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Disciplinary Process and 
Incapacity Procedure 

 

Currently each of these contains a Part I and a Part II.  The Assembly has passed the necessary 
resolutions to allow the two parts to be conflated into a single process in each case, and was 
informed that the changes needed to put this into effect would be brought to this meeting of 
Mission Council for approval. 

The proposed changes were before Mission Council in March of this year in the form of Papers 
A3 and A5 for the Disciplinary Process and the Incapacity Procedure respectively.  Papers A4 
and A6 explain how Parts I and II have been conflated.  These changes were approved by 
Mission Council in March and were made available for members of Assembly to inspect.  None 
did so. 

Therefore Mission Council is now asked to implement the decision of the General Assembly to 
conflate Parts I and II of the Disciplinary Process and the Incapacity Procedure. 

 

 

Resolution 

Mission Council resolves to: 

a) replace the current Disciplinary Process (Section O) with that contained in Paper 
 A3 of Mission Council in March and October 2012, and 

b) replace the current Incapacity Procedure (Section P) with that contained in Paper 
 A5 of Mission Council in March and October 2012. 

 

 

 

 

MCS 

October 2012 
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Medium Term Planning in the  
United Reformed Church 

 
Proposals for coordination of the work of various review groups and committees 

 
 
Introduction 
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Kingdom? What specifically would be lost if it ceased to exist? (Q1 – for Mission 
Council, facilitated by the Faith & Order Committee) 

�x The Faith & Order Committee urges us that we need to refresh our understanding of the 
work of the Holy Spirit in the Church at every level. (Q2 – ditto) 

 
2. It has faithful, vibrant local churches.  

a) Each of them gathers around the Word and celebrates the sacraments. However, there is 
concern about their spiritual health. Many struggle to pass on the faith to the next 
generation, and many lack confidence. 

�x How do we re-evangelise the Church? (Q3 – 
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not do for themselves, such as sustaining regional/national ecumenical relationships or 
addressing regional/national public issues); cooperative (enabling the churches to support 
one another through active networking); or governance (setting priorities, initiating 
programmes, managing resources).   

�x What are synods for? (Q8 – for the Medium Term Strategy group)  
b) Synods came into existence alongside provincial trust bodies. They still operate trusts 

which hold assets on behalf of the synod and its churches. There is a great disparity of 
wealth between the synods, though the general belief that some are happily sustainable 
financially needs a reality check: 12 out of the 13 synods pay their operating expenses out 
of the proceeds from sold buildings. Inter-synod resource sharing was created to address 
the disparity, enabling a voluntary redistribution of money.  

�x Inter-synod resource sharing is supported by the wealthier synods on the 
understanding that it pays for development work and creative ventures that would 
not otherwise be possible in synods with fewer resources. The reality is that much 
of the money simply enables survival. What is the long-term viability of such a 
programme? What about the ethics of it? What do we want? (Q9 – for the 
Medium Term Strategy group) 

�x The review of the role of synod moderator suggested the central coordination of 
the synod trusts. Do we wish to endorse this? (Q10 - ditto) 

c) Synods vary widely in their staffing levels.  
�x Are we content that the level of service offered to our churches is governed by 

regional/national wealth? (Q11 - ditto) 
d) Each synod has a full-time minister of Word and sacraments as its moderator.  The 

review of the role of the synod moderator offered a revised job description and person 
specification which will need approval once various issues of principle have been 
decided by Mission Council and General Assembly. 

�x The first of these issues is fundamental to the rest. The research of the review of 
the role of synod moderator revealed an overwhelming consensus across the 
Church that the synod moderator’s primary role should be pastoral, including 
preaching of the gospel, teaching, encouragement and reproof, discernment of the 
Spirit, and servant leadership. Do we agree? (Q12 – for Mission Council) 

e) Synods oversee the compliance of their churches to a host of legal requirements and good 
practice issues, such as proper accounting and financial safeguards, charity registration, 
health and safety and the protection of children and vulnerable adults. Each has a legal 
adviser (and sometimes synods receive conflicting advice).  

�x The group reviewing the role of the synod moderator urged that attention be given 
to this cluster of governance issues. They asked that the synod moderator be 
released from responsibility for such matters, rather than being made to cover for 
shortfalls in the system elsewhere, and that consideration be given to the 
centralising of service/administrative activities. (Q13 – for Mission Council) 

f) Synods also play a significant role in maintaining good order, including operation of the 
grievance and appeals procedures, the ministerial disciplinary process and the incapacity 
and capability procedures.  

�x The group reviewing the role of the synod moderator advocated removing the 
moderator from the formal role s/he performs in the initiation of the disciplinary 
process. (Q14 – for Mission Council) 

g) It costs a lot of money to run a synod office, employ development staff, exercise 
oversight and deliver services. 

�x How many synods should there be? Does each require a full-time synod 
moderator? (Q15 – for the Medium Term Strategy group) 

 
4. The General Assembly embodies the unity of the United Reformed Church, acts as the 
central organ of its life, and is the final authority, under the Word of God and the promised 
guidance of the Holy Spirit, in all matters of doctrine and order and in all other concerns of 
its common life. 
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Human Resources Advisory Group (HRAG) 
 
Timescale: It is recommended that this be put in place for the period October 2012 – July 2015 to 
cover the interim period as new structures are put in place. 
 
Purpose: to provide a unified reference point on HR matters for Mission Council (General 
Assembly) / Trust and Church House personnel. 
 
Accountability:  The HRAG will be accountable to Mission Council as the employer but may be 
called on to report to the Trust with regard to legal and reputational management issues.  
 
The HRAG will have delegated authority from Mission Council in relation to all operational HR 
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Church House staff those decisions which are directly relevant to them and will receive any 
matters, within its terms of reference, which staff wish to be considered by CHMG.  
 
Responsibilities 
1) CHMG shall set and monitor policies relating to the management of Church House.  The 
responsibility for implementation of such policies remaining with those appointed by the Church 
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5.  
The Multicultural Vocation: Joys, Challenges & Limitations  

1. Our initial understanding of a multicultural vision for the church is more about a proactive 
working towards valuing cultural diversity in all dimensions of our ecclesial (church) life. Our 
motivation is premised on the heart of the Good News: that Jesus’ offer of abundant life is for 
all people and nations. Herein is located the joy, urgency and hope of the Christian faith. Living 
out the declaration in an intentional wa
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A multicultural perspective comprises of the 
creative interplay of three complementary 
insights: “cultural embedded-ness of human 
beings; fact and necessity of cultural 
diversity and intercultural dialogue; and the 
internal plurality of all cultures”. [Lord 
Bikhu Parekh] 

 

4. The URC has employed the terms “multicultural Church” and “multicultural ministry” to 
express its search to be God’s diverse people. Mindful of the limited and various 
understandings 
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An intercultural habit is grounded on 
mutuality in giving and sharing: where 
we are all in need; where we all must be 
inconvenienced for the sake of the other 
and the gospel. 
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2 Church House 
2.1. Church House should understand itself as having three roles: 
 

a) Providing a secretariat for General Assembly and Mission Council and for those who 
need representatively to “embody” the Church, who may sometimes be voluntary 
officials and sometimes members of paid staff.  

 
b) Providing such service functions as the congregations and Synods seek. It is not the 

job of Church House staff to initiate programmes except in response to a clear and 
demonstrable demand or specific requirement, for example a legislative matter. 
  

 
c) Maintaining communication networks within the Church and between the Church 

and the wider society.   
 

2.2. In order to undertake these roles, Church House needs three Departments, as previously 
identified in the “Catch the Vision” process: 

 
a) a Ministries of the Church Department, providing: 

- ministerial recognition (for ordained, CRCW and Assembly-recognised lay 
ministries) and associated tasks  
- ministries training and equipping of the whole people of God (for ordained, CRCW 
and lay ministries of all kinds, whether in church or world) 

 - effective coordination of youth and children’s work 
 - equal opportunities and safeguarding 
 
b)  a Mission Department, providing a URC voice and participation external to the URC 

through:  
- URC participation in the Joint Public Issues Team (with Methodists and Baptists)  
- co-ordination of URC participation in inter-Church and inter-Faith relationships 
- external and internal Communications 
- engagement in mission activities that need to be conducted at Assembly level (e.g. 
public communication of the gospel).  
- the areas currently under the Mission Committee  

 
c) an Administration and Resources Department, providing:  

- Finance and Trust services 
- Human Resources 
- advice on compliance with legal obligations and church policies 
- administration of General Assembly and Mission Council 
- Communications services 
- IT services 
Some of these services may be shared by negotiation with other Churches or 
charities. 
 

d)    MCAG will take responsibility for servicing Mission Council and Assembly 
Arrangements Committee for General Assembly. 

 
e)   Faith and Order will be a resource to inform the life of the whole church 

 
Notes:  It is recognised that these changes may have implications for the roles and structures of 
committees and task groups. 
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A primary aim of the review has been to reduce the number of direct reports to the General 
Secretariat. Each Departmental Secretary will be responsible for the staff in their Department in 
order to achieve this aim. The three Departmental Secretaries will report directly to the General 
Secretary. 
 
2.3 The General Secretariat will therefore consist of the General Secretary and the Departmental 
Secretaries of the three Departments, the latter normally deputising for the General Secretary as 
necessary and appropriate. There will no longer be a post of Deputy General Secretary. 
 

a) Consultation will be required to define the nature of the role of each of the 
Departmental Secretaries.  
b) Reputation management in conjunction with Communications, Pastoral Reference and 
Welfare, and Ministerial Incapacity and Discipline (MIND) will be covered by the 
General Secretariat. 

 
3 Strategy 

The development (but not the execution) of strategy cuts across these divides. A strategy 
for the whole Church needs strong ownership at Assembly, Synod and congregational 
level. It cannot be imposed.  That suggests: 
 
a) Strategy would be the key task of the General Assembly, with its meeting planned in 

such a way that people come having already considered the strategic issues  in local 
churches, synods and wider (as appropriate) and ready to engage in a carefully-
planned process towards an agreed strategy. Necessary governance functions would 
be kept to the minimum necessary for accountability.  

b)  A small Strategy Development Group, chaired by the General Secretary, would 
enable the discernment process of General Assembly (and Mission Council) in 
conjunction with the other councils of the church, wider church and society. This 
group would also prioritise and oversee the implementation of strategies, policies and 
decisions thereby agreed and ensure consistency and coordination of actions   

i) It is recommended that this small group would comprise the General Secretary 
and the three Departmental Secretaries. There would also be additional members, 
elected or appointed representative of the wider Church.  

c) There is a key role for Synod Moderators as the group who have routine contact with 
congregations but are also sufficiently removed from the very local – and sufficiently 
few in number – to be able to think together in conjunction with the General 
Secretary. The role is to engage in consultation of a kind that enables the discernment 
of the key strategic questions and offer realistically-grounded options.  

d) Policy development will emerge from the discerning process of the councils who 
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Budget Process for 2014 
The dilemma facing the AAC is to find a proposal for a meaningful, viable Assembly costing the 
central resources of the church only £200k – a third less than the last two Assemblies.  A number 
of scenarios were suggested and the costs examined – both for St David’s Hall, Cardiff and other 
possible venues.  Eventually the Committee agreed to present just two options, both based on St 
David’s Hall, Budget A assuming the same length of Assembly as in recent years, i.e. spread 
over four days and three nights and Budget B spread over three days and two nights. 

It must be stressed that there are very few firm figures on which to base budgets two years ahead, 
apart from a ballpark figure quoted by the centre itself, so most are calculated (after consultation 
with the Chief Finance Officer) by increasing the actual 2012 costs by 5% for inflation and 
adjusting other figures in line with the savings proposed.  

The appendix attached seeks to provide sufficient background information to enable Mission 
Council to consider the options and make a judgement.  It contains: 

1. A provisional account for the 2012 Assembly.  There are a number of notes at the foot 
of this schedule and it must be stressed that at this stage it is “work in progress”.  
However, is it encouraging to note that the “bottom line” is very close to the £300k 
budget. 
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7. Follow-up 
If this is agreed, the dates and venue can be publicised and the Assembly team can begin more 
detailed research and planning, including giving further thought to how the Assembly agenda 
can be structured to ensure there is more time for discussion of key issues. 

Appendix – Assembly Account 2012 & Budget 2014 
(see attached) 





ASSEMBLY ACCOUNT 2012 BUDGET 2014
General Note: No VAT included - charged elsewhere in the URC central budget.  Miscellaneous costs include printing, postage, Assembly 
Arrangements Committee & planning and all the general staff & running costs of Assembly

Actual Account 2012 Notes - Unless otherwise indicated all costs are shown as 5% over 2012 for inflation.  
1. The basis costs per person per night (pppn) was £80.  Most attended for three nights, Jubilee & New Ministers/CRCWs mostly for one night.
2. No account has been taken in these tables of visitors, who were invoiced and paid for themselves and staff charged to other budgets.
3. "What do you think" was held at another venue this year and most costs were not charged to Assembly.
4. Assembly planning & preparation costs were high for a new venue and method of working (hotels, not campus)

Base Budget 2014 Notes - This is the basic budget based on an overall increase of 5% for inflation and with small adjustments (below).
1. The accommodation rate has been calculated by assuming the same number of participants and adding 5% to costs - basically £84pppn.
2. Assembly Planning - site visits, etc., has been restricted to £10k.
3. All future budgets include a cost of £20k for an additional staff person in the run-up to Assemblies.
4. The total on this basis showns almost exactly a 5% increase on the basic budget of £300k - in line with inflation.

St Davids Hall, Cardiff Budget A assumes an Assembly over four days (three nights) - Notes:
1. A contribition of £50 pppn would be made for accommodation to Synod representatives.
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Nominations Committee 
 
Convener appointments 
 
Since General Assembly the following have agreed to serve: 
 
Ministries – Maintenance of Ministry Sub-Committee 
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Appendix 1: Possible Pensions Support from Synods  
 

 
 
Synod    2013 Request   
     £k     

Northern    31     

North Western    60     

Mersey    37     

Yorkshire    36     

East Midlands    39     

West Midlands   52     

Eastern    50     

South Western    38     

Wessex    63     

Thames North    55     

Southern    79     

Wales     24     

Scotland    36     

               ___               

               600               

 

    

 
 
 
 
 
 
 
 
 

Appendix 2: 2013 Budget 
(see attached) 



ITEM 6

THE UNITED REFORMED CHURCH K        

Income and surpluses are shown in brackets 2011 2012 2013
Actual Budget Draft Budget Comments on 2013 Budget

£ £ £
Income

Ministry and Mission contributions (20,124,841) (19,885,000) (19,752,000)Cautious estimate
Pensions - additional funding (977,275) (1,000,000) (600,000)Proposal to Mission Council

Investment and other income Assumes no increases
Dividends (659,144) (690,000) (652,000)
Donations (12,371) 0 0 
Specific legacies 0 0 0 
Grants/Income - Memorial Hall Trust/Fund (226,255) (230,000) (213,000)
Interest - New College Trust /Fund (19,696) 0 0 
Net other interest (39,307) (40,000) (40,000)
Other income, including property rentals (17,770) (20,000) (20,000)

(974,542) (980,000) (925,000)

Total income (22,076,658) (21,865,000) (21,277,000)

Expenditure Pay: Ministers includes 2% stipend increase
A Ministry Lay staff: assumes 2% cost increase

Local and special ministries and CRCWs 16,554,005 16,658,000 15,918,000 Numbers more uncertain than usual
Synod Moderators - stipends and expenses 615,202 658,500 633,000 
Ministries department 317,229 321,133 259,068 £60k saving achieved

17,486,436 17,637,633 16,810,068 

B Education & Learning
Initial training for ministry 624,623 628,000 628,000 
Continuing training for ministry 180,951 204,000 110,000 2013-14 temporary cuts pending
Resource Centres support 534,876 535,500 459,500 longer-term measures

1,340,450 1,367,500 1,197,500 
Windermere RCL - net support 135,769 113,000 114,250 
Training for Learning & Serving - net support 109,615 121,300 85,700 
Lay preachers support 10,072 10,000 10,000 
Education & Learning department 160,783 157,200 157,000 

1,756,688 1,769,000 1,564,450 £200k saving achieved

Draft 2013 Budget



THE UNITED REFORMED CHURCH K        

Income and surpluses are shown in brackets 2011 2012 2013
Actual Budget Draft Budget Comments on 2013 Budget

£ £ £

Draft 2013 Budget

C Youth & Children's Work Now combined for reporting & budgeting.
Youth and Children's work 287,610 409,800 303,640 Detail being worked on; safeguarding moves
Pilots development 114,171 0 0 to Admin.

401,781 409,800 303,640 £100k saving achieved

D Mission 
Mission programmes and team 761,162 821,300 670,000 £150k saving achieved
National Ecumenical Officers 0 35,000 35,000 

761,161 856,300 705,000 

E Governance
General Assembly (costs spread over two years) 150,000 150,000 100,000 £50k saving anticipated, options under discussion
Mission Council 52,008 50,000 44,000 
Professional fees
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Ministers’ Pension Fund Rules 
 

Background 

1  At its May 2011 Meeting Mission Council considered and supported a number of adjustments 
to the benefits provided by the URC Ministers’ Pension Fund. After a formal consultation with 
Fund members, the changes were presented to the General Assembly in July 2012.  

2  Assembly debated these proposals and agreed to them. By means of Resolution 22, Assembly 
authorised Mission Council to agree to the changes in the Rules of the Ministers’ Pension Fund 
to reflect these changes in benefits. This can be achieved by a Deed of Amendment signed on 
behalf of the Church in its role as “employer” (as understood by pensions legislation). 

Deed of Amendment 

3  The attached draft Deed is designed to achieve the changes in the Rules agreed by Assembly. 
Most of the text is focused on this.  

4  In addition the opportunity of the Deed has been used to make a small number of amendments 
to the rules with the following purposes: 

�x To clarify some processes in the light of queries from members  
�x To update references to relevant legislation 
�x To correct some typographical errors in the existing Rules. 

5  The draft Deed is acceptable to the Directors of the Ministers’ Pension Fund. 

Resolution  
 
Mission Council, acting on behalf of General Assembly, agrees that the Deed of 
Amendment to the Rules of the Ministers’ Pension Fund (as attached to Paper K1 
before Mission Council in October 2012) should be signed on behalf of the United 
Reformed Church by the Moderator and Clerk of the Assembly. 
 

John Ellis 

Treasurer 

 

29 September 2012     
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Dated     2012 

 

 

 

 

 

 

THE UNITED REFORMED CHURCH MINISTERS' PENSION FUND 

 

 

 

DEED OF AMENDMENT 
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THIS DEED OF AMENDMENT is made on                                                              2012 

 

BY: 

 

 

(1) THE UNITED REFORMED CHURCH acting by [•] and [•] being respectively Moderator 
and Clerk of the General Assembly of the United Reformed Church and duly authorised by the 
General Assembly to execute this deed on behalf of the United Reformed Church (the "URC"). 

 

 

WHEREAS: 

 

(A) The United Reformed Church Ministers' Pension Fund (the "Scheme") was established by an 
interim trust deed dated 29 May 1980 and is presently governed by a Definitive Trust Deed with 
Rules attached, as approved by the General Assembly of the URC in May 1993 (as amended), 
(the "Trust Deed and Rules"). 

(B) The URC is the current principal employer and United Reformed Church Ministers' Pensions 
Trust Limited is the current trustee of the Scheme respectively. 

(C) Definitions used in the Trust Deed and Rules have the same meaning in this deed.   

(D) By Rule 34.1 of the Trust Deed and Rules, the URC may, acting by the authority of the 
Assembly, amend the provisions of the Trust Deed and Rules, provided no amendment shall be 
made until a report on its financial effect on the Fund has been obtained from the A t the06
0 Tc 0 TwBtS4(r)-4.6(a736(e)-1.6(n)10.8(t)-4.6( s)-2.3n)10.9(i)-4.6(s)-2vn8(t42)-1.7(245])]TJ
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 1.1.4. A new definition is added at the end of the DEFINITIONS section as follows:  

 "30.  Residuary Member 

 means a member in Pensionable Service on 31 December 2012 or a member 
who had been in Pensionable Service at any time prior to 31 December 2012 
and in relation to whom the Trustee exercises its discretion under Rule 14.2 
upon him re-entering Pensionable Service after 31 December 2012." 

1.2 Rule 13.2 is amended as follows: 

 1.2.1. By replacing the words "the pension age shall normally be" with the words, "Normal 
Pension Age shall be admitted to membership as"; and  

 1.2.2. By the addition of the following words at the end of the Rule: 

  "Members may continue in Pensionable Service until their actual date of retirement." 

1.2.3. A new Rule 13.5 is inserted as follows: 

"13.5  A minister or CRCW not eligible for admission to membership under Rule 14 as it 
applied immediately before 1 January 2013 shall be 
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1.4 Rule 17.2.1 is amended by replacing the word "advise" with the word "advice".  

1.5 Rule 20 is amended as follows: 

 1.5.1. The heading to the Rule is amended by the insertion of ": general" after the word 
"Retirement". 

1.5.2. Rule 20.1 is deleted in its entirety and replaced with the following: 

"20.1 If,  

20.1.1  before 1 January 2013, a member retires before age 65 on account of incapacity to 
undertake the duties of a stipendiary minister or CRCW or such similar occupation 
acceptable to the Committee due to ill-health duly certified to the satisfaction of the 
Pension Trustee in accordance with the requirements of Rule 20.2, the member shall 
be entitled to an immediate pension which shall be calculated as provided in Rule 18 
but by reference to the member's full prospective Pensionable Service up to attaining 
age 65.  

20.1.2 on or after 1 January 2013, a member retires before Normal Pension Age on account 
of incapacity to undertake the duties of a stipendiary minister or CRCW or such 
similar occupation acceptable to the Committee due to ill-health duly certified to the 
satisfaction of the Pension Trustee in accordance with the requirements of Rule 20.2, 
the member shall be entitled to an immediate pension which shall be calculated as 
provided in Rule 20A below."  

1.5.3. Rule 20.2 is amended by inserting the words "appointed by the Pension Trustee (unless otherwise 
agreed by the Pension Trustee)" in between the words "practitioner" and "that". 

1.5.4. Rule 20.5 is deleted in its entirety and replaced with the following: 

"20.5  Where a member who receives a pension under this Rule 20 either: 

20.5.1 does not submit to an examination under Rule 20.3 above within a reasonable period as 
decided by the Pension Trustee, or 

20.5.2 in the opinion of the Pension Trustee, no longer satisfies the condition described in Rule 
20.2 for the payment of an ill-health pension, or  

20.5.3 
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2.1.2   It is the intention of the URC to make amendments to the Rules to implement the benefit 
changes described in The United Reformed Church Ministers' Pension Fund – Proposals for 
Change (the "Announcement") a copy of which is attached at Appendix 1 to this deed.  Subject 
to Rule 34 of the Trust Deed and Rules and Section 67 of the Pensions Act 1995, in the event of 
uncertainty as to a member's entitlement to benefits under the Fund or in the event of conflict 
between the Rules and the Announcement, The Pension Trustee shall construe the Rules 
consistently with the Announcement, after consulting the URC where appropriate.    

3. Rule 42.2 is amended by adding at the end of the Rule the words: 

 "Except that if the member was in Pensionable Service before 1 January 2013, the amount 
payable shall, in respect of the period of Pensionable Service up to and including 31 December 
2012, be an amount calculated under Rule 23.2 as if the member had retired on the day 
immediately before death together with an amount representing the member's own contributions 
paid in respect of any period of Pensionable Service on and from 1 January 2013 plus interest as 
above".  

4. The amendments made by this deed shall not take effect in respect of benefits deriving from 
periods of Pensionable Service which ended before the effective date of this deed. 

5. This deed may be executed in any number of counterparts, all of which taken together shall 
constitute the same deed. 

THIS DEED has been executed and delivered by the parties on the date written at the top of the first 
page. 

 

EXECUTED as a DEED    ) 

by the UNITED REFORMED CHURCH   ) 

acting by the following duly authorised person  ) 

 

[name]     ) 

Witness Signature:  ……………………………………… …………….. 

Witness Name:  ……………………………………… …………….. 

Witness Address:  …………………………………………………….. 

   ………………………………………… ………….. 

   …………………………………………………….. 

[name]     ) 
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Witness Signature:  ……………………………………… …………….. 

 

Witness Name:  ……………………………………… …………….. 

 

Witness Address:  …………………………………………………….. 

 

   ………………………………………… ………….. 

 

   …………………………………………………….. 
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be a significant additional cost. The state retirement age is now due to increase for 
both sexes to 66 by 2020 and currently to 68 by 2046.  It is our view that increase to 
age 68 will occur much earlier.  It will certainly be at least that for younger entrants to 
ministry going forward.  

In the past the Church has not slavishly followed the State in its Pension Age and 
there is no necessity to do so now.  We have considered various possible pension 
ages for the URCMPF and have concluded that the most appropriate is age 68.  This 
would only apply to future service and it would continue to be possible to retire at an 
earlier age e.g. 65 with a reduction being made in the future service element to 
reflect the fact that the pension will be payable for longer.  This would have a 
minimal impact on the pension of ministers retiring in the next few years at the 
current age of 65.  

It should be understood that the Pension Age is only the pivotal age at which 
benefits are calculated.  As stated above there is nothing in these proposals which 
compels a minister to retire at that age.  Under the rules a minister can retire either 
at an earlier age or at a later age with an appropriate adjustment to the pension 
payable. 
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dependants).  At present, therefore, a minister who remains in contributory service 
after age 65 continues to enjoy this benefit.  This will continue to be the case. 

The level of a spouse’s pension payable on death in service is based on the 
prospective service of the minister to Pension Age.  If the Pension Age increases 
then this pension will also increase. 

We consider the levels of benefit currently payable as doing no more than meeting 
our obligation to ministers to care for their dependants should they die prematurely, 
hence we do not advocate a change in these benefit levels. 

We note that the financial implications of the small improvement in benefits for an 
unfortunate few are equally small and that the improvements are a logical 
consequence of the move to 
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11 Contributions  

Following each of the last two valuations the Church has asked active members to 
increase their contribution to the Fund.  This has been to share the cost of the 
improving longevity which directly benefits members between the Church and 
serving ministers.  A consequence of raising the Pension Age will be that such 
contributions are payable for a longer period.  In view of the proposed increase in 
Pension Age we have considered whether a corresponding reduction should be 
made to the members’ contribution rate.  

We have concluded that since the financial effects of the proposed change in 
Pension Age will only gradually be reflected in members’ benefits, and in view of the 
continuing financial pressures on the Church that it would be inappropriate to adjust 
members’ contributions for this reason as part of this review. 

Similarly we have considered whether it would be appropriate to recommend an 
increase in members’ contributions to more adequately reflect the value of the 
pension and to share the cost to a greater extent with the Church.  At present 
members contribute at the rate of 7.5% of stipend compared to almost 25% of 
stipend being contributed by the Church.  

We have concluded that a further increase should not be recommended at this time 
but that this may need to be re-visited depending upon the results of the next 
actuarial valuation. 

We therefore recommend no chan ge be made to the members’ contribution 
rate.  

 

12  Membership  

Following a previous review driven by financial pressures it was decided not to 
permit membership of the Fund to ministers over the age of 55 at the date of entry.  
This was done since it was perceived that pensions cost more the older one is.  
Instead of providing scheme membership a contribution of 10% of stipend has been 
made to personal pension arrangements in the few cases to which this applied. The 
government has now introduced legislation whereby we must provide a pension 
arrangement of a suitable standard for every minister over the age of 22.  Our 
present arrangements for mature entrants will therefore need to change. 

We believe it is appropriate to allow such late entrants into stipendiary ministry to 
enter the Fund in the normal way.  In so doing we; 

�x Meet our obligation set out in 2 above, which the present approach does not 

�x Reduces discrimination on the grounds of age 

�x Recognise the changes in work practice whereby a default set retirement age 
no    longer applies 

�x Reduce the administrative burden (and associated cost) on the Church of 
running another pension arrangement 

We, therefore, recommend that the Fund admission policy be revised so that 
membership is available to all stipendiary mi nisters/CRCWs, regardless of age  

Existing ministers who have not been admitted because of age would be permitted 
to enter should they wish for their future service. No credit would be given for historic 
service covered by their personal arrangements. 
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13  Financial Implications  

As discussed above the proposals do not in any way affect benefits which have 
already accrued to serving ministers or pensioners. The Fund deficit is in respect of 
such accrued benefits and hence the proposals have a negligible effect on the 
deficit. 

Financial savings arise from the reduction in benefits for future service primarily in 
respect of the proposed change in Pension Age. 

We are advised by our actuary that the proposals above will lead to a reduction in 
the annual contribution made by the Church to the Pension Fund in the region of 
£300,000 - £ 350,000. This is a reduction of some 10% in the Church’s annual 
contribution to the URCMPF. 

 

14  Conclusion  

Whilst we are aware that more radical proposals could have been made to the 
nature of the scheme, the retirement age or the accrual rate, we believe the above 
proposals are appropriate at the present time.  In particular we believe that they 
provide a way to reduce the Church’s contribution to the Fund whilst continuing to 
meet the Church’s moral obligation to care for its ministers when they or their 
dependants are not in a position to care for themselves. 

We accept that it may be necessary to carry out further reviews in the future but 
commend the results of this review to Mission Council for their further consideration. 

 

Pensions Executive, 10 March 2011   
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Summary of recommendations  

 

 
1. The retention of the current scheme.
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Proposed Change to the  
Rules of Procedure 

 
When Resolution 3 (ratification of Resolution 26 of 2010) was presented to General Assembly, 
the Revd Professor David Thompson, speaking on behalf of the Eastern Synod, told the 
Assembly of his concern that if the resolution were passed it would mean that significant 
changes to the Basis could be made without a final scrutiny by the Assembly. Subsequently 
notice was given that, should Resolution 3 be passed, a resolution in the names of the Revd Clare 
Downing and Professor Thompson would be presented which would permit the Assembly to 
decide that such changes should return to the Assembly. Both Resolution 3 and this 
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for pastoral deployment. With the possibility of SCM posts accounting for almost 13% of 
stipendiary ministry the committee and sub-committee believe a balance needs to be achieved. 

Discussions have focussed on 4 areas 
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        Policy and Proce dures for Safeguarding  

       Adults at risk of abuse and harm  
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Introduction  
 

 
You are here to defend the defenceless, to make sure that the underdog gets a 
fair break;  Your job is to stand up for the powerless, and prosecute all those 
who exploit them  

 
 Psalm 82 v 3 -  4  (The Message)  

 
 
 
SAFEGUARDING –  A WHOLE CHURCH RESPONSIBILITY  
 
The commandment to love one another1 places a responsibility on church communities to 
act positively to safeguard the rights of all those who may be vulnerable within the church 
community.  All church families  share safeguarding responsibilities for the protection of 
the most vulnerable in our society - be they a child, young person or an adult , by providing 
a welcoming environment, safe and free from harm. God calls the church in particular to  
safeguard those at the margins and those powerless and without a voice by valuing all 
people and acknowledging the contribution each individual can make. This may seem 
obvious but safeguarding responsibilities are often designated to only the people working 
with children , or adults who might need protection . It is important to highlight the 
collective responsibility that we all have as disciples of Jesus to share in the privilege of 
safeguarding the vulnerable.  
 
 
Statement of Safeguarding Principles  
 
We are committed to: 

 
�x The care and nurture of all children and vulnerable adults  
�x The safeguarding and protection of all children and vulnerable adults  
�x The establishment of a loving environment which is safe and caring, and  
    where there is an informed vigilance about the dangers of abuse. 
�x Building constructive links with Voluntary and Statutory agencies  
  
 
The United Reformed Church accepts the United Nations Convention on the Rights of the 
Child and the Universal Declaration of Human Rights which includes that  
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Statement of Inten t  
 
We will :  
 
�x Carefully select and train all those with any responsibility within the Church, whether 

paid or volunteers, in line with safer recruitment principles. This includes ensuring that 
all workers complete application forms, have references taken up and are interviewed. 
CRB checks will always be carried out when legally entitled to do so and al workers will 
receive regular safeguarding training.  

 
�x Respond without delay to every complaint, either verbally or in writing,  which suggests 

that a child or  adult has been harmed or is at risk of harm. 
 

�x Co-operate with the Police, Children’s and Adult’s Services in any investigation  
 

�x Work with those that have suffered abuse, developing with them appropriate pastoral   
    ministry  

 
�x Challenge any abuse of power, especially where anyone is in a position of trust. 
 
�x Offer pastoral care and support to those known to pose a risk to children and adults. This 

will include supervision and referral to the appropriate agencies.  
 

�x Follow legislation, statutory guidance and  recognised good practice 
 

�x Policies will be approved by the Elders, who are trustees of the Charity, and will be 
reviewed annually. The Eldership will send an annual safeguarding report to the Synod 
Safeguarding Officer. 

 
�x Recognise that the welfare of the child is paramount2.  

 
 

Discussion of the Principles  

The safeguarding and protection of children and vulnerable adults is everyone’s business 
and a whole church responsibility. We highlight  that a loving environment is not  one 
where there is no conflict, a
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It is a sad fact that it has been necessary to legislate to ensure that people’s basic human 
rights are met, and of course there is much further to go in many countries. Whilst we 
recognise the law, the Church seeks to go beyond the minimum requirements of statute in 
safeguarding and to foster best practice as its working witness to God’s love in action. 
 
 
Discussion of Statement of Intent  
 
We will carefully select and train all those with any r esponsibility within the 
Church.  
 
Vetting procedures and safer recruitment guidance are set out in detail in Section ... of the 
overall Guidance. It must be remembered that our commitment is to follow the guidance 
and not merely to rely on CRB checks. Someone whose CRB disclosure is clear may still be 
unsuitable and the other safer recrui
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Support will be offered t o adult survivors of child abuse, who will  also be encouraged to 
make a statement to the police if they have not done so before.  
 
 
We will challenge any abuse of power, especially where anyone is in a position 
of trust.  
 
Power is present in all relationships. We have the important duty therefore of exercising 
that power wisely. It has been said that the responsible use of power is perhaps the 
ultimate challenge of leadership and it is of course not simply ordained Ministe rs and 
Elders that hold positions o f power and authority in the Church – many do, and even those 
that do not have specific roles can be invested with trust by children and adults.  
 
Allegations of abuse or misconduct by staff - either paid or volunteer s - by church officers, 
either lay or ordained, will be taken very seriously. In accordance with our duty3, we will 
refer all concerns to the Local Authority Designated Officer (LADO) . 
 
 
We will offer pastoral care and support to those known to pose a risk to 
children and adults . This will incl ude supervision and referral to the 
appropriate agencies.  
 
If a member of a church community comes to notice as having a conviction, caution, 
reprimand or warning for offences against children or vulnerable adults;  has been barred 
from working with children or adults, or is considered to present a risk to children or 
adults, we will offer pastoral care to them. In order that any risk to the vulnerable can be 
managed we will require safeguards to be put in place, which will include implementation 
of a contract regarding church attendance. Breach of this agreement, or other concerns, 
may lead to a referral to the statutory agencies. Please see Section … for details of 
procedures. It is recognised that those who pose a risk may themselves be vulnerable and it 
is crucial that pastoral care is given. 
 
 
We will follow legislation, statutory guidance and recognised good practice  
 
As detailed above we will seek to go beyond simply adhering to legislation and government 
guidance. To assist Churches we will seek to provide up to date information on statutory 
guidance and legislation. We will also seek to encourage learning lessons from serious 
incidents that affect both the secular and faith communities.  
 
 
Policies will be approved by the Elders, who are trustees of the Charity, and 
will be reviewed annually. The Eldership will send an annual safeguarding 
report to the Synod Safeguarding Officer.  
 
A template for the annual Church report is found at … . The Synod safeguarding officer will 
summarise reports received and send a report of any relevant incidents to Church House. 
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The welfare of the child is paramount.  
 
The child’s welfare is the paramount consideration in matters of private or public law 
affecting children which come before the family courts. The Church accepts and extends 
this principle to all areas of its work with  children . This may involve a difficult balancing of 
need between children and adults who pose a risk. In this instance the welfare of children 
is paramount. Care will also be provided to those who pose a risk. For details of how this 
can be done as safely as possible please see section…. 
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Aim and purpose  of Policy  

 
The purpose of this document is to provide information about the United Reformed 
Church’s policy and procedures in safeguarding vulnerable people who are part of our 
Churches or places of worship, or who we might meet in our Mission and outreach work. 
The various policies, of which this is one, help to detail not only what is good practice but 
include our aspiration to ensure a safe culture that permeates throughout the Councils of 
the Church and within each church or place of worship.  
 
In the same way that we are committed to going beyond the mere letter of the law, we did 
not want to provid e Churches with a set of documents that merely informed them about 
policy and procedure. Our aim in producing this Manual is that churches are supported in 
their work in practical ways . So, for instance, they are not merely advised to have a church 
policy but a model one is provided for use.  
 
 
Who these policies apply to  
 
These policies apply to everybody in the United Reformed Church including the Councils 
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Churches must therefore have proper policies, guidelines and procedures in place:  
 
�x to protect  from harm  
�x to ensure we meet our duty of care 
�x to protect the reputation o f the Church 
�x to comply with insurance requirements and protect church finances  
 
Although on one level it seems unattractive to include anything other than the protection 
as a reason to have a policy it is vital that public perception of Church is not tainted by 
negative press.  Proper procedures are essential to ensure public confidence in the Church. 
Although insurance companies differ in their requirements, there is a general requirement 
to take reasonable steps to ensure the beneficiaries of the charity are safeguarded. Not 
complying with insurance requirements could therefore have an impact on the Churches’ 
finances which could threaten its overall ministry. Negative perception or experience of 
Church would of course be counterproductive to being able to encourage people in their 
journey of faith and be very damaging to their personal, social, emotional, psychological 
and spiritual development.  
 
This policy forms an integral part of our commitment to protecting adults who are 
vulnerable and incorporates our vow that anyone seeking nourishment in  their Christian 
pilgrimage does so in safety in our church.  

 

Taking it further.  
 
However, safeguarding is not just about reading a policy and ticking boxes. This policy sets 
out guidelines and standards that must be put into practice. These include, amongst other 
measures: safer recruitment procedures; developing a culture where people can contribute 
and be taken notice of, and training for those who work with, or  come into contact with any 
who are vulnerable.  
 
Above all, however, it must be remembered that it is the people, not the policies and 
standards, that are sacrosanct and that, although abuse must never be tolerated, policies 
and standards are no more than a tool in the service of promoting the welfare of those who 
are vulnerable. 
 
 
Whose responsibility is it?  
 
Everyone has the responsibility f or the safety, well being and protection of others. This is 
underpinned by scripture as a command to “love one another as I have loved you” (John 
13:34-35). A policy about the protection of adults should therefore be the concern of the 
whole church and should be presented to a church meeting for adoption and be reaffirmed 
annually. This is 
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of aggression, whereas in other cultures negative assumptions can be made about lack of 
eye contact. 
 
It is importa nt to be aware that not every issue around cultural difference is obvious and 
we must remember that no individual can be reduced to a set of cultural norms. Within 
any culture peoples' values, behaviour and beliefs can vary enormously. Even two persons 
from the same ethnic and cultural background may be dissimilar. It is because we are 
different that each is special. Generalizations about people from similar ethnic 
backgrounds may not always give the most accurate understanding.  
 
The Universal Declaration on Cultural Diversity was adopted by The United Nations 
Educational, Scientific and Cultural Organization (UNESCO)  in 2001 and is a legal 
instrument that recognises cultural diversity as “the co mmon heritage of humanity”. It 
considers it “as necessary for humankind as biodiversity is for nature” and makes its 
defence an ethical imperative inseparable from respect for human dignity. Understanding 
cultural factors and influences will help build rel ationships and will hopefully lead to more 
life giving and life affirming outcomes for adults who may be vulnerable, which accords 
with our commitment to respect each person’s dignity and human rights.  
 
 

  
 

Some A wareness Tips  
 

�x Be aware of your own cultural influences. 
 

�x Be aware of judging other people's behaviour and beliefs according to the 
standards of your own culture. 

 
�x Be mindful of making assumptions about cultural influences and applying 

generalisations to individuals.  
 

�x Note that the behaviour and beliefs of people within each culture can vary 
considerably. 

 
�x Understand that the extent to which people adopt practices of their new 

country and retain those from their cultural background can vary within 
communiti es, even within families. 

 
�x Be mindful that not all people identify with their cultural or religious 

background. 
 

�x Understand that culture itself is fluid  undergoing transformations at various 
levels 
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Creating a safe welc oming environment  
 
Many people consider that good practice is common sense. However, we all have different 
views about how best to do things, which are often governed by our own experiences and 
value systems. Because some think that their way of doing something is obvious, it can be 
assumed that of course everyone is doing what is obvious and this is not always the case. It 
is for this reason that we thought it would be useful  to set out what to some will be obvious 
and what to others may be useful new ideas. 
We want our Churches and faith communities to be safe places where everyone is made to 
feel welcome, valued, respected and cared for. We can do this in a variety of ways: 
 
�x    by ensuring that our buildings are accessible, recognising the limitations that the design   
      of some buildings can cause and addressing them if reasonably practicable;  
 
�x    being mindful of acoustics and having a hearing loop installed if practicable;  
 
�x    being aware that negative and uncaring attitudes can also be major barriers to people    
     accessing Church. We need to be careful to use appropriate language and suitable  
     vocabulary. We also need to be aware of our own underlying values and attitudes to  
     ensure that any preconceptions, assumptions or prejudices we have does not translate  
     into behaviour that discriminates in any way.  
 
It is important that Churches have an equal opportunities policy. A model one can be 
found at Appendix  …. 
 
 
A safe church is one in which:  
 
�x   The dignity of each person is respected 
 
�x   Verbal, physical, emotional, sexual, racial and spiritual harassment or abuse is      
     challenged 
 
�x    Allegations of abuse are taken seriously and the appropriate authorities contacted  
 
�x    Every effort is made to ensure that sufficient support is available to those in need.  
 
�x    We educate ourselves about harassment and abuse in all their forms 
 
�x    We inform ourselves about support agencies available locally, and publicise that  
     information  
 
�x    In all areas of our life, by teaching and example, emphasise that harassment and abuse   

  is wrong 
 
�x   We challenge our own, and others, underlying values and beliefs 
 
�x   We welcome those who have experience of harassment or abuse into the church 
 
�x   We help those who are abused to receive help and support  
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�x   We help those who have perpetrated abuse to get help and support 
 
�x    We report concerns to the appropriate agencies 
 
 
 
Definitions of vulnerability  
 
Various pieces of legislation give different definitions of who is vulnerable, or who is an 
adult  at risk and some definitions are relevant when, for instance, dealing with whether a 
person is eligible for a Criminal Records Bureau check. This is dealt with below but the 
following is a simple, all encompassing, definition:  
 
Any person aged 18 or over who, due to disability, mental function, age, or illness or 
traumatic circumstances, may not be able to take care or protect themselves against the 
risk of significant harm, abuse, bullying, harassment , mistreatment or exploitation.  
 
The Adult Support and Protection (Scotland) Act 2007 defines an adult at risk as 
someone who is: 
 
• unable to safeguard their own well-being, property, rights or other interests  
• at risk of harm, and 
• because they are affected by disability, mental disorder, illness or physical 
   or mental infirmity, are more vulnerable to being harmed than adults who are not so  
   affected. 
 
An adult is at risk if another person’s conduct is causing (or is likely to cause) the adult 
to be harmed, or the adult is engaging (or is likely to engage) in conduct which causes (or is 
likely to cause) self-harm. 
 
 
What is adult abuse?  
 
Adult abuse is defined as the mistreatment and violation of an individual’s human and civil 
rights by another person or persons. Such abuse can take many forms, from treating 
someone with disrespect with the effect that this  significantly affect s his or her quality of 
life, to causing actual physical suffering. 
 
Abuse may consist of a single act or repeated acts. It may be physical, verbal or 
psychological; it may be an act of neglect or an omission to act; or it may occur when a 
vulnerable person is persuaded or coerced to enter into a financial or sexual transaction 
to which he or she has not consented, or cannot consent. Abuse can occur within any 
relationship and may  result in significant harm to, or exploitation of, the person  
subjected to it.  
 
Abuse can take many forms. The following are those listed in the Government Guidance 
‘No Secrets’ : 
 
Discriminatory abuse  is the inappropriate treatment of  an adult because of their  age, 
gender, race, religion, cultural background,  sexuality, or disability.  Discriminatory abuse 
exists when values, beliefs or culture result in a misuse of power that denies opportunity to 
some groups or individuals   
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Physical abuse  is to inflict  pain or physical injury,  which is either caused deliberately, or 
through lack  of care. Examples include hitting, slapping, pushing,  kicking, burning, hair  
pulling, misuse, or using inappropriate restraint or  sanctions 
 
Psychological or emotional  abuse  is acts or behaviour which causes mental distress or 
anguish or negates the wishes of the adult. It is also behaviour  that has a harmful effect 
on the adult’s emotional  health and development – or any other form of mental  cruelty. 
This includes verbal abuse, humiliation, bullying,  blaming, the use of threats of harm or 
abandonment, being deprived of social or any other form of contact,  or being prevented 
from  receiving services or support.  
 
Financial or material  abuse  is the inappropriate use, misappropriation , embezzlement 
or theft of money, property or  possessions including theft, fraud, exploitation, applying   
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Who might be at risk?  
 
Vulnerability is part of being human and we can all be vulnerable at different times in our 
lives. However, vulnerability can be increased by, for example: 
 
• Learning, sensory or physical disability  
• Old age and frailty, especially if either creates dependency on or needing help from others  
• Mental health problems  
• Dementia or confusion 
• Severe illness 
• Addiction to alcohol or drugs  
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Make sure that you take notes if you are told anything or observe anything, ensuring that 
the notes are accurate and use direct quotes rather than your interpretation.   
 
 
Involving Adult Socia l Care or the Police:  
 
Adult  Social Care should be contacted immediately  if there is concern that an  
adult may have been, or is, in danger of being abused 
 
If unsure whether an official  referral is warranted, but  you nevertheless have legitimate 
concerns, you should still contact Adult  Social Services to discuss the matter. You may 
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Th e Investigation Process 
 
The purpose of any investigation is to: 
 
• Protect the adult from serious harm 
 
• Establish and record the facts about the circumstances giving rise to the concerns 
 
• If appropriate, establish  evidence for formal proceedings (i.e. criminal, registration or  
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Other Action  
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The duty  to refer is in respect of Lay, Ordained, Casual, Agency, Self Employed, paid and 
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�x  Encourage self determination, independence and choice 
 
�x In most circumstances it is prudent for there to be two workers present at all times. 

However in exceptional circumstances where this is not possible or appropriate 
endeavour to ensure that conversations take place in a room with a door open  

     where other people are in the building. This is for the protection of the adult and the  
     worker  
 
�x  Carry a mobile phone at all times to ensure that you can ring for emergency help if   

necessary  
 
�x  Always ensure that a colleague knows where you are going and arrange to ring or text 

them when you have arrived home.   
 
�x  Be mindful of the place and time of meeting, arrangement of furniture and lighting  
 
�x  Dress appropriately to the circumstances of the work. This should include the use of 

sprays - perfume or after shave for instance when working with asthmatics, and use of 
jewellery when undertaking work on the streets (to protect workers from potential 
robbery and injury). Dress modestly and appropriately at all times.  

 
�x  Be aware that people’s boundaries about personal space can be different. Wherever 

possible observe body language and if someone seems uncomfortable with how close 
you are draw back. If in doubt ask in a way that encourages an honest response. This 
sort of conversation may be governed by how well you know the person and vice versa. 
Be aware that someone may have suffered abuse or harassment in the past and that a 
need for distance may not be personal to you 

 
 
Be informed and respond appropriately  
 
Part of working safely involves providing an inclusive and open environment which 
recognises differences and does not disempower or discriminate. For example, older 
children  and young adults with learning  disabilities should not be placed in the Sunday 
School, rather than the main church service, because they understand the material better 
there. Instead, support should be given to enable the individual concerned to participate in 
the church service itself.  It would in t his example be prudent to bear in mind any potential 
safeguarding issues this may have for children as the adult in question would not have 
benefited from any safer recruitment procedures but would be likely to be seen by the 



 23 

Everyone working with adults  who are at risk of abuse must be clear that it is not possible 
to keep informat ion about suspected or actual abuse confidential. For the protection of the 
adult, and where there is concern about a potential risk to others  any  concern must be 
reported to the Church Safeguarding Adults Co-ordinator immediately, and/or Adult 
Social Care who can advise whether a formal referral is warranted. 
 
To avoid potential hurt and misunderstanding it is good practice to ensure that everyone is 
aware of the bounds of confidentiality so that if it were considered necessary to report 
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�x Cognitive Functioning  

 
�x Communication Problems  

 
�x Suggestibility, Conformity, Compliance, Acquiescence 

 
�x Sensory Impairments 

 
�x Cultural and Religious Views 

 
�x 
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about receiving, and can in fact have more to do with what we are able to give to others. 
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Working in Partnership  includes developing and maintaining constructive working 
relationships with individuals, carers, families, colleagues and wider community networks 
while working positively with any tensions created by conflicts of interest or aspiration that 
may arise between partners.  Working in partnership is a complex process. Partners may 
bring very different expectations, goals, cultures, worldviews, skills, powers and resources 
to the process.  
 

Respecting diversity  means working with individuals, c arers and families in ways that 
respect and value diversity, including age, ethnicity, race, culture, disability, gender, 
spirituality  and sexuality.  
 

Practis ing ethically  recognizes the rights and aspirations of individuals and their 
families, acknowledging power differentials and minimizing them whenever possible while 
allowing individuals to make their own choices.  
 
 
Challenging ine quality and Promoting Inclusion   
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and dealing with possible risks for individuals, carers, family members and the wider 
public.  
 
 
Conclusion  
 
‘Arthur brought so much to our Church. He had poor eyesight and needed help with 
crossing the road from the community home in which he had lived for many years. He had 
some learning disabilities but if he had had more opportunities in his early life and had not 
been for many years in what was then called a “mental hospital” he would have managed 
normal  living without much trouble. A warm and friendly individual, Arthur was sensitive 
to the needs of others, always asking about people’s health and happiness, more concerned 
about others’ needs than his own. Although he knew many of the stories of Jesus from his 
youth, Arthur’s faith deepened so much over the years he spent in the Church. Two years 
ago, when he was well into his 70’s, he was baptised. The service was one of the most joyful 
and moving that any of us had ever experienced’  
 
As we either build on existing good practice or find ways to include adults who may be at 
risk we will also no doubt find untold rewards for us and them.  


