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Employing a Youth Worker
Quick Guide

Why or Why not employ?

The following bullet points outline five main reasons for why it might be a good idea to employ a youth worker (and five reasons why you might not be ready).

Why
· There is a growing and dynamic team of volunteer leaders who need someone to provide expertise, leadership, vision for the future etc.
A key question here is about momentum.  Is the current work developing and growing, are there committed leaders already?  Is there a core bunch of young people?  This isn’t essential – but if you have a very small number of young people, and a couple of leaders – you either don’t need to employ anyone – or you are looking, specifically, for a youth evangelist maybe – to reach out to young people in your community.
· There is a shared ownership of the vision to employ a salaried worker through out the church.
Regardless of the kind of role, you want someone to fulfill – it is vital that everyone is on board.  This needs to be more than the Vicar and the PCC – reaching, nurturing and keeping the next generation is a “whole church” activity – not the preserve of a few people.  The support of the church members in terms of prayer, awareness, general support and recognizing how everything fits together is key to effective ministry with young people.
· There is a significant need in the local community (whether through linking with school, local authority etc) for work to be done that would require someone full or part time.
Sometimes churches think they “need” to be doing youth work, or “should” employ someone without looking at whether there are actually any young people in their community.  Are young people around?  Are there local schools and community organisations to build links with?

· There is sufficient financial support now and there are good plans for the future (a business plan which includes continued fund raising, budget for ministry costs, planned giving etc).
If you want to make a long term investment in the development of youth work, it is not enough to get a three year grant from the Diocesan Mission Fund and leave it at that.  A local church needs to explore the sustainability of employing someone.  Can some planned giving from the congregation be apportioned to a worker?  Are there charitable trusts locally who might support the work?  Is the local authority or parish council interested in partnering with the church?

· There is a clear understanding of what the church wants someone to focus on (i.e. primarily evangelism or primarily discipleship or primarily schools work or primarily 11-14s etc)
A scatter gun approach is not the best!  Be focused in your planning and thinking.  What are the priorities?  What is reasonable to expect from someone in terms of time / preparation?  Will you find someone to fit your person specification?  Work develops well when a salaried worker can focus energy and time on doing a few things well – rather than trying to meet many expectations badly.
Why not?  I have not added comments under these as I think they are self explanatory!
· We can’t get anyone else to do it so we thought we would employ someone.

· It is the Vicar’s bright idea, but no one else really thinks we need it.

· There are no young people in our parish, community that we are in touch with – but the local Baptist church seems to have lots of young people and we need to keep up.

· We aren’t sure we can support someone for longer than 18 months – we have some money from the Diocesan Mission Committee – but when that runs out, well, we aren’t very good at getting people to give – it’s ok to experiment though isn’t it?

· We don’t really know what we want – a bit of this a bit of that – so far our working title for the role is “Children’s, Youth and Families Pastor and Community Evangelist and Outreach Worker with special responsibility for the Choir and Fresh Expressions of Worship Coordinator”

The Steps to follow when you are clear on what you want and why.

The following stages may look daunting, but having a clear process (with safeguarding children and young people at it’s heart) will give you peace of mind that the church has done all it can to ensure the best for the children and young people you work with. 
1. Draft job description and person specification 


2. Advertise the job, including closing date and interview date 


3. Send out application pack 


4. Shortlist candidates 


5. Send letter to unsuccessful candidates to inform them they haven’t been short listed and to thank them for their interest in the post 


6. Invite candidates to attend interview 


7. Interview / assess candidates 


8. Make conditional offer to successful candidate (subject to references, medical clearance and CRB check
) and agree provisional start date  


9. Write to unsuccessful candidates 


10. Take up written references, medical checks and enhanced CRB checks 

Follow up with telephone references 


11.  Telephone referees to see if they have anything further to add to their written reference


12.  Make unconditional offer, once all screening has been satisfied 


13.  Send contract of employment with terms and conditions, including details of probation period


14. Confirm start date


15.  Arrange induction programme


16.  Line manager to provide regular supervision, probation reviews and annual appraisals

The above 16 stages can be found on “The Good Childhood youth toolkit”, produced by the Children’s Society.
Timescale.  I have not put a time scale to any of the above, as timings may vary and it is not an exact science.  But in terms of advertising a post – I would say a minimum of 3 weeks for people to get applications in.  In terms of the interview, a week after the applications are due in is probably sufficient – giving you time to short list.

And Finally.  The above information is intended to assist you as you explore why you want to employ a youth worker, and the process you need to put in place.  This is not an exhaustive guide, and you should ensure you carry out all the checks required and comply with employment law in terms of the contracts, job descriptions and expectations you place on any employee.
� Independent Safeguarding Agency (ISA) registration comes into effect in October 2009





