
   
DIOCESE OF CHELMSFORD 

DIOCESAN SYNOD 

There will be a meeting of the Diocesan Synod at Chelmsford Cathedral 
starting at 10.15 am Saturday 20 November 2021 

 
Prior to the meeting there will be an induction session for members of Synod held in the 
Cathedral, commencing at 9:00am. If you have not yet informed Nathan Whitehead that 
you wish to attend please let him know as soon as possible.  

 
AGENDA 

Timings  
 
10:00            REGISTRATION AND COFFEE  
 
 
10:15       EUCHARIST       

During this time of worship members will be invited to reflect on the work of this 
Synod in the coming 3 years. The Bishop of Chelmsford will also deliver the 
Presidential Address.  

 
 
11:15         I.   MEETINGS IN HOUSES                   

The House of Clergy and House of Laity will meet to elect their respective Chairs, 
appoint their secretaries and consider any co-options that have been submitted. 
 

    See separate agendas  
     
                  
11.20         2.      MEETING OF CHELMSFORD DIOCESAN BOARD OF FINANCE   

The Chelmsford Diocesan Board of Finance will meet to elect its Chair and Vice Chair. 
      See separate agenda  
 
 
11.25         3. MINUTES OF DIOCESAN SYNOD HELD ON 5 JUNE 2020 

Minutes of the previous meeting attached   
 
 
                 4. NOTICES 
 
  
11.30         5. RACIAL JUSTICE TASK AND FINISH GROUP REPORT AND  
 RECOMMENDATIONS Paper DS(2021)09 attached 
 
 The Bishop of Colchester to move that: 
 

‘This Synod welcome the report ‘From Action to Real Change’ and approves the development of 
a plan, timescale and budget to implement the recommendations contained therein, with the 
immediate appointment of a Racial Justice Officer and establishment of the Racial Justice 
Advisory Panel.’       

    
12:30          LUNCH 
 
 
13:30         6. QUESTIONS see notes for details  



   
13:50         7. GOOD NEWS STORY: MUSTARD SEED TEAM       
  
  
14:05         8.     BUDGET FOR 2022  
 Paper DS(2021)10 attached   
 
  The Chair of the CDBF to move that: 
 
 ‘This Synod 

a) approves the Diocesan Budget for 2022 and the total Share of £15,975,288. 
b) approves the apportionment of the total Share according to the approved Share scheme, 

with a total allocation of £16,477,768, being a 5.0% reduction from the previous year.’ 
 
 
14:35         9. BISHOP'S COUNCIL AND FINANCE COMMITTEE REPORTS  
 Paper DS(2021)11 attached 
 
              
14:40 CLOSE 
 
   
 
 
 
 
 
 
NOTES 
Questions: In accordance with Standing Order 29 five days prior notice is required. Questions must be 
received no later than 9am on Monday 15 November 2021 either in hard copy at the Diocesan Office or by 
email to nwhitehead@chelmsford.anglican.org 
 
In accordance with Standing Orders 74 and 75, members are encouraged to use this opportunity to seek 
information from any officer of the Synod or senior member of Diocesan staff relating to their duties or 
from the President of Synod or the Chair of any body constituted by the Synod or on which it is 
represented. Questions shall relate to the duties assigned to officers, or in the case of the Chair of any 
body, to the business of that body. Questions shall not ask for an expression of opinion or for the solution 
of an abstract legal question or a hypothetical problem.  
 
In accordance with Standing Order 74, a member may ask up to two original questions at one meeting. 
Any member may ask a supplementary question in relation to the original question; the Chair may allow up 
to three supplementary questions, giving the member who tabled the original question preference. 

Questions for written answer are also possible, and are often the best way of; obtaining a detailed response, 
particularly on a complex issue: answers will be given to the questioner within 24 days of the Synod and will be 
reported in the Minutes. 

Speeches – members are requested to announce their name and deanery before they address Synod. 
 
Please forward apologies to Nathan Whitehead tel. no. 01245 294412 or 
nwhitehead@chelmsford.anglican.org  
 

mailto:nwhitehead@chelmsford.anglican.org
mailto:nwhitehead@chelmsford.anglican.org
mailto:nwhitehead@chelmsford.anglican.org
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DIOCESE OF CHELMSFORD 
DIOCESAN SYNOD 

 
Minutes of the 153rd meeting of the Synod held on                           

Saturday 5 June 2021 
 

PRESENT :  The President and 102 Members 
 
The Bishop of Chelmsford led the opening worship. 
      
1.  NOTICES 
  
The Chair highlighted the following points: 
  
• That the Braintree Deanery Synod motion had now obtained just over the 25 

signatures of support required for it to be added to the forecast of business.  
• That the Synod was being live streamed on Youtube.  
• That this was the final meeting of the current triennium. Members were 

encouraged to consider whether they could identify others to stand for election. 
• A reminder on the appropriate use of the zoom chat function.    
 
 
2.  MINUTES OF PREVIOUS MEETING  
 
The minutes of the previous meeting were approved. 
 
 
3.  PRESIDENTIAL ADDRESS  
 
The Bishop of Chelmsford delivered her Presidential Address. The text and video of 
the address can be downloaded here: 
 
Diocesan Synod 5 June 2021 Presidential Address by the Rt Revd Dr Guli Francis-
Dehqani | Chelmsford Diocese (anglican.org) 
 
 
4. APPOINTMENT PROCESS FOR THE NEXT BISHOP OF 

BARKING 
 
The Chair invited the Bishop of Chelmsford to speak to this item.  
 
The Bishop of Chelmsford highlighted a few points in her brief presentation. It was 
acknowledged that this proposal had arisen quite quickly and this was for couple of 
reasons. The size and complexity of the Barking Area, which is larger than some 
Dioceses, meant that a quick appointment will be beneficial. It was also noted that 
the process of appointment of a suffragan Bishop was lengthy. If this proposal was 
approved at this meeting a formal submission would be sent to the Dioceses 
Commission for their meeting in July. Interviews would be held in September, 

https://www.chelmsford.anglican.org/news/article/diocesan-synod-5-june-2021-presidential-address-by-the-rt-revd-dr-guli-fran
https://www.chelmsford.anglican.org/news/article/diocesan-synod-5-june-2021-presidential-address-by-the-rt-revd-dr-guli-fran
https://www.chelmsford.anglican.org/news/article/diocesan-synod-5-june-2021-presidential-address-by-the-rt-revd-dr-guli-fran
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consecration in January 2022 and the successful candidate may be able to start 
around Easter 2022. That is all assuming the path goes smoothly.  
 
The Bishop of Chelmsford moved the following motions together : 
 
This Synod wish to support in principle the appointment of a new Bishop of Barking and ask 
the Bishop of Chelmsford to appoint an Advisory Group to work with her and the Bishop’s 
Council in taking the appointment forward. 
 
This Synod note the draft statement of case for the vacancy in the See of Barking and the 
role specification for the Area Bishops in the Diocese of Chelmsford, and ask the Bishop of 
Chelmsford to commence the appointment processes.  
 
The Chair explained that the debate on the two motions were being handled in 
parallel as they were interrelated.  
 
The following members contributed to the debate:  
 
Revd Dr Susan Lucus (Newham) 
Philip Carnelley (Redbridge)  
Pat Bash (Braintree)  
Mary Durlacher (General Synod) 
Canon Vevet Deer (Waltham Forest)  
John Bloomer (Chelmsford) 
Canon Roger Ennals (Colchester)  
Revd Ernie Guest (Rochford) 
Revd Canon David Banting (General Synod) 
Piers Northam (Harlow) 
 
The contributions were as follows:  
 
• Bishop Peter will be a hard act to follow. There is indeed extraordinary 

complexity in the See of Barking. Whoever is appointed will need to hold in 
tension serving that particular Area and the wider Diocese. This is a challenge 
but could also be a deep joy.  

• In terms of identity people in the Barking Area do not associate with 
Chelmsford very much. This is a serious challenge and we need someone to tie 
these two things together to build a shared identity.  

• The history of the Diocese detailed in the paper is very interesting.  
• It would be very good to have an ‘unpicker’ of knots. Bishop Peter engaged well 

with the Conservative Evangelical part of the Church.  
• We need someone who will challenge the National Church, especially in terms 

of financial support. We are a very large and poor diocese.  
• Bishop Peter has done a tremendous job, especially with the RAG challenge. 

Thank you for the concept of untying knots.  
• Pleased to see the message of empowerment for the laity and the emphasis on 

collaborative ministry in MMUs.  
• We need to move fast and hold the process in prayer.  
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• In the Colchester Area it is acknowledged that Barking is as much a part of the 
Diocese as anywhere else. We hope and pray that there will be an attitude of 
generosity. We are all in this together and God is with us.  

• The paper and presentation suggests that the gap between leadership and 
parishes is narrowing. It would be good to see the evidence of this. This is 
indeed something we should aim for and needs focus and become a continuing 
trend.  

• All previous Bishops of Barking have stood in a great tradition of evangelicism at 
its best. It is good to see focus on evangelism in the qualities desired. 
‘Evangelical’ is a term which can be used in a narrow sense however it simply 
means the Gospel. Bishop Peter who has been an unashamed and exemplary 
evangelical. It is hoped that this will continue.   

 
The Chair then invited the Bishop of Chelmsford to respond to the points raised in 
the debate. 
 
The Bishop of Chelmsford acknowledged the warm words about Bishop Peter and 
endorsed them. She commented that she was not a great fan of labels, but will seek 
to find someone who is unashamedly Gospel based. Comments on complexity and 
diocesan wide identity were recognised and it is hoped that we can continue to 
work with Diocese of London as well as the identity for the Diocese of Chelmsford. 
A sense of belonging does not happen automatically. The point about gap between 
senior staff and grass roots was also noted and we will consider whether we need to 
tweak the documents for the Dioceses Commission. 
 
Members voted on the motions separately.  
 
The first motion was carried unanimously.  
 
The second motion was carried unanimously.   
 
 
5. QUESTIONS 
 
Q1. Revd Nick Rowan (Rochford) to ask the Dean of Mission, Ministry and 
Education: 
 
As parish churches continue the process of reopening and start to rebuild after 
lockdowns; what preparation is the diocese making to share advice on how churches 
can reach out to those who don’t return to worship, reestablish contact with those 
who have drifted away and reconnect with their local communities? 
 
A.  
 
The pandemic continues to bring profound disruption to life across our parishes and 
the shared life of our diocese. It appears highly likely that restrictions will continue 
for some time to come. Many church communities have used social media and 
informal networks to share what they have learnt, and are learning, from this time. 
The wisdom and experience of this learning resides in our parish communities, 
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deaneries, and MMUs; and is often contextualised to those communities. The 
challenge is to enable what has been learnt locally to be shared with one another 
across the life of our diocese. Our Online Church initiative that has run throughout 
the Pandemic has recognised this and brought people together from across the 
diocese to share their stories, ideas, challenges, skills and knowledge in facilitated 
discussions and workshops on Zoom. Therefore, we could build further on this 
approach and facilitate informal online learning communities via our mission and 
ministry team, to enable churches to share what they have learnt about how to 
maintain connection, create new connections, and enable people to re-connect as 
they emerge back into community once again. This would enable us to build a 
shareable resource of advice and experience generated directly from local 
experience, to be contextualised by churches into their own setting. As Dean of 
Mission, Ministry and Education I would welcome the view of Synod as to whether 
this would be a helpful initiative. 
 
Supplementary questions 
 
Q. As we are beginning to get congregations together after the restrictions could we 
have the same level of advice and sharing of experience which has happened during 
the pandemic from the communications group?  
 
A. We hope to build on this including the one size fits all approach alongside 
contextualisation.  
 
Q. Could this be included as a question in the next round of Visitations? 
 
A. We could explore how the question may be incorporated to the Visitations.  
 
Q. The take up for the webinars referenced in the answer seemed very low. How 
will we enthuse parishes to take part?  
 
A. We will work closely with colleagues and in Area Teams were there is a good 
local connection and will look at how we can use that to encourage participation.  
 
 
Q2. Revd Nick Rowan (Rochford) to ask the Chief Executive and Diocesan 
Secretary: 
 
The October 2021 count will perhaps be the first solid evidence of the effect of 
lockdown on church attendance.  How will the Diocese use this data to establish 
trends (e.g between rural/suburban/urban...... single parish/multi-parish benefice..... 
 small/medium/large congregation) and how will it use this data to focus advice and 
support? 
 
A.  
 
As Rob has just outlined we will be working to facilitate sharing across our parishes 
of the wisdom and learning gained during the pandemic. The October 2021 mission 
statistics are really important, they will allow us to see information about trends for 
attendance including the recovery after Covid, which will help us to discern where 
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the need for support lies. I would like to encourage all parishes to enter a return to 
the October count, because wide participation will offer better quality data, and this 
also supports us in our negotiations with central church about support for our 
Diocese. 
 
I would caution that the statistics cannot be relied upon in isolation. They won’t 
cover all aspects we would like to consider, such as digital attendance. At this stage 
we don’t have certainty as to whether there will be a 3rd wave or any further 
lockdowns, so the figures may not reflect a fully “post-Covid” position.  
 
When we receive the data in early 2022, we will need to confirm and verify it with 
parishes, and to jointly discern the need for advice and support. Please do engage 
with the October count process so that we will have a good starting point for these 
conversations. 
 
Supplementary 
 
Q. As resources in Diocese are stretched would the Diocesan Office be open to 
volunteer support from the parishes? 
 
A. We would like to explore this possibility.  
 
 
Q3. Revd Chris Davies (Epping Forest and Ongar) to ask the Diocesan 
Bishop:  
 
With the reduction of clerical posts in the diocese now underway is it possible to 
simplify the guidance around Communion by Extension? Although Communion by 
extension should never be normative, could permission be perhaps given in advance 
(without specific bishop permission) to allow communion by extension to cover 
priestly Holiday and Sickness if no priestly cover can be found. 
 
A.  
 
I am grateful to Chris for his question. It is important that we keep our policies and 
guidance up to date and relevant for the changing circumstances we face. I am told 
that Bishop’s Staff last considered the policy on Communion by Extension in 2018 
and I am pleased to agree that this should be reviewed and updated. I am aware that 
there will be widely differing views on the matter and would encourage clergy, LLMs 
and Churchwardens to make any recommendations for change via their Archdeacon 
or Area Bishop. 
 
6. CDBF AGM 
 
See separate minutes. 
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7. 2022 BUDGET          
 
The Chair formally welcomed the new Chief Executive and Diocesan Secretary, 
Michaela Southworth, and invited her to tell members a little bit about herself. She 
explained her background having worked in finance and most recently the Anglican 
Communion office.  
 
In the presentation the Chief Executive and Diocesan Secretary made the following 
points: 
 
• We will be presenting the budget for 2022 at the November Synod but will give 

some indications on what that will include at this meeting. It is hoped to return 
to presenting budget in June, but for now more time is needed to monitor what 
is happening in terms of parish finances and parish share payments. That will help 
to give more certainty. We also want to take a zero based budget approach and 
challenge every single cost.  

• There will be a parish share review carried out with the effects of the review 
coming in 2023. There is a plan for a consultation on fairness.  

• There is a working assumption of a stipends increase of 1% in 2022.  
• We will pick up stipendiary changes with the relevant benefices. There will be 

no new vacancy credits. This is because the amount of credit is high and it will 
only increase the parish share requests.  

• The calculation of parish share will be changed in respect of the mutual support. 
This is intended to remove the difference between parishes in an MMU and 
parish not in an MMU. The transition arrangement of a 2% cap for non MMU 
parishes will be removed. When this was put in place it was not thought that 
MMU formation would take as long as it has. The cap is resulting in notable 
unfairness in the system. Calculations on the impact of the removal of the cap 
will be done and we will reach out to those parishes most impacted.  

 
Members were invited to contact the Chief Executive and Diocesan Secretary 
directly by email if they had questions about what they had heard.  
 
  
8. THE DEPLOYMENT AND AFFORDABILITY OF STIPENDIARY  
 INCUMBENTS – AN UPDATE   
 
The Chair invited the Revd Canon Dr Roger Matthews to speak to this item. He 
began his presentation by pointing out that in 1996 he delivered his first address to 
the Diocesan Synod on the topic of missionary congregations. 25 years on we use 
different language but have the same priorities. No one likes this deployment work, 
but it is a necessity as we cannot continue as we have been used to.  
 
He confirmed that every single Deanery had made progress, with many being near 
their target figures. He acknowledged the hard work which had got us to this point.  
 
31 FTE posts had been closed out since the work started. There are difficult issues 
which remain, not least as there are 12 clergy in red coded posts where vocational 
conversations are starting to happen. He commended this work to prayer. He 
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highlighted that there were answers on page 3 to questions put by synod members 
at previous meetings. He expressed his gratitude to Colin Setchfield for connecting 
this work with MMUs and confirmed that every MMU has at least one green post 
within it. 
 
The focus now turns to how we address the remaining posts which exceed the 2025 
numbers? These are not coded red and we need to do some more planning. Bishop 
Guli will be leading on this and we will be making connections with issues of finance. 
If parish share income recovers, we may avoid further cuts. However, we cannot be 
sure on that and likely won’t know for a number of months. There will be further 
reporting to Synod in March 2022.  
 
The Chair invited members to ask questions. The following members asked 
questions: 
 
Revd Chris Wragg (Havering) 
Revd Dr Susan Lucas (Newham) 
Wendy King (St Osyth) 
Revd Canon Darren Barlow (Thurrock) 
Kat D’Arcy Cumber (Thurrock) 
Revd Susan Iskander (Chelmsford) 
Percy Lomax (Chair of CDBF) 
Mary Durlacher (General Synod) 
Revd Canon Paul Norrington (Colchester)  
Revd Christiana Asinugo (Newham) 
Piers Northam (Harlow) 
 
The questions asked and responses given were as follows: 
 
• One member commented that he was finding it very difficult to find a place to 

express concerns around the communication of RAG rating and vocational 
conversations. How can concerns about this be aired? Roger Matthews 
confirmed that he can’t comment on particular circumstances during the Synod 
but invited the member in question to contact him privately. 

• What does improved collection rate of share mean for the stipendiary allocation 
and potential cuts? Roger Matthews responded to say that we have had a long 
standing underpayment of share, if share payments improved then we would not 
need to make as many cuts. It would be unwise to assume will be able to achieve 
this. 

• St Osyth Deanery have a history of share payments can we avoid a reduction of 
stipendiary priests from 9 to 8? Roger Matthews confirmed that it was not his 
place to comment on particular deanery allocations. There are issues of 
availability. We need to ensure we are not just making appointments on the basis 
of affordability. We also need to take deprivation in to account. 

• Posts are attached to parishes and there is not much support coming from the 
centre regarding the direct impact of the change. We may see red and amber 
parishes reducing parish share payments. We need to recognise that every 
number relates to parishes and real people. Roger Matthews replied that there 
are some areas where there is support in place or provision for support. Mission 
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and Ministry Advisers are doing work on adjusting to change. Interim Ministry 
has also helped parishes to adjust to change in some places. The Chair of the 
CDBF commented that there had been unintended consequences of the new 
share scheme, however members can be assured that the Church Urban Fund 
deprivation index will be used in the revised share scheme. This has been 
minuted in the Finance Executive meetings. 

• What support is in place for clergy being made redundant? Common Tenure 
legislation provides statutory compensation for clergy disposed of their post 
which is a year’s stipend and housing. This is significantly more generous than 
other sectors and acknowledges the nature of clergy circumstances. The hope is 
that there will be a redeployment of ministry and that redundancy is last resort. 

• One member commented on a context where there was a Bishop’s Mission 
Orders, funding changes and potential pastoral reorganisation. Consideration was 
being given as to how changes to incorporate the BMO could be made to within 
5 to 10 years, but there is no certainty in the short term. How can we move 
forward? Roger Matthews replied that he hoped that we can reach a point of 
financial stability but that is likely to be a couple of years away. The Bishop’s 
Mission Order relates to funding through SDF projects and there is a significant 
amount of work involved with integrating these into the establishment which may 
require pastoral reorganisation. It is not possible to say when that will be 
resolved. 

• There is a need for a new approach to rural churches. Removal of an incumbency 
post will have a devastating impact and will lead to reputational damage. Roger 
Matthews accepted the point about rural challenges but noted that urban 
parishes would likely raise points which would be equally valid. It is very difficult 
to provide an equitable division and there is a need to do far more work to 
recognise missional imperative. Conversations around fairness of deployment 
have been going on for many years and we have not found a simple answer. 

• If we go too far into cutting amber posts we may take away posts that feed us. 
There will still be issues to parishes in terms of costs. Roger Matthews agreed 
with the concept of not rushing provided this does not delay the inevitable. The 
discernment needed over this is considerable.  

• We have 420 parochial houses. We do not need that number of houses. Can 
these be used to support ministry in the diocese? The Chief Executive 
commented that a segmented analysis of houses was being carried out. There is a 
surplus of houses and we are working through this at the moment. It is not 
straightforward, but we hope to get £8 million from sales which can be used in 
investments and reduce the impact of the shortfall. 

• There is a lack of support in place for these changes. We were told that an HR 
team was being put into place to address difficult questions. Will this team be 
answering the questions? If not who do we talk to? Roger Matthews confirmed 
that the primary point of support is via the Archdeacon. There is an HR 
consultant in place supporting Archdeacons and clergy. 

• The pragmatic approach is understood but are we holding on to leadership and 
giving. If we could encourage a more generous approach, then that may help. 
Where leadership is removed there seems to be a downward spiral leading to 
lack of teaching on giving. Roger Matthews acknowledged that there can be 
unintended consequences in closing out a post. The hope is that MMUs and 
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collaborative ministry will cover this, however it is perhaps the case that not all 
ministers are confident in preaching on giving and there is work to do here. 

 
Members noted the update in paper DS(2021)07. 
 
9. REFLECTION ON THE TRIENNIUM 
 
The Chair House of Laity summarised some of the key actions of this triennium. 
More recently Synods have been focused on Subsidy to Sustainability and the 
deployment motion. We have engaged with those in an honest and open way, facing 
up to challenges and trying to find a way forward.  
 
Key highlights from the three years were as follows:  
 
• 2018: co-option of a member of the Youth Synod; Diocesan support of Refugees; 

MMU formation and new Christian communities.  
• 2019: Interfaith presence and engagement, Pastoral Advisory Group principles,  
• 2020: The pandemic and switch to virtual meetings. We have had to adapted in 

the best way we can and have been a model for some diocese in how we have 
continued to meet. Diocesan Environment Motion, Interim Ministry update. 
Living in Love and Faith and an update on Church planting.  

 
We said goodbye to Archbishop Stephen and welcomed Bishop Guli. 
We said goodbye to Joel Gowen and welcomed Michaela Southworth. 
We acknowledged the interim roles of Roger Matthews and Maureen Cole. 
Thank you to Nathan Whitehead and Tom Geldard for supporting the work of the 
Synod.  
 
The Chair of the House of Clergy explained that members would now join breakout 
groups and consider four questions. There would be a short opportunity for 
feedback after that, but notes of the breakout discussions should be taken and 
emailed to Nathan Whitehead.  
 
The four questions were: 
 

1. What have you valued most about being on Synod? 
2. What have you found difficult or frustrating? 
3. What would have helped when you were new and first on Synod? 
4. What advice would you offer to new members? 

 
The breakout groups having ended the Chair invited feedback from four groups.  
 
These were as follows 
 
Question 1 – the freedom to speak was valued but there was a wish that more 
people would speak during meetings. The induction session at the start of the 
triennium was very helpful. Breakout rooms are a good thing and can be used more 
often. Members enjoy the learning and reporting back to deaneries.  
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Question 2 – a feeling of being out on a limb. Style of meetings may stifle debate? 
There are those who don’t seem to engage in meetings. Things are not always 
explained well. Political and domineering people make it difficult for others. 
 
Question 3 – more reference material on protocol. A buddy system. Reference 
cards with ‘do’s and don’ts’. Contextualising where people are from so people 
understand the speaker’s context.  
 
Question 4 – make sure you attend the induction. Remember that you speak for 
others but vote for what God wants. Be brave and speak up.  
 
10. REPORT FROM THE DIOCESAN YOUTH SYNOD 
 
The Chair invited Emma Anderton to report from the recent meeting of the youth 
synod.  
 
Emma Anderton explained that the meeting had focused on two items, mental health 
and wellbeing and a review of youth synod since it began during this triennium.  
 
The Children Society facilitated the mental health and wellbeing item. The young 
people were asked:  
 
• What wellbeing means? Responses included positivity, health, happiness, health 

and meaning, emotions, feeling content.  
• The attitude to mental health from adults? The young people felt that 

understanding and training is inconsistent and addressed more as a health issue. 
Schools put more emphasis on grades not mental health and responses to 
concerns about that are dismissive.  

• What should adults know? That they shouldn’t use jargon. Listen to what the 
young people have to say. Everyone is different and we need to find different 
ways of talking and listening.  

• How can adults support? Don’t tell young people what to do. Ask how they are. 
Young people would much rather adults ask than not say anything at all. They 
need help in finding external sources of support and are aware of underfunding 
of services.  

• What would you want to say to Diocesan Synod about mental health? Young 
people want to encourage talking about mental health in church as they did not 
feel it was discussed enough. Experiences were shared but not much advice was 
given. This may be because there is still a stigma attached to mental health. Real 
discussions will lead to change. There would be benefit in finding out where to 
get help and training. Space and advice should be given for personal 
conversations as well as spoken from the front. There should be time and space 
to talk about lives without judgement. There is a need for adults in church who 
can be trusted to talk to. People are the treasure of the Church and should be 
what is invested in. Are we being valued as people?  

• Should the Church take mental health more seriously? Some adults don’t know 
what to say but this is viewed as not caring. Training for people in Church will 
help. The older generation relate life more to Bible but not what is going on 
now. 
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The responses given will feed into the work of the Children’s Society.  
 
In terms of the review of the life of the Youth Synod. Members have found it 
important to come together and know that their views are heard. It was good to 
discuss trending topics which has been engaging, refreshing, interesting and 
informative.  
 
In the future they will celebrate being together, discussion and food. They wish to 
bring items to Diocesan Synod rather than the other way round. They enjoy being 
able to present their views.   
 
They thanked Hannah Mickleburg Gardham for her commitment and representing 
them on Diocesan Synod and will be looking for someone to take her place.  
 
The Chair thanked Emma Anderton for the summary of the meeting and asked her 
to pass on thanks to the members of the Youth Synod.  
 
 
11.  BISHOP'S COUNCIL, DMPC AND FINANCE COMMITTEE 

REPORTS 
 
Paper DS(2021)08 was received. 

One member asked whether it would be possible for Bishop of Maidstone to be 
included as a Bishop’s Visitor for BMOs? The Chair thanked the member for their 
question and confirmed it will be looked in to.   

  
CLOSE    
 
The Chair announced that, following the item at a previous Synod, Piers Northam 
had become an LLF advocate for the Barking Area, but there is a need for a further 
advocate to support the work in the Barking Area.  
 
The Chair encouraged members to pray for the next Synod and handed over to the 
President.  
 
The President echoed comments on the need prayer and thanked those involved in 
the Diocesan Synod. She wished farewell to those who won’t be a part of the new 
Synod and asked them to encourage others to stand in the hope that we will have a 
diverse and representative Synod.  
 
The President thanked Hannah Mickleburg Gardham for representing the Youth 
Synod.   
 
The President thanked the Revd Canon Louise Williams for her time as a Synod 
member and as Chair of House of Clergy.  
 
The President thanked the Revd Canon Dr Roger Matthews for his huge 
contribution to the Diocese. He has served in a Diocesan role for 25 years which is 
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a considerable achievement. The President expressed her gratitude that he had been 
willing to provide some ongoing support but wished him well on his retirement.  
 
The President acknowledged Maureen Cole’s support as Interim Chief Operating 
Officer and willingness to provide some continuing support.  
 
Finally the President acknowledged Bishop Peter’s service as Bishop of Barking and 
Acting Bishop of Chelmsford and wished him every blessing in retirement. He will 
return for a couple of events and will have a leaving event on 4 July 2021.   
 
The Revd Canon Dr Roger Matthews led the Synod in prayer.  
 
The President closed the Synod with her blessing.  
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DIOCESAN SYNOD   

 
Title: RACIAL JUSTICE TASK AND FINISH GROUP FINAL REPORT  

Author: RACIAL JUSTICE TASK AND FINISH GROUP   

Date: 20 NOVEMBER 2021 
 
  

INTRODUCTION  
 
The Racial Justice Task and Finish Group (RJTFG) was established in October 2020 with 
a view to bringing a report, including recommendations, to the November 2021 meeting 
of the Diocesan Synod.  
  
The RJTFG completed its work in compiling the report and recommendations earlier 
this year and have since been consulting with various bodies within the governance 
structure of the Diocese, including the Bishop’s Council. At its meeting on 3 November 
2021 the Bishop’s Council agreed to recommend the report and below motion to the 
Diocesan Synod.  
 
The final version of the report along with the roadmap and Racial Justice Officer role 
profile are attached. Members are asked to approve the motion as recommended 
below.   
 

 

RECOMMENDATION 
 
That Synod approve the motion: 
 
‘This Synod welcome the report ‘From Action to Real Change’ and approves the 
development of a plan, timescale and budget to implement the recommendations 
contained therein, with the immediate appointment of a Racial Justice Officer and 
establishment of the Racial Justice Advisory Panel’. 
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Foreword by the Bishop of Colchester, Chair 
of the Racial Justice Task and Finish Group 
 
We long to be part of a church that is actively anti-racist, where people are liberated by the 
presence of people of different ethnicities; where our rich diversity is celebrated for the 
blessing of God that it is; where people are not treated as ‘other’ on the basis of their 
colour, and misguided notions of what is normative and the prejudice and discrimination 
that too often accompany this are swept away. This can only happen when we confront the 
truth of the systemic racism that exists. But this has to be accompanied by grace, so we can 
move beyond dissecting and condemning and use this as a teachable moment. A moment 
that enables people in the Diocese to open up and learn and ultimately be enabled to 
explore, in their own context, their stories of privilege, exclusion and ethnicity which will 
allow God’s redemptive work to continue. 
 
Over the years, the Church of England nationally has produced more than twenty reports 
relating to Racial Justice and it has made and passed over 160 recommendations since the 
publication of Faith in the City in 1985. The sad and shameful truth is that many of the 
actions approved and adopted by the Church have not been acted upon or followed 
through. As a group, we were clear from the outset that we did not want this to be another 
task and finish group producing yet another list of recommendations as if the needle has just 
returned to the start of the song – and we will all just sing along as before. 
 
What we are calling for is a profound change of heart, a deep reaching metanoia or 
repentance on the part of the whole church. There are things that we all say and things that 
we all do and there are systems and processes and cultures that knowingly or unknowingly 
exclude, or devalue, or discriminate against some of our sisters and brothers in Christ. This 
has to change – which means that we have to change – and the culture and systems that we 
inhabit have to change also. That is the thrust of this report.  
 
I have had the huge privilege of working with an inspiring and talented group of people 
including Revd Ade Eleyae (who has now been appointed as Director of St Mellitus College, 
Chelmsford), Revd Canon Dr Chigor Chike (who served as interim National Adviser 
Minority Ethnic Anglican Concerns as work began to establish a new national body to 
combat racism), the Ven Elwin Cockett (Archdeacon of West Ham), Revd Professor Sandra 
Eldridge (who among many other things is a Professor of Biostatistics and the lead for 
Equality, Diversity and Inclusion at Queen Mary College London), Dave Neita (known as the 
‘People's Lawyer and the People's Poet’ on account of his representation of excluded 
individuals and marginalised groups and because of his grassroots treatment of social issues 
in his poetry), Revd Sharon Quilter (born in London to Jamaican parents, she spent her later 
childhood in Jamaica and worked in financial services compliance before ordination), Nathan 
Whitehead (Head of Service Delivery – and a wise clerk to the group), Aleishia Lewis 
(Deputy Head at Prittlewell School and regional co-coordinator for BAME-Ed) and Revd 
Tim Elbourne (Diocesan Director of Education who, along with Aleishia Lewis, have also 
kept us abreast of the excellent and pioneering work being done in our schools and through 
the Education Department). 
 
I commend to you this report. Please God, in the words of Amos the Prophet, may justice 
roll down like waters, and righteousness like an ever-flowing stream. 
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Rt Revd Roger Morris 
Area Bishop of Colchester 
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Introduction 
 
Racism has sadly blighted human societies for centuries.  The fight against it has also lasted 
as long.  Energized by the conviction that God made all human beings in his image, many 
people have resisted the division which racism seeks to make within humanity.  In 2020 that 
resistance gathered pace with the worldwide reaction against the killing of George Floyd by 
a Police officer in Minneapolis, USA in full view of the general public.  The sense of impunity 
with which the perpetrators acted was clear for all to see and with the help of social media 
was shown around the world.  That sense of impunity pointed people to the system that 
created and supported their action.  So as heinous as the act was, public attention focused 
on systemic racism – that is the way organizations operate that lead to racist outcomes. 
Many organisations including the Church of England responded by looking at their 
structures and operations to identify ways in which it might be systemically racist.  
 
In our Diocese, Chelmsford, a Racial Justice Task and Finish Group was set up for that 
purpose by Bishop Peter Hill, at the time the Acting Bishop of Chelmsford.  Its purpose as 
stated in its terms of reference was:  
 
‘to consider the implications for the Diocese of recent worldwide events which have 
brought racial injustice into sharp and disturbing focus, address immediate and long-term 
concerns about racism and inequality and make recommendations for reform which will 
secure positive outcomes for individuals of BAME heritage and advance the agenda for 
equality, diversity and inclusion in the Diocese.’   
 
The need for such work is clearly greater for the Church.  For a group that regards itself as 
the “people of God” racism can only be categorised as evil.  Racism seeks to divide 
humanity and turn them against each other, which is the opposite of what God wants.  By 
dividing humanity, racism stops us from achieving what God wants us to be together and 
from travelling the path he has mapped out for us, collectively.  Far from being what God 
wants, racism is something devised by the Evil One.  And because it often operates in the 
shadows, the best way to fight it is to expose it for all to see and constantly pointing out the 
lie that it is. 
 
The Work of the Task Group 
 
The Task Group approached its work with the sense of purpose and commitment that 
meets the moment.  The membership reflected a diverse range of people in order to draw 
input from a wide range of experiences and perspectives.  The Group has met regularly 
since October 2020.  In the course of its work it has consulted many stakeholders in order 
to be as properly informed as possible.  Key meetings include one with the members of the 
Chelmsford chapter of the Committee for Minority Ethnic Anglican Concerns (CMEAC) on 
12th April 2021, a meeting with the Diocese’s Senior Management Team (i.e. Departmental 
Heads) on 27th April 2021 and a Consultation meeting of Minority Ethnic people (and other 
white interested parties), both lay and ordained in the Diocese on 10th June 2021. 
 
Each of these meetings helped shape our understanding and the resulting recommendations.  
Our view is that this is an iterative process.  In other words, we believe that the 
understanding that exists gets refined along the way.  This iterative approach to some 
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extent applies to the process going forward.  We believe that people come into this issue in 
good faith and so we should remain open to the possibility of changes going forward. 
 
Key considerations for the report of RJTFG 
 
In doing this work and producing this report we were guided by the following 
considerations:  
 
Firstly, that the history of work in this area have often been characterized by much words 
and not enough action.   So for that reason, much like was done by those who produced the 
national report From Lament to Actions, in our final report our recommendations will be 
fashioned into an action plan.  For the same reason we have thinned out on narrative 
(including enough to give helpful context) and we have also paid attention on how the 
implementation stage would be overseen. 
 
Secondly, our work in the Diocese took place in parallel with the national Anti Racism 
Taskforce so we have incorporated the outcome of their work, From Lament to Action, in the 
most constructive way.  Rather than duplicating their recommendations we have 
commended them.  So our recommendations are not “instead of” but “in addition to” what 
is in that national report.  For the same reason we have adopted the report that has been 
produced on monuments, entitled Contested heritage in Cathedrals and Churches by the 
Church Buildings Council and Cathedrals Fabric Commission for England. 
 
Thirdly, as already stated above, we see this publication as part of an ongoing process and 
not as the final word on this issue.  It is in the nature of the issue of racism that new ideas 
and problems will emerge from time to time.  So what is needed is to develop a culture, 
structure and strategy for dealing with things as they arise and that is what we hope we 
have contributed to through this work.   
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Executive Summary 
In making the recommendations in this report, the Chelmsford Diocese Racial Justice Task 
and Finish Group is fully cognisant of the challenges facing the diocese, not least of all the 
financial challenges.  Acknowledging these challenges, the Task and Finish Group also 
acknowledge the challenges our sisters and brothers of UK Minority Ethnic/Global Majority 
Heritage backgrounds have faced historically and still face currently on a daily basis. It is our 
hope and prayer, that the work of this group and the diocese going forward, will bring about 
the cultural, structural and strategic shifts required to combat racism in the Diocese of 
Chelmsford and our communities at large. And to enable us all to live out the Fourth Mark 
of Mission: To transform unjust structures of society, to challenge violence of every kind 
and pursue peace and reconciliation. 

Whilst this report sets out a series of recommendations, the aim is to progress this into an 
action plan, through the support and co-operation of people across the diocese who will 
take responsibility for bringing the recommended actions to fruition. Throughout the 
report, we have used UK Minority Ethnic/Global Majority Heritage (UKME/GMH) as a more 
inclusive and representative description to replace the previously used acronym BAME 
(Black, Asian and Minority Ethnic). 

The recommendations are set out under eleven headings but can be summarised under 
issues of Structure; Systems, Processes and Procedures; Communication and Advocacy.  

Structure 

We recommend the appointment of a Racial Justice Officer and a separate Racial 
Justice Advisory Panel to manage, oversee, coordinate, report and advise on all matters 
relating to racism, ethnic diversity and inclusion. This will include, subject to an update to 
the existing diocesan anti-bullying and harassment policy, the handling, investigation, 
reporting and resolution of racial discrimination, bullying and harassment 
complaints.   

These recommendations are outlined in sections 1-3 of this report. 

Systems, Processes and Procedures 

Disrupting the flow of racism is achievable through systems, processes and procedures that 
acknowledge its existence and has measures to lessen, if not eradicate its effects. We 
recommend measures that promote, encourage and monitor the inclusion of UKME/GMH 
people at all levels and positions of seniority within the diocese. This to be done by 
identifying systemic issues and/or points of failure in diocesan processes relating, but not 
limited to discernment, recruitment, appointments, development and training.  Alongside 
this, we recommend undertaking an exercise to review how we as a diocese collect, use and 
interpret data on ethnicity and whether that statistical data highlights or supports any 
systemic issues.  

We see training delivered to and by the diocese as a key tool in the fight against racism. 
Our recommendations here include embedding anti-racism practices through a mandatory 
staged training programme, ‘reverse mentoring’, and using the Pastoral Principles (from the 
Living in Love and Faith programme) to encourage open learning and discussion without 
judgement, fear or recriminations.   
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Our recommendations relating to primary and secondary education, goes beyond the 
school curriculum, and encompasses those who lead, teach and nurture the children and 
young people who progress through our schools. We commend the current and ongoing 
work being undertaken by the Diocesan Education Department in putting in place measures 
to incorporate resources covering racial justice matters and concerns into the school 
curriculum, as well as programmes for the recruitment, development, mentoring and 
networking of UKME/GMH teachers and leaders.   

The above recommendations are outlined in sections 4-7 of this report. 

Communication and Advocacy 

Good communication is essential if the fight against racism is to make progress. And this is 
more than just the words we say but also the actions we take to speak up, speak out and 
raise awareness within the diocese and wider in society. 

Under communications we recommend using a dedicated Racial Justice page on the 
diocesan website to generate curiosity of and promote the celebration of the shared and 
diverse culture across the diocese. The page would also be a vehicle to raise awareness 
through links to resources such as websites, blogs, newsletters, books, network 
opportunities and training, storytelling, spotlighting and highlighting racial and cultural 
successes, pointing to the location of native language services, local community exhibitions 
and cross-cultural events. A Racial Justice Awareness Calendar will highlight events, 
commemorations and celebrations including Racial Justice Sunday, expand on Black History 
month and make more of celebrating the saints highlighting those of GMH backgrounds. We 
also recommend setting minimum standards for accessibility of diocesan communications 
and publications in terms of inclusive language and sensitive terminology.  

Learning from others is also key. Under advocacy beyond the church, our 
recommendations include engaging with secular authorities and other bodies to build 
positive relationships and networks focused on tackling racism in our communities. Seeking 
to build a better understanding of the issues in the community and modelling alternative 
ways of and structures for making change is key to keeping us outward as well as inward 
looking.  

These recommendations are outlined in sections 8-9 of this report. 

Two other areas covered in the report relate to a replacement for the Committee for 
Minority Ethnic Anglican Concerns (CMEAC) as proposed by the Lament to Action report, 
and a framework for dealing with monuments, memorials and other artifacts connected to 
slavery.  

Our recommendations for these are outlined in sections 10-11 of this report, with section 
11 being a commending of the framework outlined in the Contested Heritage in Cathedrals 
and Churches report. 
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1. Racial Justice Officer 
 
Many organisations with the best of intentions have invested resources in commissioning 
reports without benefiting from them as a result of the tragedy of unimplemented 
recommendations.  Consequently, we recognise that the diocese needs a mechanism where 
the recommendations in this report can be future-proofed for success. We believe a Racial 
Justice Officer, working on a part-time basis alongside a Racial Justice Advisory Panel (see 
section 3), would be a valuable asset to us. This role would also be a visible sign of meeting 
our statutory, moral and Christian duty to tackle the crime and evil of racism.  All this being 
in line with the overall ethos of our collective vision of Racial Justice in Chelmsford Diocese.  
 
Recommendation: 
A Racial Justice Officer to be appointed who will have primary responsibility for managing 
and reporting concerns about racism within the Diocese and, working with the Racial Justice 
Advisory Panel, put into place procedures for combating racism within the Diocese. 
 
The Officer’s duties and responsibilities would include, but not limited to: 
 

• Working with others within the organisation to create an environment that is 
positive towards ethnic diversity.  

• Play a lead role in developing and establishing the Diocese’s approach to ethnic 
diversity, inclusion and equity.  

• Manage cases of poor practice and abuse reported to the organisation – including a 
system to record cases and monitor outcomes (similar to the systems managed by 
the Diocesan Safeguarding Unit) .  

• Manage referrals to the Racial Justice Panel.  
• Be the central point of contact for internal and external individuals and agencies on 

racism, ethnic diversity and inclusion. 
• Represent the Diocese at external meetings related to racism, ethnic diversity and 

inclusion.  
• Assist with the dissemination of relevant policy, procedures and resources 

throughout the Diocese.  
• Provide advice and support to Departmental Heads and Senior Clergy in the 

Diocese on issues related to racism, ethnic diversity and inclusion.  
• Advise on the Diocese’s training needs and the development of its training strategy; 

provide training where appropriate.  
• Work with the Racial Justice Advisory Panel in maintaining and reviewing the 

Diocese’s implementation plan for racial justice.  
• Ensure good standards on ethnic diversity and inclusion are met and maintained.    
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2. Handling accusations and complaints 
 
It is a criminal offence to commit racially aggravated or motivated harassment that causes 
alarm or distress to the victim. It is also an offence to use threatening, abusive or insulting 
words or behaviour (of a racial kind) or to display written material with the intent or 
likelihood of stirring up racial hatred. Incidents of such behaviour should be reported to the 
Police. The recommendations listed below are not intended to replace or question the 
appropriateness of the Criminal Justice system. 
 
Discrimination 
 
By law, discrimination is when someone is treated unfairly on account of a 'protected 
characteristic' under the Equality Act 2010. Race or ethnicity is a protected characteristic. 
 
2.1 All complaints of racial discrimination to be referred to the Diocesan Racial Justice 
Advisory Panel who can ensure that the complaint is fully investigated. 
 
Bullying and Harassment 
 
Bullying is behaviour from a person or group that's unwanted and makes someone feel 
uncomfortable, frightened, less respected or put down. By law, harassment is when bullying 
or unwanted behaviour is related to a 'protected characteristic' under the Equality Act 
2010. Race or ethnicity is a protected characteristic. Behaviour is deemed to be harassment 
when it violates a person's dignity or creates a hostile environment for the person. The 
Diocese already has an anti-bullying and harassment policy, Getting on Together.  
 
2.2 The Diocesan anti-bullying and harassment policy, Getting on Together be updated 

and revised in order to make more explicit mention of racially motivated bullying 
and harassment.  

 
2.3 The information on Harassment Advisers be updated on the Diocesan Website and 

further Advisers recruited and trained. 
 
2.4  Training for Harassment Advisers to specifically include anti-racism training 
 
2.5 The Diocesan Racial Justice Advisory Panel to be informed immediately of any  

incidents of racially motivated bullying and harassment to be thoroughly and 
independently investigated. 

 
2.6  The Diocesan Website HomePage and other church HomePages to include a button 

and link to reporting racially motivated behaviour.  
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3. The Racial Justice Advisory Panel 
 
Recommendation  
 
3.1 The establishment of a Diocesan Racial Justice Advisory Panel.  
 
Terms of Reference  

The purpose of the Diocesan Racial Justice Advisory Panel (DRJAP) is to: 

• provide informed advice and guidance to the Diocese of Chelmsford in its 
development of positive and proactive processes which lead to better inclusion and 
participation in the life of the churches of this diocese 

• monitor and encourage participation from UKME/GMH individuals in the life of the 
diocese at all levels – in its leadership, in its governance and in its ministry in its 
widest sense 

• further develop and ensure the highest quality provision of training in unconscious 
bias, cultural intelligence and racial justice 

• work with the Racial Justice Officer to ensure that all accusations and complaints of 
a racist nature within the Diocese of Chelmsford are handled fairly, and in a way that 
enables reconciliation 

• oversee the implementation of the recommendations/action plan from the Racial 
Justice Task and Finish Group 

 

Structure 

• the head the Racial Justice Advisory Panel will have a seat on the Bishop’s Council  
• the Racial Justice Officer will have operational relationship with the Panel 
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4. Systemic Issues  
 
Racism often operates within the systems and processes in an institution such as the 
recruitment, supervision and development of its members.  This means that any serious 
attempts to tackle racism within an institution such as the church would also need to be 
systemic by acting within its processes.  This section identifies important steps we consider 
essential for disrupting the flow of racism within the systems of the Diocese. 
 
 
A Minority Ethnic Inclusion Programme 
 
4.1 To put in place measures that promote UKME/GMH inclusion on appointment and 

development etc. and to bring those measures together under a dedicated 
programme whose implementation would be monitored though the new Racial 
Justice Advisory Panel. 

 
These measures would include: 
 

• working to increase the number of UKME/GMH people holding Diocesan 
recognised offices 

 
• providing greater opportunities to participate in training, career 

development, and leadership programs. 
 

• encouraging participation of UKME/GMH people in Church of England 
sponsored programs and activities. 

 
• providing UKME/GMH people with a network of professional support and 

mentoring. 
 

• helping raise the awareness of these issues among staff in the Diocese.  
 
 
Mitigation Against Bias 
 
4.2 Mitigate against the effect of Unconscious Bias in appointments such as by 

anonymising applications at the early stages of the recruitment process. 
 
 
Participation of UKME 
 
4.3 Replace Chelmsford CMEAC with the new Racial Justice Advisory Panel which will 

oversee the work of racial justice in the Diocese and specifically the current Action 
Plan. The Chair of the Panel to sit as a member of Bishops’ Council. 
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Governance  
 
4.4 To draw up a plan, noting process, procedures, and policies, to increase 

representation and participation of UKME/GMH people to at least 15% at all levels 
of governance structures across the Diocese by 2030 (from Diocesan Synod to 
PCCs). 

 
 
Monitoring  
 
4.5 Incentivise efforts towards diversity and hold people accountable for how they 

operate, such as by getting them to write a report to explain what effort is being 
made. 

 
 
Curacy   
 
4.6 To provide additional mentoring and other forms of support to UKME/GMH curates 

and giving specialized training to their incumbents, as a proactive measure to address 
any difficulties that may arise in the relationship. 

    
4.7 To have a third person shadow a UKME/GMH curate and their Training Incumbent 

during their training. 
 
 
Discernment process 
 
4.8 Providing UKME/GMH people who are rejected or feel impeded by their warden of 

ordinands or incumbent with an alternative person to work with. 
 
 
Redress 
 
4.9 Alongside the complaints process (covered in sections 2 and 3), establish a safe 

space for ongoing conversation and opportunity for the story of UK Minority Ethnic 
people to be heard, in order to facilitate reconciliation. 

 
 
The Racial Justice Task and Finish Group also affirms and upholds the recommendations in 
From Lament to Action relating to appointment and recruitment processes for every level 
and context (employed and non-executive, PCC to NCIs) so as to improve racial diversity. 
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5. Training  
 
Training equips the church in its ongoing work of eliminating structural and institutional 
prejudice and establishing equitable and just processes at every level. It helps change the 
culture of the church from one that was systemically racist to one in which all people are 
celebrated and affirmed as having been made in the image of God.     
 
On Mentoring and Training  
 
From Lament to Action calls for all Diocesan Bishops, as part of their ongoing training, to 
participate in ‘reverse mentoring’ with a UKME/GMH clergy/lay person from a different 
diocese who already serves as a mentor.  
 
5.1  We recommend that each member of senior diocesan staff, including Bishops, 

Archdeacons, the Diocesan Secretary and the Dean, as part of their ongoing training, 
participate in regular mentoring meetings with a UKME/GMH clergyperson/lay 
leader. 

 
Providing both online and in-person/in-depth facilitated learning programmes is foundational 
in effecting lasting change and embedding anti-racism practice at all levels.   
 
5.2 In line with the recommendations in Lament into Action, the Diocese should 

develop a mandatory three-stage learning programme:  
• Unconscious bias  
• Intercultural awareness (or Cultural Intelligence) 
• Anti-racism learning programme to be delivered over a two-year period with 

a triennial refresher.  
 

A useful precursor to some of this training (and a good values-based resource) can be found 
in the Living in Love and Faith materials on the Pastoral Principles (which are to 
acknowledge prejudice, speak into silence, address ignorance, cast out fear, admit hypocrisy, 
and pay attention to power).  
 
5.3  The Pastoral Principles Course from Living in Love and Faith to be commended 

for use across the diocese in order to begin to address prejudice of all kinds. 
 
 
Training is often about raising awareness. We would therefore urge the diocese to make 
fuller use of the opportunities that exist for promoting intercultural awareness. 
 
5.4 Black History Month should be enthusiastically marked across the diocese and more 

should be made of celebrating diverse saints from UKME/GMH backgrounds (see 
other recommendations under section 8 Communications). 

 
The Racial Justice Task and Finish Group further commends and affirms those 
recommendations in From Lament to Action relating to Diocesan Ministry Officers and 
Theological Education Institutions. 
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6. Education  
 
Education is a key area for the nurturing of Christians and so would play an important role 
in the Church’s fight against racism. The Task Group worked alongside another group which 
was resourced and facilitated by the Diocesan Director of Education, Tim Elbourne.  That 
group brought together Minority Ethnic school leaders in the Diocese and held meetings 
over the same period.  This work is ongoing; some outcomes are coming to fruition and are 
reported here, others will take a little more time to mature. 
 
On Primary and Secondary Education  
 
Training has been offered on Anti-Racist RE (with more planned for Autumn 2021). A 
resource for Key Stage 2 which includes worship materials; Who is My Neighbour? is 
almost complete. It is intended to gradually extend these strands across the whole 
curriculum. The Diocesan Education Department are also working with regional colleagues 
to develop a school Accreditation for the Celebration of Diversity in line with the Church’s 
Pastoral Principles. The Church School Leadership Course, starting in September, will 
include a module on Diversity and Justice. The Leaders Conference in October 2021, 
Singing a New Song, will include this as a key focus. 
 
 
6.1 Develop content and curriculum that speaks to the concerns regarding racial justice; 

resources for school assemblies that address questions of racial justice, to be 
delivered in all C of E primary and secondary schools. 

 
6.2 To launch an Association in Autumn 2021 for Minority Ethnic teachers and school 

leaders.  A Statement of intent has been prepared reflecting the four strands of the 
CofE Vision for Education: Educating for wisdom, knowledge and skills; Educating for 
hope and aspiration Educating for community and living well together; Educating for 
dignity and respect. 

 
One of the purposes of the Association will be to offer mentoring, shadowing and support 
for Minority Ethnic teachers and governors as well as to encourage more people into 
leadership. This will be a key response to the challenge in From Lament to Action to ‘Make 
governing boards, teaching staff and student population more inclusive to reflect racial 
diversity’. However, this must not just be left to the new Association: it will be a key action 
point for the Diocesan Board of Education. The DBE Reflection Day in the spring began this 
process. 
 
6.3 Develop a comprehensive approach to staff development and recruitment in 

leadership roles within Church of England schools, academies and diocesan teams 
which ensures educational leadership is more representative of the racial diversity in 
modern Britain. This should include mentoring programmes and shadowing 
opportunities to ensure more UKME/GMH teachers, leaders and governors are 
encouraged and given opportunity to flourish through professional development for 
such roles. 
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7. Statistics  
 
The collection and use of statistics on ethnicity by the Church of England, including within 
our Diocese, is an area of weakness.  That usually means that there is not the solid 
information needed to take the systemic action necessary, such as identifying how Minority 
Ethnic clergy progress through the pipeline.  This is the issue addressed in this workstream.   
 
Recommendations:  
 
7.1 Focus initially on one particular point in the pipeline, the appointment of clergy to 

senior parish posts within the diocese, defined as team rector or appointment to 
other senior parish post, usually a larger church, that might reasonably be 
considered as a promotion. 

7.2 Ask Archdeacons to compile a list of the senior parish posts in their Archdeaconry 
and to combine that information with information on rector posts. 

7.3 Ask the diocesan office to provide data on the number of times such posts had 
become vacant in the past 3 years (2018,19,20), how many people applied and their 
ethnicity (This could be done by area e.g. Newham vs. Essex to show what is 
happening in our two very different areas) 

7.4 Ask the diocesan office to provide data on clergy ethnicity overall. We should also 
seek to improve our understanding of why people don't want to provide certain data 
and how we could improve our approach to collecting data before trying to 
persuade people about the importance of data collection. 

7.5 Compare applications by Minority Ethnic clergy for senior parish posts with overall 
numbers of Minority Ethnic clergy to substantiate, (or otherwise) the feeling that this 
may be a part of the pipeline where issues occur. If this data collection exercise is 
successful similar work would be done on other parts of the pipeline. We will need 
to make sure that ethnic minority individuals are involved in any interpretation of the 
data. 

7.6 If the data collection exercises confirm that there has been “pipeline blockage”, then 
appropriate mentoring and support for clergy should be set up to address it and  
very clear messaging should be done in the Diocese to show its ambition in relation 
to diversity. 
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8. Communication  
 
Good communication within the Diocese and with the wider world is essential if the fight against 
racism is to make progress.  This workstream considered what would be an effective communication 
strategy on this issue and what type of resources will be helpful in raising awareness, generating 
curiosity of and celebrating our shared and diverse heritage and culture.  Consideration was given to 
the fact that differences within the demography of the intended audience might necessitate different 
approaches and emphasis.  The work of the Diocese’s Communication team is felt to be crucial in 
this area 
 

8.1 Set minimum standards for accessibility of all diocesan communications / publications 
/ resources in terms of content, mode of communication, sensitive and inclusive 
language; encourage use of native languages to make information more accessible 
whilst celebrating the diversity; encourage and build confidence in the use of 
inclusive language and sensitive terminology without judgement or offence given or 
taken     

 

8.2 Raise awareness through a dedicated Racial Justice page on the diocesan website (to 
break the chain of ignorance that is different to prejudice), with links to newsletters, 
books, websites, blogs, articles, podcasts, Churches and places where services are 
held in native languages, etc., encouraging engagement with the resources through 
creative marketing using all possible and available media including social media   

 

8.3 Promote and encourage curiosity in the diversity and shared heritage of the diocese 
– don’t assume everyone knows – through storytelling (similar to National Church 
Everyday Faith campaign), exhibitions, cross-cultural events, activity and achievement 
of integration in local communities, spotlighting professionals (in education, 
healthcare, law, finance, etc.,) Networking Days for young people, cultural 
enrichment events and activity, (per Lament to Action report), involve and use the 
gifts and talents of people at parish /community level  

 

8.4 Produce a Racial Justice Awareness Calendar highlighting events, anniversaries, 
commemorations, celebrations at national, international, regional and parish level, 
with Diocesan support from Bishops and Archdeacons [e.g. Racial Justice Sunday in 
February per Lament to Action report; expand on Black History Month by highlighting 
achievements of lesser-known key figures like Mary Seacole, Lilian Bader, Malorie 
Blackman, Ignatius Sancho, Olaudah Equiano, Paul Stephenson], make more of 
‘celebrating the saints’ highlighting those of global majority heritage (to overcome 
the innate assumption they are all white!)  
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8.5 Be proactive in assessing progress with Racial Justice initiatives through a listening 
campaign supported by communication at parish level, to all in the diocese not just 
clergy, LLM, PCC/Synod members etc (this is about not just saying we listen but 
showing we listen backed up with evidence of action from listening), and reporting 
back whilst being bold in admitting errors or failures and changing approach when 
needed 

 
8.6 Develop, promote and encourage all across the diocese to sign up to a Racial Justice 

charter, based around the LLF Pastoral Principles.  
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9. Advocacy beyond the Church  
 
We recognise that we must look forward to justice, not backwards to revenge.  We are 
motivated by love and compassion, not anger.  This workstream is focused on what the 
church can say regarding the issue of racism to the wider society.  However, we would like 
to highlight that ‘saying’ is as much in action as in words. 
 
9.1 Speak out against racial injustice, using opportunities such as Racial Justice Sunday 

9.2 Share the vision of how the world could or should be and how faith leads to hope 
which will then lead to action and change, using various media and opportunities. 

9.3 Engage with secular authorities and other powers outside the church to bring about 
change.  Bearing in mind that today, the distribution of power is much wider than 
just government.  The church must look beyond to media, business, international 
institutions etc. The church needs to engage and form positive relationships focused 
on tackling racism with other places of power. 

9.4 Network with others to raise the church’s profile in racial advocacy and provide a 
larger group of people calling for change. 

9.5 Build a greater understanding of the issues within communities; talk, listen to and 
work with different communities to understand their stories and perspectives.  This 
would entail providing a safe space for Minority Ethnic people to tell their stories 
and feel they have been heard. 

9.6 Model an alternative to other establishments through highlighting positive action for 
change within the Church of England or the Diocese.  For example, the cathedral as 
“mother church” can be intentional about embodying racial justice in its own 
liturgies, preaching, social outreach, education and training, and its policies and 
procedures. 
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10. Life after CMEAC 
Lament to Action proposed the replacement of CMEAC in its current form, replacing it 
with a body which acts as a standing committee of the Archbishops’ Council, whose Chair is 
co-opted on to the Council by the Archbishops. 

10.1 To encourage and resource the setting up of a Diocesan AMEN (Anglican Minority 
Ethnic Network) group that will be independent of the diocese so as to be a prophetic 
voice to us and to the wider world. 
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11. Monuments, Memorials and other 
Artifacts Connected to Slavery 
 

There is a strong connection between the Trans-Atlantic Slave trade and racism.  As a 
result, no serious attempt to combat racism can ignore the visible signs of the slave trade 
such as monuments and artifacts and the message they give to us today.  The Racial Justice 
Task and Finish Group endorses work done in this area by the Church Buildings Council 
and Cathedral Fabric Commission for England.  We commend their report Contested 
Heritage in Cathedrals and Churches produced in May 2021 as providing a good practical 
framework for churches considering what action to take on any monument, memorial or 
other physical artifact in its premises.  Whilst that report does not try to preempt every 
scenario, the framework it provides is widely appliable.   

We would like to highlight the following points from that report to churches in the Diocese: 

1, The Theological Context 

• The first consideration must be that the church is a place of Christian worship.  No 
artefact should be allowed to hinder worship and the work of the church in any way. 

2. Locally Based Decision 

• The decision making should be local but take account of the framework provided by 
the national church. 
 

3. The Participation of Affected People 

• Effort should be made to ensure that a wide section of people are consulted even if 
it means reaching out to those not represented in the church.  For artefacts 
associated with slavery, it is particularly important that Black people are consulted. 

4. Do Something 

• Any church with a significant artifact relating to slavery should endeavour to go 
through a process of deciding what to do.  The Contested Heritage report provides a 
good range of outcomes.  What should be avoided is “No Action,” i.e., to not go 
through the process of decision making in the first place.  This should also be done 
in a timely manner. 
 

5. Support from the Diocese 

• The Diocese should provide a place/people to provide support to churches on this 
journey. 
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The overarching goal is well summed up in the introduction to the Contested Heritage 
report:  

This work supports the mission of the Church by helping churches to be places of 
welcome and solace for all people. At its heart is the fourth Mark of Mission, which 
enjoins everyone in the Anglican Communion: To transform unjust structures of 
society, to challenge violence of every kind and pursue peace and reconciliation.  

(Contested Heritage, 2021, p.7) 
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12. Summary of Recommendations 
 
What follows is a full set of recommendations from this Task and Finish Group. Some are 
drawn from the recent national report, ‘From Lament to Action’. 
 
As we see it, when the Racial Justice Advisory Panel is established and the resources 
allocated for this work are known, the next task will be: 
 
a) To decide which of the actions should be undertaken immediately and with urgency and 

by whom. 
b) Which actions may take longer to implement but for which planning should start as soon 

as practicable. 
c) Which actions should be remitted to existing diocesan bodies and their officers along 

with clear timelines and accountability mechanisms. 
 
 
1.1  A Racial Justice Officer to be appointed who will have primary responsibility for 

managing and reporting concerns about racism within the Diocese and, working with 
the Racial Justice Panel, put into place procedures for combating racism within the 
Diocesan structure.  

 
2.1 All complaints of racial discrimination to be referred to the Diocesan Racial Justice 

Advisory Panel who can ensure that the complaint is fully investigated. 
 
2.2 The Diocesan anti-bullying and harassment policy, Getting on Together be updated 

and revised in order to make more explicit mention of racially motivated bullying 
and harassment.  

 
2.3 The information on Harassment Advisers be updated on the Diocesan Website and 

further Advisers recruited and trained. 
 
2.4  Training for Harassment Advisers to specifically include anti-racism training 
 
2.5 The Diocesan Racial Justice Advisory Panel to be informed immediately of any  

incidents of racially motivated bullying and harassment. 
 
2.6  The Diocesan Website HomePage and other church HomePages to include a button 

and link to reporting racially motivated behaviour. 

3.1 The establishment of a Diocesan Racial Justice Advisory Panel. 

4.1 To put in place measures that promote UKME/GMH inclusion on appointment and 
development etc. and to bring those measures together under a dedicated 
programme whose implementation would be monitored though a new Racial Justice 
Advisory Panel. 

 
These measures would include: 
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• working to increase the number of UKME/GMH people holding Diocesan 
recognised offices 

 
• providing opportunities to participate in training, career development, and 

leadership programs. 
 

• encouraging participation of UKME/GMH people in Church of England 
sponsored programs and activities. 

 
• Providing UKME/GMH people with a network of professional support and 

mentoring. 
 

• helping raise the awareness these issues among staff in the Diocese.  
 
4.2 Mitigate against the effect of Unconscious Bias in appointments such as by 

anonymising applications at the early stages of the recruitment process. 
 
4.3 Replace Chelmsford CMEAC with a new Racial Justice Advisory Panel which will 

oversee the work of racial justice in the Diocese and specifically the current Action 
Plan. The Chair of the Panel to sit as a member of Bishops’ Council. 

 
4.4 To draw up a plan, noting process, procedures, and policies, to increase 

representation and participation of UKME/GMH people to at least 15% at all levels 
of governance structures by 2030 (from Diocesan Synod to PCCs). 

 
4.5 Incentivise efforts towards diversity and hold people accountable for how they 

operate, such as by getting them to write a report to explain what effort is being 
made. 

  
4.6 To provide additional mentoring and other forms of support to UKME/GMH curates 

and giving specialized training to their incumbents. 
    
4.7 To have a third person shadow a UKME/GMH curate and their Training Incumbent 

during their training. 
 
4.8 Providing UKME/GMH people who are rejected or feel impeded by their warden of 

ordinands or incumbent with an alternative person to work with. 
 
4.9 Alongside the complaints process (covered in sections 2 and 3), establish a safe 

space for ongoing conversation and chance for the story of UK Minority Ethnic 
people to be heard, in order to facilitate reconciliation. 

 
5.1  We recommend that each member of senior diocesan staff, including Bishops, 

Archdeacons, the Diocesan Secretary and the Dean, as part of their ongoing training, 
participate in regular mentoring meetings with a UKME/GMH clergyperson/lay 
leader. 
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5.2 In line with the recommendations in Lament into Action, the Diocese should 
develop a mandatory three-stage learning programme:  

• Unconscious bias  
• Intercultural awareness (or Cultural Intelligence) 
• Anti-racism learning programme to be delivered over a two-year period with 

a triennial refresher.  
 

5.3  The Pastoral Principles Course from Living in Love and Faith to be commended 
for use across the diocese in order to begin to address prejudice of all kinds. 

 
5.4 Black History Month should be enthusiastically marked across the diocese and more 

should be made of celebrating diverse saints from UKME/GMH backgrounds (see 
other recommendations under section 8 Communications). 

 
6.1 Develop content and curriculum that speaks to the concerns regarding racial justice; 

resources for school assemblies that address questions of racial justice, to be 
delivered in all C of E primary and secondary schools. 

 
6.2 To launch an Association in Autumn 2021 for Minority Ethnic teachers and school 

leaders.  A Statement of intent has been prepared reflecting the four strands of the 
CofE Vision for Education: Educating for wisdom, knowledge and skills; Educating for 
hope and aspiration Educating for community and living well together; Educating for 
dignity and respect. 

 
6.3 Develop a comprehensive approach to staff development and recruitment in 

leadership roles within Church of England schools, academies and diocesan teams 
which ensures educational leadership is more representative of the racial diversity in 
modern Britain. This should include mentoring programmes and shadowing 
opportunities to ensure more UKME/GMH teachers, leaders and governors are 
encouraged and given opportunity to flourish through professional development for 
such roles. 

 
7.1 Focus initially on one particular point in the pipeline, the appointment of clergy to 

senior parish posts within the diocese, defined as team rector or appointment to 
other senior parish post, usually a larger church, that might reasonably be 
considered as a promotion. 

7.2 Ask Archdeacons to compile a list of the senior parish posts in their Archdeaconry 
and to combine that information with information on rector posts. 

7.3 Ask the diocesan office to provide data on the number of times such posts had 
become vacant in the past 3 years (2018,19,20), how many people applied and their 
ethnicity (This could be done by area e.g. Newham vs. Essex to show what is 
happening in our two very different areas) 

7.4 Ask the diocesan office to provide data on clergy ethnicity overall. We should also 
seek to improve our understanding of why people don't want to provide certain data 
and how we could improve our approach to collecting data before trying to 
persuade people about the importance of data collection. 
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7.5 Compare applications by Minority Ethnic clergy for senior parish posts with overall 
numbers of Minority Ethnic clergy to substantiate, (or otherwise) the feeling that this 
may be a part of the pipeline where issues occur. If this data collection exercise is 
successful similar work would be done on other parts of the pipeline. We will need 
to make sure that ethnic minority individuals are involved in any interpretation of the 
data. 

7.6 If the data collection exercises confirm that there has been “pipeline blockage”, then 
appropriate mentoring and support for clergy should be set up to address it and very 
clear messaging should be done in the Diocese to show its ambition in relation to 
diversity. 

8.1 Set minimum standards for accessibility of all diocesan communications / publications 
/ resources in terms of content, mode of communication, sensitive and inclusive 
language; encourage use of native languages to make information more accessible 
whilst celebrating the diversity; encourage and build confidence in the use of 
inclusive language and sensitive terminology without judgement or offence given or 
taken     

8.2 Raise awareness through a dedicated Racial Justice page on the diocesan website (to 
break the chain of ignorance that is different to prejudice), with links to newsletters, 
books, websites, blogs, articles, podcasts, Churches and places where services are 
held in native languages, etc., encouraging engagement with the resources through 
creative marketing using all possible and available media including social media   

8.3 Promote and encourage curiosity in the diversity and shared heritage of the diocese 
– don’t assume everyone knows – through storytelling (similar to National Church 
Everyday Faith campaign), exhibitions, cross-cultural events, activity and achievement 
of integration in local communities, spotlighting professionals (in education, 
healthcare, law, finance, etc.,) Networking Days for young people, cultural 
enrichment events and activity, (per Lament to Action report), involve and use the 
gifts and talents of people at parish /community level  

8.4 Produce a Racial Justice Awareness Calendar highlighting events, anniversaries, 
commemorations, celebrations at national, international, regional and parish level, 
with Diocesan support from Bishops and Archdeacons [e.g. Racial Justice Sunday in 
February per Lament to Action report; expand on Black History Month by highlighting 
achievements of lesser-known key figures like Mary Seacole, Lilian Bader, Malorie 
Blackman, Ignatius Sancho, Olaudah Equiano, Paul Stephenson], make more of 
‘celebrating the saints’ highlighting those of global majority heritage (to overcome 
the innate assumption they are all white!)  

8.5 Be proactive in assessing progress with Racial Justice initiatives through a listening 
campaign supported by communication at parish level, to all in the diocese not just 
clergy, LLM, PCC/Synod members etc (this is about not just saying we listen but 
showing we listen backed up with evidence of action from listening), and reporting 
back whilst being bold in admitting errors or failures and changing approach when 
needed 

8.6 Develop, promote and encourage all across the diocese to sign up to a Racial Justice 
charter, based around the LLF Pastoral Principles. 
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9.1 Speak out against racial injustice, using opportunities such as Racial Justice Sunday 

9.2 Share the vision of how the world could or should be and how faith leads to hope 
which will then lead to action and change, using various media and opportunities. 

9.3 Engage with secular authorities and other powers outside the church to bring about 
change.  Bearing in mind that today, the distribution of power is much wider than 
just government.  The church must look beyond to media, business, international 
institutions etc. The church needs to engage and form positive relationships focused 
on tackling racism with other places of power. 

9.4 Network with others to raise the church’s profile in racial advocacy and provide a 
larger group of people calling for change. 

9.5 Build a greater understanding of the issues within communities; talk, listen to and 
work with different communities to understand their stories and perspectives.  This 
would entail providing a safe space for Minority Ethnic people to tell their stories 
and feel they have been heard. 

9.6 Model an alternative to other establishments through highlighting positive action for 
change within the Church of England or the Diocese.  For example, the cathedral as 
“mother church” can be intentional about embodying racial justice in its own 
liturgies, preaching, social outreach, education and training, and its policies and 
procedures. 

10.1 To encourage and resource the setting up of a Diocesan AMEN (Anglican Minority 
Ethnic Network) group that will be independent of the diocese so as to be a 
prophetic voice to us and to the wider world. 

 

 
 



 

Chelmsford Diocesan Board of Finance 

Role Description 
 

Job Title: Racial Justice Officer  
 
Reports to: Diocesan Bishop 
 
  

Purpose Statement 

Chelmsford Diocese seeks be a leading example in the way it conducts itself in the 
systematic treatment of all people.  This is part of the diocesan response to world-wide 
events and acknowledging the challenges our sisters and brothers of UK Minority Ethnic / 
Global Majority Heritage (UKME/GMH) backgrounds have faced historically and still face 
currently on a daily basis.   
 

Reporting Structure 

The line management relationship is with the Diocesan Bishop, although there will be 
reporting lines into the Racial Justice Advisory Panel, the CEO & Diocesan Secretary. 
 

Nature and Scope 

The Diocese of Chelmsford is vibrant and growing with a diverse population of over 3 
million people and 466 parishes across Essex, the unitary authorities of Southend and 
Thurrock, and five East London Boroughs.  All our parishes are separate and independent 
charities.  The Chelmsford Diocesan Board of Finance (CDBF) is the charity that manages 
the affairs of the diocese and supports parishes, schools, and church leaders in their ministry.  
 
As we seek to become a Transforming Presence in every community it is our hope and prayer 
that this role takes an instrumental place in bringing about cultural, structural and strategic 
shifts to combat racism in the Diocese of Chelmsford and our communities at large.  Also, 
to enable us to live out the Fourth Mark of Mission: To transform unjust structures of 
society, to challenge violence of every kind and pursue peace and reconciliation. 
 

Principal Accountabilities 

 
1. Working with others within the Diocese to create an environment that is positive 

towards ethnic diversity.  
 

2. Play a lead role in developing and establishing the Diocese’s approach to ethnic 
diversity, inclusion, and equity.  
 

3. Manage cases of poor practice and abuse reported throughout the Diocese – 
including a system to record cases and monitor outcomes (similar to the systems 
managed by the Diocesan Safeguarding Unit). 
 

4. Manage referrals to the Racial Justice Advisory Panel.  
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5. Be the central point of contact for internal and external individuals and agencies on 
racism, ethnic diversity and inclusion. 
 

6. Represent the Diocese at external meetings related to racism, ethnic diversity and 
inclusion.  
 

7. Assist with the dissemination of relevant policy, procedures and resources 
throughout the Diocese.  
 

8. Provide confidential advice and support to Departmental Heads and Senior Clergy in 
the Diocese on issues related to racism, ethnic diversity and inclusion.  
 

9. Advise on the Diocese’s training needs and the development of its training strategy; 
provide training where appropriate.  
 

10. To contribute to develop the knowledge, skills and understanding of Diocesan 
employees, office holders, members of PCC and the wider community on racism, 
ethnic diversity and inclusion.  
 

11. Work with the Racial Justice Advisory Panel in maintaining and reviewing the 
Diocese’s implementation plan for racial justice.  
 

12. Foster strong and appropriate links externally, specifically links with relevant 
community groups, other charities, and organisations to capture and share learning 
and best practices. 
 

13. Remain up to date with legislation and case law and undertake research when 
relevant, so that advice given is in accordance with latest legislation and case law. 
 

14. Draft relevant reports on findings and statistics to contribute to the Racial Justice 
Advisory Panel development of strategic plans.  
 

15. Ensure good standards on ethnic diversity and inclusion are met and maintained.    
 

Key Relationships 

• Bishops, Archdeacons, CEO & Diocesan Secretary and Dean of Mission, Ministry and 
Education.  

• Racial Justice Advisory Panel 
• HR Department 
• Regional Diocesan Offices (Bishop’s and Archdeacon’s) 
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Person Specification 

This role is open to a lay or ordained person. 
 
Essential: 

• Educated to degree level or equivalent  
• A desire to serve the church in the Diocese of Chelmsford and passionate about 

enabling cultural change. 
• Demonstrated experience of communicating and promoting racial equality and 

inclusion in the workplace. 
• Enabling organisational change and embedding these changes firmly in an organisation, 

either on a small or large scale. 
• Excellent interpersonal skills – with ability to handle sensitive situations with tact and 

diplomacy and maintain confidentiality. 
• Strong influencing skills, with the ability to bring order to complex situations and find 

innovative ways of solving or pre-empting problems. 
• Practical attitude with a strong record of organisational skills and self-motivation in 

the workplace. 
• Ability to think strategically and act pragmatically; able to produce plans and deliver 

results without losing sight of the strategic context. 
• Strong written and verbal communication skills 

Desirable: 
• Understanding of the organisational structure, breadth and dynamics of the Church 

of England. 
• Experience of successfully dealing with grievance and disciplinary issues from a 

management or supporting point of view. 
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Outline of terms and conditions 

 
 
Responsible to: Diocesan Bishop  
 
Salary:  TBC (within capacity funding) 
 
Hours: This is a part time role based on a 35 hour working week, but the 

postholder may be required to work additional hours as to meet the 
reasonable requirements of the role.  The normal office hours are 09.00 to 
17.00, Monday to Friday.  The post holder will be entitled to time off in lieu 
for attending meetings outside office hours. 
 
Location: The post holder will be based at the Diocesan Office in 
Chelmsford (53 New Street, Chelmsford, CM1 1AT).  The nature of the role 
requires regular travel around the diocese, and sometimes beyond.   

 
Pension: Enrolment in the Church Workers’ defined contribution scheme (a non-

contributory scheme with an 11% contribution by the Board) 
 
Annual leave:  Twenty-five days plus public holidays 
 
Contract term:  3 years – subject to 6 months successful probation 
 
Notice period: 3 months 
 
Expenses:  Working expenses are paid at the Diocesan rates. 
 
Office base: Diocesan Office, 53 New Street, Chelmsford CM1 1AT.   
 
Contract: The contract of employment will be with the Chelmsford Diocesan Board of 

Finance.  
 
Right to work: The post-holder must have the right to reside and work in the UK. 
 



PHASE 0 PHASE 3 PHASE 4PHASE 2PHASE 1

Consider implications for 
the Diocese of Racial 
Injustice 

OBJECTIVE

DELIVERABLES

ACTIVITIES
• Racial Justice Task & 

Finish Group formed 

• Recommendation Report

Transparency in Reporting & 
Handling of Race/Ethnicity 
related Complaints

• Recruitment of officer & 
panel

• Review of Discrimination 
& Antibullying / 
Harassment policies

• Review of current data

• Connect with other 
dioceses

• Development/Refresh of 
training for Harassment 
Advisors

• Review of urgent cases

• Safe spaces

• Appointment of Racial 
Justice Officer

• Appointment of Advisory 
Panel

• Robust Policies
• Detailed plans for Phase 

2 for five work streams

Roll out of 
Recommendations

• Training of Harassment 
Advisors

• Development of Website 
& reporting tools

• Development of 
measures that promote 
UKME/GMH inc systems 
and working practices

• Full roll out of Education 
Team programme

• Recruitment & 
development 

• Commence initial 
training  - Diocese wide

• Training plan & resources
• Robust recruitment & 

staff development plans
• Resources for wider 

diocese use
• Feedback & review from 

initial initiatives

UKME/GMH Inclusion

• Continued training –
Diocese wide 

• Continued governance

• Mentoring & Coaching

• Support in the workplace

• Advocacy beyond the 
Church

Wider Learning

• Review what we have 
learned and new ways of 
working to improve 
other areas of diversity 
across the Diocese and 
beyond

• Ensure we embed into 
our culture our values of 
one church for all and 
that we continue to 
review and monitor and 
learn 

• Continues Feedback & 
review and revise cycle 
to ensure we have a 
culture of one church for 
all

High Level Road Map to Racial Justice – Oct 2021

Underpinned by strong governance and clear communication

2 to 3 years (minimum)



  DS(2021)10 

1 

 

DIOCESAN SYNOD 

 

Title: BUDGET FOR 2022  

Author: CEO AND DIOCESAN SECRETARY 

Date: 20 NOVEMBER 2021  

_________________________________________________________________ 

 
 

1. INTRODUCTION 

 

This report introduces the proposed General Fund budget for 2022 for Synod’s 

approval. 

 

 

2. BACKGROUND AND CURRENT FINANCIAL CONTEXT 

 

The General Fund has been in deficit for the last few years, as Parish Share payments 

fell short of the allocation requested. This was exacerbated by the Covid-19 pandemic. 

National Church funding continues to decrease year by year as transition funding 

reduces after the Darlow formula was withdrawn.  

 

The 2021 budget was for a deficit of £3.5m in the General Fund, including a Parish 

Share shortfall of £3.0m. Outturn is forecast to be a deficit between £0m and £1.0m, 

which is considerably better than budget. The improvement is mostly due to two 

items: 

 

• A sustainability grant of £1.0m received from the Archbishops Council. This is 

in addition to the £1.0m grant received in 2020. Both grants were made to 

support the Diocese mitigate the financial impact of Parish Share shortfalls 

during the Covid-19 pandemic. It is expected that no further grants will be 

available in future years. 

 

• An allocation of £0.6m from the City Churches Fund grant to support stipend 

costs in the relevant 5 London boroughs. This was made possible because of an 

unexpected doubling of the grant received in 2021. Some funds have also been 

allocated in the 2022 budget (see below). 

 

If the 2021 outturn follows the current forecast this represents significant good news 

for the Diocese. However, the ongoing position remains an annual deficit, so a 

sustainable position has not yet been achieved. 

 

Due to the uncertainty caused by Covid-19, recent budgets have been presented to 

Synod in October and November rather than the previous practise of June. It is 

planned that the 2023 budget will return to the previous pattern and be brought to 
Synod in June 2022. 
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3. 2022 BUDGET SUMMARY 

 

A deficit budget of £0.825m is proposed. A summary of the budget is given below. A 

more detailed breakdown is included at the end of this paper. 

 

2022 Budget 2021 Budget Change
£'000 £'000 %

INCOME
Parish Share Allocation 15,975 16,764  (4.7)%
Less share shortfall (2,000) (3,000)  (33.3)%

13,975 13,764 1.5 %
Mutual Support Fund 5,480 4,426 23.8 %
Income mitigating shortfall 1,175 0 
Total Income 20,630 18,190 13.4 %

EXPENDITURE
Current Ministry Costs 13,061 13,556  (3.7)%
Future Ministry & Curates 4,432 4,267 3.9 %
Services to Parishes 2,396 2,347 2.1 %
Other costs 1,567 1,516 3.3 %
Gross Expenditure 21,455 21,686  (1.1)%

Surplus / (deficit) (825) (3,496)  (76.4)%
 

 

 

4. INCOME AND THE MUTUAL SUPPORT FUND 

 

Parish Share 

The main source of income remains the generosity of individuals and parishes through 

Share. Recognising the ongoing impact on parishes of Covid-19, and due to an increase 

in the Mutual Support Fund (see below), it is proposed that the budget Share income 

for 2022 is £15.975m. This is 4.7% lower than in 2021. 

 

Parish Share shortfall has been estimated at £2.0m for 2022. This is lower than the 

£3.0m included in the 2021 budget and reflects the expectation that parish finances 

may begin to recover from the Covid-19 pandemic. Share payments are showing early 

signs of a modest improvement in recent months, and it is hoped that a lower Parish 

Share allocation may also lead to lower shortfall. It is acknowledged that the level of 

uncertainty remains high, and the Finance team continues to actively monitor shortfall. 

 

Mutual Support Fund 

The main sources of income for the Mutual Support Fund (MSF) are National Church 

support and Diocesan Investment income. The MSF reduces the amount of Share 

requested from parishes.  

 

For 2022, £5.5m of funds are budgeted to be available to reduce the request made to 

parishes. This is £1.0m more than in 2021. Three changes require comment: 

 

• Investment income available to the MSF has increased by £1.1m. This is because 

of the adoption of a new accounting policy, Total Return Accounting, which 
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allows more support to be drawn from the Stipends Endowment fund whilst 

ensuring the capital value of the fund remains protected from inflation. The 

increase also reflects recent and anticipated house sales, where proceeds are 

invested, with investment returns available to reduce the Parish Share request. 

 

• £0.7m has been allocated from the City Churches Fund grant to support 

stipend costs in the relevant 5 London boroughs. This, together with an 

allocation of £0.6m for the 2021 year, were made possible because of an 

unexpected doubling of the grant received in 2021.  

 

• Vacant posts support has reduced, reflecting the fact that fewer of the budgeted 

parochial stipendiary posts are in vacancy than in previous years. 

 

 

 

2022 Budget 2021 Budget Change
£'000 £'000 %

MUTUAL SUPPORT FUND
National Church Support Transition 991 1,190  (16.7)%
National Church Deprived Communities 836 808 3.4 %
City Churches Fund support 700 0 
Diocesan Support from Investment income 2,094 970 115.9 %
Share Shortfall Provision* 0 (100)  (100.0)%
Income from Statutory Fees (net) 366 425  (13.8)%
   less Fee Credit (215) (408)  (47.4)%
Vacant posts 708 1,541  (54.1)%
Mutual Support Fund Total 5,480 4,426 23.8 %

*Nil for 2022 as included within Share Shortfall Forecast of £2.0m  
 

 

Income mitigating shortfall 

In previous years there has been no provision to fund (or repay) the shortfall of Parish 

Share payments. Each year any shortfall reduced the balance left in the General Fund, 

which is now so low that it is almost totally exhausted.  

 

Within the 2022 budget, a proportion of the additional Investment income (£1.1m, 

achieved through the adoption of Total Return Accounting) is set aside to mitigate any 

shortfall. Since there is considerable financial pressure on parishes, it was thought more 
important to allocate the majority of Investment income (£2.1m) to the Mutual Support 

Fund.  

 

The difference between the anticipated Share shortfall, £2.0m, and the Investment 

income set aside to mitigate this, £1.175m, results in the budget deficit of £0.825m.  In 

future years it is hoped that Investment income will increase, and Share shortfall 

decrease, to return the Diocese to a surplus budget. 

 

 

5. EXPENDITURE 

 

The 2022 budget includes expenditure of £21.5m, 1.1% lower than the previous year.  
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The majority of expenditure continues to be the direct costs of parochial ministry and 

future ministry training (ordinands and curates). A total of £17.5m is included in the 

budget towards these costs, which is £1.5m more than the Parish Share allocation. 

 

• Parochial stipendiary posts for 2022 have been reduced by 12 to 245 reflecting 

continuing action to move towards our 2025 sustainability target.  

• The budget also includes an average of 20 House for duty posts, 107 self-

supporting ministers, and 138 Licensed Lay workers. 

• Investment in vocations continues, with an average of 53.5 stipendiary curates 

during 2022 (2021: 53.0), and 12 new stipendiary curates anticipated in the year. 

• Stipends and salaries are budgeted to increase by 1% in 2022, from April and 

July respectively. 

• The budget includes the 1.25% increase in Employer’s National Insurance. 

• No change has been included in the rates of pension contributions. A triennial 

review of the Clergy pension scheme is underway, but any change in 

contribution rates is not anticipated until 2023. 

• Clergy housing repairs have suffered from price inflation, with the cost per 
house increasing by 1.9%. House sales have reduced the costs of maintenance 

overall, from £2.0m in 2021 to £1.9m in 2022. 

• Services to Mission and Ministry Units, and Other Expenditure have increased 

by 2.0% and 3.4% respectively. The increases reflect 1% salary and 1.25% 

National Insurance increases. 

• Diocesan office and Area Team costs continue to be subject to scrutiny. An 

application has been made to the Archbishops Council for a Strategic Capacity 
grant which, if received, will assist in upgrading IT systems and processes in the 

HR, Finance and Property teams to improve the quality of service for parishes 

and to ensure sufficient capacity to deliver the Action Plan (see below). 

 

 

6. 2022 PARISH SHARE ALLOCATION 

 

The Share allocation for 2022 has been calculated using the approved model. The 

methodology is consistent with previous years, except in one regard: The transitional 

arrangement of a 2-2.5% cap, which was in place as a for benefices not yet in an MMU 

(or which were in an MMU but opted to be assessed under the benefice model) has 

been removed from the 2022 allocation calculations. This removes a compounding 

unfairness of treatment between benefices using the MMU model and those using the 

benefices model, where the latter were receiving more subsidy from the mutual 

support fund than the former.  

 

Share allocation for 2022 is £16.478m, 5.0% lower than in 2021. Share allocation is 

higher than budget because the current number of parochial stipendiary posts (257) is 

higher than the budgeted average for next year (245). The difference reflects an 

expectation that posts will reduce over the course of 2022 as the diocese continues to 

work towards sustainability. The increase in share assessment is passed back to 

parishes as an increase in the mutual support fund. 

 

On average, the 2022 share allocation per parochial stipendiary post is 0.3% lower than 

2021. However individual calculations will vary, with some increasing and some 

decreasing by different amounts, reflecting local circumstances reflected through the 

approved Share scheme.  
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7. FUTURE SHARE SCHEME 

 

A consultation is currently underway regarding a future Share scheme from 2023 

onwards.  Over 600 participants have registered to attend. 

 
After six webinar sessions, the consultation will conclude with a survey based on the 

discussion in the webinar sessions sent to all participants. Responses will be collected 

in December, and a report written in January summarising the feedback and 

conclusions. 

 

It is then anticipated that a revised Share Scheme will be outlined to Synod in February 

2022, and a final scheme proposed in June 2022 alongside the budget for 2023. 

 

 

8. ACTION PLAN 

 

The Finance Action Plan was created in 2020 as a response to increasing annual deficits 

which were exacerbated by the Covid-19 pandemic. The plan lays out the steps which 

will be taken to return the Diocese to an annual surplus, and ultimately to avoid 

bankruptcy. The plan has five strands, with several deliverables within each strand. 

They are:  

1. Increase revenue  

2. Reduce costs  

3. Maintain adequate working capital  

4. Strengthen the General Fund  

5. Capacity to deliver the plan  

 

The plan, and progress on completion of the deliverables is monitored at each meeting 

of the Finance Executive. Deliverables are categorised by importance, with the highest 

priority items addressed first. Work is currently progressing at an acceptable rate, with 

the most significant risk to success being the limited capacity of senior staff. 

 

The Action Plan is already bearing fruit in reducing the deficit through measures such as 

the adoption of Total Return accounting, the sale of surplus houses, and closer 

monitoring of spending including staff costs.  

 

 

9. MOTION 

 

Synod is invited to consider the following motion: 

 

‘This Synod 

a) approves the Diocesan Budget for 2022 and the total Share of £15,975,288. 

b) approves the apportionment of the total Share according to the approved Share 

scheme, with a total allocation of £16,477,768, being a 5.0% reduction from the 

previous year.’ 
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CHELMSFORD DIOCESAN BOARD OF FINANCE - GENERAL FUND BUDGET 2022
Budget Budget % Increase/
2021 2022 total (Decrease)

A Direct Costs of Ministry House
Parochial Staff Ministers Inc status SSM Lay for Duty

257.0         No. of People (Stipendiary) 245.0 245.0 
        No. of People (Other) 107.4 137.5 20.0 

£/Inc £/Inc £/SSM £/Lay £/HfD
27,526 Stipend 27,628 

503 Related Costs 490 
2,286 National Insurance 2,454 

10,125 Pension 10,093 
2,360 Council Tax 2,447 2,447 

582 Water Rates 641 641 
398 Insurance 528 528 

6,997 Housing Mgt, Repairs and Improvements 7,134 7,134 
32 DBS Checks 61 61 61 61 

In service training - LLM 0.5 179 
536 In service training - clergy 1.5 520 520 520 

51,346 Cost per incumbent (SSM, Lay, HfD) 51,996 581 240 11,331 

£'000 £'000
13,196 Total Stipendaires 12,739 

273 Total for House of Duty 227 
88 Total for SSM & Lay 95 

13,556 Direct costs of Ministry Total 13,061 81.8%  (3.65)%

B1 Future Ministry Training & Curates
2,595 Direct Costs of Stipendary Title Posts 53.5 2,652 

566 Housing & Appointment 623 
1,008 Pre-Ordination (Inc DDO & St Mellitus) 2.1 1,008 

34 Direct Costs of SSM Title Posts 35 
64 Lay Training & Discipleship 0.5 114 

4,267 Future Ministry Training & Curates Total 4,432 27.7% 3.87%

B2 Services to Mission & Ministry Units
406 Area Teams Staff & Expenses 6.4 363 
739 Archdeacons (plus Area Bishops' Houses) 7.0 822 
73 Area Deans and other parish support 99 

200 Parish Legal & Church Building Services 134 
132 Education (Net Cost) 78 
165 Children & Youth Work 160 
81 DAC 113 
69 Parish Finance 18 

248 Safeguarding Services to Parishes 278 
195 Diocesan & Bishop's Advisors 2.0 215 
39 Chaplaincy & Partnerships 116 

2,347 Services to Mission & Ministry Units Total 2,396 15.0% 2.07%

B3 Other Expenditure
677 Diocesan Services 690 
167 Communications 174 
58 Finance & Governance Costs 100 

682 National Church 663 
50 Contingency 50 

(118) Trading & Income from other Sources (110)
1,516 Other Expenditure Total 1,567 9.8% 3.35%

Stipendary Numbers Total 318.4 
21,686 C Total Expenditure 21,455 134.3%  (1.07)%

D Mutual Support Fund
(1,190) National Church Support Transition (991)

(808) National Church Support Deprived Communities (836)
0 City Church Fund Grant used for stipends in 5 London boroughs (700)

100 Share Shortfall Provision
(970) Investment Income (supporting Parish Share) (2,094)
(500) Income from Statutory Fees (548)

75     less Parochial Fees Paid 182
408     less Fee Credits to Parishes 215

(1,541) Vacant Posts (708)
(4,426) Mutual Support Fund Total (5,480)  (34.3)% 23.82%

17,260 E Net Expenditure 15,975 100.0%  (7.45)%

(16,764) Share apportionment (15,975)
(496) Total: Income Shortfall if all Share apportionment paid 0

0 Investment Income (supporting Parish Share Shortfall) 1,175
(3,000) Share Shortfall Forecast (2,000)
(3,496) Total General Fund Deficit for the year (825)  (76.40)%
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DIOCESAN SYNOD 

Title: BISHOP’S COUNCIL,  
DIOCESAN MISSION & PASTORAL COMMITTEE 
AND FINANCE COMMITTEE REPORT   

Author: HEAD OF SERVICE DELIVERY 

Date: 3 NOVEMBER 2021 
_________________________________________________________________ 

At every Diocesan Synod there is a bullet point summary of the main business dealt 
with by the Bishop’s Council, Diocesan Mission and Pastoral Committee (DMPC) 
and Finance Committee.  

This paper is only intended to be a summary and covers the period since the last Synod 
meeting, in this case the June 2021 Synod meeting. If members wish to know more 
detail on any particular item they are welcome to contact me.      

July 2021 
Bishop’s Council 

• Approved the direction of travel of the draft report from the Racial Justice
Task and Finish Group.

• Approved the Terms of Reference for the Chelmsford Diocese 2030 Carbon
Neutral Management Board.

• Approved recommendations relating to the Diocesan Synod arising from
feedback from the previous meeting.

• Noted an update on the elections to Diocesan Synod and General Synod.
• Noted an update on forthcoming elections to committees and Synod and

Board positions.

DMPC 
• Approved the commencement of formal consultation on four pieces of

pastoral reorganisation recommended by the AMPCs:
o Union of the benefice of the North Blackwater Parishes and the benefice

of Great Totham and Little Totham and Goldhanger,
o Plurality between the benefice of West Ham, All Saints, the benefice of

Leyton Saint Mary with Saint Edward and Saint Luke, the benefice of
Canning Town, Saint Matthias, in the Diocese of Chelmsford the benefice
of Hackney and the benefice of Saint Leonard with Saint Michael,
Shoreditch in the Diocese of London.

o Union of the benefice of Great Hallingbury with Little Hallingbury the
benefice of Hatfield Broad Oak with Bush End and the benefice of Hatfield
Heath and Sheering,

o Closure of the church of St Andrew in Wickford, in order to potentially
facilitate a redevelopment of the site.

• Approved the suspension of the right of presentation to four benefices,
Leyton All Saints; Great Ilford St Alban; Great Tey with Little Tey and Wakes
Colne and Chappel; Newport with Widdington, Quendon and Rickling.
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• Agreed to recommend the closure the church of St Nicholas in Little 
Wigborough.  

• Agreed to recommend a suitable alternative use for the closed church of St 
Lawrence in Asheldham.   

 
Finance Committee  

• Approved various authorisation changes to reflect recent changes in CDBF 
staff. 

• Approved a change to the investment target for Cazenove, from CPI+3% to 
CPI +4%. 

• Approved recommendations relating to the future of the St Mark’s College 
site. 

• Received an update on the 2022 budget process. 
 
 
November 2021 
Bishop’s Council 

• Agreed to recommend the Racial Justice Task and Finish Group report and 
recommendations to Diocesan Synod.  

• Reflected on the triennium, offering feedback and experiences.  
• Noted the General Synod and Committee election update. 
• Approved appointments to the Cathedral Chapter. 
• Approved appointments of clergy and lay representatives to the CDM Provincial 

Panel.      
 
DMPC 

• Approved the commencement of formal consultation on three pieces of pastoral 
reorganisation recommended by the AMPCs: 
o union of the benefice of the South Rodings, the benefice of Great Canfield with 

High Roding and Aythorpe Roding and the benefice of High Easter with Good 
Easter and Margaret Roding. 

o the removal of the legal effects of consecration and transfer of an area of 
churchyard of the church of St Luke in Tiptree.  

o the union of the benefice of Rawreth and the benefice of Rettendon and 
Hullbridge. 

• Agreed to recommend the closure the church of Holy Trinity in North Fambridge. 
 
Finance Committee  

• Agreed to proceed with proposals for freehold disposal of St Mark’s College in Audley 
End. 

• Agreed to recommend the Budget for 2022 to the Diocesan Synod. 
• Agreed to recommend the Parish Share allocation for 2022. 
• Approved a proposal to purchase and implement a new finance system – Xledger. 
• Approved the adoption of a total return accounting policy.  

 
Synod is asked to NOTE this report.  
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