at their particular stages

of development, every form of catechesis

is oriented in some way to the catechesis

of adults who are capable of a full response
to God's Word. Catechesis is a lifelong
process for the individual &nd a constant
and concerned pastoral activity of the
Christian community.

(National Catechetical Directory,
#32)
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CHAPTER TWO - The DRE as Minister of the Word

Within the Church ;ommunlpy which endeavors tc carry out
the Ministry of the Word, there arise providentially roles and
ministries which correspond to the needs of each age. In our day in
missionary courtries, for example, the role of the catechist has
assumed a great importance. Catechists have often become the chief
teachers of the faith for small and sometimes is6lated communities
and have even had to [ ‘eside over Liturdies of the Word in the absence
of a priest or deacon.

In our own coﬁntry in a similar fashion, the position of
Director or Coordinator of Religious Cducation has emerged as a
providential ministry o stengthen the Church's catechetical efforts.
This ministry has provided parishes with qualified persons who are
called to serve the catechetical programs cf their communities in
e%ther a full-time or part-time capacity.

“he specific responsibilities of a DRE may di ffer from
parisk to parish. More detailed discussion of possible role models
and functions will be treated in Section Two. As Ministers of the
Word, however, all DREs are called to and entrusted with a share in
prociaiming and teaching the faith as described above in Chapter One.
They do this by planning and implementing an organized catechetical
program for the parish community.

In their ministry DREs call forth and enable the gifts of
others in the community, e.g., parents, catechists, youth peer mninisters.

It is therefore not only a ministry of the message but a ministry to

13




and with persons.

The following principles are suggested as a framework for
a proper understanding of the role of the DRE:

1. In Chapter 12 of his First Letter to the Corinthians,
Paul lists many gifts which the Holy Spirit bestows on members of the
community for the good of ail. He lists prophets and teachers right
after apostles and speaks of the great value of these gifts for the
upbuilding of the community, even evaluating it more favorably than
the gift of tongues: "...I would rather say five intelligible words
to instruct others than ten thousand words in a tongue." (1 Cor.14:19)

Following the teaching of Paul, one carefully chosen to
fulfill the role of catechetical leader in a parish community should
be seen to be gifted by the Spirit for this role.

DREs, than, should see God's call and the Spirit's gifts
as the ultimate source of their ministry. These are given to them
for service to the community.

2. The Church's Ministry of the Word described in Chapter
One takes many forms --evangelizat{on, catechesis, theology, etc.
(cf. GCD, #17; NCD, #31-38). The catechetical form is the one
primarily exercised by the DRE. It is oriented towards leading
communities and individual members of the fafithful to maturity of
faith. Through catechetical programs communities acquire a deeper
knowledge of God and of his plan of salvation centered in Christ.
Faith becomes more mature and enlightened -- truly "living, conscious
and active."

The National Catechetical Directory describes very well
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. how the work carried on by the DRE is a combination of the mission

and ministry of Christ Himself:

The Church continues the mission of Jesus,
prophet, priest, and servant king. Its
mission, Tike His, is essentially one --

to bring about God's kingdom -- but this

one mission has three aspects: proclaiming

and teaching God's word, celebrating the
sacred mysteries, and serving the people

of the world. Corresponding to the three
aspects of the Church's mission and existing
to serve it are three ministries: the ministry
of the word, the ministry of worship, and the
ministry of service. In saying this, however,
it is important to bear in mind that the
several elements of .the Church's mission are
inseparably linkec in reality (each includes
and implies the others)}, even though it is
possible to study and discuss them separately.

(National Catechetical Directory,
£30)

. Like other pastoral activities, catechetical
ministry must be understood in relation to
Jesus' threefold mission. It is a form of
the ministry of the word, which proclaims
and teaches. It leads to and flows from
the ministry of worchip, whi.% sanctifies
through prayer and sacrament. It supports
the ministry of service, which is linked te
efforts to achieve soci»1 justice and has
traditionally been expressed in spiritual ind
corporal works of mercy.

Catechesis is an esteemed term in Christian
tradition. Its purpose is to make a person's
"faitn pecome 1iving, conscious, and active,
through the 1ight of instruction." While

aiming to enrich the faith life of individuals
at their particular stages of development, every
form of catechesis is oriented in some way to
the catechesis of adults.

(National Catechetical Directory,
#32)




The DRE has a critical role in this Ministry of the Word .
in the local parish community in cooperation with the bishop, the
priests and deacons who also serve the community. In this context,
it is to be hoped that the Church would officially recognize the
Ministry of the Director of Religious Education, designate it as

one of the trye lay ministries described in Ministeria Quaedam and

be willing to formally install both men and women i this role by

officially approved rites.

3. The chief focus of the DRE's service is this Ministry
of the Word, the teaching of the faith, the forming of disciples.
This task is therafore primarily catechetical, aducational, forma-
tional -- understood in the widest and most contemporary interpre-
tation of these words. In this light, the DRE's service in the
Ministry of the Word in the Church is very direct and explicit.
He/She occasionally may be called upon to engage in allied activities
{(e.g., liturgical celebration, social ministry) but the focus of
his/her service is catechetical -- oriented towards the strengthening
of the community of faith through a systematic presentation of the
content of the faith in a mature manner adapted to the needs and
stages of development of individuals and the Tocal community.

There are other legitimate pastoral roles in the local
community to which men and women are called. The service of a parish
total catechetical program, however, is so vital and so demanding
that it is important that roles and functions not be confused and
that those who seek a position as Director of Religious Education do

so with full commitment to their important and specifically

10
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catechetical task.

4. The parish Director of Religious Education should be
seen and welcomed as a full partner in the parish's ministerial
team. The Ministry of the Word in which DREs are involved is so
initmately related to the parish's existence as a community of
faith, and the 9ifts of the Spirit which they employ in the service
of the community require that they be fully involved in the parish
leadership and pastoral decision-making process. The DRE himself
or herself, like other members of the parish staff, will also want
to feel 3 sense of accountability and responsibility to the community

for the effective implementation of his/her role.

11
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CHAPTER THREE - Qualities of The DRE .

This chapter describes fundamental qualities which author-
itative Church documents suggest ought to characterize the life and
work of the catechist (see, for example, NCD #206 to 211). By quali-
ties are meaot those less tangible and less measurable personal
religious characteristics which are essential for a person in such a
parish ministry. These might be distinguished from the professional
competencies required to carry out the role which will be treated

further in Section Two of this handbook.

1. A Person of Faith

The DRE is a minister of the Word of God who brings the
gospel of Christ to others. The response that he/she seeks to elicit .
or deepen in those served is one of faith. This presumés that the
DRE has received God's Word in faith and is striving with God's help
to daily respond to and deepen that faith. _

Faith is an entirely unmerited gift of God and growth in
faith results from the mysterious interaction of God's grace and the
free response of the believer. The faith life of the follower of
Christ will always, therefore, retain a transcendent dimension which
defies empirical measurement.

That the DRE be a person of true and deep faith is a

sine qua non of his/her ministry. It is a quality which those
hiring such a person will rightly be very concerned about. It is a

quality that will affect the style and manner in which the ORE carries
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. out his/her duties.
In the Catholic understanding, faith is not only a personal
Quality byt it is something that is received from and shared with the
whole ecclesial community. The DRE will personally appreciate the
Church as faith community and be responsive towards those designated
as official pastors and teachers in the Church and will seek to share

this faith reality with those served.

2. A Witness of the Gospel

Pope Paul VI put it succinctly in his Apostolic Exhortation

on Evangelization:

The first means of evangelization is the
witness of an authentically Christian
life, given over to God in a communion
that nothing should destroy and at the
. same time given to one's neighbor with
limitliess zeal... Modern man listens
more willingly to witnesses than to
teashers and if he does listen to teachers
il .3 because they are witnesses.

(Evangelii Nuntiandi, #41)

- No amount of technical competence can make up for the lack
of a living faith. Such faith will be an inevitable witness to the

truth of the message.

The function entrusted to the catechist
demands of him fervent sacramental and
spiritual 1ife, a practice of prayer
and a deep feeling for the excellence
of the Christian message and for the
power it has to transform one's 1life.
It also demands of him the pursuit of
charity, humility and prudence which
allow the Holy Spirit to complete his
fruitful work in those being taught.

. (General Catechetical Uirectory,
#114)
13
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3. A Witness of the Church

The exercise of the Ministry of the Word is not an exclu-
sively individual or autonomous activity on the part of the ORE,
but a sharing in thé catechetical mission of the Church. The sig-
nificance of this mission is well summarized in the American Bishops'

pastoral on Catholic education, To Teach as Jesus Did:

The educational mission of the Church is
an integrated ministry embracing three
interlocking dimensions: the message
revealed by God (didache) which the Church
proclaims; fellowship in the life of the
Holy Spirit (koinonia); service to.the -
Christian community and the entire human
community (diakonia). While these three
essential elements can be separated for
the sake of analysis, they are joined in
the one educational ministry. Each edu-
cational program or institution under
Church sponsorship is obliged to contrib-
ute in its own way to the realization of
the threefold purpose within the total
education ministry. #14

The catechist who chooses to share in the educational
mission of the Church obviously ought to believe in the Church.
Recognizing its human side, the catechist appreciates its constant
need for renewal, Believing the Church to be the Body of Christ
and the Pecsle of God, the DRE must be a practicing Catholic.
He/She enters the 1ife of the visible community, identifies with
it, and strives to be an instrument of the Lord's power, a sign

and sacrament of the Spirit's presence.

4. A Proclaimer of the Message

If the PRE is to reflect the fourfold educational mission--

message, community, worship and service--of his/her ministry, it is

14
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vital that these elements be incorporated in his/her own life. Since
Jesus 1S the fullness of God's revelation, the DRE should be one who
experiences a personal relationship with the Lord based on his/her
belief in the message revealed by Sod. Moreover, since in the phrase
of St. Jerome, ignorance of Scripture is ignorance of Christ, the DRE
should not only be acquainted with the Bible, but should continually
study it and reflect prayerfully on its message as part of his/her
ongoing development as a Christian teacher.

Horeover, since appreciation of the person and message of
Jesus is not just an intellectual exercise but the deepening of a
Tiving relationship with the Lord, prayer must be an integral part
of the Tife of the DRE.

The Christian message is not a lifeless body of truths. As
in apostolic times, the Christian message is nurtured and develops
amidst the community of believers which is the Church. It is through
this community that the message is mediated to each believer. In-
sights into the meaning of the Christian message by any individual
member must always be tosted and validated against the community's
perception of the message. In the teaching mission of the Church,
the Pope and bishops have a special role to play as symbols of unity
and official spokesmen for the community. The DRE must therefore
"pay respectful and cbedient attention to the teaching authority of

God's Church”(Basic Teaching for Catholic Religious Education, p. 18).

5. A Sharer in the Fellowship of the Spirit

The American bishops have highlighted the importance of

community in the educational mission of the Church:

15
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Community is at the heart of Christian
education not simply as a concept to be
taught but as a reality to be lived.

ThroUgh education men nust be moved to
build community in all areas of life;

they can do this best if they have learned
the meaning of community by experiencing
it...Christian fellowship grows in personal
relationships of friendship, trust and love
infused with a vision of men and women as
children of God redeemed by Christ. It is
fostered espec1al1y by the Eucharist which
is at once sign of conmunity and cause of
its growth.

(To Teach as Jesus Did, #23)

It is crucial that the DRE understand and accept the idea
that he/she is not an isolated individual but part of a community of
persons who share together, plan together, pray together and are
deeply concerned about one another. A continual striving for a
sense Of community among catechists is essential if they are to
provide an experience of community for their learners. Integral to.
the expression and formation of community is participation in the
lituray, especially the Eucharist. A love for the Eucharist and
readiness to participate in Fucharistic celebrations are essential

qualities in catechetical ministers.

6. A Servant of the Community

As the Body of the Suffering Servant of God, the one who
came “ndt to be served but to serve,” the community of believers must
express in their 1ive§ the meaning of the title Servant Church. To
be authentic, the experience of Christian community must lead to

service for others.
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The Church 15 a servant community in

. which those who hunger are to be filled;
the ignorant are to be taught; the home-
less to receive shelter; the sick cared
for; the distressed consoled; the oppressed
set free -- all so that wen may more fully
realize their human potential and more
readily enjoy life with God now and eternally.

(To Teach as Jesus Did, #28-29)

The DRE must be committed to rendering service to the

Christian community and to the community-at-large. The conscien-
tious exercise of the catechetical ministry is itself an expression
of Christian service which demands a great deal of sacrifice and
sensitivity on the part of the DRE. The DRE will not only respond
to needs when asked, but will take the initiative in searching out
the needs of individuals and of the community. Furthermore, as a

. member of the Servant Church the DRE should be invoived in “seeking
solutions to a host of complex problems such as war, povercy, racism
and environmental pollution which undermine conmunity within and

among nations” {To Teach as Jesus Did, #29). DREs should see it as

part of their responsibility to lead those they serve toward a
sensitivity to the problems of modern people as they relate to
the ideals of the Gospel. They should help them initially examine
their accepted ideals and values in the light of the Gospel values

of charity, justice and peace.
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SECTION TWO: FUNCTIONS OF THE DRE

CHAPTER ONE - The DRE in the Parish Community

Jesus Christ gave his 1ife that we might become community.
In John's gospeil, he says:
Father, may they be one in us, as
You are in me and I am in You, so
that the world may believe it was
You who sent me.

{John 17:21})

It is only when we are genuinely living as community that we are abie
to fulfill the great commission which is the foundation of all
catechetical activity, "Go therefore, make disciples of all the

nations" {Mt. 28:19). Furthermore, in Catechesi Tradendae #16,

Pope John Paul II pointed out that "catechesis always has been and
alﬁays will be a work for which the whole church must feel responsible
and must wish to be responsibie.” Thus, there is nothing more
essential to the DRE's role than the awareness that Christian commu-
nity is both the primary goal and the primary means which Christ has

given us to fulfill his work among humanity.

A. The Parish as a Christian Community

The communion which is Christ's goal is to be realized on
several levels. Ultimately, all humankind is to be one in love. But
this can never occur unless community is built from the ground up.

If there are no local, face-to-face Christian communities, talk ‘of
"world-wide communion” is only rhetoric. The deepest identity of the

parish is, as such, a local Christian community, a living cell in the
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worid-wide Body of Christ,

The practical implication of these statements is that the
ORE must always keep in mind that "success" in his or her ministry
is always to be judged by the improved quality and depth of relation-
ships in the parish, rather than simply by incressed knowiedge levels,
smoothly functioning programs, etc. The DRE, 1ike every Christian
minister, strives to bring the ideal of community to all of his or

her professional relationships.

B. The Parish as a Structured Organization

Like every body, the Church has a structure. Some elements
of this structure, such as the teaching and overseeing role of
bishops and pastors, are grounded in the deposit of apostolic
revelation. Many elements, however, can be analyzed on the s&ne
basis as any other humanly structured institution. The insights
of sociology and of managerial science are not to be disdained by
Church leaders: they can never tell the whole story of the Church,
but they are indispensable tools for enabling the Body of Christ in
fulfilling its mission in today's complex society.

This handbook does not aim’to give a course on organization
theory. However, awareness of a few basic principles c¢an save the

DRE {and the whole parish community} many headaches.

1. Policy-making and Management Roles
A key distinction in all organizations is that between the
policy-making role and the management role. The fact that these are

distinguishable roles does not mean that they are always carried out
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by compietely distinct individuals or groups. In fact, sc.e overlap
makes for smoother functioning. Still, the two roles are different,
and the DRE needs to understand his/her role in the light of this )
distinction.

The Archdiocese of Milwaukee Office of Religious Education,
in its "Personnel Manual for Parish Directors of Religious Education,”
defines the two roles this way:

Management is the art and science of
working with people in order to achieve
the mission and goals of the parish.

The usual functions of management are
planning, ordanizing, impiementing,
controiling, and evaluation. Examples

of parish managers are the pastor and
associates, deacon(s), school principal,
director of religious education, pastoral
minister, director of liturgy, volunteer
Tay officers, parish staff.

Policy is a guide to discretionary action,
or, a general statement of the poli.y-
maker's intention that needs to be made
more specific before it can be put into
action. Examples of policy-makers are
the parish council, the council's various
committees, the school board, the Arch-
diocesan Pastoral Council, the Vatican
Council II.

In these definitions, the DRE's primary role description
comes under management. However, this should not be interpreted to
mean that the DRE is a passive enactor of others' policies. Ideally,
the DKE should be recognized as the policy board's "expert” on both
practical and theoretical aspects of religious education. As such,
he/she must take an active part in preparing agendas and formulating
tentative policy statements. However, the DRE must recognize the

limits of the DRE role. When the appropriate policy-making body has
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come to its decisiwi, the DRE cavetully aids its implementation.

2. Different Organizational Styles

While all organizations have policy-makers and managers,
th«se functions can be distributed in many different patterns and
styles. For example, in one parish, constant efforts may be made
to involve as many parish members as possible in thz process leading
to policy-making; the pastor, while retaining his right to final
authority, may strive to let decisions be made by consensus when-
ever possible. In a second pariszh, fewer people way be involved,
but the pastor always listens carefully to the parish council and
other parish consultative bodies before promulgating a policy. In
a third parish, the pastor may be, for all practical purposes, the
sole policy-ﬁaker. Management can also be exercised in any of these
styles or any of the gradations between them,

The DRE needs to be conscious of these realities as he/she
seeks a position in parish work., The policy-making and management
styles of the parish in which one works will affect nearly every
aspect of the DRE's functioning. It would be foolish not to con-
sider whether the style of the parish is compatible with one's own
style and ideology. Once a position has been accepted, ongoing
sensitivity is required to learn and adjist to the particular
patterns of interaction, channels of communication, habits of formal
and informal decision-making, etc., which characterize the community

one serves.

DOREs who have little background in organizational and

managerial theory may find their jobs made easier by furthering
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their education in these fields.

C. Relationships of the ORE

1. Relationsihip of the DPE to the Parish Community as a
Whole.

The ecclesial vision of Vatican II places the ministry of
the community as a whole before the differentiated ministries of the
members. Likewise, it recognizes that every member of the Body is a
“minister” in some way. A thorough understanding of this will give

the DRE a prcoer perspective. The action of the Spirit through the

whole community is what accomplishes the goal of catechesis; the DRF
is one possible organ of the Spirit, but it is equally the case that
he/she is a recipient of the community's ministry.

Concretely, this means that the DRE does not envision the
parish commnity in terms of one group of "learners" and another -
group of "ministers” or “catechists." Everyone in the community,
including children, is both a learner and a catechist. In all ‘inter-
actions with members of the community, the DRF is aware of and sensi-
tive to whatever charisms are being manifested. He/She tries to be
alert to special charisms of leadership or teaching which may surface

in unexpected places,

2. Relationship of the DRF to Hierarchical Leadership

Within the ecclesial context there are certain special
charisms which assure structure and definite lines of accountability
within the Body. As Jesus called the Twelve to a special relation-

ship involving intimate knowledge of His teachings and the responsibility
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to care for those others who wished to follow Him, so today through
the Church and the sacrament of episcopal ordination He calls the
bishops to the same role, The bishop is the spiritual leader of

the diocesan community and its chief teacher and pastor. In Catechesi
Tradendae #63, Pope John Paul II exhorted all bishops, "You are beyond
all others the ones primarily responsible for catechesis, the cate-

chists par excellence." Thus, it is the bishop's responsibility to
oversee all catechetical activity in his diocese and to be the final
arbiter of all policies and guidelines. Since it is the responsibility
of the diocesan office of religious education to keep in ﬁood commu-
nication with the bishop, entering into dialogue when appropriate and
attending carefully to his directives when they are promulgated, the
parish DRE should always strive to be awarr of these directives and
should follow the proper policies when established.

The pastor of the parish is the delegate of the bishod's
authority in the local community. His role in the parish is similar
to that of the bishop in the diocese: he has the chief teaching and
pastoral responsibility and is the final arbiter -- except for the
bishop -- of parish policies and guidelines. It will be impossible
for the DRE to practice the catechetical ministry without an active

decire for good cammunication with the pastor of the employing parish.

3. Relationship of the DRE to Fellow Ministers

"Team ministry" is an ideal which is more and more frequently
discussed. It is an excellent way to concretize the vision of the
primacy of community with which this chapter began. In the team

ministry approach, all the full-time ministers of the parish conmit
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themselves to the effort required to form a community of peers among
themselves. This involves growing in the ability to listen with
empathy rather than defensively; to give and receive criticism; to
share responsibility rather than grabbing a “turf"; etc. This is not
easy to those raised to be competitive. However, its fruitfulness
for parish ministry has been proven, and the DRE will do well to pro-
mote the concept whenever possible and to cooperate wholeheartedly
when the effort is made to implement it.

Even when team ministry is not explicity being practiced,
some of the same principies hold. Respect, empathy, a cooperative
spirit, the effort to communicate -- these are the sine qua non of
a harmonius and effective parish staff.

One fellow minister with whom there is a special need to
develop a working relationship-is the principal of the parish school,
if such exists. 1In some parishes, the DRE is responsible for reli-
gious education both within the school program and outside of it;
in other parishes, only outside the school. In either case, re-
sources need to be cooperatively shared and areas of responsibility
clearly delineated. This clarification is best done in coﬁjunction
with the Board of Religious Education and/or the ministerial team.

Another set of fellow ministers with whom the DRE has a
special relationship is the entire staff of catechists. Just as
the ideal for the parish staff is team ministry, so the ideal here
is a sense of community among the DRE and catechists.

The relationship of the DRE to the parents of children in
a religious education program may appropriately be considered here

since, as the National Cathechetical Directory #212 says, "Parents
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. are the first and foremost catechists of their children.”" The most
important thing is that the DRE succeed in communicating sensitive-
1y to the parents the fact that they do have this charism -- and this
responsibility -- in relation to their children. Many parents want
the DRE to be the "expert" who relieves them of responsibility, and
it may be « real temptation for the DRE to fall into this role. In-
stead, one should play the role of evoker, encourager and enabler,
as well as instructor of the parents' own catechetical vocation.

The DRE in today's parish setting may be called upon to
establish a relationship with other persons as new parish ministries
gain acceptance and approval. He/She will maintain a relationship
and woirk closely with parish Titurgists, liturgical planners, family
life ministers and youth ministers. Such cooperation and coordina-

. tion of service can be seen, for example, in the catechumenate. The
DRE is the natural person responsible for the catechetical dimension
of the program but will be working with liturgists, liturgical plan-

ners and family life ministers in the execution of the new rite.

4, The Relationship of the DRE to the Parish Council
and Board of Religious Education.
The relationship between the policy-making role of these
bodies and the primarily managerial role of the DRE was discussed
in part B above. The NCDD "Resource Guidebook for Diocesan Directors
of Religious Education" sums up the specific relationships thus (p.13):
In those parishes where there is a
functioning Parish Council, the Board

of Religious Education should be con-
sidered a committee of the Council
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and be responsible to the Council. The
DRE/CRE shoyld be an ex-officio member
of this committee.

The DRE/CRE generally is considered an
employee of the Council and as such
should be available to give consultative
service to the over-all direction and
unification of the total catechetical
program of the parish. He/She should
attend all meetings and submit major
policy proposals to the Councit. He/She
should also help review and plan budgets
for the catechetical programs and present
them to the Council. Communication and
evaluation reports to the Council should
be on-going.

Although the board of education and the parish council are
generally responsible for foriring policies, members of these bodies
are not usually as trained in theology and ecclesiology as the DRE.
Therefore, it is up to the DRE to continuously educate, motivate and

enable these menmbers so that they might intelligently participate

in the policy-making process.

5. Relationship of the DRE to Diocesan, National, and
International Bodies.

If there is a diocesan organization, association or forum
for DREs, there is much to be gained from participation. The DRE
may wish to investigate the various national organizations of

religious educators. Annual conventions sponsored by these groups

_can be an excellent source of professional development. The only

existing national organization foy DREs is the National Association
of Parish Coordinators/Directors of Religious Education (NPCD), an

affiliate of the Mational Catholic Educational Association,
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. 1077 - 30th Street, N.W., Washington, D.C. 20007,

The DRE ;houfd take care to maintain a strong conscious-
ness of the woridwide Church. This consciousness needs to be
communicated to catechists and within the catechetical programs
of the parish. Mission magazines, mission offices, or returning

missionaries are excellent sources for fascinating insights into

the Church in other countries.




CHAPTER TWO - Clarifying Roles/Titles

There is considerable diversity in the dioceses and parishes

of the United States with regard to the terminology used to designate

those in a parish who exercise leadership roles in the religious
education program. Neveriheless, there does seem to be an emerging

consensus that three major roles can be distinguished:

Director of Religious Education (DRE)

Coordinator of Religious Education (CRE)

Administrator of Religious Education (A.R.E.)
The National Conference of Diocesan Directors of Religious Education
(NCDD), in the "Resource Guidebook for Diocesan Directors of Relig-
ious Education,” has approved these three titles as useful “descrip-
tive" titles at this time. The Executive Committee of the National
Association of Parish Coordinators/Directors of Religious Education
(NPCD) commends these three role disffnctions to its members so that
both diocesan and parish religious educators may work toward a unity

of terminology.

DIRECTOR OF RELIGIOQUS EDUCATION

Persons applying for the position of Parish Director of Religious
Education should possess the skills, experience and educational back-
ground which enables them to:

A. Directly assume the major responsibility for the total parish
religious education program as designated and recognized by the

pastor
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B. Understand the nature and purpose of total parish religious
education

C. Evidence good public relation skills

It would be expected that an applicant for the DRE position would 3
have completed a Masters Degree in Religious Education or a similar

Masters Degree with equivalent religious educztion courses/experience,

Scope of DRE Responsibility
A. Initiate, organize and implement programs to meet the religious L
educational needs of the total Parish, i.e.,
a, develop educaticnal programs for adults and children
b. develop sacramental programs
¢c. recruit and train volunteers to assist in the programs
d. prepare schedules

e, maintain permanent records of programs and its participants

Be aware of educational resources and current catechetical method-
ology which enables him'her to select

a, programs and/or texts

b. audio-visual materials

¢. supplies needed for the effective development of programs
C. Prepare an operating budget for the reiigious education program

D. Work in cooperation with the pastor, associate pastor and parish
board of religious education by

a. meeting on a regular basis with the pastor and associate pastor
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b. attending parish religious education board meetings

c. attending parish council meetings

Evaluate and prepare annually a report to the parish religious

education board

Be familiar with diocesan policies in order to develop parish

policies in conjunction with diocesan norms

Actively represent the parish at diocesan sponsored functions.

COORDINATOR OF RELIGIOUS EDUCATION

Persons applying for the position of Parish Coordinator of Religious

Education should possess the skills and educational background which

enables them to:

A. Implement an area of or the total parish religious education .

program under the guidance and supervision of the priest director

B. Understand the nature and purpose of his/her area of responsibility
in relation to the entire parish program
C. Work well with others, i.e., those in authority, peers and

|
_ !
or other professional director hired by the parish %
|
!
subordinates

|

It would be expected that an applicant for the CRE position would have
completed a Bachelor's Degree with courses in theology and/or religious
education. Someone who does not possess a Bachelor's Degree but has
completed the 90-hour Diocesan Master Catechist Program would be

considered qualified educationally.
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These

Scope of CRE Responsibility

Drganize and implement programs to meet the educational needs

relevant to his/her area, i.e.,

a. recruits and provides for the training of volunteers who
assist in the program

b. recommends to the director texts/programs, audio-visual
materials and necessary supplies tn be used

¢. prepares schedule

d. provides for the maintenance of permanent records of
programs and its participants

collaborates in the preparation of an operating budget

1]

Work in close cooperation with the pastor and director of
religious education and parish board of religious education by:
a. meeting on a regular basis with the pastor and director

b. attending parish religious education board meetings

c. attending parish council meetings

Prepare and present annualy a report tothe parish religious

education board

Be or become familiar with diocesan policies relevant to his/her

area of responsibility

Actively represent the parish at diocesan sponsored functions

ADMINISTRATOR QF RELIGIDUS EDUCATION

individuals can play a most helpful role in a parish religious
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education program but would not be expected to have all the skills
needed to direct a total program. They would often be a volunteer
or partially recompensed. Their_function would usually focus on
serving the administrative and organizational needs of a parish
program in such areas as:
Scope of A.R.E. Responsibility
A, Planning and scheduling of programs
B. Recruiting catechists
C. ResponsibiIityhfor material needs of teachers and students in
catechetical programs {(e.g., providing textbooks, teacher-aids)
D. Facilitating arrangements for sacramental celebrations, parent
meetings, etc.
E. Alerting catechists to opportunities for training and renewal
{(e.g., diocesan courses, regional workshops)
F. In absence of a DRE or CRE, making reports to the Parish Council

and/or Religious Education Committee

Often, the size of the parish will dictate its personnei
requirements. While a very small parish, for example, may require
only an Administrator to assist the pastor with catechetical programs,
a larger parish will probably require a DRE. Many very large parishes
hire a DRE to oversee the program and one or more Coordinators to

supervise individual wreas.
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CHAPTER THREE - DRE Areas of Responsibility

The concrete daily exercise of the DRE ministry requires
many skills and entails considerable responsibility. This chapter

will consider the basic roles and functions of the DRE.

1. Planning

An ancient adage is "the end determines the means." If one
wants to arrive at a far-off destination, one has to plan the way to
get there. Setting goals, therefore, is a major task for the parish
catechetical leader.

Some general goals for catechetical ministry have been set
by the Church. According to the Second Vatican Council, it seeks "to
foster a faith that is living, conscious and active” (Decree on Bishuys,
#14).  According to the American Bishops' document., The National

Catechetical Directory, the goals are fourfold: to proclaim the

message, build community, lead to worship and motivate for service.

The DRE is challenged to make these goals practical and
applicable to the catechetical program of a particular parish. This
will involve a process of needs assessment in the parish and the
identification of priorities for the catechetical program.

The DRE will bring to this responsibility his/her special
training and knowledge of the field, but the parish community should
be given the opportunity to be involved as much as possible. In
particular, parents and members of the parish board of religious

education have the right and duty to be intimately involved in the
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process of goal-setting. Once general goals have beer formulw.ed on

the basis of input from all concerned parties, the DRE can begin to
work towards the formulation c¢f concrete, measurable, and specific

objectives to be attained within determined time spans.

2. Program Design S

The setting of goals and objectives will naturally lead to
the design of a program of total religious education fof the whole
parish community. The concept of "total catechesis" implies that a
variety of programs will be designed to meet the expressed needs of
all age groups as well as of special interest groups.

Concentration on catechesis for the children of the parish
should not override the importance of providing for the needs of adults;
nor should stress on adult education lead to neglect of the children's
right to have appropriate programs available. Rather, a network of
catechetical programs can be designed and implemented so that all
efforts support aﬁa enhance one another. The Rite of Christian Ini-
tiation of Adults is both a specific program for those entering the
Church and a model of a truly ecclesial catechetical approach.

Program design for total religious education will include
concrete plans for the involvement of parents. These and other
adult catechetical programs will pe designed in acco;dance with
recognized principles of adult education, such as problem-centeredness,
experience-centeredness, and participation in the ]earﬁing process by

the learner. Adult programs often benefit greatly from the involve-

ment of resource persons from outside the parish.
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Designing a program for children will involve translating
the parish’s alreadv determined religious education gcals and policies
into curricula which. .able the volunteer catechists tu realize the
goals in week-by-week atechesis. A key part of the DRE's job will
be the selection of resource materials, such as textbooks, films, and
other audio-visual aids.

The total catechetical program may not be realized all at
once. Priorities will have to be established and through consultation

and discussion, the focus for a given yéar will be determined.

3.  Policy-Making

Having ass}sted in tha determination of the catechetical
goals and program of the parish, the DRE has the respuusibility to
draft policies for presentifion to other parish leadership and policy-
making boards. A$ discussed in chapter two above, the DRE wili make
recommendations for policy statements, but the policy must be decided
upon by the religious education board and approved by the varish
council, pastor and diocesan office.

The DRE will then see to the execution and implementation
of these policies. A first step in this area would beé the clear
promilgation of the policies to all the parishioners.

Policy areas will likely include such .atters as rules for
sacramental preparation and catechesis, parental invoivement, class

attendance, disciplinary issues, etc.

4, Administration

New DREs are sometimes surprised to discover how much of
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their time is spent on administrative work. A religious education
program for a parish -- especially if the program is well-run --
requires a full-fledged office complete with staff, well-kept records,
an extensivé budget, etc. The DRE is the superQisor of the daily and
tong-term operations of this office, as well as of the programs which
are its reason for existing.

The DRE must have a comprehensive grasp of al. that is in-
volved in an efficient office and program operation. One of tha
most important skills a DRE can possess is the ability to define the
various tasks and delegate them to appropriate persons. Many parishes
wi]]Ihave a full or part-time Religious Education secretary wiio can
take care of the daily necessities -- answering the telephone, opening
the mail, typing, filing, communications, etc. Additional help can
be solicited on a volunteer basis. Both paid and volunteer staff
will need supervision and support to keep morale and efficiency high.

t could be said that the key to being a good administrator

is "budgeting”: resources of money, .me, talent, space, materiais,

etc., must be allocated according to established priorities.

5. Publicity and Communications

Without good communications, even a well~designed and
carefylly administrated religious education program will not accom-
plish its goal of enhancing the growth of the faiphjlife of the
parish community. The entire community should know that it is
their program --i.e., that each member of the community has a res-

ponsibility to actively contribute to the success of the parish cate-

chatical program. They should be made aware that "active participation”
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can take many forms, the most important of which is sincere prayer
and encouragement for a'l those who are being nurtured En the faith.
They should also have good information about what progr;ms are
available to help them and their family members grow in faith.

Every medium of communication should be used to publicize
what is being offered. First and foremost, the parish clergy and
staff should be clearly informed. Second, announcements should be
made in the parish bulletin and at all Sunday Masses for seve-al
weeks before a program begins. Posters and handouts may also be
employed. Their effectiveness can be greatly enhanced i 2 nparish-
ioner with training in graphics can be persuaded to help with their
design and production. The telephone number and 0ffice Hours of
the Religious Education Office should be included in all these
announcements SO that people know where to get up-to-date, accurate
information.

Beyond this, the DRE should make good use of the many
informal means of communication -- i.e., being available to talk with
people after Mass, making sure that certain parishioners who are
natural “communicators” have good information, informing one's
volunteel catechists in plenty of time so that they can answer
questions, etc. These person-to-person encounters can be the in-
spiration which moves the alienated and the doubtful to give the
religious education program a chance.

In addition, provision should be made for more in-depth
presentations of the goals and methods of the total catechetical

program of the parish. It is especially important that parents be
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urged to attend such sessions. They should know that their active

participation is an indispensable part of the catechesis which the
parish desires to make available for their children.

Pubticity and communication for adult catechesis should
in some cases transcend parish boundaries. If an adult program is
designed to involve small, intimate groups in a community-building
process, it is obvious that it is intended for memberc of the home
parish only. However, other types of programs, such as lectures or
workshops given by well-known figures, can be co-sponsored by sev-
eral parishes and publicized in the diccesan newspaper to give max-
imum benefit to all. Also, the DRE should try to keep in touch
with all adult programs being offered within a reasonable commuting
distance so that parishioners who express an interest in continuing
education can be directed appropriately. This is especially impor-
tant in parishes which have not yet developed a strong adult program

of their own.

6. Recruitment, Formation and Supervision of Catechists

It could be said that the "alpha and omega" of a strong
religious education program is the catechist corps. If care and
resources (of time, energy and morey) are not put into their re-
cruitment, training and supervision, much of the DRE's other efforts
may go for nought.

Many parishes aiready have a dedicated corps of experienced
catechists. The DRE must be sensitive to what he/she can lear. from
them, and tactful when introducing new approaches. If these "old

hands" can be won over to the DRE's vision of the total religious
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education program of the parish, they can be one of its richest

resources.

A.  Recruitment

Recruitment must be preceeded by an assessment of needs.
Which catechists are returning from previous years? Do they want
to work with the same age group or a different one? Returning cate-
chists may also know other parishioners who would be willing to
Jjoin in this ministry. If there are still gaps to be filled, the
DRE may proceed aon two fronts: publicizing the need, and at the
same time asking around for "leads" to parishioners who have teaching
experience or training in religious studies.

Sometimes people will volunteer who do not really have the
aptitude for the work, i.e., they do not interact well with children,
or they do not have the potential for learning good teaching methods.
These individuals can often be profitably emplnyed as helpers in other
capacities: preparing classrooms, distributing materials, coordinat-

ing field trips, or facilitating communications to parents.

B. Formation

Catechists should be clearly informed that their responsi-
bilities include participation in ongoing formation as well as in the
actual catechetical sessions they conduct. The DRE's goal should be
to form a sense of community among the catechists, since this will
provide the greatest nurturance to their own faith-life and, there-

fore, the best incentive to continue in the catechetical ministry.
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Community can be formed by regular group sessions which include
opportunities for prayer, liturgical celebration, and informal inter-
action as well as input relevant to catechesis.

Input should be planned systematically to include scripture,
doctrine, morality, liturgy, plus catechetical and pedagogical method-
ology. It should be presented in accord with the principles of adult
education and aimed at enabling the catechists to assimilate the content
at an adult level, Principles of communicating this content approprate
1y to various age levels can be taught to the whole group and made
more concrete in individual planning sessions with the DRE.

The DRE should verbally and non-verbally communicate to all
catechists that he/she is available 4as a resource person to each one.
The DRE should know the catechists' backgrounds and encourage them to
avail themselves of appropriate opportunities for improvement, such
as parish adult education, diocesan congresses, regional workshops,

courses at local colleges, etc.

C. Supervision

It may not be possible -- or desirable -- for the DRE to be
present whenever religious education programs are taking place in the
parish. However, the DRE should take care to keep in close touch
with the catechists and/cr supervisois whd are present. On the one hand,
it is important to avoid being "nosy,"” so that people feel as if
every move iS5 being w;tched. On the other hand, catechists need to
know that the DRE cares about what is going on. Catechists need
regular encouragement, dialogue, and support to keep functioning well

both practically and emotionally.
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7. OQutreach and Contact

The DRE may do all of the above jobs well and still fail to

meet one of the greatest religious education needs in the parish: the

need to reach ovt to those who, for one reason oOr another, are not

participating in the programs which they truly need. The most prom-
inent example of this is the family which is not encouraging its
children to come to the religious education program. Or, a family
may enroll its children but is not making sure they attend. Again,
the parents may send the children to classes but faiy to even mini-
mally carry out their own role in religious education by bringing the
children to Sunday Mass and other parish events.

In all these cases, the DRE needs to make sure that the
family is contacted personally. Ideally, a home visit can be arranged
so that the reasons behind these failures can be sensitively ascertained
and a solution encouraged with warmth and firmness. In many cases,
referrals will be needed. The most common example is the non-canonical
marriage which has led to needless alienation from Church life. In
other cases, counselling is to be recommended. Sometimes, all that
is needed is for someone to reach out and let the "alienated" know

that they are wanted in the community.

8. Meeting Individualized and Specialized Needs

In a Christian community, individuals with special needs
are truly "special" people, for, as Jesus said, "Whatsoever you do to
the least of my brothers, that you do unto me" (Matt 25:40). There-
fore, care must be taken that catechesis is provided for all who are

unable to join in the regular program. This would include the blind
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and the visually impaired, the deaf and the hearing impaired, the
developmentally disabled, and those with certain kinds of physical
handicaps.
Another group needing special attention is minorities. When-
ever possible, racial and language minorities should be integrated
into the regular parish catechetical program. However, proper re;pect
for their ethnic heritage may demand that special learning opportunities
be provided. Of course, the majority group in the parish also benefits
from learning more about the cultural heritage of the minority group.
Senior citizens are a third group often negiected when
religious education is planned. They are often eager for the oppor-
tunity to pray, share, and learn with other persons of faith. To
overcome special difficulties of transportation, meetings could be
held at a local senior citizen center, or special volunteers could

be recruited to provide transportation.

9. Evaluation of Programs and Personnel

In a way, this ninth "area of responsibility” returns full
circle to the first; for it is the original goal by which the DRE
evaluates the parish catechetical program at the end of the year.

Just as the goals could not be determined by the DRE alone, so the
evaluation also must involve many members of the parish community.

The criteria of evaluation should be discussed by the same group which
established the goals at the beginning of the year, i.e., in many
cases the board of religious education. A questionnaire may be

distributed to participants, catechists, parents, and other interested
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parishioners. The results of the questionnaire and the evaluation
by the board could perhaps be discussed with'the parish council
before a revised set of goals is determined for the next year.

Personnel, both paid and volunteer, should alsc be eval-
uated annually. The c¢riteria of evaluation should ideally be known
to the individual when he/she begins the job, and any deficiencies
should be pointed out when they occur. Under these circumstances
the annual evaiuation can be a positive experience of exploring

possibilities for even greater contribution.
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SECTION THREE: HIRING PROCEDURES

CHAPTER ONE -~ Choosing a Parish

The process of finding a parish position ran be a traumatic
and anxiety-filled experience for a prospective DRE. Often difficul-
ties arise later in a posifion because the applicant did not take
time to go throughk a careful and systematic process of selecting a
parish in which he/she could effectively functian.

The experience of many DREs indicates that the hiring process
might well include the following steps:

1. Prepare a Personal Resume. This document should contain the

following information:
Name

Address - Home and Business

Phone Number - Hume and Business
Marital Status/Number of Children
Date of Birth

Present Position/Employment
Schooling/Degrees Acquired

Prior Work Experience

Publications

The resumé should also contain a few essay paragraphs on the applicant's

personal philosophy of religious education.

2. Acquire Letters of Reference. These letters should be from

objective persons who can testify to the applicant's professional .
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knowledge, skills and experience as catechist. If the applicant
is changing parish positions they might include letters from the

diocesan office and the pastor of the parish formerly served.

Consult the Dioéésan Office of Religious Education. An appli-

cant ought to contact the diocesan office early in the process
of seeking a parish position. It will often have a list of
parishes which are seeking a DRE. In addition, it often can
provide the applicant with important information about parishes
and their catechetical programs. In some dioceses, placement
through the diocesan office is mandatory.

In the visit to the diocesan office, the applicant --
especially if he/she is new t~ the diocese -- will want to
inoyire about:

a) the kind of support offered by the office to parish

DREs, e.g., enrichment programs, policies, etc.
b) the existence of a local DRE association
c) diocesan due process procedures for grievances and

how such matters are handled in the diocese

Establish a Network of Contacts. The next step in the job

search is the establishment of a network of contacts. The

job seeker talks to everyone he/she knows who is related in
any way to local parishes. 1In addition to unearthing potential
job openings, this has several benefits: it spreads the word
of one's availability; it may lead to a chain of referrals and

new contacts; and it aids one's perception of the local church
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and the specific ministry one is seeking. The effort that has
gone into this can bear fruit even after the job search is
successfully completed, for contacts and awareness beyond one's
own parish are of great value to the practicing DRE.

This process of inquiry will eventually result in the pin-
pointing of one or more attractive job openings to be further

pursued.

Acquire a Profile of the Chosen Parish. An applicant should

acquire as much detailed information as possible on each parish
that he/she may be considering. This data should include size
of parish, ethnic composition, economic status, geographical
extent, stage of catechetical development, other educationatl
programs in the parish, nature and style of parish Teadership,
consu]fative bodies operative in the parish, etc.

It is helpful to use a variety of sources in gathering such
information, Some factual information can be obtained by in-
quiries to diocesan or parish personnel. Additional facts can
be obtained by attending a Sunday worship service and collecting
the parish bulletin. On the same visit one can get a feel for

the tone of the parish and perhaps have an opportunity to chét

with a few random parishioners., If feasible; one should arrange - - -———

to speak informally with as many parish community members as
possible (i.e., ministers, present and former employees, catechists,
parish council members, etc.), for the perspectives they offer

may vary widely. Finally, it is wise to inquire about the parish

aniong other knowledgeable persons in the diocese. Any negative
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reports should be checked out further, as they may be the fruit

of prejudice, ignorance, or "sour grapes”" rather than of discern-
ing observation.

A sample parish profile form prepared by the Archdiocese of
Chicago is reproduced in Appendix B, It contains many of the
kinds of questions that a DRE would want .0 know about a parish

in which he/she is contemplating employment.

&

Contact the Parish. After the above sieps are completed, the

applicant will officially contact the parish in which he/she is
seeking employment. While the original contact may be with
any one of various members of the parish community, it is rec-
ommended that the applicant make personal contact with the pastor
at the earliest opportunity -- even if the interviewing is to
be delegated to others.

The initial contacts should then lead to formal interviews
to discuss the position, parish expectations, and a proposed
job description. Appendix C contains a checklist of responsi-

bilities that would be helpful in preparing the job description.
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CHAPTER TWOQ - The Job Interview

An interview committee, appointed by the boa:d of religious
education, the parish council, or the pastor, is the most usual group
to dialogue with an applicant for the actual job interview. The
interview committee might consist of the pastor ani/or associate
pastors, the school principal, the president of the parish council,
the chairperson of the education committee and several of the more
involved catechists and parents. It is to the prospective DRE's
advantage if this group includes the widest possible representation
of those who wil! be served in the parish.

The interview process should allow sufficient time for the
parish committee and the applicant to discuss thoroughly their mutual
expectations. The ultimate goal of the process should be the nego-
tiation of a specific job description tailored both to the needs of
the parish and to the abilities of the applicant.

It is 1ikely that no decision will be manifested on the
occasion of the interview. It is desirable that the committee have
the leisure to discuss the applicant in his/her absence. Applicants
should be sensitive to this and o:’er to leave when it appears that
all questioning has ceased.

The applicant will want to know specifically who will be
contacting him/her with the decision and some time frame Sshould be
indicated.

A second meeting with the committee may be necessary to
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actually finalize the job description and agree on details of com-

pensation, etc.

written contract.

All of these matters should be incorporated in a
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CHAPTER THREE - The Contract

It is important to think about the contract in the context
of the relationship between Christian minister and Christian commu-
nity as discussed in Section Two, Chapter One. The Christian minister
is a member ov the community of Christ's 8ody before he/she receives
the charism of ministry; and the purpose of the charism of ministry
is the upbuilding of the community. In this context, it is not
appropriate to think of the contract primarily as the means by which
two atomized parties each gain as much as possibl2 from the other.

An appropriate perspective for a DRE's contract is the
biblical one of "covenant." The parties make mutual promises in a
spirit of love and fidelity under God; the community commissions the
individual to exercise a God-given charism in 1S midst, while the
individual pledges his/her service to the community. Some communi-
ties even prefer a "covenant ceremony" to a simple signing of the
contract.

The above suggests the appropriate "spirit" of contract
negotiations in the Church. However, it is equally important to keep
in mind that Church communities are also human institutions. As
such, they benefit by contracts with clear specifications which

assure justice for all parties. The National Catechetical Directory

(#214) clearly states this:
Pastors or parish boards which hire directors or
coordinators must formulate clear and specific

agreements with them concerning their duties, in
line with diocesan policies.
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agrees:

These agreements should also specify the spiri-
tual, psychological, and financial support to
be provided by the parish.

The NPCD, in its publication A Day in the Life of a DRE,

These documents should reflect the underlying
and ultimately more important spirit of commu-
nity. In other words, while our work is best
described as a ministry, it is also important
that we be professionais, even though that term
1s open to many interpretations. We cannot
just pray that the Spirit create the ki.d of
community we seex; we have a significant role
in bringing ‘about that community. Specifically,
our role is educational, and that means we
should have special skills in our area.

Tre following are among tne items which are normally

included in the contract.

1. Names and titles of the parties making the contract;
also the location (state, c.:y, diocese)
2. Contract beginning and concluding dates
3. Employee's responsibilities
a. Agreement of the director to perform the duties
described within the job description attached to
the contract
b. Specifications for the use of time: number of hours,
days, office hours; responsibilities in relation to
vacation and compensatory time
¢. Other employees whom thie DRE supervises; his/her
t “ationship to them

d. To whom the DRE is accountable, and how; relationship




to pastorat team, parish courncil, etc.

trnlover's responsibilities

a.

b,

Selary and mode of payment (i.e., ev.irv two weeks.

ance a month, or wiatever)

"dentification and deszription of henefits:

--Socia! Security, health insucance, arch/diocesan
retirement pian, unemployment insurance

--Provision for continuing education (time and
inances), professional expenses, reimbursement
for job-related expenses

--Days off, vacation, sick leave, compensatory
time, professional time

Provisicns for use of facilities and secretarial

help

Brief description of the evaluation process and the

criteria to be used in assessing adequate performaice

Procedures for contract renegotiation

a.

Provision for the resolution of contractua’ disa-
greements (i.e., agreement of both pariies to
submit a disagreement to the arch/diocesan due
nrocess committee)

Obligation of both parties to advise one another

of any desired contract modifications by a specified
date previous to the date agreed upon for final

contract renewal or termination
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7.

¢. Obligation of poth parties to advise one another
of their final intentions by an agreed upon date
regarding a succeeding contract

Date of signing and signatures




SECTION FOUR: COMPENSATION AND BENEFITS
CHAPTER ONE - Rationale

Questions of salary and benefits are occasionally, unfortu-
nately, the source of seeming conflict of interest and consequent
“failure to communicate" between DRES and their employing communities.
In these times of inflation and belt-tightening, it is no wonder both
parties ieel tense abcuf issues involving money. The fact is, there
i$ a certain natural "conflict of interest" between the party who
must Pay and the party who is to be paid. However, a ¢lear visionof
the real mutual goal of both parties--namely, the proclamation of the
Gospel--will enable the realization that there is a genuine “community
of interest" even in this area of finance.

There are two biblical texts which present principles upon
which consideration of salary and benefits might be based. The first
is highly idealistic: "You received without charge, give without
charge. Provide yourselves with no gold or silver, not even with a
few coppers for your purses, with no haversack for the journey or
spare tunic or footwear or a staff, for the workman deserves his keep"
(Matthew 10:5-10). Can these specific provisions be applied literally
to the situation of the DRE's ministry? It js unlikely, especially if
the DRé i; a layperson with a family or planninc to have a family some-
day. It may be that some individual DREs, in addition to their gift
of catechesis, have a special charism of poverty; but it is wrong for

clergy and parishioners--especially those who themselves have relative
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financial security--to demand extraordinary sacrifices of their DRE.
This is not what Matthew's text is saying.

The real main point of this Gospel text is: ministers of
the Gospel should not worry about their material well-being, nor
should they allow it to be a factor in their day-to-day exercise of
their cailing (i.e., by making each instance of giving contingent
upon receiving something in return). There is obviously an element
of this which relates to the individual's personal spirituality of
generosity and trust in God's providence. But also implied by the
statement, "The workman deserves his keep," is the responsibility
of the employing parish to provide adeGuate resources so that the
individual will not be forced to worry about finances on a constant
basis. The second biblical text confirms this: "The Lord gave
instructions that those who preach the Gospel should earn their
living by the Gospel"{1l Corinthians 9:14). Adequate compensation,
then, is a matter of Christian justice.

In the modern economic context, the most realistic way
that the employing parish can enable the DRE to live with the non-
anxious, generous attitude which Matthew recommends is by providing
a salary and benefits comparable to that of other professionals in
the local area with similar responsibilities. Also, provisions for
regular wage increases which at Teast Keep up with increases in the
cost of 1iving need to be written into the contract. Then those
DREs who have fewer family responsibilities and feel called to a

simple lifestyle can lLave resources for generous giving; those who

55

61




have families can, without anxiety, support a lifestyle comparable

to that of their neighbors. Parishes who do not foilow this practice
will usually end up with less qualified DOREs and high turnover--both
of which result in less adequate catechesis for the cormunity.

The bishops of the world, in their 1971 Synod, made a state-
ment which confirms this point of view:

Within the Church rights must be preserved. No
one should be deprived of his ordinary rights
because he is associated with the Church in one
way or another. Those who serve the Church by
their labor, including priests and reiigious,
should receive a sufficient livelihood and enjoy
that social security which is customary in their
region. Lay people should be given fair wages
and a system for promotion.

(Justice in the World, Part II1)

This statement poirts out that priests and religious, as
well as lay people, ought to be prov.ded with "sufficient Tivelihood."
In the past priests and religious usuaily were given non-monetary
benefits (housing, meals, car) but very little cash salary. In some
areas this is still the practice. However, pirishes need to be
sensitized to the fact that nowadays many religious (and some priests)
do have the responsibility to provide for others, i.e., elderly parents
or infirm community members. The most just policy is to pay priests
and religious the same salary as laity, with deductions, of course,
for extra non-monetary benefits. The attitude should be one of trust
that these dedicated persons will use the money for the good of the
Church. An additional value of this approach is that it frees the

interviewing committee to judge all the applicants on the same basis
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. and choose the one who will do the job best, rather than the one

who will cost the parish substantially less.
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CHAPTER TWQ - Specific Provisions

A. Salary

The most important step in the process of determining a
Just salary for the work of a DRE is the development of a compre-
hensive job description. One reason DRE salaries tend to be low
is that many people do not really know what DREs do. When a
comprehensive job description makes it clear that the DRE performs
work equivalent to that of a school princiral, a teacher, and a
planning consuitant, as well as fulfilling additional demanding
roles, there will be & greater appreciation of the need for a
salary range similar to those of other professionals.

Some dioceses have developed intricate methods for the
determination of the correct amount that should be paid to a
particular ORE. Fcr instance, "points" may be assigned for years
of education, years of experience, and each of various areas of
responsibility. Then a scale {adjusted to l1ocal economic conditions)
is used to see what salary is appropriate for someone with this many
"points.”

If the diocese has such an analytical, scientific method
and the parish is willing to use it, the wecision about salary level
can be relatively painless. The only judgments that need tc be made
in such a case are those about the rating of the DRE's responsibilities.
However, in most situations the decision is made in a less analytical

way. Perhaps the simplest rule of thumb would be to decide what other
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. professional role this particular DRE position most closely corre-
sponds to ard then follow established local salary scales for that
role.

Care must be taken not to simply assume that the compara-
ble role is that of “teacher"; a good job description is likely to
reveal that it is closer to that of "principal"--a position with a
considerably higher salary scale. The salary scales used should
also take into account pay levels in secular professions (i.e.,
public schools) . as well as church-related ones. If the DRE works
twelve months while the comparable professional works only ten, the
scale must be adjusted accordingly.

DREs will sometimes find themselves offered salaries con-
siderably lower than those suggested here as “"just.” Low pay for

. Church employees 1S a serious Problem in the American Church. If
the offev is not impossibly low, however, the DRE's choice may be
to  <cept it and to work with the diocesan office and local DRE
associations for improvements.

B. Personal Benefits

Certain personal benefits are so much a part of our national
economy that they are obligatory for Church employees, including DREs:
-~ Social Security
-~ A generous medical anag hospitalization insurance plan:
plans vary greatly, some provide coverage for the em-
ployee and dependents without charge to.the employee;

some provide only for the employee, who must pay the
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premium for dependents; many expect the employee to pay .
a portion of the whole premium. The DRE should be sure
he/she understands exactly what is being received.

-- If the DRE prefers to enroll in an alternate program
(not under the auspices of parish or diocese), he/she
should be compensated 3in an amount equivalent to the
cost of enrollment in the parish program.

-- Paid holidays: national and diocesan

--'A pension plan (preferably cumulative with changes of
parish or even diocese)

-- Paid vacation: three weeks, increasing with length of
employment

-- Sick or maternity leave {also can be used on the occasion
of a death in the family): the usual provision is one day .
per month, cumulative up to 120 days.

-- The specification of two full days off per week, even ir
they are not on weekends or the same every week

Other benefits are less universal, but should be seriously

considered by the parish which wishes to attract and retain a competent

DRE:

Unemployment insurance

-- Life insurance

Provision for "personal days" to be taken from sick leave
time

<=~ Provision for necessary days off without pay
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-

-- Tenure: after three years of successful administration,

the DRE cannot be dismissed except for serious reason.

C. Professional Benefits

A parish seriously interested in quality religious education
will include a generous budget for professional expenses and develop-
ment in the DRE's compensation package. Among the items that could
be specified are the following:

-- Paid time for continuing education

-- Budget for continuing education (reasonable suggestion:

at 1east_thfee credits at the tuition rate of the nearest
institution offering relevant courses).

-- Time and money for conferences and workshops, inc’:ding

. travel, meals, and lodging

-- Paid membership in professional associations

-~ Specified number of professional journals to be provided

-- Compensatory time for attendance at meetings of associa-

tions

D. Working Environment

The benefits 1isted under the first three headings basically
refer to the DRE's 1ife beyond the everyday performance of duties.
This final section refers to the things which make the everyday work
of the DRE easier, more e“ficient, and more professional:

~- Adequate office space with sufficient privacy for con-

sulting with parents, planning programs, etc.




Separate telephone line or extension

Easy access to needed equipment (typewriters, ditto or
mimeograph, copier, adding machine, eic.)

Secretarial help, full or part-time depending on ¢ize
of program

Adequate program budget

Definite commitment of supervisor (i.e., the pasvor)

to a weekly or bimonthly meeting for dialogue, communi-

cation, and support
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SECTION FIVE: EVALUATION OF THE DRE
CHAPTER ONE - Evaluation by and for the Community

The prospect of "evaluation” often conjures up images of
an anxiety-producing ordeal in which one individual is subjected to
intense scrutiny by a group with power over thaf individual's fate.
Unfortunately, thesc images are sometimes a realistic picture of the
ORE's experience of year-end evaluation. However, if evaluation is
properly understood and planned by both the DRE and the parish com-
munity, it need be neither so anxiety-producing nor so one-sided.

It can and should be a mutual process which helps all parties to
improve their functioning and to experience one another as community.

It may seem idealistic to claim that evaluation can be a

community-building event. Howeve:, one leading thé01ogian, 3ernard

Lonergan, has spoken of community as "an achievement of common mean-
ing" and that is what evaluation is all about. It is a process of
arriving at a consensus about what the DRE's presehce and work hav.
meant to the parisi,. Parish members articulate their feelings to
on2 another and thus discover what meanings they really have in common.
They articulate their fee:ings to the DRE, wh. thereby learns a great
deal about how he/she has--or has not--understood the mind and heart
of the community.

It is possible that the result of this exploration will be

the mutual discovery that this DRE and this comnunity do not belong

together--their ways of being, perceiving and acting do not mesh in




a mutually beneficial way. More commonly, however. the evaluation
process results in a greater knowledge of one another and a greater
capacity to work together for common goals. Thus, the "achievement
of common meaning" has taken another step forward.

In order for evaluation to be a positive event in the com-
munity, planning for it must begin from the very inception of the
DRE's relationship with the community. %hen the interviewing com-
mittee meets with candidates, evaluation should be mentioned as an
essential element of the parish's expectations. If it is not mentioned,
the applicant should ask about it. Once specific negotiations toward
employment have beqgun, both parties should make clarification of the
evaluation process a priority. Much tension can be avoided when every-
one concerned knows what is going to happen and what their own respon-
sibiTities are in the process.

The board of religious education is generally the coordinating
body for the parish community's evaluation of both the DRE and the
catechetical program. The board--or if there is none, the parish council
or the pastor--often appoints a committee to handle the valuation of
the DRE.

One concern of whoever coordinates the evaluation process should
be to enable a broad spectrum of community members to be involved. Such
broad involvement can he'> to reduce distortions {positive or negative)
due to individual perspectives. Furthermore, the involvement of.com-
munity members helps to strengthen the sense of investment which they

should have in relation tu the work of the DRE. However, the evaluation
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committee must avoid the pitfall of asking untrained peoplie to make
judgments for which they lack competence. It is essential that the
evaluators know well what the DRE does. Safeguards against single-
issue conflicts, personal vendettas, etc., must be built into the
proces. .

Evaluation is based on the job description and the program
goals, both of which ideally have been developed in dialogue with
the DRE. One part of the dialogue around the specification of the job
description should be the discussion. of what criteria are appropriate
to evaluate performance in each area. The interviewing committee needs
to be firm about its expectations; the DRE needs to be certain that
he/she understands them concretely.

L the same time, the comnittee should presenZ a prepared
format for the process of evaluation with the DRE having *te opportu-
nity to suggest modifications. In subsequent years, the evaluation
process itself can be evaluated and modified in mutually agreeable
ways.

There are many possiole ways to structure an evaluation
process. When presented with the proposed format, the DRE needs to
distinguish between aspects in which change should be requested and
those aspects in which several options are equaiiy acceptable. Perhaps
the mosi important thing to look for is that the evaluation process
involve all -arties in constructive criticism of self and others. An
evaluation process which centers solely around the communily's critique
of the performance of one individual--the DRE-~is not nearly as profit-

able for community or DRE as a process which involves the community
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more deepiy. .

It is the responsibility of the evaluation committee, then,
to incTude in its format for the evzluation process specific proce-
dures for self-evaluyation by the board and for the DRE's suggestions
on how the board might function in a more helpful way. These aspects
of the process will not usually be as extensive as the actual evalua-

tion of the DRE, but it is important that they occur.

While it would be .nrealistic to expect DRE and board to be
constantly 1nvolved in an intense evaluation process, it is important
that time be allowed for both formal and informal interchange on a
reqular basis throughout the year. The DRE should give a formal report
at Teast every other month. At other meetings. there could be a ten-
minute infcrmal "suggestion session," with both DRE and board members
having the opportunity to express their feeiings about each other's ‘
performance, If secious difficulties seem to be surfacing, the chair-
person of the board can schedule more time to deal with them.

If ongoing evaluation has really been occurring, preparation
for the annual evaluation will probably be neither difficult nor
traumatic. However, it must be carefully planned so that preparatiors
begin several months ahead of the date for the formal and definitive
evaluation. The evaluation committee shou.d break down these prepara-
tions into concrete steps, assign them t¢ individuals or groups, and
set dates for their completion.

Cne of the processes that must be planned at the sam& tiie is

contract renegotiation which could be carried out by a separate committee. ~
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CHAPTER TWO - The DRE's Responsibility in Evaluation

As a professional, the DRE should take seriously the resnon-
sibility to practice regular self-evaluation. The DRE may have addi-
tional criteria for self-evaluation besides the parish Job description.
For example, the CRF may recognize the need to keep tabs on his/her
fidelity to prayer, soiritual reading, retreats, etc. ~- areas which
- the parish did not deem appropriate to specify.

The professional nature of the DRE's role also calls for
participation in dialogue with colleagues who can offer suggestions
on the improvement of performance. This s cne of the tmportant rea-
sons for being an active participant in local or national associations
of religious educators.

During the interview process, the DRE should be sure to
request an evaluation which has ongoing components as well as one defin-
itive annual examination. If one is doing something poorly or rubbing
people the wrong way, it is much more constructive to hear about it
one vieek later than to face a year's worth of resentful feelings ten
months atter the fact. Or, if the practical implementation of programs
has neccessitated the redirection of the stated priorities of the board
or parish council, it is better that they hear woout it immediately
rather than pick it up through the grapevine. Cxperience has demon-
strated that these kinds of events have great notential f>+ being the
spark of either divisive conflict or of constructive interchange. The

lack of an accepied procedure for ongring evaluatio.  eatly increases




the chance that the outcome will be misunderstanding and tension
rather than an opportunity for greater mutual understanding and trust.

A happy outcome to such situations is also aided by the
maintenance of cpen communication with one's immediate Ssupervisor, so
that there is a channel for discussion of problems as they occur.

Once the format for the evaluation process has beer set up,
the DRE should try to be as open as possible to it, even if it is not
structured exactly ss the DRE would wish. Defensiveness and lack of
cooperation can only lead to an even greater breakdown of communication;
a cooperative and open spirit may inspire others to the same.

‘ During the year, the DRE should request frequent opportunities
to repoft both on the religious education program and on his/her own
performance if such opportunities are not already allowed by the parish.
Naturally, in such reports one wishes to stress the positive, and in
general it is good to de so. However, one should also be honest about
possible weaknesses. One might present a plan for overcoming these
weaknesses and ask for additioral suggestions. If it is observed that
the DRE is willing to make such plans and sincerely tries to follow
through on them, both the board and the parish community are much more

Tikely to have patience when they themselves observe weaknesses.
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APPENDIX A

BIBLIOGRAPHY

A select list of resource material is offered below to supplement
the information included in the handbook. It is a partial 1isting of the
wealth of materials available in the areas of professional development,

voluntarism, ministry and catechetics.

OFFICIAL STATEMENTS

Catechesi Tradendae {"On Catechetics in Gur Time"). USCC, 1981.

Skaring the Light nf Faifh: National Catechetical Directory

for Catholics of the United States. YSCC, 1979.

Evangelii Muntiandi {Apostolic Exhortation on Evangetization). USCC, 1975,

To Teach As Jesus Did. USCC, 1973.

Basic Teachings for Catholic Religious Education. USCC, 1973.

Gengra’ Cetechetical Directory. USCC, 1971.

OREs

Emswiler, James. The Religious Education Handbook. Alba House, 1980.

Flagel, Clarice. Avoiding Burnout: Time Manaqement for DREs. Brown, 1981.

-~ . The DRE Ministry: The Issues Egg_Answers. Brown, 1983.

Harris, Maria. The 1).R.E. Book. Paulist, 1975,

-- . The DRE Reader: A Sourcebook in Education and Ministry.

St. #Mary's Press, 1983.
Meiman, Joseph. Coordinators. St. Mary’s College Press, 1971.

NPCD. A Day in the Life of a DRE. HCEA, 1977.

--. The VYocation and Spirituaiity of the DRE. NCEA, 1980,
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CATECHESIS

Dalglish, William A. Models for Catechetical Ministry in the Rural Parish.

NCDD, 1981.

Downs, Thomas. The Parish As Learning Community. Paulist, 1979

Durka, Gloria and Joanmarie Smith. Aesthetic Dimensions of Religious

-

Education. Paulist, 1979.

-- , ed. Emerging Issues in Religious Education. Paulist, 1976.

-~ . Modeling God: Religious Education for Tomorrow. Paulist,

1976.

Groome, Thomas. Christizn Religious Education. Harper & Row, 1980.

Harris, Maria, ed. Parish Religious Education. Paulist, 1978.

Hater, Robert. The Relationship Between Evangelization and Catechesis.

NCDD, 1981.

-- . PBeligious Education and Catechesis: A Shift in Focus.

NCDD, 1981.

Hill, Brennan and Wary Reed Newland. Theologians and Catechists in

Dialogue. Wiltiam C. Brown, Company, 1977.

McBride, Alfred. Creative Teaching in Christian Education.

Allyn and Bacon, 1978.

Mengovern, Anne Marie. Signs of Catechesis: An Overview of the NCD.

Paulist, 1979.

Moran, Gabriel. Design for Religion. Herder, 1970.

-- . Education Toward Adulthood. Paulist, 1979.

-- . VYision and Tactics. Herder, 1969.

Perry, David, ed, Homegrown Christian Education: Planning and Programming

for Christian Education in the Local Congregation. Seabury, 1979.

Westerhoff, John, ed. A Colloquy on Christian Education. Pilgrim, 1972.
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ON TEACHERS 4ND TEACHING

The Qualities and Competencies of the Religion Teacher

This booklet offers an individualized performance-based approach
to teacher education; identifies fundamental qualities and
expertise required of today's religion teacher.

MCEA, Surte 100, 1077 - 30th St., N.W., Washington, DC 20007

Hear The Word, Share The Word, Guide Your Peop]g

Processes-to help in the spiritual formation of educational
personnel at all levels. Working around the basic themes of
God, Jesus and Church, these processes assist teachers and
administrators in religious education centers and Catholic
schools to deepen their spiritual lives. A product of the
Hational Conference of Directors of Religious Education.

NCEA, Suite 100, 1077 - 30th St., N.W., Washington, DC 20007

The Catechist Formation Book: Growing and Sharing

Based on the cumulative experiences of people who have worked
to train,enrich catechist, the book presents approaches for
catechists in formation and for catechists who are currently
teaching. By Rev. David A, Sork, Don Boyd, Sr. Maruja Sedano

Paulist Press, 545 Island Road, Ramsey, N J 07446

The Religion Teacher Learner: A Guide Book To Self-Help

Presents principles and practices that assist a catechist on
a personal basis. By Margaret Timmerman, M.H.S.H.

Twenty-Third PubTications, P.0. Box 180, Mystic, CT 06355

How To Be A Very, Very, Very, Very, Good Catechist: For Self-Help And
In-Service Iraining - =

Provides a person with principles, resources, and practical
suggestions in the field of catechesis. By Margaret Timmerman,
M.H.S.H.

Twenty-Thira Publications, P.0. Box 180, Mystic, T 06355

From Confusion To Confidence

Provides 24 steps to successful religica teaching.
Hi-Time Publishers, Inc., Box 7337, Miiwaukee, W! 53213




The Religion Teacher's Handbook
The Rey To Confidence

Series of articles on religious formationwith emphasis on three
areas: Living the Message, Building Community, and Communicating
the Message.

Hi-Time Publishers, Inc., Box 7337, Milwaukee, WI 53213

Help: An Aid For Vew Religious Educators

There is a lcader's guide and a teacher's book that provide a
steb by step approach to preparing a class in catechetics. By
Leonard A. Sibley and James J. Ahern

Catechetical Communications, 1517 Irene Street, Bethlehem, PA
18017

Create! The Art of Teaching Religion

Prese.its practical approaches to assist teachers engaged in the
Ministry of the Word. By Rita Foley

William H. Sadiier, Inc., 11 Park Place, New York, NY 10007

Classroom Creativity: An Idea Book For Religion Teachers

Describes a variety of activities, the uce and application of
audio-visuals, and contains good resources fo, each area discussed.
By Elizabeth Jeep

Seabury Press, Seabury Service Center, Somers, CT (6071

A Book For ATl Seasons: Monthly Helps And Hints For Catechists

Using a cai¢ndar or memo-minder approach, the book prisents
articles, povms, suggestions for use in the catechetical ministry.
By Janaan Manternach and Carl J. Pfeifer

Twenty-Third Publizations, P.0. Box 180, Mystic, CT 06355

Teacher As Minister: Daily Plan Book

Inspirational and practical, the book helps tcachers pian their
daily Tessons while keeping a broader view of the entire year.

NCEA, Suvite 100, 1077 - 30th Street, WW, Washington, DC 20007
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The Catechist as Minister

This booklet talks about the spirituality of the catechist and
1s designed to help catechists towards a deeper understanding
of their ministry. By Carmen L. Caltagirone

Alba House, 2187 Victory Blvd., Staten Island, NY 10314

Media & Catechetics Today

The communications revolution has opened up new possibilities
for sharing the "good news" more effectively. This booklet
contains reflections and practical suggestions on media yse
for religious education. Topics covered include guidelines
for parents on responsible television viewing, use of video-
cassettes for parish and school programs, cable TV yse for
diocesan teacher training, etc.

NCEA, Suite 100, 1077 - 30th Street, NW, Yashington, DC 20007

Gathering God's People: Signs of a Succecsful Parish

This book is for all involved in parish ministry — pastors, DREs,
Catholic school administrators and teachers, youth ministers,
aduit education directors, liturgists, parish/school councils,
boards and committees. A sample of topics covered in the book:
"Catholic Schools: Ynique and Challenging”; "Sunday Worship";
"Christian Initiation of Adults"; "Adult Learning: Helping It
Happen"; "Young Adults”; "Is Family Religious Education Possible?”;
"Parish as the Environment for Sacramental Preparation”; 4
"Organizing Parish Councils, Boards, and Committees”.

MCEA, Suite 100, 1077 - 39th Street, NW, Washington, DC 20007

Into The Christian Community: Religicus Education With Disabled Persons

This comprehensive guidebook is especially for special educators,
religious educators, diocesan and parish personnel, administrators,
teachers, and volunteer catechists. It is a collection of 12 papers
dealing with both philosophical/theolcgical considerations and
practical methods and teaching techniques for those working with
disabled persons in parishes, schools and institutions. Resources
for teachers and parents are included.

NCEA, Sufte 100, 1077 - 30th Street, NW, Washington, DT 20007
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PERTODICALS

PROFESSIONAL:

Religious Education, Religious Education Association,
409 Prospect Street, New Haven, CT 06510

Living Light, WiTliam H. Sadlier, Inc., 11 Park Place,
New York, NY 10007

Professional Approaches for Christian Educators (PACE),
St. Mary's Press, Terrace Heights, Winona, MN 55987

PRACTICAL:

Catechist, Peter . Li, Publisher, 2451 E, River Road,
Dayton, OH 45439

Religion Teacher's Journal, Twenty-Third Publications,
P.0. Box 180, Mystic, CT 06355

Today's Parish, Twenty-Third Publications, P.0. Box 180,
Mystic, CT 06355

Ministries, Grace Publishing Company, 1201 E. David Road,
Dayton, OH 45429

The Forum Newsletter, NCEA, Department of Religious Education,
Suite 100, 1077 30th Street, NW, Washington, DC 20007

The Parish Coordinators/Directors of Religious Educetion Newsletter

NPCD at NCEA, Suite 10C, 1077 30th Street, NW, Washington,
OC 20007
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PARISH

APPENDIX B
PARISH PROF1.E

(Chicago Archdiocese)

Date Completed

ADDRIESS

PHONE

PARISH STAFT

PASTOR

ASSOCIATES

DEACON )

PRINCIPAL

RE. EDUC. COORDINATOR

OTIERS

CONTACT PLRSON FOR INTERVIEW

NAME OF PIFRSON COMPLETING THIS FORM

PARISH DATA

PHONE

I. HOW MANY FAMILIES ARE TIHERE IN THE PARISH?

2. HOW MANY FAMILIES ARE REPRESENTED IN THE CATHOLIC SCiiObL?

—— e

3. IN RELIGIOUS EDUCATION PROGRAMS QUTSIDE THE CATHOLIC SCHOOL”?
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4. WHAT IS THE BREAKDOWNOF THE PARISH ACCORDING TO AGE? ‘
25-30 40-50 60-70
30-40 50-60 70---
_ 5. ACCORDING TO EDUCATIONAL BACKGROUND?
COLLEGE GRADUATES %  HIGH SCHOOL % s
6. FINANCIALLY?
$8, 000. 00 - $12, 600. 00 % $16, 000. 00 - $25. 000. 00 %
$12, 000. CO - $16, 000, 00 % $25,000. 00 - $50, 000. 00 ¥
7. WHAT PARISH SOCIETIES ARE OPERATING?
/
J
8. DOES YOUR PARISH HAVE A LARGE PERCENTAGE OF MINORITY GROUPS, SUCH!
AS BLACKS, SPANISH SPEAKING, OTHER?
9. DO CATHOLIC SCHOOL AND OTHER CATECHETICAL PROGRAMS SHARE EQUALLY
IN THE USE OF $CHOOI, AND/CR FARISH FACILITIES, UTILITIES, EQUIPMENT,
BUILDINGS, ETC? _
10. DO SCHOOL PERSONNEL AND OTHER CATECHETICAL PERSONNEL MEET TO
DISCUSS IDEAS, PROBLEMS, PROGRAMS AND IN GENERAL COMMUNICATE WITH
ONE ANOTHER?
11. ARE THESE MEETINGS ON A REGULAR BASIS? IF SO, HOW OFTEN?
12. TO WHAT DEGREE 1S THERE LAY PARTICIPATION IN DECISION MAKING FOR THE ‘

PARISH? (circle)
none a little much very much
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13.

I4.

@ =

DOES THE PARISH HHAVE A PARISH COUNCIL?

IF NONE, 1S THERE ANY MOVEMENT TOWARD ONE?

DOES THE P..> fORAL STAFF (PASTOR, ASSOCIATES, COORDINATOR AND
PRINCIPAL) MEET REGULARLY? s
IF $O, HOW OFTEN?

15 THERLE A CATECHETICAL (RELIGIOUS EDUCATION)STAFF OR BOARD IN
THE PARISII? A BOARD o_" EDUCATION?

IN WHAT WAYS DO THE PRIES”S OF THE PARISH INVOLVE THEMSELVES IN
RELIGIOUS LDUCATION PROGRAMS?

PARGCHIAL SCIHOOL

18.

19.

20.

21.

27,

23.

Zy

NUMBER OF STUDENTS:

HOW MANY TEACHERS TEACH RELIGION?

&
DO RELIGION TEACHERS MEE MO DEVELOP, PLAN AND EVALUATLE PROGRAMS
OF RLLIGIOUS EDUCATION?
IF SO, HOW OFTENT

1S rHERE N CH LNPERSON OF RELIGIOUS EDUCATION WN THE SCHOOL?

1S THE CHAIRPERSON TRAINLED IN CONTLEMPORARY RELIGIOUS EDUCATION?

HOW MANY RELIGION TEACHERS HAVE UPDATED TRAINING IN RELIGIOUS
STUDILS®

WHAT PROGRAM OR TiEXTS ARE USED IN THE CATHOLIC SCHOOL?

GRADES 1 - 3

CRADES 4 - 6

GRADPS 7 - 8

NON-SCHOOL CATUCHLETICAL TROGRANS

HOW MANY CHILDREN OF THE PARISH ARL IN CATECHETICAL PROGRAMS PROVIDED

FOR THOSE WHO DO NOT ATTEND THE PARISH SCHOOL?
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26. WHAT PERCENTAGE OF THE CHILDREN OF THE PARISH ARE NOT IN ANY

CATECHFTICAL PROGRAM?

27. WHAT PROGRAM OR TEXTS ARE USED FOR THE CATECHETICAL PROGRAM
OUTSIDE THE PARISH SCHOOL? .

GRADES 1 - 3

GRADES 4 - 6

GRADES 7 - 8

28. HOW MANY CATECHISTS ARE INVOLVED IN THE PARISH RELIGIOUS EDUCATION
PROGRAM OUTSIDE THE SCHOOL?

GRADE LEVEL NUMBLER OF CATECHISTS

29, DO ANY OF THI CLASSES HAVE MORE THAN 15 PUPILS?  YES NO .
30. PLEASE SPECIFY TYPE OF TRAINING REQUIRED FOR THE CATECHISTS?

3t. IS THERE A PRE-SCIIOOI. RELIGIOUS EDUCATION PROGRAM IN TTIE PARISI?

] .
L PARENTAL INVOLVEMENT

32. 1S THERE A PROGRAM OF INSTRUCTION FOR PARENTS TO HELP THEM UNDERSTAND
THE GOALS OF THE CATECHETICAL PROGRAM?
CATHOLIC SCHOOL PARENTS? YES NO
 PUBLIC SCHOOL PARENTS?  YES NO

33. 1S THERE A PROGRAM FOR PARENTS TO ASSIST THEM IN THEIR ROLE AS FAMILY
RELIGIOUS EDUCNTORS?

3. 1S THERE A PROGRAM FOR PARENTS TO HELP THEM PREPARE THLLIR CHILDREN FOR
THE RECEPTION O THE SACRAMLENTS:

BAPTISM EUCHARIST RECONCILIATION CONFIRMATION
35, IN WHAT GRADE DO THE CHILDREN RECEIVE THE SACRAMENTS OF: .
HOLY CUCHARIST RECONCILIATION CONFIEMATION
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YOU'TH PROGRA

' 36. IS THLERE A PROGRAM OF RELIGIOUS INSTRUCTION FOR HIGH SCHOOL YOUTH?

37. HOW MANY HIGII SCIIOOL YOURG PEOPLE IN THE PARISH?

35, HOW MANY OF [ESE ATTEND RELIGIOUS INSTRUCTION?

ADULT RELIGIOUS ERUCATION

39. ARE TIHERE ANY ADULT RELIGIOUS EDUCATION PROGRAMS IN THE PARISH?

40, DOES THERE SEEZM TO BE AMY INTEREST IN ADULT EDUCATION PROGRAMS?

41, 1S THERT ANY PROGRAM. RELIGIOUS EDUCATION OR OTHERWISE, FOR THE
SENIOR CITIZENS OF THE PARISH?

SPECIAL RELIGIOUS EDUCATION

42, 15 THEFE A SPRED CHAIRPERSON ASSIGNED/DELEGATED IN THE PARISH?

43. HAS THL SPRED CHATIRPERSON AVAILED INMSELY GF DIOCESAN TRAMNING RY;
TAKING CENSUS OF THE DISABLED OF ALL ACE 9 AND CATECUHETICAL VOLUNTEERS

USING TTLE RESOURCES AVAH.ABLE, AND PARTICIPATING OR ESTABLISHING A
SPRED CEMTER"?

44, IS THE ADVOCACY OIF EACH IHANDICAPPED PROPERLY ADDRESSED?

. MENTALLY RETARDED fAGES 6-10; 11-16; 17-2Y; 22+4)

LEARNING DISABLED

HEARING IMPAIRED
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RELIGIOUS EDUCATION CCORDINATOR

45. PLEASL STATL THL CENERAL FUNCTION OF A RELIGIOUS EDUCATION
COORLAINATOR AS YOUR PARISH VIEWS THIZ POSITION,

46. ON SEPARATE PAPER, PLEASE DRAW UP . DETAILED AMND SPECIFIC j.. DESCRIPTION
FOR THE RLELIGIOUS EDUCATION COORDINATOR TO BE HIRED BY YOUR PARISH. IN
LIGHT OF THE STATEMENT OF TIIE COORDINATOR'S GENERAL FUNCTION. YOU
MAY USE THE SAMPLE {0OB DESCRIPTION WHICI] ACCOMPANIES "HIS FORM,

47. WHAT PROVISION IS MADE OR WiLL BE MADE FOR OFFICE SPACE, EQUIPMENT,
AND OFFICE PERSONNEL TG SUPPORT AND ASSIST THE COORDINATOR?

48, WHO IS TO SET Tilk UspiCTIVES FOR THE PROGRAMS WHICH THE COORDINATOR .
1S TO STRIVE FOR”?  PASTORAL STAFE?
CATECHETICAL STAFT?

49, WHO WILL EVALUATE THE PROGRANS AND HOW WLELL THE COORDIN \TOR 11AS
INMPLEMENTED THE OBJECTIVES?

8&)
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APPENDIX C

DEVELOPING A JOB DESCRIPTION

An important element in szeking appropriate catechetical personnel i3
the development of a clear and realistic description of the roles and
responsibilities of the position. Experience has adequately demon-
strated that when there is no ¢lear job description, the possibility
of sevorely divergent expectations regarding a person's responsibilities
increases drastically. The process of drawing up a job description i<
a helpful experience for those who will be involved in the dec’sion-
making, screening, interviewing, and hiring process tu clarify their
own vision and expectations T r what is being attempted in seeking a
person for the position. p

J
A clear job description enables possible applicants to get a_ realistic
understaading uf the position so they can decide whether or not to
expend the necessary time and energy required in applying.

Once the position is filled, there exists the possibilities that needs
or circumstances may arise that will necessitate a revision of the job
description. Adjustments can and should be made when circumstances
require them. But it is preferab, : to be able to change from one clear
understanding to ancther than to s~k clarity amidst vague and compli-
cated expectations and possible misiderstandings.

Checklist of Responsibilities:

The following checklist of responsibilities and groups to be served
provides an initial approach to developing a job description. Consider
your expectations for the position. Then place a check in the box to
the right of the specific responsibiltity under the appropvciate group

to be served. It would be humanly impossible for one person to do
everything on the checklist so be as rcalistic as possible in using the
checklist.

It would be important for several people to do the checklist and then
share their results. The pastor, parish staff members, some education
committee memders and a few persons in the group to be served should
be involved in an initial way in this process. However, the final job
description should be approved by the pastor and any other person or
group who will be involved in making the decision to hire a person.
Without this approval, significant disagreement regarding the job des-
cription will eventuaily cause complications in the hiring process.
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RELIGIOUS EDUCATION JOB DESCRIPTION

{Look acrose the top of this

you want the person to work with, ograms .
;nd then lookpzown "o ahLZt to SacrauanaI Catechesis Other Groups
ident{fy the gervices you want pro- | A
vided for that group. Then place a w1l 5 5 ls o a 5
check in the appropriate boz. ) © g 8 3 o 2 |2 g: g '."_é o
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Provide Synthesis, Integration, a.d
Application of Catechetical/Theologi-
cal Developments

28

Planning: Gcals; objectives,
scheduling

Program Des.zn

Curriculum Development

Media Resources: Selection and
Evaluation

Implementation and Leadership of
Program

Personnel Recruitment

Personnel Training

e

Personnel Assignment

mrnh-—-:.:omw'

_Personnel Evaluation
Parent Enrichmen:

Administration/Organization
{scheduling, ordering materials, etc.)

_r_“

Budget Development
Other Services:

|
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APPENOIX D

PROJECTED BUDGET: TOTAL RELIGIOUS EQUCATION

. Sample Budget Worksheet
(Diocese of Syracuse)

FROM 19 10 e
PARISH Tiry
STCRATURE OF PASTOR STCNATURE OF PERSON PREPARING REPGRT
DAIC
. . . * - * * * * * * . " * . *

ARALYSIS OF PARISH RELICIOUS EDUCATION ETXPENSES:

1. Answer only applicable questions.
2. PRound off all figure: to doller asounts.

ADMINISTRATION:
Salarfes: DRE,.....vcrevrvuraaracans veataaa .
m;---\-v ----------------- *aaaaaa *aama a——
Secretarial Help............... rara —_—
Fixed Office Equipaent............. teeeeaeanaaa o,
Offtce Supplles (Postage, paper, etc¢.)u.uevunn...
Telephone (Parish Reli fous Education Nfficel....
TOTAL ADMINISTRATION......-..- traaaad -
. R rnldTiuTAL
Progiams * Adult Education Prozfade.eeceereranans $
Faully Life Pducalfon.vecaaasassasaans —
Ple-Su ol e ineaenceaia ananananaassn .
Eleavniary Progranseca. .. rasesaa ranana
digh Bebool Progeaty.secsccarearranass ——
SaciazenTal Progremy.. ... rarasarareraa
O%her Lduueation Frogramve.ircaracasnss .
LA +Td Fratasaarar Pasmpirara ————
Haterialar ASY fids and Equ'’pment
(purchase or rentalleesvccnnrannns —_
Clas<reon Instructional Mitertals..... —
Te ook, ettt icnraarrarananaan —_
Elementary Pregram {texts and
CUTTOE R.T) vevracaranraaarar_ _
fiizh School Program {texts and
suppiles) oo ana.. reeearaannan cervrea
Adilt Edueatior (texts and sepplies)..
Fazily Life €texts and supplles)......
Fre-Sched (texts and soppiies)o..... . _
Sa-...onral (texts and supplies). ...._ .
§¢ +efal Fducat "oy {texts and surpifes)
TOTAL THSTRUCTIONAL s vsree v v aanant
TRANA? PTrTTi
Jper i i~ and ¥idintenance of Parish ~aned Busg....®
But Zertalii.a.. Pesaseesasanan-aana resrtaaaaaa vara
Car Expe- wea: DREL....... e mamaaaaas Pres s araaaa _
Car Expenar o, REfucrerarrarecaranananasaannann . -
Q TOTAI TRANOPORIATION caaevnneranaans s
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ERIC

Aruitoxt provided by Eic:

{conTinuen)

TS HAINTR AT
Caterhier 1201 Coater tuther than Patochisl School)

Janit rial et ioed. el e 1

HH I Sl LT e —
Fepaleye and opr v el Sun it i rennecnnenanconnans
Connsroasdon and Intedal Conlnnnnnninninnnnnnass
g T T B3 LD

TOTAL OPFRATION & HaTNTENAN L. i i nennnrnns

Loo of Pasieh tarachial School or Otler Parisb Bullling for
Reloidoin Bdcatton: (Pro rale expuenses based on houzs of uar)

Junfiortal Cerv i duuiianianae e s e nnasd
Supalive o AT T
. ——
1
! . beataan
Hopalf s anl L roven RS e i s s s s
foeatn . ot ant Infedal Costu. e e nnnrnnnss
T

TOTAL GOFRATION & MATWTENANIY .. oo ivnnan ol
A —
Feetad LF nnename D Bl it i i s i e m e e mm s et
S
CEWLRAL EYTINIIS:
Experars for Frograme other thin Actual
taontpnerion Time (dantes, fileld irips,
fofirLtkent s, L - O

Sorfal Sesurliy (omployer's LX) ueencnnencarenens
Penalon CoSLB. e irrnrnnoennnnnsnssnnnonsnsnn
Inauranze {medfcel, 18abiliiy, Cluudevevirsvvovss
Replacrzenia = Equlpmenl.uivevrcvvsrnvavrsnnsnvran
Res{ienre Expens 5 for Catechet’ -2l Sisters...
wWorwshops, Sealnars, Tralaing for DRE/BEA........
Rerunerat {on of Teachers {stipend, dinners,
gifts, eteudiuuuss

IEEE ]

R

vaven
Tearmer Jrataing
F T g T T

.
Dl Ty s nvuemauvsorvussossssnatomannsansns vsovnsnn

TOTAL GEMERAL EXITN R vuvnnrvurveressl

1
ecretlical Cenzer = a) Priscipal..s.ieccvnnsvend
b) Interest...eevivcecnnss

Residi=ce of
Catesvetizal Sisters— a} Principal... vuvveonsen
b} Interest.u.uecievernens

|

TOTAL DELBIT SERVICEIS

~'J!-

LR R R

TOTAL EXPENDITURES s o i ivvvnncnnnnasad
INCT¥F: (For Total Religicus Educat lon Operatlon)
Ordinary Perich Income Spent for Religicus
T T
Sprefai Collrztiens for Relipglous Educatio:...
femuneration Frow Other Pardshes...ovves sovus
Soucial Asseosment To Relizlous Zducat lon

- T <
1"ir Heans of Income for Religlou. Educaition

A -
(b" a9y 2 P T

TOTAL INCOME FOR RELIGICUS EDUCATION. vvvvvevvnnveval

TOTAL GRS PARTSH LHGOME Lt er et it tnser s nnnasr nsnssvostansssnns s
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APPENDIX E

SAMPLE SALARY SCALES

1 - Archdiocese of Milwaukee

This salary scale is pased on the Archdiocesan Secondary School Teachers
Salary Scale for 1981-82. That teachers’ salary scale was increased
1.2_t1mes, to reflect the 12 month nature of the DRE's contract with a
parwsh. A further $1,000 was added to each entry to reflect an increase
in pay due to the administrative nature of the DRE's job.

STEPS DIVISIOK A DIVISICK B DIVISION ¢ DIVISION D DIVISION E
0 13,840 14.200 14,560 15,040 15,520
1 14,326 14,704 15,076 15,574 16,072
2 14 812 15,208 15,592 16,108 16,624
3 15,298 15,12 16,108 16,%42 17.1%
4 15,784 16,216 16,624 17,176 17,728
3 16,300 16,744 17,164 17,740 18,31C
[ 16,816 17,272 17,704 18,304 18,892
7 17,332 17,800 18,244 18,868 19,474
8 17,848 18,328 18,784 19,432 20,056
9 15,386 18,880 19, 354 20,020 20,668
10 18,928 19,432 19,924 20,608 21,280
. 11 19,468 19,984 20,49 21,196 21.892
12 20,008 20, 53¢ 21,064 21,784 22,504
13 20.572 21,118 21,658 22,402 23,140
1% 21,136 21,700 22,252 23,020 23,776
15 21,700 22,282 22,846 23,638 24,412
16 22,264 22,864 23,440 24,256 25 048
A. PDefinition of Divisions:

1. Division A: A person with a Bachelor's Degree in either religious studies,
theology or scripture.

2. Division B: A person with a Master's Degree in either religious studies,
theology or scripture, or the equivalent of a Master's Degree.
The word "equivalent” means 30 graduate credits in either
religious studies, theology or scripture.

3. Division C: A person with a Master's Degree in either religious studies,
theology or scripture, plus 16 graduate credits in the same.

4. Division D: A person with a Master's Degree in either religious studies,
theolody or scripture, plus 32 graduate credits in the same.

5. Division €: A person with a Ph.D. in religious studies, education or theology.
Definition of Steps:

Ordinar ily this would mean years of experience in directing a parish religious
education program. Some credits for steps (% or %) may be given for years of teaching
experience and administration which would help one to do the job of a director more

effectively. 85 g




11 - Diocese of Richmond

FULL-TIME MINISTERS' MINIMUM SALARY SCHEDULE

Years of
Experience No Degree Bachelor Master Doctorate
0 $ 8,320 $10,820 $12,820 $13,820
1 8,736 11,361 13,461 14,511
2 9,173 11,929 14,134 15,237
3 9,632 12,526 14,841 15,999
4 10,114 13,152 15,583 16,799
5 10,620 13,810 16,362 17,639
6 14,501 17,180 18, 521
7 15,226 18,039 19,447
8 15,987 18,941 20,419
9 16,786 19,888 21,440
10 17,625 20,882 22,512
1" 21,926 23,638
12 i 23,022 24,820
13 24,173 26,061
14 25,382 27,364
15 26,651 28,732
16 27,984 30,169
17 29,383 31,677
19 39,395 34, 524
20 34,015 36,670

Years of experience are years in the Diocese of Richmond.
Additional years of experience outside the Diocese of Richmond
should be recognized through negotiation.

Mission parishes presently receiving a subsidy for full-time
ministers may continue to apply for a subsidy.

Additional mission parishes may apply for a subsidy on a matching
grant basis.

Religious personnel on salary should be graduated into the above
salary schedule over three years. The formula for graduating
religious personnel 1s to take |/3 of the difference between
present salary and that which should be the salary at the end of
the three years. Divide that difference by 3 and add to the
current salary.

Religious personnel on stipend receive 5% increase in 1982-83.

Credit for Masters and Doctorate degrees must be given if the
degree is related to the area or subject of the employment.

This salary schedule will be reviewed annually.
Individuals are free to agree to work for less than stated amount,

but a letter from the employee indicating this agreement must be
in the employee's file and updated annually.

86
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GUIDE FOR COMPUTING SALARIES FOR FULL-TIiME MINISTERS IN THE

DIOCESE OF RICHMOND

Name of Person Years in
Diocese
Factors:
I. Base salary according to diocesan

scale

Additional considerations if
applicable:

A,

31000 per vyear for acdministrators
on 12 month contracts (diocesan
staff, Ministers of Religious
Education, principals, Pastoral
Coordinators)

Population served
less than 300
____ 301 to 500
____50%1 to 1000
____more than 1001

People supervised
less than 10

11 to 20,

21 to 30

__ _more than 31

Budget administration
____less than $100.000
____$101,000 to $500,000
__8501,000 to 31 million
____more than $1 million

TOTAL TAXABLE SALARY

Employer's portion of FICA

87

Years Qut-
side Diocese
Subtotals
$
3
3
3
S ' gp—
94

Position
Totals
$
$
$
3




v
V. Benefits

A. Diocesan health insurance
B Retirement
C Unemployment Compensation
D. Worker's Compensation
E Short/Long Term Disability
F Continuing Education/

Inservice Allowance

($300 Min.)

G. Retreat Allowance

Vi.

{3100 min.)

TOTAL SALARY COST TO

PARISH/SCHOOL/DIOCESE

88
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