Section II
GENERAL DENOMINATIONAL GUIDELINES

A.

OUTLINE OF SDA ORGANISATION
1.

LOCAL CHURCH
A specific group of Seventh-day Adventist members meeting in a defined location that has
been granted official status as a Seventh-day Adventist church by the constituency of a local
Conference/Mission in session.

2.

LOCAL CONFERENCE/MISSION/FIELD
A specific group of local churches, within a defined geographic area, that has been granted
official status as a Seventh-day Adventist local Conference/Mission/Field by the constituency of
a Union Conference/Mission in session.

3.

UNION CONFERENCE/MISSION
A specific group of local Conferences/Missions/Fields, within a defined geographic area that
has been granted official status as a Seventh-day Adventist Union Conference/Mission by a
General Conference Session.

4.

GENERAL CONFERENCE
(a)

Largest Unit
The General Conference is the largest unit of organization embracing all Union
Conferences/Missions and other church organisations in all parts of the world.

(b)

Division Sections
As provided by its Constitutions and Bylaws, the General Conference conducts its
work in Division sections. Each Division section operates within a specific territory in
harmony with General Conference policies. A Division section embraces all the local
or Union Conferences/Missions/Fields in its assigned area of the world.

(c)

Highest Organisation
The General Conference is the highest organization in the administration of the worldwide work of the church, and is authorised by its Constitution to create subordinate
organisations to promote specific interests in various sections of the world; it is
therefore understood that all subordinate organisations and institutions throughout
the world will recognise the General Conference in session, as the highest authority,
under God. When differences arise in or between organisations and institutions, on
matters not already addressed in the Constitution and Bylaws, in the policies of the
General Conference, or in its Executive Committee actions at Annual Councils, appeal
to the next higher organisation is proper till it reaches the General Conference in
session, or the General Conference Executive Committee in Annual Council. During
the interim between these sessions, the General Conference Executive Committee
shall constitute the body of final authority on all questions where a difference of
viewpoint may develop, whose decisions shall control on such controversial points, but
whose decision may be reviewed at a session of the General Conference or an Annual
Council of the General Conference Executive Committee. (The scope of such appeals
does not include matters dealing with employment, employee grievance and
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discipline, which are dealt with by the individual employer taking into account
applicable local employment legislation).

B.

LINES OF RESPONSIBILITY
1.

LOCAL CONFERENCES/MISSIONS
Local Conferences/Missions are accountable to the Union Conference/Mission organisation of
which they are a part, and are administered in harmony with the policies which govern the
Union.

2.

UNION CONFERENCES/MISSIONS
Union Conferences/Missions are accountable to the respective Division section of which they
are a part, and are administered in harmony with the operating policies of the General
Conference and of the Division.

3.

INSTITUTIONS
Institutions operated by local Conferences/Missions are accountable to their controlling
organisations; institutions operated by Union Conferences or Missions are accountable to their
respective Unions; general institutions are accountable to their respective Division committee
or to the General Conference committee.

C.

CHURCH MANUAL
1.

STANDARDS AND PRACTICES
The standards and practices of the Church are based upon the principles set forth in the
Church Manual, published by the General Conference. These principles are to be followed in all
matters pertaining to the administration of local churches both within the church and in its
relationship to the higher organisation, the Conference/Mission. No attempt should be made
by any worker to set up standards of membership or to make, or attempt to enforce, rules or
regulations for the church which have not been adopted by the general body of believers and
which are not set forth in the Church Manual.

2.

CHANGES/REVISIONS ONLY BY GC SESSION
The Church Manual may only be changed or revised by the General Conference in session.
Church members desirous of initiating changes to the Manual should refer proposals to and
through the local church board to the Conference or Mission and on to the Union, Division, and
General Conference.

D.

PERSONAL RELATIONS AND ORGANISATIONAL AUTHORITY
1.

UNITY AT WORK
It is important that workers recognise the democratic process whereby mission objectives and
strategic plans are actioned by the constituencies at the various levels of church
administration. In as much as unity in effort is more essential and fruitful in soul-winning than
exact perfection in plans it is important that workers respect these strategic actions and
counsel together with their respective organisation in their implementation.
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2.

APPEAL TO HIGHER ORGANISATION
If a matter of church policy, cannot be satisfactorily resolved at the relevant level of church
administration (ie. Local church, Conference/Mission, or Union Conference) then it may be
appealed to the next unit that has responsibility. (Local church appeals to Conference/Mission
Executives; Conference/Mission appeals to the British Union Conference; British Union
Conference appeals to the Trans-European Division). The church does not expect to resolve
such conflicts through the courts.
The scope of such appeals is limited to internal matters such as membership discipline,
theological interpretation, organisational plans and procedures and does not include areas of
church employment and employee discipline, which are dealt with separately under the
relevant sections of employment contract and applicable employment law.

E.

STATEMENT OF ETHICAL FOUNDATIONS
All employees working for the Seventh-day Adventist Church in the United Kingdom and the Republic of
Ireland are to recognise its mission, responsibilities and mission.
1.

MISSION
This is to proclaim to all peoples the everlasting gospel, in the context of the three angels’
messages of Revelation 14:6-12, leading then to accept Jesus as their personal Saviour, and
encouraging them to unite with His church and prepare for His soon return. Within the scope
of this mission, the British Union Conference exists to lead the Church within its territory in
being a witness for God’s kingdom and in making disciples of Jesus Christ.

Responsibilities:

2.

•

We are responsible first to God, the Creator. Individual and collective actions must
reflect His character and exhibit His love.

•

We are responsible to the communities, in which we work and live, and also to the
world community. We accept the challenge to be exemplary citizens. We support good
works and charities. We encourage civic improvements, a better quality of life, security,
health, and education for all.

•

We are responsible to church members. We accept accountability for sound leadership
decisions and appropriate stewardship.

•

We are responsible to fellow employees. Every individual deserves to be treated with
dignity and respect; to have his or her role and contribution valued and affirmed; to
function in a safe working environment; to experience an atmosphere of challenge,
open communication, and contentment.

VALUES
•

We value the Bible as the primary reference for life’s direction and qualities.

•

We value excellence in all that we do.

•

We value ethical and moral conduct at all times and in all relationships.

•

We value creativity and innovation in the completion of our mission.

•

We value honesty, integrity, and courage as the foundation of all our actions.
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3.

•

We value the trust placed in us by colleagues and by the church membership.

•

We value people as children of God and therefore brothers and sisters of one family.

ETHICAL RESPONSIBILITIES AS EMPLOYER AND CORPORATE CITIZEN
In pursuit of its mission, and while maintaining its responsibilities and adhering to its values,
the British Union Conference operates under the following ethical guidelines:
(a)

Equal Opportunity Employment
In accordance with its beliefs and values the British Union Conference will follow
procedures to ensure equal opportunity of employment, remuneration, and
advancement on the basis of job qualifications and performance.

(b)

Equity, Fairness and Non-discrimination
The British Union Conference will treat all individuals and groups with loving justice.
It will not practice or condone discrimination with regard to race, national origin,
gender, age, marital status, or disability that does not prohibit performance of
essential job functions.

(c)

Compliance with Laws of the Land
The British Union Conference will carry on its activities in compliance with the laws of
the land provided these are not in contradiction of its understanding of biblical
principles.

(d)

Loyalty and Fulfilment of Contractual Obligations
The British Union Conference will fulfil the commitments it has entered into through
authorised channels. Where misunderstandings arise regarding such commitments,
the British Union Conference shall seek to participate with the parties concerned, in
conflict resolution procedures within the organisation before seeking the help of the
wider community.

(e)

Atmosphere of Safety and Happiness
The British Union Conference is committed to providing a work environment that
offers physical safety and security. It also strives to encourage and promote genuine
happiness through the realisation that every employee is valuable and every task, no
matter how routine or unnoticed, is a service to God. The British Union Conference
will continue to integrate worship, work, and celebration in a manner that
acknowledges wholeness in life and relationships.

(f)

Respect for Human Dignity and Individuality
The British Union Conference affirms and respects the uniqueness of every employee.
It recognises that a person’s value surpasses the worth of his or her contribution to
the organisation. It believes that communal harmony and corporate objectives are
enhanced rather than compromised by the broad mosaic of personalities, talents,
skills, and viewpoints dedicated to the honour of Jesus Christ. The British Union
Conference shall strive for communication that is timely, truthful, open, candid, and
kind.
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4.

ETHICAL RESPONSIBILITIES AS EMPLOYEES
Employment in the Seventh-day Adventist Church implies commitment to the organisation’s
mission and concurrence with its responsibilities and values. This includes a recognition that
the employer-employee relationship grows within an atmosphere of mutual regard.
Reasonable service as employees include the following ethical responsibilities:
(a)

Church Message and Mission
While in the employ of the British Union Conference individuals will be sympathetic to
the beliefs and values of the church.

(b)

Respect for Church-owned Assets
They will respect the property of the organisation, including any intellectual property
that is developed in the course of their employment. They will use the property,
facilities and recourses solely for the benefit of the organisation, unless otherwise
permitted.

(c)

Respect for Colleagues
They will respect and uplift their fellow employees. They will refrain from intentionally
placing another in a position of embarrassment, disrespect, or harassment. They will
avoid all behaviour that may be construed as inappropriate. They will honour the
privacy and guard the safety of others.

(d)

Efficiency and Attention on the Job
The hours of employment shall be devoted to the work assignments entrusted to
them.
They will not use the employer’s time for personal business or the
advancement of personal interests unrelated to the work assigned by their
supervisors. They will not deprive their employer by entering into other employment
or activities, which impair their performance for the British Union Conference while on
the job. They will aspire to greater efficiency and the reduction of waste in time,
effort and resources.

(e)

Personal Integrity in Financial Matters
They will not engage in theft or embezzlement of any kind including the misuse of
expense accounts, falsification of time reports, or the misapplication of resources for
which they are responsible.

(f)

Avoiding Inappropriate Influence
They acknowledge that the giving or receiving of gifts of significant value can easily
inject ulterior considerations in their work and employment relationships. Great care
will be exercised in the use of gifts, payments, or honoraria as incentives for a
particular service.

(g)

Maintaining an Ethical Environment in the Workplace
They accept the obligation of maintaining ethical standards in personal life and in the
workplace. They believe it is their personal responsibility to report, through
established confidential channels, any behaviour that is inappropriate or which
undermines the ethical environment of the organisation. They are prepared to be
held accountable by their supervisors and peers for professional conduct representing
the moral and ethical values of the Seventh-day Adventist Church.

General Denominational Guidelines ~ March 2007

B5

F.

CONFLICT OF INTEREST
1.

STATEMENT OF POLICY
All trustees, officers and employees of denominational organisations have a duty to be free
from the influence of any conflicting interest when they represent the organisation in
negotiations or make representations with respect to dealings with third parties, and they are
expected to deal with all persons doing business with the organisation on a basis that is for the
best interest of the organisation without favour or preference to third parties or personal
considerations.
A conflict of interest arises when a trustee, an officer, or an employee of the organisation has
such a substantial personal interest in a transaction or is a party to a transaction that it
reasonably might affect the judgment he exercises on behalf of the organisation. He is to
consider only the interests of the organization, always avoid sharp practices, and faithfully
follow the established policies of the organisation.

2.

CONDITIONS CONSTITUTING CONFLICT
Although it is not feasible in a policy statement to describe all the circumstances and conditions
that might have the potential of being considered as conflicts of interest, the following
situations are considered to have the potential of being in conflict and therefore are to be
avoided:
(a)

Engaging in outside business or employment that permits encroachment on the
denominational organisation’s call for the full services of its employees even though
there may not be any other conflict.

(b)

Engaging in business with or employment by an employer that is in any way
competitive or in conflict with any transaction, activity, or objective of the
organisation.

(c)

Engaging in any business with or employment by a non-denominational employer who
is a supplier of goods or services to the denominational organisation.

(d)

Making use of the fact of employment by the denominational organisation to further
outside business or employment, or associating the denominational organisation or its
prestige with an outside business or employment.

(e)

Owning or leasing any property with knowledge that the denominational organisation
has an active or potential interest therein.

(f)

Lending money to or borrowing money from any third person who is a supplier of
goods or services or a trustee or who is in any fiduciary relationship to the
denominational organisation or is otherwise regularly involved in business transactions
with the denominational organisation.

(g)

Accepting any gratuity, favour, benefit, or gift of greater than nominal value or any
commission or payment of any sort in connection with work for the denominational
organisation other then the compensation agreed upon between the denominational
organisation and the employee.

(h)

Making use of any confidential information acquired through employment by the
denominational organisation for personal profit or advantage, directly or indirectly.
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3.

STATEMENT OF ACCEPTANCE
The chief administrative officer of the organisation concerned shall present a statement of
acceptance of the policy on conflict of interest to denominational administrators and
departmental leaders and to each member of the boards of trustees and all employees of
denominational associations and institutional corporations having responsibility in connection
with the handling of trustee funds, and such statements shall be signed and made available to
the responsible auditors. The board of trustees of such organisations shall be appraised
annually by denominational auditors of inherent exposures to denominational assets. The
method and extent of the use of the statement of acceptance shall be at the discretion of the
Division concerned.

G.

TRUSTEE QUALIFICATIONS
CHARITIES ACT 1992 SECTIONS 45 & 46 ON DISQUALIFICATION
1.

Subject to the following provisions of this section, a person shall be disqualified for being a
charity trustee or trustee for a charity if –
(a)

he has been convicted of any offence involving dishonesty or deception;

(b)

he has been adjudged bankrupt or sequestration of his estate has been awarded and
(in either case) he has not been discharged;

(c)

he has made a composition or arrangement with, or granted a trust deed for, his
creditors and has not been discharged in respect of it;

(d)

he has been removed from the office of charity trustee or trustee for a charity by an
order made:
(i)

by the Commissioners under section 20(1A) (i) of the 1960 Act (power to act
for protection of charities) or under section 20(1) (i) of that Act (as in force
before the commencement of section 8 of this Act), or

(ii)

by the High Court.

on the grounds of any misconduct or mismanagement in the administration of the
charity for which he was responsible or to which he was privy, or which he by his
conduct contributed to or facilitated;

2.

(e)

he has been removed, under section 7 of the Law Reform (miscellaneous Provisions)
(Scotland) Act 1990 (power of Court of Session to deal with management of
charities), from being concerned in the management or control of anybody;

(f)

he is subject to a disqualification order under the Company Directors Disqualification
Act 1986 or to an order made under section 429 (2) (b) of the Insolvency Act 1986
(failure to pay under county court administration order).

In subsection (1) –
(a)

paragraph (a) applies whether the conviction occurred before or after the
commencement of that subsection, but does not apply in relation to any conviction
which is a spent conviction for the purposes of the Rehabilitation of Offenders Act
1974;

(b)

paragraph (b) applies whether the adjudication of bankruptcy or the sequestration
occurred before or after the commencement of that subsection;
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3.

4.

(c)

paragraph (c) applies whether the composition or arrangement was made, or the
trust deed was granted, before or after the commencement of that subsection; and

(d)

paragraphs (d) to (f) apply in relation to orders made and removals effected before or
after the commencement of that subsection.

Where (apart from this subsection) a person is disqualified under subsection (1)(b) for being a
charity trustee or trustee for any charity which is a company, he shall not be so disqualified if
leave has been granted under section 11 of the Company Directors Disqualification Act 1986
(undischarged bankrupts) for him to act as director of the charity; and similarly a person shall
not be disqualified under subsection (1)(f) from being a charity trustee or trustee for such a
charity if(a)

in the case of a person subject to a disqualification order, leave under the order has
been granted for him to act as director of the charity, or

(b)

in the case of a person subject to an order under section 429(2) (b) of the Insolvency
Act 1986, leave has been granted by the court which made the order for him to so
act.

The Commissioners may, on the application of any person disqualified under subsection (1)
waive his disqualification either generally or in relation to a particular charity or a particular
class of charities; but no such waiver may be granted in relation to any charity which is a
company if (a)

(b)
5.

the person concerned is for the time being prohibited, by virtue of –
(i)

a disqualification order under the Company Directors Disqualification Act
1986, or

(ii)

section 11(1) or 12(2) of that Act (undischarged bankrupt; failure to pay
under county court administration order), from acting as director of the
charity; and

leave has not been granted for him to act as director of any other company.

Without prejudice to the generality of section 13 of the Interpretation Act 1978 (anticipatory
exercise of powers), the Commissioners may –
(a)

at any time before the commencement of subsection (1) above, and

(b)

on the application of a person who would be disqualified under that subsection as
from that commencement,

grant that person a waiver under subsection (4) taking effect as from that commencement.
6.

Any waiver under subsection (4) shall be notified in writing to the person concerned.

7.

For the purposes of this section the Commissioners shall keep, in such manner as they think
fit, a register of all persons who have been removed from office as mentioned in subsection
(1)(d) either –
(a)

by an order of the Commissioners made before or after the commencement of
subsection (1), or

(b)

by an order of the High Court made after the commencement of that subsection;
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and where any person is so removed from office by an order of the High Court, the court shall
notify the Commissioners of his removal.
8.

The entries in the registrar kept under subsection (7) shall be available for public inspection in
legible form at all reasonable times.

PERSONS ACTING AS CHARITY TRUSTEES WHILE DISQUALIFIED
1.

2.

Subject to subsection (2), any person who acts as a charity trustee or trustee for a charity
while he is disqualified for being such a trustee by virtue of section 45 shall be guilty of an
offence and liable –
(a)

on summary conviction, to imprisonment for a term not exceeding six months or to a
fine not exceeding the statutory maximum, or both;

(b)

on conviction on indictment, to imprisonment for a term not exceeding two years or
to a fine, or both.

Subsection (1) shall not apply where –
(a)

the charity concerned is a company, and

(b)

the disqualified person is disqualified by virtue only of paragraph (b) or (f) of section
45 (1).

3.

Any acts done as charity trustee or trustee for a charity by a person disqualified for being such
a trustee by virtue of section 45 shall not be invalid by reason only of that disqualification.

4.

Where the Commissioners are satisfied –
(a)

that any person has acted as charity trustee or trustee for a charity (other than an
exempt charity) while disqualified for being such a trustee by virtue of section 45, and

(a)

that, while so acting, he has received from the charity any sums by way of
remuneration or expenses, or any benefit in kind, in connection with his acting as
charity trustee or trustee for the charity,
they may by order direct him to repay to the charity the whole or part of any such
sum, or (as the case may be) to pay to the charity the whole or part of the monetary
value (as determined by them) of any such benefit.

5.

H.

Subsection (4) does not apply to any sums received by way of remuneration or expenses in
respect of any time when the person concerned was not disqualified for being a charity trustee
or trustee for the charity.

SERVICE RECORDS
The original service record cannot be given to the employee under any circumstances, but each
employee shall be given a copy of the record not less than biennially. An employee shall also be given a
copy of the service record at any time at his/her request, by the individual’s last employing organisation
each time a transfer is made from one denominational organisation to another and at the time the
employee leaves denominational employment.
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