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ORDERING A COMMUNITY AROUND EVANGELISM (1)
The Backdrop

Review KEY QUOTES AND INSIGHTS

The role of the leader in evangelism:

e Connect. .
‘...keep your head in all
situations, endure hardship,
do the work of an evangelist,

e Model. discharge all the duties of your
ministry.’

2 Timothy 4:5

e Order.

e Mobilise.

LEADERSHIP

A COMMUNITY

AROUND
THE PERSON OF JESUS

and THE PRIORITIES OF HIS KINGDOM

Overview of Residential 3 and 4

Four things to order and mobilise a community around evangelism:
e Nurture a faith-sharing culture.

e Discern an appropriate plan.

e Equip ordinary people to play their part.

Engage evangelists and pioneers.
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ORDERING A COMMUNITY AROUND EVANGELISM (1)

The Biblical Backdrop

Mission - The Backbone of the Scriptures

GENESIS 12:1-3 - ALL PEOPLES BLESSED THROUGH ABRAM

The Lord had said to Abram, ‘Go from your country, your people and your
father's household to the land | will show you. ‘I will make you into a great
nation, and | will bless you; | will make your name great, and you will be a
blessing. | will bless those who bless you, and whoever curses you | will curse;
and all peoples on earth will be blessed through you.'

EXODUS 19:5-6 - ISRAEL'S CALLING

Now if you obey me fully and keep my covenant, then out of all nations you will
be my treasured possession. Although the whole earth is mine, you will be for
me a kingdom of priests and a holy nation.

PSALM 67:1-2 — BLESSED TO BE A BLESSING
May God be gracious to us and bless us and make his face shine on us- so that
your ways may be known on earth, your salvation among all nations.

ISAIAH 49:6 — A LIGHT FOR THE NATIONS

It is too small a thing for you to be my servant to restore the tribes of Jacob and
bring back those of Israel | have kept. I will also make you a light for the
Gentiles, that my salvation may reach to the ends of the earth.

LUKE 2:29-32 — SALVATION IN THE SIGHT OF ALL PEOPLE

Sovereign Lord, as you have promised, you may now dismiss your servant in
peace. For my eyes have seen your salvation, which you have prepared in the
sight of all nations: a light for revelation to the Gentiles, and the glory of your
people Israel.

MATTHEW 28:19-20 — THE CHURCH'S REASON FOR EXISTENCE

Therefore go and make disciples for all nations, baptising them in the name of
the Father and of the Son and of the Holy Spirit, and teaching them to obey
everything | have commanded you. And surely | am with you always, to the very
end of the age.

ACTS 1:8 - POWER TO GET THE JOB DONE

You will receive power when the Holy Spirit comes on you; and you will be my
witnesses in Jerusalem, and in all Judea and Samaria, and to the ends of the
earth.

MATTHEW 24:14 - AN ACHIEVABLE TASK
And this gospel of the kingdom will be preached in the whole world as a
testimony to all nations, and then the end will come.

REVELATION 7:9 - THE VISION SET BEFORE US

After this | looked and there before me was a great multitude that no one could
count, from every nation, tribe, people and language, standing before the throne
and before the Lamb. They were wearing white robes and were holding palm
branches in their hands.
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ORDERING A COMMUNITY AROUND EVANGELISM (1)

Brakes on Evangelism

EXERCISE
What are the brakes on evangelism in your context?

FOR REFLECTION

e Which is the main brake in your context?

e How could you release this brake?

KEY QUOTES AND INSIGHTS

‘The study also shows that
Christianity is extremely bad at
either making converts or
retaining cradle believers. The
two big denominations, the
Catholics and the Church of
England, lose at least 10
members for every one they
convert... “Evangelism” turns out
to be a game that Christians
play with each other, and not
with the outside world.’

The Guardian

‘What this study reveals is that
people are far more open than
we might realise. After we've had
conversations with non-
Christians about Jesus, one in
three of them is open to finding
out more about him... So we need
to talk about him: to more
people, more often and more
relevantly.’

Talking Jesus Report
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ORDERING A COMMUNITY AROUND EVANGELISM (1)

1. Nurturing a Faith-Sharing Culture

Why is Shaping Culture Important?

CHURCH MATHS

WHAT IT REQUIRES

e Clear thinking.

e Concerted effort.

e Enormous courage.

e Creative consistency.

What is Culture?

e Dictionary - sum of attitudes, customs and beliefs that distinguish one group
from another.

e ‘Organisational culture is the personality of the church.’ (Chand)

e ‘Culture consists of group norms of behaviour and the underlying shared
values that help keep those norms in place.’ (Kotter)

e ’Culture is... the basic assumptions and beliefs that are shared by members
of the church and operate unconsciously, defining the church’s view of
itself.’ (Schein, adapted)

Culture is how we live out our beliefs and values in our context: ‘the way we do
things around here.

KEY QUOTES AND INSIGHTS

‘Changing a culture requires clear
thinking, concerted effort,
enormous courage and creative
consistency.’

Sam Chand
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
1. Nurturing a Faith-Sharing Culture

Identifying Our Existing Culture KEY QUOTES AND INSIGHTS

Symbols
and rituals

Beliefs

Values

Language

Identify core beliefs Beliefs are things which we hold to be true. Form basis
of things we value.

Recognise values Values are key principles which act as templates and
inspiration for all our actions, against which all we do is measured.

Listen to the stories and legends that are told What stories do we tell? Who
are the heroes? What do we look back on with fondness? What jokes are
told?

’

Read the symbols and rituals Ask yourself ‘what do we always do... and you

are probably identifying rituals.

Listen to language Language shapes culture: what words do people use
when talking about evangelism, mission, discipleship?

Map the power What makes decisions and why? What do the structures,
posts and titles say?

FOR REFLECTION
What is the culture of your context? Use the different elements above to
map it. Or alternatively use the approach on page 6.

O -

Beliefs and values influence our
assumptions (a thing that is
accepted as true or as certain to
happen, often without proof) and
attitudes (a settled way of
thinking or feeling about
something).

'Words have the power to shape
lives and organisation - the
problem is that for most of us the
words that we use are second
nature - they need to be
examined / fashioned to produce
the desired outcome’

Sam Chand
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A Way of Mapping Culture

THE CULTURAL WEB

Here is one approach developed by Johnson and Scholes used in organisations to map the culture of an organisation. It
is a way of seeing and understating the different influences that affect organisational culture. It can be used to map
existing culture, and it can also used to map future culture based on the question: ‘what does the culture need to look
like to make this change happen?’ The two maps can then be compared in order to promote discussion and highlight
what, where and how change can be implemented.

Mapping culture is useful in three ways:

e Surfacing How and why things are done.

e Barriers and alignment Highlighting sticking points and supporting factors.
¢ Planning changes Planning future actions and changes.

CREATING THE WEB
The paradigm is the core of the web, and is the core beliefs and motivations of the organisation. It is supported by the
following six cultural influences.
e Stories How an organisation understands and explains itself.
¢ Rituals and routines The accepted norms and practices.
o Symbols and physical artefacts The unofficial and official representations of culture.
e Organisational structures Formal structures and hierarchy, as well as the
informal routes of power and influence.
e Power structures The people and the systems who have the power to get things done.
e Control systems How an organisation controls how things are done.

Stories
Rituals &
routines Hiluliels
The
paradigm
Control Power
systems structures
Organisational
structures
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
1. Nurturing a Faith-Sharing Culture

EXERCISE
Imagine you moved area and joined a church with a healthy, vibrant faith-sharing culture, what behaviours would you
observe in the ‘way they did things'?

e Core beliefs.

e Values.

e Stories and legends.

e Symbols and rituals.

e lLanguage.

e Power.
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
1. Nurturing a Faith-Sharing Culture

How to Nurture a Faith-Sharing Culture?

A faith-sharing culture is nurtured when leaders model in their own lives the change they want to see in others (which is
why sessions 3-4 focused on this), they work with others to bring about the desired culture, they teach about the beliefs,
values and practices that are at the heart of a faith sharing culture, they reinforce that culture through stories, celebration
and embedded practices, and they pray throughout, because ultimately only God can bring about the change we long to
see.

‘In a sense, culture-creation encapsulates what leaders need to do: it is by far the most
important responsibility of leaders.’
Church leader

FOR MORE ON THIS
Watch the video using the QR code, or read chapter 3 of How to Nurture a Faith-Sharing Culture, James

Lawrence (CPAS).
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
1. Nurturing a Faith-Sharing Culture

PART 1 (15 MNIUTES)

As you reflect on nurturing a faith-sharing culture in your context, imagine it is the end of
2025 and you were making a video like Sue’s about how you have nurtured a faith-sharing
culture in your church(es). What is the story you would tell? Capture the various aspects of
your story using the different parts of the framework below.

Model.

e Work with others.

e Teach.

e Reinforce (stories, celebration, embedded practices).

e Pray.

PART 2 (5 MINUTES)
Be ready to present your ‘story’ to your peer group. You will have one minute 30 seconds each. Remember, you are telling
a story about how you have nurtured a faith-sharing culture from now till the end of the year.
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REFLECTING ON A CULTURE OF EVANGELISM

‘A loving community committed to sharing the gospel as part of an ongoing way of life, not
by the occasional evangelistic raid event.’
J.Mack Stiles

WHAT MIGHT THAT LOOK LIKE?
Stiles suggests 11 characteristics of a church culture that has evangelism as an ongoing way of life - taken from
Evangelism: How the Whole Church Speaks of Jesus (Crossway).

A culture motivated by love for Jesus and his gospel (2 Corinthians 5:14-15).

A culture that is confident in the gospel (Romans 1:16).

A culture that understands the danger of simple entertainment (Ezekiel 33:30-32).

A culture that sees people clearly (2 Corinthians 5:16a).

A culture that pulls together as one (Philippians 1:3-5).

A culture in which people teach one another (1 Peter 3:15b).

A culture that models evangelism (2 Timothy 2:2).

A culture in which people who are sharing their faith are celebrated (Philippians 9:19-22).

52 £9 & @ g2 (P &

A culture that knows how to affirm and celebrate life (Colossians 1:3-4,7).
10. A culture doing ministry that feels risky and is dangerous (Philippians 1:12-13).
11. A culture that understands that the Church is the chosen and best method of evangelism (Acts 2:46-47).

FOR REFLECTION

What do you make of these characteristics?

What would you add?

What might such a culture look like, sound like, feel like in your church(es)?
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
2. Discerning an Appropriate Plan

Nehemiah - a Good Example KEY QUOTES AND INSIGHTS

‘Without careful attention, faith-
based organisations will
inevitably drift from their
founding mission. It's that simple.
It will happen.’

‘When | heard these things, | sat down and wept. For
some days | mourned and fasted and prayed before
the God of heaven.’

Nehemiah 1:4

e He prays. Peter Greer and Chris Horst

‘This is not a quick-fix strategy,
but a long-term commitment to
changing the story in our nation,
so that people might meet Jesus,
e He thinks. love him and follow him.’

Talking Jesus Report

FOUR QUESTIONS TO ASK

1. Are there clear pathways that help people find faith in Christ?
2. Are decisions made favourable to evangelism?

3. Are resources allocated to further evangelism?

4. Are people equipped to engage / play their part in evangelism?

How do People Come to Faith Today?

STORY TIME

Think of a person who has come to faith within the last two years. What were the
key stages on the path as they have come to faith in Christ? For example:

e People they met?

e Conversations they had?

e Circumstances they were going through?

e Experiences they had?

e Interactions with church/organisation?

e Background?

What can we learn from this? What is surprising, unsurprising?
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
2. Discerning an Appropriate Plan

A Map KEY QUOTES AND INSIGHTS

‘Many of the ‘tried-and tested’
models of evangelism have been
honed on university campuses.
Among students and graduates,
they have proved effective. But
transport these same methods to
working-class and deprived
areas, and you may find yourself
answering questions that no one
is asking.’

Tim Chester

e God is at work wherever people are on the map.

e Journey made up of appropriate next steps.

e Itis normally an accompanied journey.

e It generally takes time.

e ltisrarely linear.
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
2. Discerning an Appropriate Plan

Growth Spiral

A suggestion of some stages in the process (cf. Keller):

e Awareness ‘Oh, | see..

Connection ‘I need this...

Realisation ‘| need this because it's true...’

Acceptance ‘| accept this...’
¢ Reinforcement ‘This is what it means in my life...’

Or see Five Thresholds to Faith handout from residential 2.
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
2. Discerning an Appropriate Plan

So What is the Role of the Church? DEVELOP
CONTACT \
1. DEVELOP CONTACTS NOURISH NURTURE
GROWTH INTEREST

Raising awareness of the faith and engaging in initial contact..
e Raise awareness in our community through distributing a magazine, leaflet,

Christmas card round the whole area or developing a really good social media

presence, or placing great leaflets in the doctor’s surgery, or creating an engaging COMMITMENT

website.

e We also develop the contacts we already have in our gathered life as church, be that through occasional offices, fresh
expressions, Sunday services, ways in which we serve in the community.

e And most importantly we develop contacts in our scattered life as church, on our frontlines, both onsite and online,
where our people are ambassadors in their occupation, neighbourhood, networks and homes. The good news is that
Talking Jesus research shows that 53% of non Christians know a practicing Christian, the bad news is that it is down
from 68% in 2015 (see below).

How well do they know us?
% non-Christians who know
a practising Christian

How do they
know us?
42%
L]

Family Friend Acquaintance Workmate Nelghbour Church Other
|/ colleague leader

@ Yes No Don't know
0 non-Christians who know a practising Christian

The majority of our contacts are:
e On our people’s frontlines, in their Monday to Saturday lives.

¢ Unsure about Church. They may view the Church with benign indifference, passive antipathy or positive intrigue (often
depending on their personal experience, which increasingly is either very limited or non existent).

+ Seeking to make sense of life. One research . .
project described this as looking for a What questions are they asking?

‘happy midi-narrative’. See the next page
for a description of what this may look like.

e Open to a conversation about spiritual
things if approached in the right way.
Talking Jesus identified that 33% of people
when in a conversation about Christian
things are open to knowing more about

Jesus or having an encounter with him. K & % @A
. 9 1& é‘ Q> \0 S 0 8
Barna discovered that 52% of teens are ) &s\;‘\o‘?‘? S8 S &‘\0‘105" 0@" @ef’ &
. 2 < SR & & & o
'very motivated’ to learn about Jesus. Qo&" &SN S e <
e non-Christians
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Things People are Looking For

‘There is an abiding out-of-jointness to things, witnessed (but not exhausted) by the abiding

disquietude of human hearts.’
Miroslav Volf

There are four common things people are looking for in life (I think the first three are perhaps more dominant):

1. Belonging (love, intimacy, community, acceptance) - what is love, am | loveable, where do | belong, am | acceptable?

2. Fulfilment (purpose, meaning, adventure, contribution) - what is the meaning of life, why are we here, how can |
make a difference?

3. Understanding (identity, suffering/struggle, death, God, regret) - how do | make sense of life, who am |, why do bad
things happen to good people, what happens after we die, is there a God and if there is what is he like, how do | deal
with my past?

4. Justice (wrongs righted, evil defeated, good prevailing) - how can we overcome evil and wrongdoing, will good prevail
in the end, will bad/evil people be held to account?

Interestingly, John Stott in his book Contemporary Christian spoke of:

e The quest for transcendence: a challenge to the quality of the Church'’s public worship.
e The quest for significance: a challenge to the quality of the Church'’s teaching.

e The quest for community: a challenge to the quality of the Church'’s fellowship.

‘We may say that in looking for transcendence they are trying to find God, in looking for significance
they are trying to find themselves, and in looking for community they are trying to find their
neighbour (belonging).’

John Stott

How people find fulfilment and purpose has also changed. People have shifted from being contributors (brought up in a
culture of commitment) to being consumers (brought up in a culture of choice).

They no longer believe that fulfilment is found in serving others, but instead search for fulfilment by consuming,
pursuing their own happiness (ultimately a futile search as it is in giving that we receive, in serving that we find
fulfilment - not only offered to us in the biblical narrative but also discovered in the well-being research).

Approaches to Making Sense of Life

There is a shift across the generations around the fundamental approach to making sense of life:
o Isittrue?

e Does it work?

e How does it make me feel?

e Where will I belong?
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ORDERING A COMMUNITY AROUND EVANGELISM (1)

2. Discerning an Appropriate Plan

2. NURTURE INTEREST

o Stage 1 Nurture interest through prayer, love, service (blessing people, CAP, creating a more just society and so on),
relationship, building connection with life interests and issues.

e Stage 2 Nurture their experience of faith through 1-to-1 bible reading, nurture courses (Alpha, Christianity Explored,
Start, Pilgrim), and contact with the wider church community.

3. ENCOURAGE COMMITMENT

The third thing we can do is to encourage commitment to following Jesus by:

¢ Calling people to respond to Jesus. If we don’t invite them to do so then they may not do so. There are lots of creative
ways of doing this when we gather as the people of God, for example when inviting people to receive communion, or at
the end of a sermon, or in a creative act in public worship.

o Being clear what this means. It is not about becoming a convert but a disciple. It is not about finding the fullness of life
through self discovery but self denial; Jesus says in Luke 9 ‘If anyone wants to become my disciple they must deny
themselves, take up their cross and follow me.’ It is not even primarily about our choosing God (consumerism) but his
choosing of us (covenant).

¢ Including people of all ages. For some this committing to following Jesus is a slow process, for others a single moment,
but it is appropriate for all ages and stages of life. Whilst more people may come a practicing faith under the age of 19,
people still come to faith across all ages (see below).

At what age do practising Christians come to faith?

Age at which
practising

Christians came
to faith

among practising

i Christians
ﬂ ﬁ i E ﬂ ﬂ [ 3% -
TN
< ™ Q > @ > o KA A &
& It s ~ " / b > . & )
K R R A o
© o(\
< 9

4. NOURISH GROWTH

Two aspects to ongoing growth in discipleship:

e Stage 1 Early growth in faith as baptised and initiated into faith and the faith community. Historically this process of
catechism took two years.

e Stage 2 Ongoing growth (through normal times and through difficult times when struggling and needing support), and
specific growth (involving training for serving/ministry as part of the body of Christ).
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ORDERING A COMMUNITY AROUND EVANGELISM (1)

2. Discerning an Appropriate Plan

Four Principles for Creating Pathways to Faith

DEVELOP
1. MAKE YOUR CONTACT POINTS ENGAGING CONTACT

Services.

e Buildings and surroundings.

e Publicity.

e Online presence.

e Christians in everyday lives.

Looking at each of these areas, share ideas on how to make each of these areas a little more engaging. No idea is too
small or simple.

2. START WHERE PEOPLE ARE AT DEVELOP
CONTACT
e Stage 1 Nurture interest through prayer, love, service (blessing people, CAP, creating a
more just society and so on), relationship, building connection with life interests and

issues.
NURTURE

e Stage 2 Nurture their experience of faith through 1-to-1 bible reading, nurture courses
INTEREST

(Alpha, Christianity Explored, Start, Pilgrim), and contact with the wider church
community.
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ORDERING A COMMUNITY AROUND EVANGELISM (1)

2. Discerning an Appropriate Plan

3. THINK NEXT STEPS

If someone wanted to explore further, what could we offer?

Take a scenario below (or come up with your own) and identify a range of possible next steps. Think small, simple and easy
for you to offer, and them to take. Remember to think about where they are at, what might be an appropriate next step for

them.

e Christingle service.

e Young person who comes to youth group. For the first time.
e Couple asking for child to be baptised.

e Child at school Open Book assembly expressing interest.
e Someone joined church Facebook group.

e Carol service.

e Neighbour who is lonely.

e Colleague at work going through a messy divorce.

e Family grieving loss of wife/mum.

e Couple after their wedding.

e People using the foodbank.

e Customers at church coffee shop (or equivalent).

e Someone attending livestreaming of a service.

e Family attending Messy Church.

4. KEEP THE FOCUS ON THE DIRECTION OF TRAVEL

We want these pathways to be ones that lead people to faith in Christ. Our role as leaders
is to:

e Constantly remind people of the why.

e Persistently pray for new births.

e Regularly invite people to follow Jesus.

DEVELOP

CONTACT \

NURTURE
INTEREST

/

COMMITMENT
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What Makes a Good Plan

God inspired We're trying to discern what God wants, which is why study
of his word, prayer and fasting are so important (see Nehemiah 1).

Preferable future A good plan is oriented to what might be, and inspires
people to want to see that become a reality.

Kingdom honouring This is so important, because sometimes a plan can
be about the ego of the leader or the preferences of the congregation.
Neither are appropriate. It is about what God wants, what is good for his
people, and serves the community.

Clear and compelling Clear so that people can understand it, they know
exactly what is involved. Compelling so that people want it to happen.

Connected with reality It is about an inspiring future, but it also needs to connect sufficiently with reality (our story,
context and circumstances) for people to be able to see how it is possible to travel from here to there.

Broken down into implementable steps With a clear and compelling destination in view, how do we actually get
there? What is the next step we are going to take and how are we going to take it.?

‘Strategic planning is the work a congregation does to (1) identify the activity of God (2) make
the personal and congregational adjustments needed to join in that activity.’

Herrington, Bonem and Furr

COMMON ERRORS
Remember the three common errors when making an action plan:

1.

Trying to do too much too quickly.

2. Not being clear enough about what you are actually planning to do (what you are going to do, who is going to do it,
when they are to be done by).

3. Beingtoo fixed in the plan: not being able to adjust as new things become clear, new opportunities open up, lessons
are learnt from things that don't go well.

WHEN STATEMENTS

A popular tool (as recommended by Chew and Ireland in their book on Mission Action Planning) is the ‘when statement’.
This will happen when...

It seeks to work backwards from a desired state to identify what needs to happen before you can get to that end state. It
is a helpful exercise to do with a PCC/your planning group - we will be able to get to goal X WHEN... For example...

Goal: we will attract more young families to church - when:

We start a toddler group — which we will do when we find a leader; we decorate the hall; we recruit helpers; we write
policy and procedures; we advertise; we talk to baptism families.

We have monthly family service - which we will do when we have more modern worship songs; we have a kids'
worship leader; we find a suitable liturgy; we have more lay leaders.

We improve our welcome — which we will do when we train sidespersons; we create a welcome pack; we decorate the
porch; we improve the entrance lighting.

We get advice from others - which we will do when we invite the children's’ adviser to speak to the PCC; we visit the
next door parish and look at what they do.

And so on....
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ORDERING A COMMUNITY AROUND EVANGELISM (1)
2. Discerning an Appropriate Plan

Exercise

Work on a plan for accompanying people to faith in Christ in your context.

OPTIONS

1.
2.
3.

Take a blank piece of paper and give it a go.
Use the four aspirations and the questions on pages 21-23.

Use map on page 24 as a way of thinking about where your two people you are praying for are and how you could
accompany them on their journey.

Use the additional handout of the Activities Grid to plot your activities, page 25.

Use the following questions:

e What are the brakes on evangelism and what could release them?

e What are the opportunities you have to help people come to faith?

e What specific steps need to happen to create a clear plan? Who would I need to involve in this?
e What action might you take next beyond this residential to move things forward?

Use the shifts from the book the Trellis and the Vine where they talk about vine work as the work of disciple making
and trellis work as the work of supporting the work of disciple-making. They encourage a shift from...

e Running programmes to building people.

e Running events to training people.

e Using people to growing people.

e Filling gaps to training workers.

e Solving problems to helping people make progress.

e Solo leadership to team leadership.

e Focusing on immediate pressures to long-term growth.

e Focusing on trellis work to leadership.
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Every Church a Pathway to Faith

Chose four people. Ideally choose some of your Pray for Five people who live in your area, or think of other
people who live in your community. Briefly describe their profile (age, life stage, occupation, connection

with church, interests and so on). How could your church be a pathway to faith for them? How would

thinking about this person influence what you did in services? What you prayed? What you offer the community?

PERSON 1 PERSON 2

Profile Profile
Pathway Pathway
PERSON 3 PERSON 4
Profile Profile
Pathway Pathway
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Every Child a Chance to Explore Jesus

Think of all the under 18s in your context, how will they get the chance to explore Jesus? In their homes,
schools and colleges, and the gathered life of the church? What might this look like?

IN HOMES

Resource link: Faith at Home

IN SCHOOLS

Resource link: Schools Ventures

THROUGH THE GATHERED LIFE OF THE CHURCH

Resource link: Dr Sarah Holmes
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https://www.churchofengland.org/our-faith/faith-home

https://www.ventures.org.uk/about-us/school-ventures

https://www.youtube.com/watch?v=9A_QsUX0HDw&list=PLtGoNiFBkzgq_ZMzVhs2qSkclflRSzJo6&index=10



Every Leader a Catalyst for Evangelism

Choose three leaders in your church(es), for example church wardens, elders, home group leaders, youth
leaders, leader of the food bank team.

LEADER 1

What would it look like for them to be a catalyst for evangelism?

How could you help them to be such a catalyst?

LEADER 2

What would it look like for them to be a catalyst for evangelism?

How could you help them to be such a catalyst?

LEADER 3

What would it look like for them to be a catalyst for evangelism?

How could you help them to be such a catalyst?
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Think of people you know who aren't yet Christians, perhaps starting with the two people you are praying for. Mark where
they are on the map. Which direction are they heading in? What could your church(es) put in place to accompany them on
their journey to faith?





churchies). B2 detailed and specific.

Develop Contacts Nurture Interest Encourage Nourish Growth
Gathered and scattered Commitment
Activities Raising Initial Building Sharing Invite people Early Ongoing Specific Trellis work
awareness contact connection | good news | to follow Jesus |  growth growth training Not an end in themseives, but
wehbsite, parish ‘on frontlines, | Food banks, CAP, | 1-1 chats, Alpha, | Serving the poor, 1-1, | Initiate into faith continued Developing gifts suppum?gdmpl_e mal_q rrg qur
mag, social through church | social events, ife | special services, services, special and commamity | general growth | and identifying _ﬁfamP = ?"m't?e&’ [
mediz, lesflet | plants, occasionsl | interests and 1-1bible study | events, missiontrips | overfirst two and in times miniistry raising, fabric, prayer meetings.
drop etc. offices etc issues, 1-1 etc etc ete. years. when struggling
st all the sctities {big and small) of your shade the whole box where the purpose of the activity clearly fits, and shade part of the box where the fit is less dear. One activity may be shaded in 3 number of boxes.

zzion Minded, Peter Bolt (Matthias P

List every activity you do as a church on the separate handout. If you are in a group of churches then either:
e List activities across all the churches with a name against which church is doing that activity.
e Ordo one church at a time, each on a separate sheet of paper.

Think small activities (putting information on the church notice board) as well as big (running a Messy Church), and be
specific and detailed in identifying the different aspects of some activities that might do different things (i.e. a Sunday
service has many aspects to it). The category at the end of the grid (Trellis work, the name comes from a book calledThe
Trellis and the Vine) is a catch all for the activities that support the disciple-making process, just as a vine needs to be

supported by a trellis in order for it to grow healthily. When you have done the mapping, reflect on:

e Where are your strengths and how could you build on those?

e Where are the gaps, and what could be done about those?
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Review 

 

The role of the leader in evangelism:

 

Connect.

 

 

 

Model.

 

 

 

Order.

 

 

 

Mobilise.

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 



Overview of Residential 3 and 4

Four things to order and mobilise a community around evangelism:

Shape an evangelistic culture. 

Discern an appropriate strategy.

Equip ordinary people to play their part.

Engage evangelists and pioneers.

 



 

‘…keep your head in all situations, endure hardship, do the work of an evangelist, discharge all the duties of your ministry.’

2 Timothy 4:5

Ordering a Community around evangelism

The Backdrop
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[image: ]Mission – The Backbone of the Scriptures

 

Genesis 12:1-3 – All Peoples Blessed Through Abram

The Lord had said to Abram, ‘Go from your country, your people and your father’s household to the land I will show you. ‘I will make you into a great nation, and I will bless you; I will make your name great, and you will be a blessing. I will bless those who bless you, and whoever curses you I will curse; and all peoples on earth will be blessed through you.'

 

Exodus 19:5-6 – Israel's Calling

Now if you obey me fully and keep my covenant, then out of all nations you will be my treasured possession. Although the whole earth is mine, you will be for me a kingdom of priests and a holy nation.

 

Psalm 67:1-2 – Blessed to be a Blessing

May God be gracious to us and bless us and make his face shine on us – so that your ways may be known on earth, your salvation among all nations.

 

Isaiah 49:6 – A Light for the Nations

It is too small a thing for you to be my servant to restore the tribes of Jacob and bring back those of Israel I have kept. I will also make you a light for the Gentiles, that my salvation may reach to the ends of the earth.

 

Luke 2:29-32 – Salvation in the Sight of All People

Sovereign Lord, as you have promised, you may now dismiss your servant in peace. For my eyes have seen your salvation, which you have prepared in the sight of all nations: a light for revelation to the Gentiles, and the glory of your people Israel.’

 

Matthew 28:19-20 – The Church's Reason for Existence

Therefore go and make disciples for all nations, baptising them in the name of the Father and of the Son and of the Holy Spirit, and teaching them to obey everything I have commanded you. And surely I am with you always, to the very end of the age.

 

Acts 1:8 – Power to Get the Job Done

You will receive power when the Holy Spirit comes on you; and you will be my witnesses in Jerusalem, and in all Judea and Samaria, and to the ends of the earth.

 

Matthew 24:14 – An Achievable Task

And this gospel of the kingdom will be preached in the whole world as a testimony to all nations, and then the end will come.

 

Revelation 7:9 – The Vision Set Before Us

After this I looked and there before me was a great multitude that no one could count, from every nation, tribe, people and language, standing before the throne and before the Lamb. They were wearing white robes and were holding palm branches in their hands.

 

Ordering a Community around evangelism

The Biblical Backdrop

      



‘The study also shows that Christianity is extremely bad at either making converts or retaining cradle believers. The two big denominations, the Catholics and the Church of England, lose at least 10 members for every one they convert… “Evangelism” turns out to be a game that Christians play with each other, and not with the outside world.’ 

The Guardian

 

‘What this study reveals is that people are far more open than we might realise. After we’ve had conversations with non-Christians about Jesus, one in five of them is open to finding out more about him… So we need to talk about him: to more people, more often and more relevantly.’ 

Talking Jesus report

 

 

[image: ]Exercise

What’s the brake on evangelism in your context?





































For reflection

 

Which is the main brake in your context?

 

 

 

How could you release this brake?

 

Ordering a Community around evangelism

Brakes on Evangelism
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Why is Shaping Culture Important?

 

Church Maths 

 

 

 

 

 

 

 

 What it requires

 

Clear thinking.

 

 

Concerted effort.

 

 

Enormous courage.

 

 

Creative consistency.

 



 



‘Changing a culture requires clear thinking, concerted effort, enormous courage and creative consistency.’

Sam Chand

 

























What is Culture?

Dictionary – sum of attitudes, customs and beliefs that distinguish one group from another.

‘Organisational culture is the personality of the church.’ (Chand)

‘Culture consists of group norms of behaviour and the underlying shared values that help keep those norms in place.’ (Kotter)

’Culture is… the basic assumptions and beliefs that are shared by members of the church and operate unconsciously, defining the church’s view of itself.’ (Schein, adapted)

 

Culture is how we live out our beliefs and values in our context: ‘the way we do things around here.’

 

 

Identifying our Existing Culture



 

 

 

 

 

 

 

 

 

 

 

 

Identify core beliefs 

Beliefs are things which we hold to be true. Form basis of things we value. 

 



Beliefs and values influence our assumptions (a thing that is accepted as true or as certain to happen, often without proof) and attitudes (a settled way of thinking or feeling about something).

 

Recognise values

Values are key principles which act as templates and inspiration for all our actions, against which all we do is measured. 

 

 

Listen to the stories and legends that are told

What stories do we tell? Who are the heroes? What do we look back on with fondness? What jokes are told? 

 

 

Read the symbols and rituals

Ask yourself ‘what do we always do…’  and you are probably identifying rituals.

 

 

Listen to language

Language shapes culture: what words do people use when talking about evangelism, mission, discipleship?

 

 

’Words have the power to shape lives and organization – the problem is that for most of us the words that we use are second nature – they need to be examined / fashioned to produce the desired outcome’ 

Sam Chand

 

Map the power

What makes decisions and why? What do the structures, posts and titles say?







For reflection

What is the culture of your context? Use the different elements above to map it. Or alternatively use the approach on page 6.

A Way of Mapping Culture

 

The Cultural Web

Here is one approach developed by Johnson and Scholes used in organisations to map the culture of an organisation. It is a way of seeing and understating the different influences that affect organisational culture. It can be used to map existing culture, and it can also used to map future culture based on the question: ‘what does the culture need to look like to make this change happen?’ The two maps can then be compared in order to promote discussion and highlight what, where and how change can be implemented.

 

Mapping culture is useful in three ways:

Surfacing How and why things are done.

Barriers and alignment Highlighting sticking points and supporting factors.

Planning changes Planning future actions and changes.

 

Creating the Web

The paradigm is the core of the web, and is the core beliefs and motivations of the organisation. It is supported by the following six cultural influences.

Stories How an organisation understands and explains itself.

Rituals and routines The accepted norms and practices.

Symbols and physical artefacts The unofficial and official representations of culture.

Organisational structures Formal structures and hierarchy, as well as the
informal routes of power and influence.

Power structures The people and the systems who have the power to get things done.

Control systems How an organisation controls how things are done.

 

[image: Cultural Web | Art of change making]


EXERCISE

Imagine you moved area and joined a church with a healthy, vibrant faith-sharing culture, what behaviours would you observe in the ‘way they did things’? 

 

Core beliefs. 

 

 

 

 

 

 

 

Values.

 

 

 

 

 

 

 

Stories and legends.

 

 

 

 

 

 

 

Symbols and rituals.

 

 

 

 

 

 

 

Language.

 

 

 

 

 

 

 

Power.

 




How to Nurture a Faith-Sharing Culture?

 

A faith-sharing culture is nurtured when leaders model in their own lives the change they want to see in others (which is why sessions 3-4 focused on this), they work with others to bring about the desired culture, they teach about the beliefs, values and practices that are at the heart of a faith sharing culture, they reinforce that culture through stories, celebration and embedded practices, and they pray throughout, because ultimately only God can bring about the change we long to see.



‘In a sense, culture-creation encapsulates what leaders need to do: it is by far the most important responsibility of leaders.’

Church leader

 







[image: ]

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

For more on this 

Watch the video using the QR code, or read chapter 3 of How to Nurture a Faith-Sharing Culture, James Lawrence (CPAS).
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[image: ]Part 1 (15 mniutes)

As you reflect on nurturing a faith-sharing culture in your context, imagine it is the end of 2025 and you were making a video like Sue’s about how you have nurtured a faith-sharing culture in your church(es). What is the story you would tell? Capture the various aspects of your story using the different parts of the framework below.



Model.

 

 

 

 

 

 

 

Work with others.

 

 

 

 

 

 

 

Teach.



 

 

 

 

 

 

Reinforce (stories, celebration, embedded practices).

 

 

 

 

 

 

 

Pray.

 

 

 

 

 

 

 

 

 

 

Part 2 (5 minutes)

Be ready to present your ‘story’ to your peer group. You will have one minute 30 seconds each. Remember, you are telling a story about how you have nurtured a faith-sharing culture from now till the end of the year.

 




Reflecting on A culture of evangelism

 

‘A loving community committed to sharing the gospel as part of an ongoing way of life, not by the occasional evangelistic raid event.’

J.Mack Stiles

 

What might that look like?

Stiles suggests 11 characteristics of a church culture that has evangelism as an ongoing way of life – taken from Evangelism: How the Whole Church Speaks of Jesus (Crossway).

A culture motivated by love for Jesus and his gospel (2 Corinthians 5:14-15).

A culture that is confident in the gospel (Romans 1:16).

A culture that understands the danger of simple entertainment (Ezekiel 33:30-32).

A culture that sees people clearly (2 Corinthians 5:16a).

A culture that pulls together as one (Philippians 1:3-5).

A culture in which people teach one another (1 Peter 3:15b).

A culture that models evangelism (2 Timothy 2:2).

A culture in which people who are sharing their faith are celebrated (Philippians 9:19-22).

A culture that knows how to affirm and celebrate life (Colossians 1:3-4,7).

A culture doing ministry that feels risky and is dangerous (Philippians 1:12-13).

A culture that understands that the Church is the chosen and best method of evangelism (Acts 2:46-47).

 

 

For reflection

 

What do you make of these characteristics?

 

 

 

 

 

 

 

What would you add?

 

 

 

 

 

 

 

What might such a culture look like, sound like, feel like in your church(es)?

 

Ordering a Community around evangelism

1. Nurturing a Faith-Sharing Culture

       




Nehemiah – a Good Example

 

‘When I heard these things, I sat down and wept. For some days I mourned and fasted and prayed before the God of heaven.’

Nehemiah 1:4

 

He prays.

 

 

 

 

 

 

He thinks.

 











‘Without careful attention, faith-based organisations will inevitably drift from their founding mission. It’s that simple. It will happen.’ 

Peter Greer and Chris Horst 

 

 

‘This is not a quick-fix strategy, but a long-term commitment to changing the story in our nation, so that people might meet Jesus, love him and follow him.’

Talking Jesus Report

 



Four questions to ask

1. Are there clear pathways that help people find faith in Christ?

2. Are decisions made favourable to evangelism?

3. Are resources allocated to further evangelism?

4. Are people equipped to engage / play their part in evangelism?

 

 

How do people come to faith today?

 

Story Time

Think of a person who has come to faith within the last two years. What were the key stages on the path as they have come to faith in Christ? For example:

People they met?

Conversations they had?

Circumstances they were going through?

Experiences they had?

Interactions with church/organisation?

Background?

 

What can we learn from this? What is surprising, unsurprising?

 

 





A Map
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‘Many of the ‘tried-and tested’ models of evangelism have been honed on university campuses. Among students and graduates, they have proved effective. But transport these same methods to working-class and deprived areas, and you may find yourself answering questions that no one is asking.’ 

Tim Chester

 



God is at work wherever people are on the map.

  

 

Journey made up of appropriate next steps.

 



It is normally an accompanied journey.

 

  

It generally takes time.

 

 

It is rarely linear.

 






Growth Spiral

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A suggestion of some stages in the process (cf. Keller):

 

Awareness  ‘Oh, I see…’

 

Connection  ‘I need this…’



Realisation  ‘I need this because it’s true…’

 

Acceptance  ‘I accept this…’

 

Reinforcement  ‘This is what it means in my life…’

 

Or see Five Thresholds to Faith handout from residential 2.

 




[image: Growth spiral complete]So What is the Role of the Church?

 

1. develop contacts

 

Raising awareness of the faith and engaging in initial contact…

Raise awareness in our community through distributing a magazine, leaflet, Christmas card round the whole area or developing a really good social media presence, or placing great leaflets in the doctor’s surgery, or creating an engaging website. 

We also develop the contacts we already have in our gathered life as church, be that through occasional offices, fresh expressions, Sunday services, ways in which we serve in the community.

And most importantly we develop contacts in our scattered life as church, on our frontlines, both onsite and online, where our people are ambassadors in their occupation, neighbourhood, networks and homes. The good news is that Talking Jesus research shows that 53% of non Christians know a practicing Christian, the bad news is that it is down from 68% in 2015 (see below). 

 How well do they know us?



























 

 

 

 

 

 

The majority of our contacts are:

On our people’s frontlines, in their Monday to Saturday lives. 

[image: A screenshot of a graph

AI-generated content may be incorrect.]Unsure about Church. They may view the Church with benign indifference, passive antipathy or positive intrigue (often depending on their personal experience, which increasingly is either very limited or non existent).

Seeking to make sense of life. One research project described this as looking for a ‘happy midi-narrative’. See the next page for a description of what this may look like.

Open to a conversation about spiritual things if approached in the right way. Talking Jesus identified that 33% of people when in a conversation about Christian things are open to knowing more about Jesus or having an encounter with him. Barna discovered that 52% of teens are ’very motivated’ to learn about Jesus.   

 

Things People are Looking For



‘There is an abiding out-of-jointness to things, witnessed (but not exhausted) by the abiding disquietude of human hearts.’

Miroslav Volf



There are four common things people are looking for in life (I think the first three are perhaps more dominant):

1. Belonging (love, intimacy, community, acceptance) – what is love, am I loveable, where do I belong, am I acceptable?

1. Fulfilment (purpose, meaning, adventure, contribution) – what is the meaning of life, why are we here, how can I make a difference?

1. Understanding (identity, suffering/struggle, death, God, regret) – how do I make sense of life, who am I, why do bad things happen to good people, what happens after we die, is there a God and if there is what is he like, how do I deal with my past?

1. Justice (wrongs righted, evil defeated, good prevailing) – how can we overcome evil and wrongdoing, will good prevail in the end, will bad/evil people be held to account?



Interestingly, John Stott in his book Contemporary Christian spoke of:

The quest for transcendence: a challenge to the quality of the Church’s public worship. 

The quest for significance: a challenge to the quality of the Church’s teaching.

The quest for community: a challenge to the quality of the Church’s fellowship. 



‘We may say that in looking for transcendence they are trying to find God, in looking for significance they are trying to find themselves, and in looking for community they are trying to find their neighbour (belonging).’

John Stott



How people find fulfilment and purpose has also changed. People have shifted from being contributors (brought up in a culture of commitment) to being consumers (brought up in a culture of choice). 



They no longer believe that fulfilment is found in serving others, but instead search for fulfilment by consuming, pursuing their own happiness (ultimately a futile search as it is in giving that we receive, in serving that we find fulfilment – not only offered to us in the biblical narrative but also discovered in the well-being research).



Approaches to Making Sense of Life

There is a shift across the generations around the fundamental approach to making sense of life:

Is it true?

Does it work?

How does it make me feel?

Where will I belong?


2. nurture interest

 

Stage 1 Nurture interest through prayer, love, service (blessing people, CAP, creating a more just society and so on), relationship, building connection with life interests and issues.

 

Stage 2 Nurture their experience of faith through 1-to-1 bible reading, nurture courses (Alpha, Christianity Explored, Start, Pilgrim), and contact with the wider church community. 



 

 

 

 

 

 

3. eNCOURAGE COMMITMENT

The third thing we can do is to encourage commitment to following Jesus by: 

Calling people to respond to Jesus. If we don’t invite them to do so then they may not do so. There are lots of creative ways of doing this when we gather as the people of God, for example when inviting people to receive communion, or at the end of a sermon, or in a creative act in public worship.

Being clear what this means. It is not about becoming a convert but a disciple. It is not about finding the fullness of life through self discovery but self denial; Jesus says in Luke 9 ‘If anyone wants to become my disciple they must deny themselves, take up their cross and follow me.’ It is not even primarily about our choosing God (consumerism) but his choosing of us (covenant). 

Including people of all ages. For some this committing to following Jesus is a slow process, for others a single moment, but it is appropriate for all ages and stages of life. Whilst more people may come a practicing faith under the age of 19, people still come to faith across all ages (see below).

 At what age do practising Christians come to faith?



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

4. nourish growth

Two aspects to ongoing growth in discipleship:

Stage 1 Early growth in faith as baptised and initiated into faith and the faith community. Historically this process of catechism took two years. 

Stage 2 Ongoing growth (through normal times and through difficult times when struggling and needing support), and specific growth (involving training for serving/ministry as part of the body of Christ). 




[image: A map of a city
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1. MAKE YOUR CONTACT POINTS ENGAGING



Services.



Buildings and surroundings.



Publicity.



Online presence.



Christians in everyday lives.





Looking at each of these areas, share ideas on how to make each of these areas a little more engaging. No idea is too small or simple. 





[image: A black background with arrows pointing to different directions
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2. START WHERE PEOPLE ARE AT



Stage 1 Nurture interest through prayer, love, service (blessing people, CAP, creating a more just society and so on), relationship, building connection with life interests and issues.



Stage 2 Nurture their experience of faith through 1-to-1 bible reading, nurture courses (Alpha, Christianity Explored, Start, Pilgrim), and contact with the wider church community. 







3. THINK NEXT STEPS

If someone wanted to explore further, what could we offer?



Take a scenario below (or come up with your own) and identify a range of possible next steps. Think small, simple and easy for you to offer, and them to take. Remember to think about where they are at, what might be an appropriate next step for them.

Christingle service.

Young person who comes to youth group. For the first time.

Couple asking for child to be baptised.

Child at school Open Book assembly expressing interest.

Someone joined church Facebook group.

Carol service.

Neighbour who is lonely.

Colleague at work going through a messy divorce.

Family grieving loss of wife/mum.

Couple after their wedding.

People using the foodbank.

Customers at church coffee shop (or equivalent).

Someone attending livestreaming of a service.

Family attending Messy Church.





[image: A diagram of a diagram
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We want these pathways to be ones that lead people to faith in Christ. Our role as leaders 

is to:



Constantly remind people of the why.







Persistently pray for new births.







Regularly invite people to follow Jesus.














[image: felipe-furtado-2zDXqgTzEFE-unsplash]What Makes a Good Plan

God inspired We’re trying to discern what God wants, which is why study of his word, prayer and fasting are so important (see Nehemiah 1).

 

Preferable future A good plan is oriented to what might be, and inspires people to want to see that become a reality.

 

Kingdom honouring This is so important, because sometimes a plan can be about the ego of the leader or the preferences of the congregation. Neither are appropriate. It is about what God wants, what is good for his people, and serves the community. 

 

Clear and compelling Clear so that people can understand it, they know exactly what is involved. Compelling so that  people want it to happen.

 

Connected with reality It is about an inspiring future, but it also needs to connect sufficiently with reality (our story, context and circumstances) for people to be able to see how it is possible to travel from here to there. 

 

Broken down into implementable steps With a clear and compelling destination in view, how do we actually get there? What is the next step we are going to take and how are we going to take it.?

 

‘Strategic planning is the work a congregation does to (1) identify the activity of God (2) make the personal and congregational adjustments needed to join in that activity.’

Herrington, Bonem and Furr

 

 

Common errors

Remember the three common errors when making an action plan:

1. Trying to do too much too quickly. 

Not being clear enough about what you are actually planning to do (what you are going to do, who is going to do them, when they are to be done by).

Being too fixed in the plan: not being able to adjust as new things become clear, new opportunities open up, lessons are learnt from things that don’t go well.  

 

 

When statements

A popular tool (as recommended by Chew and Ireland in their book on Mission Action Planning) is the ‘when statement’. This will happen when… 

 

It seeks to work backwards from a desired state to identify what needs to happen before you can get to that end state. It is a helpful exercise to do with a PCC/your planning group – we will be able to get to goal X WHEN… For example...

 

Goal: we will attract more young families to church – when:

We start a toddler group – which we will do when we find a leader; we decorate the hall; we recruit helpers; we write policy and procedures; we advertise; we talk to baptism families.

We have monthly family service – which we will do when we have more modern worship songs; we have a kids’ worship leader; we find a suitable liturgy; we have more lay leaders.

We improve our welcome – which we will do when we train sidespersons; we create a welcome pack; we decorate the porch; we improve the entrance lighting.

We get advice from others – which we will do when we invite the children's’ adviser to speak to the PCC; we visit the next door parish and look at what they do.

And so on....

 




Exercise

Work on a plan for accompanying people to faith in Christ in your context.

 

Options



1. Take a blank piece of paper and give it a go.



Use the four aspirations and the questions on pages 21-23.



Use map on page 24 as a way of thinking about where your two people you are praying for are and how you could accompany them on their journey.



Use the additional handout of the Activities Grid to plot your activities, page 25.



Use the following questions:

What are the brakes on evangelism and what could release them?

What are the opportunities you have to help people come to faith?

What specific steps need to happen to create a clear plan? Who would I need to involve in this?

What action might you take next beyond this residential to move things forward?



Use the shifts from the book the Trellis and the Vine where they talk about vine work as the work of disciple making and trellis work as the work of supporting the work of disciple-making. They encourage a shift from…

Running programmes to building people.

Running events to training people.

Using people to growing people.

Filling gaps to training workers.

Solving problems to helping people make progress.

Solo leadership to team leadership.

Focusing on immediate pressures to long-term growth.

Ordering a Community around evangelism

2. Discerning an Appropriate Plan

       

Focusing on trellis work to leadership.

[image: ]Every Church a Pathway to Faith



Chose four people. Ideally choose some of your Pray for Five people who live in your area, or think of other people who live in your community. Briefly describe their profile (age, life stage, occupation, connection with church, interests and so on). How could your church be a pathway to faith for them? How would thinking about this person influence what you did in services? What you prayed? What you offer the community?

 

How could your church be a pathway to faith for them? How would thinking about this person influence what you did in services? What you prayed? What you offer the community?

 



		Person 1

Profile

 

 

 

 

 

 

 

Pathway



 

 

 

 

 

 



		Person 2

Profile

 

 

 

 

 

 

 

Pathway



		Person 3

Profile

 

 

 

 

 

 

 

Pathway



 

 

 

 

 

 



		Person 4

Profile

 

 

 

 

 

 

 

Pathway
























[image: ]Every Child a Chance to Explore Jesus



Think of all the under 18s in your context, how will they get the chance to explore Jesus? In their homes, schools and colleges, and the gathered life of the church? What might this look like?

 



		In homes

 

 

 

 

 

 

 

 

 

 



 

Resource link: Faith at Home



		In schools

 

 

 

 

 

 

 

 

 

 



 

Resource link: Schools Ventures



		Through the gathered life of the church

 

 

 

 

 

 

 

 

 

 



 

Resource link: Dr Sarah Holmes





 

 

 

 

[image: ]Every Leader a Catalyst for Evangelism



Choose three leaders in your church(es), for example church wardens, elders, home group leaders, youth leaders, leader of the food bank team. 

 

 

		LEadER 1 ___________________

 

What would it look like for them to be a catalyst for evangelism?

 

 





 

How could you help them to be such a catalyst?



 







 





		LEadER 2 ___________________

 

What would it look like for them to be a catalyst for evangelism?

 

 





 

How could you help them to be such a catalyst?

 

 







 





		LEadER 3 ___________________

 

What would it look like for them to be a catalyst for evangelism?

 

 





 

How could you help them to be such a catalyst?
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Think of people you know who aren’t yet Christians, perhaps starting with the two people you are praying for. Mark where they are on the map. Which direction are they heading in? What could your church(es) put in place to accompany them on their journey to faith?  
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List every activity you do as a church on the separate handout. If you are in a group of churches then either:

List activities across all the churches with a name against which church is doing that activity.

Or do one church at a time, each on a separate sheet of paper.

 

Think small activities (putting information on the church notice board) as well as big (running a Messy Church), and be specific and detailed in identifying the different aspects of some activities that might do different things (i.e. a Sunday service has many aspects to it). The category at the end of the grid (Trellis work, the name comes from a book called The Trellis and the Vine) is a catch all for the activities that support the disciple-making process, just as a vine needs to be supported by a trellis in order for it to grow healthily. When you have done the mapping, reflect on:

 

Where are your strengths and how could you build on those?

 

 

 

 

 

 

 

 

Where are the gaps, and what could be done about those?
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Going to explore today how we do that in evangelism:


ANALOGY Fusion very in today. Food, music, film, sport, dogs. 


Give me some examples of your favourite fusion? (Cyclecross, Spiderman and other super heroes, Kaletts - kale and sprouts, Sprocker – Springer and Cocker spaniel)


Today and next residential going to fuse leadership and evangelism together.





Suggest four things we can focus on to order and mobilise a community around evangelism:


Animate an evangelistic culture 


Discern an appropriate strategy


Equip ordinary people to play their part


Engage evangelists and pioneers





Two today, two next residential





All of this in context of backbone of Scripture – page 2


Which from beginning to end reminds us God is a God of mission and calls us to join him as his sent people.


5








LEADERSHIP

A COMMUNITY

AROUND.
THE PERSON OF JESUS

and THE PRIATIES O HiS KINGOOM








image3.png







image4.png







image5.png







image6.emf

Power Language


Stories and 


legends


Symbols 


and rituals


Beliefs


Values




Microsoft_PowerPoint_Slide1.sldx
















Power





Language


Stories and legends


Symbols and rituals


Beliefs


Values












































Corporate Vision


Timing:	


ALP 7: Res 2 Oct 2006


Slide 11


Page 5





Assessing the culture of a church is at one level very easy.


If culture is ‘the way we do things round here’ then simply observe behaviours and you will get a sense of the culture of a church.


ANALOGY When visit a church on a Sunday come away with some sense of that church’s culture.





However, it is normally more complex than this, for two reasons:


Assessing a culture is actually more nuanced and multi-layered, it is made up of beliefs, values stories etc (we’ll look at in a minute)


Most contexts are a mix of varying cultures. For example the culture the leadership team are trying to grow, the culture of the 8am BCP service, the culture of the 10.30am family service, the culture of the 4pm Messy Church event, the culture of the 11am midweek Wed communion. 





So, recognising these two realities, if we want to assess the culture we can begin to do that through…





Identify core beliefs 


Beliefs are things which we hold to be true. Form basis of things we value. 


There can be a difference between stated beliefs and working beliefs. 


In this sense our working/actual beliefs really do lead to the things we value, behaviours we engage in etc. but they may not be our stated beliefs.


ANALOGY Stated belief: ‘The Church is for everyone’ Actual belief ‘It’ll see me out’, value ‘Things just as they are’, behaviour ‘resistance to change, particular any change that moves things away from my preferences’.





Recognise values


What is valued? What is forbidden? What is encouraged, celebrated?


Think about signage ANALOGY church where all the signs were 'Do not… sit here, open this, put anything on this surface…





Values are key principles which act as templates and inspiration for all our actions, against which all we do is measured. 


What we value we tend to champion.


In a church there can be a mix of: 


Aspirational values - wish we had, believe must develop.


Accidental values - come about unintentionally and don’t necessarily serve the good of the church.


Actual values – may be a mix of any of the above, or none of them.





Permission to play values - minimum behavioural standards that are required for a church e.g. one another verses of NT





Beliefs and values influence our assumptions (a thing that is accepted as true or as certain to happen, often without proof) and attitudes (a settled way of thinking or feeling about something).





Listen to the stories


What are stories people love to tell? ANALOGY ‘Do you remember when the Rev Williams was here and Sunday school was full.’ 


Who are the legendary characters?


What jokes are told?


ANALOGY Imagine you were chairing interview panel for the next youth minister in your church, and the candidate says tells me two stories about your church – which would you tell?





Read the symbols and rituals


Who does what, when and why?


Layout of room you meet establishes a culture.


What the clergy wear is a symbol of a particular culture.


Who prays in a church prayer meeting may be a ritual. 


What happens at coffee time after church? What sort of coffee is served? Who talks with whom? What happens to the newcomer? (If there is coffee time?)





But there are lots of other symbols/gestures that are part of our culture 


Placing an open Bible on the table at a PCC meeting, 


Praying about each item after we have finished discussing it


Leaving a chair empty at the head of the table to remind us Jesus is present and head of his church.  





Rituals are things we do that help embed values into the way we do things 


Or negatively the way we lay out the room for a PCC meeting may be a ritual that communicates something about the way we do things round here that isn’t good (ie table at front with three chairs behind it for vicar, lay chair and secretary, rest of the PCC sitting on chairs facing the table). 


Ritual of providing quality refreshments at start of PCC  because value the importance of space to build relationships. Ask yourself ‘what do we always do…’  and you are probably identifying rituals.








Listen to language


Language shapes culture


Volunteer


EXAMPLE: does the church talk about people going off to train for ‘ministry’ when what they actually mean is ordained ministry?


QUOTE ’Words have the power to shape lives and organization – the problem is that for most of us the words that we use are second nature – they need to be examined / fashioned to produce the desired outcome’ Chand





Map the power


Not just the visible, but the invisible.


Who makes decisions and why?


What structures and posts?


What are titles called and why?





All these mostly expressed in behaviours


What do people do? ANALOGY Sunday morning welcome of others 


STORY Woman last week who attended her local village church, no one even spoke to her. Tried again. Same again. Gave up.


Who do we pray for? Sick or lost? Missionaries overseas but not missionaries down the road?


 


To be clear. It isn’t that some churches have a culture, and others don’t


Every church has a culture, a way of doing things.


Question is ‘how much is our culture shaped by the person of Jesus and the purposes of the kingdom?’








ADDITIONAL CONTENT on LANGUAGE AS CULTURE BUILDING


 


Words have the power to shape lives and organisations. they need to be examined/fashioned to produce the desired outcome.


 


Vocabulary builds or destroys trust:


Using ‘us’ instead of ‘them’ and ‘we’ instead of ‘they’ builds trust


Some words – ‘problem’ - are better changed for others ‘challenge’


 


Asides


Comments/tut tuttings are unhelpful


Commenting on people’s behaviour in a meeting unhelpful


 


Small talk is not really small talk – it’s important


 


Honesty


People instinctively know if a leader is holding back information, shading the truth, or expressing blind optimism. Happy talk may be intended to look like genuine faith in God – but it comes across as phoney.


Words reinforce or undermine honesty.


 


Listening


Sometimes helpful at the end of meetings to go round the room and ask each person ‘Is there anything you haven’t said to me that you need to say or want to say?’


 


Questions and slouching!


The use of mobile devices means that most people are paying continuous partial attention


There is a challenge here to enable people to be/stay focused… (Mobiles off at speed awareness course!)


Might need to use questions (‘What do you think?’) or (‘Help me understand what you’re saying’) to keep people engaged.  


 


Many good communicators aren’t always good listeners


People who feel pressurised by deadlines and to do lists are often preoccupied with calls/texts/emails during a meeting… not engaged.


 


‘Some people’


Chand – ‘One of the guidelines in building authentic relationships is to avoid vague accusations. Years ago, I spent far too much time chasing rabbits when someone in the group reported ‘some people have a problem with this or that’…. In the end I told the group, ‘If you don’t have the person’s permission to tell us then don’t make the report’.


 


Consistency


What’s the difference between your stage behaviour/attitudes and your ‘behind closed doors’ behaviour/attitude?  


 


Authentic affirmation


Blanket observations of ‘You’re great’ are not really affirming. Affirming words need to be:


Specific


Personal


Timely
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		Develop Contacts 

		Nurture Interest

		Encourage Commitment 

		Nourish Growth

		



		Mapping people

		No contact

		Initial contact

		Building connection 

		Exploring good news

		Initiating into faith and community

		General growth

 Ongoing      Struggling

  

		Specific training



		Notes about next step 





		List not yet Christians and Christians.

		Identify where they are by shading a box. Think about the next step for each heading right across the grid. 

		



		 

		 

		 

		 

		 

		 

		 

		

		 



		 



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		





Mapping activity 1 – people

Based on Peter Bolt, Mission Minded, Matthias Press; this version by James Lawrence © CPAS





		 

		 

		 

		 

		 

		 

		 

		

		 



		 



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		








		

		Develop Contacts 

Gathered and scattered

		Nurture Interest



		Encourage Commitment

		Nourish Growth

		[image: CPAS_Logo_no_strap (2)]



		Activities

		Raising awareness

Website, parish mag, social media, leaflet drop etc.

		Initial contact

On frontlines, through church plants, occasional offices etc

		Building connection

Food banks, CAP, social events, life interests and issues, 1-1 etc

		Sharing good news

1-1 chats, Alpha, special services, 1-1 bible study etc

		Invite people to follow Jesus

Serving the poor, 1-1, services, special events, mission trips etc.

		Early growth

Initiate into faith and community over first two years.

		Ongoing growth  Continued general growth and in times when struggling

		Specific training Developing gifts and identifying ministry

		Trellis work 

Not an end in themselves, but supporting disciple making. For example, committees, fund raising, fabric, prayer meetings.



		List all the activities (big and small) of your church(es). Be detailed and specific.

		Shade the whole box where the purpose of the activity clearly fits, and shade part of the box where the fit is less clear. One activity may be shaded in a number of boxes.



		 

		 

		 

		 

		 

		 

		 

		 

		

		 



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		







Mapping grid 2 – activities

Based on Mission Minded, Peter Bolt (Matthias Press); this version by James Lawrence © CPAS
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		Develop Contacts 

		Nurture Interest

		Encourage Commitment

		Nourish Growth



		



		Mapping leaders’ activity

		No contact

		Initial contact

		Building connection

		Sharing good news

		Initiate into faith and community

		General growth

  Ongoing      Struggling

		Specific training



		Trellis work 

Not an end in themselves, but supporting disciple making.



		List all the things you do as a leader.

		Shade the box where the purpose of the activity clearly fits, and put a dotted line where the fit is less clear.

		E.g. committees, fund raising, fabric, prayer meetings.



		 

		 

		 

		 

		 

		 

		 

		

		 



		 



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		





[bookmark: _GoBack]Mapping grid 3 – leader’s activities

Based on Peter Bolt, Mission Minded, Matthias Press; this version by James Lawrence © CPAS





		 

		 

		 

		 

		 

		 

		 

		

		 



		 



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		








LEADING EVANGELISM

Who is Responsible for What?

God’s Role

REVEALING

God is constantly revealing
himself to people through
creation, Christ and
Christians. He is also at
work by his Holy Spirit in
ways we cannot see.
Romans 1:19-20

CONVICTING

God convicts people of
their need of him, of their
sin, and of judgement.
John 16:8

CONVERTING
It is God who converts
people.

Church Role

CULTIVATING
Encouraging receptivity by
being a worshipping caring
community, by developing
prayer, and by helping
Christians live and express
Christian values in daily
life.

SOWING

Introducing Jesus and the
Christian message in ways
that are appropriate within
our community and
networks.

WATERING

Fostering a growing
knowledge of Jesus and of
the Christian message
through ongoing contact.

REAPING

Bringing people who are
ready through the process
of deciding to follow Jesus.

People’s Role

PRAY
Persistent and specific.
Colossians 4:2-3

RELATE WELL TO
PEOPLE

Wisdom in what we say
and the way we say it.
Colossians 4:5

MAKE THE MOST OF
OPPORTUNITIES

Ask God for eyes to see
them, courage to take
them, and wisdom in
speaking. Colossians 4:5

LEARN HOW TO ANSWER
PEOPLE’S QUESTIONS
Colossians 4:6

PROCLAIM CHRIST
CLEARLY

Expressing the Christian
faith in relevant language
and concepts. Col 4:3-4

BE PREPARED TO PAY
THE COST

In time, energy, money,
and a burdened heart.
Colossians 4:3

Their Journey

INTERESTED IN LIFE

Everyone is looking for meaning,
value, purpose, belonging,
security.

UNINTERESTED IN
CHRISTIANITY

Not necessarily uninterested in
spirituality.

INTEREST IN SPIRITUAL
THINGS SPARKED

Through life experiences,
spiritual experiences,
unanswered questions, contact
with Christianity.

CONTACT WITH CHRISTIANITY
Through Christians, a Christian
building, book, film.

WANTING TO KNOW MORE
ABOUT LIFE, JESUS AND THE
CHRISTIAN MESSAGE
Recognising the importance of
belonging before believing for
many people.

DISCOVERING MORE

Through talking with a Christian,
reading Bible, attending a church
event etc.

MAKING A RESPONSE
Deciding what to do, responds in
repentance and faith.

Joins the Christian Way and Becomes Part of the Body of Christ

TRANSFORMING

God changes people by the
work of his Holy Spirit,
helping them to become
more like Christ. 2
Corinthians 3:18

GERMINATING

Involving new believers in
the life of the church, and
the faith sharing process.

HELPING PEOPLE GROW

TO MATURITY
Colossians 1:9-14

ESTABLISHED IN
RELATIONSHIP WITH GOD
Through prayer, Bible study,
belonging to a church, sharing
faith with others, using gifts and
talents to serve others in the
community and Church.
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DISCERNING PERSONAL VISION (3)

Review

THE STORY SO FAR... KEY QUOTES AND INSIGHTS

e Personal vision is about finding and fulfilling God’s call for our life, giving
direction to how we use our time and talents, and invest our energy and

attention. ‘Being busy does not always
mean real work. The object of all
e The PVSis atool to help us discern more clearly God’s big yes in our lives work is production or
and then live that out. It is about seeing the whole of life (not just our accomplishment and to either of
leadership role) as part of God'’s call on us to live life the Jesus way. these ends there must be
forethought, system, planning,
e Our goal is to glorify God and be fruitful in good works through a intelligence and honest purpose
surrendered life, leading to an abundant life, lived out in a blended life. as well as perspiration. Seeming

to do is not doing.’

Thomas Edison

e We hold In tension self denial and self care.

Callis about Keeping God at

whole of life centre
Orderliness

SELF
CARE

AND

SELF
DENIAL

Servant
Appropriate Clarity about heartedness
boundaries priorities

0 ©CPAS ALP RES 3 a





DISCERNING PERSONAL VISION (3)

Overview

STRUGGLES WE HAVE KEY QUOTES AND INSIGHTS
1. Have too little time to do something.

‘For us, planned neglect will

2. Have too much to do. mean deliberately choosing
which things we will leave
undone or postpone, so that

3. Working inefficiently. instead of being oppressed by a
clutter of unfinished jobs, we
think out our priorities under God
and then accept without guilt or
resentment the fact that much we

EXERCISE had thought we ought to do we
must leave.’

If you had to identify an issue for you in personal organisation, what would it Rule of Brother Lawrence

be?

‘Nothing else, perhaps,
distinguishes effective leaders as
much as their tender loving

care of time.'

Warren Bennis

‘Time is a gift, because it is God’s
time, not one’s own; and time is a
friend, because there is nothing
to fear from what God has in
store. Time is “on our side”. One
cannot buy time with God. One
must learn to enjoy God’s time.’

Samuel Wells

SPECTRUM OF PERSONAL ORGANISATION

Struggle Sorted

0 ©CPAS ALP RES 3 °





DISCERNING PERSONAL VISION (3)

Personal Orderliness

EXERCISE
Think about someone you know who may be less ordered than is helpful.

e What impact does a lack of orderliness have?

e Who is most affected and why?

KEY QUOTES AND INSIGHTS

Almighty and everlasting God,
we thank you that you have
brought us safely to the
beginning of this new day.
Keep us from falling into sin
or running into danger,

order us in all our doings

and guide us to do always
what is right in your sight;
through Jesus Christ our Lord.
Amen.

Collect from Morning Prayer (Common
Worship)

‘Busyness is not a problem. In
anybody’s life there will be
periods of intense activity. The
problem comes when we are
persistently over-busy. If your life
doesn't reflect the biblical
pattern of activity and rest then
something is wrong.'

Tim Chester

PRODUCTIVITY

‘The overall vision the Bible gives
us for productivity identifies the
purpose of our productivity is to
glorify God by doing good for
others, the guiding principles for
our productivity is putting others
first, and the ultimate foundation
for our productivity is the fact
that God accepts us through faith
in Christ, apart from our
productivity.’

Matt Perman (adapted)

‘Productivity is effectively
stewarding your gifts, talents,
time, energy, and enthusiasm for
the good of others and the glory
of God.

Tim Chlallies

‘Productivity... playful, productive
momentum and control.’
Graham Allcott

O -
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DISCERNING PERSONAL VISION (3)

Personal Orderliness

A QUICK QUESTIONNAIRE
On your desk:
e Do you have everything you need?
e Does it work?
e (Canyou access it easily?
e Do you have a way of collecting everything that comes in in one place?

When filing (both electronic and paper):

Is it easy?

Is it fun?

Is it fast?

Can you find what you want quickly?
The room where you work:
e s the lighting great?
e Does the environment inspire you?
e Are you comfortable?
e Are you relaxed?
e st free of distractions?
When processing work:
e Do you have a helpful way of organising everything you need to do?
e Do you have an effective way of processing paper?
e Do you have a way of processing your emails that ensures a zero inbox?
e Are you known for not missing appointments?
e Do you return calls/answer texts on time?
e Do you have a way of arranging what to do when?
e Do you ‘batch’ similar work?

e Do you feel reasonably in control of your workload/flow?

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

Yes / No

O -
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DISCERNING PERSONAL VISION (3)

Personal Orderliness

Physical Space
e Desk.
e Décor.

Processes or Systems

A good system will have the following characteristics (adapted from Mark

Forster, Secrets of Productive People p.112):

¢ Simplicity It should be easy to use.

e Drawing power It should draw you into your work and help overcome
procrastination and resistance.

e Thoroughness It should encourage work to completion.

¢ Self-limiting It should restrict you to do what can actually be done on any
day. It should not result in backlogs, half done projects.

PRINCIPLE 1. GET STUFF OUT OF YOUR HEAD

My ways of capturing things
I am committed to

Three tools for capturing stuff:
1. Scheduling tool.

2. Task management tool.

3. Information tool.

KEY QUOTES AND INSIGHTS

‘Clutter and confusion are
failures of design, not attributes
of information.’

Edward Tufter

‘Success is rarely a matter of will
power. It is more about setting up
a good structure and system to
support action.’

Mark Forster

‘Your mind is for having ideas,
not holding ideas.’
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DISCERNING PERSONAL VISION (3)

Personal Orderliness

PRINCIPLE 2. WORK IN FOCUSED CHUNKS
Create focus by:

e Getting rid of distractions.

e Working in set chunks of time i.e. 90 minutes.

e Batching. Doing like items together.

PRINCIPLE 3. CREATE EFFECTIVE SYSTEMS AND MASTER THEM

Remember, there is no one way of doing this. Find a system that works for you,
and master it.

KEY QUOTES AND INSIGHTS

‘Our normal human tendencies
are distraction and dissipation.
We begin one task, then get
seduced by some other option,
and lose our focus. We drift away
from what is difficult and we
know to be true, to what is
comfortable and socially
condoned.’

Daniel Pinchbeck
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DISCERNING PERSONAL VISION (3)

Personal Orderliness

GUIDELINES FOR USING A DIARY WELL KEY QUOTES AND INSIGHTS

Use it recognising the realities of your role.
‘People operate best from a
Plan for admin. routine not a set of lists.’

Matt Perman

e Plan for interruptions.
‘The appointment calendar is the
tool with which to get unbusy. It's
a gift of the Holy Ghost (unlisted
by St. Paul, but a gift
nonetheless) that provides the

e Plan knowing your attention flow. pastor with the means to get time
and acquire leisure for praying,
preaching, and listening... The
trick, of course, is to get to the
calendar before anyone else

does.’

e Plan for meetings. Eugene Peterson

e Plan for getting behind.

e Plan for time to pray and think.

e Plan knowing not enough time in one day to do everything, but in a week
there might be.

TUESDAY

11 ‘ 12

FEBRUARY FEBRUARY
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DISCERNING PERSONAL VISION (3)

Personal Orderliness

GUIDELINES FOR USING LISTS WELL KEY QUOTES AND INSIGHTS
Types of list:

‘Checklists help produce the
Check list This is the most basic list. Anything that you do regularly that requires clarity that produces momentum
eye for detail, create a check list. and checklists reduce the

uncertainty that causes friction.’
Graham Allcott

Then there are four levels of list one can work with.

e Projects list A project is any action that requires more than two steps to
complete it.

e Master actions list Contains every single action you need to do to complete
any and every project.

¢ Daily to do list What you are going to do today, ideally no more than five
things.

¢ Waiting for list Tracking all the people you are waiting for to do something.

RICTRIC]
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DISCERNING PERSONAL VISION (3)

Personal Orderliness

GUIDELINES FOR USING AN INFORMATION SYSTEM WELL
Three levels:

1. Working.

2. Reference.

3. Archive.

Any system needs to be fast, easy, simple and ideally fun!

See additional handout on how to set up a filing system.

GUIDELINES FOR CREATING A GOOD SYSTEM FOR HANDLING EMAILS

We all have a system for our emails, the question is does it enable us to
respond to emails in a timely fashion and does it cause us stress?

See additional handout on handling emails.

KEY QUOTES AND INSIGHTS

‘The lack of a good filing system
is one of the biggest bottlenecks
in personal management.’

David Allen

‘One of the most important soft
skills you can have is figuring out
how to deal with a high volume of
email. And the only way to do
that is to put some kind of
system in place that's simple and
repeatable and is going to allow
you to have a life outside of
email.’

Merlin Mann

‘Your inbox is not your to do list.’
Graham Allcott

‘Our normal human tendencies
are distraction and dissipation.
We begin one task, then get
seduced by some other option,
and lose our focus. We drift away
from what is difficult and we
know to be true, to what is
comfortable and socially
condoned.’

Daniel Pinchbeck

O -

ALP RES 3 o





DISCERNING PERSONAL VISION (3)

Personal Orderliness

And Finally - A Guide to Being Unproductive

e Never say no to anyone.

e Pay no attention to developing good systems.

e Start lots of things which you don't finish.

e Do nothing to avoid distractions and interruptions.
e Avoid getting interested in what you are doing.

e Allow backlogs to build up.

e Leave stuff to the last minute and beyond.

e Think that you are naturally disorganised and there’s nothing you can do
about it.

e Follow the path of least resistance - go for what is easy rather that what is
essential.

e Get submerged in trivial busy work.

e Have more commitments than you have time to complete.

e Don't ask for advice.

e Don't identify what's really important.

e When something goes wrong work round it instead of sorting it out.

e Make sure you forget important tasks by not writing them down.

e Take on so much work that you don’t have time to concentrate on anything.

e Keep chopping and changing your priorities so nothing gets properly
developed.

e Ensure that your important work is constantly interrupted by trivial things
going wrong because your low-level systems (i.e. how to handle email) don't
work properly.

e Introduce a new system at least once a year so that you never really get to
grips with any system properly.

e Don't spend time thinking about anything for too long.

This approach can be summarised under three headings:
1. Be unsystematic.
2. Overload yourself.

3. Don't follow through.

KEY QUOTES AND INSIGHTS

‘The question is not whether
something is high priority or low
priority, but whether it should be
done at all.

Mark Twain

‘If you take on too much work, it
is not some of your work that will
suffer but all your work.... The
effective person knows that to
take on too much is one of the
finest ways of ensuring that one
is no longer effective.’

Mark Forster

‘Being productive is a learned
skill, and once you have acquired
it life becomes much easier.’

Mark Forster
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DISCERNING PERSONAL VISION (3)

Resources

THE ONES TO READ

e Do More Better, Tim Challies (Cruciform Press).

e Beyond Busyness, Stephen Cherry (Sacristy Press).

e How to be a Productivity Ninja, Graham Allcott (Icon Books).
¢ Time for Everything, Matt Fuller (The Good Book Company).

e What's Best Next, Matt Perman (Zondervan).

e Andy Crouch, The Tech-Wise Family (Baker Books).

e Tony Reinke, 12 Ways Your Phone is Changing You (Crossway).

IF YOU WANT MORE...

e Do It Tomorrow, Mark Forster (Hodder).

e The Busy Christians Guide to Busyness, Tim Chester (IVP).

e Secrets of Productive People, Mark Forster (Teach Yourself).

o Driven Beyond the Call of God, Pamela Evans (BRF).

e Busy Christian Living, Emma Ineson (Continuum).

e Getting Things Done, David Allen (Piatkus).

e Ordering Your Private World, Gordon Macdonald (Thomas Nelson).

e Deep Work, Cal Newport (Piatkus).

e The World Beyond Your Head - How to Flourish in an Age of Distraction, Matthew Crawford (Penguin).

APPS

e Todoist - across platform task management App.

e Asana - for cross team working.

e Planning Centre - for church rotas, worship, finance, people, room booking.

¢ Monday.com - for church management (specific version).

e Forest App - creative way of helping us leave our phones alone when we don’t want to be distracted by them.
e Pomodoro - timer Apps to use to help do focused chunks of work.

ON PROCRASTINATION

e www.psychologytoday.com/us/basics/procrastination.
¢ www.mindtools.com/pages/article/newHTE_96.htm.

e https://jamesclear.com/procrastination.

WEBSITES

e www.thinkproductive.co.uk.

¢ www.whatsbestnext.com/resources/productivity, includes an excellent article on getting your inbox to zero.
¢ www.markforster.squarespace.com.

o www.lifehacker.co.uk.

e www.bulletjournal.com.
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Discerning personal vision (3)

Resources

     

[image: cid:194F4542-BC27-4302-8D63-1920FCEDB470]The story so far...

 

Personal vision is about finding and fulfilling God’s call for our life, giving direction to how we use our time and talents, and invest our energy and attention.

 

The PVS is a tool to help us discern more clearly God’s big yes in our lives and then live that out. It is about seeing the whole of life (not just our leadership role) as part of God’s call on us to live life the Jesus way. 

 

Our goal is to glorify God and be fruitful in good works through a surrendered life, leading to an abundant life, lived out in a blended life. 

 

 

 

 

 

We hold In tension self denial and self care.
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‘Being busy does not always mean real work. The object of all work is production or accomplishment and to either of these ends there must be forethought, system, planning, intelligence and honest purpose as well as perspiration. Seeming to do is not doing.’

Thomas Edison





 























STRUGGLES WE HAVE

 

Have too little time to do something.

 

 

Have too much to do.

 

 

Working inefficiently.

 

 

 

 

EXERCISE

 

If you had to identify an issue for you in personal organisation, what would it be?

 











 



Spectrum of personal organisation
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‘For us, planned neglect will mean deliberately choosing which things we will leave undone or postpone, so that instead of being oppressed by a clutter of unfinished jobs, we think out our priorities under God and then accept without guilt or resentment the fact that much we had thought we ought to do we must leave.’

Rule of Brother Lawrence

 

 

‘Nothing else, perhaps, distinguishes effective leaders as much as their tender loving 
care of time.’

Warren Bennis

 

 

‘Time is a gift, because it is God’s time, not one’s own; and time is a friend, because there is nothing to fear from what God has in store. Time is “on our side”. One cannot buy time with God. One must learn to enjoy God’s time.’

Samuel Wells

 





Discerning personal vision (3)

Overview
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Exercise

 

Think about someone you know who may be less ordered than is helpful.

 

What impact does a lack of orderliness have?

 

 

 

 

 

 

 

 

 

 

 

Who is most affected and why?

 

 

 

 

























Almighty and everlasting God, we thank you that you have brought us safely to the beginning of this new day. Keep us from falling into sin or running into danger, order us in all our doings and guide us to do always what is right in your sight; through Jesus Christ our Lord. Amen.

Collect from Morning Prayer (Common Worship)

  

‘Busyness is not a problem. In anybody’s life there will be periods of intense activity. The problem comes when we are persistently over-busy. If your life doesn’t reflect the biblical pattern of activity and rest then something is wrong.’

Tim Chester

  

‘The overall vision the Bible gives us for productivity identifies the purpose of our productivity is to glorify God by doing good for others, the guiding principles for our productivity is putting others first, and the ultimate foundation for our productivity is the fact that God accepts us through faith in Christ, apart from our productivity.’

Matt Perman (adapted)

 

‘Productivity is effectively stewarding your gifts, talents, time, energy, and enthusiasm for the good of others and the glory of God.’

Tim Chlallies

 

‘Productivity… playful, productive momentum and control.’

Graham Allcott

 



A quick questionnaire

 

On your desk:

 

 Do you have everything you need?						Yes / No 

 

 Does it work?								Yes / No 

 

 Can you access it easily?							Yes / No 

 

 Do you have a way of collecting everything that comes in in one place?	Yes / No

 

When filing (both electronic and paper):

 

 Is it easy?									Yes / No 

 

 Is it fun?									Yes / No 

 

 Is it fast?									Yes / No 

 

 Can you find what you want quickly?					Yes / No 

 

The room where you work:

 

 Is the lighting great?							Yes / No 

 

 Does the environment inspire you?				 		Yes / No 

 

 Are you comfortable?							Yes / No 

 

 Are you relaxed?								Yes / No 

 

 Is it free of distractions?							Yes / No 

 

When processing work:

 

 Do you have a helpful way of organising everything you need to do? 	Yes / No 

 

 Do you have an effective way of processing paper?				Yes / No 

 

 Do you have a way of processing your emails that ensures a zero inbox?	Yes / No 

 

 Are you known for not missing appointments?				Yes / No 

 

 Do you return calls/answer texts on time?					Yes / No 

 

 Do you have a way of arranging what to do when?				Yes / No 

 

 Do you ‘batch’ similar work?						Yes / No 

 

 Do you feel reasonably in control of your workload/flow?			Yes / No 

 

 




Physical Space

 

Desk.

 

 

 

 

 

 

Décor.

 

 

 

 

 

 

 

Processes or Systems 

A good system will have the following characteristics (adapted from Mark Forster, Secrets of Productive People p.112):

Simplicity It should be easy to use.

Drawing power It should draw you into your work and help overcome procrastination and resistance.

Thoroughness It should encourage work to completion.

Self-limiting It should restrict you to do what can actually be done on any day. It should not result in backlogs, half done projects.

 



PRINCIPLE 1. Get stuff out of your head

[image: ] 

 Three tools for capturing stuff:



1. Scheduling tool.







2. Task management tool.







3. Information tool.

 



 









‘Clutter and confusion are failures of design, not attributes of information.’

Edward Tufter

   

‘Success is rarely a matter of will power. It is more about setting up a good structure and system to support action.’

Mark Forster

  

‘Your mind is for having ideas, not holding ideas.’

 



PRINCIPLE 2. work in focused chunks

 

Create focus by:

 

Getting rid of distractions.

 

 

 

 

Working in set chunks of time i.e. 90 minutes.

 

 

 



Batching. Doing like items together.

 

 

 



 

‘Our normal human tendencies are distraction and dissipation. We begin one task, then get seduced by some other option, and lose our focus. We drift away from what is difficult and we know to be true, to what is comfortable and socially condoned.’

Daniel Pinchbeck

 



 

 

PRINCIPLE 3. CREATE EFFECTIVE SYSTEMS AND MASTER THEM

 

Remember, there is no one way of doing this. Find a system that works for you, and master it.

 















































[image: ]GuIdelines for using a diary WELL

 

Use it recognising the realities of your role.

 

Plan for admin.

 

 

 

Plan for interruptions.

 

 

 

Plan knowing your attention flow.

 

 

 

Plan for meetings.

 

 

 

Plan for getting behind.

 

 

 

Plan for time to pray and think.

 

 

 

Plan knowing not enough time in one day to do everything, but in a week there might be.

 

 

 

















‘People operate best from a routine not a set of lists.’ 

Matt Perman 

 

‘The appointment calendar is the tool with which to get unbusy. It's a gift of the Holy Ghost (unlisted by St. Paul, but a gift nonetheless) that provides the pastor with the means to get time and acquire leisure for praying, preaching, and listening… The trick, of course, is to get to the calendar before anyone else does.’

Eugene Peterson

 




GUIDELINES for using lists well

 

Types of list:

 

Check list This is the most basic list. Anything that you do regularly that requires eye for detail, create a check list.

 

 

‘Checklists help produce the clarity that produces momentum and checklists reduce the uncertainty that causes friction.’

Graham Allcott

 





[image: ] 

Then there are four levels of list one can work with.

 

Projects list A project is any action that requires more than two steps to complete it.

 

 

Master actions list Contains every single action you need to do to complete any and every project.

 

 

Daily to do list What you are going to do today, ideally no more than five things.

 



Waiting for list Tracking all the people you are waiting for to do something.

 

  

 









































 

 







Guidelines for using an information system well

 

Three levels:

1. Working. 

Reference.

Archive.

 

Any system needs to be fast, easy, simple and ideally fun!

 

 

 

 

 

See additional handout on how to set up a filing system.

 











[image: ]Guidelines for creating a good system for handling emails

 

We all have a system for our emails, the question is does it enable us to respond to emails in a timely fashion and does it cause us stress?

 

See additional handout on handling emails.

 

 

















 

‘The lack of a good filing system is one of the biggest bottlenecks in personal management.’ 

David Allen

 

‘One of the most important soft skills you can have is figuring out how to deal with a high volume of email. And the only way to do that is to put some kind of system in place that’s simple and repeatable and is going to allow you to have a life outside of email.’

Merlin Mann

 

‘Your inbox is not your to do list.’

Graham Allcott

 

‘Our normal human tendencies are distraction and dissipation. We begin one task, then get seduced by some other option, and lose our focus. We drift away from what is difficult and we know to be true, to what is comfortable and socially condoned.’

Daniel Pinchbeck

 

 

 

 

 

And Finally – A Guide to Being Unproductive

Never say no to anyone.

Pay no attention to developing good systems.

Start lots of things which you don’t finish.

Do nothing to avoid distractions and interruptions.

Avoid getting interested in what you are doing.

Allow backlogs to build up.

Leave stuff to the last minute and beyond.

Think that you are naturally disorganised and there’s nothing you can do about it.

Follow the path of least resistance – go for what is easy rather that what is essential.

Get submerged in trivial busy work.

Have more commitments than you have time to complete.

Don’t ask for advice.

Don’t identify what’s really important.

When something goes wrong work round it instead of sorting it out.

Make sure you forget important tasks by not writing them down.

Take on so much work that you don’t have time to concentrate on anything.

Keep chopping and changing your priorities so nothing gets properly developed.

Ensure that your important work is constantly interrupted by trivial things going wrong because your low-level systems (i.e. how to handle email) don’t work properly.

Introduce a new system at least once a year so that you never really get to grips with any system properly.

Don’t spend time thinking about anything for too long.

 

 

 

This approach can be summarised under three headings:

1. Be unsystematic.

Overload yourself.

Don’t follow through.

 







‘The question is not whether something is high priority or low priority, but whether it should be done at all.’

Mark Twain

 

‘If you take on too much work, it is not some of your work that will suffer but all your work…. The effective person knows that to take on too much is one of the finest ways of ensuring that one is no longer effective.’

Mark Forster

  

‘Being productive is a learned skill, and once you have acquired it life becomes much easier.’

Mark Forster

 

Discerning personal vision (3)

Personal Orderliness

     



The ones to read

Do More Better, Tim Challies (Cruciform Press)

Beyond Busyness, Stephen Cherry (Sacristy Press)

How to be a Productivity Ninja, Graham Allcott (Icon Books)

Time for Everything, Matt Fuller (The Good Book Company)

What’s Best Next, Matt Perman (Zondervan)

The Tech-Wise Family, Andy Crouch (Baker Books)

12 Ways Your Phone is Changing You, Tony Reinke (Crossway)

 

If you want more...

Do It Tomorrow, Mark Forster (Hodder)

The Busy Christians Guide to Busyness, Tim Chester (IVP)

Secrets of Productive People, Mark Forster (Teach Yourself)

Driven Beyond the Call of God, Pamela Evans (BRF)

Busy Christian Living, Emma Ineson (Continuum)

Getting Things Done, David Allen (Piatkus)

Ordering Your Private World, Gordon Macdonald (Thomas Nelson)

Deep Work, Cal Newport (Piatkus)

The World Beyond Your Head – How to Flourish in an Age of Distraction, Matthew Crawford (Penguin)

 

Apps

Todoist – across platform task management App.

Asana – for cross team working.

Planning Centre – for church rotas, worship, finance, people, room booking.

Monday.com – for church management (specific version).

Forest App – creative way of helping us leave our phones alone when we don’t want to be distracted by them.

Pomodoro – timer Apps to use to help do focused chunks of work.

 

On procrastination

www.psychologytoday.com/us/basics/procrastination

www.mindtools.com/pages/article/newHTE_96.htm

https://jamesclear.com/procrastination

 

Websites

www.thinkproductive.co.uk

www.whatsbestnext.com/resources/productivity, includes an excellent article on getting your inbox to zero.

www.markforster.squarespace.com

www.lifehacker.co.uk

www.bulletjournal.com
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Making Mission Possible

Getting to Zero Inbox

Introduction

There are many ways of handling your emails. The key is to find a way
that works for you AND for those who send you emails. We all have a
system. The question is do you have a system for dealing with incoming
emails that ensures they are actioned quickly and efficiently, or do you
have a system that ensures they pile up and get forgotten about?

Some people’s work is entirely emailed based, but that is not the case for
leaders. The danger is that we allow our emails to take up our most
productive time, or spend too much time doing them.

Six Basic Principles

1.

Establish a method for processing and keep this processing method
as simple as you can (see below).

Don't do them all day, do them in batches. Research shows we are
more efficient when we batch work together i.e. do our emails at the
same time. We are also less likely to be distracted which enables us
to focus on whatever we are doing better. Work out how long you
need each day and then put that time in your diary (see below), and
ideally choose one of your less productive times of the day to do
them.

Turn them off in between the times you have identified to do them so
you aren't tempted/distracted.

Don’t check your emails (i.e. have a quick look to see what is there
but not do anything with them), process them (i.e. follow the process
you have identified to deal with each email).

Unless you have a pressing need and are very quick at typing on your
phone, don’t do your emails on your phone. For most people it takes
more time on your phone (therefore is less efficient) and tends to
mean people are doing their emails throughout the day (which goes
against the second principle).

Avoid the temptation to cherry pick emails i.e. only do the ones that
you feel interested in doing.

HANDLING EMAILS

KEY INSIGHTS

‘One of the most important soft
skills you can have is figuring
out how to deal with a high
volume of email. And the only
way to do that is to put some
kind of system in place that's
simple and repeatable and is
going to allow you to have a
life outside of email.’

Merlin Mann

‘Your inbox is not your to do
list.’
Graham Allcott

‘Administration is the practical
behind-the-scene aspect of
making everything happen.’

John Truscott

‘Email is an abysmal task
management tool and a
woefully poor scheduling tool.
That leaves email as the place
for communication -
communication and nothing
else.

Tim Challlies

We have three levels of
attention: proactive, active and
inactive. Processing emails is
best done in the active phase.
Proactive attention is best used
for the hard work of thinking,
preparing talks, writing, study,
planning.

Graham Allcott

0 ©CPAS
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Get Inbox to Zero Now

To do this you need two parallel processes:

PART ONE: ESTABLISH A METHOD FOR PROCESSING
YOUR EMAILS EFFICIENTLY

Go to your diary and put in two hours to set up a
method for processing emails in the next month.

When you get to this two hour slot, don't do
anything else. Start by working out how many
emails you receive on average a day. Allow three
minutes per email. For example if you receive on
average 30 emails a day you will need 90 minutes
a day to process your emails.

Go to your diary, place a repeating appointment/s
for the amount of time needed each day to
process emails (for example 90 minutes) at a time
when it is most likely you will be able to do them.
You can break this into two or at the most three
slots throughout the day. Then process your
emails at that time/those times on each day.

Establish your folder system. The most basic
system is a five folder system (see Lead On article
on filing for further detail).

1. Inbox Where email arrive and get processed.
2. Trash (deleted) Your deleted emails folder.

3. Kept mail (archive/reference) Either one folder
and use the search facility to find what you
want, or a series of subfolders related to your
areas of work/projects.

4. Read For items that you will read when you
have a few spare minutes.

5. Waiting Put here emails when you are waiting
for someone else to do something.

Unsubscribe from any emails you receive regularly
that you rarely if ever look at. This simple tip will
reduce the number of emails coming in.

Set up a method for processing emails. A simple
one involves four possible options for each email:

1. Delete It will be accessible in your trash or
deleted folder if you really need it.

2. Do it now If it is going to take less than three
minutes, do it now. Then delete the email or
file it.

3. Defer into diary or to do list when an email is
going to take significant time or you need more
information to process it (diary for any time
related activity, to do list for anything else).
Then delete the email, file it in kept mail, or
copy the email into your diary/to do entry.

4. Delegate Send it on to someone else and then
if you need to keep track of it move it to your
‘waiting’ folder.

Move on to Part 2.

PART TWO: DEAL WITH YOUR BACKLOG
e Create a backlog folder in your email programme.

e Place all the emails in your inbox in the backlog
folder. You are now at inbox zero i.e. you have no
emails in your inbox. Phew!

e Make sure you use your method for processing
emails established in part one to keep the inbox
empty.

e Go to the backlog folder. Arrange emails in date
order starting with oldest. Click on the first one
and scroll down to a date six months before the
date you are doing this on. Holding the shift key
and click on last email six months down. These
highlights all the emails that are older than six
months old. Delete all these emails. They are more
than six months old. There is no point in
processing them.

e Count the number of emails remaining in your
backlog folder and divide by 30. This will give you
how many 30 minute slots you will need to process
the emails from the last six months. Go to your
diary and put in 30 minute blocks over the next
few weeks to process this backlog using the
approach you have identified above. For example,
you have 300 emails in your backlog folder, divide
by 30 = ten 30 minute blocks to go in your diary. At
the end of these blocks you will have emptied your
backlog folder.

FIVE POTENTIAL SCHEDULES FOR PROCESSING EMAIL

e Once a day Ideally at around the same time each
day during a mid-energy level point, and indicated
by an entry in the diary. Let people know when you
process emails so you set expectations around
when you may get back to them.

e Two or three regular times Process to zero at set
times two or three times a day.

e The hourly dash 10 minutes every hour. Works for
those in particularly reactive roles or fast paced
working cultures.

e 10-90 Emergency scan early in the day to check
nothing urgent, then close down until time to
process later in the day.

e Extreme Once a week for one hour.

James Lawrence
March 2019

° HANDLING EMAILS

©CPAS 0






C POS FILING - FAST, EASY, SIMPLE

Making Mission Possible

Some Ideas on How to File

Whilst this handout focuses mainly on filing paper, much of what is
suggested will apply to email/computer filing as well (with a little
adaption).

1. DO LESS OF IT!

I know, I know, stating the obvious. But doing less of it is a good starting
point i.e. do you really need to file that item? Much of what gets filed
never gets looked at. So, when you open a letter, return from a meeting,
are given something... ask yourself do | really need this? Often someone
else will be responsible for keeping it, in which case you probably don't
need it. Bin it.

2. CREATE A SIMPLE SYSTEM

There are incredibly complex filing systems out there, but in reality a very
simple one will normally suffice. For most of us there are three types of
filing:

e Working Things we are currently working on and need to access
regularly. Ideally these items are within reach of our main working
space. | often use two things for my working files. (1) Ring files for any
meetings | regularly attend to keep relevant paperwork in, clearly
labelled so | can instantly take it down off the shelf and take it with
me to the meeting. (2) Hanging files for any other items | may need to
access regularly, in an under-desk filing draw.

o Reference Things we are likely to refer to. Ideally this is in the same
room/area we work in. These items are normally in my filing cabinet.

e Archive Things we need to keep but rarely look at. These can be
located in a different room or even building. They can be put in
archive box files, but must be clearly labelled!

For your filing cabinet, the simpler the better. Alphabetical is a good
starting point. Clear labelling is vital.

And one further useful file, a bring forward file. This is a file with monthly
separators in it, January to December. You place in the relevant month in
a plastic wallet anything that relates to a one-off meeting/event for that
month. Then when the event comes all you need is instantly to hand.

3. DECIDE THE MOST EFFECTIVE WAY FOR YOU TO FILE

There are likely to be two choices:

e Batch it Have one receptacle where you put everything that needs
filing and once a week/fortnight do all your filing in one batch. For
this to work, you must place all items instantly in the receptacle when
you have stopped using them, and you must do the filing once a
week/fortnight (or thereabouts) so it doesn't build up.

e Do it as it arises Whenever you have a piece of paper that needs to be
filed, do it there and then.

People will differ in their preferences here. Just choose what works for
you.
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4. HAVE THE RIGHT EQUIPMENT TO HAND

If you use four hole ring binders, make sure you have
a working four hole ring punch on your desk and a
spare set of binders. If you use plastic wallets, have a
plentiful supply to hand. If you use a filing cabinet,
make sure you have spare dividers and a simple
means of labelling them to hand. If you can't access
the right materials instantly you won't do your filing.

5. CLEAR OUT WHATEVER SYSTEMS YOU USE AT LEAST
ONCE A YEAR

In a slightly less busy time of the year, go through all
your files and clear out anything you haven't used for
a year, either to bin or archive. This sort of thing
needs to be put in the diary otherwise it rarely gets
done and your filing systems become too full and
unwieldy and then you can't file anything else and the
backlog grows.

6. ENJOY!

You're wondering about the fun element aren't you?
Well, be creative and choose your fun. Some place a
large jar of M&M's (or equivalent) on their filing
cabinet and whenever they file an item have one.
Others treat themselves to five minutes on a fun App
that they can use when they have done their batched
filing for the week, or a magazine they read. You get
the idea, a treat that rewards you for fast and simple
filing that brings a smile to your face when it is done.

Electronic Filing

The most helpful tip I've heard on filing is to try and
use the same filing system across all your files i.e. the
same folder structure for paper, email folders, on
your hard drive, in Dropbox, Evernote and so on. This
means when you turn to any filing you are used to the
folder structure and don’t have to flit between
different ones.

With this system in place the principles above apply,
but with one significant difference. With electronic
stuff it is generally best to file it straight away. So, as
soon as you have finished replying to that email that
you need to keep, file it. When you have created that
document for a project you are working on, file it in
the relevant folder on your hard drive. When you
come across that really helpful quote related to a
topic you know you are going to be preaching on, file
it in the relevant Evernote folder.

Q FILING

Emails

There is a debate on at the moment about whether to
file emails at all or just leave emails in your inbox and
use the search facility to find what you need. | am on
the file side of the debate, but quite understand why
others prefer not to.

The simplest email folder structure might be:

e Inbox This is where your emails enter your system.
The key here is to process your emails, not check
them, ideally once or twice a day. Once processed
you then decide what to do with them (see below).

e Deleted/Trash This is where emails automatically
go when deleted from your inbox. Be sure to turn
off the automatic empty feature and then empty
your deleted folder every six months (or whatever
timescale works for you).

e Read Place in here anything that you might like to
read but don’t have time or inclination to read
straight away. Then in those spaces where you
have a few minutes to read you can go in here and
read whatever takes your interest. Once read, the
item then needs deleting or referencing.

e Waiting Place in here anything that requires action
by another person before you can process the
email completely. Be sure to check this folder at
least once a week so you can chase people up if
they haven't replied.

e Reference/Kept mail (or archive) Place in here
everything you want to keep for future reference.
You can either put them in subfolders (following
the structure of your other filing systems) or use
the search facility to find things when needed.

Further Ideas

e www.mindtools.com/pages/article/
newHTE_85.htm

e www.dummies.com/home-garden/8-tips-for-
organizing-your-paperwork/

o www.deskdemon.com/pages/uk/information/
skills/mfile

James Lawrence







STAYING FIT FOR MINISTRY

Peter Brain

SERVING BRIEF
FEBRUARY 2004 | ISSUE 305

Pastoral ministry is hard work, and it is all too easy for pastors to burn out. In his new
book Going the Distance: How to stay fit for a lifetime of ministry, Peter Brain draws on
his years of ministry experience to give helpful advice to pastors so that they can finish
the race. In this edited extract, Peter discusses why 'self-care' is so important.

Intentional self-care - looking after yourself sensibly — on
the part of pastors is not a matter of selfish pampering; it
is essential to maintaining an effective ministry over the
long-term.

Why is Self-care Important?

The nature of pastoral ministry makes self-care important.
My own experience convinces me of the greatness of
pastoral ministry. Pastors taught me the Christian faith by
their credible example and clear teaching. Nothing could
be greater than to be at the forefront of God's purposes in
building up his people.

This is confirmed by Scripture in many places. The apostle
Paul's farewell to the Ephesian elders, recorded in Acts
20:17-38, demonstrates the greatness of all ministry. He
says in verse 28:

Pay careful attention to yourselves and to all the
flock, in which the Holy Spirit has made you
overseers, to care for the church of God, which he
obtained with his own blood.

These words remind us of how important every
congregation is. It is a task of great importance to pastor
people who are a part of God's church.

The work of a pastor is unique. Christian psychologist Dr
Arch Hart has commented that "ministry is a unique
vocation and if undertaken seriously the most dangerous
occupation around... in choosing ministry one chooses to
command an outpost of unequalled danger which
threatens from without and within".

The greatness and uniqueness of the pastor's work leads
us to recognize the seriousness of the work. This is felt in
the tone of Acts 20. False teaching is just one of the rea-
sons the pastor needs always to be alert and sharp. Self-
care promotes that alertness.

Intentional self-care can be likened to the safety valve on
the old pressure cookers, designed to stop us from
blowing up (and indeed, as often happens, blowing off at
others!). This is not self-indulgence; it is a wise mechanism
that makes for a healthy pastor.

Personal Expectations

There are many reasons why pastors need to pay attention
to self-care. Very often it is our own expectations that set
us up for our greatest
problems. Four observations,
all from my own experience,

VERY OFTEN IT IS

serve to illustrate my OUR OWN
concerns. EXPECTATIONS
THAT SET US UP
In 1992, | surveyed Perth FOR OUR GREATEST
Anglican Clergy concerning PROBLEMS.

various ministry matters. The
results would, I'm sure, be
applicable to any number of
other dioceses around the Western world. | asked them to
answer the question, "On average | work days, hours each
week". | then compared their answers to the answers given
to the question addressed to congregational leaders: "How
many days or hours do you expect your Rector/minister to
work?" The results were:

PASTOR'S LEADERS'
ACTUALS EXPECTATIONS
Average Range Average |Range
Hours 60 50-85 45 37.5-54
Days 6.0 6-6.5 5.25 5-6

One pastor who noted the large discrepancy between his
actual work pattern and his leaders' expectations was
greatly helped to overcome the pressure that he
(mistakenly) felt from his lay leaders. Such realizations
may help pastors to be free to give time to the
congregation, rather than to be driven by false or
imagined expectations. We are very often driven people,
and our own worst enemy.

For some pastors, the call to ministry is equated with
always being on call. This can easily be the result of an
inner drivenness (to be seen or to prove ourselves), rather
than a well thought-out commitment to pastoral ministry.
Of course, pastors want to be always available to people.
Being available, however, is different to always being 'on
call'. Never resting, or always dropping everything in
response to the latest crisis or telephone call, is not
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healthy. Crisis-based ministry will rarely achieve much,
and will be difficult to sustain with any sense of
satisfaction or joy. A pastor who is available and refreshed
will be able to fulfil his or her duty more effectively than
one who is worn out by crisis care, or dependant upon the
crisis to set the agenda. Most crises can wait for a few
hours, or even a day or two. They have been often weeks,
even vyears, in the making! The confident and caring
appointment made for tomorrow or the next evening is a
loving indication of the pastor's desire to care and fulfil
the pastoral responsibility. When we are so busy that we
drop everything for every crisis, we find that many people
from our congregation won't call us, because we appear to
be so rushed and busy all the time.

The Cost for Family and Friends

Most pastors have families to care for. All pastors do well
to take the time to nurture friendships. Yet we easily take
for granted the loyalty of family and friends to ourselves
and to (our) ministry. This means we easily presume upon
this loyalty and squeeze them out, in time and in
emotional energy and attention. Since this rarely happens
overnight, and is a process that gradually becomes more
and more habitual, we pastors must pay special attention
to nurturing our families and friendships. We may not
notice this process, but we can be certain that our spouses
and families do. We do well to attend to their signals.

This became very clear to me when my wife, who is very
committed to ministry, remarked to friends, "Life is often
easier when Peter is not home". That cry from her heart
pierced mine, not only because | love her and our children
dearly, but also because | consider that | owe them a
commitment and care that takes priority over the church.
Self-care will ensure that a proper balance is in place. It
prevents bad habits becoming ingrained that cause
resentment, indifference or anger to grow in the pastor's
family.

Our son's athletic coach drummed into him the saying,
'practice makes permanent'. Bad habits become ingrained.
By contrast, self-care allows good habits to emerge and
grow. Part of our humanity is to enjoy the relationships
that God gives to us. Healthy self-care will make sure that
time and patterns of living enable our relationships to
grow.

Positive Reasons for Self-care

Self-care is therefore a way of recognizing our ministry as
a good, God-given gift. According to Dr Hart, "Most
ministers don't burn out because they forget they are
ministers; they burn out because they forget they are
people". Surely this is why God gave us the command to
rest from our labour one day in seven. It is his gracious
provision, because he knows our bodies and minds need
regular rest. Just as he has kindly built into every 24 hours
time to sleep, so he has given a weekly day of rest. By

taking a day off, we are agreeing with God our heavenly
father that our bodies "being fearfully and wonderfully
made" require the refreshment of rest.

Clearly God wants us to work creatively. It is part of what it
means to be made in his image, but to do so we need to
rest regularly. Failure to rest regularly means our work
becomes drudgery and an end in itself. Inefficiency sets in,
as the law of diminishing returns takes over. On the other
hand, a proper balance of work and refreshment, of work,
family and friends, can ensure that our work is seen as a
way of serving others. Then these attendant difficulties can
be kept in focus.

Far from being a reason for self-indulgent laziness or an
incentive for pastoral hypochondriacs, self-care is really a
way of ensuring that we will remain effective in the great
work God has given us to do. The phrases | hate hearing
the most from parishioners are, "I didn't want to bother
you, you are always so busy" or "you always look so tired".

Self-care helps me engage in the art of being an
"unhurried pastor". This phrase has nothing to do with
laziness, but everything to do with availability and
freshness for the task. Self-care will help us practice this
art. Often pastors are busy because they are lazy! They are
too lazy to work out priorities and then to put them into
practice. The unhurried pastor will establish self-care
patterns that will enable him or herself time to set
priorities (itself essential to self-care) which will allow
freshness and vitality to thrive.

In building self-care principles and patterns into our
lifestyle, we are offering other people, especially fellow
Christians, a healthy pattern for Christian discipleship.
Certainly this will be so for the pastor's family. If the
pastor can never stop still long enough to enjoy
friendships and relationships, it will come as no surprise if
his or her family cannot or will not do the same, especially
toward the pastor. On the other hand, a balanced pastoral
life will model the importance of
service and hard work, while
affirming the place for rest and
the nurture of family and
friendships.

MOST CRISES
CAN WAIT FOR A

FEW HOURS, OR
EVEN A DAY OR
TWO.

Self-care means that we will
build into our lives patterns that
demonstrate our reliance upon
God. Passages from 2 Corinthians
demonstrate a resolute commitment to the hard work of
ministry and an equal resolve to rely upon God (11:28-37;
4:7-18). Reliance upon God will be especially important to
pastors who are feeling lonely. The practised pattern of
daily dependence will always deliver to us the comfort and
strength that we require. Where this practised pattern has
been neglected, the going will surely be tougher. This is
not to say that God will not come through for us, but it is
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to affirm that we will have cheated ourselves of the care
we could otherwise have experienced.

Self-care maintains a close relationship with God, and
provides a pattern by which that primary relationship is
nurtured.

An Important Distinction

Is self-care at odds with our Lord's clear gospel call for self
-denial? Our Lord's words "if anyone would come after me,
let him deny himself and take up his cross daily and follow
me" (Luke 9:23) are clear and uncompromising.

Hard work and consistent sacrifice is required by virtue of
us being Christians - it cannot be otherwise if we are to
follow in Jesus' footsteps. Yet being human, we need rest,
refreshment and encouragement. No-one can prescribe for
another in this area, yet some observations can be made
that may help pastors live creatively with this tension. As
with other issues of discipleship, the ability to talk about
the tension, and to find that others are seeking to work
through it, can be as profitable as it is reassuring.

Three popular statements encapsulate the issue for us.
Each of these have been very powerful summary
statements in my own desire to follow Christ generally and
specifically as a pastor:

e 'Only one life that will soon be past, only what's done
for Christ will last’.

e 'We are saved to serve'.

e 'Jesus is to be Lord of all or not at all".

My own feeling is that each of these pithy statements are
an accurate expression of Scripture. They stir our hearts
and minds to self-examination, challenging our level of
commitment, and under God can evoke a new obedience
and stimulate perseverance. Yet with this, my own
conviction remains that devoted service and obedience
not only will flow out of a base of thoughtful self-care, but
will be fuelled by it. For example, the saying 'Lord of all or
not at all', will involve the pastor (indeed every Christian)
in subjecting to Christ not only their work in ministry, but
also their bodies, minds and spirit, that make the work
possible.

Pastors will need to be vigilant and intentional in carving
out time and establishing strategies of care, since a dozen
good things will conspire to keep them as intentions only.
Denominational and local church leaders can help local
church pastors greatly, by giving them permission and
encouragement to pursue healthy patterns of care. There
is little doubt that everyone benefits when this happens.

Intentional self-care that takes up the opportunities and
disciplines offered by the very nature of pastoral ministry,
will enable the pastor to keep fresh and thus remain at his
or her work. Built into the task are means for self-care.

Prayer, preparation from God's word and time spent with
those people whom God calls into his church, can all con-
tribute to the pastor's health. God's grace in calling us,
using us to bring others, providing us with a day of rest
and going before us to work in others, all help pastors face
their task with confidence. Self-denial does not mean
denying our humanity expressed in a need for rest,
friendship, strength, wisdom and support. Rather, it
involves a willingness to deny self-interest. Expressed
positively, this will mean accepting the means and
provision for care that God so graciously puts in our way
as pastors.

The reason for self-care is not so that pastors can become
indulgent hypochondriacs, always concerned about their
own welfare, or even to avoid the twin ravages of growing
older and the fatigue of hard work and pastoral concern.
All Christians are meant to be workers. We are saved to
serve and work. Pastors have work to do, work that is vital.
The assassinated former Archbishop of Uganda said, "He
who is forever watching the wind will never sow". Self-care
must never be a cover for selfishness, or a cowardly
holding back in the interests of self-protection. However,
like the mother of the fourth-century apologist Origen,
who acted wisely to hide her son's trousers in order to
keep him from a premature and unnecessary martyrdom,
pastors will understand the wisdom of self-care. Its
wisdom is to ensure, as far as humanly possible, a wise
and orderly work that conserves a pastor's ministry, rather
than a costly burnout.

Going the Distance is available
from Amazon.

PETER BRAIN
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MINISTRY MISTAKES:

THE TYRANNY OF TIME
Alan Stewart

| was recently asked to speak on the topic of what hinders
gospel growth and particularly failures in ministry. | was
pleased of course to be thought qualified to speak on such
a topic! I'm writing from the perspective of someone who
has been in full time Christian work.

After 14 years, there are many things that come to mind
regarding failures in ministry. However, I'll limit myself to
the theme of time. In Christian work (paid or unpaid, full
time, part time, voluntary) the hardest question that any
of us face is 'what should | be doing now?' What do | do
now that will see the ministry grow in one week, one year,
five years? Who should | be spending time with? What
books should | be reading? If I'm married and have a
family, should | be spending time with them? How many
hours a week do | work? The 'what should | be doing now’
question is harder to answer than the question regarding
any individual task.

The four failures that | list below are at a personal level.
The good news about ministry is that we are only ever
responsible for our own personal actions. We are not and
indeed cannot be responsible for the actions of others -
that is the good news. However, it is also the bad news -
we are responsible for what we do and God will hold us
accountable for the use we have made of our gifts and
opportunities, 'We must all appear before the judgment
seat of Christ (2 Corinthians 5:10; cf 1 Peter 4:17, 1
Corinthians 3:10-15).

Failure Number One: Time - Don't Waste It

In full-time Christian ministry we need to be self
disciplined because we have a lot of time that we can
waste. Apart from a few hours on a Sunday morning or
Sunday night, no one really knows where we are or what
we are doing with our time. We need to be disciplined in
our allocation of priorities. There is a proverb that says
'plough your fields first, then build your rectory or
manse'... well, something like that. The problem with 164
hours of unstructured ministry time is that it is very easy
for work to expand according to time available. What
should take one hour can take all day. In 15 years of
Christian work, | confess | have not used time as well as |
should have.

Classic time wasters are:

e Over preparation We need to work hard on preparing
our talks but if we prepare beyond the point of
diminishing returns, we are achieving very little. We
may spend an extra 10 to 15 hours on a talk that will
only improve it by a few percentage points. (I am not
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endorsing under preparation, | am simply against over
preparation).

¢ Sitting at the desk and shuffling paper It is possible to
sit at a desk, shuffle paper, make insignificant phone
calls and be consumed with trivia and achieve nothing
in a morning.

e Long phone calls to your friends Three or four 45
minute phone calls to friend and the morning is
wasted. (I've heard it suggested that you should stand
up while you are on the phone. This is very effective in
limiting the time of phone calls. I've also heard that
meetings should be held without chairs).

e Television (especially late at night) How much
television do we watch during the week? Watching TV
when we should be asleep may keep us from a good
start in the morning. No one ever said on his or her
deathbed, 'l wish | watched more TV'. Late night TV is
also no good for the purity of our thought life.

e Computers A classic time waster. | am a complete
technological incompetent and so I'm not tempted in
this area. However, | suggest that if you own a PC or
Mac and understand everything that this machine is
capable of, you have probably wasted a lot of time
fiddling with the computer.

We need to be self disciplined in how we use our time. |
have not done as well as | should have in this area over
the years.

Failure Number Two: Spending Time with
the First Members of your Congregation

For failure number two, let me speak to those who are
married or are parents: 'Your spouse and children are not
an interruption to your ministry; they are your ministry'.
This advice was less than gently delivered by a good friend
of mine, now gone to be with the Lord. Those of us who
are married and have families, need to spend time with
our wives and children. | said to my wife the other day as
we were out, celebrating our wedding anniversary, that it
was harder and harder now to see our teenage children.
They are so busy now; why didn't they have time for me? In
her own, gentle way, she said, 'when the kids are little they
are always available but you guys are out trying to change
the world and all busy, busy. Then as they grow up, you
haven't been around and they don't have as much time for
you.' The husband then says, 'Well, why didn't anyone tell
me?' She rolled her eyes and said, 'Make sure you tell the
younger ones when you have the chance.' So if you're
reading this, you have been told.

At the same time, I'm not saying we should be picking kids
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up from school every day or having long and romantic
lunches with our spouses each week. We need to work
hard, and to some extent our families will carry the cost of
ministry with a busy and tired spouse or parent. However,
this is not an excuse for neglecting your spouse and your
children: they are the first members of your congregation.

Failure Number Three: Wrong Priorities

In ministry, administration, paperwork and meetings are
ubiquitous. They are the air we breathe. If we are not
proactive in diarising the truly important, then the urgent
and the ubiquitous will take over.

Take, for example, the priority of evangelism. A lot of
pastors end up like the guy in my area who owns the
fishing shop. He was very keen on fishing so he opened a
fishing shop but now he sits in his fishing shop from early
in the morning until late at night. Guess what he doesn't
get to do anymore - fishing! He is too busy running the
shop. A lot of pastors are like this with evangelism. It is
often gifts in this area that got us into full time ministry in
the first place. However, once in the ministry we are so
busy running administration meetings, committee
meetings and chasing up a hundred details, we never get
time to evangelise. Evangelism should be the first thing to
go into our diaries.

In every church I've been associated with, there is a series
of men around the fringe of the congregation, sympathetic
husbands of wives who belong to the church, men whose
children are in the youth group and just blokes that I've
got to know. As a male pastor of a church I should, as a
matter of priority, be spending time with these men and
sharing the gospel with them. (I am sure there is an
equivalent for female pastors). But if time isn't allocated
up front, it won't be available.

This early allocation of time should be done for
evangelism, talk preparation, our own prayer times and
discipling of the future leaders of our congregations. |
must confess to regular failure in this area, where I've
been too busy running infrastructure to actually go fishing
(for people, not salmon) - the reason | went into ministry
in the first place.

Failure Number Four: Beware of Busyness

As a young man in theological college | was told 'ministry
is much more about who you are than what you do'. It was
not until the last year or two that | have understood this.
Godliness may or may not be next to cleanliness, but it
certainly is not next to busyness. Our activism and
obsession in planning and strategic action and
workaholism show a lack of faith in the sovereignty of God.
We need to trust in God's sovereignty, and rest safe in the
knowledge that, as we sit and watch The Simpson's with
our kids, God's gospel marches on.

A couple of years ago on holidays | went to two church
meetings one Sunday. They couldn't have been more
different. One was a very strict, reformed, free
Presbyterian meeting: King James Bible, no instrumental
music and a one hour sermon. The other was a meeting on
the headland at the beach, run by the local Baptist church,
with a dozen people and some 'open sharing time'. Music
was a tape played in a car with the doors open. However,
at both church meetings, there was a Bible verse that hit
me straight between the eyes - Psalm 46:10 'Be still and
know that | am God'. It was a very interesting verse for a
workaholic, trying unsuccessfully to relax on holidays, to
hear and consider.

So, the question is how do we avoid these failures and put
good principle into practice? Hey, | said at the beginning
that this was about my failures in ministry, not my
successes. I'm still working on it day by day.

Adapted
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SPIRITUAL SMORGASBORD
Additional Handouts for the Spiritual Life of the Leader

Every good and perfect gift is from above, coming down from the Father of the
heavenly lights, who does not change.

James 1:17

Extending our Palate - Examining our Preferences Still Life, Floris van Dyck

Smor-gas-bord
1. A buffet meal of various hot and cold hors d'oeuvres, salads, casserole dishes, meats, cheeses, etc.
2. An extensive array or variety:

Hairy Bikers - comfort grub - simple, comforting, homely, familiar
or

Master Chef - culinary curiosity - inventive, challenging, exotic, untried.

You have been believers so long now that you ought to be teaching others. Instead, you need someone to teach you again
the basic things about God’s word. You are like babies who need milk and cannot eat solid food. For someone who lives on
milk is still an infant and doesn’t know how to do what is right. Solid food is for those who are mature, who through
training have the skill to recognise the difference between right and wrong.

Hebrews 5:12-14

‘It's time to give ourselves a shake, to recognise that different people need different kinds of help at different stages of
their lives, and to get on with it

Simply Christian, Tom Wright
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SPIRITUAL SMORGASBORD
Additional Handouts for the Spiritual Life of the Leader

Art - Historic and Contemporary, Religious and Secular

‘l am a comedian and | am completely unqualified to talk about art. However, | do go
to art galleries a lot, and | like looking at art and thinking about art, and to me that is
all the qualifications you need. For my theme I've chosen The Annunciation, which is
that moment from the Bible when the Angel Gabriel appears to The Virgin Mary to tell
her that she's going to have a baby. | chose it because it's a moment when the
ethereal world joins in with the real world. | like the idea of the supernatural meeting
the normal.’

Frank Skinner, comedian, West Bromwich Albion fan. Annunciation, Sandro Botticelli
www.bbc.co.uk/arts/yourpaintings/guidedtours/frank-skinner

See www.lindisfarne-scriptorium.co.uk/

‘To look at an icon of Christ is to do far more than view an image of a human life lived long ago. As Christians in the
Orthodox tradition have understood for nearly fifteen hundred years, it is to be brought into the presence of the one who
radiates the light and force of God. Such an encounter cannot leave us unchanged. Looking at Jesus seriously changes
things; if we do not want to be changed, it is better not to look too hard or too long.’

The Dwelling of the Light, Rowan Williams

Biographies

‘Nicky’s story is possibly the most dramatic in the history of the Pentecostal movement, but it is not unique... It is natural
to suspect the genuiness of changes that are so radical and abrupt. But there is no theological reason to discount them.
God’s grace can take hold of a person in an instant and transform a sinner into a saint. God Himself is quietly gathering
new guests for His banquet. And He is gladly taking in those who, by human standards, are spiritually and morally poor,
crippled, blind and lame.’

Prof Edward D. O’Connor, Foreword, Run Baby Run by Nicky Cruz

Dreams and Visions

Then, after doing all those things, | will pour out my Spirit upon all people. Your sons and daughters will prophesy. Your
old men will dream dreams, and your young men will see visions.

Joel 2:28
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SPIRITUAL SMORGASBORD
Additional Handouts for the Spiritual Life of the Leader

The Examen

‘For what am | most grateful? For what am | least grateful?’
Sleeping with Bread by Dennis, Sheila and Matthew Linn

‘The deep purpose - and effect — of the Examen is to change our way of seeing. If we pray the examen regularly,
generously, and courageously, God will come and live in our eyes. Gradually we will begin to see ourselves, and
understand our actions, in a whole new way.

Usually most helpful if prayed in the quiet just before sleep, the Examen usually takes about 15 minutes and consists of
five parts: first thanksgiving, then a prayer for illumination, next the examination of the day itself, followed by appropriate
sorrow or delight, and finally, hope for the morrow.

The Praying Life, Deborah Smith Douglas

History of the Church - Lives of the Saints

Therefore, since we are surrounded by such a great cloud of witnesses, let us throw off everything that hinders and the sin
that so easily entangles. And let us run with perseverance the race marked out for us, fixing our eyes on Jesus, the pioneer
and perfecter of faith. For the joy set before him he endured the cross, scorning its shame, and sat down at the right hand
of the throne of God. Consider him who endured such opposition from sinners, so that you will not grow weary and lose
heart.

Hebrews 12:1-3

‘Help is at hand not least from those who have trodden the path ahead of us.’
Tom Wright

‘Are the prayers of the saints like sweet smelling incense to your heart, to your heart?’
Matt Redman

0 almighty God,

Eternal, righteous and merciful,

Give us poor sinners to do for your sake
All that we know of your will,

And to will what always pleases you;

So that inwardly purified, enlightened
And kindled by the fire of your Holy Spirit
We may follow in the steps

Of your well-beloved Son,

Our Lord Jesus Christ.

St. Francis of Assisi, 1182-1226
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SPIRITUAL SMORGASBORD
Additional Handouts for the Spiritual Life of the Leader

Humour

‘Use your sense of humour. Laugh about things, laugh at the absurdities of life, laugh
about yourself, and about your own absurdity. We are all of us infinitesimally small
and ludicrous creatures within God's universe.’

Michael Ramsey

Jesus Prayer

‘Lord Jesus Christ, Son of God, have mercy on me a sinner’

Jesus Laughing, Ralph Kozak

‘Do not trouble about the number of times you say the prayer. Let this be your sole concern, that it should spring up in
your heart with quickening power like a fountain of living water.’

Theophan the Recluse. For more information read The Jesus Prayer by Simon Barrington-Ward, BRF or Spirituality Workbook by David
Runcorn

Liturgies and Prayer Collections

‘Part of our difficulty here is that we moderns are so anxious to do things our own way, so concerned that if we get help
from anyone else it won't be authentic and come from our own heart, that we are instantly suspicious about using anyone
else’s prayers. We are hamstrung by the long legacy of the Romantic movement on the one hand and Existentialism on the
other, producing the idea that things are only authentic if they come spontaneously, unbidden, from the depths of our
hearts.

There is nothing wrong, nothing sub-Christian, nothing to do with ‘works- righteousness’, about using words, set forms,
prayers and sequences of prayers written by other people in other centuries. Indeed the idea that | must always find my
own words, that | must generate my own devotion from scratch every morning, that unless | think of new words | must be
spiritually lazy or deficient - that has the all-too-familiar sign of human pride, of ‘doing it my way’, of, yes, works-
righteousness. Good liturgy can be, should be, a sign and means of grace, an occasion of humility (accepting that someone
else has said, better than | can, what | deeply want to express) and gratitude.

For a great many Christians, discovering that there are ways of being helped in prayer by using words and forms written
and shaped by others comes as good news, as a sigh of relief.’

Simply Christian, Tom Wright
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SPIRITUAL SMORGASBORD
Additional Handouts for the Spiritual Life of the Leader

The Lord'’s Prayer

‘The Lord's Prayer is verbally inspired by the Holy Spirit and therefore perfectly worded. It is a revelation of how we should
pray because it mirror's God’s will for his people. It cannot be stressed too much that Jesus himself is the formulator of it,
every single word, and if you want to know - at least once - that you prayed in God’s will, the Lord’s Prayer is for you.

I would therefore urge that the Lord’s prayer be prayed with other believers and also that you pray this alone. Include it in
your family devotions. Pray it with your room-mate. Pray it on your way to work. Pray it at work. Pray it with friends. Pray it
at Bible studies. Pray it in small groups. Pray it as often as you feel like it— but do so from your heart.’

The Lord’s Prayer, R.T. Kendall

Prayer Journals
‘Reflection through meditation on life has been a great way to see where God might want to bring change, and journalling
is one tool to do this.

Growing Leaders, James Lawrence

Prayer Place
‘When you pray, go into your room, close the door and pray to your Father, who is unseen.’
Matthew 6:6

‘I think of a woman | once met whose husband hated to see her praying. When | asked her how she coped she told me that
every evening she and her husband watched television together. During the ‘commercials’ she would close her eyes. Her
husband thought she was snoozing but she was spending a few quiet moments with God. And, of course, despite the noise
and the distractions, God honoured these few snatched moments with him.

This woman reinforced Brother Ramon'’s observation that just as people in love “always manage to find a place to be alone
together, to be lost in each other’s presence, and to enter into loving communion” so people who are serious about
deepening their relationship with God create a place where they can meet him. When they find such a place they may well
discover that, over a period of time, a powerful atmosphere is generated so that their sanctuary becomes prayer
saturated. Still. A corner of the world where God's presence is uniquely felt.

Open to God, Joyce Hugget

A Hidden Fire, Brother Ramon

‘On a day travelling — with, perhaps, some ghastly meeting at the end of it — I'd rather pray sitting in a crowded train than
put it off till midnight when one reaches a hotel bedroom with aching head and dry throat and on€'s mind partly in a
stupor and partly in a whirl. On other, and slightly less crowded days, a bench in a park, or a back street where one can
pace up and down, will do.’

Letters to Malcolm, Chiefly on Prayer, C.S. Lewis
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SPIRITUAL SMORGASBORD
Additional Handouts for the Spiritual Life of the Leader

Quiet Days/Retreat

Before daybreak the next morning, Jesus got up and went out to an isolated place to
pray.
Mark 1:35

Despite Jesus’ instructions, the report of his power spread even faster, and vast crowds came to hear him preach and to be
healed of their diseases. But Jesus often withdrew to the wilderness for prayer.

Luke 5:16

One day soon afterward Jesus went up on a mountain to pray, and he prayed to God all night.
Luke 6:12

‘What we can learn from Jesus’ example is that we must all have our secret places when we can be away from people so
that we can spend time in uninterrupted prayer.

Jesus Driven Ministry, Ajith Fernando

‘Solitude is the furnace of transformation. Without solitude we remain victims of our society and continue to be entangled
in the illusions of the false self. Jesus himself entered into this furnace. There he was tempted with the three compulsions
of the world: to be relevant (‘turn stones into loaves’), to be spectacular (‘throw yourself down’), and to be powerful (‘I will
give you all these kingdoms'). There he affirmed God as the only source of his identity (‘You must worship the Lord your
God and serve Him alone’). Solitude is the place of the great struggle against the compulsions of the self, and the
encounter with the loving God who offers himself as the substance of the new self!

The Way of the Heart, Henri Nouwen

Stories
‘Some of the stories | fashion myself, pleading your patience with my poor Imagination, and praying it be righteous to

shape your truth into fiction. But others happened to me, truly, through your grace; and | hope the people realize that
what is mine is theirs by virtue of your universal presence.

Convince them of your love, O Lord. And | use the forms they understand: drama, poetry and essay, fable, letters, memoirs,
any form whereby the words may cry the Word.

Because | love you, and | love them too. But yours is the mightier love, and | wish they knew it. Oh! | wish they could laugh
out loud for the knowledge of your love for them. Give them ears, thou roll of thunder, and feeling for your presence-in
this book because I love you...'

Walter Wangerin, Introduction, Ragman
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WISDOM FROM THE DESERT
Additional Handouts for the Spiritual Life of the Leader

Once two brethren came to a certain elder whose custom was not to eat every day. But when he saw the brethren he
invited them with joy to dine with him, saying: Fasting has its reward, but he who eats out of charity fulfils two
commandments, for he sets aside his own will and he refreshes his hungry brethren.

Abba Pambo questioned Abba Anthony saying: What ought | to do? And the elder replied: Have no confidence in your own
virtuousness. Do not worry about a thing once it has been done. Control your tongue and your belly.

Abba Anthony said: Just as fish die if they remain on dry land so monks, remaining away from their cells or dwelling with
men of the world, lose their determination to persevere in solitary prayer. Therefore, just as fish should go back to the sea
so we must return to our cells, lest remaining outside we forget to watch over ourselves interiorly.

A brother came to Abba Pastor and said: Many distracting thoughts come into my mind, and | am in danger because of
them. Then the elder thrust him out into the open air and said: Open up the garments about your chest and catch the wind
in them. But he replied: This | cannot do. So the elder said to him: If you cannot catch the wind, neither can you prevent
distracting thoughts from coming into your head. Your job is to say no to them.

It was said of one of the elders that he persevered in a fast of 70 weeks, eating only once a week. This elder asked God to
reveal to him the meaning of a certain Scripture text, and God would not reveal it to him. So he said to himself: Look at all
the work | have done without getting anywhere! | will go to one of the brothers and ask him. When he had gone out and
closed the door and was starting on his way an angel of the Lord was sent to him, saying: The 70 weeks you fasted did not
bring you any closer to God, but now you have humbled yourself and set out to ask your brother, | am sent to reveal the
meaning of that text. And opening to him the meaning which he sought, he went away.

Amma Syncletica of holy memory said: There is labour and great struggle for the impious who are converted to God, but
after that comes inexpressible joy. A man who wants to light a fire first is plagued by smoke, and the smoke drives him to
tears, yet finally he gets the fire that he wants. So it is written: Our God is a consuming fire. Hence we ought to light the
divine fire in ourselves with labour and with tears.
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		1. GOAL

What new personal or leadership goal do you sense God nudging you to work towards? Or is there an existing goal he is nudging you to revisit? (Be specific, personal, and positive.)

		2. Actions

What action steps do you need to take to achieve the goal? These need not be in sequence but simply as they occur to you. 

		3. Next Action – PUT IN DIARY

What next action must you do to progress this goal? What might stop you taking this action? What are you going to do about it?

		4. Mentor conversation

What issue, question, obstacle, or idea would you like to process with your mentor or supervisor/line-manager?

		5. Prayer Request

What prayer request related to this goal might you share with supporters (intercessor, mentor, peer cell, church, etc.)?



		Take your Personal Vision Statement and work out what changes you are going to make in your diary to reflect the priorities you have identified are a part of God’s call on your life at this time.
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DEVELOPMENT PLANNER
ARROW LEADERSHIP PROGRAMME

1. GOAL
What new personal or leadership goal do you
sense God nudging you to work towards? Or is

2. ACTIONS 3. NEXT ACTION - PUT IN DIARY

What action steps do you need to take to achieve | What next action must you do to progress this
the goal? These need not be in sequence but goal? What might stop you taking this action?
simply as they occur to you. What are you going to do about it?

there an existing goal he is nudging you to
revisit? (Be specific, personal, and positive.)

Take your Personal Vision Statement and work
out what changes you are going to make in your
diary to reflect the priorities you have identified
are a part of God'’s call on your life at this time.

Date for completion: 1May 2025 Date for completion:

Date for completion:

Date for completion:

Date for completion:

Date for completion:

Date for completion: Date for completion:

4. MENTOR CONVERSATION 5. PRAYER REQUEST

What issue, question, obstacle, or idea would you | What prayer request related to this goal might
like to process with your mentor or supervisor/ | you share with supporters (intercessor, mentor,
line-manager? peer cell, church, etc.)?
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YOUR DEVELOPMENT THROUGH ARROW
OVERVIEW

PURPOSE

The purpose of the development goals is to help participants to integrate what they are learning into their everyday
life and leadership. When attending a conference, it's all too easy to enjoy what is being learnt, be stimulated by
able speakers, resolve what to do - and when returning home, do nothing about it. Arrow aims to be different.

Arrow takes an learning approach which recognises the following:

e Learningis only complete when it makes a difference in our life and leadership.

e We don'tjust learn for ourselves, everyone learns through our learning.

e We don't identify and work towards goals for Arrow, we do them for our growth and development.

PROCESS

We invite you to work with four developmental goals following each residential. On residential 3 there is one goal
we are asking all participants to complete. Please identify three additional goals that you will work on, creating a

summary on the planner overleaf. We have offered some suggestions related to each of the modules, but feel free
to ignore these and come up with your own.

Here is our suggested way to approach identifying these developmental goals:

e Whilst it is tempting to identify more, stick to just four. Better to do fewer things well, than to do a greater
number of things poorly.

e Start the process of thinking about possible goals at the end of each module as part of the evaluation and
development time.

e Set aside one hour in the week following the residential to prayerfully plan your goals.

e Tryto have a balance between personal growth and ministry growth.

e Send a copy of your planner to Matt by 1 May 2025.

e Once you have identified ‘next actions’ be sure to put them in your dairy so that they happen.

e When you have completed your ‘next action’ related to a goal, use the planner to identify a new ‘next action’ and
put that in your diary.

Preparation Tasks for residential 4 will be sent out in May.

WHEN SETTING GOALS

1. Writing goals down makes it more likely that they are specific, helps you to remember them, enables monitoring
of progress and it seems to have power at the level of the subconscious. Once written, you can also integrate
the identified goals in your prayer life.

2. It can be powerful to write goals down as affirmations - stated in specific, personal and positive terms (i.e. what
you do want, rather than what you don’t want) and in the present tense, as though they have already happened
e.g. ‘l am feeling full of energy and can run upstairs’ rather than ‘I don’t want to feel tired all the time.’ ‘We have
a thriving midweek youth group’ rather than ‘We want to do something to stop youngsters drifting away from
church.

3. Use your imagination:
e Imagine your desired outcome as a video.
e Write goals down as a series of affirmations.
e Write an article for an imaginary magazine, describing your desired outcome in detail, as if it has already
happened, with lots of sensory detail (sights, sounds, smells, feelings).
e Draw it, photograph it, make a collage from old magazines, visit it, act it out etc. Use every means you can to
imagine it.

4, List the steps that you took to reach your goal, from a standpoint that you have already achieved it and are
looking back to how you did that. It can also help to list the potential blocks between you and your goals and to
formulate a plan to overcome them.

5. Take responsibility for the outcome - project into the future the consequences of achieving your goals. How will
they benefit you and other people?

SUGGESTED DEVELOPMENT GOALS

Identify three developmental goals. Some of the suggestions below may be a starting point, or create your own. Write
them up on the Development Planner.

° Goal: | continue to pray regularly for 2/3/4/5 people who don’t yet know Christ.
Actions:
o I|dentify what to pray for each of them over the next few months.
e Invite them to something appropriate (coffee, meal, walk, Christmas service, Alpha).

Actions:

o Identify a time and place that will work for me each day.

e Setaside 30 minutes to work out a pattern for praying and reading the Bible to use for three
months.

e Share this new practice with three people to ask for their prayer and to ask me how it is going.

o Goal: | am spending time with God each day.

Goal: I have tackled a change situation | was avoiding.
o Actions:

e Set aside 45 minutes to reflect on the steps to approach change well from this module and work out

a way forward in the change scenario | have been avoiding.

o |dentify two leaders to share thoughts with and listen to theirs.

e Setaside 60 minutes to work out an approach and pray it through.

e Action plan.

e Set aside 30 minutes in diary to reflect on how it has gone and what is to be learnt.

Goal: | am clear about the reality of evangelism in my context.
o Actions:

e Conduct research to answer the following questions: how many people have come to faith in Christ
in the last three years? What was their journey (be clear whether they were de-churched or non-
churched)? What is our current strategy for helping people become disciples of Jesus?

e Invite a non Christian to attend our church services and offer an honest report on their experience.

opportunities

Actions:

e What new personal or leadership goals do you sense God nudging you towards?

e |Isthere an existing goal he is nudging you to revisit? Make a note here of anything that comes to
mind?

o Goal: My goal is to seek God's guidance in identifying and pursuing new personal and leadership growth

Goal: | work better with people who are different to me.
o Actions:
e Use the ‘Skill Practice Guide’ in the Resource File with three people | interact with in my ministry to
help learn and reinforce style identification and modification.
e Put aside 30 minutes to write a reflection on what | have learnt through the experience.

Actions
o |dentify what the fun thing is and put it in the diary.
e Bless someone | love by helping them do a fun activity they haven’t done for a while/before.

° Goal: I've enjoyed a fun activity | haven’t done for a while/before.

Actions:
e Read a book on the topic from the suggested reading list.
e Put a date in diary for before the end of April 2023 to de-clutter, sort and organise work
space and practices.
e C(reate an efficient system for handling emails. LED MORE BY,
LEAD MORE LIKE,

LEAD MORE TO
JESUS

o Goal: I am more ordered than | used to be.







MODULE OVERVIEWS

Reading Lists
FOCUS
Interpersonal Style
THE ONE BOOK TO READ OTHER RESOURCES

e People Styles at Work, R. Bolton and D.G. Bolton
(Amacom).

FOR FURTHER READING

¢ Emotional Intelligence, Daniel Goleman (Bantam).

e The New Leaders: Transforming the Art of Leadership,
Daniel Goleman, Richard E. Boyatzis, and Annie McKee
(Time Warner).

e Surrounded by Idiots, Thomas Erikson (Penguin).

Handling Change

THE ONE BOOK TO READ
e Who Moved My Cheese?, Spencer Johnson
(Vermillion).

FOR FURTHER READING

e Better Change in Church, Rod Street and Nick
Cuthbert (CreateSpace).

e Creating the Future of the Church, Keith Elford (SPCK).

e Managing Transitions, William and Susan Bridges
(Nicholas Brierley Publishing).

Building Team

THE ONE BOOK TO READ
e The Five Dysfunctions of a Team, Patrick Lencioni
(Jossey-Bass).

FOR FURTHER READING

e The Ideal Team Player, Patrick Lencioni (Jossey-Bass).

e Leading teams: Setting the Stage for Great
Performances, ). Richard Hackman (Harvard Business
Review Press).

e Positive Leadership: Strategies for Extraordinary
Performances, Kim Cameron (Berrett-Koeler
Publishing).

www.talentsmart.com/products/ei.php?1D=22

Some interesting resources for exploring EQ further.
www.eqi.org An independent site supportive of EQ but
critical of many of the angles taken on it. It includes a
free downloadable book on EQ.

OTHER RESOURCES

Leading Change in Church, Martyn Snow (Grove
Books).

TED talk by Rosabeth Moss Kanter (www.youtube.com/
watch?v=owU5aTNP)bs).

Centre for Creative Leadership (www.ccl.org - then
type ‘change management' into search).

Choosing Change, Peter Coutts (Rowman & Littlefield).
www.jisc.ac.uk/guides/scaling-up-online-learning/
managing-change.

OTHER RESOURCES

Growing Leaders and Growing Leaders Youth courses,
www.cpas.org.uk.

Growing Leaders initiative for young people including
Habitudes www.growingleaders.com.

Onelife focuses on developing 17-22 year olds as
leaders, www.onelifeleaders.com.

LED MORE BY,
LEAD MORE LIKE,
LEAD MORE TO
JESUS





FOCUS

Ordering a Community Around Evangelism

THE ONE BOOK TO READ
e How to Nurture a Faith-Sharing Culture, James
Lawrence (CPAS)

FOR FURTHER READING

e Reignite, lan Parkinson (Monarch)

e The One About Vol.2, Mark Greene (LICC)

e Cracking Your Church’s Culture Code, Sam Chand
(Jossey-Bass)

e Culture Shift, Kirsty Bashforth (Bloomsbury)

e Creating a Culture of Faith Sharing in Your Local
Church, Andy Frost (Share Jesus International)

Discerning Vision

THE ONE BOOK TO READ
e Do More Better, Tim Challies (Cruciform Press).

FOR FURTHER READING

e Getting Things Done, David Allen (Piatkus).

e Do it Tomorrow, Mark Forster (Hodder).

e How to be a Productivity Ninja, Graham Allcott
(Iconbooks).

e Do More Better, Tim Challies (Cruciform Press).

OTHER RESOURCES

PCC Tonight, Leading Your Churches in Evangelism: six
sessions to use with your PCC to help shape churches
around evangelism.

Great Commission website: packed full of resources,
stories and articles, it is a great place to find helpful
things.

LICC have some great materials on how to tell stories
of God at work in our everyday lives at The One About.
Healthy Churches Handbook summary - https://
www.london.anglican.org/kb/seven-marks-of-a-
healthy-church/

OTHER RESOURCES

Beyond Busyness, Time Wisdom for Ministry, Stephen
Cherry (Sacristy Press).

The Busy Christians Guide to Busyness, Tim Chester
(IvP).

www.thinkproductive.co.uk.
www.whatsbestnext.com/resources/productivity,
includes an excellent article on getting your inbox to
zero.

www.markforster.squarespace.com.



https://www.cpas.org.uk/browse-everything/pcc-tonight-leading-your-churches-evangelism-download

https://www.eauk.org/great-commission

https://licc.org.uk/ourresources/theoneabout/




ALP18:3 MODULE OVERVIEWS
ARROW LEADERSHIP PROGRAMME

DEVELOP

Interpersonal Style Handling Change Building Team Ordering a Community Around Discerning Vision
Evangelism

REFLECTING ON THESE MODULES, WHAT NEW PERSONAL OR LEADERSHIP GOALS DO YOU SENSE GOD NUDGING YOU TOWARDS? OR IS THERE AN EXISTING GOAL HE IS NUDGING YOU TO REVISIT? MAKE A NOTE OF ANYTHING THAT COMES TO MIND.
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3 MODULE OVERVIEWS

ALP18

Interpersonal Style

We are often taught to live by the Golden Rule - ‘do unto others as you would have them do unto you'. However the
truth is that what makes one person feel comfortable could be quite different for someone else. In order to help us be
more effective in dealing with a myriad of people, we will look at Interpersonal Style, a framework to help us
understand ourselves better, to identify different styles of communication from our own, and to adapt our own
communication style to help others be more comfortable with us.

Handling Change

Change management is very simply: ‘a structured approach to transitioning individuals, teams, and organisations from a
current state to a desired future state... to manage the people side of change.’

Wikipedia

It is the ‘management science’ (although it is more art than science) that looks at the way that people can be helped to
move from a current way of seeing things (frame of reference) and a set of associated behaviours, to a new way of
behaving and seeing things.

The definition immediately explains why the area is one of both risk - of personal and corporate failure - and also vital
importance. The ability to manage the people side of change effectively is perhaps the most important ingredient in
leading successfully, especially when there is the need to move behaviour forward. It should be one of the key tools of
effective leaders.

Building Team

In any organisation, success is driven by the strength of its teams and this can be hard in a church context with working
with volunteers. A high-performing team isn't just a group of individuals working together - it's a cohesive unit built on
trust, effective conflict resolution, commitment, and a shared focus on achieving great outcomes.

Strong teams don't happen by accident - they are intentionally built through shared experiences, open communication,
and a culture of trust. By addressing these principles, you will enhance both team performance and personal leadership
skills.

Ordering a Community Around Evangelism

Over the last two modules we explored some of the theological issues we face when we consider evangelism in today's
context, and revisited our own personal evangelism. Now we want to consider practically how we can ensure
evangelism is at the centre of our church’s/organisation’s activity.

Reflecting on this module, what new personal or leadership goals do you sense God nudging you towards? Or is there
an existing goal he is nudging you to revisit? Make a note here of anything that comes to mind.

Discerning Vision

Once leaders have a clear sense of God’s call, it is then a matter of ordering our lives in such a way that we work in a
productive manner. Yet, often there is little time to think about how we work. This module provides practical insights
into how to work in focused and productive ways.

MENTOR

e Discuss your key insights on using Interpersonal Style
and explore any tensions or difficulties it may have
raised.

MENTOR

e Discuss your change scenario with your mentor at
your first meeting after the residential.

e What part of handling change do you find most
difficult and why? What can you do to help with this in
the future?

MENTOR

e How might you access the health of your team, if you
have one?

e Discuss with your mentor any tricky or demanding
team or working relationships that you have.

MENTOR

e Where are the leadership challenges for you in
shaping an evangelistic culture and discerning an
appropriate strategy?

e How is praying for your contact people going? What
will keep you faithful in praying for them?

MENTOR

e Discuss the place of fun/recreation in your life. What
do you really enjoy doing? What renews and resources
you? How can you ensure you have time for some of
these things?

e Explore one area where you could improve your
orderliness.

FOCUS EXPLORE

PEER GROUPS

e Share your Interpersonal Style with one another.

e Where there are different styles, try to help one
another understand what it feels like to be that style.
Pick common situations and describe how you would
approach them from your different positions. The aim
of this is simply to put more flesh on the concept.

PEER GROUPS

e Share with one another your greatest struggle in
handling change well as a leader, and then pray for
one another.

PEER GROUPS

e In what areas might your church team need to grow
in? How might this be achieved? What are the
challenges, barriers and opportunities?

PEER GROUPS

e Share with your group the one thing that most
encouraged you from this module and the one thing
you found most challenging.

e Where are you most aware of needing God’s help and
empowering following this module? Pray for one
another in the light of this.

PEER GROUPS

e Reflect on something fun that you've done. Share it
with the group and enjoy one another’s delight.

e Share best practice in any of the areas covered in this
session.






a compelling vision 

A Vision of Our Destiny – Revelation 21:1-14, 21:22-22:7

        

Why Revelation? (verses 1-3)‘Hope is the music of the future; faith is dancing to that music in the present’

Peter Kuzmic



 

It is from and about Jesus.

 

 

 

 

 

 

 

It is written to people facing difficulties.

 

 

 

 

 

 

 

It comes with an amazing promise.

 

 

 

 

 

 

 

Three things God wants to say to you

 

Faithful.

 

 

 

 

 

Alive.

 

 

 

 

 

Ruler.

 

 

 

 

 

Why these three?

 

 

 

 





 

 

Three things John wants to tell you

 

Loves us.

 

 

 

 

 

 

 

 

 

 

 

 

Freed us.

 

 

 

 

 

 

 

 

 

 

 

 

Made us.

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

For reflection

How big is your vision of Christ at the moment? Is anything dulling it? What is helping sharpen it? 

What’s causing your heart to go ‘wow’ so that evangelism, transformation, worship, leadership are flowing from a compelling vision of this Jesus. 

What blessing are you craving as Christ is revealed in our moments in Revelation?

 

A Compelling Vision

A Vision of Christ – Revelation 1:1-8
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How jealous are you?‘Hope is the music of the future; faith is dancing to that music in the present’

Peter Kuzmic



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Jesus and the churches

 

He knows.

 

 

 

 

 

 

 

 

 

 

He warns.

 

 

 

 

 

 

 

 

 

 

He challenges.

 

 

 

 

 

 

 



 

 



 

A significant loss

 

The reality.

 

 

 

 

 

 

The reasons.

 

 

 

 

 

 

The remedy.

 

Remember.

 

 

Repent.

 

 

Redo.

 

 

 





She’s ready 

 

 

 

 

 

 

 

 

 







 

 

 

For reflection

Reflect on how you talk about the church you serve/attend – how much do you see her as Christ’s bride? He is more jealous for her than we can imagine – how should this shape your attitude? 

The Church is to be a lampstand – so how brightly is yours shining? Does it need cleaning? What do you sense Jesus would say to her today? 

How’s your heart?

 

a compelling vision 

A Vision of the Church – Revelation 1:9-20, 2:1-7

 



  

A common question – why?‘Hope is the music of the future; faith is dancing to that music in the present’

Peter Kuzmic



 

‘The only sort of faith that is immune from this kind of questioning is blind faith, a faith that dare not look the realities of the world in the face, a faith that has to close its mind off to anything that threatens its creed. That is an irrational faith, a cowardly faith. It is a faith that fully deserves the contempt of the sceptic for it confirms that believers are pathetic weaklings who need a crutch of faith to limp through life. BUT real faith is not blind, real faith does not shut its eyes to the evidence that seems to contradict its convictions – it cannot do so.’

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The nature of God’s government

 

What picture does this paint of God?

 

 

 

 

 

 

 

What does this tell me about his rule in our/my life?

 

 

 

 

 

 

 

How does this cause me to dance?

 

 

 

 

 

 

 

 







God’s government is one of: 















































What next?

 

 

 

 

 

 

 

 

 

 

 

 







 

 

 

 

 

 

 

For reflection

Where do you need to ponder afresh the nature of God’s rule in your own life? What questions do you have for God at the moment? 

Is there any area where you need to say ‘if He is like this I will trust him’?

What dimension of his government do you want to seal in your heart? 

Who comes to mind when you think of the cry ‘How long O Lord’? – Pray for them.

 

 

a compelling vision 

A Vision of a Throne – Revelation 4

        



 A glimpse of the end of the story ‘Hope is the music of the future; faith is dancing to that music in the present’

Peter Kuzmic



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Two destinies

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Two images

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 





 

 

God’s community

 

With a new location.

 

 

 

 

Where God dwells.

 

 

 

 

Where some things are absent.

 

 

 

 

That is glorious. 

 

 

 

 

 

 

feel at home

 

Provision.

 

 

 

 

Serving. 

 

 

 

 

Belonging. 

 

 

 

 

Permanency. 

 

 

 

 

 

For reflection

If God’s tactic for strengthening his people in the present is by showing them the end of the story, how much do you think about your destiny? How homesick are you?

‘Hope is the music of the future and faith is dancing to that music in the present’ – how well are you ‘dancing’? 
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ARROW LEADERSHIP PROGRAMME

c Pa s TO BE LED MORE BY, TO LEAD MORE LIKE, AND LEAD MORE TO JESUS

Making Mission Possible

JACKIE MANN
Revelation

I'm a West Country girl (you'll hear it in the accent!), who after 20 years living in the Midlands now is
based in Reading. Both are ironic given | am never happier than when | am by the sea, especially if |
have my camera in hand. I also love a glass of red wine, a log fire and lazy times with friends, good
novels and films, and | confess to being a bit of a coffee snob!

Somehow, I've clocked up almost 35 years leadership experience in Christian organisations and the
local church. (Which seems very strange as in my head I'm still in my early 40s!). In every context it's
been a privilege to be about developing leaders who nurture disciples that follow Jesus in every
area of life and have a passion to go out with the good news.

At the beginning of 2023 | moved from an Independent Church in Leamington to take up the post of
Associate Pastor in a multi-congregation Baptist Church in East Reading. It is a church family that is
hugely diverse in race, age and social background.

It's a joy to be able to serve the Arrow programme and a privilege to enable us to start each day on
Residential 3 in the book of Revelation.

JACKIE MANN
Associate Pastor

82 Cholmeley Road, Reading, RG13NB

T 07989 852408
E jaxhmann@gmail.com
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A COMPELLING VISION

A Vision of Christ — Revelation 1:1-8

WHY REVELATION? (VERSES 1-3)

‘HOPE IS THE MUSIC
OF THE FUTURE;
FAITH IS DANCING TO

e Itisfrom and about Jesus.

THAT MUSIC IN THE
PRESENT’

PETER KUZMIC

e It is written to people facing difficulties.

e It comes with an amazing promise.

The Bible Project (https://thebibleproject.com/) produce excellent short videos introducing
Bible books and themes. Material on Revelation can be found at https://thebibleproject.com/
explore/revelation/.
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A COMPELLING VISION

A Vision of Christ — Revelation 1:1-8

THREE THINGS GOD WANTS TO TELL YOU ABOUT HIS SON?

e Faithful.

e Alive.
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A COMPELLING VISION

A Vision of Christ — Revelation 1:1-8

e Ruler.

e Why these three?
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A COMPELLING VISION

A Vision of Christ — Revelation 1:1-8

THREE THINGS JOHN WANTS TO TELL YOU?

e Lovesus.

e Freed us.

e Made us.

FOR REFLECTION

e How big is your vision of Christ at the moment? Is anything dulling it? What's
helped sharpen it?

e What's causing your heart to go ‘wow’ so that evangelism, transformation,
worship, leadership are flowing from a compelling vision of this Jesus.

e What blessing are you craving as Christ is revealed in our moments in
Revelation?
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A COMPELLING VISION

A Vision of the Church - Revelation 1:9-20, 2:1-7

HOW JEALOUS ARE YOU?

‘HOPE IS THE MUSIC
OF THE FUTURE;
FAITH IS DANCING TO

THAT MUSIC IN THE
PRESENT’

PETER KUZMIC
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A COMPELLING VISION

A Vision of the Church - Revelation 1:9-20, 2:1-7

JESUS AND THE CHURCHES

e He knows.

e Hewarns.

e He challenges.
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A COMPELLING VISION

A Vision of the Church - Revelation 1:9-20, 2:1-7

A SIGNIFICANT LOSS

e The reality.

e The reasons.

e The remedy.

= Remember.

= Repent.

= Redo.
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A COMPELLING VISION

A Vision of the Church - Revelation 1:9-20, 2:1-7

SHE'S READY

FOR REFLECTION

e Reflect on how you talk about the church you serve/attend - how much do
you see her as Christ’s bride? He is more jealous for her than you can
imagine - how should this shape your attitude?

e The Church is to be a lampstand - so how brightly is yours shining? Does it
need cleaning? What do you sense Jesus would say to her today?

e How's your heart?
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A COMPELLING VISION

A Vision of a Throne - Revelation 4

A COMMON QUESTION - WHY?

‘HOPE IS THE MUSIC
OF THE FUTURE;
FAITH IS DANCING TO

THAT MUSIC IN THE
PRESENT’

PETER KUZMIC

‘The only sort of faith that is immune from this kind of questioning is
blind faith, a faith that dare not look the realities of the world in the
face, a faith that has to close its mind off to anything that threatens
its creed. That is an irrational faith, a cowardly faith. It is a faith that
fully deserves the contempt of the sceptic for it confirms that
believers are pathetic weaklings who need a crutch of faith to limp
through life. BUT real faith is not blind, real faith does not shut its
eyes to the evidence that seems to contradict its convictions - it
cannot do so.’
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A COMPELLING VISION

A Vision of a Throne - Revelation 4

THE NATURE OF GOD’S GOVERNMENT

e What picture does this paint of God?

e What does this tell me about his rule in our/my life?

¢ How does this cause me to dance?
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A COMPELLING VISION

A Vision of a Throne - Revelation 4

GOD'S GOVERNMENT IS ONE OF:
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A COMPELLING VISION

A Vision of a Throne - Revelation 4

WHAT NEXT?

FOR REFLECTION

e Where do you need to ponder afresh the nature of God'’s rule in your own
life? What questions do you have for God at the moment?

e Isthere an area where you need to say ‘if he is like this | will trust him'?

e What dimension of his government do you want to seal in your heart?

e Who comes to mind when you think of the cry ‘How long O Lord’ - pray for
them.
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A COMPELLING VISION

A Vision of Our Destiny - Revelation 21:1-14, 21:22-22:7

A GLIMPSE OF THE END OF THE STORY

‘HOPE IS THE MUSIC
OF THE FUTURE AND

FAITH IS DANCING TO
THAT MUSIC IN THE
PRESENT.’
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A COMPELLING VISION

A Vision of Our Destiny - Revelation 21:1-14, 21:22-22:7

TWO DESTINIES

TWO IMAGES
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A COMPELLING VISION

A Vision of Our Destiny - Revelation 21:1-14, 21:22-22:7

GOD’S COMMUNITY

e With a new location.

e Where God dwells.

e ‘Where some things are absent.

e Thatis glorious.
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A COMPELLING VISION

A Vision of Our Destiny - Revelation 21:1-14, 21:22-22:7

FEEL AT HOME

e Provision.

e Serving.

e Belonging.

e Permanency.

FOR REFLECTION

e If God’s tactic is to strengthen his people in the present by showing them the
end of the story how much do you think about your destiny? How homesick
are you?

e ‘Hope is the music of the future and faith is dancing to that music in the
present’ — how well are you ‘dancing’?
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Interpersonal style

Reflections on Interpersonal Style

         

[image: so01869_]1 Corinthians 12:12-20

The body is a unit, though it is made up of many parts; and, though all its parts are many, they form one body. So it is with Christ. For we were all baptised by one Spirit into one body – whether Jews or Greeks, or slave or free – and we were all given the one Spirit to drink.

 

Now the body is not made up of one part, but of many. If the foot should say, “Because I am not a hand, I do not belong to the body,” it would not for that reason cease to be part of the body. And, if the ear should say, “Because I am not an eye, I do not belong to the body,” it would not for that reason cease to be part of the body. If the whole body were an eye where would the sense of hearing be? If the whole body were an ear, where would the sense of smell be? But in fact God has arranged the parts in the body, every one of them, just as he wanted them to be. If they were all one part, where would the body be? As it is, there are many parts, but one body.

 

 

 

Reflection
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Interpersonal style

One Body, Many Parts
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The ability to understand and effectively apply emotional information about ourselves and others.

 

 

 

 

 

 

 

 

Leadership Competencies
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Interpersonal style

Emotional Intelligence

     



What are Some Key Challenges I find in my ministry Because of Personality Differences?

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

[image: j0311066]My Own Objectives in This Session

 







Interpersonal style

Challenges and Objectives

     



Interpersonal Style derives its information from our visible behaviour patterns.

 

Personality Includes...

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

These behaviour patterns are unconsciously learned and are generally permanent.

 

 

Behaviour includes Words, Body Language, and Tone of Voice.

 

 	Words

	Body Language	            

	Tone of Voice	

		_______	            

	Total	100% 



 

 

	

	

 

 

 

 

 

 

 

The most observable, consistent, and reliable measures of behaviour are the dimensions of Assertiveness and Responsiveness. 

 

Interpersonal style

Assumptions

     



The Assertiveness/Dominance scale measures the degree to which a person is perceived as attempting to influence the thinking and actions of others.













D

C

B

A

Tell

Ask















		Yielding

 

Unhurried

 

Listens

 

Cautious

 

Deliberate

 



		Dominant

 

Swift to act

 

Makes statements

 

Takes Risks

 

Quick

 

























Interpersonal style

Assertiveness/Dominance 

     



The Responsiveness/Sociability scale measures the degree to which a person is perceived as expressing feelings when relating with others.















Reserved

 

Task-focused

 

Fact-oriented

 

Formal

 

Serious

Outgoing

 

People-focused

 

Feelings-oriented

 

Informal

 

Friendly

1

2

3

4

Controlled

Emotive



























































Interpersonal style

Responsiveness/Sociability

     





Outgoing/

Emotive



Reserved/

Controlled

Analytical

 

Yielding/

Ask



Dominant/

Tell



Driver

 

Amiable 

 

Expressive 

 







































Interpersonal style

     





Outgoing/

Emote



Reserved/

Controlled

Analytical

 

Yielding/

Ask



Dominant/

Tell



Driver

 

Amiable 

 

Expressive 

 

















































































Interpersonal style

Contributions to a Successful Ministry

      



Control 

Emote 

Tell 

Ask 





































		Detail

		Evidence 

		Efficiency 



		Process

		Criteria

		Information



		Precision

		Objectivity

		Organisation 









The Analytical-style person uses a more formal, business-like approach, and tends to appear organised, efficient, detail-oriented and conservative. Information presented in a systematic manner with solutions which respond to established policies or objectives appeal to the Analytical, who tends to value understanding the facts over personal involvement.





		Strengths:

Dependability

Thoroughness

Distance from personal issues

Informed, practical decision-making

Linear, sequential thinking

 

Under stress they tend to:

Avoid

		Responds best to:

Logic/data

Structured approach

Factual evidence

Professionalism

Details

Practicality

Follow-up

Time for analysis





Interpersonal style

The Analytical Style

     



Control 

Emote 

Tell 

Ask 



































		Results

		Clarity

		Evidence



		Control

		Focus

		Action



		Options

		Goals

		Winning









The Driver-style of person is interested in results. Appearing to be controlling, knowledgeable, forceful, strong-minded and self-confident, the Driver has clear objectives which often seem to create a sense of urgency. This style responds to timely follow-up, attentive listening, evidence and factual support, and solutions that reflect an understanding of the Driver's goals, all of which the Driver values over making time to create personal relationships.

 



		Strengths:

Know what they want

Forceful

Act quickly

Ask for (or create) options

Balance cost and quality

Explain needs clearly

 

Under stress they tend to:

Become autocratic 

		Responds best to:

Careful listening

Action

Result-oriented information

Efficiency

Options

Quick, concrete response

No defensiveness

Sparring





Interpersonal style

The Driver Style

     



Control 

Emote 

Tell 

Ask 



































		Involvement

		Support

		Commitment



		Acceptability

		Co-operation

		Relationships



		Trust

		Responsiveness

		Reputation









The Amiable style of person appears to be warm, co-operative, and genuine. Emphasising the ‘personal touch’, this style takes time to establish trusting personal relationships with business associates and tends to work closely with others to obtain and process information, as well as discover solutions. Responding to the recommendations of authorities and trusted acquaintances, Amiables feel that reputation and acceptability are highly important, which causes them to seek consensus and support in decision-making.





		Strengths:

Sensitive to others' needs

Establish loyal, trusting relationships

Ensure claims are honoured

Develop consensus

Ensure acceptability of solutions

 

Under stress they tend to:

Acquiesce

		Responds best to:

Co-operation

Careful questioning

Support of personal goals

Third-party references

Guarantees

Shared decision-making





Interpersonal style

The Amiable Style

     



Control 

Emote 

Tell 

Ask 



































		Vision

		Big picture

		Teamwork



		Trust

		Inspiration

		Relationships



		Openness

		Directness

		Innovation









Enthusiasm, adaptability, and fast pace are seen as key characteristics of the Expressive style. The Expressive style person appears to be future-focused, holistic thinking, a motivator of others, direct and open regardless of the situation, preferring to approach problems with a team effort.

 



		Strengths:

Adaptability	

Sociability

Innovation	

Concern for quality

Collaboration

Offer information freely

 

Under stress they tend to:

Attack

		Responds best to:

The ‘big picture’, with subsequent discussion of detail

Open, trusting relationships

Help with obtaining internal support for a proposal

Discussion, especially when others listen and question well

Room for his/her input on proposals

Collaboration, teamwork





Interpersonal style

The Expressive Style

     



Place the individuals shown in the video clips in the appropriate quadrants.

 

 

ComediansAsk

Emotive

Tell

Controlled



 

Stewart Lee

 

Louie C.K.

 

Dawn French

 

Frank Skinner

 

 

 

 

 

 

 

 

 

 

 

PreachersAsk

Emotive

Tell

Controlled



 

Carrie Headington

 

Richard Chartres

 

John Stott

 

Libby Lane

 

Interpersonal style

Prominent Figures

     



Assess each dimension (axis) separately, and then plot the results.

 

Reserved (Control)

Body – Formal, controlled, closed, careful, limited gestures and eye contact

Voice – Unemotional, even, little inflection

Words – Formal, language closed-ended, precise, fact-oriented, task-related

Yielding (Ask)

Body – Low-key, cautious, even, smooth, leans back, eye contact, directive gestures, soft eyes

Voice – Slow, frequent pauses, tentative, not intense, little modulation/emphasis

Words – Asks questions, indirect, uses caveats, suggests, often non-committal, minimises risks

Dominant (Tell)

Body – Leans forward, strong eye contact, directive gestures, uses props for emphasis, quick movements and expressions

Voice – Certain, fast-paced, often continuous, loud, emphatic

Words – Interrupts, makes statements, takes risks, takes control, seeks high profile, decisive, uses abbreviations, slang

Outgoing (Emote)

Body – Eyes mostly direct, sometimes looks up or away to dream or seek endorsement, free or open, uses gestures, facial expressions

Voice – Animated, inflection used for emphasis, emotional

Words – Shares feelings, intuitions, seeks collaboration, endorsement
































































































Person Being Profiled: ________________________                          

 

Circle the number or letter that best represents how you perceive this person on each of these scales. Then total the number of letters and numbers you have circled.		

 

 

go along			take charge	cold			warm

D	C	B	A	1	2	3	4



quiet			talkative	calm			excitable

D	C	B	A	1	2	3	4



supportive			challenging	reserved			animated

D	C	B	A	1	2	3	4



compliant			dominant	task-oriented			people-oriented

D	C	B	A	1	2	3	4

	

asks questions	makes statements	eyes serious			eyes friendly

D	C	B	A	1	2	3	4



co-operative			competitive	talks business			shares feelings

D	C	B	A	1	2	3	4



conflict-averse	comfortable with conflict	reserved			outgoing

D	C	B	A	1	2	3	4



deliberative			decisive	uses facts			uses opinions

D	C	B	A	1	2	3	4



accepting			confronting	controls emotions		shows emotions

D	C	B	A	1	2	3	4



tentative			certain	non-responsive				responsive

D	C	B	A	1	2	3	4



cautious			takes risks	closed			open

D	C	B	A	1	2	3	4



___	___	___	___	___	___	___	___





Estimated Interpersonal Style:  ___ - ___   (_______________)







Interpersonal style

Style Recognition Guide

     





		Element

		Driver

		Amiable

		Expressive

		Analytical



		Description



		Basic Need

		Win

		Avoid Conflict

		Be Admired

		Be Right



		Use of Time

		Immediate

		Present

		Future

		Historical



		Decision-Making

		Quick,

Goal-Oriented

		Cautious,

People-Oriented

		Fast,

Intuitive

		Unhurried, Thoughtful



		Questions

		What

		Why

		Who

		How



		Speciality

		Control

		Support

		Social

		Systematic



		Strength

		Decisive

		Listening

		Enthusiastic

		Thorough



		Weakness

		Insensitive to

Others

		Not Taking a Stand

		Too Impulsive

		Poor Improviser



		Back-up Style

		Autocratic

		Acquiesce

		Attack

		Avoid



		Wants

		Control

		Approval

		Recognition

		Respect



		PRESCRIPTION



		Let Them Save

		Time

		Relationships

		Effort

		Integrity



		Make Effort to Be

		Efficient

		Co-operative

		Interesting

		Accurate



		Emphasise Your

		Options and Probabilities

		Assurances and Guarantees

		Testimonies and Incentives

		Evidence and Service



		Follow-Up With

		Results

		Support

		Attention

		Service



		Orientation

		Results and Closure

		Teamwork and Harmony

		Vision and Ideas

		Principle and Thinking



		To Motivate

		Focus on Goals

		Take a Vote

		Give the Spotlight

		Change the Policy









Interpersonal style

Summary of Style Elements

     





		 

		D

		C

		B

		A

		 



		 1

		 

Analytical

Analytical

(D-1)

 

		 

Driving

Analytical

(C-1)

		 

Analytical

Driver

(B-1)

		 

Driving

Driver

(A-1)

		1



		 2

		 

Amiable

Analytical

(D-2)

 

		 

Expressive

Analytical

(C-2)

		 

Amiable

Driver

(B-2)

		 

Expressive

Driver

(A-2)

		2



		 3

		 

Analytical

Amiable

(D-3)

 

		 

Driving

Amiable

(C-3)

		 

Analytical

Expressive

(B-3)

		 

Driving

Expressive

(A-3)

		3



		4

		 

Amiable

Amiable

(D-4)

 

		 

Expressive

Amiable

(C-4)

		 

Amiable

Expressive

(B-4)

		 

Expressive

Expressive

(A-4)

		4



		 

		D

		C

		B

		A

		 









Interpersonal style

The Sixteen Subquadrants 

     



The Degree of Relationship Tension Perceived by Others in Dealing with You 

 



		

		1

		2

		3

		4

		



		

		 

 

 

 

		 

		 

		 

		



		Creating Some Discomfort – May Cause Defensiveness

		







		

		Adapting Behaviour to Moderate Tension and Remove Defensiveness



		

		

Influenced by circumstances



Better to be toward the right



Able to change with effort



		





 











Interpersonal style

Comfort Index

     



The Degree of Structure that People Perceive that you Apply to your Work 

 

 



		

		1

		2

		3

		4

		



		

		 

 

 

 

		 

		 

		 

		



		Exhibiting Low Orderliness – May Cause Some to Feel Frustrated or  Under-Valued

		







		

		Exhibiting High Orderliness – Will Probably Create Comfort, but Could Be Excessive for Some



		

		

Influenced by circumstances



Better to be toward the right



Able to change with effort



		











Interpersonal style

Orderliness Index

     



1. [image: A colorful spiral with a person helping another person

AI-generated content may be incorrect.]Clear expectations – Purpose, Process, Payoff.









Consistency – Sticking to the plan.









Follow-through – Doing what you say you’ll do.









Empathy – Thinking what would help them feel things were in good hands to get done.







Logic – Demonstrating that you value a path of rational thinking to reach conclusions.







Interpersonal style

Improving Orderliness

     



Meeting the expectations of others often requires modifying your own behaviour. This may mean moving into the other person's arena of expectations, and practising Versatility. You may have to move out of your own comfort zone temporarily, but with practice and success with your constructive actions, versatility will become a habitual, more comfortable, part of your behavioural repertoire.

 

If you are socially reserved (Analytical or Driver), and you are adapting to someone who is socially outgoing (Amiable or Expressive)

 

Say what you feel

Make personal remarks/pay compliments

Devote more time to relationships

Engage in small talk

Use more open body language

 

 

If you are socially outgoing (Amiable or Expressive), and you are adapting to someone who is socially reserved (Analytical or Driver)

 

Stick to facts/business

Restrain your enthusiasm

Make decisions based on logic and solid evidence

Refrain from referencing your feelings, intuition

Maintain serious demeanour

 

 

If you are socially yielding (Amiable or Analytical), and you are adapting to someone who is socially dominant (Driver or Expressive)

 

Volunteer information

Quicken your pace and get to the point

Be willing to disagree

Act on your convictions

Initiate conversation

 

 

If you are socially dominant (Driver or Expressive), and you are adapting to someone who is socially yielding (Analytical or Amiable)

 

Listen without interruptions

Ask for others' opinions

Slow down/Adapt to time needs of others

Allow others to take the lead

Demonstrate openness to alternate perspectives

 

 

Interpersonal style

Style Modifications Strategies

     



[image: BD18239_]Divide into your style groups and answer the following questions.

 

 

1. List eight to ten characteristics that are key to your Style.

 

 

 

 

 

 

 

 

 

 

 

 

 

 

List five to seven ways that you might modify your style when making a presentation to someone in the opposite quadrant (i.e. diagonal) to you. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Design the front of a T-shirt that reflects your style.

 

Interpersonal style

Understanding Styles

     



[image: j0334268]Based on what you now know about your own style, what general guidelines will you keep in mind in order to better gain the endorsement of others?

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Interpersonal style

Optimising Communication with Others

     



GAPS – ‘There’s Something Missing Here.’

 

 

[image: ] 

 

 

 

 

 

 

 

 

(See pages 24-27, left column)

 

 

 

 

 

 

 

 

 

 

 

 

 

IRRITANTS – ‘That’s Really Starting to Bug Me.’

 

 



 [image: ]

 

 

 

 

 

 

 

(See pages 24-27, right column)

		



 

Interpersonal style

The Two Main Challenges/Opportunities

      



















		Plan actions to be seen as ...

		Avoid being seen as ...



		



Concise, to the point

Business-like, results-oriented

Specific when asking questions

Armed with alternatives and choices

Prepared with facts about the probabilities

Supportive of their conclusions

Ready to stress results

Organised, professional, in control

		



Vague and time-wasting

Personal and casual

Pretentious or irrelevant

Conclusive or arbitrary when recommending

Careless with facts and forecasts

Directive or forceful

Personalising the decision

Whinging, making excuses, apologising





Interpersonal style

Managing Yourself with Driver Styles

       



















		Plan actions to be seen as ...

		Avoid being seen as ...



		



Supportive of their ideas and concepts

Stimulating, thought-provoking

Willing to discuss their successes

Providing ideas to put their plans into action

Seeking their opinions and ideas about people

Contributing ideas to a plan

Offering special, immediate incentives to take a risk

Willing to socialise, taking time to know them personally

Wanting to understand their vision

		



Arbitrary and directive

Unyielding, too structured

Too rigid about plans, existing procedures

Leaving decisions up in the air

Wasting time on formalities and protocol

Emphasising concepts too much

Being too logical or dogmatic

Patronising or superior

Sticking too tightly to a formal agenda





Interpersonal style

Managing Yourself with Expressive Styles

       



















		Plan actions to be seen as ...

		Avoid being seen as ...



		



Candid, open, patient	

Personally interested in them

Responsive to their ideas

Supportive of teamwork and harmony

Having a well-defined idea, but willing to negotiate

Supporting win-win relationships

Ready to provide plans that minimise risk

Willing to commit your personal time and involvement

		



Impatient; don't force the agenda

Aloof, too business-like

Arbitrary, overly aggressive

Limiting participation in the plan

Pushing for a quick, intuition-based decision

Pressing for an arbitrary decision

Making promises that can't be kept

Manipulative or bullying





Interpersonal style

Managing Yourself with Amiable Styles

       



















		Plan actions to be seen as ...

		Avoid being seen as ...



		



Well prepared; have an agenda

Direct, orderly, but patient

Oriented toward specifics

Doing what you will say you will do

Willing to draw up a schedule with action steps

Amenable to verifying the plan

Having evidence; ready to follow-up

Supportive of their principles, logic, thought 
processes, and thoroughness

		



Loosely organised, unstructured

Informal, too casual

Too general about plan

Vague about what is expected of each party

Leaving loose ends; not geared toward follow-through

Too reliant on others

Unrealistic with deadlines

Threatening, emotional, impulsive





Interpersonal style

Managing Yourself with Analytical Styles

       



Person: _________________________________________________

 

 

Plotting Our Styles and Basic Shifting 

Use the Style Recognition Guide on page 14 – and possibly the Style Recognition Score Sheet on pages 15-17 – to work out the Interpersonal Style of the above person. Write his/her initials in the estimated sub-quadrant. Write the word ‘Me’ in your own sub-quadrant. Draw arrows – one for each dimension – to designate the movement that is needed for you to show versatility.



		 

		D

		C

		B

		A

		

		



		1

		 

		 

		 

		 

		

		Adjust Assertiveness 

 



		2

		 

		 

		 

		 

		

		



		3

		 

		 

		 

		 

		

		Adjust Responsiveness 

 



		4

		 

		 

		 

		 

		

		





 

 

Adjusting for Gaps and Irritants



		Gaps – What this person would prefer but I might not naturally do. Increase…

		Irritants – What this person might like me to skip but I might naturally do. Decrease…



		_____________________________________

_____________________________________

_____________________________________

		_____________________________________

_____________________________________

_____________________________________









Specific Actions to Take – three Things I Can Do

 











 

 

Success Mindset 

 

(Coach yourself: articulate attitudes that will support your strategy.)

 

Empathy for the other person. 

 

Confidence and motivation for you. 

 

Interpersonal style

Interpersonal Strategy Worksheet

        

 

[image: j0425926]New Perspectives

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

New Challenges

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

What I will Need to Make It Happen
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ARROW LEADERSHIP PROGRAMME

c Pa s TO BE LED MORE BY, TO LEAD MORE LIKE, AND LEAD MORE TO JESUS

Making Mission Possible

NORM BEERS

Interpersonal Style

I was born and grew up near Toronto, Canada. Sensing a call to pastoral ministry at age 14, | studied
psychology and then came to St. John's, Nottingham, for theological training in the days of Michael
Green, George Carey, and Colin Buchanan. Before and after my theological studies, | served with
Inter-Varsity Christian Fellowship, working with students in both secondary schools and universities.

At 30, | experienced a distinct call into ‘secular’ work to prepare, | thought, for my future in pastoral
ministry. However | never sensed a clear call back into full-time ministry and have been consulting
to businesses on improving their ‘people’ skills ever since.

I was delighted when my work brought me back to the UK in ‘96, and | have lived here since then. |
live in Windsor with my wonderful wife and work partner, Susan. It's a place | used to fantasise
about when | was a little child of the British Commonwealth.

I have four sons and two grandsons in Canada whom I'm thankfully able to see several times a year.

Although faith has been a pretty natural state for me, | went through a decade of harsh
circumstances where that faith was pounded, stretched, and ultimately strengthened. Today my life
is filled with blessing. A particular treat for me has been serving as coach to the preachers of my
church in Egham for the past four years, at the invitation of our vicar, Esther Prior, whom we first
met when she was an Arrow participant in 2006.

We have been with every Arrow group since the second one in 2004, and we have also run sessions
at Wycliffe Hall, Oxford, Alpha International, and numerous local churches. We really look forward to
spending time with you at this residential.

NORM BEERS
Management consultant

Lumiére, 19 Grove Road, Windsor, SL4 1JE

T 01753 857981
E normanbeers@lumiereconsulting.org





ARROW LEADERSHIP PROGRAMME

c Pa s TO BE LED MORE BY, TO LEAD MORE LIKE, AND LEAD MORE TO JESUS

Making Mission Possible

SUSAN SCHAEFFER
Interpersonal Style

| grew up in Texas, but became a ‘globe trotter’ when, as part of my university studies, I lived a year
in France and travelled across Europe. If | believed in reincarnation, I'm sure | would have been
French in my first life, British-American now, and Italian in my next.

| am married to a wonderful, godly man, Norm, who is my second soul-mate (my twin sister being
my first!). | am a Jewish Christian and have been active in the churches that | have attended,
including the first 10 years of Redeemer Presbyterian in New York City under Tim Keller's leadership,
serving on the diaconate, leading home groups, and being involved in other ministries. We have
been part of the Arrow programme since 2004, and we were also very pleased to facilitate the
Growing Leaders course at our church.

My professional life has been an odyssey. | worked for an international aid agency in Latin America
and then had various jobs in mergers and acquisitions taking me around the world. | then became a
management consultant which | believe uses my work experience as well as my abilities of problem-
solving, creativity, strategic thinking, and coaching. In the early 2000s, Norm and | started our own
management consultancy, called Lumiére (French for ‘light’), which focuses on the human factors in
running organisations. Our goal is to bring God’s light to all those that we encounter.

SUSAN SCHAEFFER
Management consultant

Lumiére, 19 Grove Road, Windsor, SL4 1JE

T 01753 857981
E susanschaeffer@lumiereconsulting.org





INTERPERSONAL STYLE
One Body, Many Parts

1 CORINTHIANS 12:12-20

The body is a unit, though it is made up of many parts;
and, though all its parts are many, they form one body.
So it is with Christ. For we were all baptised by one
Spirit into one body - whether Jews or Greeks, or slave
or free — and we were all given the one Spirit to drink.

Now the body is not made up of one part, but of many. If the foot should say,
“Because | am not a hand, | do not belong to the body,” it would not for that
reason cease to be part of the body. And, if the ear should say, “Because | am
not an eye, | do not belong to the body,” it would not for that reason cease to be
part of the body. If the whole body were an eye where would the sense of
hearing be? If the whole body were an ear, where would the sense of smell be?
But in fact God has arranged the parts in the body, every one of them, just as he
wanted them to be. If they were all one part, where would the body be? As it is,
there are many parts, but one body.

Reflection

Q ©LUMIERE

Key Insights

<,

LUMIERE

19 Grove Road

Windsor SL4 1JE

(01753) 857 981
info@lumiereconsulting.org
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INTERPERSONAL STYLE

Emotional Intelligence

The ability to understand and effectively apply emotional information about
ourselves and others.

Leadership Competencies

EMOTIONAL
INTELLIGENCE

EDUCATION

EXPERIENCE

Key Insights

O ©LUMIERE
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INTERPERSONAL STYLE
Challenges and Objectives

WHAT ARE SOME KEY CHALLENGES I FIND IN MY MINISTRY BECAUSE OF Key Insights
PERSONALITY DIFFERENCES?

MY OWN OBJECTIVES IN THIS SESSION %‘)

O ©LUMIERE ALP RES 3 e





INTERPERSONAL STYLE

Assumptions

1. Interpersonal Style derives its information from our visible behaviour
patterns.

Personality Includes...

2. These behaviour patterns are unconsciously learned and are generally
permanent.

3. Behaviour includes Words, Body Language, and Tone of Voice.

Words

Body Language

Tone of Voice

Total 100%

4. The most observable, consistent, and reliable measures of behaviour are the
dimensions of Assertiveness and Responsiveness.

Key Insights

O ©LUMIERE
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INTERPERSONAL STYLE

Assertiveness/Dominance

The Assertiveness/Dominance scale measures the degree to which a Key Insights
person is perceived as attempting to influence the thinking and actions of
others.
D C B A
Ask . . Tell
Yielding Dominant
Unhurried Swift to act
Listens Makes statements
Cautious Takes Risks
Deliberate Quick

O ©LUMIERE ALP RES 3 °





INTERPERSONAL STYLE

Responsiveness/Sociability

The Responsiveness/Sociability scale measures the degree to which a
person is perceived as expressing feelings when relating with others.

Controlled

Reserved
Task-focused

Fact-oriented

Key Insights

Formal
Serious
Outgoing
People-focused
Feelings-oriented
Informal
Friendly
Emotive
() oLUMIERE ALP RES 3 e





INTERPERSONAL STYLE

Reserved/
Controlled

Analytical Driver

Dominant/
Tell

Yielding/
Ask

Amiable Expressive

Outgoing/
Emotive
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INTERPERSONAL STYLE

Contributions to a Successful Ministry

Reserved/
Controlled

Analytical Driver

Dominant/
Tell

Yielding/
Ask

Amiable Expressive

Outgoing/
Emote
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INTERPERSONAL STYLE
The Analytical Style

Control Key Insights
A
Ask =i p——>b> Tell
v
Emote
Detail Evidence Efficiency
Process Criteria Information
Precision Objectivity Organisation

The Analytical-style person uses a more formal, business-like approach, and
tends to appear organised, efficient, detail-oriented and conservative.
Information presented in a systematic manner with solutions which respond to
established policies or objectives appeal to the Analytical, who tends to value
understanding the facts over personal involvement.

STRENGTHS: RESPONDS BEST TO:
e Dependability e Logic/data
e Thoroughness e Structured approach
e Distance from personal issues e Factual evidence
e Informed, practical decision- e Professionalism
making. e Details
e Linear, sequential thinking e Practicality
e Follow-up
UNDER STRESS THEY TEND TO: e Time for analysis
e Avoid

O ©LUMIERE ALP RES 3 o





INTERPERSONAL STYLE

The Driver Style

Ask <«

Control

» Tell

Emote

Results
Control

Options

Clarity
Focus

Goals

Evidence
Action

Winning

The Driver-style of person is interested in results. Appearing to be controlling,
knowledgeable, forceful, strong-minded and self-confident, the Driver has clear
objectives which often seem to create a sense of urgency. This style responds to
timely follow-up, attentive listening, evidence and factual support, and
solutions that reflect an understanding of the Driver's goals, all of which the
Driver values over making time to create personal relationships.

STRENGTHS:

e Know what they want

e Forceful

e Act quickly

e Ask for (or create) options
e Balance cost and quality
e Explain needs clearly

UNDER STRESS THEY TEND TO:

e Become autocratic

RESPONDS BEST TO:
e Careful listening

e Action

e Result-oriented information

e Efficiency
e Options

e Quick, concrete response
¢ No defensiveness

e Sparring

Key Insights

O ©LUMIERE
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INTERPERSONAL STYLE
The Amiable Style

Control
A
Ask =i p——>b> Tell
\/
Emote
Involvement Support Commitment
Acceptability Co-operation Relationships
Trust Responsiveness Reputation

The Amiable style of person appears to be warm, co-operative, and genuine.
Emphasising the ‘personal touch’, this style takes time to establish trusting
personal relationships with business associates and tends to work closely with
others to obtain and process information, as well as discover solutions.
Responding to the recommendations of authorities and trusted acquaintances,
Amiables feel that reputation and acceptability are highly important, which
causes them to seek consensus and support in decision-making.

STRENGTHS: RESPONDS BEST TO:

e Sensitive to others' needs e Co-operation

e Establish loyal, trusting e Careful questioning
relationships e Support of personal goals

e Ensure claims are honoured e Third-party references

e Develop consensus e (Guarantees

Ensure acceptability of solutions e Shared decision-making

UNDER STRESS THEY TEND TO:

Acquiesce

Key Insights

O ©LUMIERE
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INTERPERSONAL STYLE
The Expressive Style

Control
A
Ask =i p—p> Tell
\/
Emote
Vision Big picture Teamwork
Trust Inspiration Relationships
Openness Directness Innovation

Enthusiasm, adaptability, and fast pace are seen as key characteristics of the
Expressive style. The Expressive style person appears to be future-focused,
holistic thinking, a motivator of others, direct and open regardless of the
situation, preferring to approach problems with a team effort.

STRENGTHS: RESPONDS BEST TO:

e Adaptability e The ‘big picture’, with subsequent

e Sociability discussion of detail

e Innovation e Open, trusting relationships

e Concern for quality e Help with obtaining internal

e Collaboration support for a proposal

e Offer information freely e Discussion, especially when others
listen and question well

UNDER STRESS THEY TEND TO: e Room for his/her input on

e Attack proposals

e Collaboration, teamwork

Key Insights
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INTERPERSONAL STYLE

Prominent Figures

Place the individuals shown in the video clips in the appropriate quadrants. Key Insights
Comedians
CONTROLLED
a2
Stewart Lee
; _ |
Dawn French B
\{
Frank Skinner EMOTIVE
Preachers CONTROLLED
Carrie Headington
_ |
Richard Chartres ASK == > TELL
John Stott
Libby Lane EMOTIVE
() ©LUMIERE ALP RES 3 e





INTERPERSONAL STYLE
Style Recognition Guide

Assess each dimension (axis) separately, and then plot the results.

RESERVED (CONTROL)

Body - Formal, controlled, closed,
careful, limited gestures and eye
contact

Voice - Unemotional, even, little
inflection

Words - Formal, language closed-
ended, precise, fact-oriented, task-
related

YIELDING (ASK)

Body - Low-key, cautious, even,
smooth, leans back, eye contact,
directive gestures, soft eyes

Voice - Slow, frequent pauses,
tentative, not intense, little
modulation/emphasis

Words - Asks questions, indirect,
uses caveats, suggests, often non-
committal, minimises risks

OUTGOING (EMOTE)

Body - Eyes mostly direct, sometimes

looks up or away to dream or seek
endorsement, free or open, uses
gestures, facial expressions

Voice - Animated, inflection used for

emphasis, emotional

Words - Shares feelings, intuitions,
seeks collaboration, endorsement

O ©LUMIERE

DOMINANT (TELL)

Body - Leans forward, strong eye
contact, directive gestures, uses
props for emphasis, quick
movements and expressions

Voice - Certain, fast-paced, often
continuous, loud, emphatic

Words - Interrupts, makes
statements, takes risks, takes control,
seeks high profile, decisive, uses
abbreviations, slang
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INTERPERSONAL STYLE

Style Recognition Scoresheet

Person Being Profiled:

Circle the number or letter that best represents how you perceive this person on each of these scales. Then total the

number of letters and numbers you have circled.

go along take charge cold warm
[ T T | [ T T |
D C B A 1 2 3 4
quiet talkative calm excitable
[ T T | [ T T 1
D C B A 1 2 3 4
supportive challenging reserved animated
[ T T | [ T T |
D C B A 1 2 3 4
compliant dominant task-oriented people-oriented
[ T T | I T T |
D C B A 1 2 3 4
asks questions makes statements eyes serious eyes friendly
I T T | I T T |
D C B A 1 2 3 4
co-operative competitive talks about information shares feelings
[ T T | I T T 1
D C B A 1 2 3 4
listens tells reserved outgoing
I T T | I T T |
D C B A 1 2 3 4
deliberative decisive uses facts uses opinions
[ T T | [ T T |
D C B A 1 2 3 4
accepting confronting controls emotions shows emotions
[ T T | [ T T |
D C B A 1 2 3 4
tentative certain non-responsive responsive
[ T T 1 [ T T 1
D C B A 1 2 3 4
cautious takes risks closed open
I T T | I T T |
D C B A 1 2 3 4
Estimated Interpersonal Style: ___ - ___ (
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INTERPERSONAL STYLE

Style Recognition Scoresheet

Person Being Profiled:

Circle the number or letter that best represents how you perceive this person on each of these scales. Then total the

number of letters and numbers you have circled.

go along take charge cold warm
[ T T | [ T T |
D C B A 1 2 3 4
quiet talkative calm excitable
[ T T | [ T T 1
D C B A 1 2 3 4
supportive challenging reserved animated
[ T T | [ T T |
D C B A 1 2 3 4
compliant dominant task-oriented people-oriented
[ T T | I T T |
D C B A 1 2 3 4
asks questions makes statements eyes serious eyes friendly
I T T | I T T |
D C B A 1 2 3 4
co-operative competitive talks about information shares feelings
[ T T | I T T 1
D C B A 1 2 3 4
listens tells reserved outgoing
I T T | I T T |
D C B A 1 2 3 4
deliberative decisive uses facts uses opinions
[ T T | [ T T |
D C B A 1 2 3 4
accepting confronting controls emotions shows emotions
[ T T | [ T T |
D C B A 1 2 3 4
tentative certain non-responsive responsive
[ T T 1 [ T T 1
D C B A 1 2 3 4
cautious takes risks closed open
I T T | I T T |
D C B A 1 2 3 4
Estimated Interpersonal Style: ___ - ___ (
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INTERPERSONAL STYLE

Style Recognition Scoresheet

Person Being Profiled:

Circle the number or letter that best represents how you perceive this person on each of these scales. Then total the

number of letters and numbers you have circled.

go along take charge cold warm
[ T T | [ T T |
D C B A 1 2 3 4
quiet talkative calm excitable
[ T T | [ T T 1
D C B A 1 2 3 4
supportive challenging reserved animated
[ T T | [ T T |
D C B A 1 2 3 4
compliant dominant task-oriented people-oriented
[ T T | I T T |
D C B A 1 2 3 4
asks questions makes statements eyes serious eyes friendly
I T T | I T T |
D C B A 1 2 3 4
co-operative competitive talks about information shares feelings
[ T T | I T T 1
D C B A 1 2 3 4
listens tells reserved outgoing
I T T | I T T |
D C B A 1 2 3 4
deliberative decisive uses facts uses opinions
[ T T | [ T T |
D C B A 1 2 3 4
accepting confronting controls emotions shows emotions
[ T T | [ T T |
D C B A 1 2 3 4
tentative certain non-responsive responsive
[ T T 1 [ T T 1
D C B A 1 2 3 4
cautious takes risks closed open
I T T | I T T |
D C B A 1 2 3 4
Estimated Interpersonal Style: ___ - ___ (
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INTERPERSONAL STYLE

Summary of Style Elements

Element Expressive Analytical
DESCRIPTION
BASIC NEED Win Avoid Conflict Be Admired Be Right
USE OF TIME Immediate Present Future Historical
ick i F .
DECISION-MAKING Quick, Cautious, ast, Unhurried, Thoughtful
Goal-Oriented People-Oriented Intuitive
QUESTIONS What Why Who How
SPECIALITY Control Support Social Systematic
STRENGTH Decisive Listening Enthusiastic Thorough
Insensitive to . . .
WEAKNESS Othlel;/s Not Taking a Stand Too Impulsive Poor Improviser
BACK-UP STYLE Autocratic Acquiesce Attack Avoid
WANTS Control Approval Recognition Respect

PRESCRIPTION

LET THEM SAVE Time Relationships Effort Integrity

MAKE EFFORT TO BE Efficient Co-operative Interesting Accurate

EMPHASISE YOUR Optlon§ .‘"‘T]d Assurances and Testlmon{es and Evidence and Service
Probabilities Guarantees Incentives

FOLLOW-UP WITH Results Support Attention Service

Teamwork and

Principle and

ORIENTATION Results and Closure Vision and Ideas L
Harmony Thinking
TO MOTIVATE Focus on Goals Take a Vote Give the Spotlight Change the Policy
() ©LUMIERE ALP RES 3 @





INTERPERSONAL STYLE

The Sixteen Subquadrants

C B A
Analytical Driving Analytical Driving
1 ANALYTICAL ANALYTICAL DRIVER DRIVER
(D-1) (c-1 (B-1) (A-1)
Amiable Expressive Amiable Expressive
2 ANALYTICAL ANALYTICAL DRIVER DRIVER
(D-2) (C-2) (B-2) (A-2)
Analytical Driving Analytical Driving
3 AMIABLE AMIABLE EXPRESSIVE EXPRESSIVE
(D-3) (C-3) (B-3) (A-3)
Amiable Expressive Amiable Expressive
4 AMIABLE AMIABLE EXPRESSIVE EXPRESSIVE
(D-4) (C-4) (B-4) (A-4)
D C B A
() ©LUMIERE
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INTERPERSONAL STYLE

Comfort Index

The Degree of Relationship Tension Perceived by Others in Dealing with You

1 2 3 4
CREATING SOME ADAPTING BEHAVIOUR TO
DISCOMFORT - MAY CAUSE MODERATE TENSION AND
DEFENSIVENESS REMOVE DEFENSIVENESS

INFLUENCED BY CIRCUMSTANCES

BETTER TO BE TOWARD THE RIGHT

ABLE TO CHANGE WITH EFFORT

O ©LUMIERE ALP RES 3 @





INTERPERSONAL STYLE

Orderliness Index

The Degree of Structure that People Perceive that you Apply to your Work

EXHIBITING LOW
ORDERLINESS - MAY CAUSE
SOME TO FEEL FRUSTRATED

OR UNDER-VALUED

INFLUENCED BY CIRCUMSTANCES

BETTER TO BE TOWARD THE RIGHT

ABLE TO CHANGE WITH EFFORT

EXHIBITING HIGH
ORDERLINESS - WILL
PROBABLY CREATE
COMFORT, BUT COULD BE
EXCESSIVE FOR SOME

O ©LUMIERE
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INTERPERSONAL STYLE

Improving Orderliness

1. Clear expectations - Purpose, Process, Payoff.

2. Consistency - Sticking to the plan.

3. Follow-through - Doing what you say you'll do.

4. Empathy - Thinking what would help them feel things were in good hands to get done.

5. Logic - Demonstrating that you value a path of rational thinking to reach conclusions.
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INTERPERSONAL STYLE
Style Modification Strategies

Meeting the expectations of others often requires modifying your own
behaviour. This may mean moving into the other person's arena of expectations,
and practising Versatility. You may have to move out of your own comfort zone
temporarily, but with practice and success with your constructive actions,
versatility will become a habitual, more comfortable, part of your behavioural
repertoire.

IF YOU ARE SOCIALLY RESERVED (ANALYTICAL OR DRIVER), AND YOU ARE
ADAPTING TO SOMEONE WHO IS SOCIALLY OUTGOING (AMIABLE OR EXPRESSIVE)

e Say what you feel

e Make personal remarks/pay compliments
e Devote more time to relationships

e Engage in small talk
e Use more open body language %

IF YOU ARE SOCIALLY OUTGOING (AMIABLE OR EXPRESSIVE), AND YOU ARE
ADAPTING TO SOMEONE WHO IS SOCIALLY RESERVED (ANALYTICAL ORDRIVER)

e Stick to facts/business
e Restrain your enthusiasm
e Make decisions based on logic and solid evidence

e Refrain from referencing your feelings, intuition
e Maintain serious demeanour

IF YOU ARE SOCIALLY YIELDING (AMIABLE OR ANALYTICAL), AND YOU ARE
ADAPTING TO SOMEONE WHO IS SOCIALLY DOMINANT (DRIVER OR EXPRESSIVE)

e Volunteer information
e Quicken your pace and get to the point

e Be willing to disagree _|:
e Act on your convictions

e |nitiate conversation

IF YOU ARE SOCIALLY DOMINANT (DRIVER OR EXPRESSIVE), AND YOU ARE
ADAPTING TO SOMEONE WHO IS SOCIALLY YIELDING (ANALYTICAL ORAMIABLE)

e Listen without interruptions
e Ask for others' opinions

¢ Slow down/Adapt to time needs of others

e Allow others to take the lead |

e Demonstrate openness to alternate perspectives

Key Insights

O ©LUMIERE

ALP RES 3 e





INTERPERSONAL STYLE
Understanding Styles

Divide into your style groups and answer the following questions. Key Insights

1. List eight to ten characteristics that are key to your Style.

2. List five to seven ways that you might modify your style when making a
presentation to someone in the opposite quadrant (i.e. diagonal) to you.

3. Design the front of a T-shirt that reflects your style.

O ©LUMIERE ALP RES 3 @





INTERPERSONAL STYLE

Optimising Communication with Others

Based on what you now know about your own style, what general guidelines will
you keep in mind in order to better gain the endorsement of others?

O ©LUMIERE

Key Insights

ALP RES 3 e





INTERPERSONAL STYLE
The Two Main Challenges/Opportunities

GAPS - ‘There’s Something Missing Here.’

N T

(See pages 26-29, left column)

IRRITANTS - ‘That’s Really Starting to Bug Me.’

Aanl\ JVAVN Aaan

(See pages 26-29, right column)
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INTERPERSONAL STYLE

Managing Yourself with Driver Styles

—|O
71

PLAN ACTIONS TO BE SEEN AS ... AVOID BEING SEEN AS ...

Concise, to the point Vague and time-wasting

Business-like, results-oriented Personal and casual

Specific when asking questions Pretentious or irrelevant

Armed with alternatives and choices Conclusive or arbitrary when recommending
Prepared with facts about the probabilities Careless with facts and forecasts
Supportive of their conclusions Directive or forceful

Ready to stress results Personalising the decision

Organised, professional, in control Whinging, making excuses, apologising
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INTERPERSONAL STYLE

Managing Yourself with Expressive Styles

N
—|O

PLAN ACTIONS TO BE SEEN AS ... AVOID BEING SEEN AS ...

Supportive of their ideas and concepts Arbitrary and directive

Stimulating, thought-provoking Unyielding, too structured

Willing to discuss their successes Too rigid about plans, existing procedures
Providing ideas to put their plans into action Leaving decisions up in the air

Seeking their opinions and ideas about people Wasting time on formalities and protocol
Contributing ideas to a plan Emphasising concepts too much

Offering special, immediate incentives to take a risk Being too logical or dogmatic

Willing to socialise, taking time to know them personally Patronising or superior

Wanting to understand their vision Sticking too tightly to a formal agenda
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INTERPERSONAL STYLE
Managing Yourself with Amiable Styles

| |/
O |+

PLAN ACTIONS TO BE SEEN AS ... AVOID BEING SEEN AS ...

Candid, open, patient Impatient; don't force the agenda

Personally interested in them Aloof, too business-like

Responsive to their ideas Arbitrary, overly aggressive

Supportive of teamwork and harmony Limiting participation in the plan

Having a well-defined idea, but willing to negotiate Pushing for a quick, intuition-based decision
Supporting win-win relationships Pressing for an arbitrary decision

Ready to provide plans that minimise risk Making promises that can't be kept

Willing to commit your personal time and involvement Manipulative or bullying
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INTERPERSONAL STYLE
Managing Yourself with Analytical Styles

O

f

N

PLAN ACTIONS TO BE SEEN AS ... AVOID BEING SEEN AS ...

Well prepared; have an agenda

Direct, orderly, but patient

Oriented toward specifics

Doing what you will say you will do

Willing to draw up a schedule with action steps

Amenable to verifying the plan

Having evidence; ready to follow-up

Supportive of their principles, logic, thought
processes, and thoroughness

Loosely organised, unstructured

Informal, too casual

Too general about plan

Vague about what is expected of each party

Leaving loose ends; not geared toward follow-through

Too reliant on others

Unrealistic with deadlines

Threatening, emotional, impulsive
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INTERPERSONAL STYLE
Interpersonal Strategy Worksheet

PERSON:

PLOTTING OUR STYLES AND BASIC SHIFTING

Use the Style Recognition Guide on page 14 - and possibly the Style Recognition Score Sheet on pages 15-17 - to work out
the Interpersonal Style of the above person. Write his/her initials in the estimated sub-quadrant. Write the word ‘Me’ in
your own sub-quadrant. Draw arrows - one for each dimension - to designate the movement that is needed for you to
show versatility.

D (o B A
1 Adjust Assertiveness
2
3 Adjust Responsiveness
4

ADJUSTING FOR GAPS AND IRRITANTS

Gaps - What this person would prefer but | might not natu-  Irritants - What this person might like me to skip but |

rally do. Increase... might naturally do. Decrease...

SPECIFIC ACTIONS TO TAKE - THREE THINGS 1 CAN DO

SUCCESS MINDSET
(Coach yourself: articulate attitudes that will support your strategy.)

e Empathy for the other person.

e Confidence and motivation for you.
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INTERPERSONAL STYLE
Interpersonal Strategy Worksheet

PERSON:

PLOTTING OUR STYLES AND BASIC SHIFTING

Use the Style Recognition Guide on page 14 - and possibly the Style Recognition Score Sheet on pages 15-17 - to work out
the Interpersonal Style of the above person. Write his/her initials in the estimated sub-quadrant. Write the word ‘Me’ in
your own sub-quadrant. Draw arrows - one for each dimension - to designate the movement that is needed for you to
show versatility.

D (o B A
1 Adjust Assertiveness
2
3 Adjust Responsiveness
4

ADJUSTING FOR GAPS AND IRRITANTS

Gaps - What this person would prefer but | might not natu-  Irritants - What this person might like me to skip but |

rally do. Increase... might naturally do. Decrease...

SPECIFIC ACTIONS TO TAKE - THREE THINGS 1 CAN DO

SUCCESS MINDSET
(Coach yourself: articulate attitudes that will support your strategy.)

e Empathy for the other person.

e Confidence and motivation for you.
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INTERPERSONAL STYLE
Interpersonal Strategy Worksheet

PERSON:

PLOTTING OUR STYLES AND BASIC SHIFTING

Use the Style Recognition Guide on page 14 - and possibly the Style Recognition Score Sheet on pages 15-17 - to work out
the Interpersonal Style of the above person. Write his/her initials in the estimated sub-quadrant. Write the word ‘Me’ in
your own sub-quadrant. Draw arrows - one for each dimension - to designate the movement that is needed for you to
show versatility.

D (o B A
1 Adjust Assertiveness
2
3 Adjust Responsiveness
4

ADJUSTING FOR GAPS AND IRRITANTS

Gaps - What this person would prefer but | might not natu-  Irritants - What this person might like me to skip but |

rally do. Increase... might naturally do. Decrease...

SPECIFIC ACTIONS TO TAKE - THREE THINGS 1 CAN DO

SUCCESS MINDSET
(Coach yourself: articulate attitudes that will support your strategy.)

e Empathy for the other person.

e Confidence and motivation for you.
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INTERPERSONAL STYLE

Reflections on Interpersonal Style

New Perspectives Key Insights

New Challenges

What I will Need to Make It Happen
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SKILL FOCUS: INTERPERSONAL STYLE
Skill Practice Guide

As we saw in the workshop, an important part of truly connecting with people is determining their Interpersonal Style and,
in light of that, working out the best approach to dealing with them.

1. Please read the following review of Interpersonal Style in preparation for your skill practice.

2. Select three people with whom you interact in your ministry and want to practise the skills of Interpersonal Style.

3. For each meeting, plan your ‘Interpersonal Strategy'.

4. Seek to execute your plans when meeting with these individuals.

5. After each of your meetings/conversations write down on the enclosed debrief forms what you learned by trying to
apply Interpersonal Strategies. Please co-ordinate with your selected ‘buddy’ from the group a date when you will
share what you have learned from these interactions.

The Skill Practice Guide is not a test. It is simply a means of giving you some focus and motivation for practising the skills

more consciously so that it becomes a part of your natural way of thinking and acting. Therefore, with regard to your

learning, it doesn't matter whether your efforts to practise had a good result in the meeting. There will certainly be a good
result in terms of learning - often better from our mistakes than from our successes.

We learn, not by sitting in a classroom or discussing the problem, but by doing. And we learn even more by doingand then

reflecting on what we've experienced. So please consider this assignment to be just as important as attending the
workshop.
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SKILL REVIEW: INTERPERSONAL STYLE
Skill Practice Guide

We use Interpersonal Style to enable us to better anticipate a person’s interpersonal needs or preferences, so that we can
increase their confidence in us and appeal to the reasons they would want to engage with us in meaningful
communication.

Meeting the expectations of others often requires modifying your own behaviour. We sometimes call this ‘practising
versatility’. You may have to move out of your own ‘comfort zone’ temporarily. But, with practice and success, versatility
will become a habitual, more comfortable, part of your skill-set.

Control
A

Analytical |- Driver

ASK ] > Tell

Amiable |- Expressive

v
Emote

Applying Interpersonal Style skills involves the following:

ACTION HANDOUTS FROM THE WORKSHOP PAGE

Consider the natural tendencies of your own Description of your style 9-12
Interpersonal Style

Identify the Interpersonal Style of the person ‘Style Recognition Guide’ 14
‘Style Recognition Scoresheet’ 15-17

Think through the ‘do’s’ and ‘don’ts’ of that style ‘Style Modification Strategies’ 22
‘Managing Yourself With..." 26-29

Create an “Interpersonal Strategy” for that person and ‘Interpersonal Strategy Worksheet’ 30-32

for those circumstances

In your meeting, adjust to the needs of the situation -
even if it is to change your plan on the fly!
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STYLE MODIFICATION STRATEGIES
Skill Practice Guide

IF YOU ARE SOCIALLY RESERVED (ANALYTICAL OR DRIVER), AND YOU ARE ADAPTING TO SOMEONE WHO IS SOCIALLY
OUTGOING (AMIABLE OR EXPRESSIVE)...

e Say what you feel.
e Make personal remarks/pay compliments.
e Devote more time to relationships.

e Engage in small talk.
e Use more open body language.

IF YOU ARE SOCIALLY OUTGOING (AMIABLE OR EXPRESSIVE), AND YOU ARE ADAPTING TO SOMEONE WHO IS SOCIALLY

RESERVED (ANALYTICAL OR DRIVER)...

e Stick to facts/business.
e Restrain your enthusiasm.
e Make decisions based on logic and solid evidence.
e Refrain from referencing your feelings, intuition.

e Acknowledge opinions of others.

IF YOU ARE SOCIALLY YIELDING (AMIABLE OR ANALYTICAL), AND YOU ARE ADAPTING TO SOMEONE WHO IS SOCIALLY
DOMINANT (DRIVER OR EXPRESSIVE)...

e Volunteer information.

e Quicken your pace and get to the point.
e Be willing to disagree. _Efl>;

e Act on your convictions.
e Initiate conversations.

IF YOU ARE SOCIALLY DOMINANT (DRIVER OR EXPRESSIVE), AND YOU ARE ADAPTING TO SOMEONE WHO IS SOCIALLY YIELDING

(ANALYTICAL OR AMIABLE)...

e Listen without interruptions.

e Ask for others' opinions.
e Slow down/adapt to time needs of others. < ::
e Allow others to take the lead. :l_

e Demonstrate flexibility in decision-making.
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INTERPERSONAL STYLE
Skill Practice Guide

Name: **Example**
Choose a situation in which you consciously applied your knowledge of Interpersonal Style:
1. Briefly describe the situation.

Our new vicar has been at the church for two months. | have been at the church for three years and was very excited
about the new vicar coming in, hoping that she would give the church a new energy and sense of direction. | wanted to
speak to her about creating a new official vision for our church. | had observed on a number of occasions that she was
very thoughtful and seemed to be taking into consideration a lot of information before making any changes. She
seemed to be very diligent about researching ideas and listening to others. | guessed that she was an Analytical.

2. Specifically, how did you use Interpersonal Style?

First, in the early part of our discussion, | confirmed in my own mind that my guess about her style was right — she’s a
careful, slow talker. | could see that she’s a deliberate, detail-oriented thinker. Seems like an Analytical to me!

Since | knew that Analyticals like people to have done their homeworR, | checked on the internet and also talked to a
couple of my friends at other churches who had gone through a vision process with their churches. | wrote up a brief
report on their experiences. In addition, I actually found a case study that was written up by a Christian organisation
regarding the successful launching of a new vision at a church about our size. Also, because | remembered that
Analyticals are interested in process, | brought along an overview of how a typical vision process works. Finally, of
course, | made a big effort to slow down, listen, and not ‘out-expert’ her.

3. What was it about the situation that suggested this approach?

Never met before Closed body language
Expressed doubt Wouldn't share information
Had past problems Frowned, cold, formal

Other (Specify): My view that she was probably an Analytical.

4. What changes in the person's behaviour did you observe after using the Versatility skill?

X Showed interest X Relaxed body language
Showed confidence X Opened up and shared
X Asked me questions Laughed, good-natured

X Other (Specify): She seemed impressed that | had taken the time to learn
—— as much as | had about the vision process and other churches’ recent
experiences launching a new vision.
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INTERPERSONAL STYLE
Skill Practice Guide

5. What did you like most about using your knowledge of Interpersonal Style?
Focusing on my connection with her and adapting to her style made the discussion go so much better. She seemed to
open up and really listened. Also my reining in my passion a bit when describing the need | saw for the vision.

6. What would you change if you could do it over?

Having estimated her style as Analytical, | guess | could have asked more detailed questions of her about her views on
the need for a vision prior to launching into my own views.
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INTERPERSONAL STYLE
Skill Practice Guide

Name:
Choose a situation in which you consciously applied your knowledge of Interpersonal Style:

1. Briefly describe the situation.

2. Specifically, how did you use Interpersonal Style?

3. What was it about the situation that suggested this approach?

_____ Never met before _____ Closed body language
____ Expressed doubt _____ Wouldn't share information
_____ Had past problems _____ Frowned, cold, formal

_____ Other (Specify):

4. What changes in the person's behaviour did you observe after using the Versatility skill?

~___ Showed interest ____ Relaxed body language

_____ Showed confidence _____ Opened up and shared

____ Asked me questions __ Laughed, good-natured
Other (Specify):

5. What did you like most about using your knowledge of Interpersonal Style?

6. What would you change if you could do it over?
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INTERPERSONAL STYLE
Skill Practice Guide

Name:
Choose a situation in which you consciously applied your knowledge of Interpersonal Style:

1. Briefly describe the situation.

2. Specifically, how did you use Interpersonal Style?

3. What was it about the situation that suggested this approach?

_____ Never met before _____ Closed body language
___ Expressed doubt _____ Wouldn't share information
_____ Had past problems _____ Frowned, cold, formal

_____ Other (Specify):

4. What changes in the person's behaviour did you observe after using the Versatility skill?

____ Showed interest _____ Relaxed body language

_____ Showed confidence _____ Opened up and shared

_____ Asked me questions ____ lLaughed, good-natured
Other (Specify):

5. What did you like most about using your knowledge of Interpersonal Style?

6. What would you change if you could do it over?
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INTERPERSONAL STYLE
Skill Practice Guide

Name:
Choose a situation in which you consciously applied your knowledge of Interpersonal Style:

1. Briefly describe the situation.

2. Specifically, how did you use Interpersonal Style?

3. What was it about the situation that suggested this approach?

_____ Never met before _____ Closed body language
____ Expressed doubt _____ Wouldn't share information
_____ Had past problems _____ Frowned, cold, formal

_____ Other (Specify):

4. What changes in the person's behaviour did you observe after using the Versatility skill?

_____ Showed interest _____ Relaxed body language
_____ Showed confidence ____ Opened up and shared
____ Asked me questions ____ Laughed, good-natured
____ Other (Specify):

5. What did you like most about using your knowledge of Interpersonal Style?

6. What would you change if you could do it over?
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STYLE RECOGNITION SCORE SHEET &

Person Being Profiled:

LUMIERE

Circle the number or letter that best represents how you perceive this person on each of these scales. Then total the
number of letters and numbers you have circled.

go along take charge cold warm
[ T T | [ T T |
D C B A 1 2 3 4
quiet talkative calm excitable
I T T 1 [ T T |
D C B A 1 2 3 4
supportive challenging reserved animated
[ T T | [ T T |
D C B A 1 2 3 4
compliant dominant task-oriented people-oriented
[ T T | I T T |
D C B A 1 2 3 4
asks questions makes statements eyes serious eyes friendly
I T T | I T T |
D C B A 1 2 3 4
co-operative competitive talks business shares feelings
I T T | I T T |
D C B A 1 2 3 4
conflict-averse comfortable with conflict reserved outgoing
[ T T | [ T T |
D C B A 1 2 3 4
deliberative decisive uses facts uses opinions
[ T T | [ T T |
D C B A 1 2 3 4
accepting confronting controls emotions shows emotions
[ T T | [ T T |
D C B A 1 2 3 4
tentative certain non-responsive responsive
[ T T 1 [ T T 1
D C B A 1 2 3 4
cautious takes risks closed open
I T T | I T T |
D C B A 1 2 3 4
Estimated Interpersonal Style: ___ - ___ ( )

Calculation: Total each column. For each of the two sets (A-D and 1-4), consider all four totals.
Determine the weighted average (which is not necessarily the largest number). Examples:
D C B A 1 2 3 4
4 @ 5 0 0 5 @ 2
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cpas

Making Mission Possible CAS E STU DY

You are the leader of three churches in suburban Birmingham. One of your churches has a congregation of around
thirty. It is situated in the middle of a well-established area of mixed housing - private and housing association
homes; young people, families and retireds with a mix of ethnic origins.

The church has some community contact - there is a toddlers & young parents group in the premises in the week
and some local, especially primary school, contacts but none of these have encouraged people from outside to
come along to the Sunday service. This is attended by thirty, largely elderly, well-established members who have
lived in the area and gathered together for many years and do not seem to be proactive in their role of bringing
God’s good news into the community.

Unless the church grows, it is very likely to close. The building will be sold off and this will leave any remaining
members of the congregation who wish to continue to worship to go to one of the nearby sister congregations
about a mile away (but not readily accessible for some of the current congregation, who do not drive and would
need to walk to get there).

You are seeking to really engage with and serve the communities in the area, especially the families and share with
them Christ's goods news but you are concerned that the current congregation may simply prefer to carry on
meeting as they currently do.

How would you initiate the sort of change you are seeking with the members of the church?

Identify one or two key things that you might do.
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Handling change

Session 4: Handling Resistance

      

 Change vs Transition

 

 

 

 

 

 

 

 

 

Pattern of Change
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Positive Change

Uninformed optimism

Realistic optimism

informed pessimism 

Unrealistic pessimism 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: The career/entrepreneurial transition curve

 

 

 

 

 

 

 

Negative Change

  

Anger

bargaining

acceptance

depression

Denial/rejection



 

 

 

 

 

 Facing

Backwards

Forwards 



 

 

 

 

Source: On Death and Dying, Elisabeth Küber-Ross, 1969

 

 

Handling change

Session 1: The Pattern of Human Change
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Four Key Roles

 

We must do what we conceive to be the right things and not bother our heads or burden our souls with whether or not we’re going to be successful. Because if we don’t do the right things, we’ll be doing the wrong thing and we’ll just be part of the disease and not part of the cure. 

E F Schumacher 
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Handling change

Session 2: The Role Leaders Play

     



































































































Handling change

Session 3: Process

     



Approaching the Difficult Conversations
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commit

test

+

Perceive

Understand – why and what

Engage – implications

Aware – something
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Four Main Reasons

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Six Main Strategies
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ARROW LEADERSHIP PROGRAMME

c Pa s TO BE LED MORE BY, TO LEAD MORE LIKE, AND LEAD MORE TO JESUS

Making Mission Possible

ROD STREET
Handling Change

I am a consultant who works with organisations on strategic change, where | bring a combination of
structure, advice, facilitation and leadership to individuals and teams facing market and
organisational challenges.

I was previously a consulting partner at PwC and IBM where | was a consulting partner and led the
market and customer practice. | have always had a passion for helping organisations engage with
their customers and markets more effectively — as these are the people for whom they exist. In
practice this means that | have spent over 30 years working with clients on how to plan, execute and
manage change effectively - as that is the only time that clients realise value from working with
consultants!

As a result, | have probably worked on well over 200 projects in my consulting life, all embodying
change; change in processes, organisations, people, locations, products or whatever is the pressure
point that my clients have faced. My work has included: strategy support, helping transform sales
and service operations, working on systems implementations and supporting the development of
innovation with companies such as J&), Volkswagen, Philips, Nestlé, Heineken and Coca-Cola.

In addition to my client work, | managed part of the consulting practice for first PwC and then IBM.

As a consultant | have been a frequent presenter and have authored numerous papers. My interest
in leadership and change grew from one of my first research projects which examined how
businesses could become more innovative.

Over the last ten years | have worked with many Church of England Dioceses to plan, organise and
evaluate strategic initiatives, particularly around mission development and church plants.

| became a follower of Christ in my teens and moved with a real sense of calling into business after
university, joining Unilever, enjoying the delights of Lancaster, a pretty fierce recession and several
rather wet years before moving farther away from the hills and landing in the Midlands.

I am married to Carol, who for many years worked for CPAS, and we have a son, daughter-in-law and
two granddaughters. | like reading, walking and red wine (although struggle with doing all at once).
Over the years | have been actively involved with my church both in preaching, teaching and
leadership, including spending several years chairing the leadership team at a church, co-leading a
youth group and editing our online service. Currently, | am one of our churchwardens.

My idea of relaxation is a sunny day, a back garden and an obscure book or, if not available, a
coastal path, a theatre or a good restaurant.

ROD STREET
Consultant, Facilitator and Coach

376 Station Road, Dorridge, B93 8ES
E rod.street@rocketmail.com





HANDLING CHANGE

Session 1: The Pattern of Human Change

Change vs Transition

Pattern of Change
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HANDLING CHANGE

Session 1: The Pattern of Human Change

Positive Change

UNINFORMED
OPTIMISM

REALISTIC
OPTIMISM

INFORMED
PESSIMISM

UNREALISTIC
PESSIMISM

Source: The career/entrepreneurial transition curve

Negative Change

ANGER

BARGAINING

ACCEPTANCE

Facing

Backwards \V Forwards

DEPRESSION

DENIAL/REJECTION

Source: On Death and Dying, Elisabeth Kiiber-Ross, 1969

0 ©CPAS ALP RES 3 e





HANDLING CHANGE
Session 2: The Role Leaders Play

Four Key Roles

WE MUST DO WHAT WE
CONCEIVE TO BE THE RIGHT THINGS
AND NOT BOTHER OUR HEADS OR
BURDEN OUR SOULS WITH
WHETHER OR NOT WE'RE GOING TO

BE SUCCESSFUL. BECAUSE IF WE
DON'T DO THE RIGHT THINGS, WE'LL
BE DOING THE WRONG THING AND
WE'LL JUST BE PART OF THE DISEASE
AND NOT PART OF THE CURE.

E F SCHUMACHER
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HANDLING CHANGE
Session 2: The Role Leaders Play

Principles

'SHOW UP. SPEAK UP.

LOOK UP. TEAM UP.
DON'T GIVE UP. LIFT
OTHERS UP.’

ROSABETH MOSS KANTAR
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HANDLING CHANGE

Session 3: Process

e
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HANDLING CHANGE

Session 3: Process
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HANDLING CHANGE

Session 4: Handling Resistance

Approaching the Difficult Conversations

CONSENT COMMIT

+
PERCEIVE

ENGAGE - IMPLICATIONS

UNDERSTAND - WHY AND WHAT

AWARE - SOMETHING
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HANDLING CHANGE

Session 4: Handling Resistance

Four Main Reasons

Six Main Strategies
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HANDLING CHANGE

Session 4: Handling Resistance

m = m i INCENTIVE “ RESOURCE L ACTION PLAN G, N\ [c13

SKILLS I + l INCENTIVE l + l RESOURCE l + lACTION PLANI =

| ||

| wision | *+ | | mcentve | + | resource | + | acmionpian | =
| wsion |+ | skws |+ | | | resource | *+ | actionpLan | =
| wsion |+ | skws |+ | mneentve |+ | | AcTioN pLAN | =
l VISION ] + [ SKILLS I + l INCENTIVE l + l RESOURCE l + l

O -

ALP RES 3 o





cpas

Making Mission Possible CAS E STU DY

You are the leader of three churches in suburban Birmingham. One of your churches has a congregation of around
thirty. It is situated in the middle of a well-established area of mixed housing - private and housing association
homes; young people, families and retireds with a mix of ethnic origins.

The church has some community contact - there is a toddlers & young parents group in the premises in the week
and some local, especially primary school, contacts but none of these have encouraged people from outside to
come along to the Sunday service. This is attended by thirty, largely elderly, well-established members who have
lived in the area and gathered together for many years and do not seem to be proactive in their role of bringing
God’s good news into the community.

Unless the church grows, it is very likely to close. The building will be sold off and this will leave any remaining
members of the congregation who wish to continue to worship to go to one of the nearby sister congregations
about a mile away (but not readily accessible for some of the current congregation, who do not drive and would
need to walk to get there).

You are seeking to really engage with and serve the communities in the area, especially the families and share with
them Christ's goods news but you are concerned that the current congregation may simply prefer to carry on
meeting as they currently do.

How would you initiate the sort of change you are seeking with the members of the church?

Identify one or two key things that you might do.
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HANDLING CHANGE
Introduction to this Module

Leading change is based on taking:

‘A structured approach to transitioning individuals, teams, and organizations from a current state to a desired
future state... to manage the people side of change”

Wikipedia

It is the ‘management science’ (although it is more art than science) that looks at the way that people can be helped to
move from a current way of seeing things (frame of reference) and a set of associated behaviours to a new way of
behaving and seeing things.

The definition immediately explains why the area is one of both risk - of personal and corporate failure - and also vital
importance. The ability to manage the people side of change effectively is perhaps the most important ingredient in
successfully leading - especially when there is the need to move behaviour forward. It should be one of the key tools of
effective leaders.

Contents

1. AChristian perspective on change leadership and management.

2. The dynamics of change:
a. Fundamental steps.
b. Responses to change.
c. Critical success factors.
d. Engaging with change as a leader.

3. The desired outcome:
a. The importance of forethought.
b. Identifying the ‘dissatisfiers’.

4. Stakeholders and roles:
a. Roles in change.
b. Identifying and understanding stakeholders (frames of reference).
c. Engaging stakeholders in change - the vital element.

5. Assessing and addressing risks:
a. The lessons from history.
b. The vital importance of the leadership team'’s resolve.
C. Most important risks.

6. Sustaining momentum:
a. Ways to start the journey.
b. Key tools to sustain the change.
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A Christian Perspective on Change Leadership and

Management

CHALLENGES

This boldly titled section aims not to provide a definitive
view of change management from a Christian perspective.
Rather it seeks to provide some elements to consider
when looking at this subject.

Most people find the whole area fascinating and interest
and publications in this area have grown along with the
growth in interest that leadership has experienced. To
some extent these are both driven by the same forces:

1. An interest in making changes work effectively.

2. The increasing understanding that to gain commitment
from people, especially in a diverse and relatively flat
power structure, needs thought, planning, skills and a
personally sensitive approach.

However, if you are like me, the topic does require some
careful consideration. Particular questions that are high
on my agenda are:

1. Is taking a structured and considered approach to
leading change simply putting a fine gloss on
manipulating people? How moral is it to take such an
approach?

2. When a desired goal is something that you feel is
inspired by God then to what extent should the way
that you go about achieving that be the product of a
social-science approach like this? How legitimate is
that?

3. The Bible talks about opposition to the church and the
Christian message being driven by the natural enmity
of the world to God. So shouldn’t we expect attacks and
opposition and not concern ourselves with any
collateral damage that comes from moving forward
with the Gospel?

4, Then there are some practical issues that come into my
mind, notably:

a. Can any approach that works be justified (even if
seen to be effective in the secular world) or are
some approaches simply wrong?

b. What about the use of hard power versus soft
power? (i.e. forcing through a change by using
positional authority rather than gaining voluntary
commitment to a change.) Is that ‘right’?

There is not much that explicitly speaks to these issues in
the Bible and the significant socio-political differences
that exist between the UK in the 21st century and Palestine
in ancient times (e.g. authority, education, democracy and
pluralism etc.) make some lessons difficult to draw.

| can only provide my perspective on these points.

A PERSPECTIVE
There are some examples of powerful change management
activities that can be seen in the Bible, for example:

e The frequent use of story both in the Bible narrative
and the use of parables (with their differential meaning
for listeners who can hear and those who can't);

e The intelligence behind the interactions of characters
like Esther or Gideon in winning commitment to secure
their aims; and

e The powerful use of symbol and form in the tale of the
Jewish nation all speak to a real sensitivity to the
impact of actions on people and the need to consider
how best to approach people to secure the best result
- essentially what change management is.

Similarly the New Testament narratives on the
restructuring in the early church in Acts 6, or the
resolution around the proclamation of the Gospel to the
gentiles in Acts 15 demonstrates that some thought and
process clearly was being given to the way to resolve
conflict and secure direction. Again — change leadership.

However, perhaps the most powerful example of change
management that | can see is in the way that Jesus
proceeded in the Easter narrative that meant that he
launched the church effectively and that all those who
chose to injure and abuse him actually ended up as the
tools for God's salvation. The myriad players in this
narrative - including Sanhedrin, Romans, Herod, disciples,
mob and crowd all ended up gruesomely conspiring to
deliver an innocent man to his death within a week of his
triumphal arrival in the Jewish capital.

Additionally the Easter narrative provides a clear parallel
to personal change - with the death of the old on Friday,
the walk in no-mans land through the Sabbath and
culminating in the arrival of the new on the Sunday. This
parallels the structure of personal and group change.

Given this background, my own position on change
management is:

e We are called to be wise as serpents and innocent as
sheep in our activity in the world - to be intelligent in
our dealings with people. Change management is in its
best form and practice precisely this. It makes the
often otherwise hidden or unnoticed both visible and
structured which makes it easier to handle and more
readily addressed, especially in the melee that is often
major change.

o | prefer open, explicit approaches to change because
they discourage covert manipulation where people are
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encouraged to act under a false understanding of the
impact or significance of what they are being
encouraged to do. Regardless of the explicit nature of
messages, it goes without saying that | expect that
leaders at all times will speak and act with truth and
integrity. This is critical - oddly enough not just
because it is right but also because it is the only
sustainable way to secure commitment.

I think that change management is about
understanding people and then shaping vyour
interactions and approaches to them in the light of
this. Many of the frameworks and insights are largely
neutral in their attitude to people - they can be used
in a Godly way in exactly the same way that the
frameworks and insights in leadership studies can be
used.

In my experience, much aggravation, upset and
disaffection and change failure is driven by the failure
to take a systematic approach to change management.
It is not a necessary consequence of the change being
sought - it is the collateral damage created by poor
planning. There is no excuse for that and | have
observed it both in Christian and non-Christian
environments. As Christians we seek not to offend -
and to give people excuse to take offence for the
wrong reasons is very sad.

Change management provides tools and frameworks to
help in the effective planning of change but it speaks
to the how of change and more than anything else
highlights risks, areas to consider, and actions to take.
These in my experience still require prayer and
discernment before God to decide what to do with the
insights that are provided. The confidence to approach
change requires courage, wisdom and commitment to
God. Change management helps inform this.

Some of you may have heard of/read an old book

called 1066 and all that. The defining mark of this

history of England from 1066 onwards was its

humorous classification of major events, figures and

times into ‘Good’ or ‘Bad'.... as indicated by its subtitle

- 103 Good Things, 5 Bad Kings and 2 Genuine Dates.

Too often we fall into exactly this trap in major

changes - classifying the whole of a change, group,

activity or person as ‘good’ or ‘bad’. Life is not like that

because people are not like that and changes are too

complicated for that... change management helps to

weaken this all too frequent frame of reference.

For me and my approach to change, | believe that the

Christian approach to change needs to embody:

= A love and empathy for people - all of them,
including the opponents of change.

= Arespect for truth.

= Accountability for words and actions - no heat of
the battle excuses.

= Humility for errors, omissions and opinions.

= Honesty (especially versus manipulation).

= A real belief in transformation - and in God’s power
to realise this in the life of individuals and groups.

All this is consistent with the frameworks in this module.
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The Dynamics of Change

FUNDAMENTAL STEPS

Major change is best characterised as comprising three
fundamental parts. These steps have been identified by
many different analysts looking at how people respond to
discontinuities and major changes in their lives.

The steps apply at every level of change from the person
to society and are represented by different titles but
represent the same underlying concepts:

1. An unfreezing or ending from the starting outlook -
representing the identification  (voluntary or
compelled) that something needs to change. This is
well captured by the Piper Alpha analogy of the
‘burning platform’.

2. Atransition phase - sometimes called the neutral zone
or change - which is a kind of no man’s zone between
two steady states where the signposts and stability are
unclear. This is a fluid, uncomfortable and temporary
stage that people have to move through to reach the
third step.

3. A remedy - ‘to be' stage which represents the end of
the transition as the move to a new stable equilibrium
is completed and the individual feels comfortable and
accepting of the new position.

These steps are described sequentially but in any
significant change at any point in time there will be people
at each step, and individuals will be at different places on
different aspects of the change.

The value of identifying these steps is that they help in the
planning and navigation of any change, provide a sense of
what to expect through each step and highlight the
requirements that are needed to be able to progress to
the next step.

Importantly these are the psychological steps, not physical
steps, of change. It can be easy to achieve the external
change but it takes much longer typically to realise the
psychological change and it is typically this that is the
driver of what people would think of as real change in any
situation.

Key aspects of this journey are:

e People can repeat steps.

e Although groups may journey along together they will
leave the ‘as is’ and arrive at the ‘to be’ at their own
individual times.

e The speed of change is not critical as long as there is
momentum and empathy with others at different
points and proceeding at a different pace.

e Emotions are different at the different points of the
journey.

As Is - Transition

Unfreeze Change
Ending Neutral zone
Pain Adjustment

To Be -
Refreeze
Beginning
Remedy

PAGE 4

ARROW RES 3 ©CPAS 0





RESPONSES TO CHANGE

Change is a journey that people go through and is always
resisted - or at least aspects of it are - even positive
change.

It is important to recognise that people do not resist
change per se (despite what we might think) but they
resist those aspects of even a positive change which
involve losses. Losses are important to consider because
people resent losing something more than they like
gaining something. Losses can be anything that is
important to them - you may not necessarily see it as a
loss. Change is about the fact that their previous
expectations are not being realised and what they now see
does not replace these on a like-for-like basis.

For this reason it is important:

1. People have a healthy attitude to conflict resolution
and that conflict is resolved effectively through the
change rather than ignored - hoping it will go away is
not a strategy that is likely to succeed.

2. Losses are identified and compensated.

3. The level of resilience in the group (and individuals) is
identified and shapes the handling of change (lower
resilience - more care, more attention to increasing
resilience).

People typically move through (not necessarily linearly)
change in patterns. The response curves to positively and
negatively perceived change are somewhat different and
offer different points at which people may ‘check-out’ or
get stuck and so fail to move to commit to the new state.

These transitions may be represented as below

POSITIVE CHANGE

Uninformed
optimism

Informed
pessimism Realistic

optimism

Unrealistic
essimism

Source: The career/entrepreneurial transition curve

NEGATIVE CHANGE

Anger

Bargaining

Acceptance

Denial/ rejection

Depression

Source: Elisabeth Kiibler-Ross, On Death & Dying, 1969.

The value of understanding these patterns is the insight
that it provides into what to expect emotionally as people
move through change and in being able to empathise and
address their needs.

Key points are:

CRITICAL SUCCESS FACTORS

If a successful change is one where the group reaches the
desired outcome as quickly and damage free as possible
then there are some key attributes which are required to
enable this to happen:

e Vision A clear picture of what the desired outcome is.
This typically needs to be a rounded description
addressing both the concrete and emotional aspects of
the end state: how it will be and how it will feel.

e Skills There are skills required both to enable the
change (e.g. project management, communication,
conception, organisation, administration) and to
realise the desired outcome (e.g. specific technical
skills, problem solving, artistic skills). Both need to be
present in enough quantity.

¢ Incentives A big change needs a big incentive, a little
change perhaps rather less. But the size of change is in
the eye of the person making it (not launching it).
Incentives can be both to move away from the current
way of doing things and attractions about the future.

e Resources Resources are multifaceted and defined by
the change but include human, financial and
emotional. There needs to be enough of them and of
the right quality.

e Action plan An often overlooked item. This means an
understanding of the steps to be taken (by whom and
in what sequence) and a means of governing these as
the group goes through them.

Without all these basic ingredients in place the change will
fail.
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ENGAGING WITH CHANGE AS A LEADER

The position of the leader is a vital one in any change -
witness the challenges that our political, business or
sports team leaders face whenever major issues or
changes come up that they initiate or the environment
creates. All eyes focus on that person, regardless of how
fair that is.

The leader needs to bring resilience into change.
Researchers Werner and Smith developed a simple way to
define a resilient person. They say that a resilient person
loves well, works well, plays well, and expects well.
Resilience is the personal strength that will help them and
their groups to manage the stress of change. The skills
that underlie this are:

1. Social skills and connections that enable a person to
reach out and build linkage with others. In addition to
being important in helping to engage in change, by
reaching out being responsive to people, social
strength is vital in providing a protected base of trust
that sustains the leader when the going gets tough
(family, friends etc.).

2. A generally positive sense of purpose, worth and hope
for the future - at a personal level and in connection
with the world. Even if life is viewed as complex, it is
also viewed as having opportunity.

3. Asecure sense of identity and self-worth, that helps to
provide flexibility and courage.

4. Problem solving, structuring and organising skills that
help in both creative and critical analysis.

The leadership group is the most powerful lever for
change and can often compensate for other weaknesses if
it is resilient enough. If you are looking to increase your
likelihood of success then focus on building this group up.

John Gabarro of Harvard suggests that in taking charge

effective leaders perform three key roles:

1. They assess and diagnose the key issues to be
addressed.

2. They build a team with shared expectations about
what, why and how to address the future.

3. They bring about timely changes.
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The Desired Outcome

THE IMPORTANCE OF FORETHOUGHT

In looking at change in any situation it is vital that the
leader puts enough forethought into defining what it is
that they think needs to be the outcome. Not so much
thought that it leads to paralysis but enough to consider
properly what outcome is really wanted.

One change management expert, Daryl Conner, suggests
that the leader needs to be particularly concerned about
‘future shock’ — when people can no longer assimilate
change without being dysfunctional because its demands
exceed their capacity to cope. This makes the careful
definition of what should be achieved and by when very
important.

Defining the outcome needs to consider:

1. THE NATURE OF THE CHANGE - THE TARGET STATE

Change can encompass anything, so it is difficult to be

prescriptive as what to consider but the kind of questions

that need to be answered are:

¢ How do you (collectively) want the place to be?

e What will it look like?

e What activity will be going on and not going on?

e What will people feel like?

e How will it be organised?

e What will be its purpose?

e What are the key building blocks for the operation of
the group?

These need to be worked through to their implications. It
is easy to underestimate the amount of thought and
discussion that is needed to get a clear picture of the end
state and what it means. However, the clearer the end
state, the easier it is to manage the change effectively
because it unlocks the insight into stakeholders in the
change and their potential interests and perspectives.

2. THE WAY OF BEING

One of my concerns with many changes in businesses,
churches and organisations is that in many cases some of
the deep ‘cultural’ facets of the organisation simply do not
seem to have changed despite the vast amounts of change
that have been experienced. Much of the change can seem
superficial and highly resistant to the kind of change
wanted! Our complaints on the management of the NHS go
back over 30 years, and still continue even into reviews of
the issues like that of the Mid-Staffs review in 2013.

My experience is that the underlying values and approach
in many businesses are highly resistant to changes
instituted by management - and often they readily
reappear under stress and with new changes.

In churches often the outward change similarly can be
realised or partially realised but the underlying change is
not. It is therefore also helpful to think not just about the
end state change but also the way that you want to move
forward with the change.

This needs to answer questions such as:

e Do we need commitment for aspects of this change?

e What will be our approach to engaging people?

e How do we want to see conflict resolved? (Is it different
from the past?)

The debate and definition of this is designed to flesh out
the human skills, outlook and climate that is desired
(typically through and beyond change) which is often
poorly defined by leaders who often fixate on the tangible,
structural or organisational changes that are needed and
overlook what is often the key goal, the attitude and
behaviour of people.

3. CHANGE CAPACITY AND AMBITION

The vision should be inspiring and ambitious, but at the
same time it must be realistic. The conflict implied by this
is very real but the vision painted needs to be shaped by
people’s capacity for change. It is fine to set a less
ambitious goal because you do not think that people can
cope with it. It is fine to set an intermediate goal - about
equipping people with better capacity to embark on
change. It is fine to recognise that limited resources and
skills will put a boundary on what can be aspired to.

Change has a price - you can pay it up front in building up
the commitment and capacity for change or you can pay it
later - but typically the later you pay, the higher the price
(and often this is failure to achieve the goals).

4. ENGAGEMENT OR COMPLIANCE

As has been implied in the questions, one critical aspect of
the desired outcome is the nature of how participants in
the change feel about it. Very early on in change of any
kind, it is vital to come to a decision on whether the
change needs engagement and commitment. If it does
then the demand on energy, resources and time to make a
success are much higher and the approach all the way
through needs to recognise this.

It constrains the options for approach enormously, not
just on this change but on other aspects of being involved
with the group. It is a matter of judgement but one of great
consequence. As Jeff Immelt, CEO of General Electric has
said, ‘When you run GE, there are seven to 12 times a year
when you have to say “you’re doing it my way”. If you do it
18 times, the good people leave. If you do it three times,
the company falls apart'’.
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IDENTIFYING THE ‘DISSATISFIERS’

It is very important to identify early the aspects of the
current way of doing things that create dissatisfaction with
different groups of people. These are the bedrock for
mobilising for change. In my experience the pain of
leaving is greater than the joy of arriving. The dissatisfiers
are therefore vital to identify and mobilise as a leader.

Dissatisfiers:

o Are different for different groups (1662 - good or bad?).

e Are more visible to those less close to the situation
(think house doctor and decoration...).

e Help to unfreeze people but do not set them off in the
same direction (people will indeed often run back to
what they know... not where you might think).

e Can be physical, financial, social, visual, emotional or
any other item that you can think of.

e The fuel that is needed to rework the way people see
things.

Dissatisfiers need to be considered both at the overall
level and by each stakeholder group.

Stakeholders and Roles

ROLES IN CHANGE

There are different roles that individuals and groups play
in any change. Understanding what roles there are and
how they need to be undertaken to be effective is critical
for successful change.

The generic roles may be summarised as:

Individuals and groups fulfil the roles and can play more
than one role simultaneously — you can be a sponsor and
an agent or a champion and participant.

Defining who needs to fulfil which role is very important -
especially in deciding who the sponsors are or could be
and then how committed they are to the change and how
their resolve can be built up and in identifying the agents
of change.

This is not necessarily a planning task to be done upfront.
In a church setting, it might be that as the desired
outcome emerges the roles may start to become clear.
However, it is important to consciously identify these and
make sure that no groups or people are overlooked and
that as the change becomes clearer, the planning around
each role is refined.

IDENTIFYING AND UNDERSTANDING STAKEHOLDERS

Once you have started to understand the change that you
are engaged in, it is important to break it down into
different components - identifying the major building
blocks that you see comprise the whole ‘change’ (four to
five is good maximum guide).

Once these components are identified (as much art as

science...) then

1. Identify, for each component, the different groups and
individuals that play each of the roles above - working
back from the participants to the other roles.

2. From there work your way back to the sponsors (there
may even be a hierarchy there and you can identify a
key initiating sponsor that needs to be engaged).

Role Identification

Leader

People whose support is needed to authorise, legitimise and oversee the move to the desired
state. They can be people in particular positions or people with strong group influence and
leadership that is underpinned only by their personal attributes.

These take two forms. The initiating sponsors who provide the starting momentum and overall
authority and then a vital second group, the sustaining or direct sponsors who are often the
people that determine how most participants in the change (see below) actually experience it
and respond. Both need to be identified (they can sometimes be the same).

Agent

People who will be responsible for making the change happen - they will be the individuals who
engage to implement changes, gain commitment, take on new roles, and initiate the move to the
future. They rely for their influence both on their personal power - but more fundamentally on
the power of the sponsor.

Reference point

People who, although they have no power to make the changes happen more broadly are
potentially key influencers in advocating it as a good thing and persuading participants of its
value. They can be participants or not in the change - but they are keen on it happening.

Participant

All those who are going to be in the midst of the change and be a part of it... those who you
would change (and that might include yourself of course!).
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It becomes vital at this point to gain insight into the way
that different individuals think about the situation and
their potential response to change. This is best gathered
by talking with them, to understand the way that they see
things.

The ‘frame of reference” that people bring to any change
will always be unique to them, although groups may well
share some common aspects and view changes in broadly
similar ways. It is vital to gain an understanding of these
viewpoints to begin to put yourself in others shoes and
identify what they might feel they are losing in any change
(or how it will grate with them). These are the losses that
will need to be addressed.

Even if you think you already know, it pays to talk with
people to ensure that you are right, to enable you to be
quite specific about the issue (as it may then be
resolvable) and also to empower your communication of
the change and shape how you describe it.

LEADERS
The first group to examine is in many respects the most
important - the sponsors of the change.

For each leader conduct the ‘Sponsor assessment’ (see
toolkit) to assess how committed that sponsor is to the
change and plan what actions might be needed to secure
their commitment.

It is important to be realistic about how committed
leaders are to the change and act accordingly. In making
successful change, the leader often needs to put much
more energy into managing the process - getting people
on board and persuading them to engage and shape what
is being done - than in sorting the specifics of what the
change is about.

PARTICIPANTS
The second most important role to examine is that of the
participants.

Again these need to be looked at in the groups that exist
in the community - rather than simply as one block. For
each group, their likely response to the change needs to
be assessed and addressed - looking for ways to engage
them effectively.

These can be mapped out (see toolkit) and approaches
planned within the leadership group, with the agents and
with the participants.

AGENTS AND REFERENCE POINTS

Oddly enough these might be quite easy to identify and
consider. Key things to remember here are: that their
positive response to the change (hopefully!) does not
represent the view of other groups; that the reference
points’ positive advocacy of the change has no more
power than that, and that for success the engagement of
the sponsors is vital.

ENGAGING STAKEHOLDERS IN CHANGE - THE VITAL ELEMENT
The desired outcome and the sequential nature of the way
that we tend to look at change should not obscure
important and basic facts about successful change -
especially change that is open, requires commitment and
real respect for the voluntary nature of participation.

There are two that stand out:

1. For people to commit emotionally to something they
need to be engaged and involved in it — they have to
move from passive recipients to active participants.
Therefore more open, engaging approaches will be the
only ones that in practical terms can succeed in the
difficult task of more fundamental change. This is not
just true of sponsors - it is also true of participants
and so should be planned into the process. This will at
times be painful (e.g. long meetings, ear-bending) - but
without engaging people and surfacing their concerns,
resistance and issues what will happen is that these
things simply move below the surface and open any
change to sabotage and failure. Open and direct
conflict is always better than hidden conflict that acts
like a cancer in a community.

2. The desired outcome should not be treated as a fully
defined, non-negotiable given at any point in the
change process. It is always a picture of what is to be
that is there to be altered, enriched and shaped by the
participants in the change and they should be
encouraged to do this — whilst continually making the
case for the essential elements that the change needs
to achieve. This permission to shape and engage is
vital and should not be discouraged - even if it needs
managing.

Frame of Reference: The context, viewpoint, or set of presuppositions or of evaluative criteria within which a person's perception and
thinking seem always to occur, and which constrains selectively the course and outcome of these activities. Fontana Dictionary of Modern

Thought (2nd edn: 1988)
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Assessing and Addressing Risks

It is very important that the leader engaging in change
looks to identify the risks that go with the change and then
seeks to manage these. In any formal project (in
organisations, business and government or with
technology projects and programmes) one of the key
elements of effective management is the risk register
where the risks are identified, their likelihood and severity
of impact gauged and contingencies defined.

Whilst there is not a need to do this quite so formally in
many cases, it is still very valuable to identify the risks and
go through a similar process of thinking to maximise the
probability that the change is successful, by planning to
address these risks.

The conscious structuring and consideration of risks is a
key way to do this.

THE LESSONS FROM HISTORY
However, you might wonder what are the critical risks and
issues? What sort of things should I look for?

One of the key ways to begin to identify what the risks are
in the process of change is to look back at what has
happened in the past to changes both within the
community that the change is taking place and also in your
own experience. Both can reveal lessons that you can use
for planning and managing the change effectively. Indeed
these can provide vital insights to shape how you
approach and plan a change.

Experiences that are perceived as successful or as failures
are equally useful, even if the failures are often more
instructive! History is often a good guide to the future - all
other things being equal it will repeat itself unless
something different is done.

This task can be done by identifying key changes in the
recent history and understanding how they were
approached, what actions were taken and what happened
to them. By covering the same ground as you would in
planning your own change you can understand:

1. The extent to which people’s experience of change is
one of failure and problems with change, as opposed
to success. In this case the case for change and
persistence in execution is going to be very important.

2. The issues that need to be carefully managed to avoid
bad past experiences from recurring in this change.

For a prompt list of questions see the toolkit.

THE VITAL IMPORTANCE OF THE LEADERSHIP TEAM'S
RESOLVE

Perhaps one of the most important lessons for a leader in
approaching change is to understand the importance of
the commitment of the leaders of change. When other
things weigh in against success, if there is a strong
leadership team that is resolved to push ahead and make
a change happen, it can often be achieved.

The critical points to consider here are:

1. It demands a team not an individual. Rarely can an
individual on their own succeed. Therefore a lot of
energy from any leader of change must go in building a
coalition among the leaders that are committed to
realising the desired outcome. In many respects this is
the foundational activity of the leader - to recruit
others and shape a common vision of the future that
all the leaders are committed to.

2. Resolve demands real commitment to the end goal
(see the second tool in the sponsor assessment for a
way of evaluating this) and preparedness to pay the
cost in terms of time, energy and whatever else it
needs to realise it. Much can be achieved if this is the
case — and it is very difficult to succeed without it.

3. The team needs to be broad enough to include most of
the sponsors - if not all - of all the affected participant
groups in the change. It has to provide real legitimacy
to the direction and need for change in the eyes of the
participants.

Inevitably not every sponsor is as committed to the
change as they might be. This is reality and will need to be
managed but some may even seek to work against the
change. In these cases there can be a decision to be made.
If an influential individual seeks to block a change (despite
engagement and seeking to address their concerns) and
the leadership group are clear that it is the right change to
make - then it becomes important to isolate them or make
their influence ineffectual. This is tough. But if the change
is important enough then it is essential.

Milton Friedman when commenting on inflation explained
that ‘bad money drives out good'. The same is true about
moving change forward. At times and with no disrespect to
the individual - it may be essential that the people in the
group change if a group is to move on. This needs to be
done with dignity but sometimes it needs to be done. The
leader should not be too upset by this. Very often this
person might be in the wrong place or position (stuck on
the change curve) and needs to move on to move forward.
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Equally it can be very important to attract someone to the
group to help bring about the change - and sensing when
this is the case and making suitable steps to do this either
directly or indirectly can be an important part of
succeeding with a change.

MOST IMPORTANT RISKS

All the statistics that | have ever seen on change and my
observation on the grand changes instigated in politics or
other organisations suggest that most changes fail - by
which | mean that they do not achieve the aims that the
instigators set out to achieve. Some are catastrophic in
their consequences or collateral damage, some achieve
the opposite of their intentions and others (perhaps more
commonly) simply undershoot on key areas that were
targeted.

| believe that most lasting change arises from a change in
the mind (Romans 12) — where the attitude and mindset
alters and so subtly changes the outlook and approach on
a myriad of often minor and major otherwise unconnected
activities, elements and views. Witness the impact of the
mindset shift generated by 9/11 in the approach to
tackling terrorism globally, or consider the challenge of
global warming and environmental pollution. All speak to
the seismic impact - and difficulty of this area of change.

Yet even on a small scale, this is the change that we often
seek - especially in churches!

This is compounded, | observe, by the fact that we often
desire to effect positive change in attitudes and mindset -
moving people forward. Yet ironically, poorly approached
change to this area of mindset almost always seems to
lock people in their current mindset or generate such
negative emotions and impacts that it fails to have a
positive or sustainable result.

This list of ‘most important risks’ concentrates especially
on this kind of change. There is no neatly agreed list on
‘what are the most common important risks’. However,
here are my top five, drawn from the areas that are
repeatedly identified by the literature, surveys and my
own experience:

¢ Lack of a coherent, shared leadership resolve.

There needs to be a critical mass of resolve that is
shared amongst the leaders in a group to initiate and
sustain the change. Frequently leaders think that they
can get by without enough of this - they define the
group too tightly, they do not share the resolve deeply
enough and they do not recognise the strength of
resolve needed to make the change a reality.

The failure to engage people in the problem.

People simply do not appreciate a solution to a
problem they do not believe they have. Too frequently
leaders seem to believe that they have a unique insight
into the situation and that involving people in looking
at the current situation is not worth doing. For
successful mindset change you have to engage the
mind - and enable people to become dissatisfied with
their current position.

Poor definition of and prioritisation within the desired
state.

It is too easy to compare a jaundiced view of reality
with an idealistic view of the future and not be clear
what is really important in the future picture - and
what bits of the picture are really critical and what less
important. The result is that as trade-offs are needed
when things progress or decisions made, important
facets of the current or future state are damaged
unnecessarily in favour of less important aspects and
the change undermined.

Failure to involve transparently the key stakeholders
through the change.

Managing people through a change and keeping in
mind all the different groups and how they feel and
think is very time consuming and draining. It often
involves repeating lots of messages and over
communicating and involving making sure that people
do not ‘jump ship’. As a result people do not do it
effectively... and the change goes awry.

That the leader gets bored with grounding the change
too quickly.

It is so much more enjoyable to envision the future
than make it happen - and so much quicker. Plus there
are such a lot of changes to make and things to do....
especially for the bright, sharp people who are often
leaders.
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Sustaining Momentum

There are many different approaches that can be used to
initiate and sustain change - this section will provide a
few examples only. The reason for addressing both
initiating and sustaining change is that often tactics that
you might use to launch a change also shape the means to
sustain a change later.

I am also assuming for the most part that throughout the
cycle it is important to maintain engagement - so that
people are committed to the changes - not merely
compliant. This shapes what tactics can be used.

WAYS TO START THE JOURNEY

There is always a decision to be made when starting a
change - to decide when to announce that a change is
underway. In my experience people often do this too
boldly and too early before they have involved people
effectively in understanding the need for change and the
dimensions of change.

In defence of boldness, people often quote the example of
Hernan Cortés, who landed in Mexico in 1519, intent on
conquering the Aztecs. He ordered that his boats be
burned to ensure that his 400 troops fought strongly
rather than give in and sail out when the going got tough.
This is not my favourite illustration for a successful way of
building leadership resolve or change commitment -
however much it has fallen into common expression. Who
remembers Panfilo de Narvaez who tried to conquer
Florida eight years later with 700 men and was wiped out
by the natives?

To me what it shows is that there is a need for
commitment through change - and the timing of when you
choose to make a bold move and how many of your boats
you burn is a key decision to be made - because often
after that point your only choice is to fight.

ILLUSTRATIVE TOOLS - OFTEN TO BE USED IN COMBINATIONS

Nonetheless it is important to identify the symbols of the
current state that need removing. These might be
positions (e.g. choir master, representatives or numbers
on governing bodies), buildings (e.g. pews, organs, venues
for services) activities (e.g. the format or presence of
certain services) or other facets. Almost certainly in any
major change there will be a few of these that need to be
destroyed to enable people to recognise that the past has
gone - but choosing when to do this is an art - and later is
often better than earlier unless engagement is not that
important with that stakeholder group.

Signalling the journey though is important - both in terms
of who and how and needs to be considered carefully.

KEY TOOLS TO SUSTAIN THE CHANGE
In sustaining the change many of the same messages hold
true.

It is vital that as clear a picture of the desired end state is
set down early on so that you can chart the change as it
progresses and see where you are against it. This can be
done explicitly and widely or more informally and
narrowly but it is a key task that should be on the
leadership agenda every six months and will help identify
areas of course correction and action.

At the same time, one key way to reinforce and sustain the
change is to remain clearly open to change and refine the
desired end state. Too often leaders face so much hassle
and angst in initiating change that they lose sight of the
need to update the end goal and maintain an expanding
and engaged base of people working towards it.

People only engage if they are involved, and if they are
involved they will want to shape the outcome - this
remains true throughout the process of change. One of the
best ways to sustain the change is to actively continue to
seek out more change and be very open to the new ideas
and views that emerge on the journey.

Initiating Changes

Sustaining Change

Pilots - one off events/programs, add-on activities.

Elimination - removing activities, bodies, metrics, positions
that represent the past.

Exploration - (internal) e.g. gift inventories, that represent
the past feedback questionnaires on current activity
(external) e.g. community surveys.

Recognition - of the people who embody the change in
positions, activities etc., of ideas that ‘fit'.

Reviews - looking at the success of..., presenting metrics
(ages, attendees, populations).

Reviews - looking at the success of..., presenting metrics
(ages, attendees, populations), learning sessions.

Reorganisation - swapping people in roles, changing
responsibilities, new roles.

Engagement - inclusion of people in new activities,
incorporation of the ‘old’ in the new.

Messaging - changing agendas for regular activities,
incorporation of the ‘old’ in the new bodies, mission/vision
setting activities, linking past and future in goals.

Openness - continual challenge to renew, take onboard
ideas, review original goals and metrics - and to do so
openly in key forums.
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ARE WE READY TO LAUNCH CHANGE?

This tool is the skeleton for a survey that can be used with people to gauge how ready a community is for a change. It will
need an introduction and briefing to be added and the questions will then need to be tailored to the specifics of your

situation with appropriate word changes and added questions...

The decision to start XXX is a good one

If you Strongly Agree with the statement above, you would circle the number 5. If you do not have an opinion or the

question does not apply to you, do not circle any number, leave question blank.

Sometimes Agree/Disagree

Strongly Agree

The decision to start XXX is a good one

| believe that it takes us in the right direction

Overall, I think we will be successful in achieving the aims of XXX

| believe that the leaders of YYY are fully committed to XXX?

I am committed to its success

Our culture is receptive to change

We acknowledge and celebrate successes and people

Typically, we get the right people involved in changes

Overall, we are looking forward to XXX

We are weary of changes

Our leaders have clearly communicated the vision and approach for XXX

We have realistic timescales, people and goals

I understand what this change will mean for me

So far | feel well informed about what is going on

| feel able to talk with the YYY leaders about any aspect | am concerned about

Strongly Disagree

1
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What do you see as the most important reasons why we need to do XXX?

What do you see as the best and worst aspect of XXX?

1. What are the greatest obstacles or concerns you see in completing XXX?

2. Do you have any recommendations or suggestions about XXX?

THANK YOU FOR COMPLETING THIS SURVEY
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CHANGE MANAGEMENT TOOLKIT

This toolkit provides more detailed proformas and questions to help support a change initiative. It is not by any means an exhaustive set of tools to help in change but it provides the tools
that are foundational in planning and leading behavioural change initiatives.

Included are the following:

e A prompt sheet to help define the desired outcome.

e Sponsor assessment tools - map and commitment evaluation.
e Participant planning sheet.

e Learning from the history of change.

Also important (but it needs no more support than a piece of paper) is:
e Astakeholder map - to identify the different individuals and groups and their role in the change. This is for identifying and considering each role in the change, but remember to use the
onion ring (or you will wear yourself out with the number of stakeholders!).
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Desired Outcome - Prompt Questions

These questions can help flesh out the change description if they are completed by sponsors and agents together. They reproduce questions from the module briefing sheet.

For the change to have succeeded, what components need to be in place? A component is a key achievement that needs to be secured for the change to be accomplished (e.g. a new attitude
to evangelism) - it is not a task that has to be done to push change forward (e.g. communications). These components are a good place to start in thinking:

Component 1

Component 2

Component 3

Component 4

Component 5

For each of these consider how to define them: Tangible outcomes? Human outcomes and attitudes? Timings?

Who will make the change (or that component) happen? And who will have sponsored it?
Why is it important? What are the reasons to change? And the reason for this direction?
Who are the participants?

What groups are they in and who are their sponsors? Is their commitment needed?
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Sponsor Assessment

Sponsor (who and for
what group)

Commitment to the change
(where 1=not at all 5=great)

Their frame of reference

Reasons for lack of commitment?

Actions needed to address this?

e Work from left to right - this will help to avoid prejudicing your thinking and help to identify the best actions.

e The trigger for analysis is a lack of commitment - the reasons for this will often be in whatever they see that they might lose.
e (Creative thinking (often with a sounding board) is really helpful in completing this.
e Use this sheet to track what is happening - you can even use together with the sponsors (with some adjustment of the titles).
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Sponsor Assessment

In evaluating sponsorship and identifying what needs to be done to build up leadership resolve for the change (or even modify the desired outcome) ask yourself:

Question

Rating (1 =not at all, 7 = very much)
1 2 2

1 How dissatisfied is the sponsor with the current state?

2 How clear are they of the desired outcome?

3 How committed are they to the need to change this way?

4 Do they communicate the strong commitment of the group publicly and
privately?

5 Do they understand the nature of the desired outcome and what it
means for people?

6 Do they have the energy and resources to commit to make this happen?

7 Will they follow through on the change and make sure that it really
happens?

8 Do they understand and accept the costs of making the change?

From the analysis of each of the sponsors for change, and the strengths and weaknesses, actions can be planned to help to address the key areas. Remember that the overall resolve of the

leadership group is critical for a successful change.

This exercise can be repeated at different stages in the change to help check the pulse of the change.
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Participant Planning

GROUP

IMPACT
(H/Mm/L)

ENGAGEMENT
NEEDED (Y/N)

LIKELY
RESPONSE
(POS-NEG)

CURRENT
ENGAGEMENT (1-7)

POSITION ON
CHANGE CURVE

BENEFITS TO THEM/ACTIONS/OPPORTUNITIES

Identify each group that will be affected by the change and their likely response to the change.

e Judge their response from an assessment of what they would lose in the change - again seek to be as specific as possible.

¢ Identify how this group may be engaged in the change.

= Is there a potential advocate or reference point for the change in the group?
= What could compensate for what they will feel they are losing?
= Are there specific interests that could be included and built upon in the change?

e Think about what communications are needed for each group as the change progresses.
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Learning from History

Question Rating (1 =not at all, 7 = very much)
1 2 2 4 5 7
1 Poor record of identifying and resolving conflict and issues during change
2 Change has tended to go off track because it has not been clear who is responsible for taking it forward
3 Change has not engaged potential leaders but put them offside
4 Too often leaders do not understand the impact of a change on other parts of the community
5 We too often have tried to rush changes
6 A too rigid view of the way that things should be done has hindered effective changes
7 Co-operation between different groups in making change happen has been weak in the past
8 Past change initiatives have been poorly monitored by leaders
9 People rarely express their opinions openly about issues
10 | People expect little to happen when change is announced based on the past
1 People often do not express their opinions about how changes affect them
12 | The leaders often do not share the same goal for change
13 Leaders of change have not been disciplined enough to undertake day-to-day steps in change
14 | Pastinitiatives have been poorly communicated to people - leaving them confused about what it means
15 Difficult issues and groups are not often tackled and are allowed to undermine changes
e Pick out two to three previous changes and analyse the extent to which each of these statements are true.
e Use the scores to identify key issues that need to be planned to be addressed for the planned change.
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Stakeholder Map

PARTICIPANTS

SPONSORS

ADVOCATES/REFERENCE POINTS

AGENTS
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SOME FURTHER GUIDELINES
Additional Handout for Handling Change

Evolution vs Revolution

EVOLUTION - LET IT HAPPEN

‘Evolution is not a force but a process, not a cause but a
law.’

Follows laws.

Is slow.

Results in casualties.

Is environmentally constrained.

Hwn -

Benefits:

e Consultation leading to understanding.

e Value placed on experience.

e Change is tailored to needs and capabilities.
e Time to learn.

e Time to build commitment.

Risks:

e Piecemeal change.

e Pockets of revolution.

e Varying levels of awareness.

e Varying levels of commitment.
e Failure due to slow response.

REVOLUTION - MAKE IT HAPPEN

‘Revolution is not a dinner party: it cannot be so refined,
so leisurely and gentle. A revolution is an insurrection, an
act of violence.

1. Breaks laws.

2. Israpid.

3. Results in casualties.

4. Breaks constraints.

Benefits:

e Sense of urgency apparent.

e Shock could break traditional mould.

e Top management commitment demonstrated.
e Early success could increase confidence.

Risks:

e Breaking the organisational values.

e Top down enforced change.

e Change seen as negative
management.

e Strategy not valid.

e Strategy not supported.

e Leaders exposed.

comment on middle

Be not afraid of moving slowly: be only afraid of standing
still!

‘Rules’ for Introducing Change

This is something of a checklist about the management of
change. It is designed to provide you with signposts during
the process.

YOURSELF AND THE VISION

Before starting on the process, make sure that you have

done all you can to clarify the end product and to take

care of yourself and any other change agents.

1. Be absolutely clear in your own mind about the vision.

2. Secure agreement first concerning the substance of the
change; clarify with the leaders what you want to
achieve.

3. Create a vision of how things will be; in words, symbols
and pictures.

4. Maintain the vision. Kill the ‘Egypt wasn’t so bad'’ idea.

5. Decide whether you want your change accepted or
whether you want the credit. You may not be able to
have both.

6. Maintain
resilience.

hope; look after your own emotional

COMMUNICATION

Perhaps the next most important aspect is the quality of

communication, just when you might prefer to keep your

cards close to your chest! This is the principal tool in
taking people with you.

1. Make clear the cost of failing to change.

2. Provide as much information as possible, to as many
people as you can, at every stage.

3. Admit the disadvantages; emphasise the balance of
advantage. Don't fudge the implications. If there are to
be winners and losers, say so at the outset.

4. Help people to be involved in the decisions.

5. Persuade at the emotional, spiritual and practical
levels, not simply at the reasonable or intellectual. Be
open, don't manipulate.

6. Stay close to people. Keep listening as well as talking.

SUPPORTERS AND OPPOSITION

Change is a process, not an announcement. It's about

helping the opposition to become joint owners.

Remember, most of your methods of taking people with

you are denied to you after the decision-making.

1. Never take change into the wider organisation, church,
or membership without first securing full support
within the leadership.

2. Assemble and encourage your support. Find
‘champions’ - don’'t be a lone hero - they generally get
martyred!

3. Listen to your opposition. Find out not simply what
they are saying, but why they are saying it.
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4. Predict where the key opposition lies. Be prepared to
deal with all genuine opposition.

5. Beware of the totally new. Your opposition will be more
likely to respond to ideas that are evolutionary rather
than those which are revolutionary.

6. Don't wait for 100% support but take as long as you
need to change. It shouldn’t be allowed to drag on but
neither should people feel pressurised. It will take
longer than the keen radicals are likely to allow.

THE PROCESS

Change almost always follows predictable stages and the

leader's job is to recognise and supervise those

components.

1. Undertake proper research into methods, options,
costs, alternatives, skills, ‘predators’ and competitors
etc.

2. Remain flexible over the method and the timing of the
change.

3. Initiate ‘rites of passage: farewell suppers,
commemorative services, commissioning of the new.
Celebrate. Say goodbye positively to the old. Allow
expressions of grieving.

4. ldentify areas of discontent that others feel about the
status quo.

5. ldentify the first steps, and how they contribute to
attaining the vision.

6. Regularly monitor the speed of the change. Both wrong
extremes increase the casualty rate.

Attitudes Towards a Vision

Commitment Want it. Will make it happen. Will create
whatever ‘laws’ (structures) are needed.

Enrolment Want it. Will do whatever can be done within
the ‘spirit of the law.’

Genuine compliance Sees the benefits of the vision. Does
everything expected and more. Follows the ‘letter of the
law.” Good soldiers.

Formal compliance On the whole, sees the benefits of the
vision. Does what's expected and no more. ‘Pretty good
soldier.’

Grudging compliance Does not see the benefits of the
vision. But also, does not want to lose their job. Does
enough of what is expected because they have to, but also
makes it clear that they are not really on board.

Non-compliance Does not see the benefits of the vision
and will not do what is expected. ‘I will not do it; you
cannot make me.’

Apathy Neither for nor against the vision. No interest and
no energy. ‘Is it five o’clock yet?’

PAGE 2
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building team

Growing and Strengthening the Team

     

Overview and Aims

1. Current team.

2. Growth in understanding team.

3. Strengthening team. 

 

 

 

 

Team Growth

Stages of Team Formation, Tuckman
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QUESTION: What behaviours, interactions and challenges can you identify in one of your teams right now. Which of Tuckman stages do you think your team is in, and what might we need to do to move forward?

 



























DEFINITION OF TEAM 

A small number of interdependent people with complementary abilities who choose to commit to a common purpose in order to achieve exceptional results for which they hold themselves mutually accountable for the glory of God.

 

building team
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Genesis 3: The Fall

 

 

 

 

 

 

Five Aspects to Reflect On: 

 

Vulnerability.

 

 

 

 

 

 

Harmony.

 

 

 

 

 

 

Commitment.

 

 

 

 

 

 

Accountability.

 

 

 

 

 

 

Individualism.

 

 

 

 

building team

Why Team Work can be so Difficult
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SECOND FUNCTION

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

QUESTION: What is your response to conflict? Avoidance, Accommodation, Competition, Compromise or collaboration?
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REFLECTIVE QUESTION: WHAT BARRIER MOST AFFECTS YOUR COMMITMENT IN A TEAM?
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QUESTION: What are the areas where I feel strongly accountable?

 

 

 

 

What are the areas were I feel there is a lack of accountability or ambiguity? 

 

 

 

 

 

 

 

 

 

Fifth function

 

 

 

 

 

 

 

 

 

 

 

 

 

QUESTION: Discuss and list out distractions that could pull focus away from key missional aims. 

 






Reflective questions



Which area do you think your team needs to pay attention to strengthen?

 

 

 

 

Which area do you think you might need to pay attention to, to help the wider staff team?

 

 





















 

 

CAPTURING TODAY’S TAKEAWAYS

In what ways has this training helped you see your role differently or inspired you to grow as a leader?

 

 

 

 

 

What are you taking away from today’s training that you’d like to implement in your role going forward?
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BUILDING TEAM

Overview and Aims

1. Current team
2. Growth in understanding team

3. Strengthening team

Team Growth
STAGES OF TEAM FORMATION, TUCKMAN

QUESTION: What behaviours, interactions and challenges can you identify in one
of your teams right now. Which of Tuckman stages do you think your team is in,
and what might we need to do to move forward?

DEFINITION OF TEAM

A small number of
interdependent people

with complementary abilities
who choose to commit

to a common purpose

in order to achieve exceptional
results

for which they hold
themselves mutually accountable
for the glory of God.
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BUILDING TEAM
Why Team Work can be so Difficult

Genesis 3: The Fall

FIVE ASPECTS TO REFLECT ON:

e Vulnerability.

e Harmony.

e Commitment.

e Accountability.

e Individualism.
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BUILDING TEAM

Growing and Strengthening the Team

FIRST FUNCTION

SECOND FUNCTION

Question: What is your response to conflict? Avoidance, Accommodation, Competition, Compromise or collaboration?
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BUILDING TEAM

Growing and Strengthening the Team

THIRD FUNCTION

Reflective Question: What barrier most affects your commitment in a team?
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BUILDING TEAM

Growing and Strengthening the Team

FOURTH FUNCTION

Question: What are the areas where | feel strongly accountable?

What are the areas were | feel there is a lack of accountability or ambiguity?

FIFTH FUNCTION

Question: Discuss and list out distractions that could pull focus away from key missional aims.
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BUILDING TEAM

Growing and Strengthening the Team

REFLECTIVE QUESTIONS

e Which area do you think your team needs to pay attention to strengthen?

e Which area do you think you might need to pay attention to, to help the wider staff team?

CAPTURING TODAY'S TAKEAWAYS
In what ways has this training helped you see your role differently or inspired you to grow as a leader?

What are you taking away from today’s training that you'd like to implement in your role going forward?
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ARROW RESIDENTIAL 3: 16-21 MARCH 2025

_ SUNDAY 16 MONDAY 17 TUESDAY 18 WEDNESDAY 19 THURSDAY 20 FRIDAY 21

7.30-8.30

8.45-10.10

10.15-11.20

11.20-11.45

11.45-12.50

12.50-2.15

2.15-3.15

3.15-3.45

3.45-4.45

4.45-5.15

5.15-5.30

5.30-6.00

6.00-7.45
7.45-9.30
9.30-10.00

Unless otherwise stated:

Worship, prayer and
Bible teaching take place
in the Garden Room.

Main teaching takes
place in the Ball Room.

4.00-5.15
Arrival and room
allocation

Welcome / Introduction
(Garden Room)

Peer Cell Supper (6.00)

Orientation
(Garden Room)

Breakfast

Worship, Bible Teaching
and Reflection time
Jackie Mann

Interpersonal Style
Susan Schaeffer and
Norm Beers

Coffee

Interpersonal Style

Lunch
Free time / Exercise
Leadership Partner

Interpersonal Style

Tea

Interpersonal Style

Thank you, feedback form
and development.

Peer Group Prayer

Free time, exercise

Supper (6.15)

Leading Edge interview

Breakfast

Worship, Bible Teaching
and Reflection time
Jackie Mann

Handling Change
Rod Street

Coffee

Handling Change

Lunch
Free time / Exercise
Leadership Partner

Handling Change

Tea

Handling Change

Thank you, feedback form
and development.

Response Time

Free time, exercise

Supper (6.30)

Peer Group Evening

Breakfast

Worship, Bible Teaching
and Reflection time
Jackie Mann

Building Team
Jo McKee

Coffee

Building Team

Lunch
Free time / Exercise
Leadership Partner

Building Team

Tea

Building Team

Thank you, feedback form
and development.

Response Time

Free time, exercise

Supper (6.30)

Post-Residential Briefing
Jo McKee

Breakfast

Worship, Bible Teaching
and Reflection time
Jackie Mann

Ordering a Community
Around Evangelism (1)
James Lawrence

Coffee

Ordering a Community
Around Evangelism (1)

Lunch
Free time / Exercise
Leadership Partner

Ordering a Community
Around Evangelism (1)

Tea

Ordering a Community
Around Evangelism (1)

Thank you, feedback form
and development.

Response Time

Free time, exercise

Drinks (7.15) Supper (7.30)

Community Time

Breakfast and pack

Discerning Personal Vision
(3)
Jo McKee (9.15-10.30)

Coffee (10.30-10.50)
Peer Group (10.50-11.30)

Moving On
Arrow Team (11.30-12.50)
Feedback (12.50-1.15)

Lunch (1.15)

Depart (2.00)
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