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The demands of the modern church on its clergy are as complex and multifaceted 

as at any time in history. One of the ongoing issues facing the Episcopal Church is the 

process by which it equips, with God’s help, its clergy to navigate this complexity. For 

one to live a long, productive and joyful life in the ministry requires a profound sense of 

personal identity grounded in God’s grace. It also requires very intentional decision-

making regarding the habits of a healthy life. This includes patterns of prayer, work and 

rest as well as fostering healthy and life giving relationships. It also necessitates 

particular attention to physical and mental health. More recently it has become clear that 

the experiences a recently ordained person has early on in ministry are seminal in the 

development of these healthy patterns. 

The Episcopal Diocese of Texas has a program designed to address these issues at 

the beginning of ordained ministry. First, a newly ordained person is placed in a two-year 

curacy in a parish or institutional ministry setting where he or she can work under the 

careful guidance of an experienced person in Holy Orders. Secondly, The Episcopal 

Diocese of Texas requires those recently ordained to participate in a series of retreats 

with other recent ordinands and experienced clergy facilitators in a Diocesan Internship 

Program, or “Curate Camp”. 
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The scope of this Doctorate of Ministry project is to describe the development and 

content of Curate Camp, test its assumptions, and assess its impact on participants. 

The project begins with the articulation of a Vision for Ministry by the author. This 

vision provides both the rationale for the author’s interest and commitment to the project, 

as well as the perspective from which the Diocesan Internship is evaluated by the project. 

Following the articulation of a vision for ministry, there is as description of the 

theological and practical rationale for a program like the Diocesan Internship Program.  

This includes a summary of some of the recent research material that is available 

regarding the importance of the first five years of ministry.  

Second, there is a presentation of the history of the Diocese of Texas internship 

program from its inception. This includes interviews with the bishops, diocesan staff and 

facilitators who created the program to develop a clear understanding of its goals and 

how those goals were implemented into programmatic components. There are also 

interviews with the various clergy facilitators who led the program since its inception and 

descriptions of changes they made, and presentation of the rationale for those changes. 

Particular attention is paid to the changes made after the author became a facilitator of the 

program. 

Third, a review all of the feedback gathered from the participants at the end of each 

series of retreats since the program’s inception is presented.  

Fourth, the results of a qualitative longitudinal evaluation survey, designed and 

implemented under the direction of a professional statistician are presented.   
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Fifth, this project presents a description of the Second Three Years Program at the 

Virginia Theological Seminary. This program is designed to offer peer support, continued 

education, mentoring and self-development for the most recently ordained graduates of 

VTS and it is similar to the work we are doing in the Diocese of Texas. This allows the 

Diocese to Texas to compare its work to another program with similar goals, and informs 

adaptations the author recommends for the future. 

Finally the results of this history, research and comparison are complied to make 

specific recommendations for the Diocese of Texas for changes in the program for the 

future.  
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Prologue: A Vision for the Ordained Ministry 

The image of stones, waiting to be selected from the brook by David as he 

prepares for his meeting with Goliath, holds my attention. David has just discarded King 

Saul’s armor as ill-fitting. The offer of bronze helmet and coat of mail was well 

intentioned. But to accept it would have been disastrous. David needed what was 

authentic to him. Even as I do. For even though the weaponry urged upon me by my 

culture in the form of science and knowledge is formidable I cannot work effectively with 

what is imposed from the outside. Metallic forms hung on my frame will give me, 

perhaps, an imposing aspect but will not help me do my proper work. 

And so I kneel at the brook of scripture, selecting there what God has long been 

preparing for the work at hand and find smooth stones. The rough edges have been 

knocked off. The soft parts have been eroded away. They are bare and hard. Nothing 

superfluous. Nothing decorative. Clean and spare. Scripture has that quality for me- of 

essentiality, of the necessary. I feel that I am, again, traveling light, delivered from an 

immense clutter.
1
 

 

Perhaps at no other time in history have there been more competing models from 

which to choose for the practice of ordained ministry. Manager, Leader, Guru, Shaman, 

Prophet, Risk Manager, Property Manager, Business Manager, Strategic Consultant, 

Counselor, Therapist, Coach, Shepherd, Companion, and many more. Each competes for 

the attention of the average person in Holy Orders. Each has its own compelling siren 

call. Each has its own commendation, and each its own pitfalls. And, perhaps at no other 

time in history have clergy been expected to know something about all of these, and to 

serve in these various capacities from time to time. If thought about long, we can see not 

simply a list of “weapons,” to use Peterson’s image, which one might employ for the task 

of the ministry, but a complex matrix of possibilities. This matrix is the intersection 

                                                             
1 Eugene H. Peterson, Five Smooth Stones for Pastoral Work. [Grand Rapids: William B. Eerdmans 
Publishing Company, 1980], 240. 
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including Biblical models of the ministry replete with saintly images of spiritual giants 

guiding God’s people and worldly images of leadership. It also includes the individual 

pastor’s own gifts and talents and sins and shortcomings. Add to this the myriad 

expectations of parishioners or those in specific ministry contexts who each have their 

own understanding of what the primary work of the pastor should be and one begins to 

encounter the complexity of articulating and remaining true to an overarching vision for 

ministry. 

In light of these realities, it is crucial for a person serving in Holy Orders to 

identify their own “smooth stones,” or guiding principles that inform how he or she will 

go about his or her work. Perhaps a good starting place would be to ask, What is the 

primary work of the parish priest, and how might that person choose the right smooth 

stones to engage the work?   

There is another question that must be asked first, however, if we are to rightly 

determine the primary work of those in ordained ministry, particularly those serving in 

parish ministry. What is the primary work of the Church? What is the primary work of 

any individual parish? Necessarily, the primary work of the Church and the primary work 

of those in Holy Orders are inseparably connected.  

As a priest who has served in three different parishes of very different sizes and 

demographic make up, I have either participated in, or lead congregations through, 

multiple strategic planning processes. I have also served in an advisory capacity for 

several parishes as they worked through the process of articulating their own vision for 

work and ministry. Even though each parish is different and the specific activities and 
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goals a parish may adopt will vary contextually, the primary work of parish ministry, the 

“smooth stones” of congregational life, are the same. The foundation of parish ministry is 

laid firmly upon the areas of worship, formation, community and outreach.  

If these four areas inform the vision of congregational ministry, then the primary 

work of those ordained to serve in that setting must necessarily reflect those priorities as 

well. There are also personal habits and character traits embodied by those who are 

ordained that reflect the primary work of the church and that enable those in Holy Orders 

to lead a congregation in its foundational identity. 

Worship is the core job description of any individual Christian and of Christians 

gathered as the Body of Christ. Loving God, praising God, singing to God, listening to 

the Word of God, praying to God with other believers, and consuming the body and 

blood of Christ are the foundation of the work of the Church and of the individual 

believer, lay or ordained. The work of the priest in that setting is to provide worship that 

is meaningful, well thought through and that offers the worshipper a clear path into the 

very heart of God.  

If the priest is going to lead of community of believers in a vibrant life of worship 

effectively, a similar priority of prayer and worship must be reflected in the personal life 

of the clergy person as well.  This may take many different forms. My own prayer life 

has moved in and out of the various disciplines of our tradition. Sometimes the Daily 

Office is a firm foundation of maintaining an ongoing conversation with God. Sometimes 

it may take a more peripatetic form, moving naturally through the ebb and flow of the 

work of ministry. (Often this happens quite literally in the cab of my pick up truck.) At 
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other times the need to pray is a nagging voice on the edges of our consciousness 

reminding us of its importance through our neglect. 

An ongoing life of prayer also allows a pastor to see things rightly. By 

intentionally submitting one’s own life to the healing grace of God, and by regularly 

lifting up those in our care to the mercy and grace of God, we are able to see both other 

people and our selves honestly. We are able to see all the places where there is beauty 

and grace, and all the places where there is sin and brokenness, and can submit all of it to 

the touch of Christ. 

When pastors can see things rightly, then we may also do the liberating yet 

dangerous work of telling the truth. Quoted to the point of cliché, John 8:32 is still 

foundational in my understanding of one of the primary tasks of the priesthood. Jesus 

said, “If you continue in my word, you are truly my disciples; and you will know the 

truth and the truth will make you free.”
2
 Truth telling is foundational to the pastor’s work. 

Of course, for that task to have any authenticity the priest must first be willing to tell the 

truth about his or her own life. For that truth telling to be honest, it requires the priest to 

tell it to someone else. This allows the clergy person to confront our human ability to 

deceive our selves, or to re-tell the stories of our sin to our selves in ways that they are 

not sins at all.
3
 This tendency is laid out well in the fascinating work entitled Mistakes 

Were Made, But Not by Me.
4
 

                                                             
2 John 8:32. 
3 Carol Tarvis and Elliot Aronson, Mistakes Were Made, But Not By Me [Orlando: Harcourt Inc., 2007] 
4 In Carol Tarvis and Elliot Aronson’s work Mistakes Were Made, But Not by Me, they present the 
science of cognitive dissonance. They posit that when we do things that are outside of our own value 
system we either must confront and confess those things or rationalize them. More often than not we 
rationalize our actions, retelling the story, widening the circle of the narrative to the place where it 
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Having a place to tell the truth is a deep need for all believers. Therefore, one of 

the core characteristics of a healthy congregation, especially an Episcopal one, is the 

necessity of building a trusted community in which to do this work. Having companions 

with whom we pray, study, play, grieve and celebrate allows the church to build a 

community that is compassionate and honest and courageous. By participating in an 

intimate community of people who love each other and trust each other in wholesome 

and healthy ways, believers begin to experience the unity of the Trinity itself, and catch a 

glimpse of the kingdom of God. When a Christian community is bound together in 

Christ, it truly embodies Christ. Building on the apostle Paul’s imagery, the community 

functions as one body. “For as in one body we have many members, and not all members 

have the same function, so we, who are many, are one body in Christ, and individually 

we are members of one of another.”
5
 To do so, however, the community of believers 

must resist the temptation to be connected at all costs. Instead, believers can be 

simultaneously kind and courageous, honest and compassionate. When this does not 

happen the individual and community tend to strive for what Dietrich Bonheoffer calls “a 

wish dream.”
6
   

In his book Life Together, Bonheoffer expounds on the importance of Christ 

being at the center of all we do in Christian community. Christ must be between us at all 

times. Without that we tend to replace true community with an unspoken desire to have 

our own need for fellowship, relationships, affirmation and love met, regardless of the 

                                                                                                                                                                                     
fits into our value system after all. “Now between the conscious lie to fool others and unconscious 
self- justification to fool ourselves lies a fascinating gray area- patrolled by that unreliable, self-
serving historian- memory.” Tarvis, Mistakes Were Made But Not by Me, 6. 
5 Romans 12:4-5 
6 Dietrich Bonhoeffer. Life Together. A Discussion of Christian Fellowship. [San Francisco: Harper San  

Francisco, 1954], 17-39. 
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cost. When this happens, communities and individuals invariably end up behaving badly, 

even sinfully, all in the name of Christian community.  

In order to lead congregations into healthy community, pastors must have a 

trusted set of true friends with whom to brainstorm, pray and confess. For most of my 

ministry I have participated in small groups of other clergy who make a covenant to meet 

regularly, tell the truth and keep confidence. These groups have been immeasurably 

important to me. They have generally been groups of other Episcopal clergy, but at the 

time of this writing I am in a group of clergy in which I am the only Episcopalian. 

Nonetheless, it is a touchstone group, attendance at which I protect with ferocity and 

which I trust to help keep me on the right path. I have also been blessed with a few 

trusted friends whom I have known for many years. Two are friends with whom I 

backpack for a week each year and talk with throughout the year between trips. One is a 

Presbyterian pastor. Several are lay people. All are trusted companions. I am also deeply 

grateful for a healthy marriage. Chris and I know each other well, and support, encourage 

and gently hold one another accountable. All of these people are willing to listen 

carefully, celebrate the joys of personal and professional life, grieve as deep friends, hold 

accountable and grant absolution to a repentant sinner. Without these trusted companions 

I am quite sure I would have crumbled under the weight of ministry long ago. 

As a member of the Body of Christ it is also important that those in the ordained 

ministry embrace a vibrant theology of their own bodies. In Paul’s first letter to the 

Corinthians he writes, “do you not know that your body is a temple of the Holy Spirit 

within you, which you have from God, and that you are not your own? For you were 
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bought with a price; therefore glorify God in your body.”
7
 It is vital for a clergy person to 

have a disciplined life around issues of his or her own body. Exercise, attention to diet, 

awareness of sexuality and intimacy, all allow a priest to embody what the community is 

living out: we are the Body of Christ. 

Christian Formation has been called many things just in my twenty plus years of 

ordained ministry. Whether known as Christian Education, Sunday school, Wednesday 

Night Bible Study, or a myriad other titles, foundational to the idea is that sustaining the 

life of faith requires intentional intellectual, emotional and spiritual transformation. This 

may be done corporately and individually, and the task of providing a plethora of tools 

for individuals and groups to use in this quest for transformation is paramount.  

Likewise, if those in Holy Orders are going to lead others into lives that are being 

transformed by the Holy Spirit, then they, too, are engaged in personal transformation as 

well. Intentional study engages the mind and connects the dots of the complex work of 

ministry and strengthens the skill set of the clergy person. Again, this may be 

accomplished in various ways. I have found having a stack of books readily available, 

small group discussions, and regular and annual continued education events covering a 

wide array of topics to be necessary for my own mental and spiritual health. In fact, my 

entering into the Doctor of Ministry program for which this paper is the culminating 

project has simply been an effort to have some organized discipline of study in my life. 

In my own life and ministry I can bear witness to the importance of a life of 

prayer and study. Unfortunately, my keen awareness of their importance has been made 

most evident in those seasons of my ministry when I was doing neither very well. 
                                                             
7 1 Corinthians 6:19-20 
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Without meaningful prayer and study, my ministry tends to drive off into the weeds of 

busyness, and depends inappropriately on my own strength and personality and natural 

capacity for compassion. 

When individuals and communities are immersed in a life of worship, formation 

and community they are empowered to reach out in love and service to others. Included 

in this outreach is both a life of service and of testimony.  Outreach is primarily exercised 

as compassion. When a community goes outside the walls of its own church it is bearing 

the love of Christ into all the broken, isolated and wounded places in the world. The 

church follows Jesus into the lives of those most in need. And every life has a place 

where it is most in need. This may manifest itself in a concrete, practical need for food, 

shelter or medical care, or in the deeper and more illusive need for acceptance, love, 

inclusion or absolution. The Rev. Dr. Jim Somerville, in a sermon preached in November 

of 2013, speaks of this deep need that we all have to be loved and accepted and 

welcomed. Perhaps, he said, “you’ve come looking for some of that healing power that 

Jesus used to give away so freely, looking for someone who will pray with you until you 

begin to feel that healing power sink into your bones.”
8  

While I personally reject the oft quoted “God has no hands but our hands,”
9
 

certainly hearing the reality of the compassion of God from another human being makes 

                                                             
8 First Baptist Church, Richmond Virginia, sermon by The Rev. Dr. Jim Somerville, 
http://fbcrichmond.org/sermons/2013/2013-11-17.htm [accessed November, 2013]. 
9 “God has no hands but our hands,” communicates a very important reality, namely, that for the 
message of Christ to mean anything to the world believers must be about God’s work of feeding, 
clothing, healing and reconciling. While this siren call is crucial to the work of the Church, it is a 
theological overstatement to say that the work of God is limited only to the work we as human beings 
can motivate ourselves to do. Scripture is replete with stories of God’s intervening in human history 
to redeem and reconcile. Biblically, human beings are called to mirror the work they have seen God 
doing in the world. God is the primary actor; we as human beings are called to respond, even mimic, 

http://fbcrichmond.org/sermons/2013/2013-11-17.htm
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that spiritual reality into something tangible and concrete. A priest is often the incarnation 

of the realities of God’s heart that loves, accepts, heals and forgives. In the Episcopal 

Church, clergy have been ordained to offer that compassion in the name of the Church 

and of God. Sometimes this takes place in the formal rites of Baptism, Confirmation, 

Holy Eucharist and Reconciliation. More often, however, it takes place on living room 

couches, offices, restaurants, back porches, boats, golf courses, coffee shops and even the 

occasional pub.  

When the Church is rightly focused on worship, formation, community and 

outreach then we may properly do the work of helping individuals, congregations, in fact 

the whole world, to remember where we came from and to whom we belong. The act of 

remembrance literally re-members us. It reconnects the muscle and ligaments of our very 

being to other people and to our primary Source. It connects us to the deep river of 

Christian tradition to inform the way we live our lives and respond to the needs of the 

world.  

Invariably there is a gap between what we remember about who we are, where we 

came from and what we were created for and the reality of our lives. Individuals and 

communities eventually, if they take the task of remembrance seriously, become aware of 

that gap. It is a chasm created by the spiritual amnesia built into the world we live in and 

by the willful determination of human beings insistent on doing things our way regardless 

of the cost. This chasm becomes manifest in our separation from God and from one 

another. It parades itself all around in the form of sin, pride, violence, war and isolation.  

                                                                                                                                                                                     
God’s work. If God has no hands but our hands, well, the jig is up. Left to its own devices, humanity 
seems mostly prone to killing one another. 
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When a priest stands at the Altar of the Lord and repeats the same words over and 

over, turning the worn pages of a Missal stained by thousands of thumbs on hands of 

others who said the same words over and over, we reconnect a community of individuals 

to the love of God. This liturgical remembrance formally articulates that to which all of 

Holy Scripture bears witness: we came from God, we belong to God, and God is 

constantly calling us back into right relationship with God. Like the loving father in the 

story we call The Prodigal Son, God waits with a longing heart, going out in the evening 

and looking down the road by which we departed, searching for some sign of our 

return.
10

 

There are also certain other tasks and character traits that are required of the 

clergy if they are to rightly guide a group of people into worship, community, formation 

and outreach. As a child, teenager and young adult, I heard a mantra that came out of the 

mouths of our parents any time we left the house. “Remember who you are” they would 

say. It carried a lot of different meanings of course. Remember you represent the family, 

remember not to embarrass your mother, remember your manners, remember where you 

came from, were all implicit in the statement. But at its heart, the command “remember 

who you are” meant, “Remember you are child of God, a citizen of the kingdom of God, 

a Christian. Act like one.” Like the act of re-membering done by the church, personal 

remembrance is at the heart of the ordained ministry.  

While in seminary I remember our Homiletics professor, the Rev. Dr. Bill 

Hethcock, once saying that the primary task of the preacher is to “go to the dark, scary 

places in the world and come back and tell people God is there.” Expansively, I believe 

                                                             
10 Luke 15:11-32 
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this is one of the primary tasks of any Christian community and the parish priest as well. 

The priest is first and foremost a companion on the way in the spiritual life. Scripture is 

filled with images of people on a journey from one place to another. In those journeys, 

there are individuals who serve both as companion and guide, pilgrim and host, sheep and 

shepherd.  

To do this requires no small amount of courage. If a person is going to be able to 

say with any credibility that God is in the dark and scary places of human life then that 

person must go to those places and stay a while, encounter God there, and return to tell 

the tale. A person in ordained ministry is perhaps one of the only people left in our 

society who has been given permission to explore openly the darkness, fear, sin and death 

in the lives of people in the parish. When a priest asks, “How are you?” it is not a 

greeting, but a question about the true condition of someone’s inner life. Spiritual 

courage is required if that priest is truly interested in the answer; God help the priest who 

gets a real answer who has never walked through the valley of the shadow of death.  

Thus another of the smooth stones of the work of the priesthood is to be an 

ambassador of reconciliation. The apostle Paul wrote in his 2
nd

 letter to the Corinthians,  

So if anyone is in Christ, there is a new creation: everything old has passed away; 

see, everything has become new! All of this is from God, who reconciled us to 

himself through Christ, and has given us the ministry of reconciliation; that is, in 

Christ God was reconciling the world to himself, not counting their trespasses 

against them, and entrusting the messages of reconciliation to us. So we are 

ambassadors for Christ, since God is making his appeal through us; we entreat 

you, on behalf of Christ, be reconciled to God.
11

 

 

                                                             
11 2 Corinthians 5:17-20 
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The task of being an ambassador of reconciliation is so central to the work of 

those in Holy Orders that it is one of the questions the Bishop asks the candidate in the 

Ordination of a Priest in the Episcopal Church. The Bishop asks, “Will you endeavor so 

to minister the Word of God and the sacraments of the New Covenant, that the 

reconciling love of Christ may be known and received?”
12

 

The work of ambassadors of reconciliation takes place not only in the lofty 

language and experience of liturgy, but in the much more complex and muddy realities of 

human relationships. A pastor is often the one tasked with hearing both sides of stories 

where there is profound pressure to choose one. A pastor often is called on to stand in the 

gap between injured parties: church groups, marriages, families, work colleagues, 

vestries, governing boards, racial groups, political parties; and proclaim God’s deep 

desire for the world to be reconciled to one another and to God.  

The work of the ministry is not fulfilled, however, unless all of these tools are 

brought to bear in the work of leadership. A vibrant and healthy vision for ministry is 

fulfilled when clergy, working with motivated and mature lay people, lead individuals 

and groups into the work of becoming courageous, compassionate, truth-telling 

ambassadors of reconciliation who remember who they are. This requires the ongoing 

attentiveness of the foundational stones of ministry. However, it also requires a 

disciplined commitment to building on a very practical set of skill required to lead people 

effectively. Clergy, like all leadership disciplines, are required to hone their skills in very 

specific ways to become proficient in the art of the pastor.  Clergy are called to cultivate 

                                                             
12 The Book of Common Prayer and Administrations of the Sacraments and Other Rites and Ceremonies 
of the Church [New York: Church Publishing Incorporated, 1979], 532. 
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excellence, in the words of Gregory Jones and Kevin Armstrong in their book, 

Resurrecting Excellence. Jones and Armstrong unapologetically invite clergy to commit 

themselves to the highest level of competence in the work they have been given to do. 

They write, 

We suggest that learning is a lifelong vocation: one that begins with learning to 

feel and think and act as a disciple of Jesus Christ, that continues through formal 

educative formation to become a pastor, and then continues with learning 

throughout pastoral ministry as one preaches, celebrates the sacraments, leads, 

and equips others to learn and grow in their own vocation as disciples.
13

 

 

Humility and an awareness of personal shortcomings are crucial in the ordained 

ministry. At the same time, having a very honest and realistic assessment of one’s skills 

and talents is also crucial. Strengthening those skills and growing more and more adept at 

leadership is simply responsible behavior for those who have been entrusted with the cure 

of souls. 

With this vision of ministry in mind, it falls to each priest to establish habits of the 

heart, body and mind that encourage and enable the work. It also falls to parishes and 

dioceses to discover ways to encourage clergy in this holy work. A few of those habits 

have been listed here; others develop over time as individual clergy find them useful and 

meaningful. Developing habits of the heart from the beginning of one’s ministry is also 

vital to a clergy person’s longevity. 

                                                             
13 Gregory L. Jones and Kevin R. Armstrong, Resurrecting Excellence. Shaping Faithful Christian Ministry 

[Grand Rapids: William B. Eerdmans Publishing Company, 2006], 112-113. 

 

 



 14 

The Episcopal Diocese of Texas has in place several ministries designed to help 

clergy develop and maintain healthy habits that lead to longevity and vitality in ministry.  

The diocese has developed a specific program designed to support, encourage, empower 

and offer accountability to newly ordained clergy in order to enable clergy to uphold the 

promise from the ordination vows, “will you pattern your life, and the life of your family, 

as a wholesome example of Godly living?”
14

 Based on extensive research, the diocese 

has identified specific realities related to the work of the ordained ministry. The diocese 

has identified some of the areas that provide the most significant joy and meaning in 

ministry. It has also identified the very predictable issues that arise in ministry, which, if 

left unnamed and unattended, can become the greatest source of trouble for clergy. In 

fact, unaddressed, these things can lead to burnout, sin and even the removal of an 

individual from ordained ministry. The work of this project is to present that program to 

the reader. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                             
14 The Book of Common Prayer, 532. 
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Chapter 1 The Necessity of the Diocesan Intern Program 

 

 

A story is told of how every evening the parish priest takes a short walk to the 

train station that runs through his parish. When he gets there he stops and waits 

for the London Express to pass by. Night after night a friendly parishioner notices 

this routine, and, puzzled, one evening joins the priest at the level crossing. He 

asks the priest what is so fascinating about this particular train. The parish priest 

sighs. ‘Today I have printed the parish magazine, visited three people in hospital, 

chaired a meeting of the school governors, attended a meeting of the deanery 

mission plan committee, written to the Sunday School volunteers with the new 

child protection arrangements, completed the diocesan census returns and interred 

some ashes. Sometime later this week I have to write a paper on the licensing 

regulations for the church hall, choose next month’s hymns and write three 

sermons for Sunday. So it’s pleasant to come down here and watch the only thing 

in the parish I don’t have to run.’
15

  

 

The narrative above from Justin Lewis-Anthony’s work If You Meet George 

Herbert on the Road, Kill Him, which criticizes the model of ministry most prevalent in 

the Church today can certainly be considered a little grandiose and self-serving. 

However, it also effectively captures the tension that is alive and well in the priesthood 

today, both in the UK and the USA, and perhaps in most of the world. 

 Encountering the rapid pace of change in the nature of how we do our work is not 

unique to the priesthood. A quick perusal of book titles targeting specific fields of 

professional work indicates that these issues are being addressed in most areas of modern 

work.  

What is unique, perhaps, in addressing these questions as they pertain to the 

priesthood is disparity between many of the tasks of the modern priesthood and the 

ancient understanding of the role of priest.  The Rev. Robert Silva in the Preface to The 

First Five Years of the Priesthood, by Dean R. Hoge writes,  

                                                             
15 Justin Lewis-Anthony, If You Meet George Herbert on the Road, Kill Him. Radically Re-thinking 
Priestly Ministry [London: Mowbray, 2009], 47. 



 16 

The priest’s role is to ‘make sense of the mess’. He is to bring the light of the 

Gospel to the concrete situations of the current world. He is to discern and reflect 

the Spirit’s movement in surfacing the kingdom in the reality of the everyday. He 

is to proclaim life in the face of death and despair, and to celebrate with 

thanksgiving the hope of resurrection that breaks through the shadow of life’s 

underside. No easy task! The sheer immensity of the priest’s ministry is 

overwhelming. Many priests find themselves overburdened and overcome. Priests 

put in long hours. They mediate conflicts caused by differing visions of the world 

and differing expectations placed on them.
16

 

 

A review of the ordination rite in the Book of Common Prayer gives the reader a 

clear understanding of the primary work of the priest: to proclaim the Gospel of Jesus 

Christ, fashioning personal life according to the Word of God, loving, serving and caring 

for God’s people
17

. A priest is to preach, absolve, bless, administer the sacraments, and 

finally, to “perform the other ministrations entrusted to you.” Clearly, assuming the order 

of the items listed are indicative of their importance, many of the prevailing tasks of the 

modern priesthood would fall under “other ministrations entrusted to you,” often in 

neglect of the more significant and important work that initially drew someone into the 

priesthood. Rarely, if ever, in a person’s account of their call to serve in Holy Orders has 

that individual said “I feel called to the priesthood in order to write guidelines for the use 

of the parish hall.”  

The disparity of the core job description of a priest and the way it is lived out in 

the world today is one of the most challenging aspects of ministry. However, even if a 

clergy person is tuned in to the core job description- providing sacraments, blessing, 

absolving, teaching, and pastoral care- all of these things take their toll in spiritual, 

mental and physical ways. When clergy encounter these realities most are left to their 

                                                             
16 Dean R. Hoge, The First Five Years of the Priesthood: a Study of Newly Ordained Catholic  
Priests [Collegeville, MN: Liturgical, 2002], ix.  Hoge’s study was of Catholic priests, therefore the use 
of the exclusively masculine pronoun in reference to priests is accurate. 
17 The Book of Common Prayer, 531. 
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own devices to address them. This creates a difficult, lonely and dangerous “Physician, 

heal thyself” dynamic.  Barbara Brown Taylor, in her beautiful, painful and heart rending 

account of her decision to leave the parish ministry, Leaving Church, writes: 

Because I did not know how to give my soul what it wanted, I continued to play 

my role, becoming more brittle with every passing day. I moved papers around on 

my desk without focusing on any of them. I quit answering the telephone on my 

days off. Some Fridays I would stand in the kitchen looking at the blinking red 

light on the answering machine without ever finding the strength to reach out my 

hand and press Play. What if someone had died? What if someone really needed 

help? Because I had become that someone, I could not answer the telephone.
18

  

 

 Even when a clergy person is tuned in to the core work of the ministry, and aware 

of its ebb and flow, the work is exhausting, and without a core group of trusted 

individuals with whom to share this reality and with whom to pray, the work often 

becomes unbearable. 

The disparity of the core job description of a priest and the way it is lived out in 

the modern world, is, however, not the primary concern of this project. Nor is it the 

primary concern to address the endurance required to actually live out the core aspects of 

the work of the ministry. Instead, what this project is designed to explore is the ways in 

which these ever increasing tensions affect the ongoing health and faithfulness of clergy. 

The ways in which the church, and in particular individual dioceses and parishes, initially 

choose to address these issues is critical to the long term health, happiness, faithfulness 

and longevity of clergy. Clearly, the person primarily responsible for this is the person 

being ordained. This is reflected in the Examination in the Ordination of a Priest in the 

Book of Common Prayer when the bishop asks, “Will you do your best to pattern your 

                                                             
18 Barbara Brown Taylor, Leaving Church: A Memoir of Faith [New York: Harper Collins, 2006], 111-112. 
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life in accordance with the teachings of Christ, so that you may be a wholesome example 

to your people?” and the one being ordained replies, “I will with God’s help.”
19

 

Faithfulness to this promise clearly requires very intentional decision-making 

regarding the habits of a healthy life. This includes patterns of prayer, work and rest as 

well as fostering healthy and life giving relationships. It also necessitates particular 

attention to physical and mental health. The importance of these intentional patterns for 

ministry is readily evident and supported by decades of research. What is even clearer is 

that these patterns are neglected at the peril of both the one ordained and the Church. 

Even though this is readily evident, research indicates that these are the things that the 

ordained person finds most challenging to do and to maintain.  

Long ago in a previous cure I was part of a community Ministerial Alliance. 

While these groups usually are very effective at doing community ministry, this one 

began to be a trusted place for fellow clergy to care for one another and even tell the 

truth. As we became a more honest and trusting community, the group began to grow 

until we had over thirty regular attendees, from a wide variety of Christian 

denominations. We all agreed it was serendipitous because it the group was so loving, 

honest, and supportive. We were also amazed because well all knew how rare such a 

group was, and that it would not last forever. 

At one meeting we decided to risk sharing our prayer rhythm with one another. I 

will never forget how many of us dropped our heads, even some eyes filled with tears, as 

we confessed to one another over and over again that most of us felt terribly inadequate at 

this, and if we had been disciplined people in this regard, commitment had waned.  As I 

looked around the room I was moved to my core. There we sat- mostly middle-aged 

                                                             
19 The Book of Common Prayer, 532. 
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clergy, a bit overweight, exhausted, tearful, but finally, honest. We were clergy sharing 

that a meaning prayer life, which is at the core of any denominations understanding of 

ministry, was a dimly burning wick in most of our lives. Primarily, this was because we 

were left to our own devices to do it. Without accountability and encouragement, many of 

us found ourselves talking about God far more than we talked to God. 

Even though it is acknowledged that the person most responsible for these 

disciplines are the clergy persons themselves; it is also growing increasingly clear that the 

expectations and opportunities provided by bishops and dioceses play a vital role in 

helping clergy navigate the complexities of modern ministry. More recently it has 

become clear that the experiences a recently ordained person has early on in ministry are 

seminal in the development of healthy habits and skills that will allow a person to thrive 

as a clergy person. 

Two aspects are significant in these first experiences of ministry. First, it is very 

helpful for a newly ordained person to be placed in a parish or institutional ministry 

setting where he or she can work under the careful guidance of an experienced person in 

Holy Orders. Some dioceses refer to this as a “curacy” or an “internship.” Some dioceses 

are very intentional about this process, while others do it from a more situational 

perspective. 

The intuitive truth that the experience a priest has in their first placement out of 

seminary is important has been quantified in Dean Hoge’s work referenced earlier, The 

First Five Years of the Priesthood.
 20

  Hoge compares the experiences of clergy and those 

living in religious communities who self-report that his life in ministry is fulfilling to 

                                                             
20 Hoge, The First Five Years of the Priesthood. 



 20 

those who have resigned ministry prematurely. When comparing active, non-resigned 

priests with resigned priests he found that the active priest’s experience of their first cure 

was good, yet for those who resigned, mediocre. “Seventy-eight percent of active 

diocesan priests said ‘very helpful’ or ‘helpful’ compared with 74% of the religious 

priests [priests living in community] and only 47% of the resigned priests.”
21

 Clearly 

there are many factors that would cause a priest to resign prematurely, but the impact of 

the experience of a priest’s first placement out of seminary is clearly a factor.  

Secondly, it is critical for a recently ordained person to have a group of peers, 

facilitated by experienced clergy, where he or she can process their experiences in 

ministry. This factor has long been established in the church. Philip Culbertson and 

Arthur Shippee recount some of the primary practices and character traits of ordained 

clergy during the patristic period in their work The Pastor.  There they quote the teaching 

of Ambrose by recounted by Cicero in a section On Friendship 6. Ambrose reflects On 

the Duties of Clergy, 

Preserve then, my children, that friendship you have begun with your intimates, 

for nothing in the world is more beautiful than that. It is indeed a comfort in this 

life to have one to whom you can share your heart, with whom you can share 

confidences, and to whom you can entrust the secrets of your heart. It is a comfort 

to have a trusty friend by your side, who will rejoice with you in prosperity, 

sympathize in your troubles, encourage in persecution.
22

 

Modern writers equipped with the psychotherapeutic and systems theory tools, 

also emphasize extensively the need for clergy to have deep, meaningful relationships 

with other clergy. Motivation for this kind of community is necessarily the work of the 

                                                             
21 Hoge, The First Five Years of the Priesthood, 15. 
22 Philip L. Culbertson and Arthur Bradford Shippee, The Pastor: Readings from the Patristic Period 
[Minneapolis: Fortress Press, 1990], 148.  
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clergy person themselves. In Spiritual Wholeness for Clergy, Donald Hands and Wayne 

Fehr approach clergy health and wholeness from just such a perspective. After presenting 

the theories that motivate clergy to health and to dysfunction, they make very specific 

recommendations about behaviors clergy may embody to address the dysfunction and 

become healthier, more whole people. They write,  

Participating in a genuine spiritual community as an equal is very important for a 

cleric’s health and well-being. Clergy, like other human beings, need to be known 

and loved in a circle of face-to-face relationships with peers. They often do not 

have this kind of community participation even though they stand as the 

facilitators and focal points of Christian community in their congregations.  

The need is to be honest about one’s own life, to give and receive affection, to 

give and receive forgiveness, and to express one’s personal faith and faith-

struggles. In the long run, no one- clergy or lay- can live a healthy spiritual life 

without that kind of a life-context for his or her own journey. 

Clergy who recognize that they are relatively isolated need to take the initiative to 

find or create the kind of peer spiritual community in which they can live and 

grow.
23

 

 

While this is critically important, building close, personal friendships in the 

priesthood is not without its own set of complexities. As mentioned previously, ministry 

is filled with more work that can be done on any given day. For many Episcopal clergy, 

physical distance from other clergy may be a factor. Also, in a corporate model that 

measures success primary by average Sunday attendance, budgets and buildings, 

competition with other clergy who may be in closest proximity may impede trusting 

relationships as well.  

Pastors recognize the need for a personal support system of other ministers, and 

denominations often foster such relationships. But ministers feel unavoidable 

competition with each other, which gets in the way of forming healthy support 

groups. Pastors are reluctant to talk about their problems with other pastors in 

their denomination who, like themselves, later on will be seeking better churches 

                                                             
23 Donald R. Hands and Wayne L. Fehr, Spiritual Wholeness for Clergy: A New Psychology of 

 Intimacy with God, Self and Others [The Alban Institute, 1993], 67. 
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and denominational promotions. The minister whom you share your weaknesses 

today may be your superior a few years from now.
24

 

 

 Left to handle this themselves, many clergy will design clergy support networks 

with ministers from other denominations. Some will build networks with colleagues from 

other towns or dioceses. While these are undoubtedly helpful, they may require expense 

and travel to maintain. Marked by multiple challenges, often the important need simply 

goes unmet. By providing a structure and expectation for clergy to meet in collegial 

community, a diocese may begin to address this need intentionally. Even though the 

inevitable challenges of competition, pride and confidentiality acknowledged, it is a 

beginning. 

One of the other dynamics that invites the church to be intentional about offering 

opportunities for recently ordained clergy to establish loving, honest and trusting 

relationships within proximity of their work life is the fact that often seminary itself is a 

very intense experience of meaningful relationships. Those relationships are often 

marked by mixed emotions, fierce competition and fierce loyalty, deep conflict and deep 

connection, hurt feelings and confession and reconciliation. Add to this that many 

Episcopal seminaries are small communities, and the intensity of those relationships 

grows. Upon graduation, the seminary student leaves that intense relational context and is 

placed in a new environment where the intensity of relationships takes much longer to 

build. In a commentary response to Hoge’s work, Br. Loughlan Sofield, S.T. articulates 

this well when he writes,  

There is often a profound sense of loss experienced by many young priests when 

they leave the seminary. The narratives [in the study itself] reveal a number of 
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 23 

cases of individuals who were surprised by the sense of loss they experienced 

when they left the security, camaraderie, and affirming climate of the seminary. 

Failure to deal with loss is an obstacle to collaboration. Individuals who do not 

attend to the emotions accompanying loss usually are unwilling to invest 

themselves in new relationships and become pastorally ineffective. Continuing 

education programs for clergy should help priests address the emotions that 

surface at times of transition.
25

 

 

The Episcopal Diocese of Texas has a very intentional program designed to 

provide just such a place for newly ordained clergy. This program has been in existence 

for over a decade, and has grown and changed as the needs of the participants have 

changed, but also in response to regular feedback received from the participants 

concerning what is most helpful to them. I have been a co-facilitator and designer of this 

program for five years.  

In the late 1990’s, under the leadership of the Rt. Rev. Claude Payne, the 

Episcopal Diocese of Texas decided to design a program for recently ordained clergy that 

would address some of the questions above. It was assumed that two things were needed. 

First, the newly ordained clergy person would have a more effective start if they were 

placed in an assisting position with an experienced and thoughtful priest. Choosing 

placements for new clergy, therefore, was no longer based on the most pressing need in 

the diocese for leadership at the time, but on placing newly ordained clergy in settings 

where they would experience meaningful experience and growth in ministry. Also, the 

would be place in parishes and with priestly supervision that could best help form this 

recently ordained person into a “wholesome example”.   
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This placement was known as a “curacy.” Each newly ordained transitional 

Deacon
26

 was placed in their first cure for two years, with the intention that they receive 

the kind of mentoring and ministry experience listed above. Secondly, it was decided that 

the newly ordained deacon or priest would be well served by gathering with others who 

were recently ordained for discussion, prayer and support. This would need to be led by 

an experienced priest as well. These meetings are called the Diocesan Intern Program, or 

Curate Camp. 

In 2006, I was invited by the Right Rev. Don Wimberly, who was the Diocesan 

Bishop of Texas at the time, to join the team as one of the facilitators of Curate Camp. 

Since that time I, and a team of others, have been intimately involved in the planning and 

implementation of this program. Chapter 2 will describe it more fully. 

 

 

 

 

 

 

 

                                                             
26 The Episcopal Diocese of Texas, like many other dioceses, makes a distinction between those 
ordained to the deaconate permanently, and those who are ordained to the deaconate with the 
intention of later being ordained a priest. 
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Chapter 2. The Origins of the Diocesan Intern Program 

It is the assertion of this project that the Curacy Program in the Episcopal Diocese of 

Texas is particularly effective in providing a place for recently ordained clergy to develop 

meaningful collegial relationships. It is also a useful place to address particular areas of 

concern that can provide some of the most rewarding aspects of life and ministry, but, if 

not addressed in a healthy way, those very same aspects can also become deeply 

problematic for clergy.  

The Curacy Program in the Episcopal Diocese is intentionally designed to address the 

two significant issues that impact a newly ordained persons success and satisfaction in 

the ministry. First, the diocese is intentional about placing a newly ordained seminary 

graduate into a two-year assistant position, called a curacy, with a seasoned, healthy 

clergy person who can act as a mentor, confidant and guide. “We are very intentional 

about trying to place curates in churches with good mentoring clergy. While this is 

uneven by nature, it is very important.”
27

 Secondly, the curates are invited to gather 

regularly with other curates from around the diocese for conversation, collegiality, 

prayer, education and support.  This part of the program is formally known as the 

Diocesan Internship Program. It has become known throughout the diocese by a less 

formal and more affectionate term: Curate Camp.  

The current model began in 1996 under the leadership of the Rt. Rev. Claude Payne, 

who was the diocesan bishop of Texas at the time. In order to get a good sense of the 

content and evolution of the program, it was vital to make contact with those who created 

the program, as well as those who have had a hand in its design and implementation 
                                                             
27 Dena Harrison, Suffragan Bishop of Texas, telephone interview by author, Waco, TX, July 13, 2013.  
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since.  There was a need to interview the diocesan staff and clergy who were involved at 

the beginning to develop a clear understanding of the established goals of the program 

and how those goals were implemented into programmatic components. It was important 

to interview the various clergy facilitators who have led the program since its inception 

and describe any changes they made. Finally, it was important to present the rationale for 

those changes as the program matured. 

To gather all this information, I engaged in a series of phone interviews and emails 

with all of the leaders I could contact who were involved in the design, implementation, 

administration and facilitation of this program. I interviewed the following people: 

The Rt. Rev. Claude Payne, Diocesan Bishop of the Diocese of Texas, 1995-2003. It 

was under Bishop Payne’s leadership the current model was designed. 

The Rt. Rev. Donald A. Wimberly, Diocesan Bishop of Texas, 2003-2009. Bishop 

Wimberly was translated to the Diocese of Texas in 1999 from the Diocese of Lexington 

where he had been Diocesan Bishop from 1985-1999. When he joined the Episcopal staff 

in Texas, Bishop Payne put him in a position of oversight of the entire ordination process 

in the Diocese of Texas, including oversight of the Intern Program.  He was elected 

Coadjutor in 2002, and become Diocesan in 2003. 

The Rt. Rev. Andrew C. Doyle, Diocesan Bishop of Texas, 2009-present. Bishop 

Doyle was also the Canon to the Ordinary in the Diocese of Texas during Don 

Wimberly’s tenure as diocesan bishop. Bishop Doyle helped design and implement the 

Curate Camp both as Canon to the Ordinary and as Diocesan Bishop. 
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The Rt. Rev. Dean Harrison, Suffragan Bishop of the Diocese of Texas, 2006-present. 

Bishop Harrison was also Canon to the Ordinary in the Diocese of Texas during Claude 

Payne and Don Wimberly’s cure as Bishops Diocesan and was directly involved in the 

selection of leadership for the facilitation of Curate Camp. 

The Rt. Rev. Rayford High, Provisional Bishop of the Diocese of Ft. Worth at the 

time of this writing. Bishop High was the Canon for Pastoral Care in the Diocese of 

Texas before he was elected Suffragan Bishop in the Diocese of Texas in 2003. Bishop 

High was co-facilitator with the Rev. Sandi Mizirl in 2002-2003, when the Rev. Kevin 

Martin had emergency surgery. 

The Rev. Kevin Martin, Canon for Congregational Development for the Episcopal 

Diocese of Texas during Claude Payne’s tenure as bishop Diocesan. Kevin was asked to 

sit in on the program by Bishop Benitez from 1993-1994. Beginning in 1995, Kevin 

served in direct oversight of the program, and was primarily responsible for changing it 

from an orientation model under Bishop Benitez, to the retreat model that is still in place 

today. He served as the director and as co-facilitator until 2002, when he had surgery. 

Shortly after that he was called to ministry in Dallas, and left the Diocese of Texas. 

The Rev. Rusty Goldsmith, who was a co-facilitator of the program with the Rev. 

Sandy Mizirl for a short time at the end 2002-2003. He stepped in at the end of a year 

when Kevin Martin left the diocese and Rayford High was elected Suffragan Bishop in 

the Diocese of Texas in 2003, and for the full year in 2003-2004.  
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The Rev. Sandy Mizirl, who co-facilitated the program with Kevin Martin from 1999-

2002, with Rayford High in 2002-2003, with Rusty Goldsmith at the end of 2002-2003 

and all of 2003-2004, and with the Rev. Dr. Doug Travis from 2004-2007.  

The Rev. Dr. Doug Travis, who co-facilitated the program with the Rev. Sandy Mizirl 

from 2004 to June of 2007 until he was appointed Dean of the Seminary of the Southwest 

in Austin, Texas. 

Mary MacGregor, Director of Evangelism and Congregational Development in 2003, 

and who took over direct responsibility for the program when her job became a full time 

appointment. At the time of this writing she is still the diocesan employee with direct 

oversight of the program and helps the co-facilitators design and schedule programs. She 

also administers the invitations for guest speakers.  

The Rev. Ann Normand, Canon to the Ordinary in the Diocese of Texas, 2009-

present, with whom I co-facilitated the program for one year (2006-2007) before she was 

appointed Canon to the Ordinary by Bishop Doyle. Ann is currently involved in the 

design, evaluation and implementation of the program as Canon to the Ordinary, but is no 

longer involved in its facilitation. 

The Rev. Rhoda Montgomery, rector of St. Thomas Episcopal Church in College 

Station, Texas, with whom I have co-facilitated the program since 2008. 

I held phone interviews with each person listed above except Bishop Doyle and Doug 

Travis. Both of these responded to my questions by email.  
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I asked the following questions. 

1. How were/are you involved in the Diocesan Internship Program? 

2. What was its original intent? 

3. How was the original program designed to accomplish this goal? 

4. How have the goals changed over the years? 

5. What do you see as its primary purpose now? 

6. What changes would you see for this program in the future? 

 

Instead of publishing the raw data from the interviews in the body of this project, 

what follows is a narrative that attempts to describe the program’s beginning, its 

evolution over time, and its configuration and priorities. Chapter three will continue the 

narrative about the programs evolution, current configuration and priorities since I began 

as a co-facilitator in 2007. 

The Diocesan Internship Program originated under the leadership of the Rt. Rev. 

Claude Payne who was Diocesan Bishop of Texas from 1995-2003. Bishop Payne, who 

is now retired, indicated that the first desire of the diocese in designing a program for the 

recently ordained clergy of the diocese was to “put recent seminary graduates in a support 

group of some sort.”
28

 This would help people get to know one another, get them out of 

the congregation from time to time for reflection, and offer much needed camaraderie. It 

would also let them know that the bishop and diocesan staff were supportive of their 

ministry. Finally, it was the bishop’s hope that a program like this would instill the notion 

“that you never stop learning.” 

Bishop Payne said that they wanted to present meaningful content on some of the 

practicalities of ministry. The sessions were to have presentations around specific 
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content.  This varied from introducing the newly ordained people to diocesan staff and 

other leaders responsible for programs such as Christian Formation or Stewardship to 

training the newly ordained in more mundane but crucially important tasks they would do 

in ministry. This would include everything from how to run a vestry meeting to how to 

read a financial report. He said it was also important to include meaningful conversations 

about personal matters such and prayer and family life. His primary goal was to help 

newly ordained people obtain a vision for ministry and to “see how everything fits 

together.’ Clearly this last goal is very consistent with the priorities Bishop Payne had for 

his entire Episcopate. The Diocesan Internship program was a specific manifestation of a 

much bigger vision he had for the diocese, which was to move the church from a 

maintenance model of ministry to one of mission.
29

 Bishop Payne said it was also very 

important for the program to be evaluated every year by the participants themselves to 

make sure it was effective. After the first year, they were constantly rebuilding the 

program based on this feedback and the input of those involved in its administration. 

The Rev. Canon Kevin Martin, recently retired Dean of St. Matthew’s Cathedral 

in the Episcopal Diocese of Dallas, was the Canon for Congregational Development 

when Bishop Payne was elected. After the program had begun, Canon Martin reports that 

Bishop Payne asked him to sit in on sessions for newly ordained clergy that were already 

in place under Bishop Payne’s predecessor, the Rt. Rev. Maurice Benitez. He reports that 

the model was primarily one of orientating the newly ordained clergy about the Diocese. 

Each newly ordained person was asked to come to the diocesan office for a day-long 

session where a representative from the various ministries of the diocese made 
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presentations about their areas of responsibility. As Kevin entered into conversations with 

those who were attending the orientations he quickly discovered that “it was a drudgery 

for them. They were more interested in ministry and this program was designed entirely 

around the structures of the diocese.”
30

 

Kevin suggested they transform the orientation into a retreat model and broaden 

the topics of discussion. They invited to curates to gather at Camp Allen, in Navasota, 

Texas from noon on Thursday afternoon to noon on Friday, August through May. Kevin 

invited the Rev. David Galloway, a well-respected parish priest in the diocese at the time, 

to help Kevin facilitate the sessions.   

In this new model, which Kevin facilitated for 8 years in a row, they began to do 

more discussion and reflection about the nature of ministry. They would share leadership 

in discussion, and give the curates a place to talk about how things were going. Most 

often they would discuss some crisis that was going on in someone’s ministry. They also 

decided to introduce the curates to some useful tools that might help them be more 

effective in ministry. They used Steven Covey’s 7 Habits Weekly Planner, still available 

from Franklin Planners, and discussed the importance of setting ministry goals, as well as 

learning goals. They also began covering topics on leadership. Finally, they offered 

“Case Studies,” allowing curates to give verbatim reports of events in their ministry 

context and to have follow-up discussion with the other Curate Camp participants. 

Under Kevin Martin’s leadership the diocese also began to address the placement 

of recently ordained clergy as a strategic issue. It became clear that recently ordained 

clergy needed to be placed intentionally with “good supervisors, not just churches that 
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can afford a deacon.” It was also important that the clergy and churches that were to hire 

one of the recent seminary graduates receive some training as well. Kevin met with 

Supervisors individually and they also had a group Supervisor orientation as well, which 

consisted of a one day training event. It was very important that the new supervisors 

understood their role as mentor and teacher, as well as clergy supervisor. “We had to 

make sure the supervisor knew that coming to Camp Allen for this program was not the 

intern’s day off. We also had to work with them about the difference between having a 

staff person with job requirements and actually supervising them.”
31

 

By changing the program to a retreat setting, placing intern’s into intentionally 

well-designed curacies, and offering training for their supervisors, great progress was 

made and the program was much better received. Kevin reports that the diocese did 

occasionally have to “intervene” in the relationships between a curate and their 

supervisor, but that in general, it went very well. He did acknowledge that over the years, 

“some of the groups gelled better than others.”
32

 These two dynamics are simply realities 

in complex relational systems, regardless of the intentional programs a diocese might put 

in place to help address them.  

After David Galloway moved out of the Diocese, Kevin invited the Rev. Sandi 

Mizirl, then Campus Missioner at Texas A&M University in College station, to join him 

as co-facilitator. Sandi had been a participant in the program in 1998, early on in its 

development, when Kevin and David were co-facilitating it. This allowed her to bring a 

dual perspective to the work. First, she was a participant and enjoyed the benefits of a 
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facilitated group. Second, she was an active priest in the diocese and could bring that 

insight to bear on the work of facilitation. By inviting Sandi to co-facilitate it offered 

what is clearly common sense. By having a team of a man and woman, it allowed for 

safer environment for both male and female clergy. It also made the mentor relationships 

more naturally supportive. 

From Sandi’s perspective, Curate Camp has two primary purposes, both as a 

participant and a facilitator. First, “it’s really important to understand the working of the 

diocese. We went through the canons, as well as discussions about appropriate 

behavior.”
33

 Secondly, it offered a safe place for group discussion. Sandi said, “One 

needs a place to process what it’s like to live into the model of ordained ministry and how 

people see you different. A person needs a place to talk about this transformation of the 

reality of the priesthood.”
34

 

 During the time that Kevin and Sandi were co-facilitating they began to use the 

Birkman Inventory with the Curates. “The Birkman Method® identifies the respondent's 

everyday interpersonal style (usual behavior), and unlike most other popular assessments, 

gives unique insights into underlying motivations and needs. Stress behaviors are 

identified when these needs are not met.”
35

 This is an exhaustive tool, and required 

participants to fill out a 248 question questionnaire, as well as an entire session to cover 

the results. It is also expensive to administer and have a trained facilitator come interpret 

the data for the participants. Nonetheless, this tool received consistently high marks from 

participants for most of the years it was administered. Kevin said that the last year he 
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facilitated was particularly difficult because he had to leave abruptly due to an emergency 

surgery, and other clergy who were not as familiar with the goals of the program had to 

step in and finish the year.  

When the Rt. Rev. Don Wimberly translated to the Diocese of Texas from the 

Diocese of Lexington where he had been Diocesan Bishop from 1985-1999, Bishop 

Payne put him in a position of oversight for the entire ordination process in the Diocese 

of Texas. By the time he assumed this responsibility he was part of a program that was 

already going on and that was very effective. In a phone interview with Bishop 

Wimberly, he indicated that it was a clear expectation that this program was mandatory 

for anyone who was going to be presented for Holy Orders in the Diocese. When they 

accepted individuals as candidates for ordination they knew the Intern Program was a 

requirement of the Commission on Ministry. 

 One of the primary purposes of the Intern Program from Bishop Wimberly’s 

perspective was building a trusting community. He said, “When people went to seminary 

they developed deep relationships with people and then when they graduated those 

relationship were gone. The main reason to have it was to keep them from being isolated 

and feeling abandoned. Through this program, we were able to build a new support 

system for people who were now ordained and in the profession.”
36

 

After Bishop Payne retired as Diocesan Bishop of Texas in 2003, Don Wimberly 

was elected to that position. As Diocesan Bishop he continued to believe that the Intern 

Program was one of the most important ministries in the diocese. He believed it allowed 

clergy to develop a sense of meaningful community together. Bishop Wimberly said that 
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one of the advantages of being in Texas is that the diocese could afford to pay half the 

salary of newly ordained clergy for the first two years of ordination, in a curacy position 

in a parish or diocesan institution. By being able to do so they could make sure that the 

newly ordained could be placed in churches with healthy clergy who knew how to serve 

as mentoring supervisors. It also allowed the diocese to place curates not just in the large 

churches that could afford assisting clergy, but in churches where the Curate could learn 

the most about a wide variety of parish ministry. 

During Bishop Wimberly’s tenure he was also able to initiate a formal training for 

the mentor clergy as well. This included teaching them how to act as a mentor for an 

intern, but it also assured their commitment to the Curate’s participation in the Curate 

Camp sessions. Supervising clergy “must be secure enough in their person to allow a 

curate to go to a session with other clergy and talk about their relationship with their 

mentor clergy. Trust is crucial.”
37

 

Not only was the Intern Program required of all those who were to be ordained in 

the Diocese of Texas, it was “always the case that any new seminary grads from other 

dioceses who came into Texas to serve their first cure were required to come to this 

program as well. This was very important before these people came to clergy conference. 

In a diocese this size, you would feel lost and isolated if you didn’t know anyone else. It 

was essential to do this to before entering into the community within the whole 

diocese.”
38
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Under Bishop Wimberly’s leadership Rusty Goldsmith was hired as the Canon for 

Congregations to work on congregational development. One of his responsibilities was to 

help with the Internship Program. He only did this briefly, as he began working at St. 

Martin’s Episcopal Church in Houston and because of that no longer had time to work 

with the Curates. 

Rusty introduced Gill Rendle’s book Leading Change in the Congregation to the 

program.  Rusty felt this was a critically important work and it fit the model of the Intern 

Program very well. There were 9 chapters, and they had 9 meetings. Participants read a 

chapter for each session as homework and they discussed the chapter when they were 

together. Either Rusty or Sandi would enhance the content with further teaching on the 

topic of the month. 

After Rusty left his position with the Diocese, the Rev. Rayford High, Canon for 

Pastoral Care co-facilitated with Sandi Mizirl for one year. In an interview with Bishop 

High, he said that when he began to co-facilitate he understood the program had a two-

fold purpose. First, it was “to bring the newly ordained together to form friendship and 

trust among themselves and get to know one another as brother and sister clergy in a 

smaller group setting. They were to share their experiences and build up trust for, and 

learn from, each other.”
39

 He also stated that while building community was the overt job 

description of the program, he also acknowledges that he had an agenda of his own as 

well. “Selfishly as Canon for Pastoral Ministry at the time, and as an older priest, there 

were some things I felt like it was important to impart about being a clergy person.”
40
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This included advice about liturgy, pastoral care and other practical aspects of the 

priesthood. He also said that he came to realize that most newly ordained people were 

uniformed with how clergy taxes work, so he introduced the idea of bringing Mr. Larry 

Harrison, CPA, and spouse of then Canon Dena Harrison, to come in and talk about 

clergy income taxes. This remains one of the topics of the program to this day. 

After Rayford High was elected Suffragan Bishop of the Diocese of Texas in 

2003, Bishop Wimberly invited the Rev. Dr. Doug Travis, then rector of Trinity 

Episcopal Church in The Woodlands, Texas, to co-facilitate with Sandi. Doug brought a 

more relational and theological approach to the task of co-facilitation, as opposed to the 

more programmatic style in place. Because of this, he did not encourage changing 

anything. This is evident in his written reflections on the program. He writes, “My 

understanding is that the program was simply designed to offer the newly ordained an 

opportunity to enjoy each other’s company and community and to meet to acquire some 

basic skills – e.g., tax preparation for clergy.”
41

 

In June of 2007, Doug resigned as co-facilitator due to his appointment as Dean 

of the Seminary of the Southwest in Austin, Texas. Shortly after that it was decided by 

the Diocese that they would recruit a new team of co-facilitators and give the program a 

thorough review. This is when the Diocese of Texas invited the Rev. Ann Normand, then 

rector of Trinity Episcopal Church in Marble Falls, Texas and myself to join the team as 

co-facilitators. We inherited a very well designed, intentional program that had been 

evaluated every year and to which changes had been constantly made. Chapter 3 will 

discuss changes and evaluations we have made between 2007 and 2013. 
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Chapter 3. From Orientation to Formation 

The ministry of the Rt. Rev. Andy Doyle is a significant tie between the two 

different models of ministry to the newly ordained clergy in the Diocese of Texas. His 

participation is particularly helpful in this project because he has been involved in three 

different ways. First, he was a participant in 1995. Second, he served as Canon to the 

Ordinary under Bishop Wimberly, where he was very involved in choosing leadership 

and setting curriculum goals for the Intern Program. Finally, as Diocesan Bishop he 

remains involved annually in the same areas of leadership and curriculum content. He is 

also directly involved in a session in the spring where he attends one of the retreats for 

conversation, prayer and fellowship with the program participants.  

Bishop Doyle participated in the “orientation” model at the Diocesan office as a 

recently ordained person himself in 1995. He stated in his written responses to the 

interview questions that it was “the first class of the intern program.”
42

 This is the 

program that was adapted from a one day orientation to the diocese to a more 

programmatic model, bringing the recently ordained clergy to the diocesan office for a 

full day of presentations. He writes, “I believe the original intent was to provide to recent 

graduates [from seminary] and newly ordained clergy an understanding of 

church/congregational dynamics, theory and best practices. It also familiarized us with 

the diocesan goals and resources available to grow congregations.”
43

 He said that there 

were guest speakers, books to read, and conversations to have in a day-long meeting at 
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the diocesan center. He describes the program as having been primarily didactic in style, 

as a teacher to a class.  

 Bishop Doyle observes that as the leadership has changed over time, so have the 

goals of the program. As the Diocese began to prepare for the 2007-2008 session it 

decided to recruit a new team of co-facilitators for the Intern Program and give the 

program a thorough review. This is when the diocese invited the Rev. Ann Normand, 

then rector of Trinity Episcopal Church in Marble Falls, and myself, the Rev. Chuck 

Treadwell, rector of St. Paul’s in Waco, to join the team as co-facilitators.  

Ann Normand and I met at St. Christopher’s in Killeen, equidistant to each of our 

cures, to review all the evaluations the diocese had received, as well as the way the 

program was designed. We had been charged by Bishop Wimberly and Mary MacGregor 

to review the entire program and make recommendations for how we might move 

forward. We were introduced to a very well designed, intentional program that had been 

evaluated every year and to which changes had been constantly made. It was a program 

with a combination of presentations from diocesan leadership on diocesan program, the 

Birkman Inventory, and opportunities for personal reflection on ministry. However, as we 

read the evaluations, there were things that were consistently well received and others 

that were evaluated negatively, or that were not mentioned at all.  The parts that were 

consistently highly regarded were the aspects that either allowed the curates to reflect 

specifically on their ministry context, or that were didactic presentations about very 

concrete aspects of the parish priesthood. The parts that received consistently lower 

marks were the presentations about diocesan offices and ministries.  
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After reading the feedback for the previous year’s participants, Ann and I began 

to ask a different set of questions and to wonder how answers to these questions might 

impact the design of the program. We had an overriding sense that while knowing all the 

different ministries in which the diocese is involved is an important thing, that 

information was readily available to the curates. Likewise, the people responsible for 

various ministries in the diocese were all available to the recently ordained clergy and 

could be contacted directly as need arose. Therefore, we asked, is it the best use of their 

time and ours to offer in depth presentations on diocesan ministries? Instead, what if we 

asked different questions? Taking the seminal work of Urban T. Holmes A Spirituality for 

Ministry
44

 as a starting place, we asked, what are the greatest challenges about being in 

the full time ministry? What is the primary work of ordained clergy? Complimentarily, 

what are the predictable stumbling blocks that get clergy in trouble? We envisioned 

conversations about worship and prayer, sexuality and embodiment, money, power, 

loneliness and the importance of community for those in ordained ministry. We 

envisioned meaningful dialogue about burnout and conflict and the ongoing necessity of 

personal formation in a clergy person’s life. These became the template by which we 

could design the program. We also envisioned recruiting other people, clergy and lay, 

who had expertise or specific experience in these areas and inviting them to come 

facilitate a conversation with the participants. 

Over the next month we visited by phone and email to redesign the overnight 

retreat model we had inherited. We agreed that getting the curates out of their work 

environment and bringing them to a neutral, centrally located place like Camp Allen was 
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good. We also agreed that by spending the night we would have ample time to present 

topical presentations, offer a chance for reflection, and offer time for the curates to 

simply share some unstructured time together.  

Once we had our outline in place we met with Mary MacGregor, then and now 

the Director of Evangelism and Congregational Development for the Diocese. Mary had 

been appointed by Bishop Wimberly to help design and administer the Curate Program in 

2003 when her title was Director of Leadership Development for the Diocese, so 

oversight of this program fell naturally within her job description. In an interview with 

Mary, she described the structure of  Curate Camp when she got involved in 2003. She 

said, “The original intent was to help transition recently ordained persons into the 

priesthood, having a safe place for discussions, building community among other newly 

ordained persons, and learning some of the ins and outs of leadership in a congregation.  

Developing congregational development skills was more of an objective then.”
45

 

Mary said that the format of the Intern Program pre 2007 was similar to the 

current Curate Camp. However, its content was rather different. She said, “There was a 

large emphasis on case studies, and more didactic teaching.” In 2007 Mary was asked to 

work with Ann and me in redesigning it for the future. We proposed our new outline and 

she agreed with it, and committed to being the person who would invite other facilitators 

to come and address the topics we had identified. Mary remembers the transition to a new 

model this way. “A shift occurred about 6 years ago with a stronger emphasis on the 

sessions being about the personal development of the participants as priests and giving 

them more opportunities for introspective work and safe discussion. Most of the sessions 
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revolve around topics that impact clergy personally and professionally as individuals.” 

With this shift from program to priestly development, the focus was moving from the 

tasks of the priesthood to priestly identity. Mary said that this shift in focus also changed 

one of the core purposes of the program. She said, “I see the over-arching goal being to 

help these clergy transition from recently graduated seminary graduates to taking on the 

mantle of being an Episcopal priest and everything that comes with that identity.  This is 

a serious transition that must be made by these persons and spending 8 months in the 

program helps them make this transition.”
46

 

 We were changing the focus of the Curate Camp from orientation and the 

imparting of information to one of providing a place for recently ordained clergy to focus 

on their own identity in their new role as ordained people. We did not remove all of the 

practical and congregational development aspects of the Intern Program. We decided to 

leave the Birkman Inventory in place as it received high marks in the annual evaluations 

and it was a good tool to help people understand how they work with others. We also 

retained the session on clergy taxes, but moved it into a conversation about how the 

newly ordained individuals understood money in their lives. Similarly, in the same 

session, we kept a presentation by the chair of the Diocesan Stewardship Commission, 

the Rev. Lance Ousley. Still, we inviting him to move away from the “how to” of 

stewardship and into a deeper theology of stewardship in the lives of the individuals in 

the program. We even included an entire session on preaching. We had been invited by 

the Rev. Patrick Miller, then an assistant at Christ Church Cathedral to come to the 
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Cathedral for some focused work on preaching due to the fact that the recently ordained 

people in the program were working in a parish and preaching on some regular basis. 

 The rest of the topics were centered on the things that can be the greatest 

blessings and biggest struggles in the priesthood. The topics were arranged this way. 

Session 1. Spiritual Autobiographies and Sabbath. Each Curate was invited to tell their 

personal story in a way that would allow the others to understand them and help get more 

comfortable with one another. At this session, we also had a presentation by a lay person, 

Dr. Jane Leizear, who talked about the whole notion of mentoring. The session concluded 

with a presentation on the theology of Sabbath by the Rev. Beth Fain, and its importance 

in the life of a clergy person.  

Session 2. Leading from the Second Chair. Taking its title from the book by the same 

name by Mr. Mike Bonem, this session was designed to address the various dynamics 

that arise from working in a situation where a person is not the final decision maker. To 

facilitate this we invited a few clergy, both inside the Diocese and out, who either were 

currently serving in second chair positions (a position that is not the lead clergy person in 

a system), or who had done so for a significant part of their ministry. We also enjoyed a 

presentation from the author himself. 

Session 3. A Theology of Money. This session was designed to present some practical 

information about clergy and their money, as well as provide a place for open, frank 

conversation about money, its place in the life of a clergy person, a church and the world. 

We invited a CPA to speak about clergy taxes. We also invited the treasurer of the 

Diocese, Mr. Bob Biehl, to speak about money and the diocese, and we invited two 
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people in Holy Orders (a priest and a bishop) to talk about personal stewardship and 

financial responsibility. 

Session 4. The Birkman Inventory. Each Curate was invited to take the inventory online 

before the session. Suzanne Miller, a Birkman specialist, presented the results and their 

interpretations. 

Session 5. A Theology of Power: Priestly Authority and Conflict. A professional 

mediator, a priest, and a bishop all came and spoke about the dynamics of power and 

conflict and the ways in which those things can cause problems in the priesthood. 

Session 6. Preaching. This session was held at Christ Church Cathedral, and the Diocese 

generously reserved rooms at a nearby hotel for the curates. We had two clergy 

facilitators: the Rev. Jim Nutter, a well-respected preacher in the Diocese, and the Rev. 

Dr. Jim Somerville, the pastor of First Baptist Church in Washington, DC to talk about 

the art of preaching. We also had a lay presenter who spoke about preaching and poetry. 

Session 7. A Theology of the Body. In this session we invited the participants into a 

meditative experience about their own bodies and what embodiment in the priesthood 

meant to them. Then we had conversations facilitated by a medical doctor, a psychiatrist, 

and the Rev. Andy Doyle, then Canon to the Ordinary, reflecting on ways in which clergy 

may neglect their bodies and what the warning signs are about how they may be 

susceptible to inappropriate physical relationships with others.  Each also addressed 

techniques they recommended for staying in tune with one’s body. 

Session 8. A Priest and the Bishop. At this session we had the Rt. Rev. Don Wimberly, 

then Diocesan Bishop of Texas, spend some time with the curates talking about his 
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ecclesiology, and his relationship and expectations of the clergy serving in the diocese. 

We had another visit from the Rev. Beth Fain to talk about Sabbath again. We concluded 

this session with a special Eucharist with Unction to mark the conclusion of our work 

together. 

The structure of each twenty-four hour session had a predictable template.  

Thursday 

2:00 PM  Check in time 

3:00-5:30 PM   Session 1 

6:00 PM  Dinner 

7:00 PM  Session 2 

8:45 PM  Fellowship 

 

Friday 

8:00 AM  Breakfast 

9:00-10:45 AM Session 3 

11:00 AM-12:00 PM Check out time 

12:00 PM  Lunch 

1:00 PM   End 

 

This structure was designed to be a balance of intentional interpersonal 

conversation, concentrated attention to a specific topic, and unstructured time for rest, 

casual conversation and fellowship.  The “Check in” and “Check out” would give the 

curates a chance to share stories about what was going on in their ministry, how they 

were dealing with a new sense of identity, and how they were engaging ministry with 
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their supervising rectors. They could also identify challenging circumstances to which 

they may be going back. If the curate had a family, this also would be a time for them to 

talk about how their families were dealing with the new reality of clergy life and a new 

living situation.  This practice also reinforced the importance of truth telling in ministry. 

This included both personal honest about the reality of ministry as well as honesty about 

the joys and challenges of ministry context.  

Before we implemented this new structure, and since Ann and I were new to the 

work, we felt it was important to communicate with the incoming curates to describe 

what we were going to do. In that correspondence, we introduced ourselves, gave them 

practical information about how the retreat worked and the schedule, and asked them to 

be prepared to introduce themselves at the first session. We asked that the introduction be 

a short version of a spiritual autobiography. However, since they had produced similar 

autobiographies for the diocese and their respective seminaries, we asked them to present 

it differently, and to have some fun with it. We also gave them a time frame for their 

introduction. 

When Ann and I got to Camp Allen before the first session in August it occurred 

to us that the rooms we were meeting in were the very same rooms where the curates had 

been interviewed by both the Diocesan Commission on Ministry and the Diocesan 

Standing Committee in their process of seeking Holy Orders. By definition, each of these 

groups was evaluative in nature, and we needed to make a distinction about our work. We 

wrote on the white board in very large letters, “This is not the Commission on Ministry” 

and “This is not the Standing Committee.” In a playful way we wanted the curates to 

know that Curate Camp was not evaluative in any regard. Before we began our first 
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session ,we assured them that the only communication Ann and I would have with the 

Diocese about their participation was attendance. While the program was mandatory, 

each curate’s level of commitment would be up to them. They would not be forced to 

share any information, and what they did share was confidential.  Ann and I were very 

excited to see that the participants in the group engaged the process quickly, and were 

open and honest and trustworthy throughout. 

This format seemed to go well, and we were pleased to see that the majority of the 

curates engaged fully. In particular, they remained behind after the sessions, enjoying 

refreshments, fellowship, music and deep conversation. This was a good indication to us 

that the goal of developing meaningful relationships with one another was being met. 

After each session, Ann and I would meet to discuss how it went and to make sure 

everything was in order for the next session. At the end of the year Alice Kerr, the 

Diocesan staff member who was assigned to help us with administrative tasks, sent out an 

evaluation to the participants.  Nine of the seven participants responded and offered 

comments. The questions were: 

List the topics/aspects of the training that were most valuable to you in your 

formation as a priest and why. 

List the topics/aspects of the training that were least valuable to you in your 

formation as a priest and why. 

If you were planning the training for the curates next year what topics/session 

leaders would you include and why? 

What aspects of training, schedule, format, expectations of the participants, etc. 

were most beneficial to you as a participant? Why? 

What aspects of training, schedule, format, expectations of the participants, etc. 

were least beneficial to you as a participant? Why? 
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Then they were asked their thoughts on location, time commitment, and 

facilitation, and they were given a chance to offer other comments. 

 

 

As we studied the responses, we were pleased to learn that the primary goal, that 

of providing a place for collegial relationships to grow, was accomplished. One 

participant wrote in response to what was most beneficial, “Getting together with my 

peers and being able to listen and share with them during this year was perhaps the very 

most important aspect.  Support and solidarity of my peers, with the wisdom of Chuck 

and Ann added to the mix, gave me a level of assurance and strength during this first 

year.” 

Another participant wrote,  

The clear message of mandatory attendance made it much easier to attend… the group 

and the facilitators were a wonderfully safe place to bring concerns; it was an essential 

venue in those first months of trying to negotiate a relationship with my supervisor. 

Having a chance to hear experiences of others gave invaluable perspective on my own. 

Having two competent rectors as facilitators with very different personalities was perfect. 

Also, the socializing aspect helped us with the loneliness of a move and a new 

assignment.                                                                                                                                          

Other positive comments included affirmations of most of the different session 

content by one or more of the participants. In particular, the preaching session was well 

received, especially the work of Dr. Somerville. Some were very appreciative of the 

focus on power, or the body, or money, clearly depending on their own needs. 

The responses to what was least beneficial provided some surprises as well as 

some helpful insights into how we might change some of the sessions in future years. 

Interestingly, each topic of a session also received some criticism, again, clearly 
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depending on the needs of specific curates. There was, however, a theme that caught our 

attention. Several participants identified a tendency to be spoken to instead of being 

engaged in conversation. This was well articulated in a criticism on the session on Power. 

After identifying the least helpful session as the Theology of Power, one participant 

responded, “I was lectured to and threatened with ‘disciplinary action.’  What would have 

been more helpful would have been ways to NOT fall into the traps that get us into 

trouble, in the first place.  How can we break the cycle of unhealthy behavior and abuse 

of our authority?” 

We also received primarily negative feedback on the Birkman Inventory. The 

criticism was not of the tool, but only of its applicability for this group. It was 

recommended by one participant that this tool be applied to those in a job interview or on 

a vestry retreat.  

A more complicated criticism was offered about the dynamic of having one of the 

supervising rectors functioning as a presenter. There was a concern that this person’s 

curate was unable to participate fully and freely in that context. This has been an issue for 

us several times historically, and it has even been the case that a facilitator had someone 

currently working as a curate in his or her parish who was also participating the program. 

Several steps have been taken to address this, including offering the other facilitator for 

private counsel, as well as breaking the Check in and Check out sessions into two groups, 

with the curate in one and supervisor in another. Suffice it to say, this is not ideal and if 

possible, to be avoided.   
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Contrarily, the only criticism offered on the collegial relationship aspect of Curate 

Camp was one leveled at the spiritual autobiographies. Since most of the participants this 

year had graduated from the Seminary of the Southwest, the assertion was that they 

already knew these things about one another and it “assumed the wrong starting place.” 

However, in the same comment, it was acknowledged that this helped incorporate other 

clergy who had gone to seminary elsewhere.  

When Andy Doyle was elected Diocesan Bishop in 2006 he invited Ann Normand 

to join his staff as Canon to the Ordinary. Since one of the most important aspects of 

Curate Camp at this point had become confidentiality and its non-evaluative nature, it 

was decided that Ann Normand would have oversight of the program, but would step 

down as a co-facilitator. Bishop Doyle invited the Rev. Rhoda Montgomery, a well-

respected priest in the diocese to join me as a co-facilitator. Rhoda was particularly well 

suited for this task as she had been a participant in the program in 2001-2002 when Kevin 

Martin and Sandi Mizirl were the co-facilitators. She was familiar with the previous 

model of the ministry.  

 In an interview with Rhoda she reflected on this invitation. “As a curate, I 

understood the Intern Program was first and foremost about learning about the diocese 

and what it would be like to be a priest in the diocese. Secondarily, there will be some 

people you can make friends with.”
47

 When she was invited by Mary MacGregor to join 

me as a co-facilitator, she was told the primary purpose was to be the reverse. Mary told 

her that there was a heavy emphasis on building a community of people you could trust, 

and secondarily there would be some information about what it is like to function as a 

                                                             
47 The Rev. Rhoda Montgomery, telephone interview by author, 2013. 



 51 

priest in the Diocese of Texas. She was excited to join the team, and felt that this reverse 

of emphasis would address some of things she felt needed to change about the program 

when she went through it as a Curate.  

From the feedback we received and with Rhoda as a co-facilitator we began to 

design the curriculum for 2008 – 2009. We decided to eliminate the Birkman as a full 

session topic as it was very expensive and might be better used in other contexts. We did, 

however, make it available on line and offered personal work with a Birkman consultant 

if the curates found it helpful. We created a new session in its place on conflict, and were 

able to acquire the services of the Rev. Dr. Peter Steinke to facilitate that session. We 

also made it a priority to only invite clergy facilitators and presenters who did not have a 

staff member in the program. We also added a meeting in August for all the Curates and 

their supervising rectors in order to establish the clear value and expectation of the 

program, as well as to help the supervising rectors grow more comfortable with the 

format and content of the Curate Camp program. 

The pattern described above of careful planning, constant feedback and adjusting 

content has been the mark of the Curate Camp each year. We have learned new things 

each year, and have adjusted accordingly. For example, a couple of different times guest 

presenters have had to cancel at the last minute and either Rhoda or I have written a 

presentation on the topic. While the content is usually well received, the remarks from 

participants warn against it, at it changes the role of the facilitators. It is very important 

that the facilitators remain a constant presence, available for conversation and 

occasionally offering insights on a topic from their experience. This is very different than 

being a presenter of content.  
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We have also tried different things, particularly on the session entitled A Theology 

of the Body. For several years we invited a well-respected priest who is a Yoga 

practitioner to guide us through some simple body movement exercises. This has been 

received in wildly different ways, from whole-hearted endorsement to bitter rejection. 

There was even an injury one year. Finally, in 2012, we decided to eliminate this 

“practicum” and allow people to discuss the ways in which they engage their bodies in 

healthy ways. One of the most painful leadership lessons we have learned in this regard is 

having people present who clearly take the topic they are presenting seriously 

themselves. One year the doctor who was supposed to present at the same session on the 

body had to cancel. Rhoda and I shared leadership on this. We offered no direct advice, 

but nonetheless, one of the criticisms that year was how woefully inappropriate it was to 

have two overweight clergy talking about the importance of a healthy body for the 

ministry. 

 One of the keys to the success of this program is the seriousness with which the 

diocese takes the annual evaluations. Mary MacGregor said this in regards to the 

importance of feedback: 

I believe we must very closely evaluate the program from year to year, with a 

heightened awareness of what might be best for the curates. We have had 

excellent reviews in the past 6 years and have made changes where there were 

obvious places that needed changing. It could be easy for the facilitators to ‘own’ 

the program so thoughtful evaluations of their engagement and ability to adapt to 

needed changes will always be important.  I think the current program is a good 

mix of time commitment and engagement on the part of the participants. In 

addition, the eclectic mix of topics covered and the process utilized in each 

meeting with the aid of talented facilitator/mentors helps insure that this is time 

well spent.
48

 

 
                                                             
48 Mary MacGregor. 



 53 

Moving away from an orientation model and into a more relational model has 

been met with very positive feedback from participants. It has been an intentional move, 

and the direction we anticipate it will go in the future. Bishop Doyle writes, 

The leadership has changed, and so have the goals. I believe we made a strategic 

decision to move into a more pastoral, community building and relational model under 

Chuck Treadwell and Rhoda Montgomery’s leadership. The goal is healthy, reflective, 

and mindful clergy who find at the end of the year they have friends and a support system 

in place. I believe that today the program deals with those things that seem to be the most 

challenging pieces of ministry life. The topics are broad brush stroke and therefore have 

some adaptability.
49

 

 

To continue inviting feedback, Chapter 4 will present the results from a survey 

sent out to all the graduates of the Diocesan Intern program, from 1996 to the present. 
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Chapter 4. Evaluation of the Diocesan Intern Program, Then and Now. 

 

 In order to assess the overall effectiveness of the Intern Program it was decided to 

administer a survey to all of its participants. Diocesan records allowed us to go back to 

the 1997-1998 season through the 2012-2013 season. 1997 was after the program was 

changed from an orientation model to a retreat model. However, by starting in 1997 the 

survey covered a good group of people who had participated when the program consisted 

of a more didactic style of teaching focusing on specific skill sets of the priesthood, as 

well as Case Study discussions and presentations by Diocesan program leaders presenting 

material. The survey would also solicit feedback from those who had participated after 

2007-2008, when the focus was moved away from skill sets to a more topical style and a 

focus on clergy identity, with opportunity for open discussion about ministry context. 

Through Diocesan records I was able to identify 98 people who had gone through 

the Intern Program who were still alive and in some relationship with the Church. The 

survey was designed and distributed using SurveyMonkey. The survey was sent via email 

invitation
50

 to those 98, and one declined to participate. Of the 97, 12 of the invitations 

                                                             
50 The SurveyMonkey invitation read as follows: My name is Chuck Treadwell and I am currently 
working on a Doctor of Ministry project at the School of Theology at the University of the South. My 
project is centered around the work the Diocese of Texas does to help with the transition process 
from seminary to full time ministry. The Rev. Rhoda Montgomery and I are facilitators of the 
Episcopal Diocese of Texas’ Intern Program. Affectionately known as “Curate Camp,” this is the 
program the diocese sponsors for those who are recently ordained. The recent ordinands come 
either to the Diocesan Offices or Camp Allen and spend 24 hours together in a retreat environment 
for 8 or 9 months of their first year in Holy Orders.  
You are receiving this survey because the diocesan records indicate that you went through this 
program. This survey is designed to help us assess the long term effectiveness of the program, and, 
with your feedback, make recommendations for changes that will increase its usefulness.  
If you would be so kind as to respond to this survey by JUNE 17th, it would be wonderfully helpful. 
The survey should take about 10-12 minutes to complete and provides the opportunity for you to 
offer your insights and suggestions. Any information you give us will be complied with our data, but 
no specific answer will be attributed to a specific person. 
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bounced and were undeliverable. Of the 85 who received the survey, 49 responded, 47 

completed the survey, which represents a 57% response rate. Participation ranged from 

the least, 1 in 1997-1998, 2003-2004 and 2012-2013, to the most, 8 from the 2006-2007 

class. For the purpose of evaluating the changes made in the Intern program after 2007, 

the survey was useful as there were 25 total responses from the years 2007-2013. 

 In order to insure a survey design that would be statistically dependable and 

useful for this project, I enlisted the help of Emily Swinkels, who is a Project Manager 

for Survey-Monkey. Survey-Monkey is a web-based research tool. Emily has an MBA 

from St. Edward’s University in Austin, Texas, with extensive experience in statistical 

and data analysis. It was decided that a generally qualitative survey would be the most 

useful for our purposes. This would allow us to design a survey that would give overall 

satisfaction/dissatisfaction information. More importantly, it would allow those 

responding to the survey to offer personalized input regarding the overall effectiveness of 

the program. Respondents would also be able to offer feedback regarding specific aspects 

of the program as they chose. Eleven questions were included in the survey, of which five 

allowed those surveyed to give written feedback. By providing several questions with 

concrete responses and several that allowed for open-ended responses, the survey offered 

both quantitative and qualitative information. 

 While designing the survey, we considered providing respondents with a list of 

the courses and presenters that were offered the year each went through the program in 

order to help them remember what was offered so they could give specific feedback. 

However, the decision was made not to do so under the assumption that one very 

concrete way to assess the program’s overall effectiveness and usefulness over time 
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would be whether or not participants could remember the material that was covered. This 

assumption was borne out and addressed directly by the respondents themselves, 

particularly when asked “which aspects of the program were least useful to you?” One 

respondent summed it up succinctly when she replied, “I do not recall all of the 

teachings, so I suspect that some of them were not as useful as the relationship building.” 

Another wrote, “I can’t think of anything in particular. If it wasn’t useful, I’ve probably 

forgotten it.” 

 The questions were: 

1. When did you participate in the Diocesan Intern Program? 

2. What is your overall assessment of the program? 

a. Respondents were given 5 choices ranging from Extremely Helpful to 

Extremely Unhelpful. 

3. At this time, which aspects of the program have remained useful to you? 

a. Respondents were allowed to write their own responses. 

4. At this time, which aspects of the program were least useful to you? 

a. Respondents were allowed to write their own responses. 

5. Are there things that you learned in this program that you have integrated in a 

regular way into your ministry? 

a. Respondents chose between Yes and No. 

6. What have you learned in this program that you have integrated into your 

ministry? 

a. Respondents we allowed to write their own responses. 
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7. How many of the other people with whom you went through the program are you 

still in regular contact? 

a. Respondents were given 5 choices: 0, 1-2, 3-5, 6-10, 10+. 

8. Have you been in an organized clergy group since the end of this program? 

a. Respondents chose between Yes and No. 

9. Are you currently in an organized clergy group? 

a. Respondents chose between Yes and No. 

10. How often does your group meet? 

a. Respondents were allowed to write their own responses. 

11. If you were designing this program for today’s church, what components do you 

think would be most important? 

When asked about the participants overall assessment of the program, the 

overwhelming majority responded positively. 45.8% responded that the program was 

“extremely helpful” and 45.8% responded that it was “somewhat helpful.” Only 6.1% 

gave a neutral answer, 2.1% responded that it was “somewhat unhelpful” and 2.1% 

“extremely unhelpful” (this represented one respondent in each of the last two 

categories). This very positive response is affirming of the necessity of the program. 

When asked which aspects of the program have remained useful, 47 provided 

specific answers. Of those, 32 of them-nearly 60%- identified in their own words that 

the most important aspect of the program was the relationships that developed 

between the individuals in the group. “I enjoyed the community aspect and still keep 

in touch with other clergy even though I am in a different diocese,” wrote one. 

Another, “the connections and friendships made with fellow curates.” and another, 
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“development of a network of friendships with peer clergy, clergy you can trust to tell 

about difficult situations in congregational life.” Words such as friendship, 

fellowship, camaraderie, collegiality, and community support and accountability, 

flow throughout the responses. Other responses focused on the environment itself, 

affirming the intentionality of the program and the “space it created” for building 

trust. The theme of collegiality being the most useful aspect of the program was 

consistent through all years of the program. This validates one of the primary 

premises of the program, particularly since 2007, which is to provide a place for 

clergy to establish trusting relationships with other clergy.  

The importance of the collegial aspect of the program was validated negatively as 

well. One participant early on in the program did not experience it as a supportive or 

collegial setting. In fact, it was the opposite, described as “competitive.” This person 

wrote candidly, “having an assumption that participants could trust everyone without 

building that trust was unrealistic, unhelpful and not true.” 

The leadership the diocese provided for the program was also highlighted as a 

positive factor. 17 of the respondents identified the facilitators (collectively and as 

individuals) or guest speakers as most helpful, furthering the importance of these 

intentional relationships. 

24 of the respondents identified a specific topic that was covered as one of the 

most useful aspects of the program. The topic most often identified was regarding the 

presentations concerning clergy time: Sabbath, balance, time management, and self-

care all were identified as helpful. 8 different people identified this focus as most 
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useful. Specifically, the work of the Rev. Beth Fain on Sabbath was identified 

repeatedly as particularly helpful.  

6 respondents identified the presentations concerning conflict, anxiety, and the 

congregation as family system as most helpful. Since 2008 these topics were 

primarily presented by the Rev. Dr. Peter Steinke. 4 identified the presentation on 

power and authority, 4 identified Mike Bonem’s “Second Chair Leadership,” 4 

identified the presentation on finances or clergy taxes. 3 named the Birkman 

Inventory, 3 named the preaching workshop (particularly identifying Dr. Jim 

Somerville as an effective presenter) and 3 named the presentations on congregational 

development by Mary MacGregor. Others that were specifically named were a 

presentation on compassion fatigue and the case studies. 

When asked which aspects of the program were least useful, 47 people offered 

written responses. Interestingly, of those, 13 said either none or that they couldn’t 

remember any that were not useful. 

The other things identified as least useful were widely distributed between 

specific topics, individual presenters or facilitators, and even individual colleagues 

(none were named, just identified as other participants). None of the presenters or 

facilitators was identified more than once. Of the topics identified as least useful, 3 

named the session on clergy taxes, 2 named a presentation on church size and 

strategic planning and the case studies. Second Chair Leadership, Sabbath, the 

Birkman Inventory and the yoga exercises during the session on the Body all were 

identified by one person each as least useful. 1 did not appreciate the Rendle book, 1 
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disliked the lecture format of the earlier model. 1 identified the absence of significant 

time for prayer as a negative. 2 respondents took exception to the punitive tone of the 

presentation by diocesan officials.  

One of the surprises in the responses to the question about what was least useful 

was what was not identified. No one named the time commitment, the location, or the 

overnight requirement as negative. Nor did anyone identify as a negative factor the 

fact that participation was required by the bishop and Commission on Ministry. This 

is surprising because in many of the conversations that take place about Curate Camp 

with those who have not gone through it, and with participants when they first arrive, 

list one or more of these factors as possible negative aspects of the program. 

Question 5 asked if there were specific things from the program that the clergy 

person had integrated in a regular way in their ministry. Of the 48 responses, 81% 

said yes, 19% said no. Those who answered yes were asked to identify the specific 

things they had integrated in their ministry. The responses were heavily weighted to 5 

specific areas. The work on family systems, conflict and anxiety received 7 

comments. The focus on intentional Sabbath keeping received 6, and the focus on 

clergy time and self-care received 6. The presentation on clergy taxes was identified 

by 4 people as the thing they have integrated into their ministry. 3 identified the 

information they received about diocesan resources. Also, 2 people each identified 

the following presentations as things they have integrated into their ministry: 

authority, managing change, triangulation and preaching. The sessions on power, and 

the Birkman Inventory each were identified by 1 person.  
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Overwhelming all of these, however, was the importance of collegiality. The 

thing that 19 different people identified as the thing they had integrated into their 

ministry in a meaningful way was the importance of building trusting relationships 

with other clergy. One person wrote, “It is important to have someone (other clergy) 

to talk to when you are dealing with issues, ministry, personal and pastoral.” Another 

wrote, “The importance of peer support. I have continued to be a very faithful 

participant in Clericus (“Clericus” is a regional defined gathering of clergy in the 

diocese). It is not always the most fabulous experience, but I always go because I 

learned early on (at curate camp) that it was important.” One concluded that the 

greatest learning they received was that “staying connected to each other is vital in 

this work. Asking for help is not a sign of weakness.”  

Another thing we wanted to measure in this survey was if the work of Curate 

Camp successfully laid the foundation for clergy to remain intentional about having 

organized gatherings with other clergy. The next four questions were designed to get 

some sense of this. The following chart indicates that 5 people are in no regular 

contact with the people they went through the program with. However, the remaining 

41 were in regular contact with at least one person, and the majority of them were in 

contact with 3 or more.  
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When asked if the respondents had been in an organized clergy group since the 

end of the program. Of the 47, 77% had been, 23% had not. When asked if they were 

currently in an organized clergy group, 65% said yes and 35% said no. This trend 

indicates that as the participants moved further away from their Curate Camp 

experience it becomes more challenging to remain intentionally connected to a group 

of clergy colleagues. 

Of those who do meet regularly, the pattern most identified was monthly, with 25 

saying that is how often they meet. 3 said they meet weekly, 3 said occasionally, 2 

said every two weeks and one said annual. 3 indicated they were in more than one 

group and one identified a monthly online gathering as very important. One of the 
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comments received is insightful in regards to the current conversation. This person 

said that their group “is scheduled to meet monthly, but folks frequently cancel. This 

is a terrible clergy trait.” Therefore, a follow up question may be telling: how many 

people are in organized groups, but how often do they actually go? 

The final question on the survey solicited input on what the diocese might keep in 

mind as it plans for the future. The respondents were asked, “If you were designing 

this program for today’s church, what components do you think would be most 

important?” The responses covered a very wide spectrum of priorities. Several 

affirmed the model and the balance of topics as it is currently designed. However, as 

respondents became more specific, very helpful input was gained.  

The highest priority articulated was the importance of providing an emphasis on 

and a place for the development of trusted relationships among clergy. Of the 47 

respondents who wrote replies to this question, 13 of them specifically suggested this 

should remain the primary purpose of the program. One person wrote that the focus 

of Curate Camp should be, “on building strong peer relationships, long term 

relationships with clergy mentors who lead, and exposure to a variety of experienced 

clergy who interact in a meaningful manner.” More succinctly, one wrote, “contact 

time between participants. Everything else is sort of secondary.” 

Helping clergy make intentional decisions about how they manage their time was 

the second highest emphasis when asked about what the priorities should be in the 

future. This was articulated in different ways, but nine different respondents 

mentioned it as very important. The specific words used to identify this priority were, 
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“time management, self-care, personal discipline, Sabbath-keeping, ordering one’s 

time faithfully, boundaries, and balance.” All of these comments expressed the 

priority of helping recently ordained clergy establish personal habits that are healthy, 

holy, and sustainable. 

Closely related to the emphasis on time management was a need to help new 

clergy develop and maintain a meaningful prayer discipline in their own lives. Two 

different foci were named. First, emphasizing the importance of regular prayer in a 

clergy person’s life (i.e. Sabbath-keeping discussion) and second, the inclusion of 

more opportunities for prayer during the Curate Camp itself. six different people 

identified this as something they thought was important as we move forward with the 

strengthening of this program. 

There was also a reinforcing of the importance of having quality leadership for 

Curate Camp. The quality and diversity of the guest presenters, as well as having 

healthy, compassionate facilitators, was mentioned by six different people as critical 

to a successful program. Generally this took the form of affirming current leadership 

and presenters accompanied by an encouragement to keep this as a high priority.  

The majority of the remaining comments emphasized the importance of 

addressing specific areas of focus and expertise. These were clearly associated with 

what the individual respondent felt was important. However, there was a unified 

expression that the program would be best served by maintaining a balance between 

presentations about the interior work of being a clergy person and specific skills 

needed for a clergy person to be successful in ministry. Four of the respondents 
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articulated the need for meaningful conversation about the role that technology plays 

in interpersonal relationships and parish identity. One person wrote, “I think proper 

use of technology (social networking, twitter, LinkedIn, etc.) is [a] critical [topic of 

discussion] - both the limitations and gifts that these technologies bring to ministry.”   

The remainder of the specific skills that respondents recommended the program 

focus on was diverse. Each of the following “nuts and bolts” topics was listed: 

meeting Diocesan program leaders, liturgy, music, preaching, administration, pastoral 

care, finances, clergy taxes, compassion fatigue, loneliness, “shame resilience”
51

, risk 

taking, adult formation, a “primer on Diocesan Council”, vision, strategic planning 

and leadership style. One respondent specifically recommended including a session 

by Eric Law on “cultural competencies”.  

Finally, four different respondents took this opportunity to address something 

outside the scope of the Curate Camp itself. They recommended the Diocese look at 

very specific training and accountability for supervising rectors/clergy who will 

employee curates within the diocese. One recommended that the diocese needs to 

offer, “accountability for supervising rectors, without which an abusive dynamic is 

set up for inadequate rectors.”  

In chapter 6 this project will take all of this feedback into consideration as we 

think about changes and adaptations that will be made to the Intern Program in the 

                                                             
51 This term has been introduced to the vernacular of clergy work in the Diocese of Texas by Brene’ 
Brown, author, sociologist and parishioner at Christ Church Cathedral. She is the author of Daring 
Greatly: How the Courage to Vulnerable Transforms the Way we Live, Love, Parent and Lead [New 
York: Gotham Books, 2012] 
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future. One of the areas to consider is the places where the expectations of those in 

authority (Bishops and Canons) and those who have gone through the program are in 

agreement and where they differ.  
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Chapter 5. A Comparison with the Second Three Years Program at Virginia Theological 

Seminary. 

In order for a program like the Diocesan Intern Program to be relevant and 

successful over time it is critical that consistent evaluation of the programs content and 

leadership take place. This process is thoroughly described in the preceding chapters. It is 

also important for the Diocese of Texas to be aware of other programs and institutions 

that are trying to address the foundational issues recently ordained clergy face as they 

begin their life in full time ministry.  

 Virginia Theological Seminary has made identifying and addressing the transition 

issues that arise when moving from the academy to the full-time ministry field for new 

clergy a high priority, particularly since 2002 when they began the First Three Years 

Program. In 2008, that program was expanded, funded again by a grant from the Lilly 

Foundation and renamed the Second Three Years Program. The rationale for that change 

is grounded in the desire to approach the primary task of a seminary education beyond 

the traditional three years in which a student is resident at the seminary. “We are in effect 

proposing that the total Seminary experience be measured as six years rather than three: 

the first three years spent in residence for the M.Div.; and the second three years spent in 

active ministry.”
 52

 The present chapter will describe the Second Three Years Program, 

and compare and contrast the goals and priorities of that program with the Diocesan 

Intern Program in the Diocese of Texas. 

                                                             
52 The Protestant Episcopal Theological Seminary in Virginia. Proposal to Renew Grant #2002 1519-
000. The Lilly Endowment “Transition into Ministry Initiative”. Page 5. 
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 The rationale for the Second Three Years Program as described in the grant 

proposal is to “give participants the skills, practice and habits they will need as they move 

from their first pastoral assignment into what will be for many their first solo job.”
53

 

Foundational to this rationale are some assumptions that have been well documented by 

research, which are well cited in the grant proposal as well as in the first chapter of this 

project. The proposal states that the first three years of ministry have long-term 

ramifications for a clergy person in ministry.
54

 It highlights the importance of life-long 

learning, the development of meaningful spiritual practices, collegiality, the ability to 

reflect theologically on ministry and the importance of setting concrete goals for 

continued education. It also emphasizes the role of well-trained supervision, experienced 

mentors who are available for counsel and support, intentional peer groups and 

supportive parish settings as critical to the longevity, wholeness and health of clergy. 

These things are particularly important as a clergy person begins full time ministry.
55

  

The Rev. Dr. Allison St. Louis has been the director of the Second Three Years 

Program for three years. In a phone interview on July 29, 2013, Dr. St. Louis was very 

informative about the details of the program and also noted some important changes that 

have been made since the program’s inception. In the Second Three Years Program, VTS 

has combined many components that help recently ordained clergy make the transition 

into full time ministry. Seminarians are invited to participate in the Second Three Years 

Program in November of their senior year. Each graduating seminarian has until April to 

decide whether or not they are interested in committing to the program. They also are 

                                                             
53 “Transition into Ministry Initiative”, 2. 
54 “Transition into Ministry Initiative”, 2. 
55 “Transition into Ministry Initiative”, 2-3. 



 69 

required to obtain their Bishop’s permission, and, if their work placement has been made, 

the permission of their supervisor in the ministry setting.  

The first program component began as a three-day orientation residency for 

mentors and seminary graduates and was held off campus. They handled orientation this 

way until 2012.  This allowed the mentors and graduates to get to know one another, 

begin setting learning goals and establish meeting patterns for the remainder of the 

program. 18 months after orientation residency the participants were invited back for 

their second residency, which was a five-day long conference 24 months after graduation. 

Held on the seminary campus, this residency addressed issues specific to parish or 

ministry settings, and the participants were encouraged to share their own experiences 

openly and brainstorm with one another. As of 2013, the program no longer has this 

three-day orientation component. Currently they offer a residential conference each year 

for three years. Each participant now comes back to the seminary six months after 

graduation for his or her first residency. This allows recent graduates to reconnect with 

one another, share insights from their ministry setting, and to establish concrete 

objectives for the next three years.  

At the present time, each year the seminary hosts three residencies 

simultaneously, for the three most recent classes that graduated from VTS. In the original 

proposal, the first year residency met off campus in a “neutral setting” in order to 

establish some different kinds of relationships now that the seminarians had graduated 

and were working as clergy. They changed that, however, in order for the residencies to 

take place simultaneously, thereby allowing each class to engage in collegial 

relationships with other clergy with different levels of experience. It is particularly 
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helpful for the most recent graduates to interact intentionally with those who have been 

working as clergy for a bit longer than they have. In the second and third year residencies 

there is even some overlap in programming to insure meaningful interactions. 

One year later participants come back to the seminary for a third residency, which 

is also five days long. During the third year residency the participants are invited into 

conversations about broader church issues. Dr. St. Louis indicated that VTS is currently 

reworking the content of the third year to make it more fruitful and applicable to ministry. 

During the second and third year residencies, participants are offered a balanced set of 

opportunities, focusing both on collegial relationship development and professional 

competencies.   

Initially, each participant was assigned a mentor who was already working in 

ministry to be a companion in the program. The mentor may have been a clergy or lay 

person. These mentors were brought on campus in April and trained. The mentor and 

participant met at the first retreat and established a covenant with one another to either 

meet face to face or visit by phone or videoconference at least once a month. In the 

current model the seminarian is encouraged to recruit his or her own mentor who will 

agree to be trained to do the work. After receiving specific training, these mentors are 

“responsible for providing regular and ongoing counsel, support, and perspective to two 

or at most three program participants.”
56

 Dr. St. Louis said, “My hope is that the 

seminary graduates will become resourceful people and develop the skills they need to 

find a good mentor.”
57

 If they cannot find one, the seminary will help them. The mentors 

                                                             
56 “Transition into Ministry Initiative”, 7. 
57 The Rev. Dr. Allison St. Louis, telephone interview by author, July 29, 2013. 
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now come to the campus of the seminary for their training in April, and the participant 

meets with his or her mentor then to set up times to meet and to set the goals of their 

relationship. 

  The mentor is someone outside the participant’s ministry context, and cannot be 

the direct supervisor in the participant’s place of employment. This allows the 

conversation to be open and honest without the complexities someone in a supervisory 

capacity may bring. The insistence that the mentor is not someone under whom the 

participant serves as an employee was developed from feedback from those previous 

enrolled in the program. “With few exceptions, direct supervisors who tried to act as 

mentors in the previous program proved unsuccessful, even counter-productive.”
58

 As an 

incentive for the mentors to engage the process fully, a small stipend is offered to the 

mentors for each participant they counsel. 

Another important component of the original program was that each participant 

was responsible for recruiting a Peer Mentor. This Mentor, either lay or ordained, was 

someone whom the participant knew from their local ministry context. Again, this was 

not to be a person in a supervisory capacity, but someone with whom the participant 

worked side by side in ministry. Dr. St. Louis said they no longer ask them to pair up 

with another person. Instead, they ask them to join a colleague group for Peer Mentoring. 

This can take many different forms, from interfaith clergy groups, to personally designed 

groups, or a group already defined by the participant’s diocese. The Diocese of Texas’ 

Intern Program qualifies as one of those groups. 

                                                             
58 The Protestant Episcopal Theological Seminary in Virginia. Proposal to Renew Grant #2002 1519-
000. The Lilly Endowment “Transition into Ministry Initiative”, 10. 
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Each participant is also assigned a Congregational Study Site. This site is a 

congregation other than the participant’s place of full time ministry. Initially the program 

had around 30 congregations varying in size, demographics and location, where 

participants could explore different ways of engaging ministry. This served as an 

opportunity to compare, contrast and be inspired by “exemplary congregations”.
 59

,
60

 

Since Dr. St. Louis assumed the leadership of the program, they have made 

changes to this as well. Because all graduates are not going into full-time parish ministry, 

they changed it from a “Congregational Study Site” to an “Institutional Study Site.” 

While the participant still makes site visits, the seminary no longer recruits or trains 

people in those sites. The student picks the ministry institution they want to study.  

Another new feature is that these sites are no longer only sites affiliated with the 

Episcopal Church. “Learning about effective leadership, even in bi-vocational settings is 

helpful. Learning from an effective organization is what matters,” said Dr. St. Louis.
61

 

This also removed the administrative work for VTS, and encourages the student to take 

the initiative for their own learning and to be resourceful. The program now guides them 

into what kinds of questions to ask, and how to study other ministry. 

Significantly, the Second Three Years Program is able to offer up to $1000.00 in 

financial support for its participants to design a continued education plan for their 

ministry. The seminary has a list of projects previous participants have done to help the 

new participants think intentionally about what kind of continued education would be 

most useful for their personal and ministry development.  The goal is for each participant 
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to develop and implement an intentional continued education plan or project for the first 

years of their ordained life. This will instill in each participant a discipline of life-long 

learning and development. They are asked to work with their mentor in choosing the right 

kind of continued education event or practice. VTS asks the parish or ministry context to 

pay 20% of the cost, and the participant is required to pay $75.00, highlighting the 

importance of personal investment in growth and health in ministry. Participants write a 

proposal before beginning their continued education and upon completion write a one 

page summary. They are also invited to present it to their classmates at the residency. 

“This aspect is difficult,” said Dr. St. Louis, “because there is so much to cover. In the 

future we will probably share the write up and then invite them to share them informally 

with one another as interest dictates.” 

The program invites participants into self-reflection throughout the process. A 

thorough “mid-program evaluation,” allowing them to review the goals they set, revise as 

necessary, and experience meaningful accountability in ministry.
 62

 

The Second Three Years Program evaluates the program’s effectiveness in a 

couple of different ways. First, during each residency they take an hour and ask them to 

talk about their work and ministry setting. They then ask how VTS might incorporate 

participants learning from actual ministry settings into the curriculum of the Seminary. 

How might they work with courses offered during the seminary years and develop small 

groups and other activities that might help graduates become more prepared for ministry 

outside the seminary setting? This allows the seminary to connect its educational and 
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developmental goals with work of the first three years to the life of ministry outside 

seminary. 

In an attempt to get specific feedback about the Second Three Years Program, at 

each residency participants are asked to name “three gifts they have received from the 

program, three ways the program could be improved and three hopes for the next 

residency.”
63

 At the end of the third year residency, the participants are asked to offer 

three observations or words of wisdom for those who are coming into the program after 

them. During the interview, Dr. St. Louis indicated that VTS has not done any 

longitudinal study to measure the long-term impact of the program on its participants. 

Several other characteristics of the program are to be noted. First, this program is 

available to VTS graduates, either from the Masters of Divinity or the Anglican Studies 

Program
64

. At the time of this writing, it was not available for graduates of other 

Episcopal seminaries. The implied rationale in the proposal is that this program will help 

graduates of VTS who already know one another to deepen existing relationships over 

time and enhance their commitment and loyalty to their alma mater. 

Second, the program is voluntary, and requires buy-in by both the participant’s 

Bishop or Ecclesiastical Authority, and their ministry context. Without the authority of 

the Canons of the Church, the seminary has no grounds to make a program after 

graduation mandatory. An advantage to this is assurance by the program itself that the 

participants want to be there and will engage the process. It is structured in a way that 
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requires a signed commitment from each participant and a willingness to commit to all 

the components of the program.
65

 

Third, minus requiring Episcopal permission, the program omits the local Diocese 

as an intentional participant. The rationale notes the historically uneven experience of 

graduates depending upon the diocese in which they serve. “The kinds of programs 

currently available to apprentice clergy are seldom coordinated. There is little or no 

training available for supervisors or mentors. In the Episcopal Church, Fresh Start
66

 

programs offer peer gatherings for education and reflection, but offer little by way of 

consistent mentoring or supervision. Moreover, they tend to be diocese-based, uneven in 

quality, and limited by the resources available from diocese to diocese.”
67

  

The task of comparing and contrasting the Second Three Years Program and the 

Episcopal Diocese of Texas’ Diocesan Intern Program proves fruitful in many helpful 

ways. Both programs are based on the same conclusions borne out by extensive research. 

A new clergy person’s first full time work experience is paramount in setting the course 

of that person’s career, and often determines whether or not that person will serve as an 

active priest throughout their working life. Both programs attempt to build an experience 

for new clergy that provides them a place to learn, share, grow, reflect and pray in ways 

that will strengthen them for the work God has called them to do. Both attempt to connect 

new clergy to other, more experienced clergy who are living out their ministry with 

health and integrity. Both attempt to instill in the newly ordained the importance of self-

care, a passion for life-long learning, and a prayerful practice. Both emphasize, model 
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and encourage building deep, long-lasting friendships with colleagues in the ministry. 

Both require their participants to commit fully to the program. At VTS, by a signed 

commitment; in the Diocese of Texas, by clearly stating the Bishop’s expectation, with 

the support of participants supervising clergy person, and representatives from their 

ministry context. 

One of the differences in the two programs is in how commitment is elicited. 

With the Second Three Years Program, participants are invited to enroll in the program. 

The requirements of the program establish that the participants will commit to all aspects 

of the program. This voluntary enrollment allows for emotionally uncomplicated personal 

commitment. In the Diocese of Texas, participation is mandatory by the Bishop. By 

making it so, the Diocese and Bishop communicate with the recently ordained clergy 

person that the diocese is invested in their health and wholeness as clergy and in helping 

them succeed in their first full time ministry placement. It also instills in them the 

importance of the things being discussed at the retreats. It then falls to the facilitators of 

the program to address the feelings curates may have about being required to do 

something after they are ordained and to help them embrace the process and trust their 

colleagues in the program. 

Another important distinction in the program is that in the Second Three Years 

Program the retreats are held annually and are a week long, whereas in the Diocese of 

Texas the retreats are 24 hours long, held 8 times during the curates first year of ordained 

life. There are several advantages of the STYP model. By engaging in a weeklong retreat, 

the participant is allowed to disengage from their ministry context, travel to a different 

location, and reconnect with colleagues in an unhurried manner.  This model also allows 
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participants to engage the retreat content intellectually and emotionally. It also allows 

enough time for them to continue building collegial relationships with people they have 

known for a long time.  

The advantages of the Curate Camp model are significant as well. Building the 

retreat with others in the diocese who are recently ordained but who may have come from 

different seminaries and dioceses allows participants to develop meaningful relationships 

with new colleagues. It also allows the participant to deepen relationships with others 

who are ministering in the same diocese.  By having the retreats on a monthly basis, the 

program instills the necessity of a monthly rhythm of prayer, reflection and collegiality 

that will hopefully be integrated in the participant’s life after the program is completed. It 

also allows participants to get to know other clergy and diocesan representatives in order 

to strengthen their work in their particular ministry setting. Finally, it allows the 

participants to experience being cared for by their Bishop, their Diocese and other 

experienced clergy.  
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Chapter 6. Recommendations for the Future 

 The process of learning about the history and initial rationale of the Diocesan 

Intern Program has been enlightening. Exploring the content of the program after it was 

changed from an orientation model to an action/reflection model has also been helpful in 

understanding the reasons it has evolved over time. Exploring in detail the feedback 

offered through the annual evaluation and the SurveyMonkey survey for this project has 

shed significant light on the positive impact the Curate Camp has had on its participants. 

It has also offered meaningful critique of the program, informing changes that may be 

considered for the future. A series of interviews with Bishops, administrators, facilitators 

and participants helps clarify the program’s purpose, and its goals for the future. Finally, 

a careful examination of a similar program, the Second Three Years Program offered by 

Virginia Theological Seminary, has provided a very helpful contrast to what happens at 

Curate Camp in the Diocese of Texas. It helps as the Diocese of Texas considers 

adaptations that may be made in the future.  

 The proposed changes fall into several categories. Some are recommendations 

about the primary purpose of the program, which will be referred to as Vision. The 

recommended changes in this area attempt to incorporate three very important factors. 

How might we blend the expectations of the Bishop and Diocesan administrators of the 

Diocese of Texas, the critically important feedback from participants in the past with the 

emerging consensus from researchers in the field about what is most necessary for those 

just entering the ordained ministry? 
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 Recommendations will also be made about specific topics and presenters offered 

at each retreat. Balancing the needs of building collegial relationships, practicing 

action/reflection, learning about the loci of ministry, and receiving specific technical 

training in critical areas is the ongoing challenge of the program. These recommendations 

will be based on what has become foundational in the design and implementation of 

Curate Camp. How do we present retreats in ways that ground the newly ordained clergy 

to the primary work of the Church and Ministry?  

 There are also ongoing developmental recommendations about how we might 

administer the program more efficiently and effectively. Specific recommendations will 

be offered about planning, communication, and evaluation under the heading of 

Administration. 

 Recommendations will also be offered concerning things that are technically 

outside the scope of this project, but which were identified as crucial by both the 

participants in the past as well as those leadership who were ordained about its purpose 

and design. Ongoing development and training for supervising clergy is critical and 

clearly needed. This will be discussed under the heading of First Placement. 

Vision 

 During several phone and face to face interviews bishop’s and other leaders were 

asked what they thought were the most critical components of a program like the 

Diocesan Internship Program. When asked what he would include in a program like this 

designed for the modern church, the Rt. Rev. Andy Doyle, Diocesan Bishop of Texas, 

highlighted adaptability as one of its primary character traits. This applies to the presence 
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of intentional discussions about the need for adaptable clergy, as well as the adaptability 

of the program itself. He writes, “I believe that today the program deals with those things 

that seem to be the most challenging pieces of ministry life. The topics are broad brush 

strokes and therefore have some adaptability… I believe the program to be filled with 

energy and to accomplish its purpose will need to be reflective about its offering and 

nimble as the times and seasons change.”
68

 The Rev. Dr. Allison St. Louis, director of the 

Second Three Years Program at Virginia Theological Seminary, also notes the 

importance of adaptability in newly ordained clergy. “Clergy are being asked to do things 

clergy have never been expected to do. At least half of the graduates from VTS last year 

were given the responsibility for creating or maintaining a parish website in their first 

cure, whether they had any training in the area or not.”
69

 

 The Rev. Ann Normand, Canon to the Ordinary in the Diocese of Texas sees the 

primary purpose of the Intern Program going forward as to “introduce a curate to the 

Diocese of Texas, to help them learn what it is to live as a transitional curate, as a deacon, 

as a priest, and to support those curates as they prepare to become heads of 

congregations.” She also said that the program exists, “to acquaint them with living into 

their ordination vows in the most positive and successful way possible.”
 70

 

 When asked what she thought a program like this should include in the future, the 

Rt. Rev. Dena Harrison, Suffragan Bishop of the Diocese of Texas, felt it would best 

serve new clergy by addressing, “issues of leadership. These are just critical.”
71

 She also 

felt it was very important to instill a sense of “entrepreneurial leadership.” She said, 
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“There is no cookbook that you can get recipes out of. The Church’s mission is changing 

rapidly, and leadership is going to involve skills with experimentation and enough ego 

strength to fail. We are in an era that requires a very broad net about how we invite 

people into the church and how they experience church. The program needs to encourage 

risk, understanding you will fail the pastoral test sometimes when the programmatic 

attempt fails.”
72

 

 There are clearly places where the expectations of the diocese and the articulated 

needs of the participants are in sync. The overriding purpose of the Intern Program is 

clear: to establish a setting where newly ordained clergy can develop trusting 

relationships with other newly ordained clergy and more experienced clergy. It is vitally 

important that clergy develop habits of ongoing self-care and deep interpersonal 

relationships with others. Bishop Harrison says it this way; “One of the things we tend to 

forget is how few people actually do this for a living. Episcopal priests are a minute 

fragment of the population. Finding community is critical. You have to know how to 

create community for yourself.”
73

 The work of the diocese to provide this program for 

newly ordained clergy was greatly appreciated by those who filled out the assessment, 

and deep gratitude was articulated by several of those who responded to the survey. 

 Another place where the expectations of the diocese and the participants overlap 

is the need to directly discuss the core aspects of priestly identity. Some of these are 

issues that are known to cause clergy trouble in their ministry. Isolation and loneliness, 

developing and maintaining a meaningful practice of prayer and connecting with the God 
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we serve, and developing and maintaining healthy personal habits are critical at this early 

stage of the ministry. It is also critical to name and address the issues of power, conflict, 

money and embodiment, particularly sexuality. Having frank conversation about these 

things with other clergy who have been ordained far longer and who have struggled with 

these issues themselves is particularly important for new clergy. Finally, having some 

contact with the clergy and staff of the diocese with whom these new clergy will work 

over years to come is important from both the perspective of the diocese and Curate 

Camp participants. By providing a confidential setting in which curates can speak 

truthfully and openly with one another in an authentic Christian community allows for 

the ongoing development of truth-telling as a primary character trait of those in Holy 

Orders. It also provides a place for curate to distinguish between the human desire for 

connection, Bonhoeffer’s “wish dream”
74

 and genuine Christian Community. 

 There are also areas where the expectations of the diocese and the articulated 

needs of the program participants are not the same. The diocese, as evidence by the 

quotes above from Bishop Doyle and Canon Normand, are very invested in the new 

clergy seeing that they have a place in the diocese. They also want to elicit loyalty to the 

diocese from the curates, and some appreciation for the care the diocese gives them. 

Having curates understand their importance and place in the diocese consists of two 

things. First, knowing that the diocese loves them and wants them to engage in ministry 

both in their ministry context and in the diocese and larger church. Secondly, there is a 

need for the newly ordained to “know their place.” meaning they understand that they 

work under the authority of the Bishop, the Canon and the rector or clergy supervisor in 
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their ministry setting. While curates are generally aware and appreciative of the diocese’s 

love and care for them, often the message to “know their place” is perceived as heavy 

handed. One person said it this way, “[the least helpful part of Curate Camp was] the 

whole ‘we’re the Diocese of Texas and we own you’ attitude.” Another participant in an 

annual survey described the presentation by a diocesan representative in the session on 

Priestly Authority as punitive and threatening. The received message was that you have 

power. Do not misuse it or the diocese will bust you. 

 In an attempt to incorporate these articulated needs by administrators and 

participants, the Vision of the Diocesan Intern Program for the Diocese of Texas could be 

stated this way: 

The Diocesan Intern Program exists to instill and encourage the habits of holiness and 

wholeness in the recently ordained clergy of the diocese.  This will be done by providing 

regular opportunities during the first year of ordination where the newly ordained to 

develop meaningful collegial relationships with other newly ordained clergy. They will 

also meet with experienced clergy and lay leaders of the church in order to identify the 

great blessings of ordained ministry as well as to discuss the areas of life that, left 

unattended, can cause clergy to fall into sin and unhealthy patterns of life. They will also 

be provided with presentations and discussion about some of the skills needed by 

ordained people, acknowledging that this skill set changes rapidly in modern ministry 

contexts. Finally, the newly ordained will have meaningful interaction with the bishop 

and other diocesan authorities. 
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Administration 

 Both written feedback and personal experience with the program suggest that 

some steps can be taken to make things more effective in helping the diocese 

communicate the importance of the program, instill a sense of excitement, and help 

participants plan well for the upcoming year. 

 Adapt the planning procedures currently in place in order to be able to provide a 

full schedule for the upcoming year by July 15 of each summer. This would require 

diocesan administrators and facilitators to meet in May to evaluate the program and make 

adaptations for the next year. This will allow the administrative staff the month of June to 

recruit presenters and make arrangements at Camp Allen and in Houston. 

 Communicate with all incoming participants by July 21 of each year. Currently, 

Curates are informed of the requirement to attend Curate Camp at the time of their 

placement in a ministry context. However, communication about the content of the 

program and direct communication for the facilitators is less organized, and is generally 

left up to the facilitators. By standardizing this, the facilitators will be more prepared, and 

the participants can plan more accurately. It will also allow the facilitators to introduce 

the rationale for the program and communicate the benefits to the participants before they 

arrive. 

 Ensure that all books purchased for the curates are available at the first session. 

Often we have presenters who have published books in the areas they are addressing with 

the curates. By having those available to be distributed at the first session, the curates will 

be given ample time to read them before the author makes a presentation. Since much of 



 85 

the material the author presents will also be covered in the book, this will reinforce the 

presentation and allow for a deeper level of conversation.  

Change the way in which evaluations are received. Currently, feedback is 

solicited by email after the conclusion of the program. It is recommended that we switch 

to an online survey tool such as SurveyMonkey and continue the year-end evaluation. It 

is also the recommendation of this project that we expand the feedback options of the 

program. This will allow us to receive specific feedback much closer to the presentation 

of the material, as well as make the year-end evaluation simpler. Specific 

recommendations are: 

1. Send out a SurveyMonkey (or other web-based survey tool) to the participants on 

the Monday after each 24-hour retreat. This survey would include: 

a. A description of the sessions and presenters. 

b. 6 questions concerning the retreat. 

i. Please rate the importance of this topic for discussion in 

the development of your identity as someone in Holy 

Orders. 1-5 

ii. Please rate the usefulness of the material presented. 1-5 

1. If there were more than one topic addressed, 

each topic would be listed separately. 

iii. Please rate the effectiveness of the presenter of the 

material. 1-5 
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1. If there were more than one presenter, each 

would be listed separately. 

iv. What was the most helpful thing you received at this 

retreat? 

v. What was the least helpful thing addressed at this 

retreat? 

vi. Other comments. 

As mentioned earlier, it was decided not to give all the participants who were 

surveyed about the program in the past a full list of the programs and presenters offering 

in the year they went through the program. By not doing so one of the criteria of the 

usefulness of a program would be whether or not participants could remember it’s 

content. But human memory is a fuzzy, self-serving tool, and for future programs it is 

preferable that feedback be received as close to the retreat as possible. By offering an 

opportunity for feedback immediately following the retreat the participant reflects on the 

content again after the retreat is over, and the diocese receives helpful feedback 

concerning specific content and presenters. These evaluations, along with the year-end 

evaluation, will provide the administrators of the program much more specific feedback 

as they prepare for the year to come. It is also recommended that the content of these 

evaluations be shared with the guest presenters if they are invited to return in order for 

them to adapt their presentations in light of useful feedback. 
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Program specific suggestions 

 Spread out the Spiritual autobiographies in the first session. Depending 

on the number of participants, listening to 10 or more important personal accounts of 

people’s call to Holy Orders in a row on Thursday is an emotionally overwhelming task. 

Instead, invite the person who is presenting on clergy Sabbath observance to come on 

Thursday night, present one hour in the evening, and one hour on Friday morning. This 

will allow the curates to hear call stories on Friday morning as well, spreading out the 

impact of such significant self-disclosure.  

Maintain the session on Sabbath and clergy use of time. This session received the 

most positive feedback from those who responded to the survey. Of the 42 people who 

chose to offer written responses, 8 of them specifically identified this session as most 

useful.  

 Maintain the session on conflict and anxiety.  Similarly to the session on Sabbath, 

this session received consistently positive feedback. Of the 42 people who chose to offer 

written responses, 6 of them identified this session as most useful. It was particularly well 

received with the Rev. Dr. Peter Steinke as the presenter.  

Clarify the purpose of the session on embodiment/the body. This session has 

received consistently uneven evaluation. Its purpose is to offer an intentional 

conversation about the human body in ministry. It is unclear at this time whether this is 

an ethereal theology of the Incarnation, specific recommendations about physical fitness 

and health, or the dangers that exist for clergy who are in ongoing, personally intimate 

relationships with colleagues, staff and parishioners. It is the recommendation of this 
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project that the most productive focus would be on the latter two: health and fitness and 

personal intimacy. It is crucial that the curates are invited into an honest conversation 

about the pitfalls of the sedentary life of modern clergy and its effect on the mind, body 

and spirits of those ordained. It is also vitally important that they have an avenue to 

discuss sexual attraction to those they are in close, intimate contact with in a ministry 

setting. Crucial, also, is a discussion about the isolation and loneliness that often 

accompanies the priesthood and how those things might lead a clergy person to make 

immoral, inappropriate and ministry disabling decisions. 

 In the session on “Stuff and Money”, ensure there is a balanced conversation. 

Historically, this has focused too heavily on clergy tax issues. It is the recommendation of 

this project that this session that at least one two hour block of time be given to clergy 

taxes. While the survey indicated that this was several participants least favorite topic, it 

was also identified by the most helpful by several respondents. This indicates that while 

taxes are not an enjoyable topic for most clergy, it is a necessary skill set and most clergy 

need guidance by someone with financial expertise. The pattern as of 2013 presents a 

balanced conversation to include an outline of clergy tax issues. It also includes 

discussion about church finances and a conversation about the individual curate’s 

theology of their own money. This will allow them to discuss the dynamics that arise in 

ministry contexts around personal financial standing. It will also allow them to articulate 

their own theology of personal stewardship, as caretakers of all that God has given them. 

Continue to develop the session on Compassion Fatigue, Grief and Death.  This is 

a new session, and requires close attention. A balance of clergy presenters who work in 

high compassion settings as well as clergy who have been doing the work of for a long 
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time in parish settings is important. The goal is to address the impact of compassionate 

ministry over a long period of time on the health and vibrancy of clergy. 

 Increase the amount of time during the session actually committed to 

prayer. Pray at the beginning of each session, before the curates have the first checking in 

conversation. Also add prayer at the end of each session, Compline in the evening, and 

concluding prayers in small groups at the end of the last session. While prayer was not 

specifically addressed by the surveys, the antidotal experiences of the author over the 

years indicates this would be useful adaptation to encourage community with one another 

and communion with God. By doing so the primary work of Worship in the life of an 

individual priest and a Christian Community is reinforced and strengthened. 

Clarify early in the season what the personal needs of the curates are for the 

session in April with the Bishop. As those needs are clarified, make arrangements early 

for housing and child care as appropriate to the situation. Also, invite all the curates- 

those living in Houston as well as those outside the city- to stay in the hotel provided by 

the diocese. This allows a sense of equity to be engendered, and provides a nice respite 

for all the curates, not just the ones who have to commute to Houston. The conclusion 

may be reached that while the experience in Houston is fulfilling, it may be too high 

impact and inequitable to be sustained.  

Address specifically the rapidly changing role that social media plays in clergy 

identity. This recommendation is outside the scope of this project, but clearly those who 

are engaged in parish ministry are required to develop a framework from which to 

address the plethora of social media tools at her disposal. This would probably warrant an 
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entire retreat, or could be done in two of the three sessions. The issues addressed would 

include: 

 1. The digital presence of the Church, individual ministries, and specific clergy. 

 2. The distinction between public and private personas presented through social 

networking. 

3. The impact of social networking on individual clergy and ministries they 

serve. 

Other recommendations. While outside the scope of this project, it is also 

recommended that the Diocese of Texas give some focused attention to training 

supervising clergy in two areas. First, expand the training of rectors and other supervisors 

as they prepare to supervise curates. The agreement was expanded and clarified in 2012 

(see appendix 2). In addition to increasing the expectation of supervisors to comply with 

the agreement, a two-day retreat for those who will supervise new curates could be 

required. At that retreat, presentations and discussions would allow these supervising 

clergy to give intentional thought to what role they anticipate the curate would play in 

their specific ministry context. This would be done in compliance with the diocesan 

agreement. Other issues to address with supervisors could include the following: 

supervising someone in transition from seminary to the ministry field, helping very 

young clergy develop healthy patterns of work, dealing with mistakes and conflict, 

providing helpful and constructive feedback, and coaching others in ministry. 

Second, and far outside the scope of this project, it is recommended that the 

diocese explore ways to train clergy, specifically rectors of congregations, in supervising 
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other clergy in general. Both from the authors observation in the program at the Diocese 

of Texas, and the experience of Virginia Theological Seminary’s Second Three Year 

Program
75

 it is clear that simply becoming the rector of a parish does not qualify a clergy 

person to supervise staff, particularly other clergy. 
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Conclusion 

The Diocesan Internship Program was born out of an intuition of its original 

designers that an intentional program was needed to help those who recently graduated 

from seminary enter the world of full time ministry in a healthy, holy way. This intuition 

was validated by publications available at the time that identified the alarming rate of 

clergy burn out and subsequent departure from ordained ministry. The original designers 

knew that newly formed clergy needed to experience models of ministry from others that 

were sustainable. They also needed to have a safe place to tell each other the truth and to 

pray and reflect on the nature of the high calling of ordained ministry.  From the survey 

results gathered by this study the program’s participants also validated the intuition of the 

diocesan leadership. Of those who filled out the survey a full 91.6% of the respondents 

said the program was either “extremely helpful” or “somewhat helpful”. 

Over time, the Diocesan Internship Program expanded to include not only the 

initial components of modeling, orientation, necessary skill enhancement and healthy 

lifestyles. A new focus built on the existing components and expanded to something more 

essential still, something deeper; something that would help curates identify the “smooth 

stones” of their own work. By expanding beyond enhancing skills and personal habits 

and practices the opportunity was created for the newly ordained to articulate what it is 

like to take on the mantle of Christian ministry. It provided a place for deacons and 

priests to remember who they are. They are beloved children of God, they are sinners and 

saints, they are followers and leaders; they are sacristans in the Holy of Holies. They are 

people who desperately need to be in community: in healthy, holy relationships with 

people who have also taken on the mantle of Christian ministry. This shift in direction 
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was also validated. When asked which aspects of the program have remained useful, 47 

of those who took the survey provided specific answers. Of those, 32 of them-nearly 

60%- identified in their own words that the most important aspect of the program was the 

relationships that developed between the individuals in the group. 

As the world continues to change and expand in ever increasing speed and 

complexity the need for this program is paramount. Over it’s existence the program has 

shown to be appreciated and useful to participants. This was made evident by the results 

of the survey as well. 81% of the participants reported that they had integrated specific 

things they learned on these retreats into their personal life and ministry. As future 

generations of clergy are educated and deployed in ministry each will need to be able to 

identify their own “smooth stones” of pastoral work. While the core work of ministry 

remains the same, the “armor” required to do the work will constantly evolve.  

The Diocesan Intern Program is perhaps most influential in what it models. By 

requiring a mandatory 24-hour retreat once a month it provides a place for clergy to 

experience first hand the love and support of a trusted group of colleagues. This provides 

new clergy an opportunity to schedule this important part of their ministry. It allows them 

to make being in community a habit, or a spiritual discipline. It has been the hope that by 

doing so participants will see the necessity and continue with the same habits once the 

program is complete. This hope has been validated by the survey results. When asked if 

the respondents had been in an organized clergy group since the completion of their 

participation in the program 77% said yes. When asked if they were currently in an 

organized clergy group, 65% said yes. Most of those who were in organized groups met 
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monthly. Also, the average graduate of the program self-reports they are in meaningful 

contact with three to five of the people with whom they went through the program.  

By providing a foundational program like the Diocesan Intern Program newly 

ordained clergy are able to address the issues that can provide some of the most 

meaningful times in ministry. It helps them identify their own “smooth stones” for 

ministry. They are also able to identify and address the issues that can become stumbling 

blocks to healthy ministry. Most importantly, however, by engaging with others who are 

doing the same work and building meaningful, lifelong relationships with other clergy 

they will become aware that the work they are doing is not their own at all; it is nothing 

less than service in the Kingdom of God.     

 

 

 

 

 

 

 

 

 



 95 

Bibliography 

Brown, Brene. Daring Greatly: How the Courage to Vulnerable Transforms the Way we  

 Live, Love, Parent and Lead. New York: Gotham Books. 2012. 

 

Culbertson, Philip L. and Arthur Bradford Shippee, Editors. The Pastor. Readings from  

 The Patristic Period. Minneapolis. Fortress Press. 1990. 

 

Epperly, Bruce G., Katherine Gould Epperly. Four Seasons of Ministry: Gathering a 

Harvest of Righteousness. Herondon: Alban Institute. 2008. 

 

Erdahl, Lowell O. 10 Habits for Effective Ministry: A Guide for Life-Giving Pastors. 

 Minneapolis. Augsburg Fortress. 1996. 

 

First Baptist Church, Richmond Virginia, sermon by The Rev. Dr. Jim Somerville,  

 http://fbcrichmond.org/sermons/2013/2013-11-17.htm [accessed 

 November, 2013]. 

 

Forman, Rowland, Jeff Jones, Bruce Miller. The Leadership Baton: An Intentional 

 Strategy for Developing Leaders in Your Church. Grand Rapids, MI. Zondervan. 

 2004. 

 

Greenleaf, Robert K. Servant Leadership. A Journey Into the Nature of Legitimate Power 

and Greatness. New York. Paulist Press. 1977. 

 

Hands, Donald R. and Wayne L. Fehr. Spiritual Wholeness for Clergy: A New 

 Psychology of Intimacy with God, Self and Others. The Alban Institute. 1993. 

 

Heifetz, Ronald A. Leadership Without Easy Answers. Cambridge, MA. The Belknap 

 Press of Harvard University Press. 1994. 

 

Herbert, George. The Country Parson, The Temple. New York. Paulist Press. 1981. 

 

Herrington, Jim and R. Robert Creech and Trisha Taylor. The Leader’s Journey. 

 Accepting the Call to Personal and Congregational Transformation. San 

 Francisco. Josey Bass. 2003. 

 

Holmes, Urban T. Spirituality for Ministry. San Francisco: Harper and Row Publishing, 

 1982.  

 

Holmes, Urban T. The Priest in Community: Exploring the Roots of Ministry. New York.  

 The Seabury Press, 1978. 

 

Hoge, Dean R. The First Five Years of the Priesthood: a Study of Newly Ordained 

 Catholic Priests. Collegeville, MN: Liturgical, 2002.  

 

http://fbcrichmond.org/sermons/2013/2013-11-17.htm


 96 

Hoge, Dean R. and Jaqueline E. Winger. The Pastor in Transition. Why Clergy Leave 

 Local Church Ministry. Grand Rapids, MI. William B Eerdmanns Publishing 

 Company. 2005. 

 

Jones, Gregory L. and Kevin R. Armstrong. Resurrecting Excellence. Shaping Faithful 

 Christian Ministry. Grand Rapids: William B. Eerdmans Publishing Company, 

2006. 

 

Lawson, Kevin. How To Thrive in Associate Staff Ministry. An Alban Institute 

Publication. 2000. 

 

Lewis-Anthony, Justin. If You Meet George Herbert on the Road, Kill Him. Radically Re- 

thinking Priestly Ministry. London. Mowbray. 2009. 

 

McNeill, John. T. A History of the Cure of Souls. New York. Harper & Row, 1951. 

 

McSwain, Larry L. and William C. Treadwell, Jr. Conflict Ministry in the Church. Silver 

 Spring. The Ministerial Association of General Conference of Seventh-day 

Adventists. 1997. 

 

Peterson, Eugene H. Five Smooth Stones for Pastoral Work. Grand Rapids, MI. 

Eerdmans Publishing Co. 1992. 

 

Pyle, William T. and Mary Alice Seals. Experiencing Ministry Supervision: A Field- 

Based Approach. Broadman and Holman Publishers. 1995. 

 

Ramsey, Michael. The Christian Priest Today. London. SPCK, 1972. 

 

Tarvis, Carol and Elliot Aronson. Mistakes Were Made, But Not By Me. Why We Justify 

Foolish Foolish Belief, Bad Decision, and Hurtful Acts. New York. Harcourt Inc.  

2007. 

 

Taylor, Barbara Brown. Leaving Church. A Memoir of Faith. San Francisco. Harper 

 Collins. 2006. 

 

Terwilliger, Robert E. and Urban T. Holmes, III, ed. To Be A Priest. Perspectives on 

Vocation Ordination.  New York. Seabury Press. 1975. 

 

The Book of Common Prayer and Administration of the Sacraments and Other Rites and 

Ceremonies of the Church. New York. Church Publishing Incorporated. 1979.  

 

Withersington, Ben. Troubled Waters: The Real New Testament Theology of Baptism.  

Waco: Baylor University Press, 2007. 

 

 



 97 

 

Appendix 1 

 

THE EPISCOPAL DIOCESE OF TEXAS 
CURATE PROGRAM 

 

MINISTRY EXPECTATIONS OF CURATES AND SUPERVISING 
RECTORS 

Curates and Supervising Rectors will use the following checklist to track activities required 

during the Curate’s initial year of ordained ministry in a parish placement.   

 

Training 

______ Supervising Rectors will attend Supervising Rectors Orientation with the Canon to 

the Ordinary and the Coordinator of Congregational Development to discuss 

responsibilities and participation in the Curate Program prior to the Curate’s site 

arrival. 

______ Curates are expected by the Bishop Diocesan to attend the monthly Curate Camp 

program.  The Canon to the Ordinary will meet with Curates at the initial session of 

Curate Camp.  Attendance and participation in Curate Camp are part of the Curate’s 

ongoing work and are not considered a day off.   

 

Mentoring Committee 

______ A mentoring committee must be established within six weeks of the Curate's 

arrival.  This Committee will be comprised of four or five respected members of the 

congregation who exhibit spiritual maturity and demonstrated wisdom.  It is 

important for the Curate to have a voice in the selection process.  The primary 

responsibilities of the mentoring committee are as follows: 

 to provide a confidential place for the Curate to express thoughts, ideas, 
concerns, etc. 

 to support the Curate's work by developing a trusting relationship 
 to thoughtfully evaluate liturgical and homiletical work 
 to review leadership skills 

______ The mentoring committee will meet with the Curate no less than twice a month for 

the first six months and monthly for the remaining six months.   
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Letter of Covenant 

______ A Letter of Covenant is to be created and signed by the Curate and Supervising 

Rector by the end of the first month of the placement.  The Assistant Clergy Policy 

must be incorporated into the Letter of Covenant.  In addition, all pertinent details 

from the Vacation/Leave/Sabbatical section, p. 4-3 in the Clergy Manual, should be 

included.  At the time of signing, and no later than the end of the first month, the 

Letter of Covenant must be sent to the Canon to the Ordinary for the Curate’s clergy 

file. 

 

 

 

Evaluations 

Curates will complete the Three-fold Evaluation form three times during their placement 

and email it to The Canon to the Ordinary at each specified time. 

______ at the end of month 6 of the placement 

______ at the end of month 12 of the placement 

______ at the end of month 20 and prior to moving to the next assignment. 

______ The Supervising Rector will complete the Supervising Rector’s Final Evaluation and 

share it with the Curate.  Both the Curate and Supervising Rector will sign the 

completed form and submit it to the office of the Canon to the Ordinary at the time 

of signing.   

Leadership in Ministry 

______ Curates will be given a leadership role in the oversight of one or more selected 

ministries.  The Supervising Rector will play an active role in the review of this 

work, assisted by the mentoring committee. 

______ Curates will be given the opportunity to preach at least six times during the first 

(intern) year.  The Supervising Rector and mentoring committee will offer 

constructive criticism.  

______ Curates are expected to participate in all appropriate parish, convocational and 

diocesan meetings and events. 

______ Curates who are ordained to the diaconate shall have deacon responsibilities 

within the liturgy.  In congregations where permanent deacons are present, these 

diaconal duties are to be shared.  When deacons are present, there is great 

opportunity to allow the future priest to experience the work of a deacon.  The 

assigned Supervising Rector will train transitional deacons to assure competency 
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for work with a deacon’s responsibilities in the local parish and with diocesan 

ministry. 

 

Meetings 

Curates must attend and participate in all occurrences of the following meetings during 

their curacy. 

______ Within the first week, meet with the Supervising Rector to create and sign a Letter 

of Covenant.  At the time of signing, the Letter of Covenant must be sent to the 

Canon to the Ordinary for the Curate’s clergy file. 

______ Within the first six weeks, meet with the Supervising Rector to create and sign the 

Curate’s personalized Ministry Description.  At the time of signing, the Curate’s 

Ministry Description must be sent to the Canon to the Ordinary for the Curate’s 

clergy file.  

______ Staff Meetings 

______ Liturgical planning 

______ Vestry 

______ Finance committee 

______ Stewardship committee  

______ Program committees/commissions 

Weddings 

Curates must attend and participate as often as practical and appropriate, but at least once 

for each. 

______ Attend wedding rehearsals 

______ Attend wedding services, arriving early to observe activity of the altar guild, clergy, 

etc. for wedding preparation 

______ Attend pre-marital counseling sessions, if the couple grants permission 

 

 

Funerals 

Curates must attend and participate as often as practical and appropriate, but at least once 

for each. 

______ Accompany Supervising Rector to the hospital or home to meet with the family of 

the deceased 
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______ Go to funeral home with Supervising Rector to observe how funerals are arranged, 

as well as what details are involved. 

______ Attend and participate in the funeral and go to the service at the cemetery. 

______ If a follow-up visit is made to the family, accompany Supervising Rector 

 

Baptisms 

Curates must attend and participate as often as practical and appropriate, but at least once 

for each. 

______ Attend a baptismal preparation session conducted by Supervising Rector  

______ Assist in a baptism 

 

Confirmation 

Curates must attend and participate as often as practical and appropriate, but at least once 

for each. 

______ Gain familiarity with the confirmation process 

______ Attend confirmation preparation classes 

______ Assist Bishop and clergy at confirmation service 

 

Hospital Calls 

Curates must attend and participate as often as practical and appropriate, but at least once 

for each. 

______ Accompany Supervising Rector for several weeks prior to assuming regular 

assignment of visitation duties. 

______ Assume regular assignment of visitation duties. 

 

 


