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Introduction

WEC International worldwide requires new workers to train in language proficiency, culture orientation and spiritual ministry when they reach their field of service. Their period of new worker status is two years. During this time, they submit quarterly reports, and are assessed in writing and in discussion every six months by an field orientation committee.

On-field orientation is usually the new missionary's first structured experience on the field, and can shape future ministries either positively or negatively. For this reason, it is important to continually evaluate on-field orientation programs and recommend improvements.

This essay is based on a survey of the members of one field who went through orientation. Information that would identify either individual team members or their field has been deleted, both for security reasons to safeguard the privacy of the orientees. The size of the group is also concealed.

For their orientation time, all orientees were members of the team at the town of the language school. They did six months full time language study at a language school with a specific syllabus. Following that, several books have been used and studies have been reduced time-wise depending upon individuals. Most have studied a series of Bible study books in the language as a part of their ongoing studies.

Cultural orientation took place in conjunction with the language course, and has usually comprised informal lectures and visits to culturally significant places. Readings on culture have also been a major part of this section.

The orientation committee has been in place for most orientees, and at the least this has consisted of a team leader based in the same town as the language school, the field leaders and one or two other members of the field. They are the first point of contact for the orientee, and are responsible for running the program.

Of the group studied, the respondents were orientated by at least three different persons, and each used a different edition of the guidelines.

Ministry orientation in not been covered in this essay as, in most cases, workers with were not involved in a specific formal ministry until the end of their two year orientation period.

The approach taken was to start with a literature review of issues relevant to orientation. These were then expressed as both open-ended and quantitative questions in a questionnaire, which was subsequently sent to members of a field who had been through the field's orientation over a ten-year period. The research procedure did not necessarily seek from the field other unexpected relevant issues beforehand, although the use of open-ended questions allowed them to arise.
The perspective of the respondents is essential to understanding the research. The questionnaire asks for field members comments in hindsight, which could differ from both what they might have said and what they would do at the time of orientation. Other stakeholders, such as orientators, orientation committee members, field leaders, and language teachers, might have different views of the process, or different rationales of how orientation should be done. That is, this paper looks at the issue from the orientee's viewpoint and is akin to a consumer study.

This essay is divided into three parts:

· an overview of the WEC on-field orientation program.

· an evaluation of the program in relation to six fundamental elements of any orientation program: dealing with stress, pastoral care, spiritual life and warfare, relationship issues, ‘practical’ assistance, and language study.

· recommended ways that WEC could more effectively orientate new workers.

Literature Study on Field Stressors

Dealing With Stress

Gordon White writes “the average healthy missionary family leaving for overseas assignment amasses…more than 300 stress value points (on the Holmes and Rahe scale
) (and)…80 percent of those measured with this stress level become ill within one year
”. Hence, dealing with stress is a necessary part of any new worker orientation program. In the questionnaire the author sent out, questions asked related to the effectiveness of the program in assisting orientees to deal with various stressors, which will now be discussed.

Stressor 1: Role confusion and unmet expectations

The stressor that the program least assisted orientees in was that of ‘Role confusion and unmet expectations’, with sixty percent responding that they were ‘not at all’ helped in this area
. “This was never addressed…I did have unmet expectations’ wrote one worker. It is the author’s opinion that unmet expectations and role confusion are closely linked, for if someone comes with specific expectations (especially regarding their purpose on the field) and they aren’t met, it will inevitably lead to confusion about what their role is. Gardner, in suggesting factors to be considered in orientation, states that ‘field administrators should honor the job for which the new member applied and was trained’
. It seems that this has not always been the case as new workers enter the orientation process.

Having said this, there is an important factor to be taken into account, which Dixon states: “Much of the frustration (of new workers) arises from unrealistic expectations”
.
. There is obviously a need to help orientees to look at their expectations and set realistic goals for them. It can be difficult to set specific roles for ministry in countries that are technically closed to the Gospel. This in itself adds to the stress of the worker, especially if they come with expectations of ‘open’ evangelism etc.

Stressor 2: Family issues and singleness

Another stressor that the program only partially assisted people in was related to either family issues or singleness (depending on the worker’s marital status). Eighty percent of respondents wrote that the program did ‘not at all’ assist them in this area
. “I struggled with singleness during my time in {the country], it was helped by being close to a family, but was not addressed by the orientation” wrote one respondent.

In ‘Honourably Wounded’
, Foyle lists six specific stressors for single workers – Social peculiarity, Accommodation, Solitude and Loneliness, Friendship, Biological and Creative Sexuality and Acceptance. These issues need to be addressed in the program where appropriate.

In regards to family issues, the orientation process has perhaps failed to consider two family issues areas. First, ‘there seems to be no greater cause of frustration and difficulty among first term missionaries than family interpersonal problems’
. Various authors have listed the difficulties that lead to these problems, including marital difficulties, children’s educational concerns, children’s adjustment
, role problems, sexual stress, personality differences
, disruption of family life and parental expectations
. Some of these issues could come up in non-missionary work, but each of them is exacerbated by inter-cultural living. It seems that the current orientation program has taken some of this into account, with one orientee noting that they were asked regularly how their marriage was going. 

The second family issue is that ‘Not often does a mission’s administration take into account the skills and concerns of the wife’
. One respondent from the author’s questionnaire raised this, writing ‘I found being a married woman that there was never much focus given to what my ministry could be, and anything that I worked on with my husband, he was recognised for it but I barely was.’

Stressor 3: Change of financial status

The next stressor that the program only partially assisted people in was their change of financial status, with most respondents stating they were ‘not at all’ assisted with this. When writing of underlying causes of first term problems, Iwasko listed this, saying that ‘This includes such factors as inability to live within a budget, field tensions over missions financial policies, guilt feelings or, on the other hand, rationalization leading to dishonesty and materialism’
. This was also listed as a special issue in ‘Culture Shock’ by Myron Loss.
 and by Gardner
.

Stressor 4: Team role

One stressor upon new workers is feeling that they have no role of their own in the team
 and that they aren’t helped to set goals with regular evaluation
. Feedback from the questionnaire was mixed as to whether this had occurred. One worker wrote that ‘no goals were set for us and feedback was minimal’. However, others wrote of ‘A job description for new workers, monthly evaluation reports that were discussed and six monthly evaluation forms.’

In regards to having a role in the team, feedback from the author’s questionnaire indicates that orientees have had trouble finding out potential ministries, with some receiving no help at all in this area. This is an issue that needs to be improved upon.
Stressor 5: Culture shock

Most workers said that they had been helped through culture shock ‘to some degree’. One worker noted the value of the reading materials on this topic – the field's orientation syllabus
 includes an excellent variety of cultural books – as well as saying that they found it useful to listen to other workers’ experiences in this area. Unfortunately, another worker found conversely that ‘It had been a long time since our orientation team has been new in the country and so by their own confession could not remember what it was like.’, so this area probably still needs some more work
. Two previous WEC on-field orientation courses have had lectures or written material on this.

Stressor 6: New living conditions

Another stressor the program has helped workers in is the change of environment brought about by settling into new living conditions. Some were helped to settle into the new way of life fairly well. The orientation syllabus again had a very helpful section, with a timetable. An orientation committee member would visit places with the new worker, and to do some everyday things with them for the first time to accustom them to the new environment in a less threatening way.

Stressor 7: In-country stresses

A further stressor that the program has helped people in is generally dealing with stress of living in country. For example, stresses from living with the local view of time, or from regularly being given incorrect directions to find places. Most respondents said that they had been helped ‘to some degree’ in this area. However, some stated that they hadn’t been helped at all, commenting that this was because those overseeing them were not doing well in this area themselves. This difficult issue needs addressing.

Main Issues Arising

Pastoral Care

In a 1999 survey of missionaries with WEC in Cambodia, ‘Pastoral care of missionaries was seen as very important by the vast majority of subjects and rated as important by the remainder’
. In a 1983 survey, 35 percent of missionaries surveyed said lack of pastoral care caused considerable or extreme stress in their lives and work
. Pastoral care, also known as member care,
 
 appears to be of great importance.

When responding to the author’s questionnaire, orientees had varied feelings on how effective the pastoral care given by the team had been in preparing them for service with WEC. One respondent gave it 10/10, saying that it was ‘Good because I was close friends with people who looked after me’. The fact that friendships are a vital part of pastoral care is a key point. Dodds wrote that ‘we all need to know that people around us love us, respect us, value our gifts and contributions…we must all be emotionally nurtured by someone…(organizations) must provide healthy channels for people to build close relationships so that their intimacy and nurture needs can be met’
. 

Another respondent to this question said that initially they did not receive enough pastoral care, but that later on a change of leadership led to people who were excellent
. There is an important key here in regards to the role of senior workers
 in pastoral care. Dennett recognised this, writing ‘(new workers) need to have senior workers assigned to them personally to act as ‘shepherds’ through the early adjustment period’
 
.

Unfortunately for some respondents, neither of the above helps were available. One rated the effectiveness of pastoral care 4/10, the other 3/10. Some was generally unhappy at receiving little or no effective pastoral care, although one received some pastoral care from outside the team. Ronald Koteskey includes a broad range of people in those who can give member care – for example, the sending church, other missionaries (including saying ‘you may be able to form a bond with missionaries from other agencies in the area’
), people from the mission agency, and member care specialists
. Certainly some places, there was considerable potential for pastoral care from outside of the WEC team.

An important principle regarding pastoral care is that, though not necessarily having been a big issue for workers in the past, it is recognised as being something that especially members of Generation ‘X’ (born between 1965-1983)
 and many ‘Boomers’ (born between 1946-1964)
 hold as important This age range covers a large percentage of the likely new workers for WEC today.

Spiritual Life and Warfare

A 1987 survey assessed aspects of adjustment and spirituality for missionaries. ‘The majority regularly faced discouragement and frustration…Among the causes…listed were being overcome by spiritual impotency in the face of evil and unbelief and falling short of one’s deepest spiritual aspirations…One survey of spiritual life among missionaries showed that 67% were dissatisfied with their daily devotional time…In the OMF survey one of the major sources of missionary dissatisfaction was spiritual difficulties’

The Action Partners’ ‘Now you’ve landed’ book
 discusses this issue well, saying ‘Declining spiritual vitality is a danger we all must guard against, especially missionaries. In a cross-cultural setting the absence of familiar sources of Bible teaching and Christian fellowship, and the attempts of the evil one to make our ministry ineffective contribute to such a decline’
. Despite this and the statistics above, sixty percent of orientees related that they were ‘not at all’ helped in their spiritual life/growth by the orientation program. One wrote that ‘Orientation program didn’t cover this area’ and forty percent related that they were ‘not at all’ helped in the area of practical spiritual warfare. One wrote ‘I don’t really remember it being mentioned much’.

To the team's credit, it seems that some efforts were made in this area. Regarding spiritual life, workers mentioned the weekly prayer get-togethers (which included a time of devotion, worship and often testimonies from other workers), encouragement from supervisors to attend services in the national language and English, and an attempt to build prayer partners within the team. For some, a spiritual highlight was the daily devotions and worship at the annual field conference.

Regarding spiritual warfare, orientees mentioned that the weekly prayer meetings did involve some warfare prayer, and that when a certain situation arose there was spiritual warfare prayer. These are all certainly valid actions as a part of the program, but don’t appear to be continuing and ongoing, nor specific to each worker’s individual growth. Unfortunately, the only reference to spiritual matters in the orientation handbooks is to a new worker’s spiritual ministry and attending church for language study.

‘It seems the general assumption is that people will be able to feed themselves from the scriptures, continue to develop their relationship with God, and grow in their spiritual lives with little or no help or stimulation from others’ wrote Dodds 
 
, They later wrote ‘many missionaries have no preparation for spiritual warfare…missionaries must be taught, trained and equipped for battle. They must have proper support and back-up’
. These comments ring true for the team's new worker orientation program and show issues that need to be handled better.

Relationship Issues

In a 1977 survey of missionary withdrawals, 40% of first-term withdrawals said incompatibility with other missionaries was a contributing factor to their withdrawal
. In a 1981 survey of mission agencies asking what the most frequent missionary problems were, ‘by far the highest ranked problem was relationships with other missionaries’
. The author’s survey also indicated that the orientees had some interpersonal relationship issues. Comments regarding relationships (primarily within the team) included statements like ‘frustrated’, ‘left alone’, ‘we felt like we were intruding’, ‘broken trust’ and ‘no team work’. In responding to the effectiveness of orientee’s relationship to their supervisor and the orientation committee in preparing them, the average score was only 6/10
.

Relationship Issue 1: Sense of relationship

In assessing the reasons for these problems, Deane sums up a number of writers, saying ‘A generation has grown up today with the common lack of a strong sense of relationship, and of commitment to the organisation, teamwork and group success’
. Hand in hand with this, however, it seems that ‘New missionaries are looking for team ministries
 - ‘they feel the need to share what they think, plus be assured someone is listening and taking them seriously’
. Equally, they ‘want organizations that value people over programs. 

They want assurance that administration cares for them as persons’
. Essentially, this means that although many new missionaries
 may not used to being part of a team, they expect to be involved and consulted and valued as a part of the team, especially when it comes to the flow of information. If this does not happen, they become frustrated with the people they see as not meeting their needs.

This was an issue for at least one respondent, who wrote that one of the least effective parts of their orientation was that their opinions and contributions weren’t taken seriously. Conversely, however, a different worker indicated that as they were listened to and given a ministry, their relationship with the team improved greatly.

Relationship Issue 2: Conflict among missionaries

Conflict among missionaries seems to be more of an issue than conflict between missionaries and nationals
. Perhaps this is because missionaries ‘expect to adjust to differences in the national people, but they are unprepared for the many differences among the expatriates’
. Another important reason pointed out by McBurney is that because everyone is usually experiencing some sort of stress within this tight-knit community, there is extra stress upon interpersonal relationships, and so conflict in this area is almost inevitable
.

Relationship Issue 3: Internationalisation

One relationship stress that is especially prevalent for the WEC team is internationalisation of field members. At any time within the last ten years, the team has included at least six and possibly as many as ten nationalities
. In a book written to address this issue within WEC worldwide, we read ‘There are multitudes of major differences among us as an international mission … which if mutually understood and appreciated can bring us closer together. However, if we remain in ignorance, they can just as easily tear us apart.’
. A respondent picked up on this, writing that their relationship with their supervisor could have been better had it not been for their cultural differences. Two workers wrote that the program helped them in this area, one through a book on the differences between two cultures, and the other through watching team members of other cultures talk, work and resolve issues together.
To summarise, the challenge for the orientation program is to ‘give adequate attention to the development of strong, positive interpersonal relationships’

Practical Assistance

Results of a questionnaire completed by missionaries within WEC Cambodia indicated that ‘practical assistance…(is) what subjects expected during orientation’
. Respondents of that survey rated areas such as specific information on country and people
, help with practical living and illness issues, finding a local church, explanation of agency
, being visited, and having a line of contact
 as related to this area.

The respondents' orientation covered many of these practical needs well. In responding to the question on the most effective elements of the program overall, orientees wrote:

· ‘When we first arrived in the country we stayed with another family for the first week, this was useful as we started to settle in.’

· ‘We were shown where to pay our bills, and were taken shopping’

· ‘The reading material, especially that relating to [the local ethic group's] beliefs and culture helped us to feel comfortable in our area’. 

When indicating how effective the practical assistance they were given was, the average score was 8/10. One respondent related how good it was to live with a team member for a time before moving into their own house, as they could see and experience alongside them how things were done. Another wrote of how willing team members were in helping them find a house and furniture ‘which we could never have done alone’.
Practical information

Giving new workers practical information as they settle in helps them to feel they have some control and reduces uncertainty, which is vital, says Kath Donovan
. In this regard, orientees recorded that the available reading material was very useful. One book that many people mentioned was one of the Culture Shock series 
, which provides much useful information
. The current orientation syllabus includes many other useful readings for the newly arrived worker, including a book that covers from a Christian perspective much that a new worker may need to know initially
.

Practical assistance with health issues

In the area of assistance with health issues, again the team seems to have done a good job. Some commented that they received advice and tips, while an equal number indicated that they were not at all helped in this area. One of them wrote that they arrived before the current health manual was written, and another wrote that ‘this was not touched on’. This is certainly something that an orientation process should cover, as it is ‘one of the most frequently mentioned causes of (missionary) attrition’
.

Practical assistance with time management

Another area that received mixed feedback was helping workers with time management. This can be a major area of stress for people upon entering the country. This is especially the case if they have come from a very time-oriented society or occupation to a far more people-oriented society. A 1983 study showed that available time, managing work and establishing priorities were among the greatest stressors on missionaries
. Parshall
 and Cook
 write of the need for missionaries to be helped in keeping their time managed well. Most respondents to the author’s questionnaire reported being helped ‘to some degree’ only in this area, with one orientee writing ‘Mostly this was just left up to myself to work out’.

Practical assistance in everyday life issues

One issue that orientees raised is that they did not receive enough ‘practical’ assistance in some every day life matters such as ‘dealing with bribes and corruption; rules of communication for security reasons; ways to respond to street beggars, “singers”, “fund-raisers” and ‘how to handle interrogation by government officials’. This is to specific to be discussed further here, but does need to be examined. The question might be better addressed as: "Does the orientation process have a venue or channel for orientees to raise a wide range of miscellaneous questions arising from everyday life?"

Language Study

‘Language acquisition is essentially a social activity, not an academic one. As a result, gaining proficiency in the language is normal for the person who is deeply contexted and has his sense of belonging in the new society. But language study will often be a burden and frustration for one who is bonded to other foreign missionaries’
. The WEC orientation program, from the point of the orientees questioned, gives help in acquiring language in line with this statement. An excellent example of this is one orientee who said that the most effective element of the program for them was ‘Being required to move from the comfort zone of a town with many expatriates to a new town with mainly [local] contacts’. Several wrote that it was effective that they lived in a village-like community with local people, including one worker who had a local live with him/her in the same house. Eighty per cent of orientees said they were helped greatly or to some degree in bonding with local through the program.

Orientees also wrote that the ‘formal’ language course
 was useful for them, writing that the curriculum and teachers were good. One element of this language course is also a study in the culture, and this area scored highly
 in regards to its effectiveness in preparing workers
. Cultural understanding is a vital element to continue teaching on, as Dye pointed out – ‘One can know the language perfectly, but be unable to communicate genuinely with others…It (language learning) requires learning the host culture’

Method of Training

With an average score from orientees of only 5.5/10, it seems that the method of training used for the orientation program still needs some work. Comments from orientees included:

“Lectures were sometimes a bit boring (but seemed a good way to go)…maybe there could have been a program which encouraged more self discovery and was a little more structured towards this.”

“Too many lectures. Reading is OK if you are a reader, but works better with discussion. More practical would have been better”.

The general consensus seemed to be they didn’t find the method of training to be experiential or ‘hands-on’ enough. Some information is very difficult to present in a ‘practical’ form
, and reading materials seem to have covered some of this need well. However, as the quote above states, not everyone is going to get the full benefit of reading, especially as much of the information is in English and some new workers will not be native English speakers
.

The previous orientation program did include several visits to various relevant places related to the topic covered at that time, but although interesting, it was often still just a backdrop for a lecture style presentation, rather than allowing for orientees to discover things for themselves. Equally, the syllabus was quite ‘information based’, whereas, as Iwasko pointed out in 1977, ‘there is also (a need for) an experience component … a (need for) a relational component.

"We need orientation programs that shape attitudes and values, that change people and relationships so that they go out, not simply with a head full of knowledge, but a heart full of compassion and love…that will build the Kingdom of God’
. This style of ‘experiential learning’ has been recognised by educational psychologists as being effective for learning, as opposed to just gaining knowledge. Caine wrote ‘knowledge and experience are different – we acquire knowledge, but we learn by processing experience’
.

The team's current orientation syllabus does include more ‘hands on’ study for new workers in the areas of Language, Culture and Religion, Ministry and the field. However, it appears weak that it fails to set specific items within these broad headings that need to be known. This could allow for the orientee almost to choose what they wanted to learn, or equally whatever their supervisor/orientator thought of at the time, rather than a set of standard areas for each new worker to study. One worker raised this as an issue in their orientation, stating ‘Most things were covered, however it was in a ‘hit and miss’ manner – we asked questions and they were answered, rather than a structured program’.

One previous orientation program
 also appears to be text based
. But one positive element within it, entitled ‘Gathering useful information’
, recommends keeping a notebook of items of interest and/or keeping a file of news items on the orientee’s impressions of the country, their experiences of interest, facts, testimonies, customs, words and illustrations. These things could raise questions that could be discussed later on, or simply retained in the orientee’s memory as useful information. Ross Woods picks this thought up in his ‘e-book’
 - that one should keep a diary of their questions, along with the answers they were given, as well as their initial observations and things they had to adjust to. Furthermore, he goes on to say, each worker should have a support person or group of friends to ask questions to, or a mentor ‘who will monitor and help your adjustment process’
.

This idea of mentoring doesn’t seem evident as a means of training workers in the team's orientation program. In explaining mentoring, Dennett likens the experience of a newly arrived worker to that of a person in their childhood years. As during a person’s childhood they develop under the help of a more experienced person (e.g. their parents), so too new workers need guidelines from wiser, more experienced missionaries
. Baker writes that, in order to bridge the gap between ‘boomers’ and ‘busters’, fields should ‘encourage veteran missionaries to mentor the busters’
. Loss,
 also allocates a high priority to this in his writings. An overview of Christ’s ministry would show that much of His time was spent with His disciples - that is, those he ‘discipled’, or ‘mentored’ in current terminology
. Thus it is the author’s impression that mentoring is a valuable method of training new workers
.

Summary of Recommendations

Recommendations on practices that should definitely continue:

1. Recommended reading materials remain integral. 

2. Encourage experienced workers to help new workers settle in,by having an orientation committee member available to help people for the ‘first time’ of new experiences.

3. The health manual should be made available to every new worker, as well as making more experienced workers who have probably had various sicknesses available for advice. This should be offered to the new worker especially the first time they get sick, as this is when they are most likely to want it but often are not feeling well enough to ask for it.

4. The field should continue to encourage new workers to live in village-like local communities.

5. The field should also continue to use the current language school
 and cultural training program that has gone on in the past, with attention to other relevant recommendations.

6. The field should consider asking previous trainers to return for elements of the program in which they have expertise, as well as asking nationals to take parts of the program.

7. Visits to relevant cultural locations should continue, including ministry-related visits as suggested in the current program
, in order to help the new worker grow in key areas.

8. Workers should continue to meet together regularly for prayer and worship, as well as giving opportunities for new (and more experienced) workers to share how their spiritual life is going. Accountability relationships could be formed where the new worker feels comfortable. The new worker in any case should be encouraged to find someone who they can share with spiritually.

Recommended Changes

1. Only those whom God leads to be involved in orientation should be given this role.

2. Mentoring needs to be an essential part of the program. 

3. Mentors and orientators should become aware of resources available to help those who need further care of members with bruised backgrounds.

4. Stressors should be addressed for every member of the field to help the new worker. Regular retreats as a field/team, or even just with a few workers together can help all of them, as well as building relationships between workers and helping spiritual growth.

5. Orientees should be helped to examine their expectations and have realistic goals set for them at an early stage. These should be reviewed and updated regularly. 

6. At an appropriate time, the orientator discusses possible roles for the new worker
 which should (where appropriate
) be as close as possible to that of the new worker’s expectations.

7. The field members should deliberately work at their relationships with each other to build open communication lines and a sense of community togetherness
, without ‘forcing’ relationships that may not always work.

8. Single people should not be ‘herded’ into living with a family or another single. Issues specific to them should be addressed as a part of a caring relationship.

9. Families should have ‘time out’ as a family.

10. Wives need to be given roles that are specific to them, and to be recognised for those roles.

11. The field should very carefully avoid overloading the course with excessive written material, especially for workers whose first language isn’t English.

Recommended Additions 

1. Older workers need to be aware of the perceived need for care and consider how they can help to fill it.

2. Members experienced in spiritual warfare could train others and make reading material available.

3. Orientators should offer accountability for new workers in time management. This includes not overloading the new worker with too many tasks, and making helpful resources available.

4. An extra section should be added to the orientation program giving advice on practical areas of life such as:

Dealing with bribes

Rules of communication for security reasons

How to handle questioning by government officials

Ways to respond to street beggars, “singers”, “fund-raisers”.

(Note: the first three are discussed in the field security handbook.)

5. The program should become more ‘self discovery’ based and less lecture-based.

6. When there are enough orientees, they can also support each other and discuss their questions. This has its own dangers (promulgating cultural misunderstandings, and a ghetto mentality), but people naturally look to others like themselves for friendship.

7. Orientees should keep a diary of their questions, along with the answers they were given, as well as their initial observations and things to which they had to adjust

8. A new orientation curriculum should be written that could be used by any person in the future to orientate new workers.

Full Text of Recommendations

People

No recommendation will be effective unless everybody involved in the program has the right attitude, understanding and heart for orientating new workers. Unfortunately people without these qualities sometimes have been given the task of orientation. Although it can be difficult due to physical location and availability of staff, the first recommendation is that only those who God leads into orientation be placed in this role.

Mentoring needs to be an essential part of the program. However, although a new worker’s supervisor should be involved in the process, this can lead to difficulties where the new worker feels that sharing their heart would reflect negatively on them, so there should always also be a separate person available with whom the new worker can share
. Among the best people are senior workers, who often have helpful knowledge and experience. It is also helpful, where possible, for at least one person involved to be of a similar cultural background from the new worker.

Having said that, one skill that is often lacking is that of admonishing workers when the need arises
, and so both the orientee and the orientator need to be open to this eventuality. The Regional Director, who is an external field member can also often be helpful in this way, as they can often see the ‘bigger picture’ of conflicts without being too personally involved. Hand in hand with this, orientators need training in areas recognising stress symptoms, issues that new workers face, pastoral care, counselling and mentoring.

Stress relief

Missionary life is stressful for everyone, not just new workers, and this affects interpersonal relationships. It also affects the effectiveness of these recommendations. For this reason, stressors should be addressed for the field to help the new worker. Regular team retreats, or even just with a few workers together can help all of them, as well as building relationships between workers and helping spiritual growth.

‘A great number of people coming into missions with bruised backgrounds will require more membercare attention’
 
. For this reason, there is a need for orientators to become aware of resources available to help those who need further care
.

New workers’ expectations should be discussed with them soon after their arrival on the field (even preferably before their arrival if practical). At this point orientators can be thinking about possible roles for the new worker
 - which should be as close as possible to that of the new worker’s expectations - but the orientator can also at this time can have a chance to discuss any expectations that are unrealistic
.

Early in their experience, realistic goals need to be set for each orientee, and these should be reviewed and updated regularly
. As time goes on, simple roles should be suggested
 for the new worker
. However, no role should be forced upon them at too early a stage
. Specific job descriptions for each new worker can help.

Both married and single workers need to feel that they can share their feelings with someone who understands. It may be optimal to have single people to share with single people, and vice versa for married people. However, if these contacts don’t exist (remembering that it need not only be WEC personnel who can provide care), then this need must still be met. Families need to help singles
, and vice versa
. The field should deliberately work at their relationships with each other to build open communication lines and a sense of community togetherness
.

The other factor in this is orientation for children, especially older children. As a rule of thumb, younger children adjust well if the parents have positive attitudes and cope well and if school is a positive experience. Older children (especially teenagers) need age-appropriate orientation, but peer friends are the key. If they make close friends, they do well. If they fail to make close peer friends, even the best orientation process will achieve poor results.

Single people should not be ‘herded’ into living with a family or another single.
 Issues specific to them should be addressed as a part of a caring relationship, the author feels, just as helped the single worker who wrote in the relevant section of this essay.
Families should be allowed to have ‘time out’ as a family
. Wives need to be given roles that are specific to them, and to be recognised for those roles.

Reading materials

The field should definitely continue to use the recommended reading materials as an integral part of orientation.

Having said that, the field should be very careful in not overloading the course with written material, especially for workers whose first language isn’t English. Reading material should be followed up with discussions with the worker to see how much they have been able to take in and to clear up any misunderstandings, as well as to see what they have discovered for themselves.

Spiritual life and warfare

Workers should meet together regularly for prayer and worship, as well as giving opportunities for all workers to share how their spiritual life is going. Accountability relationships could be formed where the new worker feels comfortable. The new worker in any case should be encouraged to find someone who they can share with spiritually.

Spiritual warfare must be recognised as a reality on the field and undertaken in situations where Satan has a hold. Where it is needed, experienced ‘warriors’ could be invited to train others in warfare, as well as making reading material available for this purpose.

Practical Assistance

The field should continue to encourage experienced workers to help the new worker settle in in any way possible. The practice of having an orientation committee member available to help people for the ‘first time’ of new experiences should definitely continue.

The health manual should be made available to every new worker, as well as making more experienced workers who have probably had various sicknesses available for advice. This should be offered to the new worker especially the first time they get sick, as this is when they are most likely to want it but often are not feeling well enough to ask for it. Certainly this was a help to the author when this happened to them.
Orientators should offer accountability for new workers in the area of time management
. This includes not overloading the new worker with too many tasks, and making helpful resources available
.

An extra section should be added to the orientation program, giving advice on practical areas of life such as those listed in the section entitled ‘Practical Assistance in Every day life issues’

Language Study

The field should continue to encourage new workers to live in village-like communities. They should also continue to use the current language school
 and cultural training program that has gone on in the past, with attention to other relevant recommendations. Consideration could be given to asking previous trainers to return for certain elements of the program that they have unique expertise in, as well as asking nationals to take parts of the program.

Method of Training

The program should become less lecture based and more ‘self discovery’ based. SIL Mexico has an excellent, though perhaps overwhelming, example of how this could happen. They provide each new worker with a ‘self discovery questionnaire’
 asking questions on every imaginable topic that the new worker needs to know about
. The orientee is encouraged to ‘Talk to people … lots of people ... especially the “vets” who have been around awhile. Find out their “take” on these questions. Ask the same questions to several people to get different ideas. Make notes to yourself.
’. At the end of a certain period of time, the orientee must write a report on what they have learnt. This model could work well, although regular discussions might be preferable to one written report.
Visits to relevant locations should continue, including ministry-related visits as suggested in the current program. Journalling should also be recommended for each new worker.

Appendix

Survey Form

Name (Optional) ________________________________ Date _____________

Section A. Effectiveness of the Program

1. How would you rate, on a scale of 1 to 10, the overall effectiveness of your program in preparing you for service with WEC in this country? (1 being ineffective, 10 being greatly effective). 1 2 3 4 5 6 7 8 9 10

2. List and discuss briefly the most effective elements of your program in preparing you for service with WEC in this country.

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

3. List and discuss briefly the least effective elements of your program in preparing you for service with WEC in this country.

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

4. If there were areas/topics/issues that were not covered in the program that would have been effective in preparing you for service with WEC in this country, please list and discuss them here.
_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

5. Rate the following areas on a scale of 1 to 10 (1 being ineffective, 10 being greatly effective) in regards to their effectiveness in preparing you for service with WEC in this country.

 i) Language Study 1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 ii) Study of this country's culture 1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 iii) Practical Assistance in settling into this country 1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 iv) Information on WEC in this country (e.g. History of the field, Ministries etc)

1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 v) Reading material (e.g. ‘Culture Shock’, Field Handbook etc) 1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 vi) Method(s) of providing information (e.g. lectures or self-discovery or discussions)

1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 vii) Relationship to supervisor and orientation committee 1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 viii) Goals set for you, expectations of you as a new worker and feedback on the same 1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

 ix) Pastoral care from the team 1 2 3 4 5 6 7 8 9 10

 Comments: ____________________________________________________________

 ______________________________________________________________________

 ______________________________________________________________________

6. Any other comments regarding the effectiveness of the program

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

SECTION B – RELEVANCE OF THE PROGRAM

7. The following have been suggested as key areas of stress for new workers. (e.g. in ‘Culture Shock’ by M. Loss, ‘Staying Missionary’ by H. Deane). To what degree did your orientation program assist you in each of these areas? Please circle your response and elaborate where necessary.

i) Culture shock:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

ii) Your spiritual life/growth:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

iii) Interpersonal relationships:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

iv) Health:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

v) Time management:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

vi) Role confusion and unmet expectations:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

vii) Living conditions/change of environment:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

viii) Family issues/singleness (as appropriate):

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

ix) Teamwork and field issues:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

x) Change of financial status:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

8. To what degree do you feel you were prepared by the program in the following areas? Please circle your response and explain where necessary.

i) Cross-cultural communication (specific to this country):

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

ii) Dealing with cross-cultural conflict:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

iii) ‘Practical’ spiritual warfare:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

iv) Bonding with nationals:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

v) Dealing with stress in this country:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

vi) Potential ministries for you on the field:

Greatly/To some degree/Not at all/Not appropriate

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

6. Any other comments regarding the relevance of the program:

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

 Thankyou so much for your time...
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� One respondent had this happen to them, which they described as ‘detrimental, most inappropriate and a pressure I did not need.’


� ‘Be intentional in including singles in activities. Give them the same considerations as families’ write L & L Dodds, Caring for People in Missions:12


� ‘(Singles and marrieds) can minister to one another out of their areas of strength and so have a complementary role’ - K. Donovan, The Pastoral Care of Missionaries:19


� L & L Dodds, Caring for People in Missions:16-18 give ten ways to foster development and ten ways to prevent burnout, which are excellent practical ways to achieve an effective field community


� This issue is covered extensively in M. Foyle, Honourably Wounded:30-32. This book also covers well other suggestions on issues for single people.


� R. Van Reken, “Principles For Missions”. Indianapolis, USA:7-20 gives an excellent outline of ways to care for families and MK’s.


� See C. Cook, Why the opportunity for unproductiveness ?: 253


� ‘Leaders need to require their people to read books and attend seminars on time management’ – P. Parshall, Why some people are unproductive’: 249


� This language school is currently undergoing a process of making their classes more ‘interactive’, which will improve the curriculum even further.


� ** Self Discovery Questions. Mexico Branch of Summer Institute of Linguistics, 24th March, 1999


� This includes things they need to ask before they leave their home country, which is useful. It also indicates several sections that have ‘official’ SIL answers (for example, on bribery), which is a good idea to stop people getting wrong information on important topics.


� Self Discovery Questions:1





