
Welcoming Diversity: An lnvento for Con ations

As our communities become more diverse, every congregation is faced with the challenge of how to reach
out to people of different racial/ethnic backgrounds. We believe an important step in meeting that challenge
is to ask whether our congregation is truly welcoming to all people. While our initial answer may be "Yes, of
course," focused introspection might reveal hidden barriers that may hinder people of other racial/ethnic
backgrounds from feeling at home in our congregation.

A sub-committee of the Religion Sector of the GRACE Summit on Racism created this lnventory in 2007 to
aid congregations seeking to embrace and welcome the diversity of its community. The lnventory focuses
on six areas: Perceptions, Leadership, Worship, Visual, Educational, and Events. The sub-committee
recommends that this lnventory be used by a committee or a team of interested persons.

To stimulate your drscussion, using a 1-3 scale, read each statement and place your most
appropriate response to the left in the space provided.

NA = not applicable, DK= don't know
1 = not at all true, 2 = sometimes true, 3 = true, most of the time

PERCEPTIONS, ATTITUDES, VALUES _ WHAT WE HOLD IN OUR MINDS AND HEARTS AFFECT
OUR ACTIONS.

1. The healing of racism and an appreciation for racial/ethnic diversity are values of the leadership
of our congregation.

2. Opportunities for dialogue are provided about these values between our congregation and our
leadership.

J. Our leaders comprehend and communicate the way in which ethnic, economic, social and
politicaljustice makes visible the reign of God.

4 Our congregation is receptive to preaching, teaching, and dialogue about the harm of racism
and the value of diversity.

5. Our congregation is open to the ideas that people from other racial/ethnic traditions bring about
worship, education, community, and outreach.

o. Our congregation is aware of our denomination's position on issues of racism, poverty, and
violence because the positions are consistently held before the people.

7. Members who reflect our congregations' racial/ethnic diversity are being recruited and equipped
for leadership.

8. Our congregation addresses root causes of poverty, racism, and other forms of discrimination,
while also relieving immediate needs through ministries of charity, compassion, and mercy.

9.
a._

b.

Past attitudes/actions of prejudice and discrimination have been addressed in our congregation
forthrightly and healing is taking place around these issues.

We have a process of reconciliation in place, when needed.



LEADERSHTP/ORGANIZATTONAL STRUCTIIRE - Leaders and structure set a congregation's course.

WORSHTP - Does our worship inspire us to greater understanding and appreciation for the diversity
of God's people?

10. Our congregation's leadership promotes anti-racism and diversity.

11. The Leadership is conscious of diversity when selecting vendors for supplies and services

12.
a.

b._
c.

Our congregation has a team that works with the leadership to address issues of racism in our
congregation and society.

The team has developed a strategy for addressing racism within the congregation and community.

The resources of our congregation support this team.

13. People outside our congregation's primary racial group are consulted about how we might
address unintentional racism and become more inclusive.

14
a

b
c

We have a system of greeting in place so that all those who attend receive a warm welcome.

Members of the "greeting team" are educated to be welcoming to a wide variety of people.

The members of the "greeting team" are representative of the racial/ethnic make-up of our
conqreqation.

15 Our liturgies and music incorporate a variety of racial/ethnic traditions.

16 We invite speakers, dramatists, musicians, etc. who represent a variety of racial/ethnic traditions

17 Our preaching addresses the sin of racism and challenges the congregation to examine
themselves in light of Scriptures and religious vows.

18 The Gospel message is expressed in ways relevant to diverse people.

19 We give voice in worship to issues important to diverse people.

20 As a congregation we welcome and befriend all visitors before, during and after worship.

VISUAL - Visuals are strong messages. What do we see around us?

21 A wide variety of racial/ethnic people are represented in our windows, pictures, wall hangings, etc.

22 The classrooms for young children are supplied with dolls, books, games, and other toys that

represent a wide variety of racial/ethnic people.

23 All classrooms and libraries have books, videos, etc. that represent a wide variety of racial/ethnic
people.

24 Our displays, brochures, and publicity pieces reflect diversity.

25 The staff and leadership visually reflect a commitment to multicultural ministry.



EDUCATIONAL- What are we reading, studying, and promoting?

EVENTS - Do we schedule events to broaden our experiences and perspectives?

Thank you for your efforts with this lnventory. Racism is a serious and often subtle problem in our
country and in our congregations and must be addressed. This lnventory is intended to help a congregation
engage in conversation about its own reality of racism. Then, from that discussion, the congregation can
design ongoing healing actions that willserve as a guide for planning and annual evaluation.

lf you would like more information, please contact the Partners for a Racism-Free Community

The Welcoming Diversity lnventory for Congregations material is available under Resources at www.prfc-gr.org and is to be used as a
resource and awareness tool. Reproduction of these materials is encouraged for congregations and other non-profit organizations for
educational purposes. Please acknowledge:

Partners for a Racism-Free Community
250 Commerce Ave. SW, Grand Rapids, MI 49503-4f26 (616) 466-6187 www.prfc-gr.org

26. We strive to teach a respect for diversity.

27a._

b.

Our educational materials reflect a variety of racial/ethnic people (and language groups if
appropriate to our congregation.)

Racial/ethnic people are consulted when new curriculum or educational materials are developed.

28a._

b._

c._

We regularly offer classes that give insight into different racial/ethnic people.

We are sensitive to the differences in teaching and learning styles among people from a variety of
cultures and traditions.

Our faith is presented in terms of the history, tradition, and contribution of minority cultures as
well as the dominant culture.

29a._
b._
c.

We offer on-site racism and diversity sensitivity training.

We promote off-site racism and diversity sensitivity training for members of our congregation.

We offer our site for racism and diversity sensitivity training.

30 Our congregation invites other congregations representing different racial/ethnic groups to share
in opportunities for outreach, recreation, and worship.

31 Our congregation promotes times for members to visit or to participate in other racial/ethnic
groups' work, play or worship experiences.

32- We hold activities to celebrate the diversity already among us and to become familiar with a
variety of racial, ethnic, and cultural traditions.
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A PLAY

The Scene: a local church near you

Player A: I am the Governing Body member who receives word of the pastor's resignation. I
phone the conference, and am assured there is a process to follow, with options. We talk some

about good closure. As far as looking for next leadership, I leam there are basically three steps.

One...

Player B: I am the Advance Team member. I help the congregation rediscover and express its

faith life through the Local Church Profile! Well, part of the profile, anyvvay. Our team is leading

the work documenting WHO WE ARE, WHO OUR NEIGHBOR IS, and WHO GOD IS

CALLING US TO BECOME. When the time comes for a congregational vote on the next

minister, we want to feel unified and confident about who we are, who our neighbor is, and who

God is calling us to become. And we want the minister journeying with us to have reliable

information for their discernment and commitment, so that together we can start well on a new

parl of our joumey. Most intentional interim ministers and consultants would call our team a

"Transition Team." We get to work right away, with the document as our guide.

Player A: Two... On the Governing Body, we need to write two job descriptions. The first

Scope of Work is for the interim minister, who will work with the Transition Team and a little

bit with the Search Committee during this time of preparation. The second Scope of Work will
eventually become part of the Local Church Profile when we search for a settled minister. Each

Scope of Work specifies compensation, title, and essential functions we imagine for the position.

Luckily we have help to figure out whether we are talking part-time or full-time, and what fair

compensation would be.

And... Three...

Player C: I am a member of the Search Committee. Receiving most of the Local Church Profile

from the congregation in worship, already done (!), dedicated and blessed, we are excited to

move forward quickly. We want to meet ministers and identify one to journey with us going

forward. We want to attract people on the basis of our public listing - but we want to be real with

them in the profile. The more confident we are in the honesty and thoroughness of our church

profile, the more we expect a minister can be confident in their call to join us. The more

confident we feel about the Scope of Work, the more confident we can be that our committee's

selection of a minister will fit the congregation. We practice asking interview questions that will
help us decide something Spirit-led, based on gifts and skills, not physical attributes.

Player D: I am another member of the Governing Body. I am constantly asking the Search

Committee how far along they are! You might say I'm a little anxious. I suppose no matter what

MESA Document - t2/8/20L5



Search and Catt in the United Church of Christ

answer they give me, I will still feel anxious. But it does help to see the major tasks get checked

off on our church poster. Of course the Search Committee won't share any names, due to the

confidential nature of the process. This is for the benefit of ministers' current lives and settings

for ministry. I guess I can understand that.

Player B: It's me again, member of the Transition Team. Now that the church profile is done,

the folks on the Search Committee are well at work, interviewing candidates. With the help of
the intentional interim minister, our Transition Team is now looking at changing our church

policies. We realize they didn't really help us with the conflict internally we had with some of
our members and our last minister. We are giving some thought to the future. It is good to

identify better options now, so that poor communication doesn't pose a problem for whoever we

call for the settled pastorate.

Player A: I am a satisfied member of the Governing Body. A vote is scheduled, thanks to

diligent work by the Search Committee. I feel like they heard from the whole congregation out of
our self-study process the Transition Team led with the Local Church Profile. It was actually fun

to share and hear stories, and trade perspectives with each other - we all felt really involved.

During the interim time we turned up lots of ideas for new ministry, new connections we weren't

thinking about before. Momentum is building! I phone the conference again to make sure I'm
arranging everything corectly for the new minister's installation and transfer of standing. They

congratulate me and remind me to revisit the profile againin 3-5 years - not to search for another

minister! But to make best use of tools for assessing and adjusting our goals as a church. We

belong to Jesus, after all, who said it all comes down to loving God and neighbor. If this is our

mission, there are always new places to go!

ALTERNATE ENDING

Player E: I am a member of the Governing Body at my church. It got hard when we realized,

based on questions in the Local Church Profile, that we might not be able to afford a pastor more

than a few years. Actually things were hard before then, but easy to ignore. We just kept keeping

on. WellI was glad we had a Transition Team atthattime (even though it was only 2 people),

because we were able to look at some different options. Including sharing a minister with another

congregation, or starting all over somehow. We decided to go with a Designated-Term minister,

who will help us as we make decisions about staying open.

Player F: I am a Transition Team member working with the Designated-Term minister. At first
it felt unfair that churches have the same organizational dynamics as anybody else, and that all
life-cycles include beginnings and endings. Then, the more we talked about closure, the more we
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rcaltzed it was OK. Every church that ever opened, has closed at some point - and yet the Gospel

lives on.

Player G: We decided not to have a Search Committee atthatpoint because we didn't need one.

Three of us on the Governing Body reviewed the 2 profiles the conference passed on to us -
pastors available in our area for the short-term, who were interested in what they call "legacy"

service. We chose one that felt like a good fit. She saw the Scope of Work and as much of the

Local Church Profile as we had done. The congregation voted, the 3-year call agreement is

signed, and we know the conference wishes us the best, doing good ministry together.
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