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1. Abstract 

This report sets out the findings from a survey conducted in the Scottish Camphill communities in 
2019. The survey was carried out through a questionnaire that was circulated to co-workers and 
employees and through a series of conversations held with residents and day attenders. 

The purpose of the report is to set out these findings and to compare them with the findings of a 
similar survey that I carried out in 2006/07 in order to assess how the experience of community has 
changed over the intervening 13 years. 

The research report also includes some reflections following my participation in the conference of 
the International Communal Studies Conference that was hosted by the Camphill communities in 
America in 2019. The theme of the conference was ‘Diversity and Inclusion in Intentional 
Communities’. This theme was taken up in the 2019 survey questionnaire. 

Both the 2006/07 survey and the 2019 survey identified similar concerns - the increase in the number 
of employees working in the communities and the sense that the communities were becoming more 
of a care provider than an intentional community. To these concerns were added new concerns in 
the 2019 survey – namely, that in some communities the management structures had become more 
hierarchical and had led to the disempowerment of the co-workers. 

The 2019 survey also identified the feeling that there is less experience of community than previously 
and that there is less awareness of, and commitment to, the values of Camphill.   

Respondents to the questionnaire agreed that the Camphill communities have become more 
diverse, that diversity is a good thing and that the communities should promote diversity.  

They felt that more could and should be done in terms of the inclusion of residents and day 
attenders. 

The people taking part in the inclusive conversations reported a better experience of community 
than those who support them did. All said that they feel included in their communities and some said 
that they don’t mind not being more included than they are. It emerged that, apart from choosing 
in which workshop they work, it is the co-workers and staff who make the significant decisions about 
the lives of residents and day attenders 

This report is divided into 3 parts. The first part is an analysis of the responses to the questionnaire 
and the inclusive conversations. The second part comprises reflections on the major themes of 
inclusion, diversity, values and the experience of community. The third part is made up of reflections 
and insights from the ICSA conference. 
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2. Introduction  

I have been what could be called a ‘traditional’ Camphill co-worker for 40 years. I say ‘traditional’ 
because the distinction between a residential, unsalaried co-worker and a salaried employee who 
lives and/or works in a Camphill community is becoming increasing blurred. It could even be said 
that words that previously had been invested with totemic significance - such as ‘community’ and 
‘Camphill’ are also becoming less clearly defined. 

My current situation reflects this process. After 27 years in two other Camphill communities, I came 
to Milltown Community in 2007 to join a small but dynamic Camphill community just as it was at the 
point of building a new house. At one point there were three live-in families; three employed people 
and one or two young volunteer co-workers from abroad. The Milltown Day Workshop was run by 
a separate group of employed co-ordinators. Now, 12 years later, five of the six people have ‘left’ – 
in one way or another - and I find myself the salaried Manager of an employed workforce running a 
Supported Living Service. I am the only live-in person (apart from a retired co-worker). We no longer 
have voluntary one-year co-workers and we run the two services with a combined workforce of 28 
employed staff. Despite my continued involvement in Camphill Scotland and the Scottish 
Neighbourhood of Camphill Communities, questions about whether or not Milltown is a community 
and whether or not Milltown is a Camphill community are not our most pressing concerns and are 
not questions that we ask ourselves anymore. 

Similar processes of change - although perhaps less extreme - are at work in other Camphill 
communities in Scotland. Even more extreme processes have unfolded in the English and Irish 
regions of Camphill in the 13 years in between the two rounds of my research work. 

I have written several papers about these processes of change and how they manifest as archetypal 
processes in the Camphill communities and also in other intentional communities: ‘Communities in 
Transition’ (2008); ‘The Paradoxes of Community’ (2013) and ‘Developmental Dilemmas’ (2014). These 
papers, and many other papers from other people, can be found on the website of the Camphill 
Research Network at www.camphillresearch.com  

Dan McKanan is the Ralph Waldo Emerson Unitarian Universalist Association Senior Lecturer in 
Divinity at Harvard Divinity School. He has a long-standing interest in Camphill and some years ago 
conducted research in several of the communities, which he wrote up as a soon-to-be published 
book ‘Camphill and the Future’. In 2019, in his third year as the Chair of the International Communal 
Studies Association (ICSA), Dan arranged that the ICSA conference would be hosted by four of the 
Camphill communities in the Hudson Valley, north of New York. This conference was the moment 
when Camphill and the international movement of intentional communities came together. The 
theme of the conference was ‘Diversity and Inclusion in Intentional Communities’.  These were very 
timely topics for the Scottish Camphill communities since the communities themselves are 
becoming markedly more diverse in terms of their workforce – several communities are now run by 
an entirely employed workforce and others are operating on what could be termed a ‘hybrid model’ 
of both traditional Camphill co-workers and employees. Only a very few communities are still run 
solely by Camphill co-workers.  
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In addition, the question of inclusion has been increasingly coming to the fore – not just the 
inclusion of employees into a traditional Camphill community but also the inclusion of those people 
with a learning disability who are supported in the communities.   

The invitation to present a paper at the ICSA conference was the spur for me to undertake a second 
round of research, which was to be a follow-up to a research project that I had carried out in the 
Scottish communities in 2006/07. The central focus of both rounds of research was to gauge the 
experience of community as the communities go through processes of change.  

It is obvious to me that a very significant process of change – operating simultaneously on many 
levels – is at work in the Scottish communities and also across other regions of the Camphill 
Movement. And this process often centres on the questions about a community transitioning from 
one phase of its development –the Pioneer Phase - to another, the Organisational Phase. These 
questions, in the Scottish region at least, are questions about changes in organisational structures 
- most especially in governance and in management. Questions also, about the commitment to the 
ethos and values of Camphill and in addition, questions about the commitment of communities to 
work together through the Association of Camphill Communities (AOCC), Camphill Scotland and the 
Neighbourhood Meeting.  

My especial focus throughout has been on examining what effect these changes are having on the 
experience of community as felt by those people living and working in the communities. This, of 
course, leads to all sorts of other questions, such as – how does one define the experience of 
community? In what ways is the experience of community changing? In what ways is the experience 
of community created and maintained? To what extent are these questions important to the people 
living and working in the communities today? And, to what extent are these questions shared by 
people in other intentional communities?  

Next year, in 2020, Camphill will be celebrating the 80th anniversary of its founding. After all those 
years, Camphill - like other long-lasting intentional communities – finds that there are more 
questions than ever before about the way forward and that these questions do not have 
straightforward answers. This leads me to think that the findings of this report are very timely. 

This is a very lengthy research report. For those who might prefer a shorter synopsis, I have 
provided an Abstract in Section 1 and an overall Summary of the Findings in Section 9. 

I would like to extend my thanks to the regional research co-ordinators - named in Appendix 5. I 
would also like to thank the people who took part in the inclusive conversations. It was a privilege 
to visit the communities for these conversations and to meet with such articulate and enthusiastic 
people. Thanks also to the people who took the time to complete and return a rather long and 
complex questionnaire. There were many heartfelt and insightful comments on the returned 
questionnaires. I could only select a few of these written comments, so my apologies to you if you 
feel that I have missed you out. 

I would like to thank Steve Lyons for proof-reading, Simeon Newbatt for design, lay-out and printing 
and the Camphill Foundation for a grant to cover the printing costs. 
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Finally, if anybody has questions about this survey and the findings, they can contact me at  

Milltown Community 
Arbuthnott 
Laurencekirk 
Aberdeenshire  
AB30 1PB     
      
Tel: 01561 361827                                                        
 
or via email at  Andrew.milltownmail@btconnect.com  
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3. Research Aims 

What was I hoping to achieve in carrying out this research? What were the questions that I was 
hoping to answer? 

Having carried out the previous survey in 2006/07, I was interested to know if things had changed 
13 years later. Through a second survey I was hoping to track a process of change taking place over 
a good period of time rather than just a snap shot of one moment, as the first round had been.  

So, my questions were - to what extent have the processes of change that I identified in 2006/07 
continued and what is the effect of these trends on the experience of community 13 years later? 

I also wanted to expand on the previous round of the survey by introducing questions to do with 
inclusion and diversity – which was the theme of the conference that I was to be going to later in 
the year.  

So, a new dimension was to expand the research base range – that is to widen the range of views 
that would inform the research findings - through holding conversations with the people with a 
learning disability who are supported in the communities. Although there would be no comparison 
with the previous survey, as there would with the questionnaires for co-workers and employees, 
and although it would add an extra layer of complexity in terms of informed consent, this new 
element would add a wholeness to the research that had been lacking previously. 

My aim is also that the findings of this survey carried out in the Scottish region would be made 
available to the other regions of the Camphill Movement. These two rounds of the research project 
– with 13 years between them - capture a process of change playing out in one region over a 
considerable period of time. This is unique. Such surveys have never been done before in any other 
region of the Camphill Movement. Therefore, I imagine that these findings will be of interest to 
people throughout the Movement.  While each region is separate and different processes are at 
work, much can be learnt from the experiences in the Scottish region where, after all, Camphill first 
began. 
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4. Research Method 

I first gained the support of the Scottish communities for a second round of research at the meeting 
of the Scottish Neighbourhood in November 2018. It was agreed that I would send out 
questionnaires again, as I had done in 2006, but that I would also include questions to do with 
inclusion and diversity – the theme of the upcoming ICSA conference in the USA. Previously, I had 
handed out hard copies of the questionnaires as I had visited the communities. This time, however, 
I identified research co-ordinators in each community who sent the questionnaires as an email 
attachment to people in their community. In order to ensure confidentiality, respondents were 
asked to email or post the completed questionnaires directly to me and not the research co-
ordinator. Respondents were also told in a covering letter to the questionnaire that they would not 
be identified nor would readers be able to tell which community they live and/or work in. The only 
restrictions in regard to the circulation of the questionnaires was that they should not be passed to 
people who had been in a community for less than a year and not to residents or day attenders. A 
list of the names of the research co-ordinators can be found as Appendix 5. 

I emailed the questionnaires to the co-ordinators in February of 2019. The original deadline for 
responses had been set as 29th March but, as the response rate was so low, it was extended by 
some weeks.  The co-ordinators were asked to keep track of how many questionnaires they sent 
out so that I would be able to calculate a response rate. In order to make a comparison with the 
previous round of the research, the 2019 questionnaire followed many of the questions of the 2006 
questionnaire – with some extra questions added. A copy of the questionnaire can be found as 
Appendix 1. 

The research co-ordinators in each community were also asked to arrange the inclusive 
conversations with a small group of 5 or 6 residents and day attenders. The proviso was that each 
person invited to take part had to be able to fully understand what the purpose of the conversation 
was and also have the capacity to sign an Informed Consent Form. A copy of the Informed Consent 
Form can be found as Appendix 3. For reasons to do with research ethics and informed consent, I 
did not hold inclusive meetings in the two school communities – Camphill School Aberdeen and 
Ochil Tower School – nor in Blair Drummond and nor in Simeon Care for the Elderly. I requested that 
a co-worker from each community be present at the inclusive conversation, both to countersign the 
Informed Consent Form and to provide support as needed during the conversation itself. A copy of 
the Inclusive Conversation questions can be found as Appendix 2. 

The Inclusive Conversations were held in March and April. Following this, I e-mailed two easy read 
versions of the findings of these conversations to the communities in August 2019 and asked that 
they be shared with the residents and day attenders who had taken part. Copies of the longer of 
the easy read versions of the Inclusive Conversation Findings can be found as Appendix 4. 

I presented a paper that was based on a preliminary assessment of the research findings to the ICSA 
conference in July 2019. I then made a more detailed analysis of the questionnaire responses and 
wrote up the findings.  

Some of the questions and their responses were quantitative in nature – questions about a person’s 
status, tasks, age and so on. These were relatively easy to analyse. Other questions were qualitative. 
These were questions which asked respondents to write about their feelings and experiences.  
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In some cases, they were given a range of possible answers to choose from and in other cases they 
were invited to write freely. Many of these free-flowing responses were both personal and 
insightful. It was much more challenging to analyse these subjective responses and I often grouped 
together responses that I considered to be similar in order to highlight recurring themes. 

As I set out in the next section, I am not a trained or professional researcher and the reader will 
have to take that into account in what follows. 
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5. Research Limitations 

I should first make it clear that I am not a trained or professional ‘researcher’. I am not even an 
academic, published, researcher. I can only claim to be a ‘community- based’ researcher. I have read 
many books and papers on intentional communities and everything that I can find concerning 
research into the Camphill communities. I have written several papers which are on the Camphill 
Research Network website. I was in the fortunate position of having time for the first round of this 
survey in 2006/07 as I had 6 months of free time in between leaving Beannachar Camphill community 
and joining Milltown Camphill Community. This later round in 2019, however, was carried out in my 
own time and in addition to my other responsibilities. 

So, taking into account my lack of credentials and restrictions on my time, what follows is based on 
a good deal of research material in the form of questionnaires and conversations and on my insight 
into what it all means. The reader will have to accept that, to a certain extent, the interpretation of 
the findings rests on my personal judgement.  

The reader will also have to be wary of drawing general conclusions from these findings. It should 
be borne in mind that the views expressed here are the views of a self-selected group of people and 
not a representative sample. Some people chose to fill in and return the questionnaire but far more 
people chose not to. It is not possible to know exactly why this is and one can only surmise as to the 
motivation of those who did complete a questionnaire. Therefore, we cannot say that these findings 
represent the general situation in the communities. All that we can say is that these findings 
represent the views of those few people who responded to the questionnaire.  

Similar limitations apply to the inclusive conversations that I held with residents and day attenders – 
the adults who are supported in the communities. Due to issues around research ethics, I held these 
conversations in only 7 of the 11 Camphill communities in Scotland. Furthermore, due to my lack of 
skills in inclusive communication, I only met with people who had a certain level of comprehension, 
who were able to communicate and articulate their thoughts verbally and who were capable of 
giving their informed consent. This was also a selected group and not a representative sample. I left 
it to the judgement of the research co-ordinator in each community to select those people who they 
felt were best suited to participate in the conversation. 

An additional limitation has been the relatively poor response rate from the questionnaire. In 
2006/07 I had sent out 396 questionnaires and 157 were returned. This represents a response rate of 
39.6%. In 2019, a similar number of questionnaires were sent out - 388 - but only 77 were returned. 
This is a response rate of 19.8%. This is a very significant decrease of roughly half.  This is, of course, 
a finding in itself, but the reason behind it is unknown. Is it that people are just too busy? Is it that 
they are not interested? Could it be that people just have less sense of involvement? 

This poor response rate makes me question if a questionnaire is best way of conducting research like 
this. Perhaps using focus groups would be a more productive method if there was to be another 
round of similar research in the future. 

A further limitation that must be borne in mind is that I am basing the research findings on the views 
of a very small number of people.  
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According to the preliminary figures of the Camphill Scotland survey of 2019 (yet to be published at 
the time of writing) there are 655 residents and day attenders in the 11 communities. I spoke to just 
39 of these people. The 2019 survey shows that there are approximately 727 co-workers and 
employees in the workforce (excluding volunteer co-workers staying for less than a year). I heard 
from 77 of them.  

Therefore, I am basing my research findings on between 6% of the population of residents and day 
attenders and 11% of the population of co-workers and employees. I leave it to the reader to decide 
how much weight to put on these findings. 

And finally, while some of the questionnaire questions were entirely objective, others called for a 
subjective response.  That’s the nature of this kind of qualitative research – I had to base the findings 
on what people say about how they feel. And of course, we do not know how the other people feel 
– those who chose not to reply, who by far outnumber those who did. 
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6. Explanation of Terms  
 

• Community. Strange though it may seem, I have not defined the word that is the most 
significant word in this research project. In terms of this research, the word ‘community’ 
carries a dual meaning – it is both a place in which people live and work and also an abstract 
idea. It is both a setting and an experience. I am trying to gauge the experience of community 
that people feel when they live and work in a Camphill community. We all know what we 
mean when we say ‘Corbenic Community’ or ‘Newton Dee Community’ but do we all know 
what we mean when we speak about the sense of community that we experience there? Just 
because this sense of community is indefinable, I have not attempted to define it. Rather, I 
have made the assumption that the people who filled in the questionnaire know what I am 
referring to. Instead, in question 9, I invited the respondents to say what it means to them. 
 

• Co-worker. This term refers to those people who live and work in the Camphill communities 
on an unsalaried, vocational basis. Their financial needs are met by the community and not 
through a salary. These people do not have a contract that defines their work nor do they 
have any other legal rights in relation to their work or accommodation. 
 

• Employee. This term refers to those people who receive a salary for a defined task and do 
not usually live in the communities. Their work is defined by employment contracts and they 
have legally recognised employment rights. 

In the past, the terms ‘co-worker’ and ‘employee’ were very clearly defined and widely 
understood, but less so today. Nonetheless, despite these ambiguities, I have retained the 
distinction and, in the questionnaire, I left it to the respondents to define themselves, one 
way or another. There is however, more to say about these terms ‘co-worker’ and ‘employee’ 
and I will return to this question again in more depth in Section 9.  

• ‘My community’, ‘your community’ and ‘their community’. I recognise that some people live 
in a Camphill community and some people come to work in a Camphill community. I have 
used these terms simply to avoid the need to write ‘the community in which you live and/or 
work’.  
 

• ‘Residents’ and ‘Day Attenders’. There are many different terms used to describe the various 
people who are funded to use the services provided by the Camphill communities - pupils, 
students, residents, members, tenants, villagers, day people and day attenders. Rather than 
use a collective term such as ‘service users’ I have chosen to go with the clumsy catch-all 
term ‘residents and day attenders’ for this group of people.  
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7. Questionnaire Responses 

Recording and interpreting the responses to the questionnaires was not always a straightforward 
process. Some responses were incomplete – with people choosing not to tick some boxes or not to 
give replies to all the questions. In a few cases the responses did not match up – with people ticking 
boxes that contradicted other boxes that they had ticked. These are just some of the pitfalls of 
questionnaires and have to be accepted as such. For much the same reason, numbers do not always 
add up as they should.  

When it came to interpreting the comments that people made, I grouped similar responses together 
when I felt that people were saying much the same thing. The reader has to accept that I used my 
judgement in doing so. In addition, in the quotes that I have included here, I sometimes had to alter 
the text slightly in order not to reveal which community the person came from or to avoid anybody 
being identified through inference. 

I have set out the responses to the questionnaires below, following the format of the questionnaire 
that each person received. 

Question 1: Did you take part in the previous ‘Experiences of Community’ survey in 
2006/07? 
12 people said that they took part in the previous survey. This means that just over 15% of these 
findings reflect the views of people who have experienced living and working in the communities 
over a period of at least 13 years. 
 
Question 2: Which term best describes your situation?  
Respondents were asked to enter whether they were a co-worker or an employee and, if they were 
a co-worker, what type of financial support or remuneration they receive.  In addition, people were 
asked if they lived in the community or not. 

Of the 77 respondents, 40 were employees and 37 were co-workers. Of the 37 co-workers, 10 were 
either retired or in the process of retiring. The fact that the majority of respondents were employees 
reflects the demographics in the Scottish Camphill communities. The Camphill Scotland survey of 
2019 shows that employees make up the majority of the workforce – 59%.  Vocational co-workers, on 
the other hand, make up 13% of the total workforce. The remainder are the one-year volunteer co-
workers and other volunteers. 

In this 2019 round of the survey, question 6, which we will come to later, asks about how long people 
had been living and working in their community. From these answers, we know that whereas the 
employees who replied had been working in their communities over a range of years, anything from 
1 year to over 11 years – the co-workers had predominantly been in their communities for more than 
11 years - some of them for 30 or 40 years. 3 co-workers have been in various Camphill communities 
for 60 years or more. This means that, in terms of the co-worker response, we are mainly hearing 
from an older and more experienced group of people. 

In terms of where people lived, of the 27 co-workers who were not retired, 22 lived in their 
community and 5 lived out. Of the 40 employees, 7 lived in their community and 33 lived out. 
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Most co-workers were on the ‘trust money’ system, in which they do not receive a predetermined 
allocation of money but are trusted to take the money that they need when they need it. Some co-
workers had moved from this system to a fixed allowance.  

Question 3: Describe your role/job/tasks/responsibilities in your community.  
People were given a table of 30 different roles and responsibilities and asked to put a tick against 
each box that applied to them. Only one or two added a task that was not already on this list. 

Over half of the respondents were involved in a house – either responsible for a house or working in 
a house - and providing direct care and support to residents. Fewer people were involved in 
education and workshops. Nearly half had a role in management and similarly, nearly half had a role 
in providing support, supervision, training and professional development to other co-workers and 
employees. Approximately a third said that they are responsible for planning social and cultural 
events. 

Many people have multiple roles. More employees than co-workers have only one role but many 
employees have multiple roles – up to 8 roles in some cases. The 39 employees who replied here 
have on average 3.5 roles, with little difference according to their length of service. 

The 34 co-workers who replied here (this includes some who are retired or retiring) have on average 
7 roles - two of them listed 13 roles. The figures show that the long stay co-workers have the most 
roles/tasks.  

Question 4: Demographic Diversity 
People were asked to indicate their age, their gender, their sexual identity, their nationality, their 
spiritual identification, their level of education and what socio-economic class they come from. They 
were asked to tick all the boxes that applied to them. They were told that they did not have to enter 
anything here or they can enter as much or as little as they choose. 

75 respondents gave their age. 31 were between 20 and 50 years old; 38 in their 50s and 60s and 6 
were over 60 years old. 

Out of those who gave their gender - twice as many respondents were female as male. 49 were 
female (64%) and 24 male (31%). This is in line with the well-known fact – evidenced by workforce 
surveys – that more women than men work in social care. The Kings Fund website says that ‘about 
80 per cent of all jobs in adult social care are done by women’.  

Of those who filled in the box about their sexual identity, nobody chose to declare that they were 
anything other than heterosexual. The website of the Office of National Statistics shows that in 2017 
2% of the UK population aged 16 and over identified themselves as lesbian, gay or bisexual.  

Out of 72 people who entered their nationality, 33 were British/Scottish; 26 European and the 
remaining 13 come from other countries or have dual nationality. 

35 people (45%) said that they are Christian or belong to a Christian denomination. 3 said that they 
are members of the Christian Community and 2 people said that they are an anthroposophist. 

12 people (25%) said that they have no religious/spiritual identification and 1 that they are a Humanist.  
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9 other people made an entry of another sort here: 2 said that they celebrate Christian festivals; one 
person said that they are curious; one person said that they are ‘open to various streams’ and another 
said that they are ‘undergoing change’. 

In terms of the national figures, it is significant that nobody declared any religious affiliation apart 
from to Christianity (if you accept anthroposophy as being Christian). In 2017 the Independent 
newspaper cited a report from the National Centre for Social Research that showed that more than 
50% of people in Britain say that they have no religion; 40% said that they follow some form of 
Christianity and 5% follow a non-Christian religion. The figures of this survey show that people 
working in the Scottish Camphill communities are more Christian than the national average. 

In terms of education, a large majority of respondents (78%) went to university or tertiary education. 
It is not possible to find definitive national figures but the online reports that I looked at mostly agree 
that less than 50% of people in the UK took part in higher education or went to university. Therefore, 
it seems that the respondents are more highly educated than the national average. 

In terms of socio-economic status, 42 people (54%) identified themselves as middle class and 32 (41%) 
as working class. No one identified themselves as being upper class. Again, it is hard to find 
comparative national figures, but a 2016 survey by Nat Cen – who say that they are Britain’s largest 
independent social research agency – states that 60% of British people identify as working class and 
40% as middle class. It is interesting to note that this national survey also shows nobody identifying 
as upper class. We can conclude, therefore, the people who work in the Scottish Camphill 
communities are more middle class than the national average. 

The following must not be taken seriously but, if there was such a thing as a representative 
respondent to this survey, they would be white, middle aged, middle class, university educated, 
Christian, straight and female. They would also be European, but this might change depending on 
the result of Brexit, which is still not known at the time of writing. They would be an employee who 
is not living in the community where they work. 

Question 5: Have you made a change in the way that you engage with your community? 
People were invited to say if they had changed from being non-salaried to being salaried or vice versa 
and if they had changed from living in to living out or vice versa. 

The most significant finding here is that 12 people had changed from being non-salaried to salaried. 
One respondent had changed from being salaried to non-salaried. 

5 people changed from living in their community to not living in their community and 5 changed from 
not living in their community to living in their community. 

3 changed from living with residents to not living with residents. 

6 respondents are retiring or have retired but all but one are still living in their community and still 
feel part of their community.  

We have no way of knowing who had determined the change from being unsalaried to being salaried 
– either the co-worker or their management team.  



13 
 

Most co-workers were on the ‘trust money’ system, in which they do not receive a predetermined 
allocation of money but are trusted to take the money that they need when they need it. Some co-
workers had moved from this system to a fixed allowance.  

Question 3: Describe your role/job/tasks/responsibilities in your community.  
People were given a table of 30 different roles and responsibilities and asked to put a tick against 
each box that applied to them. Only one or two added a task that was not already on this list. 

Over half of the respondents were involved in a house – either responsible for a house or working in 
a house - and providing direct care and support to residents. Fewer people were involved in 
education and workshops. Nearly half had a role in management and similarly, nearly half had a role 
in providing support, supervision, training and professional development to other co-workers and 
employees. Approximately a third said that they are responsible for planning social and cultural 
events. 

Many people have multiple roles. More employees than co-workers have only one role but many 
employees have multiple roles – up to 8 roles in some cases. The 39 employees who replied here 
have on average 3.5 roles, with little difference according to their length of service. 

The 34 co-workers who replied here (this includes some who are retired or retiring) have on average 
7 roles - two of them listed 13 roles. The figures show that the long stay co-workers have the most 
roles/tasks.  

Question 4: Demographic Diversity 
People were asked to indicate their age, their gender, their sexual identity, their nationality, their 
spiritual identification, their level of education and what socio-economic class they come from. They 
were asked to tick all the boxes that applied to them. They were told that they did not have to enter 
anything here or they can enter as much or as little as they choose. 

75 respondents gave their age. 31 were between 20 and 50 years old; 38 in their 50s and 60s and 6 
were over 60 years old. 

Out of those who gave their gender - twice as many respondents were female as male. 49 were 
female (64%) and 24 male (31%). This is in line with the well-known fact – evidenced by workforce 
surveys – that more women than men work in social care. The Kings Fund website says that ‘about 
80 per cent of all jobs in adult social care are done by women’.  

Of those who filled in the box about their sexual identity, nobody chose to declare that they were 
anything other than heterosexual. The website of the Office of National Statistics shows that in 2017 
2% of the UK population aged 16 and over identified themselves as lesbian, gay or bisexual.  

Out of 72 people who entered their nationality, 33 were British/Scottish; 26 European and the 
remaining 13 come from other countries or have dual nationality. 

35 people (45%) said that they are Christian or belong to a Christian denomination. 3 said that they 
are members of the Christian Community and 2 people said that they are an anthroposophist. 

12 people (25%) said that they have no religious/spiritual identification and 1 that they are a Humanist.  

14 
 

9 other people made an entry of another sort here: 2 said that they celebrate Christian festivals; one 
person said that they are curious; one person said that they are ‘open to various streams’ and another 
said that they are ‘undergoing change’. 

In terms of the national figures, it is significant that nobody declared any religious affiliation apart 
from to Christianity (if you accept anthroposophy as being Christian). In 2017 the Independent 
newspaper cited a report from the National Centre for Social Research that showed that more than 
50% of people in Britain say that they have no religion; 40% said that they follow some form of 
Christianity and 5% follow a non-Christian religion. The figures of this survey show that people 
working in the Scottish Camphill communities are more Christian than the national average. 

In terms of education, a large majority of respondents (78%) went to university or tertiary education. 
It is not possible to find definitive national figures but the online reports that I looked at mostly agree 
that less than 50% of people in the UK took part in higher education or went to university. Therefore, 
it seems that the respondents are more highly educated than the national average. 

In terms of socio-economic status, 42 people (54%) identified themselves as middle class and 32 (41%) 
as working class. No one identified themselves as being upper class. Again, it is hard to find 
comparative national figures, but a 2016 survey by Nat Cen – who say that they are Britain’s largest 
independent social research agency – states that 60% of British people identify as working class and 
40% as middle class. It is interesting to note that this national survey also shows nobody identifying 
as upper class. We can conclude, therefore, the people who work in the Scottish Camphill 
communities are more middle class than the national average. 

The following must not be taken seriously but, if there was such a thing as a representative 
respondent to this survey, they would be white, middle aged, middle class, university educated, 
Christian, straight and female. They would also be European, but this might change depending on 
the result of Brexit, which is still not known at the time of writing. They would be an employee who 
is not living in the community where they work. 

Question 5: Have you made a change in the way that you engage with your community? 
People were invited to say if they had changed from being non-salaried to being salaried or vice versa 
and if they had changed from living in to living out or vice versa. 

The most significant finding here is that 12 people had changed from being non-salaried to salaried. 
One respondent had changed from being salaried to non-salaried. 

5 people changed from living in their community to not living in their community and 5 changed from 
not living in their community to living in their community. 

3 changed from living with residents to not living with residents. 

6 respondents are retiring or have retired but all but one are still living in their community and still 
feel part of their community.  

We have no way of knowing who had determined the change from being unsalaried to being salaried 
– either the co-worker or their management team.  



15 
 

However, shortly after this research was carried out, the management group of one community 
made the decision that all co-workers would transition to being employed.  

This contributes to the general trend that employees increasingly outnumber co-workers in the 
Scottish communities but also makes the picture somewhat more complex. Previously there had 
been a clear distinction – a co-worker lives in and lives alongside residents and is not salaried. Now 
co-workers are salaried as well as non-salaried; they may live in or live out and those who live in may 
live with residents or live in separate accommodation. 

Employees were previously salaried and lived out. It seems that some of these people have now 
moved into their communities or they may have always been living in their communities but had 
changed their status from co-worker to employee. As we have seen previously, the distinctions are 
becoming increasingly blurred.  

This question had not been asked in the survey of 2006/07 and so there is no comparison. 

Question 6: For how many years have you been living/working in your community?  
Just over half of the respondents have been living and/or working in their communities for 11 years 
or more. Some people volunteered the total number of years spent in Camphill communities – of 
these, the average was 48 years. The next largest group is those people who have been living and/or 
working in their community for between 5 and 10 years. These combined figures mean that 78% of 
the questionnaire replies came from people who have been in Camphill for over 5 years.  
 
Question 7: For how many more years do you intend to stay living or working in your 
community? 
Most respondents – both co-workers and employees – and across all lengths of service - say that 
they intend to stay indefinitely. 34 people said this and 15 more said that they intend to stay more 
than 4 years. Only 11 intend to stay for less than 4 years.  

These figures can only be seen as intentions. Nonetheless, they demonstrate a remarkable 
declaration of commitment. It appears that workforce retention is not an issue of concern. 

Most people intend to stay indefinitely. The only concern expressed is in relation to those co-workers 
who are either retiring or retired. These people seem uncertain whether or they can stay in their 
community, if they will secure a tenancy in the projected Camphill co-housing project for elders or 
whether they will have to move into a care home. This is a real concern in light of the fact that there 
will be a considerable increase in the number of people retiring over the coming years. 
 
Question 8: What made you decide to join a Camphill Community/take up work in a 
Camphill community? 
The replies to this question were not analysed in terms of length of stay or in terms of co-
worker/employee status. People were invited to list as many reasons as they wanted to. 

The reasons that were mentioned most – by over 10 people in each case – were:  
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• The person came originally as a one-year volunteer co-worker and either stayed on or returned  
• The person was attracted by either the Camphill or the anthroposophical approach to 

supporting people with a learning disability 
• The person was attracted by the community ethos and looking to experience community life  

Other reasons that were cited by at least 4 or 5 people included: 

• A relative, partner or friend was, or had been, living in a Camphill community 
• The person responded to advertisement or they were working for an agency and liked what 

they saw. 
• ‘I felt at home’ - ‘I felt that this was ‘my place’ - the moment I arrived’ 
• To take part in the Seminar/BACE or stayed on to take BACE or other seminar/training 
• Life-sharing with like-minded people 
• Festival celebrations and a rich cultural life 
• Working out of shared values, aims, objectives and ideals 
• To be able to work on a non-salaried, Trust Money, basis. The principles of the Fundamental 

Social Law put into practice.  
• The prospect of personal development 
• The high standard of care. 
• People with a disability are a part of a meaningful life and part of a community that includes 

them 
• The beautiful setting 
• Care of the land as well as for people 
• To experience providing care and support in a community setting 
• To be able to combine living, family and working in an holistic way of life  
• To make a difference 

 
Question 9: What does ‘community’ mean to you? 
Even after I had put together similar responses, there were still 66 different responses to this all- 
important question. Here I will simply list those responses that were given by 5 or more people, in 
order of the ones most frequently cited. 

• Caring and supporting everyone/each other. Mutual support  
• Co-creation – creating something together - a common aim, purpose, vision  
• Living together, life-sharing, working with like-minded people  
• An interest in each other that goes beyond friendships. Acceptance of each other. People are 

valued and recognised  
• Working together with like-minded people. Team work  
• A shared social and cultural life. Festivals and celebrations  
• Sharing values, sharing ideas, sharing a common identity  
• To feel welcome. To feel accepted and valued. To belong and to feel connected  
• A richness of relationships  
• Togetherness  
• Life sharing  
• To challenge each other and to grow beyond our comfort zone  
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• Learning together and learning from each other  
• A strong sense of security. Family  
• To trust and be trusted  
• Sharing  

This question was not asked in the 2006/07 survey, so there is no comparison. 

Question 10: How would you describe your experience of community in your Camphill community?  
People were asked to select one of 4 options. Not everybody chose to reply to this question. 

28 people (36%) chose to say ‘I feel great about living/working in my community.  I often feel fulfilled 
and uplifted’ 

34 people (44%) chose to say ‘The experience of community comes and goes, but there is generally 
enough that I am satisfied’  

6 people chose to say ‘I have little or no sense of community in my community’  

7 people chose neither of these but said something else. 

If you combine ‘feeling great’ and ‘feeling satisfied’, then 80% of respondents report a broadly 
positive experience. However, it can be seen that most respondents were ambivalent about the 
sense of community that they experience. More people - both employees and co-workers - chose to 
say that the experience of community ‘comes and goes’ than those who chose to say they feel great 
about it. 

It is significant that 10 out of the 12 co-workers who reported the most positive experience of 
community have been in their community – or other Camphill communities - for over 11 years.  

The 6 people who recorded that they experience no sense of community were all co-workers and 
most of these were co-workers who had retired. Some of these said that having no sense of 
community was directly related to being retired. One comment had been: ‘As the saying is ‘children 
should be seen but not heard’. For old people I experience’ ‘don’t be seen or heard’. That has been my 
experience since I retired’. 

We also saw that several people did not choose any of the given options but chose to say something 
else. Below is a selection of comments that people made under ‘something else’. 

• New autocratic management has greatly diminished community sensibilities 
• I absolutely treasure living/working in my community. And I do often feel fulfilled and uplifted 

but I also often feel burdened by the responsibility (and all that comes with it) to carry a place 
like this and the lack of capacity we experience in our community.  

• Community is what you make it.  However, it is becoming more difficult to experience a 
community in which you feel involved and fulfilled here, since things which used to be decided 
in groups have been taken hold of by a small management team who tell folk what to do instead 
of facilitating group discussion. This has led to a feeling of disempowerment in the work and 
some aspects of the social sphere. 
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• When I was a live-in co-worker, I felt great about living/working in my community. I often felt 
fulfilled and uplifted. Now I am employed and living out I have little or no sense of community 
in my community  

• I find community only partly in my place – I have to look outside/further field 

Question 11: In your life and/or work in your community where and when do you have the best 
experience of community? 
People were given a selection of responses to choose from. They were asked to choose just three 
and to rank them in order – according to how they best describe the best experience of community. 
Most people did this but some did not. In order to make sense of this, in the end, I had to ignore the 
ranking idea and simply record how many ‘votes’ each option received.  This is shown in the table 
below. 

 
 

Participating in social and cultural events and community celebrations 54 
While at work with residents/day attenders and co-workers 34 
In personal encounters and personal conversations with people in my community 32 
With my work colleagues 25 
In a life-sharing situation - living with residents and co-workers 22 
Working on, or planning, a project or event with others in my community 19 
At times of difficulties and crisis 17 
Participating in an event of a spiritual nature 14 
At times when others need help/or support 13 
At times when I need help and/or support 12 
Participating in group work of a spiritual nature 8 
In free time shared with others in my community 5 
With my friends in my community 4 
In meetings in my community 3 
In meetings outwith my community 3 

 
Another reply – not on my list was: Teaching and training volunteers and students on the BA in 
Social Pedagogy. 

 
It is very obvious that taking part in social and cultural events is a major factor in promoting a sense 
of community. This is ranked very highly in comparison with the other options. 
It is also clear that working with other people plays an important role in fostering a sense of 
community. We will see later in Section 8, which is about the conversations with residents and day 
attenders, that work is the one thing that this group of people like most about their community 
experience. 
Very few people considered meetings to be settings in which a sense of community is engendered.  
This question was not asked last time, so there is no comparison. 

 
 

Question 12: Has your experience of community in your community changed over time?  
People were given several options to choose from – ‘more experience of community’; ‘less 
experience of community’; ‘there has not been any change’ or ‘something else’.  
 
More than half of the respondents - both co-workers and employees – reported less experience of 
community than previously and most of these were people – both employees and co-workers - who 
have been living and or working in their community for more than 11 years. 
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A good number of people chose not to say ‘more’ or ‘less’ but instead chose to make a comment 
under the ‘something else’ option. Here are some of those comments:  
 

• There have been more changes, especially at the present time, than I ever thought I would 
experience in my life 

• The experience of community is constantly changing without this meaning that it’s better or 
worse 

• There is now more space and respect for the individual - this builds community bonds but is also 
a challenge 

• We are in transition – to a wider sense of community – not as closed and inward-looking as we 
have been previously 

• I am concerned that we will lose the roots of Camphill moving from a community to a business 
way 

• Having done this for years, the initial enthusiasm has faded away, but I still know very well why 
I chose to be here and why I am still here! 

 
 
Question 13: If the experience of community in your community has changed, can you describe how 
it has changed?  
Question 14: What are the reasons for this change? 
The replies to question 13 and 14 were similar to each other – and in some cases they were the same. 
Obviously, the questions were not clearly differentiated enough. Therefore, it made more sense to 
consider them together. I grouped together the same kind of responses that were cited by several 
people and have listed them here in the order that they were most mentioned. 

 
• There is less understanding of, and support for, Camphill values and ideals – from managers, 

employees and new co-workers 
• Managers make decisions and we are told what to do. Camphill co-workers are disempowered. 
• There are more separate groups of people and less a sense of one community. There is less 

cohesion 
• There are fewer experienced co-workers and more employees 
• Individualisation; people are focused on their own needs. There is less community participation.   
• There is too much focus on a business model/conventional professional care provider model. 
• The new management structure in place means that things have changed 
• The community has grown - too much and too fast 
• It is more like a business than a community, more like a job 
• Things change, society changes, people change, communities change, I have changed 
• Demands from social work and regulations makes it less of a community 
• There is a loss of trust between groups of people 
• People working hours that are too long. More stress 
• Poor communication from managers to the community 
• New residents are less interested in Camphill values and traditions 
• It is no longer clear what our community is and who is part of it 
• Needs and expectations have changed 
• Employees are less likely to take part in community events 
• There is less support for co-worker families in the community 
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Other comments made by just one person, but different people in each case.  
 

• There are more demands and expectations from families of pupils/residents 
• There are more people with challenging behaviour, which means less sense of community 
• I no longer look for an experience of community in shared living – rather in the relationships 

between people 
• Obviously, my experience has changed as there are different people living in my community and 

I have grown older, as have those people who are still here after those many years.  
• Generally, life is more steady, less dynamic, which suits me, but at the same time the future of 

the community is more in doubt than ever.  
• While benefiting from working with like-minded colleagues, it has not been possible to find 

new/younger people to work as we did. We were seen as dinosaurs, our capacity and willingness 
to work long hours with little breaks or holidays was not possible for others and so there is no 
longer any co-workers in the community and all people are employed with fixed hours and 
contracts. Whilst many bemoan this change, they are also very happy with a salary and reduced 
work and responsibilities.  

• The changes are neither overall better nor worse – the community is different and without the 
changes we would not have survived at all. 

 
Question 15: Diversity Questions 

 
There were 6 questions about diversity. For each question there was a statement - see below a) – f). 
For each statement, people were given 5 options to choose from – ‘strongly agree’; ‘agree’; ‘don’t 
know’; disagree’ and ‘strongly disagree’. 

 
 
a) There is a great variety of people from different socio-economic, ethnic and cultural 

backgrounds living and working in my community.  
A very large majority - 68 people - agreed with this. 

 
b) There are several different forms of living and working arrangements in my community.  

(For example: Some people live in, some live out. Some people live and work here, some people 
only work here. Some people live here but work elsewhere. Some people are retired).  
A very large majority - 70 people - agreed with this. 

 
c) There are several different forms of remuneration/income in my community. 

(For example: some people are on a ‘needs met’ basis or ‘Trust Money’, some people are on an 
allocation. Some people are salaried. Some people receive a pension or other benefits, either 
from the state or from Camphill.) 
A large majority – 60 people – agreed with this. 
 

d) There is a great variety of values, organisational principles, ideas and ways of doing things 
in my community. 
A large majority - 55 people - agreed with this. 
 

e) My community is more diverse now than it used to be. 
A majority - 49 people - agreed with this. 
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f) Diversity is a good thing and my community should promote diversity.  
A very large majority – 71 - people - agreed with this. 

 
It can be seen that a majority of people in each case agreed with all the propositions about diversity. 
The conclusion can only be that the majority of respondents feel that their communities are diverse 
and that this is a good thing. More than that, they firmly believe that their communities should 
promote diversity. These are very significant findings and I will come back to their significance later 
in Section 10. There was one telling comment that hints at another side to this. ‘Diversity can also 
mean there is much less that unites us, much less of what would hold the community together, what 
would define the community’. 

 
 
Inclusion 

There are three aspects to the issue of inclusion in this round of the research project. Firstly, there 
are the views of the questionnaire respondents as to how residents and day attenders are included 
in their communities. Secondly, there are the views of the respondents as to how they themselves 
feel that they are included in their communities. We will be considering these two questions below. 

In addition, there is a third aspect, which is the inclusive conversations that were held with residents 
and day attenders in which they were given the opportunity to say how they feel they are included 
in their communities. We will be turning to this third aspect later in Section 8.  

 

Question 16: Inclusion questions  
 
Questions a) – d) were about the extent to which respondents felt that residents and day attenders 
are included in their communities. People were given a range of options for each question and asked 
to tick the box that most closely matched their answer. There was also the opportunity to add 
comments.  
 

a) Is there an inclusive meeting or forum where residents/day attenders participate and have 
a say in what goes on in your community? 

There was some ambivalence in the responses - 37 people said yes but 28 people said no. 
One comment was: ‘Do we empower residents to inform the process or just allow them to 
choose between a limited number of options?’ 

 
b) Has there ever been a consultation process with residents/day attenders about their 

involvement in your community? 
45 people said yes and 20 people said no. 10 people said that they don’t know.  

 
c) In what ways are residents/day attenders included/involved in your community? (beyond 

life in a house, working in a workshop and attending social cultural events). 
The mostly common cited form of inclusion was through sharing information and planning 
social and cultural events.  
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Some communities have regular inclusive meetings and some use assisted communication 
and/or easy read material in meetings. Fewer people cited residents and day attenders being 
involved in decision-making and planning for the future. 

People reported other ways in which residents and day attenders are included: taking part in 
their social work reviews; being involved in drawing up and reviewing their personal plans; 
through individual consultations; in one-to-one meetings; through ad hoc situations; either 
being involved in putting together a community newsletter or having access to one; being part 
of interviews for employment where appropriate; being part of the Care Inspection and being 
on a Student Council. 

One comment was: ‘Inclusion depends on the awareness of residents. We are good at engaging 
them in defined projects’. 

 
d) If we take inclusion to mean including and involving residents/day attenders in things such 

as information sharing, sharing plans, decision making, planning social and cultural events 
then how would you best describe your community? 
Most people (46) felt that their community is inclusive or very inclusive. Fewer people (24) felt 
that their community is not very inclusive or not inclusive at all. There was a recognition that 
more could be done and should be done.  
Other comments were: 
• Communication is a problem. The views of verbal students are taken into account  
• Residents have limited capacity to make decisions. Families are consulted 
• It is more often the staff/co-workers as opposed to the residents who make the decisions 

on what activities are chosen and how time is spent 
• We have not found the right form to include every resident 
• We need to understand where inclusivity is possible and where not 
• We are not very inclusive but are getting better 
• There is a need for improvement. 
• We are striving to do better! 
 

Questions e) – g) were about how the respondents felt that they are included in their communities. 
People were given a range of options for each question and asked to tick the box that most closely 
matched their answer. There was also the opportunity to add comments.  

 
e) How much are you included in your community?  

Many people did not fill in all the relevant boxes and so these responses are incomplete.  

Most people (62%) feel included in at least some aspects of their community.  
Of those people who responded to this question, 19 people agreed with the statement that ‘I 
choose the extent to which I am included’ and 10 agreed that ‘other people choose the extent to 
which I am included’. 
Some people (14%) feel included in only a few aspects of their community. It was mostly 
employees who reported this more negative experience and said this was not their choice - that 
others choose to what extent they are included.  
Only 3 people said that they are not included in any aspects of their community – all of these 
were co-workers and 2 of these were retired co-workers. This reinforces the earlier indication 
that retired co-workers do not generally feel a part of their community anymore.  
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f) Diversity is a good thing and my community should promote diversity.  
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12 people agreed with the statement that ‘I would like my community to include me more than it 
does’. 7 of these were employees, 1 was a co-worker and 4 were retired co-workers.  
8 people agreed with the statement that ‘I accept that employed people will be less included’ 
10 people agreed with the statement that ‘I don’t accept that employed people will be less 
included’ 
 
These responses give a clear impression that the employees and retired co-workers feel less 
included in their communities than do the co-workers.  The inclusion of employees is still a 
contentious issue – as one co-worker commented ‘I am not sure about the best way to include 
employees – I think as a community we are also still searching’ 
Two employees made the point that they could get paid more working somewhere else, but that 
their motivation is working in Camphill and not the salary. 
One person pointed to organisational changes as the cause of exclusion of co-workers - ‘new 
management structures are causing some of the community members to be blocked, or excluded 
from current processes’. 
 

f) This question is for employees only: How much are you included in your community?  
 

This question was about the extent to which employees are included in their communities over 
and above their employment role or job title.  
 
27 employees said that they are more involved in their communities than what they are 
employed to do whereas 5 said that they only do their job. This ties in with the comments above, 
namely that the motivation of some employees is to work in Camphill and not just the salary.  
 
There was some ambivalence about the extent to which employees felt that they should be 
included. 5 employees agreed with the statement that ‘I accept that, as an employee, I will be less 
included’ and 6 agreed with the statement that ‘I don’t accept that, as an employee, I will be less 
included’.  Several employees had made the point previously that they would wish to be more 
included in their communities than they are presently. 

 
One person made the telling comment that ‘becoming an employee after being a long-term co-
worker, I came to accept being less included. It has been at a times a sad process of loss, of giving 
up’. 
 
It seems that generally speaking employees feel less included in their communities than co-
workers do. They are more involved in their communities than their job description. They are 
not clear if their employment status means that they will be less included than the co-workers 
who do not work to an employment contract. They would wish to be more included than they 
are in their communities and wish it to be understood that they are not just working in a 
Camphill for the money - indeed if money was the only motivation, they would be better off 
working somewhere else. 
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g) If you would like to be more included in your community than you are, in which ways would 
you like to be more included? 

 
18 people responded to this question. The most common response was the wish to be better 
consulted or informed – especially in decisions that might potentially have an impact on the 
community as a whole. 

 
 

Question 17: How would you describe the level of involvement your community has with its local 
neighbourhood/local community? 
Just over half of the people said that their community is very involved or often involved. 
One person pointed out the limitations of getting more involved locally - ‘a lot of residents would be 
happy to attend more events in the area, but this is not always possible, because they would need to be 
supported’.  
 
 
Having dealt with issues to do with diversity and inclusion, with question 18 the survey turned back 
to more general questions about the experience of community. 

 
 
 
 
 

Question 18: What do you think are the most positive aspects of living and/or working in a 
community? 
There were so many comments that I cannot include them all. I have used my judgement to 
amalgamate similar response.  
By far the most common response was ‘Living in a mutually supportive environment’   
 
Others comments are ranked here according to the number of times people cited them: 
 

• Working and learning with/from each other (especially with the residents and co-workers) 
• The quality of relationships 
• You feel you’re working towards a worthy common goal and everybody is doing their best   
• Continuous personal development through the reflection of the people around you and 

through being challenged professionally. 
• Shared values and vision 
• Widening of your horizons as you have no choice but build relationship with whoever walks 

through your door. Experience from people from very different backgrounds/nationalities. 
• Shared living 
• Everybody is involved in all aspects of daily life - ‘being part of a large family’ 
• Being creative - learning and growing together,  
• Festive, social and cultural celebrations  
• Intrinsic sense of belonging, being accepted 
• Feeling part of something bigger than the individual parts  
• Striving to understand each other / learning to accept each other 
• Living and working with people with learning disabilities 
• Enhancing the potential of each individual to benefit the whole 
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• Colleagueship, working as part of a team 
• The opportunities to discover and develop potential – in myself and others 
• Sharing resources – learning to share at a time when the world appears to be moving more 

and more to a ‘me first ‘culture 
• Kindness and acceptance  
• The ability for both partners to be actively involved – work and family life combined 
• Beautiful/therapeutic environment 
• Selflessness 
• Sharing the same interests 
• Involvement in decision making 
• Adults can form new relationships and learn to build trust and rapport with others. 
• The benefits of the life-sharing model to the people we support 
• Sense of purpose 
 

One person wrote here ‘We are living on the earth to live with each other. We need each other; 
we can’t help each other if we don’t live together’. 

 

The main themes that emerged seem to be: 
• People working and learning together and from each other. People developing their potential 

together  
• A common goal, common aim, common values and a common purpose  
• Sharing – shared living, shared resources, shared interest,  
• Relationships – being together; a sense of belonging; acceptance and trust 
• Being creative and celebrating festivals 

 

Question 19: What are the most negative aspects? 
I have tried to group together similar responses into emerging themes.  

The response that was repeated most often concerned the difficulties between people. One person 
wrote here ‘People! Dealing with people! And somebody else said ‘You can get very tired of other 
people’  

Several people also spoke about the more negative side of relationships - ‘the depths of connections 
can become overwhelming. Responsibility for the community can get in the way of friendships’ and 
similarly ‘the care and commitment that we have for each other can get in the way of making decisions 
that need to be made. It leads to a lack of objectivity and this in turn can create an inertia in being able 
to move things on’ 

On the same theme, one person described the negative aspect of ‘being so incredibly involved with 
everybody, carrying other people’s problems because they affect me as well as our lives are so 
interwoven’. 
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There were also comments about poor boundaries; the blurring of personal and professional 
boundaries and the lack of privacy; about gossip and social cliques.  

The next most often repeated observation concerned excessive workloads. ‘There are too many 
demands – not enough time to recharge – Not enough time off - people burn out – it is too stressful’. 
‘There is too much paperwork’.  
 
Then there was a variety of other comments: 
 

• The decision-making process can be slow. The lack of effective and inclusive decision making. 
• The misuse of power. The danger of people taking power. The need to control and to be in 

charge. The lack of transparency. The lack of communication and people not being informed 
about change processes and decisions.   

• A disconnection from the ‘real’ world. Being too insular. There is no time to engage outside the 
community. The shutting out of anything which is deemed unnecessary or harmful. It can be 
overly exclusive, oppressive and stifling. 

• Bureaucracy and regulations make it hard to maintain our ideals. 
• A growing gap between managers and others that threatens the previous sense of co-

operation and working together. 
• When idealism and trust disappear and are replaced by fear and negative attitudes. 
• A loss of cohesion as communities become larger  
• It is more difficult to explain to new employees why things are done as they are. 

Anthroposophy doesn’t fit to all people within the community. There is a need to use a 
common language that everyone can identify with.  

• A few people spoke of the expectations placed upon the people who live in – both co-workers 
and employees – that they will always be around to deal with things when others have gone 
home. 

 
Question 20: How do you think that the experience of community can be improved in your 
community? 
Again, I grouped similar responses together and ranked them roughly according to how many people 
cited them. 

• Strengthening the social/cultural impulse. Putting on more community events to bring people 
together. Keeping the cultural social life going. More activities that bring the whole 
community together.   

• If people would be willing to stand for our ideals and not live in fear of regulators. Paying less 
attention to economic fears and acquiring and maintaining ‘a status’. Less nepotism, 
manipulation, control and misuse of power. Putting greater emphasis on courage, honesty 
and truthfulness. 

• Reflecting on the essence of Camphill, articulate it and acting on it together.  
• Involve more people in decisions 
• Better communication – being aware of who needs to be involved and informed- listening 

better  
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• More transparency about people’s roles. More involvement in decision making procedures. 
We need to be more specific about roles and responsibilities so that everyone is clear about 
their individual tasks and the level of decision making that their jobs involve.   

• Working together collaboratively  
• To create more time for shared learning together to reawaken/enliven and update the core 

impulses and knowledge  
• Each person – especially those in hierarchical positions – should develop a self-reflective 

practice to enhance their inner development so that they can work with others respectfully 
and provide good role modelling. Develop empathy, congruence and self–regulation and inner 
discipline. ‘Walk the talk’ 

• Time to socialise without an ‘agenda’  
• Find more time to meet together and listen to each other in order to find positive ways 

forward  
• Integrating different groups of people. 
• Less management time in the office and more on the floor  
• It depends on who comes – both residents and co-workers  
• Employees joining in for special occasions when not at work  
• Less pressure. More downtime for all. A better balance between work and free time 
• More appreciation for the work that everyone does.  
• A willingness to listen, understand and accept different opinions and ways of working  
• Find a way to involve the residents in a more meaningful way  
• Perhaps we need to link up with other ‘alternative’ groups and communities more, rather 

than only seeing our place as part of the ‘care sector’.  We used to see ourselves as an 
‘alternative community’ but that has had to go underground as we have become an 
outstanding care provider. 

• An inspiring leader who people look up to and respect.  Our leaders need to be positive role 
models who personify our community ideals 

• To build houses in the community and in the locality so that people can be more involved in 
the life of the community 

• Making the case publicly of the benefits of community for people with a learning disability 
• Enable forums for consultation and debate that are judgement free 
• This could only be done by the individual. I think it is a big mistake to believe that the 

“community” can improve the experience. The individual has to want to be truly a part of a 
community and improvement will come by a change in themselves and through that a change 
in the community. 

• The motivation of each individual participant is crucial. 

 
Question 21: If there is anything else that you want to say about your experience of community in 
your community please use the box below.  

 
34 people took the opportunity to make suggestions here. In this selection I have tried to catch a 
wide range of views – from a sense of loss to a sense of gratitude.  
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• Horizontal management/self-management/ dynamic management are models for modern 
people and need further development. Re-introducing hierarchy is a step back. This is what 
happens in a crisis – people call for a strong leader instead of taking responsibility themselves. 
This has happened in other Camphill regions and in countries around the world. 

• The community has been wonderful, absorbing; full of life, full of understanding and also not 
without its mistakes. It is becoming a regular “Care home” and is in danger of losing its soul. 
We are living on a cultural legacy which is not being replaced to the same degree that it needs 
to be in order to go on far into the future. So many of the intangible things which held us 
together are no longer considered important. 

• Little is done to fuel inspiration and enthusiasm for the spiritual dimension of Camphill. If this 
carries on, we will soon be an excellent care provider, but in danger to lose what makes us 
different – not better – from other organisations.  

• Community as a phrase / terminology has very different meanings to different people and I 
believe this causes problems. This is particularly evident in the different generations in our 
organisation and the term ‘community’ can often be used as a stick rather than a carrot to 
encourage participation. 

• Things are changing rapidly and I am not sure which way things will go. 
• I am maybe not in the best position to be talking about community as I feel disheartened by 

what I see around me on a daily basis. I have seen how the moral of a place can plummet when 
the safety net of support and understanding is taken away. Community can be amazing, hard 
work, makes you cry from laughter and frustration but ultimately an experience of joy and 
fulfilment. Perhaps because I have had this experience, I am ready to look for it somewhere 
else instead of trying to improve things here. 

• I have no regrets for devoting my life to Camphill work and living in community. I have a 
different perspective of community at this stage of my life and career, and remain interested 
as to how a sense of community can evolve.  I have no fear about the future of Camphill 
communities.  I do not feel the need to preserve them.  I am curious and willing to explore how 
we can understand and express the Camphill impulse through change, transition and natural 
developmental evolution. 

• I am so grateful that I came to Camphill when I did. I have known so many remarkable people 
and children with Additional Support Needs and am so glad and happy to think of our time 
together in an amazing experiment of shared living.  I am grateful that I could bring my children 
into this environment and know that they have been changed in very positive ways for meeting 
all the amazing people that we shared our lives with. I am sad that it has changed but accept 
that this is the case, people are different now and the type of selflessness which we found so 
fulfilling is no longer something that is enough for people now.  

• One can be very easily affected by the rapid change and transition that is occurring across 
Camphill. I joined a Movement that was that- it was cohesive and though very demanding and 
sometimes far too directive in its expectations – it was nonetheless great to be part of a much 
bigger whole. That this has disintegrated very rapidly does lead me to sometimes ask what is 
the point of trying to work with what is actually a legacy instead of a reality – that sense of 
Camphill. 

• I hope Camphill can continue to attract co-workers and co-ordinators who have the passion to 
keep that ‘something’ that makes Camphill special 
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• Up till 2-3 years ago, I used to be a typical modern woman who focused a lot on productivity, 
deadlines and modern technology. After the birth of my child I started to value simple things 
again, such as having good quality food on the table, spending time in nature, spending quality 
time with each other, belonging to a place (my community) where my child can go and spend 
some time with people with different abilities and ages. This made me re-believe that we need 
places like Camphill, where people can find pleasure and happiness in a simple everyday life. 

• It’s almost impossible to put into words the feeling of being protected and safe. 
• I am deeply grateful to have spent most of my life in community. 
• I joined this Camphill community over 9 years ago and since that time, have felt very much part 

of a large family that respects and appreciates individuals and the contributions that they 
make, whether they be employees, tenants or the Management of the Community.   What I see 
day to day is an extremely dedicated team of people who work very hard to ensure that all 
aspects of Community life are managed in a way that is compliant with all relevant legislation 
and most importantly, sympathetic to the needs of the people living here.  My contact with 
tenants is a joy!  In summary, I am proud to be a part of the Community and feel that the 
Management do an amazing job and are truly dedicated to the continued success of the 
Community 

• Living in a community can be like a roller-coaster ride. It has its ups and downs. Sometimes 
things move fast and other times slowly. There’s happy moments and scary moments. There’s 
a lot of laughter and tears too. It’s definitely a memorable journey and overall, it’s a great 
experience. 

• I find the community I work in to be an uplifting and inspiring place to be. 
• I’m just grateful I stumbled into it. Often the best things happen by chance. 
• It is the happiest place I have ever worked 
• I did not come to Camphill for a job; I came to Camphill for Camphill. It is essential to keep this 

alive and what is here is unique. I have been here 3 years and can see that this a challenge but I 
feel we have to keep it alive. 

• I love my job and feel very lucky to be part of this community. 
• Community is the future! 

 

And the last word goes to the person who said ‘I think it is great (most of the time)’ 
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8. The Inclusive Conversations 

The Inclusive Conversations were conversations that I had with small groups of residents and day 
attenders in 7 of the Camphill communities. The first 7 questions and the final question were more 
general and questions 8 – 15 were focused on inclusion. A list of the questions can be found as 
Appendix 2. 

Question 1: Do you live here or do you come in for the day? 

I had conversations with 39 residents and day attenders in total. Of these 39 people, 30 lived in their 
community and 9 came in to take part in the workshops and other day activities. 

Question 2: How long have you been living here or coming in to work here? 

29 of the 39 people had been living and/or working in their community for more than 5 years. 15 of 
them with had been living and/or working in their community for over 11 years. This means that we 
are hearing the voice of very experienced people in this survey - both the people who are supported 
in the communities and those that support them. 

Question 3: What word do you use to describe yourself? 
 
3 people chose the term ‘Resident’. 2 people chose ‘Tenant’.  
Other terms were chosen by only one person: ‘Student’, ‘Member’, ‘Day Person’, ‘Worker’, ‘Day 
Student’ and ‘Human Being’. Nobody chose the term ‘Villager’. 

 
Question 4: How do you feel about living and working here? 

People were given options to choose from: ‘I feel great’; ‘I feel OK’; ‘I don’t feel great’; ‘I don’t feel 
OK’; and ‘anything else’. 

28 people chose the option ‘I feel great’. This is a significant majority. 11 chose ‘I feel Ok’ 
Nobody chose a negative expression to describe their experience. 

 
Question 5: What do you like most about living or working here? 
 
The most common response was work activities. This was the only and obvious choice for the day 
attenders as this is why they come in to a Camphill community. But this was also the case for those 
people who live in the communities. Other things that were mentioned by more than one person 
were:  

• Going out and meeting people 
• I meet people in the workshops that I would not meet otherwise 
• Everything 
• People are friendly 
• Living in my house community – doing things together in my house 
• When the community comes together to do things together 
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Other things were mentioned by only one person. They were: 
• Selling things that we have made in the workshop and showing customers around 
• Peace and quiet – no argument like in my last place 
• My own flat in my community 
• I like looking after things – setting up chairs for community events 
• I like being involved in stuff 
• Safe places for cycling 
• I can walk around safely here 
• I like the journey to work on the bus 
• A nice place to work with all the Nature 
• I feel at home here – it’s like a big family 
• Helping the young co-workers in my house 
• Tea breaks and lunch breaks 
• Trying out new things  
• Making friends 
• My community is small but there is a bigger community with the day services 

 
Question 6: Is there anything about living or working here that you do not like? 
 
More than one person said ‘people telling me what to do’. More than one person said that their 
community is too remote and there is no bus service so that they have to rely on lifts to go anywhere. 
Other comments were: 

• People not getting on with each other 
• Clashes between people; people shouting, arguing or grumbling 
• The holidays are too short 
• Having to get up early  
• Gardening and housework  
• There is not enough time to do the things I want to do 
• I don’t like it when the young co-workers leave 
• Cars drive too fast in the community  
• I don’t like meetings as they are too difficult to understand 
 

Question 7: You live or work in a Camphill community. What does ‘community’ mean to you? 
 
This a very significant question so I have shown all the responses here. 
 

• Meeting new people 
• People working together 
• Supporting each other 
• Understanding each other 
• Getting on with each other 
• Trying to be friends 
• Respecting our fellow community members 
• Something in common with other people 
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• Lots of people together 
• Living with people who may or may not have the same disability as you 
• Everyone living together 
• Working together 
• Being helpful to others who need help 
• Helping people with disabilities 
• Not being treated differently because of my disabilities 
• Looking after each other 
• Sharing together 
• Showing tolerance 
• Non-judgemental 
• Being kind 
• Supporting newcomers 
• Talking to people 
• Community gatherings 
• Having parties 
• Day Conferences 
• Making our community beautiful 
• Having a good environment 
• Team work 
• The day people joining in with things 
• Helping in the local community and being appreciated for this 

 

Question 8: What do you think it means to feel included?  

Again, I have included here all the comments that were made.  

• Not getting left out 
• Treating people the same 
• Taking part 
• Giving ideas  
• Asking questions 
• Being there for each other 
• You feel part of what is going on 
• People get together to have our say and nobody tells us off for having our opinions 
• Being part of a team 
• Opportunity to do things 
• Choice to be involved but without pressure 
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Question 9: Do you feel included here? 
 
People were given a range of options to choose from. 19 people said that they feel very included and 
14 said that they feel included in some things. Nobody said that they do not feel included at all. 
 
Question 10: How do you feel about the way that you are included? 
 
18 people said that they would like to be more included but 19 said that they don’t mind not being 
included in everything. 
 
Question 11: What kinds of things are you included in? 
 
A number of options were given, but very few people felt able to respond. The most significant 
response was that people said they are included when it comes to which workshop they work in.  
A few people said that they get to choose what they eat; a few said that they don’t and some said a 
bit of both. Some said that they do get to choose what they do in their free time. 
What emerged is that most people agreed that they don’t get included when it comes to deciding 
which house they live in; who they live with and who supports them.  
5 people said that it is the co-workers and staff who choose what activities take place in the evenings 
and weekends but that they can choose whether to take part or not. 
 
Question 12: What kind of things would you like to be more included in? 
 
I set out here all the responses: 

• I would like to choose choice of destinations for group holidays 
• I would like to choose where I go at the weekends with a co-worker 
• I would like more choice in where I work 
• Neighbourhood Meetings and Regional Gatherings 
• I would like more say in where I live – I want to leave but the local authority decides my  future 

without me being there 
 
Question 13: Is there a meeting that you take part in? 
 
It seems that in each of the 7 communities there are meetings in which residents and day attenders 
take part. Some of these are meetings that everybody in the community takes part in and in 4 
communities there are meetings just for residents and day attenders. It is the co-workers who 
arrange the meetings. 

 
Question 14: Do people here use ‘easy read’, sign language or anything else to help you to be 
included and informed? 
 
It seems that none of these communities use easy read or other communication aids across the 
whole community but just in response to the needs of certain individuals.  
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Question 15: What could people here do to help make you feel more included? 
 
I set out here all the responses: 

• To have reports from Neighbourhood meetings in our community meetings 
• To take part in conferences like New Lanark 
• To visit other communities to see what they do 
• It’s easier to talk to some co-workers than others 
• I don’t want to be more included in meetings all the time because I like my free time 
• To have more say in what weekly activities are put on 
• To have more choice about meals 
• To have more chances to speak to people 

 
Question 16: Is there anything else that you want to say? 
 
Several people expressed their appreciation that I had come to speak to them and had given them 
a voice. Several took the opportunity to say again how happy they are in their community and how 
good the staff are. 
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9. Summary of the Research Findings  
 

The main purpose of this section is to provide a summary of the findings.  
I will first set out here the main findings of the 2019 survey.  
I will then compare these findings with the findings of the 2006/07 survey. 
Following that, I will set out the findings of the Inclusive Conversations.  
Finally, I will share some observations on all of these findings. 
In the following section I will be reflecting in more depth on the main themes that have emerged 
from both surveys - in 2006/07 and in 2019.  

 
1) A summary of the 2019 questionnaire responses. 

The people who completed a questionnaire self-identified as a co-worker or as an employee. Most 
of the people who returned a questionnaire were employees.  

Most of the people who replied have been part of a Camphill community for more than 5 years – 
over half had been in Camphill for over 11 years. Several of the co-workers who replied were either 
retired or in the process of retiring.  

Some of the employees lived in their community and some of the co-workers lived out. 

Most respondents were female and most self-identified as either British or Scottish. Most 
respondents were more Christian, more ‘straight’, more middle class and better educated than the 
national average. 

Most people who replied stated that they intend to stay indefinitely in their community. 

The main reasons that the respondents had joined Camphill were that the person had originally 
come to Camphill as a volunteer co-worker and then had either stayed on or returned and that 
people were attracted by the Camphill approach to supporting people with a learning disability and 
by the community ethos. 

People were asked to say what the term ‘community’ means to them. The main themes that 
emerged from the replies were sharing – sharing life, sharing work, sharing values. Mutual support 
and the feeling that each person is accepted and valued. Celebration. 

A large majority of the respondents reported a positive experience of community, although more 
of these people chose to say that the experience of community ‘comes and goes’ than those who 
chose to say they feel great about it.  

It is very obvious from the replies that taking part in social and cultural events and working with 
others are major factors in promoting a sense of community.  
 
More than half of the respondents - both co-workers and employees – reported less experience of 
community than previously. 
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The main reasons given for this were that there is less understanding of, and support for, Camphill 
values and ideals; that managers are making the decisions rather than the wider co-worker body; 
there is less community cohesion and there is too much emphasis on a conventional business model 
of care.  

The most positive aspect of living and working in a community was said to be living in a mutually 
supportive environment and the most negative aspect was said to be other people. 

The most frequently cited suggestions about how to improve the experience of community were 
to do with putting on more social and cultural activities and strengthening the awareness of, and 
commitment to, Camphill ideals and values. 

The responses to the questions about diversity showed that the majority of people feel that their 
communities are diverse. They feel that diversity is a good thing and that their communities should 
promote diversity.  

The responses to the questions about inclusion showed that most people feel that their community 
is inclusive in terms of including residents and day attenders but most people also feel that more 
could be and should be done in relation to this. Most people feel included in their community but 
employees and retired co-workers less so. Many employees said that they are more included in their 
community than just doing the job that they were recruited to do. People who said that they would 
wish to be more included than they are said that they would wish to be included more in being 
consulted and informed about significant issues in their community. 

 

2) The 2019 questionnaire responses compared with the 2006/07 questionnaire responses 

The 2019 questionnaire was considerably longer and more complex than the one circulated in 2006. 
It included several questions that had not been asked in the first round and also two new sections 
– on diversity and inclusion. 

12 of the 77 respondents said that they had taken part in both surveys.  

Most respondents to the 2019 questionnaire were employees – 40 employees responded and 37 co-
workers.  As a comparison, in the 2006/07 survey, the dominant voice had been co-workers. In that 
survey, out of the 157 respondents, 116 were co-workers and 41 were employees. It should be borne 
in mind, however, that by 2019 the distinction between co-worker and employee is a lot less clear. 

We can see a trend over the years. The overall number of people living and working in the Scottish 
Camphill communities has risen from 1,000 in 2006/07 to something like 1,700 in 2019. These figures 
do not include people who are retired or who are dependents so the real figure will be slightly 
higher.  (The 2006/07 figures are from my research report of that time and the 2019 figures are from 
the Camphill Scotland survey – yet to be published).  

In the same time period, the number of people who are supported in the communities has risen 
from approximately 400 to approximately 650. The workforce has increased from approximately 
618 to 1,014.  
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9. Summary of the Research Findings  
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The main reasons given for this were that there is less understanding of, and support for, Camphill 
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In this time, the percentage of the workforce who are employed has risen from 40% in 2006/07 to 
59% in 2019. The percentage of co-workers (excluding foundation students) has fallen from 34% to 
13%. 

In both surveys more than half of the replies were from people who had been in their community 
for more than 11 years.  

The figures from both surveys show that the long-stay co-workers have more roles, tasks or 
responsibilities in their communities than do employees. The findings from both surveys show the 
same correlation between the length of time spent in a community and the number of roles 
accumulated. This has implications for the future, when all these long-staying co-workers who carry 
so many responsibilities will no longer contribute to their communities. The figures indicate that, 
generally speaking, retiring co-workers are not replaced by new co-workers but by employees. 

Most respondents in both surveys said that they intended to stay in their community indefinitely.  

Some of the main motivations for people to live and/or work in Camphill communities seem to have 
stayed constant over the years – the Camphill and anthroposophical way of working with people 
with special needs and the community lifestyle. In the 2019 survey the most often cited reply to the 
question about why a person had joined or taken up work in a Camphill community was that the 
person had come originally as a one-year volunteer co-worker and either stayed on or returned. This 
reason had not featured in the 2006/07 replies.  

The dependency of Camphill communities on one-year volunteer co-workers as a significant part of 
the current workforce but also to be the replacement co-workers of the future is a cause of concern, 
especially as, at the time of writing, the situation in regard to Brexit and the future role of volunteers 
from outwith the UK remains unclear. 

Both surveys tell a remarkably similar story in relation to the experience of community. In 2006/07 
78% of the respondents had been broadly positive. 29% had said ‘I feel great about living/working in 
my community.  I often feel fulfilled and uplifted’ and 49 % had said that ‘the experience of community 
comes and goes, but there is generally enough that I am satisfied’. In 2019 80% had been broadly 
positive. 28% had said ‘I feel great about living/working in my community.  I often feel fulfilled and 
uplifted’ and 44 % had said that ‘the experience of community comes and goes, but there is generally 
enough that I am satisfied’. Both surveys show that people were broadly positive about their 
experience of community but over the years, more people - both employees and co-workers - chose 
to say that the experience of community ‘comes and goes’ than those who chose to say they feel 
great about it.  

Both surveys showed that the most positive experience is reported by those who had been in their 
communities longest. 

In 2006/07 roughly the same proportion of people reported less experience of community as those 
who reported more. Over the 13 years between the surveys, the proportion of people saying that 
they have less experience of community has risen significantly. In both surveys, it is the longer-
staying people who reported less experience of community than previously.  
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The responses from both surveys show some constant themes in the replies as to how and why the 
experience of community has changed. These themes are set out below: 

• Society has changed, people have changed. This is seen as both positive and negative by 
different people 

• There is more individualisation  
• There is less understanding of, and commitment to, Camphill values and ideals 
• The experience of community is more dispersed than previously and therefore there is less 

sense of cohesion  
• The communities are becoming more like a business organisation than a community.  
• The effects of regulations. Although most people view this in a negative light, a few see the 

effects as being more positive. 
• A few people - in both rounds - suggested that the children and adults supported in the 

communities have more complex needs and show more challenging behaviour. This is 
seen as being inimical to the experience of community 

Some concerns have stayed the same over the intervening 13 years. One of these concerns is the 
rise of individualism. This applies to co-worker and also to residents and day attenders. Another 
concern is the fall in the commitment to the values and ethos of Camphill.  

People continue to say that regulatory demands have led to a decrease in the experience of 
community. They say that the Camphill communities are becoming more of a professional care 
provision than a community. 

In 2006/07 a major concern had been the adverse effect of employing people – people who might 
have less commitment to, and interest in, the Camphill values and ethos. Those concerns are all still 
there in 2019. But they have been superseded by a new concern in some communities – the concern 
that new governance and management structures have been put in place that have disempowered 
some people and have led to a further decrease in the sense of community. 

The responses to the question about the most positive aspects of living and/or working in a Camphill 
community were similar in both surveys. In 2006/07 the main themes had been a common shared 
purpose; the quality of relationships; self-development and sharing. In 2019 the main themes that 
emerged were people working together; learning from each other and developing their potential 
together; sharing common aims, values and purpose; the quality of relationships and celebrating 
together. 

 The responses to the question about the most negative aspects of community living were also 
broadly similar over both surveys. In 2006/07 the concerns had been about excessive workloads, 
boundary issues between the individual and the community - including the lack of privacy - and 
difficulties and misunderstandings between people. 13 years later the response that was repeated 
most often was about the difficulties between people and the more negative side of relationships. 
Issues to do with poor boundaries, the lack of privacy and excessive workloads also featured 
prominently.  
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To finish this section on a lighter note – In the 2006/07 survey somebody wrote that the most 
positive aspect of community is ‘you are never alone’. For the most negative aspect they also wrote 
‘you are never alone’. In a similar vein, one response in 2019 had been the same for both the positive 
and the negative aspects of community life – ‘To never have a boring day’. 

In 2006/07 the most frequently cited suggestions about how to improve the experience of 
community had been to cultivate more interest in the other person; to create time and space for 
creative social activities; to have more participation and inclusion in the running of the communities; 
being open to change; improving the balance between the individual and the community and 
engendering more commitment to the ideals and forms of Camphill. 

In the 2019 survey, the most frequently cited suggestions were to do with putting on more social 
and cultural activities; strengthening the awareness of, and commitment to, Camphill ideals and 
values and involving more people in decision-making. 

 

3) A Summary of the Inclusive Conversation responses  
 

I had conversations with 39 residents and day attenders from 7 of the Camphill communities in 
Scotland. 30 people lived in their community and 9 came in to take part in the workshops and other 
day activities. Most of these people had been living and/or working in their community for more 
than 5 years.  
All of the people I spoke to reported a positive experience of living and/or working in their Camphill 
community. 
Both day attenders and residents said that their work activities were the thing that they enjoyed 
the most. 
When asked what was the thing that they enjoyed least, the two things that were mentioned by 
more than one person were other people telling them what to do and the fact that their 
communities are remote and there is no bus service.  
People were asked to say what ‘community’ means to them. Most of the answers were about 
meeting new people, working together and getting on with each other.   
People were asked what being included means to them. People spoke about taking part in what is 
going on, giving ideas and asking questions.  
Everybody said that they feel included – at least in some aspects of their community. 
Some people said that they would like to be more included than they are but slightly more people 
said that they don’t mind not being included in everything. 
The findings about what people are included in were not straightforward. The one thing that people 
agreed that they are included in is choosing where they work. Otherwise, it seems that it is mostly 
the co-workers and staff who make decisions such as where people live, who they live with and who 
supports them.   
In each of the 7 communities there are meetings in which residents and day attenders take part. 
It seems that none of these communities use easy read or other communication aids across the 
whole community but just in response to the needs of certain individuals. 
Many of the suggestions as to how people could be more included were about being involved in 
regional meetings and conferences and visiting other Camphill communities. 
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4) Some Observations on the 2019 Findings  

 
The Age Question    

In both the questionnaire responses and in the inclusive conversations we are hearing the voice of 
people - both the people who are supported in the communities and those that support them – who 
have been living and working in their communities the longest. This was not by design. When it 
comes to the conversations with residents and day attendees, I had no part in choosing who I would 
be speaking with. The selection of those who took part was made by the Research Co-ordinators in 
each place.  

It could be said that in excluding the volunteer co-workers from the survey, I had excluded the 
youngest people in the communities and therefore I ended up with an older sample of respondents. 
My intention had been to exclude those who had spent a relatively short time in the communities 
on the basis that I did not wish the voice of the least experienced member of the community to 
affect the findings, especially as I was attempting to trace processes of change over time. Even 
allowing for this, it was clear that it was the more experienced people who returned a 
questionnaire. Of the 75 respondents who gave their age, 20 were in their 20s and 30s; 23 were in 
their 40s and 50s; 30 were in their 60s and 70s and 2 were in their 90s. The average age of the 
respondents was 53 years old. 

The question could be asked - why is it that older, longer staying people replied more than younger 
people? This perhaps reflects the well-known fact that older people are more likely to vote in 
elections. Although the survey was not an election there may be the same phenomena at work – 
namely that older people feel more strongly than younger people do that their voice counts and 
that participating in elections and surveys might actually make a difference. It could also be that 
older people have a stronger sense of civic duty to vote – or in our context – a sense of community 
responsibility to fill in the questionnaire.  

 

The Co-worker/Employee Question  
 

As we have seen previously, the fact that most respondents were employees reflects the Camphill 
workforce demographics in Scotland. Using a combination of the figures from my survey in 2006/07 
and the Camphill Scotland survey of 2019, it can be seen that the proportion of employees in the 
workforce rose from 40% in 2007 to 59% 13 years later. 
In this process, the distinction between the terms ‘co-worker’ and ‘employee’ has become 
increasingly blurred, almost to the point of being both confusing and misleading.  
Previously there had been a clear distinction – a co-worker lives in a Camphill community and lives 
alongside residents and is not salaried. Now, co-workers are salaried as well as non-salaried; they 
may live in or live out and those who live in may live with residents or live in separate 
accommodation.  
But there is more to this than simply where somebody lives and the nature of their remuneration. 
Previously, it was the Camphill co-worker who upheld the values and practices of Camphill.  
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The assumption had been that this is something that distinguished the co-worker from the 
employee – who was not necessarily expected to do so. This is no longer the case.  It is clear from 
the research findings that many employees have an interest in, and a commitment to, these values; 
that their contribution to their communities exceeds their job description and that their motivation 
to work in Camphill goes beyond their salary. 
It is also the case that some Camphill co-workers no longer life-share with the people they support 
– either through their own choice or through a decision made by their managers. In addition, some 
have moved – or been moved - from being unsalaried to being salaried. Thus, we have situations in 
which people – including myself – identify as a Camphill co-worker even though they are working to 
an employment contract and receive a salary. Yet, if I had completed a questionnaire, I assume that 
I would have identified myself as an employee rather than a co-worker.  

 
The Succession Question  
 
It seems from the findings that the people who have the most tasks, roles and responsibilities are 
co-workers who have been in their communities for a good number of years. This obviously has 
significant implications as these co-workers reach retirement age. This raises the question of who 
will carry these responsibilities when the current people no longer do so. Presumably, some of these 
roles and tasks will be passed onto employees - either employees already in post or those recruited 
to the post. It might also be that some of these tasks and responsibilities will no longer be 
recognised as a strategic priority and will lapse. 
From what we have seen, there is no reason to doubt that the proportion of employees in the 
workforce will continue to increase. Currently, 4 out of the 11 Camphill communities in Scotland have 
a totally employed workforce and this number looks set to rise within the next 2 or 3 years.  
However, despite the fact that the communities are increasingly relying on employed staff to ensure 
their survival, it is apparent that, 13 years on from my first research, the issue of the inclusion of 
employees in still problematic in some communities. 

It seems that the some of the communities have grown in size recently. There are more people 
being supported and more people coming into work. In addition, some respondents said that the 
support needs of residents and day attenders are becoming more complex and more challenging. 
Taking the above into account, it seems that some communities are becoming larger and more 
diverse just at the time when many older Camphill co-workers and community leaders are either 
stepping back or about to. This raises significant questions about leadership and succession – this 
is not just about finding new managers but it is also about who is going to uphold the Camphill 
values as the communities continue to develop. 

 

The Rise of the Manager 
 

What emerges from the findings in relation to this question of leadership and succession is a new 
concern over how the communities are managed.  
It would seem that whereas previously, communities were run by groups of self-selected people 
who each felt called to be part of a group management model, more recently communities have a 
named person who has a title that makes it clear that they have overall responsibility.  
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There are now job titles in some communities – such as CEO, Director of Operations, Executive 
Director, General Manager, Head of Education and Head of Care - that had not been known at the 
time of the previous survey. 
The apparent rise of more hierarchical management structures was a cause of concern to some of 
the co-worker respondents who not only expressed a sense of disempowerment as a direct 
consequence of this but also saw it as an indication that their community was becoming more of a 
care provider business than a Camphill community.  
I will come back to these concerns in Section 10 – when I will turn to the question of values and the 
changing experience of community. 
 
 
The Responses from the Residents and Day Attenders 
 
It is very interesting that the residents and day attenders reported a more positive experience of 
community than the co-workers and employees who support them.  
It is also interesting that that the co-workers placed great emphasis on the social, cultural and 
spiritual aspects of Camphill as strong points in terms of experiencing  a sense of community but 
none of the people in the conversation groups explicitly mentioned the services, plays or festival 
celebrations in their list of the things that they liked most. Having said that, ‘community gatherings’ 
featured in the list of the things that people said when asked to say what ‘community’ means. 
It appears that it is the co-workers and support workers/house co-ordinators who make the major 
decisions in the lives of the residents – where they live, who they live with and who supports them 
- even in choice of the food that they eat. The people that I spoke to said that working in the 
workshop is one of the things that they like most and it is therefore very fitting that they said that 
is the one thing that they get most choice in. 
It is perhaps not surprising that it is the co-workers and support workers who decide what activities 
are put on and also organise them. However, the residents and day attenders that I spoke to 
pointed out that they can choose whether to take part in them or not. 
 
Obviously, there are all sorts of bigger questions here about whether or not the residents make a 
real informed choice about moving into a Camphill community in the first place. But the answers 
seem to indicate that, even if residents do not always frame the choices, they still can choose to go 
along with things or not – or at least those of them with the capacity to do so.  And, it should not 
be forgotten that the people I spoke to were very happy - or at least satisfied - with living and 
working in a Camphill community.  
There are obviously limits to inclusion – limits to do with capacity, levels of communication, 
opportunity and other things. It is however, significant that - admittedly by a very small margin – 
most people said they don’t mind not being included in everything and one person even said that ‘I 
don’t want to be more included in meetings all the time because I like my free time’. 
 
I will return to question as to the limits to inclusion in Sections 10 and 11. 
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The assumption had been that this is something that distinguished the co-worker from the 
employee – who was not necessarily expected to do so. This is no longer the case.  It is clear from 
the research findings that many employees have an interest in, and a commitment to, these values; 
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10. Some Reflections on the Main Themes  
 

In this section, I will be looking in more depth at some of the salient themes to have emerged from 
the surveys.  
These are: 

1) Inclusion 
2) Diversity  
3) Values  
4) The Experience of Community  

 
 
1) Inclusion 
As we have seen, there are two main aspects to this question of inclusion. Firstly, there is the 
question of the inclusion of employees, which had featured as a concern in both rounds of the 
survey. Secondly there is the issue of the inclusion of the people with a learning disability in their 
communities. This was a new issue that featured only in the 2019 survey. Both were recognised as 
being problematic. 
In regard to employees, the assumption seems to be that employees are less aware of, interested 
in and committed to Camphill values and practices. This view is tempered somewhat in the 2019 
survey in which some employees said that their involvement in their communities extends beyond 
their job and that they would wish to be more included than they are. 
This wariness about the effect of employment on the Camphill communities sits alongside other 
considerations; namely that the proportion of employees in the communities continues to rise; that 
it is now clear that most Camphill communities could no longer function without employees; that 
the distinction between co-workers and employees is becoming increasingly blurred and that the 
2019 survey responses included the observation that all groups in the communities are no longer as 
committed to the values of Camphill as previously.  
Another aspect to this is that the responses indicate a certain degree of ambivalence - on the part 
of both co-workers and employees themselves - as to the extent to which employees could be and 
should be included in their communities. 
It seems that those communities that wish to tackle the question of the inclusion of employees may 
need to consider designing appropriate structures and timetables so that people can be included 
without the expectation that this is something that is done voluntarily over and above the job that 
they are employed to do. This may have to entail arranging cultural events and meetings so that 
employees can attend during their working day. It may also have to entail providing training and 
development opportunities for employees in their work time – in management skills, in community 
decision- making skills and in Camphill values.  
When it comes to the inclusion of residents and day attenders, all those that I spoke to said that 
they feel included in some aspects of their communities. And, of course, life-sharing itself is radically 
inclusive. But inclusion that goes beyond life-sharing to empowering residents and day attenders to 
be able to make real choices in matters that concern them entails more complex challenges to do 
with cognitive ability, accessible communication and also untangling the dynamics of power 
imbalances inherent in relationships built on the dependency of care and support.  
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Again, as in the case of employment, if communities choose to set themselves the goal of a greater 
degree of inclusion, they will also have to the face the question of developing new skills, new 
structures and new timetables in order to make this possible.  
An important aspect of this might entail re-assessing which housing and support arrangements 
work best in promoting inclusion. This could include examining the potential for models such as 
Supported Living, Shared Lives and Co-housing. The co-housing model is based on creating a new 
sense of community, shared living and meaningful work in which the components of housing and 
care are distinct from each other. The advantage in terms of inclusion is that the co-housing model 
automatically confers certain rights to all tenants that are not at the discretion of others to grant 
and also emphasises the designing of arrangements that promote a sense of inclusion and of 
community. The Supported Living model is also based on expectations that housing and support 
can be provided by separate agencies and that that tenants have a real voice in decisions that affect 
both their tenancies and their support. 
These issues about inclusion were the focus of a conversation in the Scottish Neighbourhood 
meeting in November 2018. The theme of the discussion was the question – ‘whose community is 
it?’ Things are moving on from the time when it was the co-worker population that had the 
strongest sense of ‘ownership’ based on their collective and personal investment and commitment. 
Today there is an aspiration that it is everybody’s community. Yet there are questions about how 
truly inclusive community can be – questions about the limits to inclusion. This is directly linked to 
questions about diversity, as we will see below. It is also a question that we will be turning to again 
in section 11, where I share some reflections from the ICSA conference.  
Inclusion is perhaps an issue that should not be avoided simply because of its complexity.  The 
starting point where the question of inclusion is concerned may need to be re-set. It may be better 
not to assume that everybody wants to be more included, should be more included, or could be 
more included. It is also better not to assume that everybody who wants to can be included equally. 
Instead, the focus could rather be on who wishes to be more included and in what ways they wish 
to be included and in what ways this might be possible. Inclusion could then move from being an 
undefined aspiration to a pragmatic reality. 
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2) Diversity  
 

We have seen that the Camphill communities in Scotland are not significantly diverse in terms of 
their demographics. Just as in most other intentional communities, the population is actually 
remarkably homogenous – white, middle class and middle aged. The Camphill communities become 
more diverse when we consider the separate groups of people who live and work in them. There 
are people with a learning disability; employees; long-term co-workers; short term co-workers and 
retired co-workers. Another aspect of diversity is that some people - both those who are supported 
and those who do the supporting - live in the communities and others come in for the day.  
However, the most significant aspect of diversity that comes to light in the surveys is not to do with 
demographics at all. Instead, it is to do with values. There is a growing sense of diversity in values 
in the communities. 
We have already noted that people responding to the survey had said that there is an overall decline 
in the commitment to these Camphill values – on the part of all of those who live and work in the 
communities. They also said that there has been a rise in a different set of values – the values of an 
organisation or a business.  
Camphill communities have always been both a community and a care provision and in the past the 
community aspect was perhaps to the fore. Both surveys – the one in 2006/07 and the one in 2019 
– identified a growing unease about this change in balance between the two. The perception of 
some people was that the communities are becoming more like a professional care provider 
business. This sense of unease was even more explicit in the 2019 questionnaire responses.  
Overall, there was recognition and acceptance of the need to comply with regulatory demands; the 
need to be accountable and the need to change as the communities go forward.  Yet many people 
expressed their concern that the sense of community is being lost in the process.  
People said that the focus of the communities is moving from a Camphill community to a business 
model and a conventional care provider model. They said that some new people in management 
positions and new employees in the workforce had little awareness of Camphill values. There was 
concern about a perceived break down of communication between those in management positions 
and the Camphill co-workers. There was concern about the imposition of new management 
structures that replaced the pre-existing self-managing leadership groups. There was the concern 
that the need for regulatory compliance had taken precedence over community values. 
All of these concerns point to what could be termed ‘values diversity’. Respondents pointed to the 
increase in diversity in their communities and furthermore, the majority of respondents agreed that 
diversity is a good thing and ‘my community should promote diversity’. Yet the majority of 
respondents also reported less sense of community in their communities than previously. It is hard 
to escape the conclusion, therefore, that the increase in diversity and the decrease in the experience 
of community are linked.  
This inevitably raises questions about the limits to diversity and about how much diversity a 
community can cope with. 
Diversity is both a strength and a weakness – a strength in that it can provide a certain level of 
resilience through a variety of different experiences, skills and knowledge and an openness for new 
ideas and new ways of thinking.  

But it can also be a weakness in that it can diminish the sense of cohesion, shared vision and shared 
values.  
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An intentional community is a bounded space – a space that includes some people and excludes 
others – that honours a defined set of collective values and chooses not to honour others. Too much 
cohesiveness and a community risks becoming closed and introverted. Too much diversity and it 
risks losing the sense of a common cause, a common purpose. 
It is clear that in the Camphill communities in Scotland the boundaries have become very permeable 
and flexible. And the question is always going to be how flexible can the boundaries become?  How 
diverse and inclusive can Camphill communities become before they lose their cohesion and unique 
identity and become something else?  
 The conclusion from the two surveys is that while the Camphill communities in Scotland will 
continue to offer care and support services of a high standard, there will be less income sharing, 
less life-sharing and less evidence of the traditional Camphill ethos and values.  
This works both ways. As a result, we will likely see communities that are more resilient; more open; 
more inclusive; more responsive; more compliant in regulatory terms and therefore more stable 
financially. The future of the Camphill communities is not in question. Governance and management 
systems are in place that will ensure that these communities continue to provide an excellent 
quality of care and support with an ethos that will continue to distinguish them from other care 
providers - an ethos that is based on people living and working together in group settings in 
beautiful surroundings.  But in terms of an intentional community, this research indicates that there 
will be less understanding and commitment to the traditional Camphill community values and less 
sense of community.  
It would seem from the comments made by the questionnaire respondents, that in order to retain 
the unique sense of shared ethos, principles and practices and the unique experience of community, 
the Camphill communities in Scotland are going to have to put as much energy and resources into 
promoting and upholding Camphill values as they put into regulatory compliance and other 
management priorities. 
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3) Values  
 
Many of the questionnaire respondents were troubled by what appears to be a decline in the 
commitment to the traditional values and ethos of Camphill. Some people said that it is no longer 
clear what their community is. Others said that there is less understanding of, and support for, the 
Camphill values and ideals on the part of managers, co-workers, employees and residents. Others 
said more explicitly that the people in senior management positions do not share the values of the 
co-workers. Others again said that there is a need to find a new understanding of the Camphill 
values and also a new way to express them so that people can better understand them.  
The concerns expressed in the responses seem to be that people no longer fully comprehend the 
values of Camphill and are less likely to honour them than in the past. In addition, people said that 
the values of community are being superseded by the constraints of running a care provision. 
These concerns raise several questions. What are values? Why are they important? What role do 
values play in the life of an intentional community? 
What are values? These are the things that explain why people do what they do. Values are the 
things that people honour – the things that are most important to them and their community. 
Values give meaning to why and how things are done in certain ways. They are the combination of 
many things - what people believe in; their world view; their vision; their ethics, principles and 
standards. Values are also about the way people conduct themselves; the way they behave in 
relation to each other; what they have in common; their social conventions, customs and rituals, 
their unique history and their totemic signs and symbols. 
In order to be true and meaningful, these values must be enacted in the daily life of each individual 
member. When they are not – and the survey respondents suggested that they are not in some of 
the Camphill communities in Scotland – then the community has a choice - either to continue 
without a set of defining values or to reflect and re-assess what the values might be today. 
Why is it important to have an agreed set of values? In the case of Camphill it is important because 
the communities wish to show to their members and to the world that they are different, that they 
are unique, that they are doing something special. And in the case of Camphill this unique and 
special thing is to combine a set of spiritual beliefs and the principles of community with the 
provision of social care. 
It could be said that the values of a community or a wider movement of communities - when they 
are written down - explain what the community is, both to its members and to the world. The 
writing down is a crucial element in this. So often, the values can be unspoken. It is assumed that to 
be a member of that community each person has to honour these values and to enact them in their 
daily life. This works well for as long as nothing occurs to put these values in doubt. After a period 
of intense change and of increasing diversity and complexity, the Camphill communities in the UK 
and Ireland are having to re-assess what it is they believe in and what they have to say to the world. 
And the intention is that this process of reflection leads to a new and updated statement of values, 
and as result, Camphill communities can move forward with a renewed sense of common cause and 
collective purpose. 

Before going further, it might be of interest to consider the values of Camphill in relation to those 
of some other intentional communities. Today, not only have many communities written down 
what it is they believe in and what it is they do, but they tell the world about it through their 
websites.  
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None of these communities have an explicit paper in their website that says – ‘these are our values’ 
and so, in each case, I have chosen an extract that seem to indicate what their values might be. 

First, though, I have set out here what is termed a working paper on the values of Camphill that has 
been drawn up by the Association of Camphill Communities of the UK and Ireland (The Association) 
in May 2019. Work on this is still on-going. 

Camphill Values    
‘We value the uniqueness of each individual’.   
We are committed to uphold the human dignity of each individual – most especially, when this dignity 
is in danger of not being acknowledged. Our life together in Community and the work that we do 
together, is inspired by an understanding of Anthroposophy - the insights of Rudolf Steiner - as it 
relates to the world today and is enriched by the work of Karl Konig and others, who founded the 
Camphill Movement. We believe that each of us is a human being and a spiritual being - and that each 
of us is on our own journey of inner development.    
We know that people do their best when they live and work together in service to a higher aim.    
For us in Camphill that aim is, to create Communities, in which people with and without disabilities can 
live, work, learn and celebrate together. We value being part of a welcoming Community, where strong 
relationships can be developed, based on trust, respect and positive regard. A Community dedicated 
to the care and spiritual wellbeing of us all; celebrating differences and nurturing creativity.    
Through conscious effort, through self-reflection and through being open to the reflection from 
others, we strive to improve ourselves so that we are better able to help others.   We try and overcome 
personal antipathies and interpersonal difficulties for the sake of the greater good.  
  
‘We value meaningful work and the experience of lifelong learning’    
We endow our life and work with significance - everything we do deserves our attention and care. We 
care for our houses, the land, everything that is a part of the life of the Community where we live and 
work. We do our work out of a sense of love and devotion – as a deed to others and to the Community, 
of which we are part. We value the opportunities that meaningful work provides in giving purpose and 
direction in our lives. An enhanced sense of wellbeing and greater self-confidence are experienced in 
the value others see in our contributions.    
We strive to ensure that our Communities are places of learning, where each person, no matter what 
their age, can avail of educational, social, cultural, artistic and therapeutic opportunities and 
experiences that will enhance their knowledge of the world around them and of their own experience 
of themselves.    
We value striving to achieve high personal and organisational standards of professional conduct and 
practice in everyday work.  At the heart of our professional approach is taking ownership and initiative, 
being accountable for our actions, and building trust and teamwork.   
  
‘We value shared lives in Community’   
We value the opportunities we have to share in meaningful life activities, which enable everyone to 
contribute in co-creating our harmonious homes workplaces and places of learning. Our Community 
wellbeing and that of each individual stem from these endeavours.     
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3) Values  
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We each play a part in the shared life of our Communities. We each contribute in our own way - through 
our work and through our gifts. We do the best that we can for others, and for the Community that 
we are a part of – and in return, we benefit from the work and efforts of the others.   
  
‘We value and care for the land and the wider environment that surrounds us’    
We want to contribute to the wider society of which we are a part and to be a force for good in the 
world.    
We recognise our responsibility to the environment that surrounds and recognise that we must live 
within our means, from both an ecological and economic perspective. We seek to respect the land that 
we have and to look after it in ways that are ecologically sustainable.    
We actively promote a sense of common cause and collaboration with other Camphill Communities in 
our own country and around the world.   
  
We recognise that things are changing - society is changing; our organisational structures are changing 
and people’s needs and wishes are changing. As a result, the sense of Community also changes – it 
grows stronger and weaker at different times and in different places.    
Yet, through all these changes, we are committed to living and working together, in ways that can 
make the values of Camphill manifest in our own life, in the Camphill Communities in which we live and 
work and in the wider society.   
  

Next, we can look at the websites of three other communities in Scotland – L’Arche – which shares 
a common mission with Camphill, namely combining care and support with community - Iona and 
Findhorn.  
 
L’Arche UK  

We believe that people with learning disabilities have much to teach us and contribute to the world. 
During the last fifty years, we have learnt that one of the best ways to enable this is by creating 
Communities with a culture of shared lives between people with and without learning disabilities, from 
which we can work together to build a more human society. 

At L’Arche we celebrate people with learning disabilities and build circles of support around them. We 
go beyond supporting people's basic needs to attend to their emotional and spiritual lives, too. It is 
this focus on building relationships and cultivating a sense of belonging that makes us different from 
other service providers.   

L’Arche Communities hold in balance four elements: service, community, spirituality & outreach. 
Experience has shown us that each element has an important role to play and needs to be present - not 
only for a Community to be healthy - but in order to make us better at each of the other elements. 

L’Arche Communities around the world share this common philosophy and approach while reflecting 
and celebrating the ethnic, cultural and religious composition of the areas in which they exist. 
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The Iona Community express their values in what is called ‘The Iona Rule’. As this is quite lengthy, 
I have omitted some parts. 

As Members of the Iona Community we commit ourselves to: 

Daily prayer, worship with others and regular engagement with the Bible and other material which 
nourishes us 

Working for justice and peace, wholeness and reconciliation in our localities, society and the whole 
creation 

Supporting one another in prayer and by meeting, communicating, and accounting with one another 
for the use of our gifts, money and time, our use of the earth’s resources and our keeping of all aspects 
of the Rule. 

Sharing in the corporate life and organisation of the Community 

Justice, Peace and Integrity of Creation Commitment 

We believe: 

that the Gospel commands us to seek peace founded on justice and that costly reconciliation is at the 
heart of the Gospel; 

that work for justice, peace and an equitable society is a matter of extreme urgency; 

that God has given us partnership as stewards of creation and that we have a responsibility to live in 
a right relationship with the whole of God’s creation; 

that, handled with integrity, creation can provide for the needs of all, but not for the greed which 
leads to injustice and inequality, and endangers life on earth; 

that everyone should have the quality and dignity of a full life that requires adequate physical, social 
and political opportunity, without the oppression of poverty, injustice and fear; 

that social and political action leading to justice for all people and encouraged by prayer and discussion 
is a vital work of the Church at all levels; 

that the use or threatened use of nuclear and other weapons of mass destruction is theologically and 
morally indefensible and that opposition to their existence is an imperative of the Christian faith. 

As Members and Family Groups we will: 

engage in forms of political witness and action, prayerfully and thoughtfully, to promote just and 
peaceful social, political and economic structures; 

work for a policy of renunciation by our own nations of all weapons of mass destruction and for the 
encouragement of other nations, individually or collectively, to do the same; 
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celebrate human diversity and actively work to combat discrimination on grounds of age, colour, 
disability, mental wellbeing, differing ability, gender, race, ethnic and cultural background, sexual 
orientation or religion; 

work for the establishment of the United Nations Organisation as the principal organ of international 
reconciliation and security, in place of military alliances; 

support and promote research and education into nonviolent ways of achieving justice, peace and a 
sustainable global society; 

work for reconciliation within and among nations by international sharing and exchange of experience 
and people, with particular concern for politically and economically oppressed nations; 

act in solidarity with the victims of environmental injustice throughout the world, and support 
political and structural change in our own countries to reduce our over-consumption of resources. 

Our working principles 

Our passion 

We are motivated by our shared commitment to Jesus Christ and his proclamation of a just and 
generous new order; by our own experience of the common life, and by a creative spiritual practice of 
prayer, song, silence and sacrament. 

Our environmental values 

We strive in our practice for the highest environmental goals. We travel by public transport wherever 
possible. We are committed to reducing our energy consumption and environmental impact. We 
actively seek suppliers who share these goals. 

Our social values 

We deplore social injustice. We respect all our members, staff, guests and partners, irrespective of 
age, race, gender, religion, sexuality, disability, or health status. We actively campaign for social justice 
at all levels and have a particular commitment to inclusion of people living in poverty. 

Our economic values 

We deplore economic injustice. We are committed to the common good, to trade justice and to a 
critique of economic policies that increase poverty and inequality. We support our work through our 
own giving and our trading operations. We operate a balanced budget, try to bank and invest ethically 
and purchase fairly-traded goods. Our residential staff are paid the same, regardless of job. We seek 
to minimise salary differentials for non-residential staff. 
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The Findhorn Foundation explain their purpose as follows: 

The Findhorn Foundation is a dynamic experiment where everyday life is guided by the inner voice of 
spirit, where we work in co-creation with the intelligence of nature and take inspired action towards 
our vision of a better world. We share our learning and way of life in experiential workshops, 
conferences and events that take place within a thriving community and ecovillage. 

‘The Founding Principles’ of Findhorn are too long to copy here in full, but here are some 
pertinent extracts.  

Through more than 50 years of living and exploring together, three key themes have emerged as 
guiding principles for our work in the world. 

Inner Listening 

When we become still and go within, either through meditation or activities such as being in nature, 
we can find a deep inner knowing that reaches far beyond the sense of a small and separate self. At 
Findhorn we describe this process as inner listening, and the knowledge received as guidance. We 
also use attunement, the practice of consciously tapping into the interconnectedness of life. These 
are at the heart of the Foundation’s ethos...... Finding the stillness and listening within, attuning, and 
then trusting and acting on this attunement is the central process by which the Findhorn community 
lives and evolves. We believe it is a way of living that can support humanity to evolve. The Findhorn 
Foundation and community is a gateway to this new world and a living demonstration of it. 

Work is Love in Action 

Work is an opportunity to bring our whole selves and our highest love into the practical business of 
daily life. By bringing full, loving engagement into each task, moment by moment, we can shape a 
new consciousness for ourselves and the world........This practice is a recognition that everything we 
do, no matter how small, is an opportunity to move beyond previously limiting beliefs and shape a 
new future......our vision is nothing less than a world where each human being manifest their highest 
love and, in doing so, becomes a unique blessing for all life. 

Co-Creation with the Intelligence of Nature 

Our planet is alive and aware. By communicating and working with the rest of nature humans can 
find and bring new and creative solutions to life....The Findhorn Foundation continues to be a 
pioneer in partnering with the intelligence of nature, a practice we call co-creation. Everyone, either 
through innate gifts or through training in inner listening, has the potential to partner with the more 
subtle aspects of our world. 

Community Life 

Community life provides the spiritual and social framework in which to experiment with new ways of 
being. Living together and practising spiritual values creates the transformative environment where 
learning takes place naturally through the ordinary activities of daily life. We work through conflicts, 
celebrate seasonal rhythms, eat, work and play together, acknowledge life’s milestones and explore 
new forms of leadership, economics and governance. 
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As we have seen previously, communities are bounded spaces. This means that they create a 
boundary around themselves - in some cases both physical and metaphorical boundaries – that 
show who is in and who is out; that marks it out as being different. Without such boundaries the 
community would be no different from the society around it. And, among other things, it is the 
shared values that mark these boundaries and give a community its unique identity. This is what 
the statements from the websites seek to do. In effect, they say ‘Here we are. This is our vision.  This 
is our mission in the world. This is what we believe in; this is what we stand for in the world and this is 
what we do’.  

There is perhaps the assumption that the members of these communities already know all of this 
and the statements are for the world to take note of. However, in the case of Camphill, I would 
suggest that the process of re-formulating the values is intended to be a message as much for the 
members as it is for the world. There has been so much change taking place in the Camphill 
communities in the UK and Ireland – some of it natural and gradual and some of it as a result of 
breakdown and crisis – that the Association is now engaged in a process, not just of reflection and 
re-assessment, but also of re-affirmation and re-validation. This process is made more complex and 
demanding due to the fact that, as the questionnaire responses made clear, the Camphill 
communities in Scotland are having to balance the aspirations of an intentional community with 
the reality of being a care provider.  The people in leadership and management positions, 
therefore, are not just accountable to their members for how the values of Camphill are upheld, 
but also to the regulators as to how the values of a care service are upheld - and the two are not 
always and necessarily an easy fit. The values expected of any care provision are clearly set out; the 
values of Camphill less so. Therefore, it seems that as Camphill in Scotland is about to celebrate its 
80th year, one of the more important challenges it faces is to define, articulate and promote a 
shared set of values, so that those in governance and management positions, those who make up 
the workforce, those who are looking for a supported place and also the bodies that fund the 
placements and the bodies that regulate the communities and the workforce, have a clear 
understanding of the vision, the mission, the inspiration  and the ethos of the  communities.  
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4) The Experience of Community 

As we have seen, the responses to the questionnaire make it clear that for many people the 
experience of community has changed. When asked to explain how the experience has changed, 
one person said ‘I have changed’; another said ‘society has changed’ and yet another said ‘people 
change and things change’. Some people accept that change takes place no matter what and that 
there is not necessarily any judgement involved. As one respondent observed ‘the changes are 
neither overall better nor worse – the community is different and without the changes we would not 
have survived at all’. Another person said that ‘my community has changed into something different, 
so not the old experience of community as much but a new experience of community’. Another said 
‘we are in a transition – to a wider sense of community – not as closed and inward looking as 
previously’. These are two themes that I would now like to consider – the nature of change in the 
experience of community and the direction of where that change is heading. 

Despite the fact that so many respondents expressed a sense of disappointment or regret that their 
community is becoming more of a care provision than a community, this in itself should not be 
unexpected. Indeed, such concerns had been expressed in the first of these surveys 13 years ago 
and it seems clear that the process has continued ever since. The experience from other intentional 
communities - both historical and contemporary – shows that communities tend to have an 
archetypal developmental trajectory. Those that survive their pioneering days almost invariably 
move on to another stage that has been termed the phase of ‘organisation’. And in this process 
things change. In very simple terms it could be said that there is less idealism and cohesion and more 
pragmatism and complexity. There is less of the collective and more of the individual. Leadership 
moves from the inspired charisma of the founder to the group management of equals and 
management moves from autocratic to bureaucratic. The worldview and belief systems become 
less dogmatic and more broad-minded. Things move from everybody being the same to more 
diversity in where people live, what people do and how they are remunerated. There is more 
differentiation and specialisation. People’s needs, wishes and expectation change. The relationship 
between the individual and the community changes from covenant to contract. A gap begins to 
grow between aspiration and reality and over time, a community that started off as radical and 
marginal drifts back towards being more conventional and mainstream.  

It seems to be ironic that the longer a community lasts, the less of a community it becomes. 
Longevity, prosperity, growth and complexity all eventually erode away the intense experience of 
common purpose, idealism and energy that the community enjoyed in its earlier days. In some 
situations, these changes can all play out over time and are only fully acknowledged in retrospect. 
In others, they are the result of community planning decisions that amount to strategies for survival. 
The story of intentional communities is replete with examples of communities that have had to 
come to terms with the inescapable fact that things have changed - what used to work no longer 
works in the same way. Often this came down to finances and communities had to have a moment 
of re-structuring in order to make the books balance and in order to make the community viable. 
This moment of re-structuring has been termed by some communities as their ‘Big Change’, or their 
‘Great Change’. It had been a critical moment in their development and it invariably involved a move 
from what was called ‘The General Economy’ to privatisation.  
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As we have seen previously, communities are bounded spaces. This means that they create a 
boundary around themselves - in some cases both physical and metaphorical boundaries – that 
show who is in and who is out; that marks it out as being different. Without such boundaries the 
community would be no different from the society around it. And, among other things, it is the 
shared values that mark these boundaries and give a community its unique identity. This is what 
the statements from the websites seek to do. In effect, they say ‘Here we are. This is our vision.  This 
is our mission in the world. This is what we believe in; this is what we stand for in the world and this is 
what we do’.  

There is perhaps the assumption that the members of these communities already know all of this 
and the statements are for the world to take note of. However, in the case of Camphill, I would 
suggest that the process of re-formulating the values is intended to be a message as much for the 
members as it is for the world. There has been so much change taking place in the Camphill 
communities in the UK and Ireland – some of it natural and gradual and some of it as a result of 
breakdown and crisis – that the Association is now engaged in a process, not just of reflection and 
re-assessment, but also of re-affirmation and re-validation. This process is made more complex and 
demanding due to the fact that, as the questionnaire responses made clear, the Camphill 
communities in Scotland are having to balance the aspirations of an intentional community with 
the reality of being a care provider.  The people in leadership and management positions, 
therefore, are not just accountable to their members for how the values of Camphill are upheld, 
but also to the regulators as to how the values of a care service are upheld - and the two are not 
always and necessarily an easy fit. The values expected of any care provision are clearly set out; the 
values of Camphill less so. Therefore, it seems that as Camphill in Scotland is about to celebrate its 
80th year, one of the more important challenges it faces is to define, articulate and promote a 
shared set of values, so that those in governance and management positions, those who make up 
the workforce, those who are looking for a supported place and also the bodies that fund the 
placements and the bodies that regulate the communities and the workforce, have a clear 
understanding of the vision, the mission, the inspiration  and the ethos of the  communities.  
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4) The Experience of Community 

As we have seen, the responses to the questionnaire make it clear that for many people the 
experience of community has changed. When asked to explain how the experience has changed, 
one person said ‘I have changed’; another said ‘society has changed’ and yet another said ‘people 
change and things change’. Some people accept that change takes place no matter what and that 
there is not necessarily any judgement involved. As one respondent observed ‘the changes are 
neither overall better nor worse – the community is different and without the changes we would not 
have survived at all’. Another person said that ‘my community has changed into something different, 
so not the old experience of community as much but a new experience of community’. Another said 
‘we are in a transition – to a wider sense of community – not as closed and inward looking as 
previously’. These are two themes that I would now like to consider – the nature of change in the 
experience of community and the direction of where that change is heading. 

Despite the fact that so many respondents expressed a sense of disappointment or regret that their 
community is becoming more of a care provision than a community, this in itself should not be 
unexpected. Indeed, such concerns had been expressed in the first of these surveys 13 years ago 
and it seems clear that the process has continued ever since. The experience from other intentional 
communities - both historical and contemporary – shows that communities tend to have an 
archetypal developmental trajectory. Those that survive their pioneering days almost invariably 
move on to another stage that has been termed the phase of ‘organisation’. And in this process 
things change. In very simple terms it could be said that there is less idealism and cohesion and more 
pragmatism and complexity. There is less of the collective and more of the individual. Leadership 
moves from the inspired charisma of the founder to the group management of equals and 
management moves from autocratic to bureaucratic. The worldview and belief systems become 
less dogmatic and more broad-minded. Things move from everybody being the same to more 
diversity in where people live, what people do and how they are remunerated. There is more 
differentiation and specialisation. People’s needs, wishes and expectation change. The relationship 
between the individual and the community changes from covenant to contract. A gap begins to 
grow between aspiration and reality and over time, a community that started off as radical and 
marginal drifts back towards being more conventional and mainstream.  

It seems to be ironic that the longer a community lasts, the less of a community it becomes. 
Longevity, prosperity, growth and complexity all eventually erode away the intense experience of 
common purpose, idealism and energy that the community enjoyed in its earlier days. In some 
situations, these changes can all play out over time and are only fully acknowledged in retrospect. 
In others, they are the result of community planning decisions that amount to strategies for survival. 
The story of intentional communities is replete with examples of communities that have had to 
come to terms with the inescapable fact that things have changed - what used to work no longer 
works in the same way. Often this came down to finances and communities had to have a moment 
of re-structuring in order to make the books balance and in order to make the community viable. 
This moment of re-structuring has been termed by some communities as their ‘Big Change’, or their 
‘Great Change’. It had been a critical moment in their development and it invariably involved a move 
from what was called ‘The General Economy’ to privatisation.  
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From now on people had to pay their way and could no longer rely on the community to support 
them financially. Many people left at his point – disheartened that their community was no longer 
the community that they had joined. 

In the light of this, it could be asked if the Camphill communities in Scotland had a critical moment 
of change. It is more accurate to say that it has been more of a gradual process that began about 
20 years ago and is still at work today. Further, the re-structuring that has taken place has not been 
about avoiding bankruptcy or making the books balance. It has been more about integrating new 
procedures and practices and overhauling governance and management structures so as to ensure 
the viability of the communities in the face of new challenges. It has been about the need to employ 
people to compensate for the decline in the number of people choosing the life of a vocational co-
worker. It has been about recruiting people to newly created posts to do with administration and 
management. It has been about adopting new standards and principles, new policies and 
procedures so as to comply with regulatory requirements. In the process – but not directly as a 
result of these processes – there has been a move away from the traditional vocational, unsalaried 
and life-sharing way of community life. A good deal of these changes is due to the fact that 
communities are care providers – some things just cannot be avoided when the priorities of care 
over-ride other priorities. The responses from the survey show that many people experience that 
the priorities of a care provision have indeed taken precedence over the ethos and values of 
community and as a result, the experience of community has changed and continues to change.  

So, what should be done about this? It might well be that some Camphill communities are 
comfortable about the way things are and see no need to take any particular action. Others might 
well decide to re-assess their priorities and allocate more time, energy and resources to restoring 
and maintaining a balance between regulatory compliance and the values of community. And in 
fact, this is what has been happening in some of the Camphill communities. Just as there has been 
a proliferation of new management posts and titles, so there has also been an emergence of new 
posts and titles in the communities to do with promoting the values of Camphill and of community. 
The Association of Camphill Communities convened a workshop on Camphill values at Newton Dee 
on 8th November 2019. This workshop was intended for Board members and others in governance 
roles. Those attending the workshop recognised the need for governance bodies to exercise due 
diligence when it comes to issues such as management, HR, finances and so on, but also recognised 
the need to include the promotion of Camphill values as part of their remit. It seems that there is a 
danger that these values are left to one side at moments of transition and organisational re-
structuring and also at times of crisis and as a consequence the experience of community is 
diminished. Those present recognised that it is the responsibility of the governance bodies to 
ensure that this did not happen. 

The responses to the survey questionnaire make it clear that the experience of community is still 
felt most strongly in the traditional forms of Camphill – in community-wide celebrations, in work 
and in life-sharing – and also in the personal encounters between people. Yet, in the light of all the 
changes that are taking place in the communities, it does seem unlikely that it will be feasible to 
replicate the complete experience of community that was prevalent in the past – an experience 
that pervaded and encompassed all aspects of community life.  
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The attempt to enhance the experience of community will also be about trying to find new forms 
of community in what are changed circumstances – about consciously designing social forms that 
enhance a new experience of community. The experience of community in the future will perhaps 
be more differentiated and more diffuse – less dependent on traditional forms and structures and 
more dependent on personal initiative and the willingness to be open to new experiences of 
community wherever they might be found. It will be about acknowledging the new reality that the 
individual cannot simply expect the community to provide what each person is looking for in terms 
of the experience of community. It will be about transcending the community boundaries to engage 
with other people and other social initiatives. It will be about people finding new experiences of 
community in different ways and in different places.  

It is clear that the experience of community in Camphill varies, not only from time to time but also 
from place to place. It is different in a community in Scotland that has been going for half a century 
than it is in a new venture starting up in Asia. As I saw very clearly while in the USA for the ICSA 
conference (see section 11), the experience of community is different in the well-established 
Camphill communities of Copake and Triform than it is in either Camphill Ghent or Camphill Hudson. 
And different again in the Camphill communities than in the communities that I visited after the 
conference - the Gould Farm therapeutic community, the Platte Clove Bruderhof Community, the 
Eco-Sufi community, the Pumpkin Hollow Theosophical Retreat Centre and the Twin Oaks 
Ecovillage. 

For some people the experience of community might be an experience of no longer living or even 
working in a Camphill community – but instead a post-communal experience. This might come 
about because an individual has moved out of a Camphill community or indeed because that 
person’s Camphill community no longer exists. 

Dr Donald Pitzer, Professor Emeritus of History at the University of Southern Indiana, the founder 
and president of both the Communal Studies Association (CSA) and the International Communal 
Studies Association (ICSA) was present at the ICSA conference in the USA that I attended. He had 
developed a theory of intentional communities that he termed ‘developmental communalism’. As 
it touches on so many of the themes that we have been considering, I reproduce here his condensed 
explanation of the theory from the ICSA website: 

‘Developmental communalism is both a theory and a process. As a theory, it focuses on movements 
that choose the communal method of organizing and the adjustments that they make to their 
organizational structures, beliefs and practices to insure the survival and expansion of the movements. 
Developmental communalism theory recognizes that communal living is a universally available social 
mechanism in all times to all peoples, governments and movements. Secular as well as religious 
movements adopt communal living, often in a vulnerable early stage because it promises security, 
solidarity and survival. Developmental communalism sees communitarianism as a method of social 
change with both advantages and disadvantages compared to individualism, gradual reform and 
revolution.  Communitarianism is immediate, voluntary, collective, non-violent and experimental, but 
it can be isolating, authoritarian and especially difficult if it attempts communities that require all the 
elements of a social microcosm. As a process, developmental communalism is an adaptive continuum 
in both individual communities and the larger movements that found them.  
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procedures so as to comply with regulatory requirements. In the process – but not directly as a 
result of these processes – there has been a move away from the traditional vocational, unsalaried 
and life-sharing way of community life. A good deal of these changes is due to the fact that 
communities are care providers – some things just cannot be avoided when the priorities of care 
over-ride other priorities. The responses from the survey show that many people experience that 
the priorities of a care provision have indeed taken precedence over the ethos and values of 
community and as a result, the experience of community has changed and continues to change.  

So, what should be done about this? It might well be that some Camphill communities are 
comfortable about the way things are and see no need to take any particular action. Others might 
well decide to re-assess their priorities and allocate more time, energy and resources to restoring 
and maintaining a balance between regulatory compliance and the values of community. And in 
fact, this is what has been happening in some of the Camphill communities. Just as there has been 
a proliferation of new management posts and titles, so there has also been an emergence of new 
posts and titles in the communities to do with promoting the values of Camphill and of community. 
The Association of Camphill Communities convened a workshop on Camphill values at Newton Dee 
on 8th November 2019. This workshop was intended for Board members and others in governance 
roles. Those attending the workshop recognised the need for governance bodies to exercise due 
diligence when it comes to issues such as management, HR, finances and so on, but also recognised 
the need to include the promotion of Camphill values as part of their remit. It seems that there is a 
danger that these values are left to one side at moments of transition and organisational re-
structuring and also at times of crisis and as a consequence the experience of community is 
diminished. Those present recognised that it is the responsibility of the governance bodies to 
ensure that this did not happen. 

The responses to the survey questionnaire make it clear that the experience of community is still 
felt most strongly in the traditional forms of Camphill – in community-wide celebrations, in work 
and in life-sharing – and also in the personal encounters between people. Yet, in the light of all the 
changes that are taking place in the communities, it does seem unlikely that it will be feasible to 
replicate the complete experience of community that was prevalent in the past – an experience 
that pervaded and encompassed all aspects of community life.  
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The attempt to enhance the experience of community will also be about trying to find new forms 
of community in what are changed circumstances – about consciously designing social forms that 
enhance a new experience of community. The experience of community in the future will perhaps 
be more differentiated and more diffuse – less dependent on traditional forms and structures and 
more dependent on personal initiative and the willingness to be open to new experiences of 
community wherever they might be found. It will be about acknowledging the new reality that the 
individual cannot simply expect the community to provide what each person is looking for in terms 
of the experience of community. It will be about transcending the community boundaries to engage 
with other people and other social initiatives. It will be about people finding new experiences of 
community in different ways and in different places.  

It is clear that the experience of community in Camphill varies, not only from time to time but also 
from place to place. It is different in a community in Scotland that has been going for half a century 
than it is in a new venture starting up in Asia. As I saw very clearly while in the USA for the ICSA 
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about because an individual has moved out of a Camphill community or indeed because that 
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and president of both the Communal Studies Association (CSA) and the International Communal 
Studies Association (ICSA) was present at the ICSA conference in the USA that I attended. He had 
developed a theory of intentional communities that he termed ‘developmental communalism’. As 
it touches on so many of the themes that we have been considering, I reproduce here his condensed 
explanation of the theory from the ICSA website: 

‘Developmental communalism is both a theory and a process. As a theory, it focuses on movements 
that choose the communal method of organizing and the adjustments that they make to their 
organizational structures, beliefs and practices to insure the survival and expansion of the movements. 
Developmental communalism theory recognizes that communal living is a universally available social 
mechanism in all times to all peoples, governments and movements. Secular as well as religious 
movements adopt communal living, often in a vulnerable early stage because it promises security, 
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change with both advantages and disadvantages compared to individualism, gradual reform and 
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in both individual communities and the larger movements that found them.  
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To survive over long periods of time, communal groups and their founding movements must adapt to 
changing realties within and without. The process of developmental communalism poses a double-
jeopardy threat to both communal groups and their movements. If communal living becomes an 
unchangeable commitment, the founding movement may fail to make necessary adjustments, 
stagnate and die, thus causing the death of its communal groups. If the founding movement is dynamic 
enough to make changes away from the restrictions of communal living, the movement may expand 
while its communes become unnecessary or abandoned’. 

What Pitzer propounds in his theory is that a communal movement may prosper better if and when 
it abandons communal living and continues to develop and achieve its aims through other means. 
He cites the story of Robert Owen as an example. Owen, Pitzer argues, failed in his communal 
enterprises at New Lanark in Scotland and New Harmony in the USA, but his ideas and those of his 
followers, went on to influence society in a more lasting manner. Owen’s humanitarian, scientific 
and educational ideas were disseminated widely. His new social and economic ideas led to the 
founding of the Co-Operative movement. His communal efforts failed but his vision expanded.  

Dan McKanan has written an in-depth and insightful article about Camphill and developmental 
communalism. It is called ‘Camphill at Seventy-Five: Developmental Communalism in Process’ and 
can be found on the website of the Karl Koenig Institute (www.karlkoeniginstitute.org)  under 
‘Research, Publications, Collaborations’, ‘Subject Areas’ and then ‘The Camphill Movement’. 

The idea behind Pitzer’s theory of developmental communalism is that the creative drive of a new 
social paradigm – which could be called the ‘impulse’ – is more than its communal form and indeed 
the communal form is just one phase of its manifestation. In this sense, it could be said that the 
Camphill communities are a manifestation of the Camphill ‘impulse’ but are not the impulse itself. 
They are a means to an end, but not the end. They are the places in which the values of Camphill 
were nurtured and developed but the values of Camphill and the purpose of the Camphill impulse 
have a life beyond the communities. 

Looking at things in this light, it becomes feasible to imagine that the values of Camphill, and the 
experience of community that has grown and developed in the communities over many years, can 
carry the Camphill impulse out into the world as seeds of social renewal, just as Karl Konig, the 
visionary founder of Camphill, had imagined they would. 
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11. Some thoughts from the ICSA conference 

As the ICSA conference had been the spur for me to carry out the 2019 survey it seems only 
appropriate to take some space to explore in what ways the themes that emerged from the 
conference are relevant to the theme of this research project. What follows is not a detailed report 
of the conference but instead a distillation of relevant insights to ponder. 

For those interested, some of the conference papers are posted on the ICSA website 
(www.communa.org.il/icsa/index.php/conferences/camphill-2019). They can be found under 
‘conferences’ and then ‘conference proceedings’.  

  
There were 170 people from all over the world taking part in the conference –people who live and 
work in intentional communities, eco-villages  and co-housing projects;  people who study, research 
and write about communities; community networkers; people who are active in peace and social 
justice movements and people who simply find intentional communities inspiring. There were many 
people from small and innovative community projects – taking direct action on issues such as gender 
and sexual orientation, the historical misappropriation of native lands, the legacy of slavery, HIV and 
Aids, refugees, social justice, race inequality, urban poverty and climate change. My main interest, 
however, was in getting a better understanding of how the longer-lasting and more established 
community movements   - such as L’Arche, the Kibbutzim and the Bruderhof - were dealing with 
change processes.  

Firstly, though, I would like to share some insights from the conference about the conference theme 
– ‘Diversity and Inclusion in Intentional Communities’. These terms have very positive connotations 
and surely it is the goal of any intentional community to be open to anybody who wishes to join and 
to ensure that all its members feel equally valued and included. Indeed, several articles in the 
‘Communities’ magazine - published by the Foundation for Intentional Community – have 
highlighted the soul-searching on the part of many communities about the fact that they remain 
preserves for mostly white and middle-class people and wonder how they can attract people from 
other racial backgrounds and cultures.  

Laird Schaub, who has lived in intentional communities for 40 years and is a community consultant 
gave a workshop entitled ‘The Limits of Diversity’. He suggested that a group of people must have a 
‘diversity budget’ – in other words they need to be clear how much time and energy they can afford 
to spend on sorting out the challenges and conflict that come with a wide range of cultural 
assumptions and different points of views and opinions when there is so much else that needs to be 
done. Diversity as an aim in itself, he said, can be destructive to a community’s other goals. It 
becomes a question of how much deviance from the communal ideals and values a community can 
tolerate. Also, it is a question of how much any one community can do.  

Professor Luther Smith, who serves on the national board of L’Arche USA, said in one of the plenary 
sessions that it is a myth that ‘the more that we get together the happier we will be’. He asked if we 
can really share our space with somebody who does not share our values. He suggested that it is 
easier to include somebody who is different from us in terms of race, gender or religion who shares 
our values than a person similar to ourselves who does not.  
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He asked how could one include a climate change denier in a climate change activist group? But he 
did also say that we need to create spaces to listen to and connect with people with different 
perspectives than ourselves. 

Benjamin Wall, from L’Arche, presented a paper whose subtitle was ‘The Fragility of L’Arche and the 
Limits of Welcome’, in which he made the point that community, by definition, cannot include 
everyone. The fragility he referred to was the fact that when Jean Vanier invited three men with 
disabilities to come and live with him in Trosly in 1964, one was so troubled that Vanier had to send 
him back to the institution where he had been living previously. Benjamin saw this as a sign that 
limitation is built into the reality of human relationships and especially into intentional communities 
where people live together so intimately. He suggests that this realisation should encourage 
communities to ask themselves questions about their boundaries; questions such as where a 
community sets limits on what it can do and draws boundaries in order to preserve the intrinsic 
shared experience of community. 

As part of the post conference tour of other intentional communities in the local area, some of us 
visited the Platte Clove Bruderhof Community in the Catskills Mountains. They have a hotel style 
main building with many flats; a large dining room for communal meals; a large hall for services and 
celebrations and a large and busy Rifton factory where they make adaptive equipment for children 
and adults with disabilities. The women all wore long skirts and headscarves and there was a 
palpable sense that this is a patriarchal community. The whole community were there for the meal, 
which was preceded by beautiful communal singing of a grace in many voices. We met an elderly 
lady who had escaped from the Nazis on one of the ‘kinder transports’, who still worked her shifts 
in the factory. The father of our tour guide had been a Holocaust survivor. In some ways it felt similar 
to the Camphill that I had joined 40 years ago. I had first met our guide, Ephraim Ben-Eliezer, who 
seemed to be the leader of the community, during the conference. We were speaking about the 
changes at work in Camphill and he was most insistent in asking ‘but are you Christian?’ And indeed, 
the commitment to Christianity is the main focus of their communal life. We were told that ‘the 
central aim is Christianity – the Christian life - community is the fruit of this’. While on the tour I got 
talking to Ephraim about the ways in which the Bruderhof is similar to, and different from, other 
intentional communities. He related the following analogy. He said that for most communities you 
can imagine that each person is given a bow and arrow and asked to shoot their arrow into a barn 
door. There is a wide spread of arrows. Somebody goes up and draws a circle around all the arrows 
and says ‘that circle is our community’.  But in the Bruderhof, he said, we first draw a bull’s-eye on 
the barn door and each person’s arrow has to hit the bull’s-eye if they are to be part of our 
community.’ 

Not much room for diversity or deviance here but perhaps it is just this central focus that is their 
recipe for success.  

I found all of these presentations and encounters - and many more like them - to be really helpful 
insights into what it takes to create and maintain a sense of community. In some cases, it is about 
negotiating the gap between aspiration and reality – what a community would like to do and what 
it can actually do. 

Another way of looking at this is to see boundaries as the place where fruitful exchanges occur – 
where communities can open up.  
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Birte Miereczko presented a paper entitled ‘Reaching Out and Inviting In – the Challenges of a 
Camphill community’. In her paper she described how Camphill Le Beal in the south of France 
consciously integrates into the local community in many ways and on many levels. Three people from 
the anthroposophical community Hertha in Denmark spoke about how they invite local people to 
move into their community through renting a house in their community. Hertha provide shared living 
and work for people with a disability but go beyond that. They set up an ‘owners association’ so that 
they can integrate what they call ‘ordinary citizens’ into the ecovillage. Hertha, Camphill Hudson and 
the Platte Clove Bruderhof Community all have open kitchen days where members of the public are 
invited in for a free meal once a week. The 4 Camphill communities that hosted the conference made 
the point that employing people into their workforce has a real value in that it opens up the 
communities to new experiences and at the same time opens up the possibility for local people to 
be involved in the communities, which can transform the lives of some people.  

Whereas the tours of two of our host communities, Camphill Copake and Camphill Triform, showed 
us good examples of a traditional Camphill community, Camphill Hudson is altogether different. It is 
the first urban Camphill community in the USA. The people with support needs live in shared living 
houses in the town. The centre of this community is the Solaris Centre on the main street - a centre 
for the social arts which is an artist studio, an artisan shop and the centre for drama classes and the 
integrated theatre company, the Camphill Hudson Players. It also hosts the kitchens and dining room 
of the catering services and every Tuesday evening there are open ‘Community Dinners’, which are 
free and open to everybody who wishes to attend – usually between 50 and 70 people. In addition 
to all of this, people from Camphill Hudson are involved in a great variety of local projects in the city. 
This is another example of diversity, inclusion and local involvement at work in a mutually enriching 
manner. An example also, of a community with diffuse boundaries and one that extends beyond its 
physical space. 

And finally, I must relate my encounter with Yona Prital, who is the Director of Yad Tabenkin, which 
is the research and documentation centre of the Kibbutz Movement. During the course of our 
conversation we compared notes on how things are going in the Camphill communities and in the 
Kibbutzim. She told me that she is bringing out a book which will be called ‘The Risk of Survival’. 
Unfortunately, it will only be in Hebrew. The book will say that the future of the kibbutz as an 
intentional community is in question. The risk of survival is that the longer a community movement 
survives, the less is the experience of community. A community can only survive, she suggested, by 
compromising on its vision, goals and values – even to the point that it no longer feels like a 
community. 

To end with a comparison - whereas in 2020 Camphill will be 80 years old, the Bruderhof movement 
will be 110 and the Kibbutz movement 120 years old. 

There is so much more that could be said, but I will finish by saying that I came away from the 
conference with a lot to think about. On the one hand I was inspired by all the many and varied 
community initiatives; by all those people intent on making the world a better place. I also came 
away knowing that we in Camphill have a lot to learn from the experiences of other intentional 
communities. A good opportunity for this will be at the next ICSA conference, which will be hosted 
by the Hertha anthroposophical ecovillage in Denmark in 2022. 
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12. Some Pointers for Future Research 

Many questions have come up for me during the course of this research project.  They are all beyond 
the remit of my particular research aims but are closely aligned to them and I believe that each of 
them merits further exploration. I list these questions below: 

1. While I explored questions to do with what we mean by ‘community’ and how and why the 
experience of community is changing, I think that further work could be done on the question 
of how a sense of community is created, promoted and maintained. This would entail making 
the step from a passive recognition of what is happening in the communities to a more active 
engagement in processes of community development. 
 

2. A lot more could be done in terms of research on themes such as the benefits of a community 
lifestyle for people with a learning disability – the quality of life, overcoming loneliness, shared 
living, promoting interdependence, mutual support and so on. 

 
3. A lot is waiting to be done in terms of researching and exploring other models of community 

that could hold potential for re-imagining the communities as they adapt to the changing needs 
of their members – models such as co-housing and eco-villages.  
 

4. The focus of my research in this report has been exclusively on the Camphill communities in 
Scotland. It would be very informative to conduct similar research project elsewhere in the 
world-wide Camphill Movement. How is the sense of community experienced in other Camphill 
communities? What social forms, organisational structures and communal practices best 
promote a sense of community? What has been learnt in the various regions and how can this 
be shared? Certainly, reports from other regions are circulated but there is not a body of work 
that has distilled the experiences and insights from across the Movement that might provide 
guidance in carrying the Camphill impulse forward in the different regions.  
 

5.  Similarly, apart from the success of the ICSA conference in 2019 and the efforts of people like 
Jan Bang and Dan McKanan, Camphill has very few links with other intentional communities. 
Camphill Scotland has met several times with the L’Arche communities in Edinburgh and it was 
very informative to compare notes and to recognise that we share many of the same 
challenges in terms of sustaining the community aspect of our respective organisations. We 
certainly have common cause with other intentional communities and to some extent are 
going through the same processes that they are going through as they grow and develop. We 
also have much in common in terms of vision and goals with the wider movement of intentional 
communities. I think that Camphill would have a lot to share and a lot to learn from establishing 
formal and sustained links with other intentional communities and becoming a member of the 
Global Ecovillage Network (GEN).  

 
6. Throughout this report we have turned to questions to do with maintaining a sense of 

community and upholding Camphill values and imparting them to others. Even though these 
questions are crucial to the on-going development of the communities no financial resources 
are put into this. This research project was not funded.  
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Similarly, many people have freely given their time, enthusiasm and energy into running 
courses about Camphill in the Scottish region. I suggest that if we really intend to ensure that 
the community aspect of Camphill flourishes along with the care provision aspect, than the 
time is overdue to create and fund a post of ‘Research and Training Co-ordinator’ either in the 
Scottish region or in the wider Association of Camphill communities in the UK and Ireland (the 
AoCC).  
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13. Appendices 
 

Appendix 1: The Questionnaire 
 

EXPERIENCES OF COMMUNITY REVISTED:  2019 

A follow-up study of the changing experience of community in the Camphill Communities in Scotland 
by Andrew Plant 

Introduction 

Twelve years ago I carried out survey among people living and working in the Camphill communities 
in Scotland. The purpose of the research was to try and come to an appreciation of the experience 
of community in the Camphill communities at that time. In 2006 I sent round questionnaires and 
visited communities and then in 2007 I wrote up the findings as ‘Experiences of Community – A Study 
of the Changing Experiences of Community in the Camphill Communities in Scotland’. You can find this 
study – and many other articles and papers about Camphill – on the website of the Camphill Research 
Network (www.camphillresearch.com). You will find my paper under the tab ‘Research Reports’. 

Now, with the support of the Scottish Neighbourhood, I am conducting another round of similar 
research in the Scottish communities. This time the survey will go further and also try and gauge the 
levels of diversity and inclusion in the communities. This is to help me to prepare a paper that I will 
be presenting to the conference of the International Communal Studies Association that will be 
hosted by the Camphill communities in the USA in July this year. You will be able to read the findings 
of this survey – and my conference paper based on the findings – on the Camphill Research Network 
website later this year. 

As you will see, this is quite a long and complex questionnaire and will take some time to fill in. I very 
much appreciate the fact that you are prepared to take part in this research project.  As far as I am 
aware, it is the only survey of its kind to have taken place across an entire region of Camphill 
communities and it has extra value in that there is a decade separating the original survey and this 
follow up survey. The results should be very informative. 

Confidentiality 

Your responses to this questionnaire will be completely anonymous. In the research report I will not 
identify you or the community that you live and/or work in. In the report, if I quote something you 
have written in the questionnaire, nobody will able to tell that it is you that wrote this; nor will they 
be able to tell which community you live and/or work in. All completed questionnaires will be stored 
securely and I will be the only person who will have access to them.  
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A note on terminology used in the questionnaire 

• ‘Community’ - even though this is the most critical term in the whole research project, it has 
many different meanings to different people and I have not defined it.  I leave that to you. 
You can enter some thoughts on this under question 9. 

• ‘Co-worker’ – I have also not defined the term ‘co-worker’. Generally speaking, it refers to a 
person who is living and working in a Camphill community and who is not doing so as part of 
a conventional and legal employment contract. However, I leave it to you to identify yourself 
as either a co-worker or an employee. 

• ‘Residents’ – There are many different terms used to describe the various people who are 
funded to use the services provided by the Camphill communities - pupils, students, residents, 
members, tenants, villagers and there are also those who attend the communities for day 
services. Rather than use the collective term ‘service users’ I have chosen to go with the clumsy 
catch-all term ‘residents/day attenders’ for this group of people. Please bear this in mind 
whenever you come across this term ‘residents/day attenders’ in the questionnaire. 

• ‘My community and your community’ - I recognise that some people live in a Camphill 
community and some people come into work in a Camphill community. To avoid the 
cumbersome phrase ‘the community in which you live and/or work’ I have used the term – 
‘your community’ or ‘my community’ as appropriate. 

How to fill in the questionnaire  

Please try and answer all the questions that apply to you. If you struggle to answer a question or 
consider that it does not apply to you, just miss it out. If you have received this as a paper copy, then 
you can simply fill it in and post it to me. My contact details are on this page and also at the bottom 
of the last page of the questionnaire. If you have received this as an email attachment, you will first 
need to save it as a document before working on it. Once you have completed it, you can simply email 
it to me as an attachment. My email address is on this page and also at the bottom of the last page 
of the questionnaire. However, you might not wish me to be able to see who it has come from. If this 
is the case, one suggestion is that you email it back to me through the office of your community. 
Alternatively, you can print out the completed questionnaire and post it to me. My postal address is 
on this page and also at the bottom of the last page of the questionnaire. 

Please make sure that the completed questionnaire is returned to me by Friday 29th March.  

Many thanks for taking part. 

Andrew Plant 
Milltown Community 
Arbuthnott 
Laurencekirk 
Aberdeenshire 
AB30 1PB  
 
Tel: Office: 01561 361827 Mobile: 07732404954        e-mail: Andrew.milltownmail@btconnect.com  
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1. Did you take part in the previous ‘Experiences of Community’ survey in 2006/07? 
 

Yes   
No  
I don’t know  

 
            
2. Which term best describes your situation?  

Mark with a cross all the boxes that best describe your situation. Use the final row to enter anything 
else that better describes your situation. 

 
 

Non-salaried co-worker on a ‘needs met’ or ‘Trust Money’ basis and living in your 
community 

 

Non-salaried co-worker on a ‘needs met’ or ‘Trust Money’ basis and not living in 
your community  

 

Co-worker with fixed allowance living in your community  
Co-worker with a fixed allowance not living in your community  
Employee not living in your community  
Employee living in your community  
Living in your community - in a house with residents  
Living in your community - in separate accommodation   
Retired   
Other – please specify.  
 

 

 
 

3. Describe your role/job/tasks/responsibilities in your community.  
Mark with a cross all the boxes that describe your situation and/or add anything else in the final 
box. 

  
My role is primarily to provide direct care and/or support to residents/day attenders  
My role includes proving direct care and/or support to residents/day attenders  
My role involves providing training and/or education to residents/day attenders  
My role involves providing work activities to residents/day attenders  
My role does not include providing direct care and/or support, training and/or 
education, or work activities to residents/day attenders 

 

House Co-ordinator  
Working in a house  
Support Worker  
Supervisor in care and support services  
Teacher  
Class-helper  
Workshop Leader (Day activities workshop)  
Workshop Co-ordinator (Day activities workshop)  
Working in a workshop  
Therapist  
Counsellor  
Secretary  
Administrator  
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Manager  
CEO  
Finance Manager  
Responsible for a specified role, e.g. HR, Training, Admissions, Applications, 
Volunteers, Befriending services. 

 

Responsible for planning social and cultural events  
Responsible for providing induction, training, professional development to others  
Responsible for providing support, supervision, mentoring to others   
Member of Management Group  
Member of a delegated responsibility group  
Director/Board Member/Trustee of your community  
Director/Board Member/Trustee of another Camphill community  
Consultant/advisor/mentor in another Camphill community  
Anything else? (Please specify) 
 
 
 
 
 

 

 
 

4. Demographic Diversity 
This section is to assess the level of diversity among the people who live and work in the Camphill 
communities in Scotland. Mark with a cross all the boxes that best describe your situation and/or 
add anything else in the final box. 
You do not have to enter anything here or you can enter as much or as little as you choose. 
    

Age   
Gender  
Sexual identity  
Nationality/ethnicity  
Religious/ spiritual identification  
Education: Did you go to College or University?   
Socio-economic group: would you say you come from 
an upper class, middle class or working-class 
background? 

 

Anything else you might wish to say about yourself 
 

 
 

5. Have you made a change in the way that you engage with your community?  
Mark with a cross all the boxes that apply to you and add anything else in the final box. 

 
From being non-salaried to being salaried  
From being salaried to non-salaried  
From living in your community to not living in your community  
From not living in your community to living in your community  
Anything else? 
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This section is for co-workers only.   
Have you retired and live in your community?  
Have you retired and no longer live in your community?  
Have you retired and you are still part of your community?  
Have you retired and you are no longer part of your community?  
Something else. 
 

 

 
 
6. For how many years have you been living/working in your community?  
 

More than 1 year but less than 5  
5 – 10 years  
11 years or more  
  

 
 

7. For how many more years do you intend to stay living or working in your community? 
 

1 year or less than 1 year  
1-4 years  
4 years or more, but not indefinitely  
Indefinitely  
Something else (please specify) 
 

 
 
8. What made you decide to join a Camphill Community/take up work in a Camphill community? 

Please list as many reasons as you wish. 
 

 
 
 
 

 
 

9. What does ‘community’ mean to you? 
Please list as many things as you wish. 
 
 

 
 
 
 

 
 

10. How would you describe your experience of community in your Camphill community?  
Mark with a cross the one box that best describes your experience or use the final box to describe 
your experience. 
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I feel great about living/working in my community. I often feel fulfilled and uplifted 
 

 

The experience of community comes and goes, but there is generally enough that I 
am satisfied 

 

I have little or no sense of community in my community  
 

 

Something else. Please describe your experience here 
 

 
 
11. In your life and/or work in your community where and when do you have the best experience 

of community? 
Please choose three of the boxes below. Enter the number 1 against the box that best describes 
your best experience of community. Then enter 2 and 3 in descending order against the boxes that 
also describe your best experience of community.  

 
Participating in group work of a spiritual nature  
Participating in an event of a spiritual nature   
Participating in social and cultural events and community celebrations  
In a life-sharing situation - living with residents and co-workers  
While at work with residents/day attenders and co-workers  
With my work colleagues   
In free time shared with others in my community  
With my friends in my community  
In personal encounters and personal conversations with people in my community  
Working on, or planning, a project or event with others in my community  
In meetings in my community  
In meetings elsewhere  
At times when I need help and/or support  
At times when others need help/or support  
At times of difficulties and crisis  
At other times and other places (please describe here what that might be) 
 
 

 

 
 
12. Has your experience of community in your community changed over time?  
 

There is less experience of community than previously  
There is more experience of community than previously  
There has not been any change over the years  
Something else. (Please describe this here) 

 
 

13. If the experience of community in your community has changed, can you describe how it has 
changed?  
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14. What are the reasons for this change? 
 

 
 
 

 
 
 
15. Diversity Questions 

Mark with a cross in the box the one statement that most closely matches your answer to the 
following questions. 
 

a) There is a great variety of people from different socio-economic, ethnic and cultural 
backgrounds living and working in my community.  

 
Strongly Agree  
Agree  
Don’t Know  
Disagree  
Strongly Disagree   

 
 

b) There are several different forms of living and working arrangements in my 
community.  

(For example: Some people live in, some live out. Some people live and work here, some 
people only work here. Some people live here but work elsewhere. Some people are 
retired). 

 
Strongly Agree  
Agree  
Don’t Know  
Disagree  
Strongly Disagree   
 
 

c) There are several different forms of remuneration/income in my community. 
(For example: some people are on a ‘needs met’ basis or ‘Trust Money’, some people are on 
an allocation. Some people are salaried. Some people receive a pension or other benefits, 
either from the state or from Camphill.) 

 
Strongly Agree  
Agree  
Don’t Know  
Disagree  
Strongly Disagree   
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d) There is a great variety of values, organisational principles, ideas and ways of doing 
things in my community. 

 
Strongly Agree  
Agree  
Don’t Know  
Disagree  
Strongly Disagree   

 
 

e) My community is more diverse now than it used to be. 
 

Strongly Agree  
Agree  
Don’t Know  
Disagree  
Strongly Disagree   

 
 

f) Diversity is a good thing and my community should promote diversity.  
 

Strongly Agree  
Agree  
Don’t Know  
Disagree  
Strongly Disagree   

 
 

 
16. Inclusion questions  

Mark with a cross in the box the one statement that most closely matches your answer to the 
following questions. 

 
a) Is there an inclusive meeting or forum where residents/day attenders participate and have 

a say in what goes on in your community? 
 

Yes  
I don’t know  
No  
  

 
 

b) Has there ever been a consultation process with residents/day attenders about their 
involvement in your community? 
 

Yes  
I don’t know  
No  
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c) In what ways are residents/day attenders included/involved in your community? 
(beyond life in a house, working in a workshop and attending social cultural events). 

Mark with a cross all the boxes that apply and add anything else in the final box. 
 

Decision making  
Planning for the future  
Sharing information   
Planning social and cultural events  
Regular inclusive meetings  
Inclusive meetings when called   
Through the use of assisted communication 
and/or easy read material in meetings 

 

In other ways (please describe)  
 
 

 
 
d) If we take inclusion to mean including and involving residents/day attenders in things such 

as information sharing, sharing plans, decision making, planning social and cultural events 
then how would you best describe your community? 
Put a cross in one of the boxes below. 

 
Very inclusive  
Inclusive  
Not very inclusive  
Not inclusive at all  
Something else (please specify) 
 

 
e) How much are you included in your community?  

Mark with a cross the boxes that best describe your situation and add anything else in the final 
box. 

 
I am included in all aspects of my community  
I am included in some aspects of my community  
I am included in a few aspects of my community   
I am not included in any aspects of my community   
I choose the extent to which I am included  
Other people choose the extent to which I am included  
I accept that employed people will be less included   
I don’t accept that employed people will be less included  
 I would like my community to include me more than it does  
Something else. (Please specify). 
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f) This question is for employees only:  
How much are you included in your community?  
This is about the extent to which you are included in your community over and above your 
employment role/job title.  
Mark with a cross the boxes that best describe your situation and add anything else in the final 
box. 
 

As an employee I am more involved in my community than my job 
description 

 

As an employee, I am not more involved in my community than my job 
description 

 

I accept that, as an employee, I will be less included   
I don’t accept that, as an employee, I will be less included  
Anything else? 
 

 

 

g) If you would like to be more included in your community than you are, in which ways 
would you like to be more included? 
 

 
 
 
 

 
 

17. How would you describe the level of involvement your community has with its local 
neighbourhood/local community? 
For example:  local people attend events that you put on; local people use your facilities; visitors come 

to your shop; people from your community participate in local projects and attend local events.   
Mark with a cross in as many boxes as apply 
 
 

Very involved   
Often involved   
Involved infrequently   
Hardly involved   
Not involved at all   
Something else (please specify) 
 

 
 

18. What do you think are the most positive aspects of living and/or working in a community? 
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19. What are the most negative aspects? 

 
 
 
 
 

 
 

20. How do you think that the experience of community can be improved in your community? 
 

 
 
 

 
 
 

21. If there is anything else that you want to say about your experience of community in your 
community please use the box below.  

 
 

 
 
 

 
 
 

Thank you for taking part in this survey. 
 
Please email your completed questionnaire to: andrew.milltownmail@btconnect.com 
 
Or print it out and post to: 
 
Andrew Plant 
Milltown Community 
Arbuthnott 
Laurencekirk 
Aberdeenshire 
AB30 1PB  
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Appendix 2: The Inclusive Conversation Questions 
 

General Questions 

 
1. Do you live here or do you come in for the day? 
Number in each group 
 

Residential  
Day Services  
Something else 
 

 

 
 
2. How long have you been living here or coming in to work here? 
Number in each group 

More than 1 year but less than 5  
5 – 10 years  
11 years or more  
Don’t know  

 
 
3. What word do you use to describe yourself? 

Resident  
Villager  
Student  
Member  
Day person/day attender  
Person in a supported tenancy  
Tenant  
  

 

4. How do you feel about living and working here? 
 

I feel great  
I feel OK  
I don’t feel great  
I don’t feel OK  
Something else 
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5. What do you like most about living or working here? 
 

 
 
 
 

 
 

6. Is there anything about living or working here that you do not like? 
 

 
 
 
 

 

7. You live or work in a Camphill community. What does ‘community’ mean to you? 
 

 
 
 
 

 

 

Inclusion Questions 

These questions are about if you feel included here.  
 
8. What do you think it means to feel included?  

 
 
 
 

 

9. Do you feel included here? 
Place a cross against as many boxes as apply 
 

I feel very included   
I don’t feel included in some things  
I don’t feel included at all  
Something else 
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10. How do you feel about the way that you are included? 
Place a cross against as many boxes as apply 
 

I would like to be more included  
I don’t mind not being included in everything  
Something else 
 

 

 

11. What kinds of things are you included in? 
Place a cross against as many boxes as apply and write in other things 
 

Which house you live in  
Who you live with  
Which workshop you work in  
What food you eat  
Who supports you   
What you do in your free time  
The different activities that you can take part in   
Other things: 
 
 

 
12. What kind of things would you like to be more included in? 
 

 
 
 
 

 
 
13. Is there a meeting that you take part in? 
 

Yes  
No  
Don’t know  
Something else  

 
 
14. Do people here use ‘easy read’, sign language or anything else to help you to be included and 

informed? 

Yes  
No   
Don’t know  
Something else 
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15. What could people here do to help make you feel more included? 

 
 
 
 

 

16. Is there anything else that you want to say? 
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Appendix 3: Informed Consent Form  

Informed consent form – please sign this form if you are happy to take part 
in this inclusive conversation. 

The title of this research is ‘Experiences of Community’. I am talking to residents and people who come in for 
the day in the Camphill communities in Scotland about how they feel about living and working in a Camphill 
community and how they feel about being included in their communities. 

I will be taking notes of what you say and what other people say in the other communities. 

When I have finished talking to people, I will write a report about all the things you and the other people have 
told me. I will send a copy of the report to your community for you to read or for somebody to read to you. I 
will write that report in a way that makes it easy for you to understand. 

I will not write down your name. I will not write down the name of your community. When I write a report 
about all of these conversations, nobody will be able to work out what you said to me. 

You can choose not to say anything if you don’t want to. You can leave the room if you don’t want to carry on. 

You can ask me not to write down anything you say. After I have written down the things that you say, you 
can ask me not to use it in my report. 

I will look after what you have told me carefully so that other people cannot read it. 

 

Your name........................................................................Date...................................... 

 

Your signature ................................................................ 

----------------------------------------------------------------------------------------------------------------------------------------------------- 

 

The name of the co-worker...............................................Date...................................... 

 

Co-worker signature......................................................... 

----------------------------------------------------------------------------------------------------------------------------------------------- 

 

My name..........................................................................Date 

 

My signature...................................................................... 
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15. What could people here do to help make you feel more included? 

 
 
 
 

 

16. Is there anything else that you want to say? 
 

 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

78 
 

Appendix 3: Informed Consent Form  

Informed consent form – please sign this form if you are happy to take part 
in this inclusive conversation. 

The title of this research is ‘Experiences of Community’. I am talking to residents and people who come in for 
the day in the Camphill communities in Scotland about how they feel about living and working in a Camphill 
community and how they feel about being included in their communities. 

I will be taking notes of what you say and what other people say in the other communities. 

When I have finished talking to people, I will write a report about all the things you and the other people have 
told me. I will send a copy of the report to your community for you to read or for somebody to read to you. I 
will write that report in a way that makes it easy for you to understand. 

I will not write down your name. I will not write down the name of your community. When I write a report 
about all of these conversations, nobody will be able to work out what you said to me. 

You can choose not to say anything if you don’t want to. You can leave the room if you don’t want to carry on. 

You can ask me not to write down anything you say. After I have written down the things that you say, you 
can ask me not to use it in my report. 

I will look after what you have told me carefully so that other people cannot read it. 

 

Your name........................................................................Date...................................... 

 

Your signature ................................................................ 

----------------------------------------------------------------------------------------------------------------------------------------------------- 

 

The name of the co-worker...............................................Date...................................... 

 

Co-worker signature......................................................... 

----------------------------------------------------------------------------------------------------------------------------------------------- 

 

My name..........................................................................Date 

 

My signature...................................................................... 
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Appendix 4: The Findings of the Inclusive Conversations   

Two versions of the findings were sent to each community that took part – this version and a 
shorter version. 

My name is Andrew Plant 
I live in Milltown Camphill Community 
In March and April 2019, I visited 7 of the Camphill communities in Scotland 
I met with a group of people with a learning disability. Some of them live in a Camphill community 
and some of them come into work in a Camphill community. 
In this report I am going to call the people with a learning disability who live in a Camphill community 
residents 
I am going to call the people who come into a Camphill community to work in the workshops day 
people 
 In our conversations we spoke about how people feel about living in their Camphill community  
We spoke about how people feel about working in their Camphill community 
We spoke about how people feel about being included in their Camphill community 
I met with 39 people  
30 of these people live in a Camphill community 
9 of them come into work for the day 
Here is what people said.....................  
28 said that they feel great about living or working in their Camphill community 
That’s most people who said that they feel great 
11 said that they feel OK about living or working in their Camphill community 
Nobody said that they do not like living or working in a Camphill community 
I asked people what they like most.  
Here is what they said................. 
The thing that people like most is working in the workshops  
Some people said that they like living in their house with other people 
Some people said that they like going out and meeting people 
Some people said that they like it when everybody in their community comes together to do things 
Here are some other things that people said............. 
People are friendly 
I feel at home here, it’s like a big family 
It’s a nice place to work with all the Nature 
I like selling things that we have made in the workshop and showing customers around 
I have my own flat in my community 
I like being involved in stuff 
I like trying out new things 
I like making friends 
I like helping the young co-workers in my house 
I asked people if there is anything that they don’t like 
Here is what they said............... 
Some people said that they don’t like other people telling them what to do 
Some people said that it is too remote. Its long way from the main road. There are no buses and they 
need to have a lift.    
Some people said that they don’t like it when people don’t get on with each other  
Here are some other things that people said they don’t like................ 
I don’t like it when the young co-workers leave 
I don’t like it when I don’t have enough time to do the things I want to do 
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The holidays are too short 
I don’t like getting up early 
I don’t like the meetings, because they are too difficult to understand  
I don’t like gardening 
I don’t like housework 
I asked people what ‘community’ means to them 
Here are some of the things they said.................. 
Everybody living together 
Everybody working together 
People getting on with each other  
Trying to be friends  
Sharing together  
Being helpful to people who need help  
Not being treated differently because of my disabilities 
Being kind 
Community gatherings  
Day Conferences 
Having parties 
Team work 
I asked people what being included means 
Here is what they said................. 
You feel part of what is going on  
The choice to be involved but without pressure 
People get together to have our say and nobody tells us off for having our opinions 
Not getting left out 
Asking questions 
Giving ideas 
Opportunity to do things 
Taking part in things 
I asked people if they feel included in their community 
19 people said that they feel very included 
That’s about half the people who said they feel very included 
14 people said they don’t feel included in some things 
Nobody said that they are not included at all  
I asked people how they felt about the way that they are included 
8 people said that they would like to be more included  
19 people said that they don’t mind not being included in everything 
That’s about half of the people who said that they don’t mind not being included in everything 
I asked what kind of things people are included in  
Here is what they said................. 
Most people said that they don’t get to choose which house they live in 
Most people said that they don’t get to choose who they live with  
Most people said that they don’t get to choose who supports them 
Most people said they do get to choose which workshop they work in  
Some people said that they do get to choose what they eat at mealtimes 
Some people said that they don’t get to choose what they eat at mealtimes 
Most people said they do get to choose what they do in their free time  
Some people said that the co-workers and staff choose the activities in the evenings and weekends 
but they can choose to go or not to go 
I asked what kind of things people want to be more included in 
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Here is what some people said................  
I would like to be included in deciding where the group holidays are going to  
I would like to choose where I go at the weekends with a co-worker 
I would like more choice in where I work 
I would like to be included in Neighbourhood Meetings and Regional Gatherings 
I asked about meetings that residents and day people can take part in 
In 4 communities there are meetings that everybody can take part in – co-workers, staff and 
residents  
In 4 communities there are meetings just for residents and day people  
In 2 communities there are house meetings that residents take part in  
1 community has a diary meeting every Monday morning for everybody to take part in 
Some people take part in organising cultural events  
In 1 community some people take part in organising a social club 
In 1 community some people take part in producing their community magazine  
In 1 community residents and day people are invited to take part in the Annual General Meeting of 
the Management Council  
I asked about ways to help people be included  
Here is what people said..................... 
2 people said that in their community there are notice boards for people to read about what is going 
on 
2 people said that in their community co-workers and staff use easy read or picture boards for some 
residents 
I asked what could co-workers and staff do to help residents and day people be more included 
Here is what they said................... 
To have reports from Neighbourhood meetings in our community meetings  
Take part in conferences like the New Lanark conference  
Visit other communities to see what they do 
It’s easier to talk to some co-workers than others  
To have more say in what weekly activities are put on 
More choice about meals 
More chances to speak to people 
I don’t want to be more included in meetings all the time because I like my free time 
I finished by asking if there was anything else that people wanted to say 
Here is what they said.................... 
I enjoyed the meeting – it gives us a voice 
It’s nice that someone comes to us and asks us how we feel and we can voice our opinions 
I think it is very good to let other people know what we do here 
I live on my own and I like my independence but I miss company so I like to come into work here 
The workshop gives me independence but I can be watched – which is good. If I need help, I can ask. 
I find it difficult to talk to people I don’t know but it is easier here to talk to people. It’s easier to get 
help here. 
I am very happy here – I feel independent and less anxious than I used to be at home 
The staff here are absolutely great 
All the staff are good and help us. They don’t worry if you break something. 
Everybody is very happy here 
I like everything here 
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Appendix 5: List of Research Co-ordinators  
 
At the outset I identified a person in each community who agreed to circulate the research 
questionnaire in their place. These people also facilitated the arrangements of the Inclusive 
Conversations. Some of them sat in on the Inclusive Conversation and others found other people to 
do this.  
Below is a list of the Research Co-ordinators. 
 

 
Beannachar Hazel Macklin 
Blair Drummond  Nigel Munt 
Camphill School Aberdeen John Ralph 
Corbenic Betty Stolk 
Loch Arthur Dave Mitchell 
Milltown Andrew Plant 
Newton Dee Marjan Sikkel 
Ochil Tower Stuart Provan 
Simeon Keith Nunn  
Tigh A’ Chomainn Sophia Zimmermann 
Tiphereth  Peter Beavan 
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