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
.
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� This would also have other benefits, including improved pastoral care and accountability.





