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Abstract

Identifying and developing ordained leadership mitt church is a challenge
faced by every pastor. The pastor has a uniquewitihén the church, and as such, has a
unique role in the process of developing ordairedlérship in the church. To that end,
the purpose of this study was to discover the sbkhe pastor in the process of
developing ordained leadership in the church. Hsearcher surveyed literature on the
following topics: biblical examples of leadershigvélopment, literature related to
volunteerism, and literature related to leadersiapelopment.

Following a qualitative research method, sevengrastere interviewed. Each of
the pastors interviewed for this study had at l&éastyears of ministry experience with
their current congregation. The research questised in the interviews were created to
discover the role of the pastor in the processdividuals becoming ordained leaders in
the church. They were designed to help the pasttestionally think about the role,
actions, behaviors, and processes in which theggmwhen developing new leaders.
The semi-structured format used for these intersipmvided for the exploration and
articulation of these ideas.

The research revealed that pastors are uniquebgeagn two aspects of the
leadership development process: identifying anckligong the role and function of the
ordained leadership within their specific churcll anidentifying and developing
individuals to fulfill the specific role and funotn of the ordained leadership within their
church. The researcher concluded that God is irebin the process of developing
leaders, and he uniquely uses pastors to accontplstask. Pastors need to recognize

and understand their unique role and contributiothé leadership development process.



Because of the importance of leadership in theallveffectiveness, health, and longevity
of the church, pastors must make it a priorityhait ministry and be intentional with

their time and effort in fulfilling this role. Thehurch needs pastors who are fully
engaged in developing the role and function of imreth leadership within the church and

in developing individuals to be ordained leader®wilil fulfill that role and function.
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Chapter One
Introduction
Developing new leadership is an essential aspdatiofy a leader. Every

organization needs leaders, and the importanceagekrship to the success and longevity
of an organization cannot be overstated. John Mixiwemer pastor, leadership expert,
speaker, executive coach, and author, believegriivng rises and falls upon
leadership.* Discovering and developing new leadership is oftenfirst task of a
leader. Making sure these new leaders are thefitgbt the church can often test a
leader’s effectiveness. Hans Finzel, director ofrM/®enture and internationally known
leadership trainer, states, “Your leadership eiffeciess rises or falls by the people who
surround you® With so much personal and organizational sucddsgron the people
who are in leadership, finding these leaders shbeld top priority. Jim Collins, best-
selling author and former faculty member at Stashféraduate School of Business
argues inGood to Great“It's not just the idea of getting the right pé®jpn the team.
The key point is that ‘who’ questions come befavbat’ decisions — before vision,

before strategy, before organizational structuegotte tactics. First who, then what.”

! John C. MaxwellThe 21 Indispensable Qualities of a Leader: Becgrtfie Person That People Will
Want to Follow(Nashville: T. Nelson, 1999), xi.

2 Hans FinzelEmpowered Leader: The Ten Principles of Christiadership(Nashville: W Publishing
Group, 1998), 121.

% James C. CollingGood to Great : Why Some Companies Make the Leaml .Others Don'{New York:
HarperBusiness, 2001), 63.



For the personal effectiveness and success oflareand the ability of an
organization to accomplish it purpose, there isuostitute for developing and utilizing
the right leadership team. Steve Sample, tenthdaesof the University of Southern
California, notes, “Choosing these people then gleverything in our power to motivate
and equip them will be one of the most significeontributions we make to our own
success and that of the organizatidhere statements assert that the quality and
effectiveness of the leaders one develops canatalibe quality and effectiveness of
one’s own leadership ability.

Identifying and developing leadership within a lbdaurch is a challenge faced
by every pastor. As leaders, pastors play a wial in the development of new leaders
for the church. Many churches have a formal trgjmprocess for ordained leaders.
However, because of a pastor’s unique positiomgtisea special role a pastor plays in
the overall leadership development process.

Problem and Purpose Statements

Finding the right people is critical to the succekany organization. Jim Collins’
idea of getting the “right people on the bushgs as true for businesses as it does for
non-profits. Collins writes, “If you have the wropgople, it doesn’t matter whether you
discover the right direction; yaatill won’t have a great company. Great vision without

great people is irrelevant.in his companion monograpBpod to Great and the Social

* Gayle D. BeebeThe Shaping of an Effective Leader: Eight FormaRvieciples of LeadershifDowners
Grove, IL: IVP Books, 2011), 72.

5 Collins, 41.

% bid., 42.



SectorsCollins argues that making sure the right peopdecar the bus is even more
important in non-profit organizations, since it®em harder to get people off the bus
after they are on it. He advises,

In the social sectors, where getting the wrong feeoff the bus can be

more difficult than in a business, early assessmmaahanisms turn out to

be more important than hiring mechanisms...Busingssigives can

more easily fire people and—equally important— thag use money to

buy talent. Most social sector leaders, on therdthad, must rely on

people underpaid relative to the private sectomothe case of volunteers,

paid not at all. Yet a finding from our researcimstructive: the key

variable is not how (or how much) you pay, but wia have on the bus.

Unlike a company that can advertise or recruit igoeaple for all its positions, a
church has to work primarily with those who cometlogir own. Yet from these
individuals who come, how does one identify, depedad empower these new leaders,
especially those in ordained leadership positidibat are the strategies and techniques
for development? What characteristics or qualitiesitify potential leaders? In what
ways does the existing leadership, especially &stqp, relate to potential leaders? How
are new leaders empowered to do ministry? In resptmthese questions, the purpose of
this study was to discover the role of the pastdahe process of developing ordained
leaders within the church.

Primary Research Questions
This study focused on the role of pastors in tlee@ss of individuals becoming

ordained leaders in the church. The following reseguestions were used to guide the

research.

7 Jim Collins,Good to Great and the Social Sectors: A MonograpAdcompany Good to Gre@itew
York: HarperCollins, 2005), Kindle ed., location332209.



1. How do pastors describe the role of an ordainedeles the church?

2. How do pastors describe their role in the procésewveloping

ordained leaders in the church?

a. What are the criteria pastors use to identify paénrdained
leaders in the church?

b. How do pastors empower potential ordained leaatetisa church?

3. What challenges do pastors experience in the psaxfaadividuals

becoming ordained leaders in the church?
Significance of the Study

In 21 Irrefutable Laws of Leadershipohn Maxwell attests, “the better the leaders
you develop, the greater the quality and quanfifipiowers.” This study is significant
for pastors who are in the process of developidgiduals to become ordained leaders
within the church. A better leader results in adreted church. A better-led church will
produce a more effective ministry.

By understanding their role in this process, pastan be more intentional in
identifying, developing, and empowering those whomately become ordained leaders.
Pastors who become more explicit about their moleadership development will be
more effective leaders for their churches. Leigttond, former vice president of the
Billy Graham Evangelistic Association, refers tedk individuals as transforming
leaders. He describes them as leaders “...who aeg@lolivest themselves of their power

and invest it in their followers in such a way tb#ters are empowered, while the leaders

8 John C. MaxwellThe 21 Irrefutable Laws of Leadership: Follow Thend People Will Follow You
(Nashville: Thomas Nelson, 1998), 208.



themselves end with the greatest power of allptheer of seeing themselves reproduced
in others.® Ford continues, “Another way of putting this isitheaders who divest
themselves of power and invest in others will fihdt their initial investment has
grown.”™®

This study has significance for non-profit leadansl organizations that operate
through volunteer leaders, officers, or board memsddentifying and developing the
right volunteers and then guiding them along a patirowth and maturity will ensure
that there will always be a qualified pool of indivals from which to draw when
leadership vacancies occur. Likewise, leaders efifip ministries within a church could
also find significance in this study. These minjdgaders could be more intentional in
discovering and recruiting other individuals wigatlership potential to share in the work
with them or to take over for them in the future.

In an ancillary way, this study could also havengigance for those who desire
to be ordained leaders in the church. Understarti@gyualities and characteristics that
pastors desire in those who serve as ordainedrieadéallow potential leaders to
examine themselves and seek to grow and develsp thealities and characteristics.

Donald McNair inThe Practices of a Healthy Churetxplains, “The good news is that

good leadership skills can in large measure baéshthrough ongoing training and

° Leighton Ford;Transforming Leadership: Jesus' Way of CreatingoviisShaping Values & Empowering
Change(Downers Grove, IL: InterVarsity Press, 1991), 199

10 hid., 200.



assessment...Leaders can and must constantly hanskitls in order to grow into
God'’s plan for their leadership”

Additionally, this study will have significance fordividual congregations. Every
church needs to develop new leadership, regardfadsnominational context. However,
some church polities, such as Presbyterianism, rekeeed for mature leaders more
evident. According to Dean Hoge, former sociologyfessor at Catholic University, and
Jacqueline Wenger, a licensed clinical social writeere is a greater level of conflict
among pastors and church leadership in Presbytehniarches than other denominations.
They found in their study of five denominationsttffaresbyterian pastors had higher
rates of conflict with their congregations than thdse in our other four
denominations...We are uncertain why, but possitdydénomination’s democratic
approach to decision-making brings more internaflims.”*? This issue is a reality in
the Presbyterian Church in America, but it is dise in all churches, as each
congregation seeks to produce godly leaders anky fmtbwers.

Understanding the pastor’s role in the processad¢rship development will
allow these congregations to partner with theitgrasn seeking the best possible
candidates for ordained leadership positions withanchurch. As Ed Stetzer and Mike
Dodson of LifeWay Research succinctly explain ieitthookComeback Churches

“Churches need leadership, a fact that is obvioube New Testament. There are

1 bonald J. MacNair and Esther L. Medihe Practices of a Healthy Church: Biblical Strategfor
Vibrant Church Life and Ministr{Phillipsburg, N.J.: P&R Publishing, 1999), 128.

2 pean R. Hoge and Jacqueline E. WenBastors in Transition: Why Clergy Leave Local Churc
Ministry, Pulpit & Pew (Grand Rapids, MI: William B. Eerdng 2005), 77.



differences in those leadership positions, titled @les, but leadership is an integral part
of God’s plan for the church®
Definition of Terms

The following terms were used in this study:
Deacon- This position is an ordained leadership officthin the Presbyterian form of
church government whose ministry focus is on thegsjgal needs of the people and
property of a local congregation. Deacons withiacal congregation function together
as a board of deacons or diaconate.
Elder — This position is an ordained leadership offitéghie Presbyterian form of church
government in which two classes exist: teachingredohd ruling elder. Elders focus on
the spiritual oversight of the people through téaghorganizational leadership, and
disciplining.
Member — This term refers to an individual who has publigtpfessed saving faith in
the Lord Jesus Christ, has been examined by tiseéosesr leadership of a local
congregation, and has affirmed the vows or dectaraiof membership. According to the
biblical position and bylaws of the denominationlyomale members are eligible to
serve in ordained leadership positions within thesByterian Church in America.
Ordained Leader —This term refers to an individual who has beercfily invested
with authority within a church, often by the laying of hands. In the Presbyterian form
of church government, an ordained leader is a nfamivolds the office of teaching elder,

ruling elder, or deacon.

13 Ed Stetzer and Mike Dodso@pmeback Churches: How 300 Churches Turned aroaddYaurs Can
Too (Nashville: B & H Pub. Group, 2007), 2.



Pastor —This term refers to clergy serving a local chusclparish. In the Presbyterian
Church in America, this role is filled by the senpastor or solo pastor of a congregation.
PCA —These are the initials of the Presbyterian Churdhmerica.

Presbyterianism —This is a form of church government in which presby or elders are
given spiritual oversight and representative goaece of the church. It is also
understood to be the faith and polity of Presbgtechurches, taken collectively.

Ruling Elder — In the Presbyterian form of church governmensg dhass of elder has the
primary function of ruling or governing.

Session This term refers to the governing body of eldbth ruling and teaching, of a
local congregation within the Presbyterian fornctléirch government.

Teaching Elder —In the Presbyterian form of church governmeng thass of elder
primarily functions as a minister of the word amdrament. Pastors in Presbyterian

congregations are teaching elders.



Chapter Two
Literature Review

The purpose of this study was to examine theabthe pastor in the process of
individuals becoming ordained leaders within tharch, with the hope that this would
make pastors more effective at developing new Isadkery little has been written about
this issue or about the relationship that exista/ben pastors and potential leaders.
However there is a larger body of literature aldeatiership and leadership development
in a variety of settings. In this study, the follog areas of literature were reviewed: the
biblical/theological perspective on leadership depment, general leadership
development, and volunteerism. These areas o&fitex gave perspective, insight, and
understanding into the purpose of this study.

Biblical Examples of Leadership Development

Although the Bible does not present a clearly aléited process or fully
developed theology of leadership development, éscaddress the role of leaders in
developing others for leadership. First and forembg Bible shows that God is the one
who ultimately identifies, develops, and empowdreaders. Several biblical examples
include Abraham, Moses, Samuel, David, Solomon,Rand. These biblical accounts
illustrate unique times when God played a highkible role in a leader’s development.
However, in many of these instances, God used pimple as secondary agents and

causes in developing these individuals into leaders
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Bobby Clinton, professor of leadership in the Sthad Intercultural Studies at
Fuller Theological Seminary, believes there are tievelopment phases of leaders. In
phase one, God develops the character of the emgdeder through life experiences.
Phase two involves receiving some form of trairongliscipleship. Phase three begins
with the emerging leader entering into ministry ameblves increased training and
development through shared ministry experiencels atlter people. In phase four, the
leader, who has reached a level of maturity an@ldgwment, steps out and is used by
God to lead others toward ministry fruitfulnessin@in calls phase five “convergence.”
In this phase, the developed leader finds a Goelngpurpose and role that matches their
gift-mix, experience, and temperament, engaginthal the leader has to offérClinton
believes that during the first three phases, Goksvprimarily in the leader, and during
the final two phases, God works primarily throubl keader. Clinton explains that God’s
leadership development approach, “is to work in,yand then through yod™ By
working in the leader, God uses experiences, éiesviproblems, crises, people, and
other leaders, “to create a Spirit-filled leadeotigh whom the living Christ ministers®”

The Bible gives several examples of existing lem@agaging with God in the
process of developing new leadership. This sedp&tifically examine the following
relationships: Moses with Joshua, Elijah with EisBesus with his disciples, and Paul

with Timothy.

14 J. Robert ClintonThe Making of a LeaddColorado Springs, CO: NavPress, 1988), 30.
% bid., 33.

18 1pid.
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Moses with Joshua

Moses was highly engaged in the development dfubbas a leader. From his
youth, Joshua is identified as Moses’ assistant ademmpanied hir. Moses took
Joshua up the holy mountain when he received Gmmtenandments for the peopfe.
When Moses met with God in the tabernacle, Jostmiddraccompany Moses and stand
watch outsidé? In fact, Joshua accompanied and assisted Mosegyddpses’ entire
forty years of ministry in the wilderness. Througis extensive interaction, Joshua was
involved in many of the major events and leadergdspes in the life of Israel.

To develop Joshua as a leader, Moses gave hinriampoesponsibilities,
including choosing him as one of the men to spytbetromised Lantf. Also, Moses
personally charged Joshua with selecting and Igatiie army against Amalek and his
people” Following the battle, God instructed Moses to &dbwn a curse upon the
Amalites and share it with Joshua, because Josbublee responsible for fulfilling
God’s command& Numbers 27 records the investiture of Joshua, @sellpublicly

appoints him to be the new leader of the Israelites

7 Numbers 11:28 and Numbers 13:88.
18 Exodus 24:13.

19 Exodus 33:11.

20 Exodus 13:8.

L Exodus 17:9.

22 Exodus 17:14.



12

David Zucker, a retired chaplain at Shalom Pagkgles Joshua’s long-term
development under Moses prepared him to lead thelites in their conquest of the
Promised Land. In his article, “Elijah and Elistrart II,” Zucker notes that the
leadership issues faced by Elisha and Joshua mdrtbose faced by Elijah and Moses.
Both Joshua and Elisha had clear examples to folidvich allowed them to learn from
the examples of Moses and Elijah. Zucker statesHuda not only follows Moses as
leader of the Israelites, he consciously repeastsvin Moses’ life2* He writes,

Just as Moses sent scouts to seek out the laddsboa sends scouts to
reconnoiter Jericho (Num. 13, Josh. 2). Just asvtiers of the Sea of
Reeds split to allow the Israelites to cross thhoungsafety, so a similar
event takes place with Joshua at the Jordan (EX143D; Josh. 3:7-13;
4:23). Joshua, like Moses before him, needs todiachte between the
territorial wishes of the various tribes (Josh.1#718; Num. 32)... When
the Israelites cross over the Jordan, they plaeé&senmemorial stones to
acknowledge this event. This parallels the twelllans, which were set
up at the base of Mount Sinai, one each for thévenieibes (Ex.
24:4)...Joshua’'s assignment of the inheritancesif@ and one-half tribes
[west] of the Jordan is paralleled to the similarkvby Moses for the
Trans-Jordanian tribes (Josh. 13:8-33 = 14:1-19:Kighua'’s function as
cov§4nant mediator in Joshua 24 resembles that seMat Sinai (Ex. 20-
24).

Zucker believes the biblical narrative portrayshi@sas more than just a successor of
Moses; rather Joshua served as a counterpart tedffot his death, Joshua is even

given the epithet, “Servant of the LORD,” a titléiish was also given to Mosés.

ZDavid J. Zucker, “Elijah and Elisha: Part 1J&wish Bible Quarterig1, no. 1 (2013): 227.
4 bid.
25 1bid.

26 Joshua 1:1; cf. Joshua 24:29.



13

Another aspect of Joshua’s leadership developméhe way that Moses
constantly encouraged him. Hayyim Angel, Rabbhef Congregation Shearith Israel of
New York City and teacher at Tanakh al Yeshiva @rsity, stresses that throughout the
book of Deuteronomy, God commands Moses to enceulaghud’ This results in a
litany of encouragement:

Joshua the son of Nun, who stands before you, dlkestter. Encourage
him, for he shall cause Israel to inheritdit.

But charge Joshua, and encourage and strengtheridnihe shall go over
at the head of this people, and he shall put tleepossession of the land
that you shall se®.

Then Moses summoned Joshua and said to him inghed all Israel,
“Be strong and courageous, for you shall go witk geople into the land
that the Lord has sworn to their fathers to giventhand you shall put
them in possession of .

This encouragement carried over into the Bookoshidia. The first chapter of
Joshua records that after Moses died, God encadithaghua to be strong and
courageous three times in four verses:

Be strong and courageous, for you shall causg#usgle to inherit the
land that | swore to their fathers to give themlyQre strong and very
courageous, being careful to do according to all&w that Moses my
servant commanded you. Do not turn from it to fghtrhand or to the
left, that you may have good success wherever golgis Book of the
Law shall not depart from your mouth, but you shadiditate on it day
and night, so that you may be careful to do acogrth all that is written
in it. For then you will make your way prosperoasd then you will have

2" Hayyim Angel, “Moonlit Leadership: A Midrashic Raiag of Joshua's Succesdgwish Bible Quarterly
37, no. 3 (2009): 148.

% Deuteronomy 1:38.
2 Deuteronomy 3:28.

% Deuteronomy 31:7.
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good success. Have | not commanded you? Be struhgaurageous. Do

not be frightened, and do not be dismayed, folLtrel your God is with

you wherever you go-
Even more remarkably, the leaders of the tribesrdraained east of the Jordan echoed
this sentiment, “Whoever rebels against your conanant and disobeys your words,
whatever you command him, shall be put to deattly B& strong and courageou®.”

Angel believes that these passages allude tatieatfat Joshua sorely needed
such encouragement in his role as a developingtéa&ven the name Moses gave
Joshua speaks of encouragement. With no explanatibackground, Numbers 13:16
bluntly states, “Moses called Hoshea the son of Bashua* Angel believes that this
change is noticeable and significdhHoshea means “salvation,” and Joshua means
“God saves.* The Babylonia Talmud teaches that Moses changeddme of Hoshea
son of Nun to Joshua, saying, “May God save yomftiee wicked counsel of the bad
spies.®” Angel interprets this Talmudic statement made ms&4 as an expression of

personal concern for Joshua’s character, reflettisglesire for Joshua to have

confidence in God and encouraging Joshua to |letdutly. Angel asks,

31 Joshua 1:6-9.

32 Joshua 1:18.

33 Angel, 147.

34 Numbers 13:16.

% Angel, 146.

36 Geoffrey William Bromiley,The International Standard Bible Encyclopediav. ed., 4 vols. (Grand
Rapids, MI: William B. Eerdmans, 1979), s.v. “JoaHu

37 sotah 34b.
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Did Moses worry about the faith of his disciple?bDie suspect that

Joshua would succumb to the counsel of the majoRigrhaps he (or the

Talmud) recognized that Joshua may have partiblyes] the fears of the

other spies. This would explain his initial silentteough he eventually did

join with Caleb. It appears that Joshua's ambivaeturing the episode of

the spies is indicative of an unusual personatiti subsumed both sides

of seemingly irreconcilable views. He had internadi Moses’ resolute

faith in entering the Land, but also the peoplegs and insecurities about

the formidable dangers ahe¥d.
There are several notable characteristics of celaliip between Moses and Joshua, but
the most evident of these is the idea of “beindnyWwikmpowering, and encouraging the
developing leader, indicating that there is a catioe between the leader’s development
and the leader’s mission and vision. These relatidgnamics were also evident in the
other relationships examined in this review.

Elijah with Elisha

1 Kings 19 records the calling of Elisha. Elijapssxcommanded by God to anoint
Elisha as prophet in his plateElisha accepted the call, and for some time waslse
attendant to Elijah until Elijah was parted froomhaind was taken up into heav@r.ike

Joshua and Moses, Elisha served as Elijah’s assf$taucker shows the similarities

between the roles of Joshua and Eli¢hdowever, Gene Rice, professor of Old

38 Angel, 147.

392 Kings 19:16.

402 Kings 2:11.

11 Kings 19:21 and 2 Kings 3:11.

42 7ucker, 229.
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Testament and languages at Howard University SabfoDlvinity, believes Elijah and
Elisha’s relationship is more like that of a fataad a soif®

Rice highlights several clues to support his clafm father/son relationship in
the narrative of Elijah’s ascension into heavenicwiis recorded in 2 Kings 2. Rice sees
this as a portrayal of an intimate personal retesiop. Rice notes to how each use the
polite form of saying, “please” in their requesiohe another. He specifically points out
the significance of instances such as Elijah asKigha to please stay while he goes
where the Lord sends him, or Elisha asking, “Pléeisthere be a double portion of your
spirit upon me.** Rice believes that Elisha’s request for a doubleign also illuminates
the filial relationship between the prophet andgristégé. Rice argues, “A double share
was the legal right of the firstborn son and suscesf his father as head of the family
(Deut. 21:15-17). Elisha does not ask to receiveawas much spirit as Elijah, but twice
as much as any other ‘son’ of Elijaf?.”

When Elijah is taken from Elisha’s presence, Eishes out to him saying, “My
father, my father!” Also, not only did Elisha tdas clothes in grief, but he tore them in
two pieces? Rice writes,

The intensity of Elisha’s exclamation expressedhgydoubling, “My

father, my father,” and the possessive pronoun, ['afyhi] father,”

bespeak an intimate personal relationship, heigltdry the pain of
parting...When Elijah is taken from him, Elisha do®t simply tear his

3 Gene Rice, “Elijah's Requirement for Propheticdazahip (2 Kings 2:1-18)Journal of Religious
Thought59/60, no. 1 (2007): 7.

42 Kings 2:9.
S Rice, 5.

62 Kings 2:12.



17

clothes, a traditional expression of sorrow (€2d&ings 22:11), but tears
them “in two pieces” (v. 12), tangibly expressihg tepth of his paifY.

Another aspect of the leadership development gsorsethe continuation or
completion of the leader’s mission. After the chaaf fire takes Elijah into heaven,
Elisha takes up Elijah’s cloak, the symbol of thephetic office’® Rice believes that this
taking up of Elijah’s cloak is a reminder of Elijahunfinished missiofi? which is similar
to Zucker’s understanding of Joshua’s role in fimg Moses’ mission of bringing Israel
into the Promised Land.

Elisha finished Elijah’s mission. When the Lordramanded Elijah to call Elisha
as prophet, Elijah was also commanded to anointéldn be king of Syria and Jehu to
be king of Israef! The writer of 2 Kings 8 records Elisha informingzel that he will
be king over Syrid? Shortly after, Elisha directs one of the sonshefprophets to anoint
Jehu, the son of Jehoshaphat, king of Israel,adsté Ahab. Thus, three commands
given to Elijah were at length carried out andifiglfl by Elisha>®

In examining both Moses’ development of Joshuatidh’'s development of

Elisha, Zucker summarizes,

*"Rice, 7.

81 Kings 19:19.
“Rice, 9.

%0 Zucker, 227.

11 Kings 19:15-17.
%22 Kings 8:7-15.

>3 M. G. Eastonlllustrated Bible Dictionary, 1 vol{New York, NY: T. Nelson and Sons, 1893), 224.
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A good leader sets a personal example and sengemaslel for appropriate
behavior. Elijah served as a guide for Elisha bleapBat, just as Moses had been
the mentor of Joshua ben Nun. Some of this mem@ima modeling was direct,
and in other cases the disciple was aware of Emgiar’'s fame and sought to
adopt similar behavior...Both followed and honotiease who preceded theth.

Jesus with His Disciples
After a night of prayer, Jesus chose his discipl@hese disciples were to spend
time with him, which was the most tangible evidentdesus’ work to develop them as
leaders’® H.B. London, vice president of church and clergyfocus on the Family,
shares,

He spent time — lots of time — with His disciplete ate with them. He
sometimes even taught them pastoral ministry lestwat they could
never forget as they walked together to the neristiy site. He loved
them. He modeled ministry for them. And they led@ras much about the
“whys” as well as the “hows” of ministry as theytalaed Jesus minister
to people in different settingé.

Gene Wilkes, long-time pastor of Legacy Baptisti€h, agrees with London’s
assessment of the extensive time Jesus spent withisiciples. Wilkes writes,

Jesus seldom did ministry by himself. Jesus wad bod Master and
needed no one to help him. Yet no matter what redeang, he
ministered with his disciples nearby. He usuallg baleast three disciples
with him wherever he went. By constantly having diessest followers
near him, he showed how the best lessons cametfr@classroom of
experience®

54 Zucker, 229.
55| uke 6:12-13.

%6 Mark 3:14.

" H. B. London and Neil B. Wisemaihe Heart of a Great Pastprev. ed. (Ventura, CA: Regal Books,
2006), 14.

%8 C. Gene Wilkes)esus on Leadershiwheaton, IL: Tyndale House Publishers, 1998), 213
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Through this interaction and ongoing relationslgsus constantly taught his disciples
what they needed to know. Wilkes continues, “Hened them about the nature of the
kingdom of God (Matt. 13) He explained his missfbtark 10:32-34). He performed
miracles to teach lessons (Mark 4:35-41). Jesus matructed his disciples on their
attitudes about being followers?

Bob Flayhart, founding pastor of Oak Mountain Pygsban Church, in his
doctoral thesis on the use of the gospel in mamjaand development, also recognizes
that Jesus taught and developed his disciplesigdhtext of relationship. Flayhart
summarizes,

Christ taught the Gospel of God and its implicatidde taught His

disciples the content of the Gospel in the contéxelationship. As He

taught them the content of the Gospel, He alsohailngm the principles

of Gospel living. Though Christ taught much on babial issues and

gave many commands for kingdom living, Christ alpoke much on the

heart and the need for faith in Him expressedrpte repentance and

trust. Christ modeled how to walk with God in tlealities and rigors of

daily life and mentored His men in attitudes, Hsliend behaviors. Christ

even modeled the Gospel through how He relatededlisciples and how

He called them to relate to one anotfi&r.

As such, it seems that Jesus related to his descipla parental manner that was
similar to the relationship between Elijah and BdisA.B. Bruce, former professor of
apologetics and New Testament exegesis at theGtreech Divinity Hall, Glasgow

(Trinity College), in his classic worlhe Training of the Twelveses Jesus’ prayer in

John 17 to show the depth and parental naturecafelationship. Bruce writes, “Jesus

*bid., 196.

9 Robert Flayhart, “Gospel-Centered Mentoring” (DnMiliss., Covenant Theological Seminary, 2002),
24,
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speaks here like a parent who lives for the sakdi®thildren, having a regard to their
moral training in all His personal habits, denyHignself pleasures for their benefit, and
making it His chief end and care to form their awders, perfect their education, and fit
them for the duties of the position which they @estined to fill.**

By spending time with Jesus each day, the discyd@sed a model and example
for leadership and life. After serving his discgpley washing their feet, Jesus said to
them, “Do you understand what | have done to yoa@ &all me Teacher and Lord, and
you are right, for so | am. If | then, your Lorddaeacher, have washed your feet, you
also ought to wash one another's feet. For | haxeng/ou an example, that you also
should do just as | have done to y&a.”

The Apostle Paul also encouraged the Christiafime to follow Christ’s
example to bear with one another, serve one anahdrwelcome one another just as
Christ had don&® While in prison, Paul also encouraged the Phiippito follow
Christ’'s example of humility. Paul wrote,

So if there is any encouragement in Christ, anyfodnfrom love, any

participation in the Spirit, any affection and syatipy, complete my joy

by being of the same mind, having the same loviagha full accord and

of one mind. Do nothing from selfish ambition onceit, but in humility

count others more significant than yourselves.dasth of you look not

only to his own interests, but also to the inteyestothers. Have this mind

among yourselves, which is yours in Christ Jestm,though he was in

the form of God, did not count equality with Gothang to be
grasped, but emptied himself, by taking the forna gkrvant, being born

®1 Alexander Balmain Bruc&he Training of the Twelv@&rand Rapids, MI: Kregel Publications, 1971),
459,

62 John 13:12-15.

% Romans 15:1-7.
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in the likeness of men. And being found in humamfche humbled
himself by becoming obedient to the point of deatlen death on a
64

Cross:
Likewise, Peter echoes Paul's encouragement towadlhrist's example. Peter believes
that all Christians must use Christ’s life as a elddr their own, especially in the area of
serving others. Peter writes, “For to this you hbgen called, because Christ also
suffered for you, leaving you an example, so thmat gight follow in his steps®®

Derek Tidball, former principal of the London Sahof Theology and current
visiting scholar at Spurgeon’s College, believes thesus presents himself consistently
as a model of service and leadership. Tidball enpla

When his disciples were discussing when they wepaltiake of the benefits of

leadership, as conventionally understood, Jesusfiadly contrasts his style of

leadership with that of the Gentiles and says, &een the Son of Man did not

come to be served but to serve, and to give @salifansom for man§f

Jesus developed and empowered his disciples loyngetihhem out to do ministry
without him. This allowed his disciples to gain g@mal experience and provided
teaching opportunities when they returned. Jesigsalvke to discuss their successes and
failures, so they would have even greater suctesadxt time. Luke 10 describes one

such successful outing. Those returning exclaimigl jay to Jesus, “Lord, even the

demons are subject to us in your name!” Howevesygdeeminds them of the true cause

% Philippians 2:1-8.
%1 Peter 2:21.

% Derek Tidball, “Leaders as Servants: A Resolutibthe Tension, Evangelical Review of Theolog,
no. 1 (2012): 36.
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for joy and tells them, “Nevertheless, do not regoin this, that the spirits are subject to
you, but rejoice that your names are written invieea®’

Mark 9 records an experience that resulted inuaward failure but was
beneficial and successful in further developingdiseiples. After Jesus, Peter, James,
and John return from the Mount of Transfiguratiod aejoin the rest of the disciples, the
group encounters a boy with an unclean spirit ti@iother disciples had unsuccessfully
tried to exorcize. After Jesus heals the boy ofuthelean spirit, the disciples ask, “Why
could we not cast it out?” Jesus used their failareach them that certain demons
cannot be exorcized with anything but pra$er.

Similar to the Moses/Joshua and Elijah/Elisha i@tahips, Jesus invests his
disciples with the responsibility of carrying orstmission. First, Jesus gives his disciples
the “keys of the kingdom of heaven” so that whatekey bind on earth is bound in
heaven, and whatever they loose on earth is loosegaver’ Following his
resurrection, Jesus appears to his disciples aatt®s on them, giving the Holy Spirit to
fill them and to empower them for ministf§/At his ascension, Jesus gives his disciples

the Great Commissioft.Jesus again promises that when the Holy Spiritesonpon

57 Luke 10:20.
% Mark 9:27-28.

% Matthew 16:19.
0 John 20:22.

1 Matthew 28:16-20.
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them, he will enable them to be his witnesses insiem, and in all Judea and Samatria,
and to the end of the earth.
Paul with Timothy

Paul was instrumental in the development of Tip@th a leader. Timothy
accompanied and assisted Paul in his ministryrefigthening the church&When
Paul believed that Timothy was qualified to minisia his own, Paul left him in Ephesus
to lead the church. Tom Harper, in his ba@ading from the Lion’s Deneaches that
developing leaders must be tested and allowedltdH@rper writes, “Paul sent his young
protégé to consult with a wayward church in need strong leader. Timothy's risk of

failure was real.”*

As Jesus would instruct his disciples in theircesses and failures in
ministry to further develop and encourage them),Ri&ewise, continued to instruct and
develop Timothy through the writing of letters. Har writes, “Paul didn’t just send him
on this challenging assignment and hope for thg hesalso sent him a letter with
specific instructions for the job”

Martin B. Copenhaver, in his review Ghlled to Lead: Paul's Letters to Timothy
for a New Dayby Anthony B. Robinson and Robert W. Wall, notes,

Most of the letters that Paul wrote or that bearf@ame are addressed to

congregations. But these are a pastor’s letteasddher pastor, and their subject

is the nature and practice of pastoral leadersfipey were written in a context
of great uncertainty. Paul, the founding pastahefchurch in Ephesus, had taken

2 pActs 1:8.
 Acts 16:1-5.

" Tom R. Harperleading from the Lion's Den: Leadership Principlesm Every Book of the Bible
(Nashville: B&H Publishing Group, 2010), 165.

S bid.
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to the road, leaving the young pastor Timothy #alla congregation that faced
many challenge&

Wilkes also sees these letters to Timothy as omgeadership training, because they
represent Paul’'s ongoing effort to develop and eraxge Timothy as a leader. Leaders
who develops other leaders will themselves be éunpersonally developed in the
process. Wilkes explains, “Paul wrote to the yopagtor and told him to entrust what he
learned from Paul to faithful men who would alse tpalified to teach others’ (2 Tim.
2:2). ‘Qualified’ in this verse means to be fitampetent for something. Paul told
Timothy to find ‘reliable,” or faithful, men who hepuld train to teach other§”Both
Jesus and Paul developed those who were with themable them to pass the mission
on to others.

Paul’'s development of Timothy for leadership ineal clearly defining for him
the characteristics and qualities possessed bgruand potential leaders. Paul gave
clear written instructions for Timothy’s ministry Bphesus. Throughout his first letter to
Timothy, Paul instructs, challenges, and encouragasegarding his leadership role. In
1 Timothy 1, Paul reminds Timothy of his commitmémthe gospel because of his call
to serve Christ® In the following chapter, Paul stresses the ingrare of prayer. Paul
then outlines the requirements of those who aréftpeato serve in the third chaptétin

the fourth chapter, Paul warns Timothy about apestand challenges him to

® Martin B. Copenhaver, “Called to Lead: Paul's éettto Timothy for a New DayChristian Century
129, no. 23 (2012): 38.

" Wilkes, 193.
81 Timothy 1:3-17.

91 Timothy 3:1-13.
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faithfulness with specific ways to serve Jesus &€h@hapter five instructs Timothy
about how to honor true widows and show respedtieelders of the churéfiin the
final chapter, Paul closed his letter by chargingdthy to guard the faith and pursue
godliness with contentment.

Like the previous examples, there is a public stivere of Timothy. Paul and the
elders set Timothy apart by the laying on of hafa@ce Paul reminds Timothy of this
to encourage and embolden him. In 2 Timothy 1:Bayl reminds his protégé “to fan
into flame the gift of God, which is in you througte laying on of my hands, for God
gave us a spirit not of fear but of power and lamd self-control ® Paul also reminds
Timothy of his gift, which was given by prophecyevhthe elders laid hands on Him.

While the examples of Moses with Joshua, Elijatin\iglisha, Jesus with his
disciples, and Paul with Timothy may not be settfas the biblical norms for leadership
development, they provide useful examples of howsteg leaders developed new
leadership among God’s people.

Theological Implications and Principles of LeadapsBevelopment

These biblical examples provide a number of thgiokd principles for leadership
development, several of which are relevant tostusly. First, there is a shared vision,
mission, and goal between the current leader aadekeloping leaders. Joshua, Elisha,

the disciples, and Timothy all continued to fulthle mission of those who developed

81 Timothy 5:3-25.
812 Timothy 1:6-7.

821 Timothy 4:14.
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them. Secondly, there is a high level of persaomaraction and depth of personal
relationship between the leader and those beinglde®d. Leaders invested time, effort,
and personal relationship in those they were deuaip Third, this interaction and
personal relationship is the medium through whiehleader instructs, encourages, and
empowers future leaders. Finally, there is a vesdoid public investiture of the leaders
being developed by the leader. Moses, Elisha, JasdsPaul each set those they had
developed apart as leaders in their stead. Alotig these biblical passages, there are two
primary areas of literature related to this stubhye first area addresses volunteerism,
focusing on the recruitment, training, and retambd volunteers. The second area
addresses leadership development in general, vgiieaal focus on leadership
development within the church.
Literature Related to Volunteerism

Like many organizations, the church depends oantekr leaders. Literature on
volunteerism impacts pastoral development of chigabers because these writings
address the recruitment, development, and retenfignlunteers.

Recruiting Volunteers

Literature that focuses on volunteerism ofternrasises the issue of recruitment.
Specific areas of focus include the struggle td fymalified people with the time and
desire to volunteer, as well as strategies for eragng these individuals to donate their

time.
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Difficulty in Finding Volunteers

Several authors have noted the increasing ditfiaalvolved in finding people
who are willing to help. Time restraints and thendeds of work and family make it hard
for people to volunteer. William Brackney, profesebChristian theology and ethics at
Acadia Divinity College, believes people today arare selective about how they spend
their time. This selectivity includes participationa local church or Christian ministry.
He writes inChristian Volunteerism

Joining small groups, taking leadership roles, gimgain educational

experiences and being elected to positions of tshgeare all voluntary

processes...the very issue of participation in alloocagregation or

fellowship has become selectively voluntary, tisapieople become

involved in a limited number of religious experiesdhat compete for

their limited time and intere§?.

Lauren Carroll understands this competition betwlewited time and the
unlimited number of volunteer opportunities. In heicle entitled,;The Impact of Excess
Choice on Deferment of Decisions to Volunté&zarroll uses the economic term “paradox
of choice,” which describes the tension betweerdtésere for a greater number of
options and the increased difficulty in selectingiet of those additional options to
choose. This difficulty often leads to indecisf§rCarroll believes this paradox of choice

describes the current situation of potential vaéens and the organizations that need

them. So many organizations are vying for volurdekat with the excess of options,

Bwilliam H. Brackney Christian Volunteerism: Theology and Prax@rand Rapids, MI: William B.
Eerdmans, 1997), 147.

84 Lauren s. Carroll, Mathew P. White, and Sabind,P@he Impact of Excess Choice on Deferment of
Decisions to Volunteer Judgment & Decision Makin@, no. 7 (2011): 629.
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people are less likely to commit to any of th&aying, “no” to all is easier than saying,
‘yes” to one.

Helen Little, a management and marketing consuftamon-profits, sees this as
an issue of supply and demdfidhlthough there is no single source that stateexaet
number of non-profits in existence, the United &atensus Bureau records the
existence of more than one million non-profit origations®’ Little believes that the
excess of choice has made recruiting volunteer® mifficult and competitive. With
many organizations experiencing cutbacks in regsjithere is an increase in the
demand for volunteers.

On the supply side, Little writes,

There are many macro environmental trends thattaffe availability of

volunteers. As a whole, people are seeking moranloalin their lives,

leaving less time for volunteer work. More thanezabe of corporate

downsizing has resulted in people doing more wathefr resources at

work. This has caused more stress in their liveshes left them less

willing to give up valuable personal time to voleet. Additionally,

because most American adults must work, they a@yndiscriminating

in their use of timé&®

Little believes that since people’s time is alreatiy premium, volunteer opportunities

that require long-term commitments, such as lengghys of office and committee

% Ibid., 636.
8 Helen Little,Volunteers: How to Get Them, How to Keep TliRaperville, IL: Panacea Press, 1999), 7.

87 «Table 583. Nonprofit Charitable Organizations—drhation Returns,” www.Census.gov,
http://www.census.gov/compendia/statab/2012/tabks€583.pdf (accessed May 28, 2013).

88 | ittle, 8.
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memberships, are intimidating and discourage pefophe becoming involved’
Considering this selective volunteerism, people wray choose a voluntary association
for what Brackney describes as “identification.” slgys, “Persons may wish to
contribute a minimum sum to achieve a place omtembership roster, while never
becoming involved in the actual work of the asstmigor its decision making®™

Mark Senter, chair of educational ministries ahity Evangelical Divinity
School, sees the difficulty of finding volunteensthe church being linked to a lack of a
theology of service. He writes Recruiting Volunteers in the Churchn our consumer-
oriented society individuals most frequently judige value of an activity by the personal
benefit derived from it* Senter continues,

The “gimme” mind-set has carried over into volumtegnistry in the

church. Frequently, a parent will choose not tele@unday School until

his or her child is old enough to be enrolled ia pfnogram. To make sure

that the child receives a good Sunday School etugahe parent will

make a commitment. But the commitment is not teiser it is a

commitment to protect one’s own intere¥ts.

Jerry Garfield, a field consultant for a clergy-laadership partnership named the
Alban Institute, agrees that self-interest, or mepecifically consumerism, has affected
the church. He writes,

We live in a busy society—longer work hours, litliscretionary time. Many

adults seeking spiritual solace and guidance dam,searching. What can you do
for me?” Along with curiosity, openness, and coeébneed, consumerism has

89 pid.

%0 Brackney, 124.
1 Mark SenterRecruiting Volunteers in the Chur¢Wheaton, IL: Victor Books, 1990), 23.

9 bid.
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entered congregational doors: “Do unto me becausally don’t have the time or
commitment to do unto you’®

To move individuals from self-interest to a greatense of service, Senter believes that
service must be preached and taught in the cHaBH. Hybels, founding pastor of one
of America’s largest churches, Willow Creek Comntyi@thurch, affirms Senter’s idea
of preaching and teaching on service when he a8ks,you teaching regularly on the
priesthood of all believers? Have you reminded ymople recently that they have the
Holy Spirit in them? Are you calling them to be atpof the redemptive mission of
God?” Hybels believes God uniquely created his [getapfulfill this calling, and pastors
must challenge them to fulfill this calling.
Encouraging People to Volunteer

Most literature that addresses the recruitmenbbainteers suggests specific ways
that organizations or leaders can encourage péoglegage. For Hybels, encouraging
people to volunteer is a simple matter of challaggne’s acquaintances to get involved.
Hybels writes,

If I need to recruit a new board member, | alwagstsvith somebody |

know...I think about all the qualified people | knavho aren’t serving. If

one of them strikes me as a possible candidaddgel the next step: | invite

him or her to lunch and present the needs of oarddf they are not
interested, that’s fine. Perhaps just opening theudsion will prompt

93 Jerry Garfield, “A New Approach to Recruiting Valeers,"Congregation®9, no. 1 (Winter, 2003):
44.

94 Senter, 30.

% il Hybels, The Volunteer Revolution: Unleashing the Power\drigbody(Grand Rapids, MI:
Zondervan, 2004), 64.
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them to think about something else they would yddie to do and | can
help guide them in that directidh.

Tony Morgan and Tim Stevens, both pastors at Gra@gmmunity Church, and
authors of th&imply Serieswhich deal with best practices for churcheslieve one of
the best ways to encourage people to volunteertelltthem how they can use their gifts
and experiences to help others. Morgan and Stquep®se that in assisting others,
people find purpose and fulfilment. They find thaten people see how they could
influence the lives of others by volunteering ipaaticular role, they are the ones who
truly benefit. So in the end, both the servant ligdone being served are blessed. As
Morgan and Stevens write in their bo®knply Strategic VolunteersThe focus is not on
the need for help only but on the potential voleniaterested in contributing into the
lives of others.*

Hybels agrees, surmising that when people seeempaging in the lives of others
is personally fulfilling, they are motivated to voleer. In a conversation with a new staff
member at Willow Creek, Hybels was asked if hedaltty about asking already busy
people to volunteer. Hybels responded,

During the next few months you’re going to meetgeavho stand at drill

presses, ten hours a day, five or six days a wa&@len they go home at

night, few of them sense the pleasure, meaningparmbse of life

they’ve heard advertised in commercials for bearomnputer systems.

They're godly, conscientious people, and they fieahkful for their jobs.
But they don't find satisfaction for their soulsthe drill press®

% |pid., 107.

o7 Tony Morgan and Tim SteverSimply Strategic Volunteers: Empowering PeopleManistry
(Loveland, CO: Group, 2005), 17.

%8 Hybels, 11.
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Many recruiters agree that to create a fulfillisgul-satisfying experience for the
volunteer, they must be a good fit for the positierom the volunteer’s perspective,
Patrick Corving of the Corporation for National abdmmunity Service, suggests
asking:

What'’s your passion? Some folks are interested iissue while others
are interested in an activity. People who enjoynd@utdoors may get
pleasure and fulfilment volunteering with park\sees. Someone who
believes in helping older people live independeatlitome might check
out Meals on Wheels.

What are your skills? Increasingly, charities atiteo nonprofits are
tapping the expertise of doctors, accountants, etisudx experts, and all
sorts of other professionals who show up with spdalent. Alternatively,
a recent college grad or someone looking to ree¢héejob market often
can find training in new skills.

Are you an adrenaline junkie? There’s a big diffieeebetween heading to
a disaster at a moment’s notice and signing ugelp kids learn to read.

How much time do you have? If you're busy, consaleirtual gig raising
money or writing Web copy for a nonprofit a few n@a month, or
volunteering during vacation. One-shot possib8itieclude a walk-a-thon
or the 9/11-Day of ServicE.

Most literature on the recruiting of volunteerstaémphasizes the effectiveness
of a personal invitation to volunteer. Jonathan @hdmas McKee of Volunteer Power, a
leadership development firm specializing in vol@niem, believe

Recruiting is an important process. Consider tierole of communication: “You

need to communicate the same message five timegifferent ways, and the

fifth time people often say, ‘I never heard thatdpe.” You need announcements,

written letters, testimonials, and write ups in sters. But most of all, when
you recruit, you need personal invitatiori&”

% Christopher J. Gearon, “Find the Best Voluntegf El.S. News & World ReportNov. 2010, 58.

19 jonathan R. McKee and Thomas W. McKEBee New Breed: Understanding & Equipping the 21st-
Century VolunteefLoveland, CO: Group, 2008), 35.
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Dan Reiland, longtime associate of John Maxwetinier vice president of Leadership
and Church Development BMJOY and executive pastor of 12Stone Church, agreéds wit

the McKees:

There are times when you will need to print an ameement for volunteers in
the church bulletin, post a notice online, or addrine congregation from the
platform. All these tactics are helpful, but thesti@vitations are made in person,
face to face. If the invitation matters, make itgomal. I've received many
invitations by mail, but the ones that also incldidephone call or some kind of
personal contact made much greater imp3ct.

Morgan and Stevens call these personal invitatiamulder tapping.” They believe this
is essential to the recruitment of volunteers. &tswvrites,

All leaders and volunteers must believe that th&r responsibility to “tap the

shoulder” of the folks next to them and invite thigrto ministry. I'm not

referring to the people sitting next to them on &ymorning, but the people

standing next to them in life - the people with whthey are in relationship. It is

Sso inviting to hear, “Join me.” This tells me tisaimeone wants to be with me,

that | have worth, that | can make differeri&.

Susan Ellis, national columnist for tNenprofit Timesand founder and president
of ENERGIZE, Inc., a volunteer management compagyees with what these other
authors have written. However, she believes thereason for doing face-to-face
recruiting is that it offers people the opporturtityconverse and explore whether they fit
with the organization. Ellis explains,

Even if this conversation does not lead to thegelsecoming a

volunteer, you can still make a friend for your amgation. People who

are approached to help can become supporters iy weys, from giving

money to community advocates...such individual @onis always
positive, even if the result is a no to the invaatto volunteer. Why?

%1 pan ReilandAmplified LeadershigLake Mary, FL: Charisma House, 2011), 96.

192 Morgan and Stevens, 46.
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Because it is always flattering to ask some toi@pete. You are

implying, if not actually saying, that this persoas talents that are wanted

and needed. If you did not feel the person wastenpially good

volunteer, you would not be having this conversatf3

For many, a personal invitation is the most effectvay to enlist volunteers.
However some authors, especially those dealing valtinteers in the Christian
community, claim when encouraging individuals tdwneer, it is more about the calling
of God. Both Hybels and Senter believe this tohgedase. Senter reassures, “Though the
task of recruiting workers...may seem overwhelming antimes awesome, the
responsibility does not lie with pastors alone... Oree ultimately in charge of providing
workers is the Spirit of God"** Jesus encouraged his disciples similarly, sayifge
harvest is plentiful, but the laborers are few. rElfi@re pray earnestly to the Lord of the
harvest to send out laborers into his harv&$t.”

Developing Volunteers

Along with focusing on recruitment, volunteerisitedature emphasizes the

importance of developing and training volunteeigpits addressed under development

and training include defining the role of the vakeer and equipping volunteers to fulfill

those roles within the community or organization.

193 susan J. EllisThe Volunteer Recruitment (and Membership DevelopnBook 3rd ed. (Philadelphia,
PA: Energize, Inc., 2002), 95.

104 Senter, 28.

105| ke 10:2.
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Defining Roles and Needs

Ellis believes that before someone can be equippgdlunteer, the role must be
clearly defined. An unclear description of the fbat needs to be performed, creates a
risk of recruiting people who do not meet the neeztording to Ellis, having the wrong
volunteers may be worse than having no volunt¥&isttle agrees with Ellis that the
need and the role of the volunteer must be defioeddre volunteers arrive. Little writes,
“Often volunteers are asked to work on a projebtbiteeteam leaders are recruited, the
tasks defined, and the preparations is completa wesult, time and talents are wasted
and volunteers lose interest”

Jo Rusin, a volunteer coordinator for more thartytlyears, supports Ellis and
Little’s emphasis on starting with a clearly definelunteer need before recruiting.
Rusin advocates,

Before you begin recruiting volunteers, decide éyaghat you want them to do.

We need volunteers to help out around here ismaiigh to design a volunteer

program and to begin recruiting volunteers. It miggem wise to get some

volunteers, see what they can do, then decide wloerean use them. As logical
as this may sound, it doesn’t work in practicesfilook at your organization and
find the opportunities to use volunteé?s.

To find these volunteer opportunities, Rusin sutgyasking staff and supervisors to

think of the needs that volunteers can meet. Rgsiches that the next step is to, “Take

106 Ejis, 5.
107 ittle, 20.

198 30 B. RusinVolunteers Wanted: A Practical Guide to Finding d¢ekping Good Voluntee(Mobile,
AL: Magnolia Mansions Press, 1999), 23.
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the time to divide the work into smaller parts avrite simple, accurate job
descriptions.” Rusin concludes,

A few hours spent establishing exactly what youtwanir volunteers to

do will save time throughout the volunteer progrétrmakes targeting

groups and individuals for potential recruitingieasWhen paid workers

see exactly what volunteers will be doing, theylass likely to feel their

jobs are threatened and more likely to support/ttenteer program.

Additional supplies and equipment can be programmedvance of the

volunteer’s actual arrival. Necessary training &orchs can be developed

in advance. In short, a clear focus on volunteasks makes the actual

development or expansion of your existing prograsiex.” Don’t skip

the job description steff

Patricia Bays, an educator and volunteer in thglidan Church of Canada,
supports Rusin’s warning not to skip the job dgdmn step. Bays gives some
suggestions about what should be included in syoh description. She writes in her
articleThe Care and Nurture of VolunteefRecruit volunteers for specific tasks. Does
the church need Sunday school teachers? Whatitiéinginistries (reader, intercessor,
greeter) are looking for additional volunteers? Whareach programs need more help?
Include these elements in the job description:

* Details of the task(s) to be done;

* Estimate of how many hours per week or monthjdbeequires, for example,

church school teachers need to be aware that midpreparation time is needed,

as well as Sunday class time;

» Explanation of orientation and training that via# provided;

1091hid., 26.



37

« Promise of support that will be provided to volwertefrom staff, a volunteer
coordinator, or the person responsible for thig afework, such as the Sunday
school superintendent or the coordinator of théspdood cupboard,;

« Explanation of any reporting that is expected,;

« Time limit for the position.**°

Thomas McKee summarizes this idea, “Effective rgicrg demands a very clear,
complete, and brief presentation of the roles asgonsibilities of the position you're
recruiting for. This not only helps people know wtado once they get started, it helps
them evaluate if they're a good fit to begin witf*”

Little encourages sharing all information regarding position and expectations
in writing, thus creating a volunteer contr&¢tEllis and McKee communicate the same
idea. Little reasons,

Communicating the specifics in writing will increathe odds that he or

she will say yes and that the task will be complesatisfactorily. The lack

of a clear contract between a volunteer and thggireeam leader

presents a basic problem. In the eagerness togetteers to commit,

details regarding the expectations may not be conncated clearly.

There may be a misunderstanding about exactly thieatolunteer has

agreed to do. If nothing is confirmed in writingembers may verbally

commit to complete a task but then forget the tketar forget the
commitment altogethér?

10 patricia Bays, “The Care and Nurture of Voluntge@ergy Journal82, no. 7 (2006): 8.
1 McKee and McKee, 42.
12| jttle, 40.
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Although most literature about the importance dfrdieg volunteer roles comes from an
organizational perspective, there are some wntéis encourage potential volunteers to
ask for such clarification before connecting witpaaticular organization. Terry K.
Bloom, management consultant from Bloom & Assosiaiteforms potential volunteers,

Many non-profit organizations have poor recruitgtgndards and
practices, with no written job descriptions or dfizdtions. Rarely have
any task analyses been performed. Equally rarewarent needs
assessments, and the organization may be reluotantest time and
money in performing one. It is very important tigati push for an
assessment of needs at the local level...lobbffestigely as you can to
conduct a needs analysis for this unique circunestanith this group of
people™*

Similarly, the McKees encourage volunteers to baravef the added expectations that
may come from a volunteer coordinator using an, b@Mhe way” approach. They
recommend that before committing to an organizatopotential volunteer should try to
fully discover the roles and responsibilities a# fposition. InThe New Breedlonathan
McKee shares a story about something that his kafeexperienced after responding to
a request for volunteer helpers in a children’sistig.

Lori showed up to help the first week and askedhai\do you want me to
do?”

The leader handed her a huge manual and said pb{Cthe way, we ask
all volunteer leaders to read this” Lori showedthiebook after church (I
nicknamed iWar and Peace She took it home and started to read it.
Later that week the phone rang. “Oh, by the wayrevgaving an eight-
hour training session next Saturday and want alleaders to attend.”

Lori clarified, “I'm happy to read the manual antead the training if
that’'s what needed. But | just wanted to be a héldée coordinator
assured her again that it was all necessary.

114 Elizabeth Lean, “What's Different About TrainingMnteers?, Training & Development Journ&8,
no. 7 (July 1984): 21.
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Lori read the manual and even attended the tras@sgion. But the phone

rang again the next week. “Oh, by the way, we radleof our teachers to

be fingered printed. It's 40 dollars. We’ll senduya map of the place

downtown where you need to go.”

Two weeks, later, the coordinator asked Lori t@lseibstitute teacher that

week. Lori ran a class of 33 first-graders by hiérgk wasn't a pleasant

drive home from church that day. Whew! | can sélinember it clearly.)

We began to fear the phohe.
McKee agrees with Bloom that it is important fotwaeers to know what they are
getting into before they begin. However, McKeeestatThe problem isn’t volunteers
like Lori. The problem isn’t even asking volunte&se fingerprinted or attend annual
planning retreats. Rather, the problem is the welemrecruiter using the ‘Oh, by the
way’ method to snag volunteers:® Expectations need to be clarified. If a volunteer
coordinator takes this approach often, McKee wahesresultant frustrated and weary
volunteers will quit.
Equipping the Volunteer

A significant body of literature on volunteerismovers the need to train and equip
volunteers. Most writers on the subject agree Bithny Fader, a consultant for not-

profit-organizations, who feels that volunteers eonith the best intentions, but their life

experiences have not equipped them sufficientlyaiadle the tasks they have

115 McKee and McKee, 29.

118 hid., 28.
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volunteered to undertaké’ Fader believes that volunteer managers need tadero
sufficient support and training to enable volunsetersucceed in their rolé¥

Teena Stewart, editor Ministry in Motion believes that training and equipping
of volunteers is just as necessary as trainingegupping those applying for a driver’s
license. She relates, “Individuals first study thenual and participate in classroom
training. Next comes behind-the-wheel trainingldeked by a learner’s permit. Finally,
after hours of practice, a person is declared réadyive independently**® Stewart
believes that effective volunteer training shouybeéi@te in a similar manner. She argues,
“It's foolish to place a person in a position, tHenhher go without an explanation of how
things operate, the details of the specific posjtend the tools necessary to do the
job."*?% Stewart concludes by supporting Fader’s view toéiinteer managers need to
provide support and training to enable volunteersucceed. Stewart shares, “Training,
equipping, and coaching volunteers reduces gréatlyyumber of well-meaning persons
who ‘crash’ somewhere down the rodd”

Likewise, Rusin believes that no job is self-explamny, regardless of how easy it

may seem to the volunteer manager. Rusin expldtven the most well intentioned and

17 sunny Faderd65 Ideas for Recruiting, Retaining, MotivatingdaRewarding Your Volunteers: A
Complete Guide for Nonprofit Organizatiof@@cala, FL: Atlantic Pub. Group, 2010).

18 pid.
19 Teena M. Stewart, “Training, Equipping, and Coagti Clergy Journal79, no. 8 (2003): 23.
120 |pid,
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energetic new volunteers will make mistakes unéesseone takes time to show them
what to do and what standards are expectédShe continues,

If at all possible, show new volunteers, rathenttedl them. A hands-on

approach builds confidence in the new volunteer sdns to herself, “If

you can do this, so can I.” Showing also bringshgpglitches or

peculiarities in a task, such as a balky compuberrputinely have to

reboot or a dog that lunges on the leash. Pat@athing in the beginning

on an entry-level job will go far to boost a newurtdeer’s confidence and

sense of satisfactiof®

As to actual training methods, most authors agiée Denise Locker, director of
volunteers for Medical Ambassadors InternationakKer argues that training methods
and approaches vary greatly because each orgamzatinique in its size and scope,
and each volunteer position requires unique trgiaimd equipping. However, according
to Locker, there are a few key characteristics éinatessential to any successful training
program, no matter the size of the program or Kilks s\eeded®* Locker articulates
these characteristics as respect, responsibifity a@countability. Locker urges that when
training or equipping volunteers, it is importantréespect them. She counsels,
“Volunteers are there by choice. Out of the goodradgheir hearts they are giving you
an invaluable gift of time and service. Show regand speak respectfully each time you

come in contact with then?® Speaking down to individuals or treating them like

subordinates does not show respect. Secondlyinigertant to communicate

122 Rusin, 56.
123 |pid.

124 Denise LockerThe Volunteer Book: A Guide for Churches and Nofigsr¢Kansas City, MO: Beacon
Hill Press, 2010), 57.
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responsibility Locker encourages providing a variety of trainingthods and
opportunities, making sure the volunteers are awhtiee expectations and requirements
of the position and allowing for questions andifitzations’?® The final key

characteristic is accountability. Volunteers musbw to whom they report and who
reviews their work?’

Likewise, Reiland gives five characteristics hadwads must be included in the
process of equipping and training volunteers, réigas of the role or task they are doing.
The first is relevance. The training must addrasscurrent needs of the organization and
include the current resources available to meeteimeeds. Reiland uses technology as
an example of how quickly things change. He advikasan organization’s volunteer
training must stay current because standards astobectices are constantly changing.
The second is varietfReiland encourages using different methods of dgfivfrom
guest speakers to DVD series. However, he stréisseseed to “make sure the content is
high-quality and truly meets your training need$Third, Reiland argues that every
training and equipping approach must be based axctipality. He proposes, “The very
nature of equipping demands that it be useful. Rdng the team of the vision is always
great, and offering some philosophical backgroumthe need for that area of ministry is

a good idea. But ultimately your training must lagtical.*?° However, practicality

126 hid., 58.
127 | pid.
128 Reiland, 113.
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does not mean that the training must be boringetbee Reiland insists that any training
must be inspirationdahus stirring, motivating, and challenging thoseovattend. To
inspire volunteers, Reiland encourages tellingasoabout people on the team and the
individuals they have helped through their servildas will remind the volunteers that
they are making an impat?f

Finally, Reiland stresses that the training mudilseised The temptation will be
to use the time when everyone is together to aaderatems to the agenda. Although this
may seem like an efficient use of time, Reilanduaggthat it is actually
counterproductive. He states,

Announcements, reminders and general housekeepirecassarily

prolong the training time and truly detract frone tbverall quality of the

equipping program. Keep it simple. Stay focusemintyour team with

world-class excellence, then let the people go hdrhis is how you will

get them to come back for the next training sesstbn
World-class training may potentially increase teolvement in future training sessions,
however, having some type of volunteer training agdipping is proven to increase the
retention of volunteers. Frank Marangos, in higaesh studyThe Effect of Training

Workshopson Retention of Parish Religious Educators in tliee® Orthodox

Archdiocese of Americayanted to determine the relationship between atiecel at a
two-day regional teacher training workshop andréiention of teachers. The
Department of Religious Education of the Greek Quithx Archdiocese of America

implemented two-day teacher training workshopsienfall of 1997. The goal of the

130 hig.
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workshops was to help enhance confidence, incieag@ctional capabilities, and extend
the service of volunteer parish religious educatdl@drangos’s study determined that
there is a significant difference between the rgarrate of volunteer parish religious
education teachers who attend regional trainingslups and teachers who do not
attend. These workshops were comprised of sevaialrig modules. These training
modules focused on content, pedagogical theorigésreathodologies, leadership, and
classroom techniques. At the conclusion of the dag-workshop, participants were
given a professional development certificate ofipgmation3

The results of the study showed that sixty-seveogme of the volunteer teachers
who attended the regional training workshop weitevelunteering after two years.
Whereas, only fourteen percent of those voluntsehers who did not attend the
training were still volunteering as teachers aftes years:>®

Marangos concludes,

We have observed throughout this study that trgimorkshops

positively affect the retention rate of parishgalus educators. From the

analysis of the data it may be concluded thatitngiavorkshops have an

effect on the retention rate of religious educateachers. This study

indicated that there is a significant differenceha retention rates of

teachers who participated in an in-service trainiogkshop with those

who did not attend.

The voluntary sector of the church is an importanttext for continuing

education. The Archdiocese should therefore sdsiamsider the

connection between the quality of learning anddim@tion of voluntary

service... Providing in-service training workshops garish religious
education teachers may increase the retentiorofabe participants.

132 Frank Marangos, “The Effect of Training WorkshapsRetention of Parish Religious Educators in the
Greek Orthodox Archdiocese of Americ&teek Orthodox Theological Revié8, no. 1/2 (2001): 132.

133 1bid., 149.
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Attendance may also encourage teachers to reméhneimnvolunteer
educational ministry for a longer period of timeinkservice parish
religious instructors are provided with ongoingrinag opportunities that
examine pedagogical theories, instructional tealescand course content

they are more likely to remain in their teachingigion for ten or more

years:3*

Defining the role of the volunteers, as well agirag and equipping volunteers to
perform those roles, are necessary if both thentekr and organization are to benefit.
However, there are other factors that lead to l@ngy retention of volunteers.
Retaining Volunteers
Jo Rusin warns, “Just because volunteers havedigp and begun working
doesn’t mean they will continue to volunteé¥Retaining volunteers is an area of
concern for any volunteer program. As such, retgmiolunteers is an emphasis of
volunteerism literature. Most discussions on retendf volunteers deal with adding
value to the volunteer and appreciating the volemte
Adding Value to the Volunteer
Helen Little lists twelve basic needs that volengehave. These needs must be
met if volunteers are to be successful and if tigaumization is to retain them. The
volunteer’s needs are as follows:
1. A specific manageable task with a beginning andrah
2.  Atask that matches interests and reasons for texuing
3. A good reason for doing the task.

4. Written instructions.

1341bid., 153.
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5.  Areasonable deadline for completing the task.
6. Freedom to complete the task when and where ibst m
convenient for the volunteer.
7. Everything necessary to complete the task withatgriuption.
8.  Adequate training.
9. A safe, comfortable, and friendly working envirormhe
10. Follow-up to see that the task is completed.
11. An opportunity to provide feedback when the tasknished.
12. Appreciation, recognition, and rewards that makehreasons for
volunteering:*°
Rusin agrees with many of the needs on Littlessdnd entreats that volunteers
must feel from the very beginning that they aredegleand that their time and skills are
valuable™*” Fader also sees the need to make volunteersdemidzand believes that
providing a rewarding experience can do this. Sheesy
The effective placement of volunteers is a balageict. The needs of the
organization must be balanced with the needs ofohenteers. The
organizations needs are relatively simple; theeecartain jobs that need
to be done. The needs of the volunteer are morglexmlf your goal as

volunteer coordinator is to develop a program thgpires long-term

volunteer commitment, you will want to find a wayrhake those required

volunteer positions rewarding for the volunteer\iti them **

138 Little, 19.
137 Rusin, 75.
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Reiland also concurs that adding value to the elemis an essential objective of any
volunteer coordinator. He articulates, “As a leageu must always balance numbers.
You'll need a certain number of people to makedkihappen in your ministry, but you
can’t see people as numbers. A great test is tg@slself if you are more interested in
the team members’ fulfillment and growth more tigatting the job done. People want to
feel needed, valued, and cared fbTittle agrees, “No matter how small the
contribution, each volunteer deserves acknowledgéthat what he or she did was of
value and greatly appreciatetf®

However, according to Little, a more effective wayadd value to a volunteer is
to connect the volunteer’s role or task with thkiga that motivated the individual to
volunteer in the first place. She offers,

Each volunteer has his or her own reasons for ve&rimg in your

organization. What motivates one might not motiatether. Some

volunteer leaders make the mistake of assumingathatembers

volunteer for the same reasons they do; for exagnapéared purpose,

personal recognition, or to contribute to a goaasea When recruiting

and managing volunteers, it is important to recogtinese differences

and match the tasks, work environment, and rewartise individual's

own reasons for volunteerirtg*

Rusin, Hybels, and others see personal fulfillnana significant motivator of
volunteers. Rusin offers,

Many people find their regular jobs professionalhd financially rewarding, but

not personally fulfilling. They may be in a job tHanits their contact with
people. Or they may want to develop skills, whiogitt job does not allow them

139 Reiland, 95.
140 jttle, 72.
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to do. Their regular job may not give them the apjation or sense of

achievement they seek. Volunteering gives theniulidment they are looking

for. 12
He stresses the need to connect volunteers witarappties in line with their interests
and personal motivations. Little also acknowledsjah development or self-
improvement is a common reason why individuals nt#dar. She shares, “These people
desire self-advancement and growth. They want ito maw skills in a safe environment,
or maintain or sharpen current skill§>Little advises matching these volunteers with
experienced volunteers who possess the skillsdbsiye, or train them to perform in
those areas of interet.

Ann Logue, freelance writer and lecturer in finaaté¢he University of Illinois at
Chicago, investigated the impact of volunteeringr@hviduals. She gives the story of
two women in her articlé[he Junior League Wants Y dbhe shares,

Renee N. Tucei, president-elect of the Junior Leagfu5an Francisco and

executive vice president and controller at Califafrederal Bank, says

her experience handling finances for a not-for{paanization

expanded her accounting skills.

“Volunteer work has helped me be a more patierdgreand a much

better listener,” says Tucei. “Sometimes, peopd ywant to know that

their side is being considered.” She also saysthiealeadership and

management training offered by the Junior Leagsegngen her skills that

are readily applicable to her job. “At work, you ge busy on everyday

operational things that you don’t have time to hpeadership and
management skills] as much you might like.”

142 Rusin., 75.
143 ittle, 31.
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Michele Sparks, a manager in the actuarial comgyfiractice at Ernst &
Young in Chicago, concurs. She’s a member of tméodlLeague of
Chicago, where she has worked with teenage mothéng LeClaire
Hearst housing project to help them stay in schodl delay a second
pregnancy.

Says Sparks, “I've had to get up in front of a &argimber of people and
ask them for ideas or convince them to work on moyget.” That, notes
Sparks, has made it easier for her to give preBensato prospective
clients at work. She also says community work haderher more open-
minded, noting that she's constantly remindedrbaeveryone is the
same as she is. “That helps in interpersonal cglahips at work.”

Sparks also finds that volunteer experience hasngher great ideas for
motivating her staff. After all, you can't offerluateers a raise or threaten

to fire them--two common ways corporations try totivate
employeed®®

Fader also recommends adding opportunities for grovithin the organization. She
suggests, “Some people are more comfortable dbmgdame thing over and over again,
but most people tend to lose interest once theyeanasskill or situation. Design your
volunteer opportunities so you can offer a progogsef work that will give your
volunteers the opportunity to grow within your ongaation.™*°

Additionally, Morgan suggests another way of addmlue to the volunteer,
especially those that Fader describes as proggesgmroles with greater responsibility.
He advises publically commissioning them, and hesad,

Depending on the role you may want to hold a forocemémony to recognize the

person’s transition to the new leadership posit{dther roles may only require an

informal announcement to those the person wildagling. In any case, this is

your case to tell the rest of the team, “I fullypport this leader, and I’'m going to
do anything | can to help her succeéd.”

145 Ann C. Logue, “The Junior League Wants Youl#D, June 2001, 68-69.
148 Fader, 195.
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Appreciating Volunteers

Most literature addressing the retention of vagens resoundingly agrees that the
appreciation of volunteers is essential for lomgateetention. This idea has already been
mentioned under the discussion of adding valubeosblunteer, however, the amount of
literature, which includes appreciation as a speaifeans of retaining volunteers,
permits a deeper examination. Many authors sharenthortance of showing regular
appreciation to volunteers. Rusin asserts, “Volerge¢hrive on appreciation.
Appreciation is, after all, the only pay they getanking them once a year at the annual
volunteer recognition luncheon is not enough. Videns who feel their contributions
and time are not appreciated or are being takegréorted will stop volunteering. Few of
them will ever tell you why® Stewart claims in her articl8how Them They Matter,
“Volunteer recognition and appreciation honors gha$io serve and draws attention to
the importance of volunteering. Appreciation shawda matter of habit:*°

Similar to the idea of being a habit, Fader vieppreciation as a mindset. She
relates,

The idea that it is important to thank voluntesraot new; volumes have

been written on the subject. Lists of traditionatoeative new ways to say

thank you can be found in books and on the InteBwt gratitude should

not be just a gesture an organization indulgesaasionally to try to

show they care, nor should it be viewed as a céorkéep volunteers

involved. Gratitude needs to be a mindset — a dediie style of doing

business — for a nonprofit that is serious abawaimeng its volunteers; it

needs to be an integral part of the organizationlaire so the practice of
gratitude becomes second nature for its emplo}8es.

8 Rusin, 85.
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Hybels agrees that appreciation and the encouragahwgves has to be a part of
the culture of an organization. He jokes,

Volunteers need to be reminded that they're natycreknow how much |

appreciate it when I'm affirmed and told that what doing is important... We

need to create a culture of encouragement by takimgyto look each other in the

eye and remind each other that what we’re doingeratGod sees it, and for

what it's worth, | see it too. Your faithfulness tieas. Your gifts matterS:*
Reiland clarifies what appreciation really does aays to a volunteer. He offers,
“Appreciating someone is not saying thank you, tfothat is important. It is seeing the
value, worth, and quality in that individudf?

Although most literature on volunteerism deals wité recruiting, developing,
and retaining of volunteers, there is a need toodisr how to recruit, identify, and
develop volunteers specifically for key leaderdiuiles. Therefore, in discovering the
role of pastors in the process of individuals beicgnordained leaders in the church, an
extensive look at leadership development will bigngater insight into how one can
develop volunteer leaders who will be effectivégading a volunteer organization.

Literature Related to Leadership Development

Developing new leadership is essential in botkpfafit and non-profit
organizations, whether these organizations hawkgraployees, volunteers, or a mixture
of both. This is also true for the church. Becabs&need is universal, there is an

abundance of literature that deals with leaderdbiglopment in a variety of

organizations. Even though the majority of writiregkiress businesses and for-profits,

1 Hybels, 117.

152 Reiland, 26.
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they do provide insight into the role of the pasitothe process of developing leadership
in the church. These insights primarily focus om s$lkelection of which individuals to
develop and approaches to developing those seléidtede is a small section in some
leadership development literature that delvestimospecific role of the leader in
developing new leadership.
Selection of Potential Leaders

Literature that discusses the selection of paaktdgaders often enumerates the
specific qualities and characteristics those irtlials should possess. Jeffrey Liker, best-
selling author offhe Toyota Wayshares that the Toyota Motor Company believeplpeo
are the answer to successin Toyota Talent: Developing Your People the Toyoty,Wa
Liker writes, “If people are the answer, selectinglity people must be the ke{*
According to Liker, Toyota is primarily interestedhiring and developing people with a
strong work ethic. He points out, “It [Toyota], fees to locate in areas where people are
familiar with hard work and have the motivation essary to learn and perforrt”

In Good to GreatCollins records how Nucor Steel, a good to geeatpany, had
an approach similar to that of Toyota. Collin wsitéThe Nucor system did not aim to
turn lazy people into hard workers, but to createmvironment where hard working

people would thrive and lazy workers would eithenp or get thrown right off the

153 Jeffrey K. Liker and David Meieffoyota Talent: Developing Your People the Toyoty \Mew York:
McGraw-Hill, 2007), 12.
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bus.”™® As is the case at Nucor and in some of the otbimpanies Collins examined, he
writes,

Good to Great companies placed greater weight aracter attributes than on
specific educational background, practical skéjsecialized knowledge, or work
experience. Not that specific knowledge or skilis animportant, but they
viewed these traits as teachable (or at leastdédéahy whereas they believed
dimensions like character, work ethic, basic irgethce, dedication to fulfilling
commitments, and values are more ingraiftéd.

James Kouzes and Barry Posner, professors of Le@pdeat the Leavey School of
Business of Santa Clara University, summarize tiregained values as credibility, and
they believe, “Credibility is the foundation of tership.**®
Kouzes and Posner share many important lessdhsiimbookCredibility, but
according to them,
The meta-message is this: leadership is persdisahdt about the corporation,
the community, or the country. It's about you. égple don’t believe the
messenger, they won't believe the message. If pedgt’'t believe in you, they
won't believe in what you say. And if it's aboutwahen it's about your beliefs,
your values, your principles. It's also about houetyou are to your values and
beliefs!*®
In defining credibility, Kouzes and Posner statt there is one attribute that is
unquestionably of greatest importance. They write,
The dimension of honesty accounts for more of #réance in

believability than all other factors combined. Bggeen as someone who
can be trusted, who has high integrity, and whwoisest and truthful is

1% Collins, 51.
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essential. You may know someone is competent, dynamd
inspirational. But if you have a sense that thesperis not being honest,
you will not accept the message, and you will niingly follow. So the
credibility check can reliably be simplified to juse question: “Do | trust
this person?®°

Stephen M.R. Covey, author and CEO of CoveyLinkMigide, agrees with
Kouzes and Posner. He writes,

There is one thing that is common to every indigideelationship, team,
family, organization, nation, economy and civilipatthroughout the
world - one thing which if removed, will destroyetimost powerful
government, the most successful business, the thpghg economy, the
most influential leadership, the greatest friendsthe strongest character,
the deepest love.

On the other hand, if developed and leveraged ahathing has the
potential to create unparalleled success and pribgpeevery dimension
of life. Yet, it is the least understood, most metd, most underestimated
possibility of our time. That one thing is trdét.

Covey defines trust as confidence. He expandgi#fisition by saying,
The opposite of trust - distrust - is suspicion.aiVlyou trust people, you have
confidence in them - in their integrity, their agantheir capabilities, or their
track record. It's that simple. We have all hadengnces that validate the
difference between relationships that are builtrast and those that are not.
These experiences clearly tell us the differenc®tssmall; it's dramatic®?

For Covey, trust is a function of two things: cldest and competence. Character

includes one’s integrity, motive, and intent withople. Competence includes the

capabilities, skills, results, and track recordhaf individual. Both character and

180 1hid., 24.
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competency are vitaP> Kouzes and Posner share the two sides of the saimevith
Covey. “Credibility is mostly about consistencyweéen words and deeds. People listen
to the words and look at the deeds. Then they medlse congruence. A judgment of
‘credible’ is handed down when the two are consaifi

Maxwell confirms Covey, Kouzes, and Posner’s emsighan credibility and trust
as an essential characteristic of leadership. Mtbasserts, “People don't at first follow
worthy causes. They follow worthy leaders who preeneorthwhile causes. People buy
into the leader first, then the leader’s visidft’According to Maxwell, if a leader has not
built sufficient credibility with people, it reallgjoes not matter how great a vision they
have. Maxwell brings this idea of credibility fuircle, “Every message that people
receive is filtered through the messenger who dedivt. If you consider the messenger to
be credible, then you believe the message has.Vdfle

From a biblical perspective, Gene Getz, seniorgoadtFellowship Bible
Church North and director of the Center of Chur@m&val, points out that the
Apostle Paul also focused on character when deggtlie qualifications for men
who serve as leaders in the church in 1 TimothyEhd. Getz proposes,

Paul did not say look for men with the gift of pasteacher, or the gift of

administration. In fact, there is very little redace to ability or a skKill.

Rather, out of the twenty qualifications listedheteen have to do with a
man’s reputation, ethics, morality, temperamenbjtisaand spiritual and

1% 1pid., 30.
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psychological maturity. And the other one has tavith his ability to lead
his own family*®’

Although in agreement with these other writers, B#lander, founder and president of
Mars Hill Graduate School, goes further with ch&gabeing the defining aspect of
leadership,

Leadership is all about character. | am a charackave character. And

as a leader, I'm meant to be part of the transféonaf your character.

The wordcharactercomes from the Greek word for “stylus.” It is an

instrument used either to carve a piece of woa onark a piece of

papyrus. It carves, marks, and shapes.

All leaders must have character and must embragedharacter. At the

same time, | am to play that role with integritydagrace, which means |

havecharacter that can be measured as good or lagkiogness®®

Gayle Beebe, president of Westmont College, ales skaracter as the
foundation of all leadership responsibilities ftirad life.*® In The Shaping of an
Effective Leadehe quotes his mentor, Peter Drucker, the renowrpdreon
management, “The manager who lacks character —attenhow likeable, helpful or
amiable, no matter how competent or brilliant & imenace and should be judged unfit to

be a manager or a gentlemaf’Beebe agrees with Allender that leadership’s pryma

function is to shape the character of others. Refgto Drucker, Beebe says, “Drucker

%7 Gene A. GetzThe Measure of a MafGlendale, CA: G/L Regal Books, 1974), 17.

1% Dan B. Allender|eading with a Limp: Turning Your Struggles intoeBgths(Colorado Springs, CO:
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emphasized that our basic integrity and charactediaplayed in our willingness to
develop other peoplé®

In addition to possessing strong character, thex@ther qualities that many
writers believe a potential leader should pos®idisHybels speaks of the three C’s of
potential leaders and new hires. The first is attarawhich has already been addressed.
Hybels continues with competency and chemigdthyder competency, Hybels
encourages those looking to hire new leaders taftgo the brightest, most
accomplished, most effective leaders they can’fifhtilybel bluntly states, “Never
apologize for looking for maximum competence inyteammates, gifts and talents and
capabilities that will take your ministry to thextéevel of effectiveness*®

The list of competencies given by various authsngaist and varied. Morgan
McCall, professor of management and organizaticghénMarshall School of Business at
the University of Southern California, in his stualy identifying leadership potential in
future international executives, gives eleven stahpetencies. They include: seeks
opportunities to learn, acts with integrity, adaptsultural differences, is committed to
making a difference, seeks broad business know)dxtgeys out the best in people, is
insightful: sees things from new angles, has catadake risks, seeks and uses

feedback, learns from mistakes, and is open tizisrin.*"*

11 bid.
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Stephen R. Covey'’s list has some similarities t&Clts, especially in how it
begins with a focus on learning. Covey'’s list irid#8g: they are continually learning, they
are service oriented, they radiate positive endtwpy believe in other people, they lead
balanced lives, they see life as an adventure,dhegynergistic, they exercise
physically, mentally, emotionally, and spirituaftyr self-renewal-"

Maxwell offers yet another list of qualities to lotor in a potential leader. As
mentioned earlier, character tops his list, buades influence, because to Maxwell,
“leadership is influence*® He also includes positive attitude, excellent pedills,
evident gifts, proven track record, confidence, selfi-discipline, especially in the area
of emotions and the use of time. The final two cetepcies Maxwell includes are
effective communication skills and a discontentmeiti the status qud’’

Patick Lencioni, founder and president of the Tdkhteup, a management
consulting firm specializing in executive team depenent, does not give a list of
characteristics or competencies that a potentdeshould possess. RatherThe Five
Dysfunctions of a Tearhe gives a list of leadership qualities that wikagly hinder the
team and potentially destroy the organization. Hmwgethe opposite qualities mentioned
by Lencioni are included in the desired charadiegdisted by many other leadership
authors. According to Lencioni, the first qualityeader should not possess is a lack of

trust. Lencioni argues, “Trust is the foundatiorred! teamwork. And so the first

17> stephen R. Coverinciple-Centered LeadershiiNew York: Summit Books, 1991), 33-39.
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dysfunction is a failure on the part of team memkierunderstand and open up to one
another. And if that sounds touchy-feely, let mplai, because there is nothing soft
about it. It is an absolutely critical part of irig a team. In fact, it's probably the most
critical.”*”® Lencioni believes that a lack of trust causesdesatb hide or deny their
weaknesses and inabilities, thus harming the té@stead, Lencioni encourages a level
of trust within the leadership team to allow fomlesty and to provide other team

members an opportunity to come along side andtdhsaisindividual leader in their area

of weakness or failure, thus creating camaraderieumity "

The idea of embracing and allowing one’s weakneasddeadership deficiencies
to be known by others is what Allender emphasindss bookLeading with a Limp
Allender theorizes,

To the degree you face and name and deal withfgdures as a leader, to
the same extent you will create an environment goive to growing and
retaining productive and committed colleagues. Sonas the quickest
path up is down, and likewise, the surest sucoases through being
honest about failure... This is the strange paraddgaxfing: to the degree
you attempt to hide or dissemble your weakneskesnbre you will need
to control those you lead, the more insecure ydubscome, and the
more rigidity you will impose — prompting the ultate departure of your
best people. The dark spiral of spin control iredy leads to people’s
cynicism and mistrust. So do yourself and your oizgtion a favor and
don’t go there. Prepare now to admit to your dtadt you are the
organization’s chief sinnéf®

178 patrick LencioniThe Five Dysfunctions of a Team: A Leadership F&Bsn Francisco: Jossey-Bass,
2002), 43-44.
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Allender acknowledges that this is not an easy,gathhe argues that the alternative is
far worse. He explains,

If you don’t have the capacity to confess, acknalgieg in real time how much

you mess up, the result will be a workplace thabbges more cowardly and

employees who grow more self-committed, more cldsgebu and to one
another, and more manipulative. They will look tartthemselves, not for you or
the organization or their colleagu®s.

Allender leads right into Lencioni’s next dysfurmetal quality, which Lencioni
ranks as the highest: status and ego, which |leaals inattention to results. Lencioni
defines this as the tendency of leadership teambaesiio seek individual recognition
and attention at the expense of the collectivelt®and goals of the team. Lencioni
clarifies, “I'm not saying there is no place foroegn a team. The key is to make the
collective ego greater than the individual afféLencioni continues, “When everyone is
focused on results and using those to define sacitas difficult for ego to get out of
hand. No matter how good an individual on the teaight be feeling about his or her
situation, if the team loses, everyone los&&Next, Lencioni shares the poor quality of
being afraid of conflict. Lencioni is not referrimg tension with its passive, sarcastic

comments. Instead, he means constructive confiattincludes the ability to argue about

an issue and then walk away with no collateral dgem¥
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Ronald Heifetz and Marty Linsky, founders and fagolf the Center for Public
Leadership at Harvard University’s John F. Kenn8dkiool of Government, agree with
Lencioni and believe that leaders need to havaliigy to manage conflict. They
actually use the phrase, “orchestrate the coriftftThey propose,

For good reason, most people have a natural aveisiconflict in their

families, communities, and organizations. You magadto put up with it

on occasion, but your default mindset, like ousgrobably to limit

conflict as much as possible. Indeed, many orgénizmare downright

allergic to conflict, seeing it primarily as a soerf danger, which it

certainly can be. Conflicts generate casualties.d@ep conflicts, at their

root, consist of differences in fervently held b&si and differences in

perspective are the engine of human progt&ss.

As a result, Heifetz and Linsky believe that leadaust have the ability to rise to the
challenge and “work with differences, passions, eonflicts in a way that diminishes
their destructive potential and constructively lemses their energy®

Lack of commitment to decisions made by the leddpream is the next
negative characteristic Lencioni lists. He belietrest a lack of conflict will result in
decisions that everyone has not fully embracedcioem explains, “When people don’t
unload their opinions and feel like they've beestdned to, they don't really get on

board.*®® The final anti-quality is avoidance of accountipidmong peers. Lencioni

expresses the awkwardness,

185 Ronald A. Heifetz and Martin Linsky.eadership on the Line: Staying Alive through trengers of
Leading(Boston: Harvard Business School Press, 2002), 101
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Once we achieve clarity and buy-in, it is then thathave to hold each other
accountable for what we signed up to do, for higindards of performance and
behavior. And as simple as it sounds, most exeesitnate to do it, especially
when it comes to their peer’s behavior, becausg et to avoid interpersonal

discomfort*®®

Thomas E. Ricks, who has written five books abbatAmerican military,
includingThe Generals: American Military Command from WoMdr 1l to Todayjn
his article in the Harvard Business Review Onleférms Lencioni’s concern and
recognizes the need for accountability. Ricks meferPeter Drucker, who in the 1960s,
used the historical example of accountability i@ United States Army in the 1940s, and
of its leader, General George C. Marshall. Marshiadisted that a general officer be
immediately relieved if found less than outstandimjcks shares,

Ironically, by the time Drucker was writing, thevar had lost the practice
of swift relief that Marshall had enforced so vigosly. With regard to
talent management, it was already beginning tdteadifferent kind of
lesson—a cautionary tale. To study the changedratiny across the two
decades from World War Il to Vietnam is to learmte culture of high
standards and accountability can deteriorate. Arréview the extended
story of its past six decades is to comprehendran deeper moral: When
standards are not rigorously upheld and inadeqefermance is
allowed to endure in leadership ranks, the effectot only to rob an
enterprise of some of its potential. It is to |tise standards themselves
and let the most important capabilities of leadgrshiccumb to

atrophy**°

There is a significant amount of agreement amoaghttaracteristics desired in
potential leaders in both for-profit and non-prafiganizations, including the church. It

was surprising, however that more literature dgalith the characteristics of potential
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church leaders did not address what J. Oswald $arfdemer director of the Overseas
Missionary Fellowship, believes to be absolutelsessial. He declares, “Spiritual
leadership can be exercised only by Spirit-filleermOther qualities for spiritual
leadership are desirable. To be Spirit-filled idigpensable®* Sanders argues,

The book of Acts, an inspired source book for gales of leadership, is

the story of the men who established the Chrigtrarrch and led the

missionary enterprise. It is of more than passiggiicance that the

central qualification of those who were to occupgresubordinate

positions of responsibility in the early church vilaat they be men “full of

the Holy Spirit.” They must be known by their intiég and sagacity, but

preeminently for their spirituality. However brdint a man may be

intellectually, however capable an administratathaut that essential

equipment he is incapable of giving truly spiritieadershig

Leith Anderson, President of the National Assooratf Evangelicals, has a
completely different perspective than most of ththars regarding necessary leadership
competencies and traits. He declares, “The trytthese is no definitive list of leadership
traits. As hard as many have tried, and despitihalbooks that have been written, there
simply is no such list. Exceptions abourt@’Anderson gives several traits and several
exceptions, using biblical and historical examples. the essential trait of being moral,
Anderson mentions King David, an adulterer and rated For needing wisdom or
intellect, Anderson discusses Solomon, who wasvieest man to ever live; yet he

corrupted Israel with foreign wives and gods. Rdgeay the qualities of a visionary,

Anderson shares that Christopher Columbus did nowviwhere he was going and did

1913, Oswald SanderSpiritual Leadershiprev. ed. (Chicago: Moody Press, 1980), 97.
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not know where he was when he arrived at his dastim. Anderson concludes, “These
and other good traits certainly enhance the quafitgadership. In fact, the absence of
good traits usually makes leadership less likely more difficult. The point is that traits
arerelatedto leadership andelpfulto leadership but n@ssentiato leadership***
Leadership Development Methods

A significant portion of the literature relating fleadership development gives
specific methods and approaches for developingelsad hese methods share many
similarities, although they do differ in terms betrole the potential leader will play
within the organization. Maxwell gives a varietyasfronyms in his boolQeveloping the
Leaders Around Yolout he emphasizes two acronyms that define hisodeth
developing potential leaders; BEST and TRUST. BYsBEMaxwell encourages leaders
to believe in their potential leaders, encouragathshare with them, and trust them.
With TRUST, Maxwell shares that these potentiatléga need an investment of time,
including time to listen to them, to give them fbadk, and to provide coaching.
Maxwell encourages leaders to respect those whegnate developing by honoring their
time and recognizing their strengths and values Téspect leads to showing
unconditional positive regattirough constant encouragemeantd being sensitive to
those being developed by anticipating their feejrapncerns and needs. In the end,
Maxwell encourages leaders to touch those with whieey are developing connection
and affirmation by giving a handshake, high-fivepat on the back, assuring them of the

relationship and commitment that exists betweenehder and the one being

1941bid., 41.
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developed® These two acronyms briefly outline a more detaélpdroach that Maxwell
encourages people to use in developing new leadersever, to summarize Maxwell’s
approach, one would find a focus on modeling lestdpr mentoring, and coaching as the
primary methods of nurturing, developing, and tragmew leaders.

Regarding the modeling focus, Maxwell asserts fdit, the leader’'s major
responsibility in the nurturing process is modelirigadership, a strong work ethic,
responsibility, character, openness, consistermyneunication, and a belief in people.
Even when he is in the process of giving to theppeearound him, he is also
modeling.**® Modeling is the first step in Maxwell’s five-stémining process. The next
step is mentoring. Here, Maxwell speaks of bringimg person alongside the leader to
allow them to watch, while sharing the “hoafid “why” of the leadership role. Maxwell
then speaks of monitoring, in which the potentalder does the work alongside while
Maxwell coaches. Motivatiors the next step, where Maxwell allows the new é&dd
gain mastery while Maxwell continues to coach ancberage. Finally, Maxwell moves
to the multiplication step, in which the new leabtlegins the process of developing
another potential leader, thus repeating the pedcés

It is interesting to note that Maxwell’s primargrdext for leadership
development is within the church, yet his five-spepcess is almost identical to t8au

Ha Rileadership development process used by the Tdjotar CorporationThese
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three Japanese terms refer to the three primaggsiaf learning or development of a
student, and the three levels of involvement oftéaeherShumeans “to protect,ha
means “to break away,” amdmeans “freedom to creatd.iker describes the process,
which follows closely to Maxwell’s approach:

In theshustage, the worker is taught using a cycle of sgesay, and
practice. The worker sees the teacher do the sigthan tries it himself.
Next, the teacher repeats the step, this time gajoud the name of the
step and some key points about it, and then asksttident to do the
same. The teacher then goes through the step gt agming the step
and stating the key points, but now adding theaessvhy these points
are important, and asks the student to repeadtiall Through this
repetition, the worker learns the step and can noovi® the next step.

As the student masters each step, he beginsig $iré steps together,
ultimately learning the whole job. During tha stage, the teacher will
still stay around, checking on the student. Theheacontinues to bear
the primary responsibility for the trainee’s perfong the job in the
specified time with good quality. The trainee ipeated to do the job
exactly as specified with fine detail until he reas the point ofi, at
which he can do the job without thinking. At thiage, when the actions
needed to complete the job are habitual, the war&eifocus on
observing the overall work procedure and take nesibdity for
improving it — and for teaching othefs.

This coaching and mentoring approach to leadeidvelopment crosses over industries
and organizations. Most literature discussing lestup development includes the
coaching and mentoring model as a valuable and eeeessary method of developing
new leaders.

Tony Dungy, former Super Bowl winning National Foall League coach,

national speaker, and author believes that thehtog@nd mentoring method is

198 iker and Meier, 55-56.



67

necessary because it keeps leaders from becomngiginted by merely focusing on
accomplishing a task or the bottom line. Dungy dbss shortsighted leadership,
In football, it's about wins and losses and playméfths. In business, its
quarterly profits, shareholder equity, and salegetis. Not that these
things aren’t important — they are. But when thegdme the primary
focus of a business or a team, they inevitablyltésan organization that

is out of balance. Leaders whose definition of sssaepends on such a

short-term focus will one day wake up to discovaytve missed out on

what is truly important, namely, meaningful relaships'®

Dungy challenges leaders to ask how they can miiex people better, to make them all
that God created them to be. He encourages ledttestgad of asking, how can | lead
my company, my team, or my family to a higher levesuccess? We should be asking
ourselves, how do others around me flourish asultref my leadership?® Dungy
defines this as the key of mentorifig.

Clinton also teaches that the focus of leadership develop the potential of
others. He believes, “God has given some peopledpacity and the heart to see
leadership potential and to take private and peisaction to help the potential leader
develop.Z*? Clinton refers to these people as “divine contaetsd notes that their role is
to mentor’® Clinton provides this fuller definition of mentag, “Mentoring refers to the

process where a person with a serving, giving, eragng, attitude, the mentor, sees

199 Tony Dungy and Nathan Whitakdthe Mentor LeadefCarol Stream, IL: Tyndale House Publishers,
2010), 4.
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leadership potential in a still-to-be developedsper the protégé, and is able to promote
or otherwise significantly influence the protégéral in the realization of potentigd®

Bobb Beihl, executive mentor and president of Mgdd@mning Group
International, defines mentoring as a lifelongtieleship in which a mentor helps a
protégé reach their God-given potentf&lBeihl supports Dungy’s claim that much of
leadership development incorrectly focuses on tesather than relationship. Biehl
points out that in the past, mentoring, which igedeping people, was a way of life
between generations. It was assumed and expeataetlddes, “Mentoring was the chief
learning method in the society of artisans whera@rentice spent years at the side of
the craftsman learning not only the mechanicsfahation, but the ‘way of life,” which
surrounded it#° As for what is happening today, Biehl laments,

Today what passes for people development happemslassroom, and

the certification of a person is by diploma fromiastitution rather than

the stamp of approval from an overseer, a mentog.cFiteria for the

judgment of people usually rests upon knowleddgeerathan wisdom,

achievement rather than character, profit rathen dreativity. And as

long as that is true, mentoring will likely be sadeclass matter in our

value system’’

Pastors Rowland Foreman, Jeff Jones, and Brucenitli their work,The

Leadership Batomlso insists that in the church, mentoring is ei$ak They contend,

There is something about church life that makesasly to attend to urgent
matters like planning next Sunday’s worship timéfmver get around to

2% |bid.
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matter — mentoring leaders, for example — thatatieal to the church’s
long-term health and effectiveness. Mentoring preaead future church
leaders is essential, not optional. It's essefiabiblical reasons.
According to Ephesians 4:11-12, church leaderscabe equippers, not
just practitioners. And it's essential for practiceasons. We are not going
to be here forever. We must train our replacem@fits.

Drs. Scott Allen and Mitchell Kusy, leadership coltants and professors at John Carroll
University and Antioch University, believe that,vagh mentoring, coaching is an
essential part of leadership development. Theyriasse

Developing leadership is like developing a skil&tlete. Quite simply,

most people need to practice to become world-clHssy also need

coaching...If you are hoping to develop leadershyacdy in those

around you, sporadic and haphazard coaching is guitabsurd approach

when one looks at this prospect logically. Whatspiring gymnasts

received the same amount of token coaching? Whalkdwbeir skill

levels be? Certainly not Olympic caliber. Some suigers may say they

don’t have time. We would argue that managersd to make time®®

The International Coaching Federation (ICF), wigekks to advance the art,
science, and practice of professional coachingyedisas to provide accreditation for
professional coaches, defines coaching as “an aggwnofessional relationship that
helps people produce extraordinary result in tines, careers, businesses, or
organizations. Through the process of coachingntdideepen their learning, improve

their performance, and enhance their quality ef'fif° The ICF defines the process of

coaching as:

28 Rowland Forman, Jeff Jones, and Bruce Millére Leadership Baton: An Intentional Strategy for
Developing Leaders in Your Chur¢Brand Rapids, MI: Zondervan, 2004), 100.
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...coaching that accelerates the client’s progregzrbyiding greater focus and

awareness of choice. Coaching concentrates on whengs are now and what

they are willing to do to get where they want taéhe future. ICF coaches

recognize the results are a matter of the client&ntions, choices, and actions,

supported by the coach’s efforts and applicatiothefcoaching proce$s:

Discussing coaching within the church context, §€bbmas, president of the
Network Director Board of the Acts 29 Church PlagtNetwork, and Tom Wood,
president of Church Multiplication Ministries, beke that coaching leaders is a
necessary role for pastors. They propose, “Coaahindgstry leaders is a key aspect to
their ongoing effectiveness as shepherds of thd’sdlock.”*** Thomas and Wood
continue, “We believe coaching is nhecessary becidisa process of imparting
encouragement and skills to a leader in orderlfdl fineir ministry role — something
every leader need$*

More than twenty years earlier, Bill Hull, pastoidaauthor of several works on
discipleship, identified the idea of coaching &®g approach to developing others. Hull
believes that the term “coachtcurately describes the role of the pastor, arardiges
that the analogy of coaching fits the pastoral tastker than any other. From his
perspective, Hull claims, “With respect to prinepthe pastoral task is the same as

coaching.?!* He contends that the similarities are striking] #mat people understand

that a team’s performance is linked to the coachktaf. Hull unpacks the analogy,

“bid.
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The coach doesn't play the game. He has playedatmee, but his purpose is to
teach others to play. When the whistle blows aedyéime begins, the coach
stands on the sidelines. His work is not to playg,tb manage those who do. He
demonstrates skills, develops team philosophy,dasigns plays. He motivates,
disciplines, aggravates, and whatever else is metederepare his team to pl&y.

Although Hull's sport analogy is effective, Thonmeasd Woods give a clear description of

what a leadership coach does:

1. A coach provides feedback, correction, and quiddor pending
decisions.

2. A coach provides counsel, admonishment, andugagement for
challenges.

3. A coach provides steps of action and stratdgref®llowing God’s
calling#*

According to Thomas and Wood, “Good coaching ineslpersonally observing

the disciple in life and action, and instructing flee benefit of the discipl€*” Like

mentoring, coaching happens in relationship. Thoamas\Wood refer to this relationship

as a “gospel friendshipThey claim,

Far too often, churches treat those serving ircthuech as a commodity. We
adopt a consumerist approach to our relationshipd,we use people to get
ministry done. We believe there is a better, mapédal way to work with people
in our churches. Pastors and church leaders cagergher church leaders and
volunteers in a personal, loving, and equipping meanproviding the tools
necessary to help them fulfill God’s calling onitHaves to make disciples and
glorify him.?®

% bid.,

91.

28 Thomas and Wood, 38.

27 |bid.
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Because of the relational aspects of mentoringcaadhing, leadership
development literature often combines them. Althotigere are many similarities, they
are different. Leadership consultants Ram ChartaveDrotter, and Jim Noel, in their
collaborative workThe Leadership Pipelinglistinguish the two. They inform,

Coaching generally has to do with success in tlheentiposition, with

some emphasis — say, 10 to 15 percent — on theposition. Mentoring is

the reverse. Most of the emphasis is on the fuprahably 80 to 85

percent; only 15 to 20 percent is focused on theeati performance.

These terms tend to be used interchangeably, brg tkally should be

this much of a difference in empha$fs.

The selection of potential leaders and developege individuals through
methods like mentoring and coaching is a part efrthe of leadership in developing new
leaders. However, the literature shows there dreratays in which leaders are involved
in the process of leadership development.

The Role of Leaders in Leadership Development

Some literature on leadership development addrélsseasle of the leader in
developing others. Kouzes and Posner writ€nedibility that the role of the leader in the
leadership development process involves develapiegapacity of people. They claim,

Leaders must develop the capacity of people irotganization to act on

the shared values in ways that increase the org@mivs credibility with

its constituents. To develop capacity, leaders rexgand or realize the

potentialities of the people and organizations tleag; the must bring

them to a fuller or better state. Leaders mustragbat educational

opportunities exist for individuals to build th&mowledge and skill.

Leaders must provide the resources and other ara@mmal supports that

enable constituents to put their abilities to cangtve use...Leaders earn
their credibility by fulfilling their promise thaveryone is a leadéf’

%9 Ram Charan, Stephen J. Drotter, and James L. Mbel_eadership Pipeline: How to Build the
Leadership Powered Compar8nd ed. (San Francisco: Jossey-Bass, 2011), 281.

220K ouzes and Posnetredibility: How Leaders Gain It and Lose It, Whgdple Demand Jt155.
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In the church, Harry Reeder, pastor of BriarwooesByterian Church and
founder of Embers to a Flame Ministries, believes Hebrews 13:7 articulates the role
of pastors in leadership development. The actibatshe finds in this passage are
leading, teaching, and modeling faithfulness. mbbook,Embers to a FlameReeder
proposes, “The basic outline | am suggesting fieadership curriculum reflects these
three emphases, but reverses their order in acoedaith the relative importance of
each.#!

Likewise, Timothy Witmer, professor of practicaéblogy at Westminster
Theological Seminary, in his bookhe Shepherd Leadetefines the role of the pastor as
“shepherding.” He applies four aspects of a reaphlerd’s role to that of the pastor.
Witmer sees these four shepherding functions fnemgerspectives — macro and micro.
The four functions are knowing, feeding, leadinuy arotecting?® In macro and micro
knowing, Witmer shares, “Macro-knowing describesnjknowledge of your flock as a
whole, micro-knowing describes knowing the sheepqmally.””** According to Witmer,
macro-feeding deals with the pastor’s public mmyisif the word, and micro-feeding is

worked out personally in teaching the word of Godmall groups or in one-on-one

discipleship relationship®’ The function of leading is seen at a macro leugh

221 Harry L. Reeder and David Swavehrom Embers to a Flame: How God Can Revitalize Yohurch
rev ed. (Phillipsburg, NJ: P & R Pub., 2008), 164.

222 Timothy Z. Witmer,The Shepherd Leader: Achieving Effective ShephgidiiYour Church
(Phillipsburg, NJ: P & R Pub., 2010), 102-105.

223bid., 120.

22%1bid., 146.
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“setting the vision, mission, purpose, and poligéthe church.?*> Micro-leading occurs
when the leader sets an example for the flock. \&fithelieves this to be the most
important leadership function that an elder exkifit The final function of the role of a
pastor is to protect the flock. Macro-protectiomsists of public warnings from the word
of God to protect the people from without and edsang church discipline to protect the
people from withir??” On the micro level, Witmer sees this as “goingfthe one that
strays??®

In the PCA, the role of the pastor or elder coneuith the views of both Reeder
and Witmer. According the BCO, an elder is to,

...watch diligently over the flock committed to hisarge, that no
corruption of doctrine or of morals enter ther@ihey must exercise
government and discipline, and take oversight mbt of the spiritual
interests of the particular church, but also therCh generally when
called thereunto. They should visit the peopléairthomes, especially
the sick. They should instruct the ignorant, comfioe mourner, nourish
and guard the children of the Church. They shoetdaavorthy example to
the flock entrusted to their care by their zeatangelize the unconverted
and make disciples. All those duties which priv@teistians are bound to
discharge by the law of love are especially incuntlogpon them by divine
vocation, and are to be discharged as officialedutihey should pray
with and for the people, being careful and diligenseeking the fruit of
the preached Word among the flgéR.

%2 |bid., 157.

22 |bid., 160.

1 |bid., 171-172.

8 1pid., 173.

229 presbyterian Church in Americhe Book of Church Order of the Presbyterian ChiuircAmerica 6"

ed., 2013 reprint (Lawrenceville, GA: The Officetb& Stated Clerk of the General Assembly of the
Presbyterian Church in America, 2013), 8-3.
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When examining the literature that specifically m$des the role of leaders in
leadership development, many definitions, actiansl tasks are proposed. However two
aspects of the role of leaders are consistentlytioread: casting vision and building the
organizational culture. Hybel argues that the posferasting vision is the most potent
offensive weapon in the leader’s arsefiakouzes and Posner perceive casting vision
not only as potent, but as the defining elemem¢adership and as what sets leaders
apart. They contend, “Your constituents expecttgoknow where you’re going and to
have a sense of direction. You have to be forwaottihg; it's the quality that most
differentiates leaders from individual contributo@etting yourself and others focused on
the exciting possibilities that the future holdsydsr special role on the tearft."In The
Leadership Challengd&ouzes and Posner restate, “Leaders have a spesgpainsibility
to attend to the future of their organizatioh¥ They define this as being forward
looking. They elaborate,

By forward looking, people don’t mean the magioalpr of a prescient

visionary. The reality is far more down to eartfs the ability to imagine

or discover a desirable destination toward whiehdbmpany, agency,

congregation, or community should head. Vision a¢év¢he beckoning

summit that provides others with the capacity tarttheir course toward

the future. As constituents, we ask that a leadeela well-defined

orientation toward the future. We want to know wihet organization will

look like, feel like, and be like when it arrivesits destination in six
guarters or six years. We want to have it describad in rich detail so

20 Hybels,Ax-1-Om (Ak-See-Uhm): Powerful Leadership Prove8fs

%1 James M. Kouzes and Barry Z. Posfiére Truth About Leadership: The No-Fads, Heartheft-Matter
Facts You Need to Kno{@an Francisco: Jossey-Bass, 2010), 58.

%32 Kouzes and Posnefhe Leadership Challenga4.



76

that we can select the proper route for gettingetlaed know when we’ve
arrived®

Warren Bennis, organizational consultant and forpmefessor of business at the
University of Southern California, agrees with Keszand Posner about the necessity of
leaders setting the vision. Bennis believes tradées,

...must have an entrepreneurial vision, a sensersppetive, along with the time

and inclination to raise fundamental questionsidedtify the forces that are at

work on both specific organizations and societgeneral. Such tasks require not
only imagination but a real sense of continuitylsat...one can see the present in
the past and the future in the present, clarifpfems rather than exploit them
and define issues, not exacerbate th&m.
From the church perspective, George Barna, fouadépresident of the Barna Research
Group, believes that vision is the foundation déetive ministry. He proposes rhe
Power of Vision“Vision is the centerpiece of strategy; strategythe means to effective
church development; effective church developmettiesmeans to transforming the
world with His love.?** He encourages pastors, “Be sure that when stcatiegisions
are being conceived, the vision is the heart oftiseussion. As God'’s appointed leader,
you are the protector of the that vision and mestdsponsible for seeing that all
strategic and tactical decisions accurately refleetvision.**

In their bookResilient Ministry: What Pastors Told Us About\wing and

Thriving, Bob Burns, associate pastor of Seven Hills Fellogvahd adjunct professor at

23 bid., 33-34.

Z4\Warren G. Bennis\Vhy Leaders Can't Lead: The Unconscious Conspi@mtinues Jossey-Bass
Management Series (San Francisco: Jossey-Bass), 1989155.

23> George Barnalhe Power of Vision: How You Can Capture and Aay's Vision for Your Ministry
(Ventura, CA: Regal Books, 1992), 135.
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Covenant Theological Seminary, Tasha Chapman, diearademic services at Covenant
Theological Seminary, and Donald Guthrie, profess@ducational ministries at Trinity
Evangelical Divinity School, confirm that most past agree with Barna’s assessment
that leaders are expected to have and communisat® vThrough their Pastors Summit,
which led a number of multi-day retreats for peanarts involving pastors and their
spouses over a period of seven years, they aréabférm,

Every pastor in the summit was keenly aware otcthregregational

expectation of ministry vision. One pastor shafedame feeling so

burdened down by the pressure to be the leadertiethision, vision,

vision.” Another added, “I know pastors who are peighed down with

this burden of vision.” But even with this pressuak of them understood

that vision development is an important leaderségponsibility?®’

Anderson argues that casting vision is such an itapbfunction of a leader that
to admit a lack of vision can be tantamount to editng leadership®® Although
Anderson affirms that vision is important, he digegg with most authors on the subject.
Anderson counters, “The truth is that we do notkmioe future. Even the best of
futurists merely combine a keen understandingesfds, extrapolate those trends into the
future, make some good guesses, and hope thelghteThe truth is we cannot

determine the future with our dreams and pldf$te concludes, “Effectiveness is more

a matter of right decisions and hard work thanrolésion of the future **°

%7 Bob Burns, Tasha Chapman, and Donald GutRésjlient Ministry: What Pastors Told Us About
Surviving and ThrivindDowners Grove, IL: InterVarsity Press, 2013), 239

28 Anderson, 191.
29 pid.

29bid., 192.
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Also differing from the majority view, Gary Bredt#| professor of leadership
and church ministry at Southern Baptist Theolog&aininary, sees vision casting less as
setting a direction or articulating a specific peibphy of ministry and more as
consistently and faithfully teaching and communrggthe word of God. He explains,

One of the most common verses in the Old Testamsad to emphasize

the need for visionary leaders is Proverbs 29:18.nHéar it most quoted in

the context of capital fund-raising campaigns doaoks calling forth

leaders. The King James Version wording reads, ‘\&ltteere is no

vision, the people perish.” Sounds familiar, doeg&f’ A call to visionary

leadership, right? Wrong! This is a call to teaatdG revealed Word in

order to avoid the problem of God’s people livirggess lives. The point

of this verse can be best understood by readingrheety of the verse in

contemporary English. “Where there is no revelattbe people cast off

restraint; but blessed is he who keeps the law.pdtat another way,

where the teaching of the Word of God is abseetptople run wild**

Bredfeldt concludes, “God, in His graciousness,flassed us with His Word and with
leaders to teach it, so that we might be led téldowill. Without leaders who faithfully
and accurately teach God’s Word, the people of &edike sheep without a shepherd.
They lack direction and caré®

Lawrence O. Richards and Clyde Hoeldtke, memabfktise Dynamic Ministries
Team, a church consulting organization consistingharch and business leaders, agree
with Bredfeldt and see teaching as a pastor’'s meacast vision and create a culture that

changes lives. However, they clarify that this teag does not suggest that all spiritual

leaders, “must stand for sixty minutes a week le=éogroup or class or congregation and

%1 Gary J. BredfeldtGreat Leader Great Teacher: Recovering the Bibl\ision for Leadership
(Chicago: Moody Publishers, 2006), 48.

242 |bid.
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talk about the Bible?** Although this type of teaching can be an effectirag to
transmit a set of beliefs or concepts, they hoid tbrmal classroom instruction alone is
inadequate to create a culture that infuses difeoind shapes the individu#f* Using
Titus 2, Lawrence and Hoeldtke assert three aspaatb/ed in the effective use of the
teaching role by the pastor in leadership develomiéhey enumerate,

First, the teaching ministry of the leader focuseshaping lives that fit
the doctrines of Scripture, not simply on the réjmet, drilling, or mastery
of the doctrines themselves. Christian doctrinelifi@smpact; therefore
the lifestyle into which leaders guide believerti®e one that “befits”
sound doctrine.

Second, the teaching ministry of the leader inv®lien in every
dimension of the life of the body member. A listioigivhatis taught (e.qg.,
temperateness, soundness in faith, love, honestypngcdeeply for
husbands and children, self-control, and submigsis® to masters)
indicates that spiritual leaders are to be in ctoseh with the daily
experiences of believers. The tensions and probtérdaily life, reactions
to pressures, relationships with others — all ttle@edhe concern of
spiritual leaders who seek not so much to inculbaetever as to build
Christ like men and women.

Third, the terms used reflect a very broad conoéfgaching. Teaching is
not merely classroom instruction; it is, in fact, diffit to see classroom
instruction in this passage at all. Instead, “t@aghmeans bringing
Scripture’s insights into the nature of realitybar on the lives of body
members by instruction, encouragement, advisirggngr exhorting,
guiding, exposing, and convincing.

The emergent picture is simply this: The spiriigalder incarnates the
Word of God in his relationships among the peopléad and in the
context of that relationships also gives verbatlgnce and
encouragement, focused on helping the membersdidtly live life in
harmony with divine revelatioff>

23 arry Richards and Clyde Hoeldtk&, Theology of Church LeadersHi@rand Rapids, MI: Zondervan
Pub. House, 1980), 128.

4 |bid.

2% bid., 131-132.



80

Regardless of how these authors differ on whairgastision actually means, Stetzer and
Dobson echo a point on which all of the literatageees, “The visionary leader faces the
challenge of convincing followers to own the visidfision is not vision unless it's
shared:; it is merely a drearfi*® Sharing vision is one facet of what it means tate
organizational culture.

Edgar Schein, Sloan fellows professor of managem®etritus at the
Massachusetts Institute of Technology and the authtihe classic workQrganizational
Culture and Leadershiglefines culture as, “a pattern of shared basigraptons that
was learned by a group as it solved its problenext#rnal adaptation and internal
integration, that has worked well enough to be wwred valid and, therefore, to be
taught to new members as the correct way to pexcthink and feel in relation to those
problems.?*’ However, in an organization, Schein believes tuétre is best
understood as, “the climate and practices thatrozgsions develop around their
handling of people, or the espoused values andakthe organization®*® Beebe adds,
“Organizational cultures help us understand whaaveg where we can contribute and
what we can do. They manifest the observed belgwioe evolving norms, and the

dominant values of the organizatioft®

248 stetzer and Dodson, 47.

247 Edgar H. ScheirQrganizational Culture and Leadershigrd ed., Jossey-Bass Business & Management
Series (San Francisco: Jossey-Bass, 2004), 17.

28 bid., 7.

299 Beebe, 84.
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In considering the role of leaders and organiraiculture, Jay Conger,
executive director of the Leadership Institute prmfessor of management at the
University of Southern California, and Beth Benjarof Booz-Allen & Hamilton’s
Strategic Leadership Practice, contend, “One ofiibst important functions of a leader
is defining the key assumptions and values thdtguilde the decisions and actions of
organizational members. Leaders inculcate thesergssons by building a shared
understanding of what the organization is aboutteowd it should operaté® Likewise,
Bill Thrall, Bruce McNicol, and Ken McElrath, of laglership Catalyst Inc., a nonprofit
organization coaching and developing emerging lesadelieve, “The dynamics of
culture can elevate people and organizations oglwigiem down. The privilege and
responsibility to nurture and release individual anganizational potential rests squarely
on the shoulders of leaders™

Schein adds this to the relationship between eleand the culture of the
organization,

When we examine culture and leadership closelysewcthat they are two

sides of the same coin; neither can really be wtded by itself. On the

one hand, cultural norms define how a given natioarganization will

define leadership — who will get promoted, who gt the attention of

followers. On the other hand, it can be arguedtti@bnly thing of real

importance that leaders do is to create and matgee; that the unique
talent of leaders is their ability to understand arork with culture; and

that it is an ultimate act of leadership to destoljjure when it is viewed
as dysfunctionaf®?

20 jay Alden Conger and Beth Benjanfiuilding Leaders: How Successful Companies DevislepNext
Generation Jossey-Bass Business & Management Series (Sanista: Jossey-Bass, 1999), 79.

Z1Bill Thrall, Bruce McNicol, and Ken McElratfi;he Ascent of a Leader: How Ordinary Relationships
Develop Extraordinary Character and Influen&an Francisco: Jossey-Bass, 1999), 26.

52 gchein, 11.
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Beebe affirms Schein’s proposal that leaders cres@@age, and shape an organization’s

culture. Although he believes that culture is sltBjpemany ways, there are specific ways

that a leader affects the culture. He shares,

| have come to believe that the CEO and the topagement team play a
key role in shaping the culture of the company impedding and
transmitting their organizational culture in thddaing six ways:

The priorities they set

The benchmarks they measure

The response they make both to opportunity angsdiiscluding
organizational crisis due to a stagnant culture)

Their direct and indirect role modeling of appregei behavior
Their philosophy of reward and compensation

The ways they recruit, select, promote, retire @adsition (or
allow to be transitioned) members of the organieti>

Conger and Benjamin confirm the idea that in definthe culture, leaders

determine the recruiting, selection, and promotbmembers into leadership. As such,

instilling cultural connection and unity is an aspef leadership development that must

be handed down to new leaders. They surmise, “Becalia leader’s influence over an

organization’s culture and because leaders musits@msistent messages to move their

organizations in a unified direction, it is impartdhat the next generation of leaders

accurately understand and embody the vision angesdhey are expected to

perpetuate:

253 Beebe, 84.

%4 Conger and Benjamin, 79.
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Wilkes concurs that new leaders should embody andhified with the culture of

an organization, meaning that they must be inwith its values, purposes, mission, and

vision. He believes this was true of Jesus as Wellcontends,

It is essential to successful ministry that thezaubity around the
ministry’s goals. The goals themselves should bedate a sense of
togetherness. It is the leader’s responsibilitpudd this sense of unity
through the continual articulation of the goal.u¥emsisted that those who
followed him share his values and purposes. He Sd&lwho is not with
me is against me, and he who does not gather watbaatters” (Matt.
12:30). Jesus made sure that anyone wanting to bésdeam shared his
mission. A team that is together “gathers.” A taardisunity

“scatters.®>

Aubrey Malphers, professor of pastoral ministrieBallas Theological

Seminary, and Will Mancini, president of Auxanahaurch consulting ministry, in their

work, Building Leaderssummarize the external and internal aspects otlsa

development. Using the metaphor of a house vertwusre, they show the need to build

a structure or method of leadership developmernttHay also show the need to create a

nurturing environment where leaders are effectidgyeloped. They offer,

So what is the difference between a house and &Rdwo identical
houses can be two very different homes. Why? Becausme is defined
more by the people who live in the house than kystructure itself.
Every home represents the family members’ collectibinterrelated
values, attitudes, and actions. Clearly, the emvitent created by these
interrelationships has a more profound impact enppople in the house
than does the house itself. You may be familiahwiame very poor
physical structures that are ideal homes. Or yoy knaw of some
beautiful mansions that are terrible places to. live

The same is true with leadership development. fdirihg of leaders is
defined as much by the people in the process gartoess itself. The
interrelationships between pastors and leadershenenvironment created

S5 \ilkes, 221.
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by these relationships have a profound impact ch &sder’s
development®®®

Summary and Conclusion

This chapter addressed biblical examples of leduigidevelopment, as well as
biblical principles which apply in identifying, egpping, and empowering new leaders
for God’s people. It also examined a large bodlterfature related to volunteerism,
leadership development in general, and leadershipldpment within the church in
particular.

Yet, what of pastors, with their unique role ie tthurch, in the process of
individuals becoming ordained leaders in the ch@rEhough much has been written
regarding leadership development and the recryitragning, and retention of
volunteers, little has been written regarding thle of the pastor in the process of
individuals becoming ordained leaders within tharch. Thus, to have a greater
understanding of the role of pastors in the pracasd to assist pastors in developing
new leadership, it is important to examine how @ashave approached the development

of new leadership within their congregations.

%56 Aubrey Malphurs and Will MancinBuilding Leaders: Blueprints for Developing Leadspsat Every
Level of Your ChurcliGrand Rapids, MI: Baker Books, 2004), 211.



Chapter Three
Project Methodology
The purpose of this qualitative research studytwalscover the role of pastors
in the process of members becoming ordained leadéne church. The study was
composed of interviews with seven pastors who siertlee Presbyterian Church in
America. The interviews were conducted in persatiénchurch facilities served by the
pastors.
Design of the Study
The researcher used a qualitative case study agprasing general qualitative
research methods. Sharan Merriam in her bQualglitative Research and Case Study
Applications in Educatiarteaches that a qualitative case study “offersama of
investigating complex social units consisting ofltiple variables of potential
importance in understanding the phenomenon. Anchioresal-life situations, the case
study results in a rich and holistic account ohampmenon. It offers insights and
illuminates meanings that expand its readers’ ezpees.®’
Quialitative research has five basic charactesiskost, qualitative researchers are
“interested in understanding the meaning people ltanstructed, that is how they make

sense of the world and the experiences they hatieiworld.”*® In qualitative research,

%7 Sharan B. MerrianQualitative Research and Case Study ApplicatiorBducation 2nd ed. (San
Francisco: Jossey-Bass, 1998), 41.

8 bid., 6.
85



86

the researcher is the primary instrument for dati@ction and analysis, and much of the
data comes from fieldwork. In this study, persantdrviews were the primary mode of
data collection. Fourth, qualitative research eryplkan inductive research strategy.
Inductive research “builds abstractions, concdptpptheses, or theories rather than
testing existing theorie€> Qualitative research builds toward theory as oppose
testing or proving existing theories. Finally, gr@duct of qualitative research is highly
descriptive because “words and pictures rather tlamnbers are used to convey what the
researcher has learned”

As such, the interviews for this case study ussénai-structured protocol in
which the interview questions were more flexiblyrded and less structured. As
Merriam suggests, “This format allows the researthieespond to the situation at hand,
to the emerging worldview of the respondent, andew ideas on the topi¢® The
researcher used the constant-comparative methdatafanalysis, which “involves
comparing one segment of data with another to ohiter similarities and difference$®
This approach allowed the researcher to learn ttenpersonal and real life experiences
of pastors because it was the best way to disabeaunique role pastors play in the
process of members becoming ordained leaders ichtlmeh. It was also the best method

to answer the research questions.

259 |bid., 7.

280 1hid., 8.

261 hid., 74.

262 hid., 18.
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The interviews were conducted on the field in tharch facilities of the pastors
who were interviewed. This was helpful in severalys It provided the pastors with a
level of comfort and familiarity that would not habeen possible had the interviews
been conducted in a neutral location, and it predid more natural and relaxed
environment that allowed them to more fully andadggively answer the research
guestions. Also, because they were at their chiinehpastors had their resources and
materials available and easily accessible for esfeg. By personally meeting them on
site, the researcher was able to gain insight titrawon-verbal cues. The face-to-face
interviews provided greater interaction with thetoas and allowed rapport to develop
more easily. Because he is a pastor, the reseasaseable to connect and create
resonance with these pastors by discussed theugaaigpects of their churches and
ministries before the interviews.

A quantitative approach, although an effective mseaf research, would not have
provided the level of insight afforded by a quaiita approach through the personal
interaction with pastors who are intentionally egegin the process of developing new
leaders within the church. Using a qualitative cstsely also allowed the researcher to
maintain some flexibility in the process of intewiing these pastors. The researcher was
able to ask follow-up questions on specific conseyid theories which arose during the
course of the interviews. The interview subjectsensble to articulate in great detail
their personal practices and experiences.

Interview Design
Each of the pastors interviewed for this study aeleast five years of ministry

experience with their current congregation. Eadtqraalso had a reputation within the
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PCA of being intentional and effective in develgpordained leadership within the
churches they serve. Half of the pastors were lilnecth planters of their congregations.
Although the size of the congregations varied fterma hundred members to more than
fifteen hundred, all were larger than the majooitf?CA churche$®® The ages of these
churches varied from fifteen years old to more tbae hundred and fifty years old. The
congregations were all located in a metropolitasaaf the United States. Two
congregations were in a city-center setting, twoeweom urban residential areas, and
the remaining four were located in the suburbs.

The research questions used in the interviews ereed to discover the role of
the pastor in the process of individuals becomirtaimed leaders in the church. They
were designed to help the pastors intentionallyktlabout the role, actions, behaviors,
and processes in which they engage when develoygwdgeaders. The semi-structured
format used for these interviews provided for thpleration and articulation of these
ideas. Merriam shares that through a semi-strugtunterview, “the largest part of the
interview is guided by a list of questions or isstebe explored, and neither the exact
wording nor the order of the questions is deterchimieead of time. This format allows
the researcher to respond to the situation at lartde emerging worldview of the
respondent, and to new ideas on the toffit.”

The semi-structured interview format allowed tesearcher to investigate other

lines of questions that grew out of the discussvth the participants. Through the

263 Presbyterian Church in America, Stated Clerk ef@eneral Assembly,he Yearbook of the

Presbyterian Church in America (Atlanta: Committee for Christian Education andRuations of the

Presbyterian Church in America, 2011), 359-748.0hding to these statistics, more than half of PCA
churches have less than 125 members.

264 Merriam, 74.
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interviews, the pastors revealed new ideas andriexypes, which the researcher had not
originally considered. The flexibility of a semrsttured format allowed the researcher
to investigate areas that he had not originallypéal to pursue.

Since the researcher was concerned that the paatthrough having a unique role
in the process of individuals becoming ordainedégga in the church, may never have
articulated their role or the process before, tigpants were given a copy of the
interview questions beforehand. The goal of this teeelicit answers beyond the formal
leadership development processes that many chuhelvesas part of the BCO officer
training guidelines. This study investigated thie @f the pastor, and therefore the
researcher sought to look more at the pastorsinméband relational aspects of their
development of others. The researcher expectedteat with the initial questions given
before the interview, new concepts or ideas wopttht&aneously arise, providing
direction for additional questions. When the quesiwere sent to each pastor, the
researcher explained the topic of the study and&sec parameters that would be
covered. Participants were informed of the apprat@iength of time the interviews
would take (one and a half to two hours), and thatnterviews would be recorded and
transcribed verbatim for analysis and review. Baastor also received a copy of the
Research Consent Form, which they were to readignd Since the questions were sent
ahead of time, the pastors were expected to pu¢ sbaught into answering each one of
them. Therefore, the researcher felt that it waessary to ask all the questions, and
from their responses to ask follow-up questionnit answers that were not prepared.

The participants fit the description of what Mami calls a “unique sample.”

According to Merriam, a sample is “based on uni@tgpical, perhaps rare attributes or
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occurrences of the phenomenon of interé$tPastoral development of ordained
leadership is a standard occurrence in most chsr¢t@vever, there are not many
pastors in the PCA who are known for doing it well.

In determining the number of pastors to intervidve, researcher sought the
counsel of his faculty adviser. The minimum numbas set at six and the maximum at
eight. Burns felt that this number would give stiffint relevant data for research and
would also work out logistically for travel and &mnin order to establish a unique
sample, the researcher determined to interviewastIsix pastors in order to get enough
information to understand the role of the pastdeadership development through a
variety of experiences and evaluations of the meeg and practices engaged in by these
pastors. Interviewing more than eight pastors wiwalde proven too complex in terms of
gathering, transcribing, and reporting the dataoAtraveling to more than eight
locations and coordinating schedules to find thewmof time necessary for the
interviews would have proven problematic. Additibpamore than eight interviews
would have expanded the interview phase of thigeptdeyond what was necessary.
These extra interviews would not have providedt&ceable or beneficial increase to the
study, but rather would have yielded an unmanageamlount of information.

To find pastors who met the criteria, the researesked several faculty members
of Covenant Theological Seminary, the denominatieaminary of the PCA, to provide
the names of individual pastors that they felt weffective in leadership development.
The researcher also asked some of the staff addrigap of the PCA denominational

agencies for their recommendations. Through attecelat the Mission to North America

285 hid., 62.
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Key Leaders meetings, the researcher was also aiaeveral pastors who had a strong
reputation of developing individuals as ordainetiers in their churches. The process
used to determine which pastors to interview ouhoge who met the research criteria
was not complicated. The primary factor was theaxpnity to the researcher’'s home
city. However, since the majority of PCA churches lacated in the southeastern United
States, it was not necessary to travel outsidbisfarea to find a unique sample.

The researcher focused on churches that werer lexrggembership than the
majority of churches in the PCA because develofgaders in larger congregations is
crucial due to the size and needs of the minigtng researcher also selected those who
he believed would provide a diversity of opinioo¢t@ising on those who would have the
best knowledge of the information and experien@&sdraddressed by the interview
guestions.

All the interviews were conducted with the pas&xslusively except on two
occasions. These two interviews included the as#igtastors, who assisted the
interviewed pastors in the formal leadership tragrand development in their churches.
The participation of these assistant pastors waiseld to prompting the pastor in his
description of his role and offering insights or fhastor’s specific actions and behaviors
in leadership development. The researcher wantegdhtors to speak in a manner that
was as unrestricted and authentic as possible.

Limitations of the Study

There were a number of limitations to this stullyis study focused on

discovering the role of pastors in the processdividuals becoming ordained leaders

within the church. However, the study was limitegpaistors and churches within the
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Presbyterian Church in America. Since the roleadfinteer ordained leadership differs
among denominations, investigating the role of grasih the process of leadership
development in different denominations would hasldeal too many variables to this
study. As a pastor in the Presbyterian Church ireAra, the researcher had a vested
interest in the role of PCA pastors in the process.

Another limitation of the study was that the papants all had at least five years
of ministry experience at their current church. tesire was to study pastors posessing a
level of familiarity with the needs, culture, anerponality of their congregation, as well
as time to develop relationships with individuagsgonally. Today, however, the average
tenure of a pastor is four years. George Barnayeherable statistician of the American
church, reports, “The average tenure of a pastBratestant churches has declined to
just four years—even though studies consistentbywstiat pastors experience their most
productive and influential ministry in years fileough fourteen of their pastorafé®
According to Barna, pastors who are at their chesdbr at least five years have greater
influence in their congregations.

Since the researcher felt it was important torumsv the pastors in person, the
study was limited to the southeastern United Stdtasing recently moved to Florida
from the northeast, the researcher was awaregiftdultural differences that exist
between churches in the South compared to the Nastivell as the role of the pastor in
both northern and southern society.

This study also had the inherent limitation of cohducting interviews with the

individual leaders whom the pastors developed. hght have provided a useful

266 George Barnalhe Second Coming of the Chufttashville: Word Publishers, 1998), 5
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perspective, though one perhaps entirely diffeli@mh that of the pastors. Nevertheless,
such an expansion of the study’s purview would Hareadened it beyond the purpose of
the study.

Finally, the literature reviewed for this studysaanited to the area of leadership
development, volunteerism, and the biblical/themalview of the role of leaders in
leadership development. Although there is a subataamount of written material on
formal leadership training and development, onbyltterature that gave insight into the
role of the pastor in the process of leadershigbigpment was reviewed. The literature
on volunteerism was limited to leadership roleimitnon-profit organizations and
institutions. As for the biblical/theological viest leadership, special focus was placed
on leaders, leadership qualities, and the rolé@biblical leader in training or
transitioning to new leadership.

Biases of the Study

There are some inherent biases that must be @adithecause this was a
gualitative research study. Merriam argues thagdh®ases come from two unique
aspects of qualitative studies. The first aspetitasthe primary research instrument is
human. All observations and analyses are filtenedugh the individual's worldview,
values, and perspective. A second bias comes fnerariderstanding that reality is not an
objective entity; rather there are multiple intettions of reality®’

The fact that the researcher is a pastor in th& BGherefore a bias. The
researcher plays a role in the process of indivgdbacoming ordained leaders in the

church. He has personal experiences, methods,@ns about developing others, but

267 Merriam, 22.
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he sought not to interject his personal experiemgesthe conversation. As a student of
leadership and leadership techniques, he remowesklfias much as possible from the
discussion so as not to bias the pastors or dineatanswers to the questions. Another
bias, as stated earlier, was that the researclesv kome things about the pastors being
studied and already had a mental opinion of eaehobthem. However, the researcher
does not believe that his knowledge or opinionthe$e pastors hindered the
thoroughness of the investigation and evaluatiohefdata related to these particular
men.

While the researcher approached each intervielv avitawareness of the role of
pastors in the process of leadership developmehsame awareness of the pastors
themselves, he believes that he was able to lotlleadata honestly and objectively. It is
also possible that there could be some bias opdheof the interviewees as well. It was
possible that they would seek to guide the reseaichnderstanding and interpretation
of their role in leadership development as sometkiney think they should be doing, as
opposed to something that they were actually doiinghe best of the researcher’s
knowledge, this did not take place.

Conclusion

The design and methodology described in this cihastssted in fulfilling the
purpose of the study. The purpose was to exammeolk of the pastor in the process of
individuals becoming ordained leaders in the chutdging the qualitative case study
method, the study employed a semi-structured i@erdesign, and a highly detailed
process of selection of the pastors for study. BEkliengh limitations and biases existed in

this study, sufficient information and relevantalatas gathered to accomplish its
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purpose and to answer the research questionsifddieds produced by the described

methodology of this study are discussed in chdptar



Chapter Four
Findings
The purpose of this study was to discover the obthe pastor in the process of
individuals becoming ordained leaders within tharch. This study utilized interviews
with seven pastors in the Presbyterian Church iredca (PCA). Each of the pastors
have served in their current congregations foeast five years, and each has a
reputation within the PCA of being intentional aftective in leadership development.
The pastors reflected upon their role in the pre@®l shared their approach to
leadership development. The interviews sought arssteethis study’s specific research
guestions related to:
1. How do pastors describe the role of an ordainedeles the church?
2. How do pastors describe their role in the procésewveloping
ordained leaders in the church?
a. What are the criteria pastors use to identify paéonrdained
leaders in the church?
b. How do pastors empower potential ordained leaatetisa church?
3. What challenges do pastors experience in the psaxfaadividuals
becoming ordained leaders in the church?

The findings gathered from these interviews wilnoe presented.

96
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Research Participants

The names of the research participants have beergel for the sake of
anonymity. A brief introduction to their backgrownand ministry settings will give
greater insight into the comparative analysis efrtperspectives.

John Stander was originally ordained in anothesrreéd denomination and came
into the PCA in early 2002. A published author adgunct seminary professor, John has
served Christ Presbyterian Church as its senidopés more than nine years. Christ
Presbyterian has recently moved to a multisite mddeurrently has two campuses, with
plans for a third campus. This multisite approaab been very fruitful but has really
stretched John and the leadership of Christ Pregbayt John, who recently turned sixty-
four years old, shared with a smirk, “I've earnkd bones to think outside the box, and
this congregation already knows I'm nuts.”

Walter Lynn pastors Key Island Presbyterian, whsclocated in a resort
community. During the winter months, his congregatwells to more than a thousand
in attendance. A large number of the congregamgésylear-round in the community, but
the population of the entire area increases fromwebder to May. It is a highly affluent
area of the country, but as Walter said, “Theselgeneed Jesus just as much as those
without material wealth. In some cases, this nedthrder to show since they want for
nothing else.” Walter has been the senior pastiesgtisland since 2007.

Chuck Tanner is the senior pastor of the histotet @nion Presbyterian Church
in the southeastern United States. Chuck belieseshurch reflects a pretty traditional
model of ordained leadership. Being almost two wees old, Old Union was a church in

existence long before the PCA was formed. Chucksbaged in several roles at Old
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Union since he came on staff over twenty-five yeays. Chuck has been the senior
pastor for the past eighteen years. Chuck exprdhattie has, “a high respect for the
history of the church and the future of the churéte shared, “I see myself, obviously in
a church that’s 180-plus years old, I'm one in ecggsion of pastors.”

Al Winsome planted Creekside Community Church adouwventy-five years ago
and has been its only senior pastor. An adjunctreamprofessor and national speaker,
Al will soon be retiring to join the staff of a mamhal men’s ministry. However, during his
pastorate, Al had always let the congregation khsacommitment, “I planted this
church, and I'm not going anywhere.”

Sonny Sturgeon planted Evangel Presbyterian marettkenty years ago and has
also been its only senior pastor. Evangel is knfiwiits emphasis on personal
evangelism. Like Christ Presbyterian, Evangel hased to a multi-site model, opening
its second campus a year ago. Prior to starting@alaSonny planted another church
and was the pastor there for more than eleven yBarsy joked, “Evangel has really
benefitted from me not making the same mistakeadanrthe first time | planted a
church, although I've made enough here.”

Curt Raymond planted Citrus Grove Presbyteriard@3lin conjunction with
starting a Christian school. Today, Citrus Grovens of the larger congregations in the
PCA, and it was the largest church in this studyt@els that Citrus Grove has been a
sweet place to do ministry. He shared, “For netilyy years, we have been able to fire
most of our bullets at the devil and the darknesklave not had a lot of funerals from

friendly fire.”
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Tom Wheat planted Tri-City Presbyterian Church®97. Tri-City is located in a
small college city of one hundred thousand peaplkbaé Deep South, in which eighty
percent of the population does not identify witly ahurch. A unique aspect of Tri-City
Church is that Tom, the staff, and the ordainedéeship have all moved downtown into
the neighborhood where Tri-City is located. Triy@&tmission is to transform the city in
every way, not just spiritually. In order to do th&om says to everyone who desires to
be a part of Tri-City, “We value that you live withthis area. It's really important, even
expected that you live here with us.”

The Role of the Ordained Leadership in the Church

In order to understand the role of the pastor vettging ordained leadership, the
first research question sought to have the paditgpdefine the role of the ordained
leaders within the church. Defining the role of trdained leaders gave greater insight
into the role of the pastor in the process of dgwelg individuals to fulfill these roles.
The literature communicated the necessity of haulagrly defined job descriptions and
clear expectations in order to effectively devalugividuals to fulfill a role. The
researcher asked participants to describe theofaedained leadership within the church
and to discuss the tasks and functions ordainetktehip performed in their specific
churches.

Redefining the Roles

All seven patrticipants shared that the currentsrbleing performed by their elders
and deacons fell short of what they believed figiilthe biblical roles for the offices.
“There’s the way it is and the way it ought to béthn Stander confessed, describing the

overwhelming consensus of the participants. Eacticgaant expressed that a dichotomy
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existed between the role and function of the orelhieadership found in the Bible and
how the role currently functions in their churchiestact, redefining the roles of the
elders and deacons was a process in which mosbsé interviewed were currently
engaged at their churches. John expressed thae#tkto reexamine the role of the
ordained leadership in his church flows from annegeeater need to redefine the roles of
each office within the PCA. John feels, and many wiere interviewed for this study
agree, that the PCA seems to be missing the veuyenaf the office of elder, and a
change in the roles of the officers must be maolen $ummarized the consensus,

I’'m of the opinion that to make the kind of seismakgft in our

understanding of the role of the elder that | thieleds to be made in the

PCA, an understanding that is embedded in the RGA | think is even

implied in the church order, even though the chuncter has a lot of

pastoral language in it, the problem is that itscas courts and our guys

love to sit in session. Instead of calling us bedieshepherds or whatever

title you would give to it. | think to accomplishd seismic shift that we're

talking about it’s going to require not pivotingetiguys that are already in

office but raising up a new generation of leaders.

Ministers Versus Board Members

Whether it is through retraining existing leadersleveloping new leadership, all
seven participants affirmed the need for a seishiit in the ordained offices of the
church, especially the office of elder. Most viewld primary function of the elder as
shepherding the flock, rather than attending tdbtlgness of the church. Tom Wheat
lamented, “In a lot of our churches, the eldersbarad members. They evaluate, they
make a decision, make sure there’s funding fdt #eems business leaders often advance

in church leadership because they're decisive aagre comfortable being a jerk and

they're highly productive.”
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In redefining the role of the elder, John woulddlke to see the deacons handle
most of the business of the church that is curydrahdled by the elders. Surprisingly,
John discovered that his deacons agreed withdba iJohn shared, “I have found that
the deacons are open and excited about the idethéiarole is not only caring for the
members of the church in the financial and mer@adsgbut also they take the point in
the administration and operations of the church.”

Al Winsome joked that the role of the deacons @&e&side Presbyterian was
originally defined as “halls, walls, and stalls!sAreekside’s only senior pastor, Al was
instrumental in establishing the role of the ordditeadership within the church.
However, things are different now. Al relayed, “Y#sat's where it started out years ago.
Deacons did halls, stalls, and walls; that reatbtfy much was it. They did some mercy
stuff, but that’s all changing, and we’ve beenlgealoving that whole thing, and that's a
good thing for you to know about our church.” lceat years, Al has encouraged the
elders and deacons at Creekside to focus on peatpler than just making decisions. He
shared,

| view elders very much in the same way as a pa$tay are equippers,

shepherds, and our elder board is not a policydodae’re not there just

to sit around and make policy for the church. Wesguired guys to, if

they're going to become elders, they’'ve got to ohsly go through the

officer training course and they’ve got to be ongdal, but they’'ve got to

have led a community group, a small group. Thegeteto be involved

with people. We don’t want just policy makers. l'also never viewed

deacons as junior; I've never viewed deacons dsfjetders, “One day

you'll grow up to be an elder.” It's a differentfigimix, more relational-

mercy-doer-servant, but they are to focus on peagpheell, | think, we've

tried to celebrate that difference. | really ththiat we’re all called to care

for people in particular; we're responsible togettoecarry out the Great

Commission, both elders and deacons are engagedkimg disciples.

They've got to have that mission orientation, iaytve got to have a
people orientation, too.
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Walter Lynn agreed,

When | look at our officers, especially our eldét's,more ministry, not

meetings. When we have meetings, it's not meetingiswe’re going through and

going down through committee reports, “Okay, youehtne Christian Education

team or committee report.” They’re more or lesdidgawith “How can we

minister to people? What do we do with the beachice? What do we do with

evangelism? How are we claiming this island fori§&Rf

The participants communicated that the role ofdittmined leadership within
their church is changing from past understandiAgsording to these men, it would be
helpful to the church at large if the denominatiaa a greater consensus regarding the
understanding and function of the ordained leader&ven though the PCA has not
provided a clear description, each of the churcbpsesented in this study has
specifically defined the role and function of thel@ained leadership within their unique
ministry setting.

Overseers of the Ministry

Four of the seven participants viewed the rolerdbmed leadership as
overseeing the overall ministry of the church. So8turgeon sees the elders as the
guardians of the church and its ministry. For Hiney oversee the big picture, but not
necessarily the “week in week out aspects” of tir@stry. He said, “I guess the elders
guard the vision of the church and the doctrinthefchurch, and hold the staff and me
perhaps accountable. They would oversee the direofithe church, but not be involved
in the day-to-day operations of the church.”

Curt Raymond agrees with Sonny that the eldersseeethe ministry as a

whole. However, Curt sees them more directly conailogpgside him as he leads

the staff and pastors the congregation. Curt stated
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| largely see the elders as the people who arg,atethe elders; they are
the wise men sitting in the gates of the city. Thegra sounding board for
me. | can tell them where | think we ought to g@aahurch, a vision and
a plan, and they can look at me and say, “I ddmirtk that is going to fly,”
or they can say, “Here is my problem with that.’eytwould tend less to
say “No, you cannot do that!” and more help meklahout how we can
do that, but maybe being as representatives afltitde congregation they
can help me be wiser about how I’'m going to appndaat, how we’re
going to get there. | see them as a board of wisesers, not as a board
that votes and says, “yes and no” and has to gipeoaal. They are wise
men; | need them to think well.

Curt also recognizes that the elders have an adirative role. Like Sonny, Curt feels
that the elders set the parameters of ministryfferstaff and allow Curt to lead inside
these settings. Curt said:

They're obviously responsible for policies and boundaries within the staff has

freedom to do what we want so we can plan stuffaedte stuff...they do not

really scrutinize those programs or make any ofé¢hadecisions. | just see them as

—again, here is our theology, here is our poling practice, here is our budget.

Inside that framework we are free to operate.
When pressed further about the role and functiah@teadership, Curt said that besides
painting the ministry in broad brushstrokes, thele is “to pastor.” He elaborated:

| guess | would say that their primary role realyo pastor. Well, it is not

formalized. | sort of have an expectation that theyout physically

touching, praying, caring for the people, peopléhm hospital, people

sick, and people discouraged. The elders are @msesthe workforce

where again that’'s not delegated to them as inhgwe got these families,

you have got but just an expectation that you gétaut and interact with

the people.

Tom Wheat concurred with Curt that the role of andd leadership is more of
“being,” and not a formalized role. Tom does ndtdwe that the role of the ordained
leadership is to perform tasks. Instead, Tom be8dhat ordained leaders should be

those who are faithful in ministry and who initiatenistry to others. In fact, Tom feels
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that those leaders who do not initiate are nohfalty performing their role. To Tom, the
words “initiate and fidelity” define the role of@ained leadership at Tri-City. He shared:

Two words | immediately think of are, under “roleavdained
leadership,” are “initiate” and “fidelity.” If sonm@e won’t go first, then
that person is not leading. The person who wilfiggt is leading.
Leadership is filled with people who will take riskpeople who go first.

There’s that side of the leadership role, initiated then the other side is
the fidelity piece, of being faithful because thang is, what’s different in
the world, and it was interesting just reading gefdy in a business blog,
it was an assessment of looking at the role of whatApple as a
company done. They talked about creativity. Thékethabout
innovation. They talked about problem solving. Thadiked about
collaboration and that their tools had been desigmeund those or
reflections of those values. But we’re not goingtart something
completely new, that’s not the Christian mission.

We're called to be faithful, so there’s a fidel#tigle to this, too, and it's
the idea that you have people who are holdingtéadésus trying to invite
others into that relationship. You do initiate, yaago first, but there’s a
component, there’s faithfulness to the mission beeave didn’t think this
mission up. Jesus did. We don’t define the ternesdbks. There’s this
role of faithfulness that’s absolutely essential.

Old Union Presbyterian has sought to be a faitwitess of the gospel of Jesus
Christ for almost two centuries. However, Chuck Aamshared that through the church’s
history, the session has functioned more like adoadirectors than a group of
shepherds. In fact, Chuck said that the sessiactitums more like “Congress” than
anything else at times. Chuck has been seekingfoous the elders on their role of
actively shepherding and overseeing the minisbfdke church. He shared,

We are now seeking to define our role as it's dbedrin theBook of Church

Order, where the duties of the elders and the sessetoahepherd the flock to

approve preachers, teachers, the children's temaahdrcurriculum and so that’'s

what we do. The diaconate serves at the will ofsdssion, with widows and
ministries of mercy.
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Like the other pastors, Chuck expressed a degitaéoordained leaders,
especially the elders, to be more involved in @ @&nd shepherding of the
people, even though as Chuck confessed, “They pityn@t as a governing
body.” Chuck is encouraged because he does behavsome shepherding
occurs at Old Union; it is just not very intentibn@huck explained,

Right now there is no formality in that. When a ntames on the Session

he's not handed a portion of the flock that hespomsible over, either

because of geography or because of affinity. Saméguess in any group

of twenty-four men, some very much have a proglitat personal

ministry and naturally build bridges and get to wrqmeople, and they're

shepherding even though they don’t even realize ijany cases they're

doing that. Others are very intimidated, why, | dénow because often

they are gifted and they have so much to offer| bhink they feel that

they don't, and they feel a little nervous aboytrapaching people

aggressively, just to...as in asking, “How are yoing®@”

The overall consensus was that the ordained Ishigeof the church should focus
more specifically on spiritually developing, cariftg, and shepherding people, rather
than focusing primarily on running the organizaterd programs. Tom Wheat was
representative of the participants’ feelings whershared, “It seems that is what the
Bible shows them being about.”

The Book of Church Order

In describing the role of the ordained leadershitheir churches, none of the
pastors interviewed except Chuck Tanner specificafierred to th&8ook of Church
Order (BCO) as the basis for how elders and deaconatgpdtven though the other
pastors’ descriptions were similar to the desaigiin the BCO, not one pastor quoted

directly from BCO 8-3 or 9-3, which describe thengeal role and function of both

offices.
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Most of the interviewees acknowledged that theesuremphasis on
administration, or the idea of “being in chargehbsld be redirected to focus more on
shepherding and caring for the physical and spifreeds of the congregants. As Curt
Raymond summarized, “We need to change the ndtiainbieing an elder is a position of
power. You know. We do not want them to have tleaithat an elder means, ‘Il am in
charge.’ Being an elder means you find broken peapt you love them.” Throughout
the interviews, the participants did speak of tiie® of deacon. However, all the
participants interviewed referred mostly to thaagfof ruling elder.

The Role of the Pastor in Developing Ordained Leadship

The second research question focused on how pastdesstood their role in the
process of individuals becoming ordained leadetliwihe church. The researcher
expanded upon this research question with twovielp questions. The first follow-up
guestion focused on the criteria or characteristiegarticipants looked for in potential
leaders. The second focused on the ways in whesetindividuals were empowered to
become leaders. The first area that the pastonsifiéel as part of their role in developing
ordained leadership within the church was settivegvision, direction, and culture of the
church.

Vision, Direction, and Culture

All of the participants believed that their roleatved creation and development
of the ministry context and framework for futuraders. The participants believed
themselves to be primarily responsible for creatimgculture, casting the vision, and
setting and maintaining the direction of the chuieach understood that if one wishes to

develop leaders, then one must know the contexhédrleadership. In light of this, John
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Stander believes that his primary task is framhegriarrative. As the senior pastor, John
tells the story of his church. For example, Johd,sa

One of the major emphases that I've had sinceldaen here is to try to
develop a robust understanding of the gospel. Wiget here, | think the
congregation had a very Arminian view of the gosfia an offer, which
you can accept, and if you accept it, you're sawedrace. Boom! Done. |
think part of being reformed is having this vigosaobust gospel that God
in Christ is setting all things right. He’s recdiy heaven and earth,
which were wrenched apart in sin so that God ngdonvalked and talked
with Adam in the garden in the cool of the day. fEn@as now this
tension, this rebellion, and God is setting thatight. And that means the
church has a role of setting right the communitwinich it lives. That’s
the larger narrative that allows you to say, “Whadkie deacon in that
narrative?” “What'’s an elder in that narrative?” Hat's a pastor in that
narrative?” To say I'm a leader and not to be ableay, “What are you
leading toward, and whom are you leading and whasdt mean to lead
them?” is to just throw American business languageind.

John believes this to be his role. He explain€édj the one who has to define the terms.”
He continued,

For example, here | never, ever, ever use the ¢daer without the prefix

shepherding elder. | almost never use the termaeathout talking

about the deacon as the steward of all the chures®urces. The more |

use the terms, the more the people begin to thinkase categories. |

think the pastor defines the terms and crafts dreative.

All of the participants mentioned that part of thrile involves framing the
narrative or defining the terms. However, this ugdd more than just definitions. More
broadly, the participants spoke of their role ugphgases like: “casting the vision,”
“creating the culture,” “setting the direction dtchurch,” and “establishing the role of
the ordained leadership of the church.”

Sonny Sturgeon shared, “I think it's my callinga® the primary trainer of our

leaders and to be the one who really speaks vistorthem and the church.” As such,

Sonny referred to himself as “the greatest depositaision in the church.” Likewise,
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Walter Lynn believes that his congregation exphatsto fulfill the role of vision-caster.
Walter finds some humor in their expectation beedus current leaders (and many
congregants) are “visionaries who are all tripl@exsonalities, people who buy and sell
companies like we do on a Monopoly board, but thei to me to be the one running —
not only running but setting the vision, setting ttourse and direction.” Chuck Tanner
shared that the vision of Old Union is, “rather gen.” It includes basic discipleship,
worship, truth, mercy, and service. Chuck admittedan’t say, it's distinctive, because
every evangelical church seems it does this.” Algiothe vision and culture of Old
Union has been developed over the past 180 yehtssk®believes that his role and
responsibility are to “guide how the vision and sies of Old Union seeks to impact the
city and culture today.”

Tom Wheat also defined his role as setting theuoeltoverseeing the mission,
and casting the vision in order to “build the hquigéhich creates a space for people to
enter and live in it. Curt Raymond agreed with Témfact, Curt shared that building the
culture of the church is his domain. “My job woudd ‘What is the culture of the
church?’ and ‘What [is] the session to be liked &lww we are to create it. That is, just
like a father’s job is the culture of his familgr] employer’s job is the culture of his
employees. The pastor’s job is the culture of therch.”

Al Winsome also expressed that the culture or asalied it, “the church’s
personality,” comes from him. He believes this pasdity is created primarily through
his preaching and teaching. Al shared how everg tim speaks, he pushes who they are,
what God is calling them to do, and how they aekisg to accomplish it. Al pointed

out, “You get a clear sense of who we are, in tesfrgrace, and they hear me, they hear
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Steve and Curt when they preach, and we all puskertkielope a little bit, in some
respects, but we make no apology for telling themo we are.” Al continued, “Our goal
is to know him and to make him known with passiad grace. It's not a sophisticated
vision. But we communicate it all the time.” WillraLynn concurs, “We have a vision
statement, and they want me to talk about howwalhainistries ties in to what our vision
is.”
Formal Training

In addition to defining the role of the ordaineddership, casting the vision, and
creating the culture of the church, each partidigéiared that their role in developing
ordained leadership included acting as the prinrastyuctor of the church’s formal
officer-training course. Al Winsome and Walter Lysuimmarized the comments of the
other participants concerning the necessity optor either leading or at least being
heavily involved in the formal training. Al arguétf,ou’ve just got to be in the formal
process. You've got to know what they feel aboutrychurch and your vision, and
people are all over the place. There really is seatse of which as a senior pastor, you
know more about what's better for the church theeytdo.” Walter Lynn is of the same
mind. He surmised, “The worst thing is a pastongeio passive in the process that he
shows up for the first time and he doesn’t knowf tied guys, he doesn’'t know anything
about them.”

All seven participants acknowledged that their fartnaining addressed the

detailed expectations for nominees laid out byBB®, but the focus of the formal
training differed among participants. Some fornnaining emphasized ministry practice.

For others, the training dealt primarily with thegical knowledge.
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Walter Lynn and Tom Wheat conveyed that the fortraahing at their churches
focused more on the practical work of ordained ées.dBoth used the phrase “the how-to
of doing ministry” to describe the focus of thelmucch’s formal training. Likewise, John
Stander shared, “I put a lot more emphasis on pagtekills. | say to them up front,
“Look, I'm presuming you know your creeds. If yoardt know your creeds, get busy or
I'll teach them to you offline. But what you're g to get in this course is how...these
creeds enable you to be wise with the people of’'God

Similarly, Walter disclosed that at Key Island, tieminees are expected to have
a general knowledge of and agreement with the Waster Standards. Walter shared,
“I'd give them the first thirty-eight questions ooftthe shorter catechism. | would say,
‘You go read this. If you have issues, you comebdavould tell them, ‘These are non-
negotiable, the first thirty-eight in there.” Wattspends one session of the formal
training on theology; the rest is spent on theqduphy of ministry and the role and
function of the ordained officers. Walter elabocat&’hen | go back to the philosophy of
ministry, which is really mission, vision, and pase. | tell them how we came up with
this statement, the history of it, why we have teamistry, and how we are
accomplishing our mission.”

Additionally, Tom Wheat conveyed that the leaddr$roCity are orthodox, but
he stressed that the formal training focuses morhe ministry context of Tri-City, its
values, culture, and methods. His concerns regatential leaders are, “that you have
integrity, you can work with people, you buy intetvision and philosophy of ministry

and you're orthodox, but in that order because anynthurches start with orthodoxy.”
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Tom has found that heresy is not an issue, ratisgroblems tend to come from leaders
who do not buy into the church’s leadership appnpaision, and ministry.

On the opposite side of the spectrum, Chuck Taarierinal training focuses on
theological knowledge. Of all the participants, Ckhihad the most structured formal
training. Old Union’s officer training also tookethongest amount of time to complete.
Chuck’s formal officer training runs from May tilhe end of December every year.
Chuck joked that over Old Union’s nearly two cergsarof existence, the formal process
has become “quite established.” Chuck pointed out,

| agree with my predecessors, that officer trairshguld be more theological

because they'll pick up the practical things onirtbe/n, and that's my thinking. |

realize we won’t be discussing the Westminster €ssibn at session meetings in
the future, so | feel I've got to capitalize onntthe training. It's pretty much
theological with a little bit of practical applicau.
During Old Union’s formal training process, Chuekayed that the nominees would read
the entire Westminster Confession of Faith, thegeaCatechism, thBook of Church
Order, and several books on theology. During each weed&isihg, there would be
discussion and instruction on the material read.

The formal officer training of Curt Raymond andWinsome has evolved over
the years. These two church planters shared hoputhed to focus their formal training
on doctrine and theology. Curt recalled,

When we started the church, | was the only guy..ehsp whole year, and of

course my context then was to only understand dakyp and theology. All my

training was there. As the years went by, | begaset that what would really
cause separation and problems was philosophy aémjirand understanding the
mission and culture of our church, not theology artdodoxy.

Curt relayed that his current officer training lradas theological content with ministry

context.
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Al shared a similar story that when he began Ciidekghe officer training was
mostly theological and doctrinal. Al related howegything he learned in seminary
focused on theology, with very little applicatigd.lamented, “I think we, as reformed,
are really great in knowing the theology.” Howewrfound that most guys were not
sure how to apply theological and biblical knowledg their own lives, let alone in the
lives of those whom they were leading. Al stilldbas theology and doctrine, but in the
context of doing ministry. Al shared that when taag doctrine and theology, he
informs the nominees,

| say to these guys, when you lead a small grdug;i$ going to come up.

You're going to be doing a Bible study in the badkRomans, and

predestination is going to come up. How do you hatitht? Or when we

get to the point of the Confession that talks ajpehiat about a baby that

dies in infancy? Here’s what the Confession says/siGyou need to know

that you don’t use that in a pastoral situationingdhe training this way,

you get a chance to say philosophically how thissgabout and how | do

it, and then we talk the philosophy of the chuhijosophy of ministry in

the course of doing theology.

Although John Stander stated earlier that he engpdspastoral skills, the whole
approach of his formal officer training was repreaéve of the other participants. These
participants sought to balance teaching theologioatrine and understanding their
church’s philosophy of ministry. John summarizdts ot just learning the basic core
doctrines of the faith. It's, ‘How would | do tha¥?hat if somebody called me and they
were dying, what would | say?’ and ‘How is thisakagical distinctive expressed in what
we do?”

The formal training was considered by the partistpdo be one of the most

visible aspects of their role in the process ofadi@ping ordained leadership. However,

other, less visible aspects of their role also @thg significant part in the process.
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Looking for Corks

Five of the seven participants saw their role enphocess of leadership
development as “looking for corks” or identifyingtential leaders. They described
looking for those who “pop” to the surface or whe already leading or serving
effectively in some way in the church. John Starsdered, “I'm always looking for
corks that pop up. By that | mean I'm looking faryg that shepherd people. I'm looking
for guys that when somebody in their community grauhurting, they're the one people
call. I ask people, ‘Who do you call?”

Walter Lynn is also looking for these people. Hep®his eyes open for those
who are already leading, serving, or engaging énntimistry in some way. Walter gave
an example of one such man who would show up regutaclean the sanctuary and
assist the older members out of their cars anthget inside for worship. He shared, “I
looked at a man like that who just wants to selmeeyever he can. In my mind | said,
‘That’s a man that is qualified as a deacon bechadgs doing the very job that a deacon
would do.’ It wasn't me coming and recruiting. Hisj shows up and does this.”

Similar to Walter, Curt Raymond remarked, “In tiyito find elders, in some
ways we do not so much create them as we recogmere, and really | can say, ‘Who
are the people who are already doing that?’ ansktlaoe the people that we are interested
in being elders.” Curt used a football analogy ésatibe what he and some of the other
participants do to discover potential leaders. Kaessed, “| know all the best junior
high players in the area. Well, they’re not goiade playing for the University of Miami
next year for playing in junior high, right? Butygust want to identify. You want to

start watching them.” Tom Wheat also looks for thasth potential. He proposed, “I'd
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say we live probably as talent scouts, constan#yyatching.” Tom expanded what he
does with his staff, “I say let’'s go over the lidtwho’s out there that we’d like to see
grow up to be leaders, and let’s figure out if Adeaied him, would that encourage him
or if Tim called him, or someone else on staff? &8k, ‘Who is the closest person
relationally to them to pitch the notion of why weed them?"”

Several of the other participants also engage #haif and existing ordained
leaders to scout for rising leaders. Sonny Sturgdamed, “We really encourage all of
our staff and elders to be talent scouts, to bkitapfor people who are showing
potential. So we as elders sit around and we &affawe in both places, we fish and just
say, ‘Who do you know?’” John Stander echoed, “Galhe | ask the elders and staff to
suggest people they know from their community ggoapministry teams, who they
think might be qualified this year, next year, wefyears from now.” Al Winsome
presses his elders, “Tell me who needs to be hiheus?” Curt Raymond summarized
this “talent scout” aspect of the role of the pasto

In other words, the question we’re asking every y@a ask the whole

staff, we ask all the current elders and deacdd' are the young men

in the church you see as emerging leaders?” Tregtrdomean they'’re

going to be elders or deacons ever, but just teeynsto have some of the

right stuff that they could take on roles of inffwe in our church, maybe

they're going to be small group leaders, maybe’'theyhatever. We just

begin to identify them.

These participants expressed that watching fompeldeaders and encouraging
others to do the same was the first step in thegs®of developing ordained leadership.
As the participants described their role as idgmigf those who could be potential

leaders, some of the participants also describetydbe reverse — identifying who

should not be an ordained leader in the church.
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Saying “No” to Some

Four of the seven participants felt that it wasrthesponsibility to decide who
should not become an officer in the church. Thgyared that this is necessary because
the nomination process set out in the BCO allowsethtire congregation to nominate any
man for ordained leadership. However, four of thdipipants noted that receiving a
nomination does not mean that an individual wowdlgood leader. Also, the
participants shared their concern that if the wrtypg of individual were nominated and
progressed through the process, it could stymielévelopment of other leaders and
even the ministry of the church. As Walter Lynnuaad, even though the person may be
upset or even leave, “Sometimes, you have got totd’s best for the church.” John
Stander shared,

| recognize that I'm one among many elders, anohftchave all

knowledge. But | have a certain level of knowletlygt some of the elders

don’t have. | speak there. | don’t speak with minam about every

nominee. | only speak about a nominee if | thirdeé¢his something about

him that they don’t know about that | do that wopld him in a position

where he could not honor the Lord well. That's ralerthere.

Al Winsome stated bluntly that he has no problemity someone away if he
believes they would not be a good fit. He shared &afthough it is tough to tell someone
they cannot be an elder or deacon, he has foumd tkdest to handle the situation
honestly. Al recalled a nominee who “was a greatigievery way, a great family man,
held to Reformed Theology,” but everyone was awlaaehe would always argue for or
take the side of the minority or the underdog. altph Al and the existing elders had
reservations, they approved him for election. Ahéted that ministry became miserable

when this man was elected, and he dreaded sessietings because he would constantly

“butt heads” with this man. Al disclosed that thian was just an argumentative person
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who was more interested in debate than in seekireg was best for the church. After
nearly two years of frustration, the elder left tdeirch. Now Al and the elders have no
hesitation communicating to nominees like him,y#u became an officer, we'd be
butting heads, and it would not be best for thecid

Curt Raymond agreed with Al that it is best to taway unfit nominees, even
though it may seem easier to avoid the confromat@r Curt, having the hard
conversation up front is easier than trying to addrthe issue after this type of officer is
elected. He shared, “I have to be straight up tandkose cases and say, ‘We don’t
think that that’s your best service to this churtfithey want to know why, then
generally | would say, ‘That can be a hard conwesalf you want to have it I'd be glad
to have that conversation with you.” Curt sharduatva typical conversation looked like
with those individuals. He elaborated,

| tell them, “We don’t see you leading a small grpwe don’t see anyone

following you, and we would like you to become aadingroup leader this

year, and we would like to see how that goes.” @olld say to guys,

“Honestly there’s a certain cantankerousness tQ gothere’s a certain

way that you like to ask questions that almost dsuike you're angry or

you’re strident, that’'s the word. You're bellicosed — that’s not the way

we function. | want you to go to counseling; | wgot to figure that out, |

want you to talk to your wife about that. | wanuym,” and so on.

The participants communicated several other wagy filifill their role as pastors
in the process. However, two aspects of their esdid to the first follow-up research
guestion. The participants said that the first espétheir role has them acting as talent
scouts, looking to identify “corks” who could betpotial leaders. The pastors also
expressed that they say “No” to individuals witintaen characteristics and qualities that

are not desirable in ordained leaders. As suclseaktn participants shared which criteria

they looked desired in ordained leaders.
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Criteria Desired in Potential Leaders

The first follow up question asked what critgha participants desired to see in
ordained leaders. These qualities encompassedriethal characteristics and external
behavior. There were several qualities that allpeicipants identified, but there were
also some desired characteristics unique to eaticipant. The qualities and
characteristics which were affirmed by all the ggvants included the following: meets
biblical standards for officers, has a calling ¢ove, agreement with the vision and
philosophy of the church, and having resonance.
Meeting Biblical Standards

Each participant affirmed the necessity for pag¢miders and deacons to meet
the biblical requirements for those offices, whalk presented by the Apostle Paul in 1
Timothy 3 and Titus 1. Walter Lynn declared, “Tlsat’here you start!” He shared his
belief that potential leaders must have those dteriatics or be developing those
characteristics as outlined by the Apostle Paulksructions to Timothy and Titus.
Referring to 1 Timothy 3:2, Walter argued, “Mustane ‘must.’ It’s just like Jesus
saying to Nicodemus that a man ‘must’ be born afj@huck Tanner affirmed, “The
Bible is our only rule for faith and life, and peaks to what church officers should be.”

John Stander agreed that potential ordained leaadess meet the biblical
gualifications. He believes these qualifications ba condensed into two main ideas. He
explained that the qualities described in Timothg &itus require individuals with
strong character, and this character must be ewitesugh the individuals’ actions. John
reflected, “I think all the character issues thamne out of | Timothy 3 can probably be

summarized by holiness and wisdom. I've got tothaethis guy is passionate about



118

Christ and the holiness of Christ and emulating. hile’'s got to be wise. He must have
learned from the word and from life.” As an examplevhat he means, John relayed,
“What I look for is guys who | think care about theople of God the way they care
about their wife. | typically look first at theiranriage and family, which | think is the
point of | Timothy 3, and then | look to see in whkizey do if they really care about the
bride of Christ.”

Al Winsome also sees a discussion of the importahcharacter in those
passages. He summarized, “Character’s got to be.tlhbey've got to be on the way in 1
Timothy 3, Titus 1; they've got to be down the raaghificantly. That's really important,
the spiritual disciplines. They’'ve got to get grathey’ve got to be, not the kind of
person that's going to be legalistic or hardcotgeylve got to get the gospel, man.”
Having a Calling to Serve

Each of the participants also shared their bétaf those who serve in ordained
leadership must have a calling from God. Chuck ®asnmmarized the consensus when
he stated, “You can’t talk about calling apart frdme one who does it. Who is that?
Well, that’'s Father, Son, and the Holy Spirit.” Acding to BCO 16-1, this calling
should include both an inward call from God andatward call from a congregatigff
John Stander expressed that both aspects of tivegcale necessary for potential
ordained leaders, but he noted that the callirefitaust also include both aspects in
order to be a true calling to serve as an orddeader. John explained this by sharing
that although a man must desire to be an offibat, desire alone is not enough. The

outward call of the church affirms the inward desthus confirming that the man has

%8 The Book of Church Order of the Presbyterian ChuincAmerica 16-1.
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been truly called to be an ordained leader. Johibogated, “I think a lot of guys have a
desire to serve. That doesn’t mean they’re qudlifitelead in the process.” So both
aspects are needed to confirm that it is a truengalather than merely personal
ambition. John explained,

| think a guy ought to have the desire. We oughtadave to drag him
kicking and screaming into office. That's what lanéwhen | said he’s
got to love the church. Despite her warts and lgéness, he’s got to love
the people of God. He’s got to have a desire tp hdlsance the cause of
the gospel. | think calling is the confirmation tme church that they see in
him the gifts, and they're willing to say, “You @ elder for us.” It's the
confirmation of the desire.

Likewise, Sonny Sturgeon believes that both aspEdtse calling are necessary.
However, Sonny feels that the inward calling mdipfe the external calling from the
church. Experience has shown Sonny that potenti@ioed leaders rarely volunteer for
the position. Sonny proposed,

It seems somebody said that only ten percent detmers you would
ever get volunteer. For most of them, the callshgn external calling.
Most people, if you ask who wants to be a leademyrpeople will say,
“Yes, | want to be a leader.” They're not the peopbu want to be a
leader. | like the idea of calling, but | think Wited the best leaders or the
best people when it begins with an external cdlbdfgeso much of an
internal call. When we come to people and say, 8&a lot of potential
in you,” and they say “Really?” and we say, “Yesnecause every
week you come to small group you’ve done your lesgou have a heart
for God, you're leading people to faith in Chrisg just think you have
tremendous potential.” So we almost like the exdkcall to come first,
then the inward.

Al Winsome agrees that potential leaders muse lzatrue calling. He also feels
that a call to serve in ordained leadership incdualgth an inward and outward aspect. In
light of this, Al believes his role as the pastord the role of the other ordained leaders,

is to initiate that external call. Al builds uporh&t Sonny shared by stating,
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We're giving that external call, whether it's indiually or with the session, but

at some point, and not just even the congregatitingy, but before, it's saying,

“Bob, you need to be, we really think that God’#ing you to do this,” or, “You

seem to really want to do this, and you came orradar, we see, yes, you should

be in this leadership position.”

Curt Raymond also believes that a ordained leadest be both inwardly and
outwardly called to serve. He also feels that e part of that outward call. However,
Curt warns that one aspect of the calling shoutdoeemphasized more than the other.
He contends,

| would say this one little bit of wisdom | haveufad is that if you

approach somebody and they flinch, do not talk themit, do not even

try, because there is usually good reason thatdaheflinching.

Sometimes it is immorality, and sometimes it is telrar. Granted, we

know that there are times that people are reludtecause of lack of

confidence. | am not talking about that. Or if pledink that it is going

to exhaust them because it is going to be a rbéaky role, then maybe |

need to inform them. But there is a certain softinthing or reluctance

and | have never been happy when | talk somebdadyitinThey do not

last very long.

The calling to serve was identified by the partieifs as a desired quality for
those being developed into ordained leadershiph padicipant sought to confirm both
the inward and outward aspects of that calling.

Agreement with the Vision and Philosophy of Ministy

After the biblical requirements were met, agreeimégth the church’s philosophy
of ministry was the second most important for &ihe pastors in this study. When
identifying potential ordained leaders, Walter Lymants to know, “Do they go along
with the general philosophy of ministry? It is o&t that they can’t bring new ideas to
the board, but do they go along with our philosophgninistry?” He expanded,

| think so often we have to be very careful in sgtgy men. Just because

an elder is a godly man and can easily pass thdiga@ons in Timothy
and Titus and thBook of Church Orderand knows his reformed
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theology, and wants to serve doesn’t automaticalgn you're going to

have a good session because he can do that. Weédhasie ourselves the

guestion, “Why do we have dysfunctional sessiortténPCA that are

made up of men who love the Lord, love the reforifiaith, but we're still

dysfunctional?” | think it's because of the philpsy of ministry. To have

a cohesive board is not that you want “yes men'tHeir senior pastor, but

you have to have a cohesive board settled arowngHiosophy of

ministry.

Likewise, Sonny Sturgeon also questioned, “Do thy into the vision? Do they
buy into the philosophy of ministry? It's not a fg@sophy of ministry that doesn’t change
and expand with good ideas, but you want to bewafeSonny compared such
agreement to the process of running a footbadiredifve formation. He illustrated,

You may be a football coach and you bring in amstesst coach and he wants to

do a spread offense. You don’t want to do a spodi@mse. Is there something

wrong with a spread operation? No, not if you'remng, but to be a cohesive
team, again you have to have; this is the direatieine going. You can modify
that direction. You can do that, but here is threation we’re going.

Tom Wheat explained, “We’ve got a definition of &gion and a vision that’s
particular to us and our city and our place, evantione.” According to Tom, being
aligned with that particular mission and visiorarsessential quality for anyone who
would be a leader at Tri-City Church. So Tom asist,f'Does he buy into the vision?”
Al Winsome questions, “Do they have Creekside DNAhem?” Chuck Tanner looks for
“shared vision.” John Stander related, “They neeskeie what we do and like what they
see.” Curt Raymond feels potential leaders needjtee with what Citrus Grove and its
philosophy of ministry defines as a “win.” Curt pased, “You have to agree on what a
‘win’ is so you can know if you’re winning or not.”

Resonance

Agreement with the philosophy of ministry led ferticipants to speak of a

desire to have other areas of agreement. The jpanits used words like “agreement,”
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“chemistry,” “rapport,” “fit,” “connect,” “relate,”and “gel,” to identify the need to
personally resonate with the potential leader iestjon. Daniel Goleman, psychologist
and visiting professor at Harvard University, bedie that having “resonance” with others
is a key to effective leadership and teamworkPiimal LeadershipGoleman explains,

The root of the word resonaniserevealing: the Latin wortesonare to

resound. Resonance, t@&ford English Dictionarytates, refers to “the

reinforcement or prolongation of sound by reflecticor, more

specifically, “by synchronous vibration.” The humamalog of

synchronous vibration occurs when two people arthersame

wavelength emotionally — when they feel “in syncArid true to the

original meaning of resonance, that synchrony ‘wess,” prolonging the

positive emotional pitch... The more resonant peopenath each other,

the less static are their interactions; resonano@mzes noise in the

system?®®

Chip Tanner resonates with those who are conceabedt the success of the
church. “I am passionate about Old Union,” Chuckfessed, “and | connect with those
who are also passionate about our church.” Chuplaaed that a desired candidate
“really wants to see the church do well.” John 8&aralso feels that if someone cares
about the body of Christ the way he cares aboubdly of Christ, they are going to
resonate. As such, John looks for this caring guadipotential leaders. Additionally,
John has found that a shared concern for the ped@ed ultimately leads him to
resonate with an individual, even if they were ctetaly different in every other way.
John admitted, “I'm not too concerned that, if & gares about the body and he knows |

care about the body, I'm not too concerned we dardtcommon ground. Outside of

that, whatever we can’t agree on, we’'ll figure tbat.”

%9 Daniel Goleman, Richard E. Boyatzis, and Annie MelPrimal Leadership: Realizing the Power of
Emotional Intelligenc€Boston: Harvard Business School Press, 2002), 20.



123

Sonny Sturgeon resonates with those who have afoedne lost. He
acknowledged, “The number one thing | look forpotential leaders] is that they really
care about evangelism.” He explained, “I find tih@omeone cares about reaching the
lost, then we get along really well, because ak#hlittle things that bug everybody else
really don’t matter. If you're into rescuing thestpthat just unites us really well
together.” He added, “I think it's interestinghink Danny Wuerrfel said, what he liked
best about football, was that it had just a whotesss-section of people, but they're united
by a common game. | find the church is like thafet along with really different people,
because we share our common passion. The morpabsibn is there, the greater we get
along.”

Tom Wheat has a passion to see the gospel trangferifri-City area. He desires
this passion to be expressed by those who leachbish. Tom spoke of “having
commonality” and shared that he “gels” with anyar® has this passion for the gospel
and the city. Tom recalled a time he resonated worith potential leader who was
committed to the Tri-City area, but not with anatbecause that person wanted to move
somewhere else. He explained, “With Tim and |, @mmonality has to do with our
passion for the gospel and for the gospel in thexHic city. Joe didn’t manifest that
passion. At the end of the day, I'm pouring my lii& something and into someone
who'’s going to not have it here but take it somewhedse. We're not called to [other
places in the state]. We're a community of peopl#is city. We want to grow and
affect other places, but our focus is here.” A fermmilitary officer, Tom talked about
reaching the city with the gospel as “taking thg”nand accomplishing this objective is

what drives the leadership of Tri-City Church. Agls, they are willing to move into the
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city and live there. Tom alluded to an unspoken mament that they would all die there
to see this objective accomplished. He expandeklayOwhen we invite you into this
world, we are inviting you into it so you need twokv do you fit with us and do you fit
with me, do you fit with the other leaders, becawsdove each other; we're committed.
Again, | think the expectation is we will die toget. So if there’s a sense that a guy
won't fit, we don’t pursue him.”

Al Winsome did not pause when he said, “I like musbple!” He believes that he
resonates with people who also like people. Al axy@d that he wants potential leaders
to be positive, friendly people. He shared, “I wdrgm to be my friends. It's not a
business. All ministry is first and foremost retetal; we learned that from Paul.”
However, Al clarified that in desiring leaders ® lhis friends, he is not looking for “yes
men,” but for those with whom he can be positiviendly, winsome, and inviting of
others. Al sees these qualities in Jesus and atlmittie wants the leadership of his
church to “have a likeability about them.” In terofsresonance, Al explained, “I tend to
see the positive before | see the negative. Itbkee around people who like other
people. Because in ministry, | want to be aroun@s that aren’t negative and skeptical
all the time.” Positivity was also a trait Walteyrin appreciated. He shared, “You do
want to see how they're relating to people. You ttarsee that they're not jerks. You
want to see that they like people. They don’t haviee like you, but they’re positive
people.”

Curt Raymond also resonates with those who ardiyp®sivho are passionate for
the ministry, and who have a friendly rapport whim. Curt stressed that resonance with

him and the current leadership was essential fmtantial leader at Citrus Grove. Curt
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clarified that having resonance with a potentiabier was more important than any other
characteristic. Curt wholeheartedly affirmed tlidta or the leadership did not resonate
with an individual, that person would not becomeaaer in the church. It did not matter
whether the leadership role was ordained, non-nedkivolunteer, or paid. Curt
emphasized,

Chemistry is huge! It's the same with the staffumuld be hiring

somebody and they could be competent for the jabwant to hire them

for. They can get the doctrine, they can have algoarriage, they can

have character, but if they’re not going to fitthe team you’re crazy to

hire them. What we say is team here is huge becausstry is hell. If

you have to do it with people you don't like, thdtimately you're going

to do something else because you can’t sustartoit.got to be able to go

into the staff meetings, and you got to be ablgadn the session

meetings with all friends and having the same nhiechuse there’s too

many arrows being shot at you, too much garbagemtany kids with

anorexia, too many suicides, too many — there’snach pain! When we

get the leaders in there, we’ve got to just lawgiether and enjoy each

other because, who is an elder and who is onistaférth guarding, and

if you got problems there then you can’t musteraghergy to minister to

the congregation, let alone a broken world.

The patrticipants agreed that there are certaifitgsathey desire to see in
potential ordained leaders in the church. All & garticipants discussed the importance
of these five characteristics, and there were sfdit characteristics that each individual
participant discussed.

Additional Characteristics and Qualities

In addition to these qualities, which were discdgsg all the participants, there
were a few characteristics desired in potentialées that were only mentioned by a
single pastor. For example, John Stander desipsdemtial leader to be a reader. He
shared, “I've got to have a guy who reads. That saynd silly, but it's a barometer for

me about his curiosity about God’s work and Godsld:” Several other desired
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gualities that were shared by two or three of th&tqrs. These characteristics included
authenticity, getting the gospel, having a sendeuafior, and being teachable.

Four of the seven pastors were looking for po&tteaders who are authentic.
“What | am looking for in a leader,” Al Winsome shd, “is someone who is real.”
Chuck Tanner looks for men who are willing to talbout what is going on in their lives.
Chuck wants men who are, “Really, really being mgan about issues in their lives.”
John Stander looks for those who have “a deep Iyphetaborating, “I look at people,
and | realize that one of the remarkable thingaiabaeally good elder is that he is
deeply honest. He’s not just honest on the suparftit deeply honest about himself and
life.” Tom Wheat wants potential leaders to berigparent,” so he asks,

Tell me in the culture of Jesus with the discipieisg with him, was there

secrecy or was there transparency? | mean Padldivein the open, think about

how much of Paul’'s ministry and life is recordednotnessed. He’s got a posse.

He’s got Luke, he’s got Silas, he’s got Barnabass ot Apollo’s, he’s got, how

many other people does he have around him? Thaesscrecy in that life.

Four of the seven pastors were also looking fan miko fully understand and
embrace the implications of the gospel. As Al Wimgostated earlier, he wants those
who would be leaders at Creekside to “get the dddpkewise, John Stander wants
leaders to have “a robust understanding of thegldsfalter Lynn believes it is
fundamental for potential leaders to understandydspel. He insisted, “If we're talking
fundamentals, it's the gospel, and what's the gosmgan? Grace!” Curt Raymond wants
potential leaders who “drink deeply of the gospele’ described these individuals as

those who fully and deeply believe the truth of glospel and are assured of God being

so for them, that they can address the issue®indtvn lives and the lives of others.
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Curt Raymond is one of three respondents who wat@ntial leaders to have a
sense of humor. Curt relayed, “Honestly, we wamipbeto not take themselves too
seriously. Living in a broken world means thingstjdon’t always work out, but either
way we should laugh.” Tom Wheat also looks for theso are able to laugh at
themselves and their shortcomings because theitiigés in Jesus Christ and the reality
of who they are in the gospel. Similarly, Walteminyshared, “One of the things on how |
identify potential leaders is that they have tohasme kind of a sense of humor. Being
able to laugh at themselves, because you know, wéae in is tough.”

Two pastors mentioned the idea of potential leagersonally experiencing
brokenness. John Stander explained,

We look for broken people. | don’t mean by thatshgot to have been

shattered and lost all his money. I'm looking fonebody whose heart

has been broken by the circumstances of life amahwod has put back

together. If you're looking at a person who'’s leadrihe doctrines but he’s

never really hurt, it's probably not likely that't®verly endowed with

wisdom yet. He may be on the road, but there’d@be some stress to

move him from dependence on himself.

Curt Raymond expressed that often leaders in thechhappear successful, are
outgoing, or hold positions of authority in thelapes of work. Although Curt believes
that these men can be leaders within the churcls ¢eutious. Curt wants to know
whether the individual has faced hardship, diffigubr failure, and how they have
responded. Curt revealed,

Sometimes, | want to know if there is enough of, word brokenness. Is

there enough of a softness there. Have they beandeal enough that

when we say, “You know what? The way you relatgdor wife, the way

you relate to others just isn’t right, and you'va tp grow there.” If they

receive that, that's brokenness. That they’ll tdde as wounds of love,

and they’ll go to counseling, and they’'ll startttpaocess as opposed to,
you know, defending and justifying their actions.
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Three of the participants wanted potential leatiefse teachable. Chuck Tanner
acknowledged, “I obviously look for guys that aeat¢hable.” When Curt Raymond and
the ordained leadership seek potential new leatleeg,always ask about the candidate,
“How teachable do we think they are?” Tom Wheatused the acronym FAT. He
shared that he wants men who are faithful, avaledohd teachable. However, Tom stated
that he believes being teachable is the most ¢etifrthe candidate’s heart and attitude.
Often, when seeking to identify potential lead@imn will ask others, “Who shows
themselves to be responsive to instruction anditrg?” The ones who are responsive
are the ones Tom pursues.

As a part of their role in the leadership develept process, all of the
participants discussed specific qualities and ahiaristics they desired in those who
would become ordained leaders. After identifyinggptial candidates, the participants
would engage these individuals in the leadershnogss and empower them in becoming
ordained leaders in the church.

Empowering Potential Leaders

After discovering those who possessed the charsiitsrdesired in potential
leaders, the second follow-up question soughteatifly the methods used by the
participants to engage these individuals in thddeship development process and
empower them towards becoming ordained leadersnatitle church. The participants
defined four methods of engaging and empoweringrg@tl leaders. These included
being with them, modeling, coaching and mentorargl placing them into non-ordained

leadership roles.
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“Being With Them”

“Just look at Jesus,” Tom Wheat said, “Peter, JaaneslJohn were with him.”
Tom shared what several of the participants desdrds spending time or “being with”
potential leaders. Tom communicated that he wauddgtart “doing life together” with
those he identified as potential leaders. Al Wine@greed, “You’ve got to spend time
with them, and you’ve got to see how they live agldte with others and also watch how
other people view them.” Walter Lynn shared thatrder to determine whether a
potential leader truly meets the biblical requiratsdor an officer, one really needs to
see them outside the church. Walter expressedy tbtget to know them in real life.”
Walter shared that he wants a potential leadeetihé type of person he would want to
take on a vacation. Walter laughed as he saigolfreally want to know a person,
spend a week on a wilderness camping trip with dmah [his] family!” Surprisingly, Al
Winsome does something similar to what Walter sagggke Twice a year, Creekside
holds a men’s adventure weekend. These weekendsstoha variety of, as Al says,
“manly” activities, such as going on hiking triggmping, whitewater rafting, hunting,
fishing, and shooting. Al deliberately invites teosho he wants to get to know better
and often arranges to share a tent or cabin w&intlYou get to see them way outside
of their comfort-zone and away from the things thaty often base their security and
identity in.”

For Chuck Tanner “being with” someone means ingitime potential leader and
family over to his home. Chuck shared that his Ww#s the gift of hospitality and loves
to cook for others. Chuck jested, “That means Sutaach without people around our

table depresses me to no end.” Chuck believesitditome is where he is best able to
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connect with others, especially potential lead€tsick relayed, “It's a more relaxed
environment. We are not being interrupted by aesenistracted by noise, or confined
by time restrictions.” However, the real reason €&hinvites these individuals to his
home is not so much for him to “be with” the potahleader, but for the potential leader
to “be with” him. Chuck explained, “They get to sebere | live, they see the pictures on
the wall, they see me with my family, they see ifg.l.not just me in the pulpit
preaching.” Chuck intentionally seeks to build tielaships with those he has identified
as potential leaders, and he feels, “The best ftaags to relate to people is in our
home.”

Likewise, John Stander wants to get to know themiw! leader and family, but
specifically, he wants to get to know the poterigalder’s wife. John explains, “You've
got to get to know them. If you can, also get yoiue and their wife together. | think
you've got to get to know the wife. Because we haaeer, | have never allowed a man
to become a deacon or an elder if his wife hadbalpm with him serving or was a
problem, because you know who's going to run thigigt”

Curt Raymond has an ongoing list of men he wanenhgage in the leadership
development process. Curt relayed,

| know the guys on that list. | want to get to knthem. Whether if | golf with

them, whether | have lunch with them, whether | ldqust chat with them after

church, whether our families get together, whethehave their family over to
eat some night, or whether | just give him a bood# gl him | would like him to
read it. There’s just some process of startinguitdbnto these guys. Again, not
knowing whether it's ever going to shape up intenthbeing a leader, there’s just
developing a relationship first.

Chuck Tanner shared a story about a time when@dest Old Union had to be

removed from office. Chuck recalled how when thenmwas elected, no one had any
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concerns. Chuck shared, “There wasn’t any, ‘OhtHang this is totally going to explode
on us.’ Yet after it happened, we we’re all sayiWgell, this isn’t who we thought this
guy was.’ The truth is, it was really because wantdiknow him.”

Whether it was playing racquetball or golf, meetiaglunch or coffee, attending
a sporting event, going on an adventure weekenjsbinviting these individuals into
their homes, the participants sought to intentigrialild relationships with those they
identified as potential leaders.
Modeling

As the pastors sought to engage those they idgshtii the leadership
development process by spending time together anelabing relationships with them,
the participants also shared that they would uséithe with these individuals to model
and demonstrate the role and function of the osthlaadership. John Stander
elaborated, “I call them and say, ‘Hey, go with togthe hospital], we’ve got to go visit
the burn patient.” You spend six hours round tniphie car, they see how to do a hospital
call, and you get to minister to that person togethnd on the way back you stop for a
sandwich and maybe even a beer. Things change irekitionship.” John believes that
spending time together modeling and doing miniatiyws the pastor and the potential
leader to see if being an ordained leader is sangethat should be further pursued and
investigated. John seeks to engage these mentimvestigation process. John will say
to potential leaders, “Come be with me. We're gdim@ind out if you've got what the
Lord says you need to have.” Tom Wheat also féelsrmodeling empowers individuals
in the leadership process. Tom made this comparison

Take this, like in the realm of sales. No salesorzation believes that
they can have seminars on this is how you do seldsstop there. They
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will take the guy with them, and the sales managkibe out with the

salesman or saleswoman and will go with them, bag’'lt have them do

it, and they’ll give them feedback, or they’ll dpmodeling it for the new

salesman. Likewise, in the church, | think we havet of unstructured

ways, but very practical ways to say, “Do this witle, now you do it,

give me feedback on how it was for you to do itdolthat a lot in a lot of

places with these guys.
Chuck Tanner’s use of modeling to engage and empioeviduals during the
leadership development process comes from his @rsopal experience in leadership
development. Chuck recalls,

My background with leadership training all goeskcCampus Crusade

when | was converted, | guess, in Alabama, as argb\grader, and was

taught right out of the shoot that the model facgleship is, life on life,

or whatever it was called back then, but that pedpbley’ve got to see it

modeled. So, | always, always, always take somehoitiyme when I'm

going to serve or minister. | firmly believe in adoping others, let them

see you pray, let them you see you witness, lehthee you do it. That

was what | saw, that was what | was taught the nmbrineecame a

Christian and was ingrained in me, ministry is nmiode

Walter Lynn agreed that ministry involves modelikigz proposed, “We’ve got
this military chain of command model for authotitythe church and what the model
really is, is the guy who's leading from the froe’re following him because he’s
modeling what he’s asking us to do.” One place @/dtives to model ministry is on a
mission trip. Walter shared that by taking a pasdi¢ader along on a mission trip, “I get
to spend time with them, | get to see how theytreman unfamiliar setting, and they get
to see me doing ministry, and | get to see if lusy get it.”

Sonny Sturgeon was very succinct about why modefimgstry and having
potential leaders engage in the ministry is ancéffe means of engaging and

empowering individuals in the leadership developnpeacess. Sonny summarized,
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“Take men with you, engage with them, so you geset® if they have a heart for it or just
even if that's something they're interested in getito know them in the process.”
Coaching and Mentoring

Four of the seven participants identified coaclang mentoring as a means to
engage and empower individuals in the leadershigldpment process. John Stander
surmised, “You can’t assume they’re going to growsée the gospel right without
mentoring.” John also believes that coaching andtanag are essential to leadership
development. John continued, “That’s really whelhave the best opportunity to invest
in the guys who kind of pop-up and see where tmeyaad what's going on in their lives
and get to know them and see if they have a heathé church as well as wisdom.”
John does not see this as his role alone. He statgthllenge my elders always to be
mentoring at least one. | go out of my way to mehtm or three.”

Al Winsome has an extensive mentoring and coacijgpgoach to his ministry,
which includes his leadership development proc&lsisas written an extensive
curriculum containing a number of different modulest apply the truths of the gospel to
every aspect of a man’s life. Al said with passibmove developing guys. | mean, it's
exciting to preach. I like to preach. But more tlaaything else, I'd rather do, developing
men into leaders and teaching the officer trairdrgmy favorite things to do. | also like
being around a table where we're sitting and takirdove pouring into guys, and
investing my life in them.” In reference to coadiisnd mentoring as a means to engage
men in the leadership development process, Al SHiike doing that to develop these
guys, and | like to see guys move into positionkatlerships and influence in their

homes, workplace, and in the church.”
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Curt Raymond also believes mentoring and coachiagffective tools for
engaging and empowering individuals in the leadprgtocess, but he does not think he
is very good at it. “l am no good at it,” Curt cesfed,

...and if I do it, it happens really informally; ippens, you know, dynamically.

That sounds like a really good word. It happensenttynamically. In other words

it just happens as | engage in their lives, | atangystems guy and | do not have

a good process and | am not, you know, it is jestmy bailiwick, but | try to do

it because it's biblical and it works.

For Sonny Sturgeon, mentoring and coaching ist@mly a way to encourage
men towards and engage them in the leadershipa@weint process, but also the way in
which he continues to develop these men after gle¢wrdained. In meeting regularly
with the ordained leaders, Sonny shared, “I buitd them not Bible - though nothing’s
more important than the Bible - but just to conéina develop them as leaders, so that
they'll feel like that it's not just that we're skiag them dry, but we’re investing in
them.”

Coaching and mentoring allowed the participanisvest more intentionally into
the lives of potential leaders. By coaching and toxmg these individuals, the pastors
believed they were able to better see the potesitieach individual and assess their
ability to function in the role of an ordained lead
Serving in Non-Ordained Leadership Positions

Four of the participants used other leadershiptioos in the church as a means
to engage and empower individuals towards becomidgined leaders. Speaking of this
approach, John Stander shared,

| get them plugged into whatever ministries we aad give them some

responsibility. I'll say to the people, “We are sarering this guy for future
leadership positions. We'd like you to honor hindavork with him and let us
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know how it works.” | also get them involved in Siay school, get them
involved in the teaching and leadership.

Al Winsome explained, “Typically, it's looking augs, calling them and saying, ‘Get
connected, get connected, find a place, entry lexstler, do something, just get
connected, do something,” and to see where theyithyat, and those guys that pick up
with it, you go with. | tend to go with the goers.”

In addition to potential leaders, Curt Raymond sdekget every member of his
church empowered and engaged in ministry. He exgdhi

We want to empower [potential leaders] to do migidbut just like we say to all

the people at church who say, “I cannot find a stigihere, | cannot find a

ministry here.” We always say, “All right, I'll hplyou with that.” Turn to the

person next to you, stick out your hand and say, rtty name is Curt Raymond.”

Just introduce yourself and ask, “How are you d@inyhen they say fine then

you say, “How are you really doing?” | am goingéed you, if you do that three

times you’ll have all the ministry you can handle.
Walter Lynn agreed. He wants to get everyone ire@iv doing some sort of ministry,
especially potential leaders. However, he lookstiose who empower themselves and
begin to serve on their own. He observed, “We viammpower all people to do
ministry, but again we want to see people who atarally gravitating to it.”

The participants gave the impression that engagmigempowering individuals
in the process of becoming ordained leaders irchinech was something that came easily
and naturally to them. However, regardless of hasyat may be to engage individuals
in the leadership process, developing ordainecktisadithin the church is challenging.

The Challenges in Developing Ordained Leadership ithe Church

The final research question focused on the chademgd difficulties pastors

faced in developing ordained leadership. There weveral challenges that all the



136

participants faced. However, there were also chgéle that were unique to each pastor’s
ministry setting.
Common Challenges

The participants in this study shared three comoi@llenges they faced when
developing ordained leaders. The first challengelired a lack of time.
Lack of Time

Each of the participants felt frustration becatmy/ tdid not have more time to
devote to developing leaders. The participantsesged that the routine needs and
demands of ministry often delayed this importantkwéronically, several participants
recognized that if they had more developed leadleey, could be free from many of the
routine duties that currently limit their time @entify and develop new leadership.
Additionally, several expressed that busynesseir fiersonal lives also hindered their
ability to connect relationally and informally wigiotential leaders and existing leaders
outside the church setting. “It takes a lot of tjiird Winsome admitted, “getting to
know and developing potential officers. It takdgtie more doing, and | don’t think I'm
doing that as well as | could...I've been too busiithk our whole culture is.
Everybody’s busy, and I think | get caught up itom.”

Curt Raymond knows that he is busy, and he is inmprsed that he does not have
enough time to invest in developing new leaderdigexplained,

| tell people my job from Tuesday until Thursdaydraifternoon, I’'m the

leader of the ministry. From Thursday afternooriliBunday afternoon

I’'m a public speaker. | really have — | guess pubpeaking is a half time

job, but leader of the ministry is a full time jadn | have a job and a half.

The leadership part of the job gets shafted; iy geilts half the time it

needs. The public speaking job doesn’t get shaltscot a full time job

to be a public speaker, but it is about a half fjole So | never have the
time for leadership that | need.
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Some participants expressed that they were inwestgnificant time in people

with problems rather than in potential leaders.rf8jpgy substantial time with troubled

individuals limited their time for leadership despient. Sonny Sturgeon lamented that

he should follow the advice given to him from ad phstor friend. Sonny recalled,

| remember asking him once, if he had his minigirgo over what would he do
differently, and he said he wouldn’t do any coumggelHe spent all his time
working with people who had problems, and they gsvseemed to have
problems, and if he had it to do over again, held/owest far more of his time
into the people who really were going places andteato go places.

Al Winsome shared a similar thought, although he llegun to make the transition by

investing more time into people with potential. Hoer, he is still not where he wants to

be:

I’'m realizing | need to spend more time with VIP$hink Gordon
McDonald came up with that, there’s VIPs, VDPs tHrate’s, | don't
know, he’s got some others. | found, | could handéVery Draining
People, once or twice, but | no longer spend tinth them. | go with
those guys that can be developed and try to pasgdhy Draining People
off to those that like to hold hands, a chaplaid athers. I'm not a
chaplain. I'm supposed to be an equipper. That'soitg/ as the senior
pastor. | will counsel. If people want to get tdget I'll say, “What will
we talk about?” If | really believe that I'm notehtbest one to do that, or it
might not be the best use of my time for the churdrsay, “I know
somebody else that’s better at that. Why don’t tgdkito them first? If
you'd like to get together after, we can do that.

John Stander feels he never has enough time,iaBpamce he will be retiring

in a few months. “I'll be retired soon,” John lanted, “and | remember thinking when |

first started in ministry that | had a long, lomagé before retirement.” Additionally, John

realizes that those he wants to engage in thergaigedevelopment process also feel a

lack of time. John confessed, “I try to be veryssewe to time because it's one of the
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biggest bugaboos in the world today. Ask anyonedmything, and it always comes
down to time and them not having enough.”

Curt Raymond agreed with John about people feg@iegsed for time, and he
lamented the busyness of society. However, Culs teat the church can often be one of
the biggest culprits in keeping people busy or amaking people busier. Curt reflected
on how churches often encourage people to be iedalv every single ministry,
program, or activity. In light of this, Curt findischallenging that by engaging
individuals in the leadership development prockess, “making busy people even
busier.” Curt challenged, “Basically we want bugpple; busy with their vocations,
busy with their families, and busy with the minystiney already have in the church to be
busy with a leadership role.” Moreover, Curt febiat since the church often keeps
believers so busy, there is not time to bring thepgl to bear on the world outside the
church. Therefore, Curt explained that he desodmd a way for leadership in the
church to take these men away from their othegakibns. Curt proposed, “We do not
want them to have less of an ability to be engagelde community, be engaged with
their family, be engaged with their small groupd @mgaged in the ministry they are
currently doing by becoming elders. We feel likeave damaging our church if we keep
them so busy here they don’t have time to livegbgpel out there.”

Rotating Classes of Officers

Three participants found rotating classes of efdo be a challenge in the
process of developing ordained leadership. Twhefdarticipants came into churches
where this pattern was already in place. The giheicipant planted the church using a

rotation of officers but later changed it becausthe difficulty and challenges it created.
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When Sonny planted his church, he establishedasimgtsystem for officers. He
used the approach that he had seen in a numbénafPCA churches, with three classes
of officers serving for three years. Sonny recallétdseemed to be the way every church
did it.” However, several years ago, he led hisrchio make the change to a permanent
session and deacon board. He shared, “It's reddgdaidea to lose thirty-three percent of
your brain — your collected history — every ye&t€ explained,

We had a rotating session for years, but now wet.dédfe made the

change a while ago. Now people serve for two yaatise beginning and

then everybody is reelected every year, and Ind/raake it an enjoyable

experience for the elders who serve. This year awe Imine ruling elders,

and all of them were given an opportunity to re;@pid they’re all re-

opts, because I'm investing in them. I'm developamgl growing them. |

think they find it helpful in life and in their owleadership, in their

businesses, and it's a great group of people wiaydxeing together.

They all re-opt.

Unlike Sonny, who planted the church he currendigtprs, Walter Lynn and
Chuck Tanner came into established churches withghistory of rotating officers.

Both expressed the difficulty they often facedasihg a third of their session each year,
especially those leaders who they had developeavéghdvhom they most resonated.
Even with these reservations, neither has attentpteddange the process. Both men
shared the challenges that having officer rotgtioses to leadership development.

Walter shared, “Each year you lose a group of gungsthen you have to replace them.”
Walter feels that in some way, the driving factectames the number of vacancies you
have to fill, not whether those coming in are tlestibnes. Walter expressed how he often

has to spend time trying to develop those who k&ed to fill the slots that did not

necessarily fit, whether with the philosophy of matry or relationally with him or others
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on the session. Walter joked, “Sometimes it appeershurch by-laws determines who
the leaders are instead of the Holy Spirit.”

Chuck Tanner agrees with both Sonny and Walterhthaing rotating officers
presents a challenge in the process of developaels. Chuck’s church bylaws require
that both the session and the board of deaconsthawy-four members. These
members are divided into three classes that servifee years. So every year, eight
officers rotate off, and eight new officers rotateo the session and diaconate. Chuck
shares Walter’'s concern that trying to find sixtegn every year sometimes feels like,
“It's just a warm body filling a spot.” Chuck alstvares Sonny’s concern about the
challenges this creates in developing leaders. KCepends much of his time with the
session bringing the new leaders up to speed. “iNgnkith the new officers takes so
much time,” Chuck admitted, “I just don’t seem tavh the time to invest in developing
the others more.” Also, by the time the new offscare caught up, the whole process is
repeated with a new class.

Chuck does not hide that fact that trying to fikteen officer positions each year
with the right people is a challenge. In some case$as a relationship with the
nominee. However, there are other times when Ckoolws very little about the
individual before they enter the formal officeritiag process. Chuck shared, “By the
time a guy gets to the officer training, since wauire that a person have at least been a
member for a couple of years | think it is, | car@tember it, but I'm going to say an
average of a couple of years, | would have beenratthem, so | don’t meet any

strangers in the officer training class, but it sldgemean | know them very personally.”
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Chuck revealed that when he does not know theichakls very well, he has to
rely on other people’s knowledge of their abilitilsmnperament, and aptitude for
leadership. “I have communication with the pastfaheir congregational community,
who is, hopefully, seeing these people and becaes#o Journey groups and small
groups, there are a lot of arenas short of beingffeser where their pastoral side and
their shepherding side will come out.”

Open Nomination Process in the PCA

As outlined in BCO 24-1, the session of a chusdo set a time in which the
members of the congregation nominate men to thamed offices of elder and deacon.
Although the BCO gives some guidelines for who lsamominated, most adult males
who are members in good standing with the churerehgible nominees. Sonny
Sturgeon jokingly sneered, “Every year we havedal avith what the BCO says and give
everyone an opportunity to nominate officers.” Pagticipants identified the open
nomination process in the PCA as a challenge téetidership development process
because it gives almost anyone an opportunity toimate almost anyone for ordained
leadership. With anyone able to be nominated, #megpants recognized that there
could be individuals engaged in the leadership ldgveent process who were not suited
for it.

In light of the open nomination process, John Stastiared how when he came
to Christ Presbyterian, the officers were not nsagly those who were most qualified
but those who were most known. John recollectedeyThad a kind of a popularity
contest for the nomination process going on whignstigot here, that the congregation

could nominate anybody they wanted, and if theyngmhinated, | had to train them.”
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John discovered that being nominated as an elddgearon was more about how well a
person was known as opposed to being called adgift serve in the office. Worse, John
realized the current session members would nomotagrs to the office of elder
because they were friends with the man. John estdiDthers just immediately got
nominated by the elders because the elders tholgyite great.”

Walter Lynn shared, “Each year we go through aatiele process that begins in
the next couple of weeks, so we do what the BCIS s, and we start taking
nominations for six weeks or so from the congregatiWalter stated that every year he
is surprised by some of names on the nominatian.foYalter laughed as he shared,
“The surprising thing is that we get nominationgpebple who are not members, from
people who are not members.” He continued, “We g&t@eople nominated, like [John
Smith], who's Canadian, he’s only down here forfgadoly five months, but his name
comes in four or five different ways...Sometimes, ye¢ names of people who we
haven't seen here for a really long, long time.”

Curt Raymond receives similar types of nominatiasdValter does. Some of the
similarity results from the fact that Curt and Véal$ churches are quite similar in one
way. Both churches have a significant number ofrdnials, that is, individuals who live
elsewhere in the United States but spend the wméerths of the year living in the
South. Because of the influence of these snowb@dst's church has six elders who
spend time every year going through the nominatiorsee if the man nominated is in
fact a member of the church, and they also tryetemine whether the nominee is a
fulltime resident of the area. Curt shared,

This part is unquestioningly necessary becauséhgwa people nominated who
are not members. Also, from the beginning, becaesare a snowbird
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community with winter residence, we want peopléadere ten months out of

the year or so because we did not want elders vdre gone for six months who

would then come back and have missed everythirtghbasession had done.
Several other participants shared that during mination process in their churches,
they also have men nominated who are not membeéhe ahurch. However, for some of
the participants, the main challenge involved nanans for some of the men who were
members of the church.

Each year, Chuck Tanner finds that a number of neesiib his congregation
have all nominated the same church member for meddeadership. Chuck lamented,
“You would think this is a good thing, a man hasumber of members who believe he is
called to be an officer in the church. It just sppens that he is related to everyone who
nominated him.” Chuck disclosed that Old Union isedl-established church in a well-
established area in which many extended familiehdt some for several generations.
Chuck voiced his concern that a large number oplgemay get upset if their family
member does not become an officer.

Curt’s problem was with men who nominated themsel@urt elaborated,

We've had people more or less nominate themselvesany cases, you

wouldn’t know if somebody nominated you, so if yware never contacted, you

wouldn’t wonder what happened to your nominatiegduse you didn’t know
you had been nominated in the first place. But wéiad people who would
nominate themselves and then they know that theyreinated. It’s interesting. |

found a number of instances where someone woultbsane in the narthex, “I

was nominated, but | haven't really heard anytland training has begun.”

Al Winsome shared that in the past, he found atlleimging when certain men got
nominated by a contingency through the open nomaingirocess. Al confessed that

often he feels the church operates too much likesiness, and at other times too much

like a political party. With the nomination of caih men, Al would have to wonder,



144

“This whole group is nominating this individual. éthey hoping or is he hoping to be
their champion to come in here and fix things?’fénd that when a decision or a
change was made, there were times when certaipgreho did not like the decision
would use the open nomination process to “stagnapaign” and seek to get someone
elected onto the session, hoping that he wouldrseuwtie decision or move things back
to the way they were before.

Chuck Tanner shared an additional challenge wihofien nomination process.
Chuck was concerned that the members did not kxawtly what the ordained
leadership did, and therefore they did not knowtvyyae of men should be nominated.
Chuck described how leading up to the nominatioetihe faithfully sought to inform
the congregation of the role and function of thaeed and deacons and the biblical
qualifications of those who would serve in thessifians. Chuck affirmed, “I try to do
what the BCO says to do, so I'll bring teachingeQvay is that there are more sermons
on the qualifications for officers, but also | lite qualifications in writing on the
nomination form, so | hope that people are lookorgnen who exhibit these qualities in
some regard, but you can’t always be sure.” AldoydR worried that the men might not
be completely aware of what they had been nominateld. Chuck voiced this concern,
“So members are nominating men, and we really llopge men are truly being called to
serve.”

In this section, the participants identified seVetallenges they faced in the
process of developing ordained leadership in theath In defining these challenges, the

pastors also expressed that addressing theserdeslevas a part of their pastoral role.
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Addressing Some of the Challenges in the Process

Six participants revealed that they had alreadlyested or were seeking to
address the challenges they faced in developingroed leaders. There were four
measures given by these six participants: requateshdance in a leadership class before
being eligible for nomination, a lengthy apprenfizegram before becoming an officer,
successful small group leadership prior to becoramglder, and the creation of a
governance commission of elders.

Leadership Class

Three of the six participants shared that one thay sought to address the
challenge of the BCO nomination process was by nta#tie successful completion of a
leadership class a prerequisite for officer nomamaeligibility. Each class differed
slightly in its approach and who could attend, &uthree shared that completing the
class was the first step in the formal leadershgqeess.

Sonny Sturgeon’s leadership class is open to &dintial leaders, both male and
female, whether they were seeking to become leadesrmall groups or ministry teams.
So at Evangel Presbyterian, everyone in the comagjeyis encouraged to attend the
class, not just those desiring to serve in an amthleadership role. Sonny explained his
reasoning for opening the class to everyone. Heedha

In the past, | had an officer training class whictipon’'t know, maybe three would

attend, now instead of having three people in ssglehave thirty people in the

class; men and women. | get our youth leader t@aljef his small group leaders
to come. | get our children’s director to have teaichers come. All of our small
group leaders attend, and their apprentices.

Sonny elaborated, “The other thing that havingaaéeship class does is if you only have

an elder training class and three people go throilngly expect to be elders. They're
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upset if they don’t, but if there’s thirty peoplethe class, nobody really comes out of the
class with the expectation, ‘Well, | finished tHass, I'm going to be an elder.” Sonny
noted that completion of the class is required teeémyone could be nominated. “It's a
prerequisite to being an elder, but it's not gdimgpugh it that makes you an elder, which
to me, it's a prerequisite, but it's not a guaratite

At Creekside Church, every man in the congregati@ncouraged to go through
a leadership/discipleship program, but it is maodator those who desire to be an
officer. Al explained that the program includesesaV classes or modules that address
issues pertinent to the lives of men, but the matas is to specifically develop leaders
for the church. Al shared that the wives of thoadipipating are required to attend
several modules in the program with their husba@dsicerning wives attending, Al
expressed, “I do classes with their wives, becanseof the problems is that when a guy
comes in and he is, | mean, he gets Reformed thgobmt his wife’s over here. He was
a Baptist, or he was a Methodist, and all of a sadds world is upside-down, but he
gets it and he’s on fire, but his wife’s not.”

As John Stander mentioned earlier, the nomingironess at Christ Presbyterian
was more of a popularity contest. In order to cleattig nomination process from a “who
knows who” contest to an intentional process oflifjuag and developing men for
leadership, John asked the elders to add a step.tdll the elders,

Okay, we have the nominations from the congregabanlet’s add a new

layer to it. Let’'s add a pre-nomination, three-nfiotmaining course where

| run these guys through doctrine and worldviewuan either sit in if

you want to and observe these guys, or | can répgu who pops to the

surface like a cork. Then we’ll start with thoseyguvhen nomination time

comes, and then the congregation can supplemerit.tidém do the
formal elder/deacon training after that.
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Since that time, the “Pastor’s Class” has becomegjaired step before a man can be
nominated to an office at Christ Presbyterian. Jadws this class as the highlight of his
role. He loves it because he will soon be retirany] through this class, he declared,
“We're cultivating the future. We're pouring intbe future of the church.”

An additional benefit of a leadership training slags that it provided the
participants with an opportunity to share the \nsimission, culture, values, and
direction of the church. Sonny commented,

It's been wonderful; we have all kinds of small gjpdeaders and ladies

and just people who want to grow, and youth leadadsthose who will

go through our leadership training. It gets me elwmsa lot of leaders

where | get to pour into them. | bring unity to eflour leaders,

doctrinally, and philosophy of ministry, and chetrysand all the different

parts of Evangel’s vision and how we do ministrg avhat is important.

Al Winsome also added that after the men complatd enodule, it gives him the
opportunity to ask those in attendance, and fontka to ask themselves individually,
“Are you really basically with us with the visiomé@direction at Creekside?”
Additionally, Al articulated what all three parfi@nts expressed concerning the value of
having a required leadership program for men tnaltiprior to being nominated. Not
only does it allow the pastor to see whether a embraces and fits with the ministry
and culture of the church, but it also gives th&t@athe occasion to inform all leaders,
even those who have no desire to be ordained offit@ understand what the church is
all about. Al concluded, “You get a chance to saygsophically how this goes about,

how we do it, and how | do it, and we talk the ptdphy of the church, philosophy of

ministry in the course of teaching our theologybrihgs everyone on the same page.”
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Apprentice Program

One participant communicated that developmentle&dership apprentice
program addressed a number of the challenges shatbe participants. From lack of
time, to not knowing whether the individual trulsfwith the culture, or whether the
nominee agrees with the vision and philosophy efdhurch, having an extended
apprenticing program was the measure Curt Raymeead to address these concerns.
Curt shared earlier about his frustration with fitvenal leadership process in the BCO,
especially the way it allows open nominations fritm@ congregation. Even though Curt
has the ability to turn away individuals who aré imoa position to stand for election, he
has not said it every time he should have. Cuatyesl a time when he failed to turn away
an ill-equipped candidate. The individual who wasimated seemed to be a real asset to
the ministry, but after getting on the session,ittaan seemed to be a totally different
person. He ended up being a poor elder, and hainelgampacted the church until his
family moved out of the area.

After that experience, the session at Citrus Gimyemented an apprentice
program. Curt offered this counsel,

There’s one thing we do that’s saved us our blitis.simple and the best

way, and | don’t know why every church wouldn’t dexcept for getting

it implemented in a real traditional place mighthaed, is that nobody

becomes an elder or deacon without apprenticingniwou’re

nominated and even if you're whatever, whatevetetver, and you pass

the orthodoxy test, you still do not go straighatoongregational vote,

you become an apprentice. Every elder becomesden apprentice and

that apprenticing lasts, well, the longest we dwat an apprentice was

three years, but usually it's one or two years lapthe end of one or two

years we say this guy fits our culture and we ktioa person. We'll put
them up for election then.
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Curt explained that as an apprentice, “you put tbharthe session and they actually
function as elders, but they are not.” Curt dethilew the apprentice program gives
everyone an opportunity to see how an individualviith the ministry and how these
potential leaders act and interact in actual legddprsituations. Curt also shared how
through this process, the apprentice sees whdtlanaoes, which allows him a clearer
sense of whether he is truly called to the offl€&he apprenticeship reveals that the
individual is not a good fit, then nothing is lo8s Curt pointed out, “That is the great
thing about apprenticing, if it does not work abey haven't been elected, ordained or
anything else.”
Small Group Leadership

Three participants shared use small group leageeshan effective way to screen
those who are nominated by the congregation. Orieipant shared that at his church,
leading a small group is a requirement for all ordd leaders and a condition for
nomination for anyone who is put forward by the gr@gation. For the other two,
although not required, leading a small group presid great proving ground for potential
ordained leaders and a clear assessment of theornadity, heart, abilities, and
interpersonal skills. All three believed that theras a correlation in how effective an
individual was in leading a small group and theopgensity to be an effective elder.

Each of the participants shared how they believeallsgroup leadership
provided a holistic setting for identifying and @éwping individuals for the office of
ruling elder. As was mentioned earlier by all thogerviewed, elders should focus more
on the shepherding and pastoral care of the coatio&gas opposed to sitting in

meetings, making decisions, and handling churcimkess. Sonny Sturgeon admitted,
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“That’s one of the things | love about our smabwps is it provides lots of opportunities
for people to lead, care and love for others amdshinto the lives of those they serve.”
The opportunities provided in leading a small graup the very opportunities that all the
participants expressed were essential to an elddés

Not only are these opportunities essential to tleregole at Tri-City, being an
effective small group leader is essential if on@tsdo be an elder in the first place. Tom
Wheat stated definitively that nominees “have tmewut of a successful experience of
leading a small group. It's a prerequisite, | meamgrder to be nominated, they have to
have successfully led a community group.”

Sonny Sturgeon and John Stander advised that gnoalbs provide a way to
observe whether men exhibit the qualities desmeghi elder. John shared, “That’s one of
my testing grounds. We've got dozens of small gsaapthe church. They'll either
apprentice to the leaders or they’ll lead.” Johplaxed how he would watch these men
to see how they handle being a small group ledfdéohn sees the man “shepherding”
his group well, he invites them to attend his P&s0lass. However, before extending an
invitation, John seeks to discover how those utfi'eman’s leadership respond to him.
John revealed, “When I'm about to make a guy aeredd when I’'m about to launch a
guy into being an elder and I've watched him warlaismall group...I'll often talk to the
[small group] members; ‘What did you learn from Riror ‘How did he work with you?’
and ‘How did you guys handle conflict?””

Sonny Sturgeon also believes that small groupsigecw great place to test
potential leaders’ gifts and abilities. Sonny reldy“If you have a desire to be an elder,

you need to lead a small group. If you're not legdr small group, hey, go lead a small
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group. This is how you begin to develop those stéieing an elder at Evangel.” Sonny
explained that if someone really feels called t@lbeader, he will encourage them to get
involved with a small group. Sonny explains to théknyou feel called to lead, hey,
we’'ve got a great place for you to test your diftsthat individual becomes involved in
leading a small group, Sonny will extend an invatatto the leadership class, “We've got
a class coming up, we’d love to have you comeodisth’'t guarantee you’ll be an elder,
but that’'s a great place for you to learn more alnhat it means to be a leader here.”
Governance Commission

Chuck Tanner revealed that he was in the prodes®ating a governing
commission of the session. According to the BCQL.1&-commission differs from a
committee in that a commission is authorized tdbéeate upon and conclude the
business referred to it. Chuck shared that thiggomg commission would deliberate
upon and conclude all the business and adminssgrateds of the church. He relayed
that a colleague of his in a large PCA church ea$louth had found this type of
commission very beneficial. Chuck hoped that themasure would address the challenge
expressed by those interviewed that there waskeolaitme for developing leadership,
particularly the existing elders. By establishingawerning commission, Chuck also
sought to address the challenge of officers rajatiii the session every year. As such,
Chuck hoped that through this governing commisdi@ould redirect the role of the
elder back to shepherding, rather than merely foagusn the business of the church,
which was concern identified by all the particimar@huck elaborated on how this
governing commission would work,

We've just proposed a reorganization plan. It clesrtg where the elders would
become permanent on the session, and they woulths®ion nine of
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themselves, plus me, to be a governance commisbBi@session then would

deal strictly with shepherding, and the governasaamission would deal with a

lot of the policy and administrative issues, S8 & major restructure.

Chuck shared three reasons why he was moving ati#athis restructuring.

He enumerated, “First, is communication, to be éblalk, and talk openly and discuss
things that probably, prudently we don't talk abauth twenty-four men in the room.”

He acknowledged, “It's difficult to get things dométh twenty-four elders.” Chuck
explained the difficulty that arises from the ldmgf time it often takes to make decisions
when everyone wants to give their opinion or ins@mevery item. The end result is that
most discussions do not go very deep.

Chuck shared that the second reason is shepheklittythe governance
commission focusing on the business of the chuhehmonthly meeting of the session
could focus on shepherding the congregation. Cplankned to use the monthly meeting
for training and development of the elders’ abitilycare for the people. However, this
transition is not without concerns. Chuck expresssdvorry about how this change of
focus in the role of the elder will be received. &tbmitted,

Part of what scares me, and | think some of theratken, is just because you

change the structure, you don’'t change heartsiméa is not a shepherd, to

suddenly be changing the organizational chart dbesake him one. But it's
worth it, because at least it puts us on a trackl Athink for the long-term health
of the church | think that’'s what's needed.

Chuck concluded, “The third reason then is, | waitldecessarily say, they may
not be more efficient decisions, it depends ornype, but | think they will be better

decisions. | think there will be more discussiotihea than in a congress of twenty four. |

think with nine, I think you’'d get more discussiand more thoughtful decisions.”
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Summary of Findings

This chapter examined how seven pastors desciitaadrole in the process of
individuals becoming ordained leaders in the chuftitough comparative analysis, the
researcher identified themes that were common tr al significant portion of the
participants sampled. Each of the participants bdxyasharing the role of the ordained
leadership within their church and their role ifiie@g how the ordained leadership
functioned in their unique ministry setting. Thetmapants identified the characteristics
desired in ordained leaders and discussed howptiespnally engaged individuals
possessing such criteria in the leadership devedopprocess. Several challenges to the
development process were revealed, and a numlagpobaches to addressing and
overcoming these difficulties were given.

The findings revealed that there are several diffeaspects of the role of the
pastor in developing ordained leadership in theahulhe pastor has a macro role,
which focuses on the church’s vision, values, artuee. In this role, the pastor
determines and develops how the ordained leadeishgbions within that ministry
context. The pastor also has a micro role, whicu$es on the role and function of the
ordained leadership of the church, developing anpasvering individuals to function as
ordained leaders.

In the next chapter, the researcher will synthesieedata from both the literature
review and the participant interviews, identifyiogmmon themes and concepts in order

to make concluding recommendations.



Chapter Five
Discussion and Recommendations
Development of ordained leadership is a vital ideugastors and the churches
they lead. As John Maxwell claimed, “Everythingessand falls on leadership’® In
light of the importance of leadership to the ovienehlth and effectiveness of any
organization, it is essential for pastors to uniers their role in the process of
developing ordained leadership in the church.
Summary of the Study
This study has shown the role of the pastor irptiegess of individuals becoming
ordained leaders within the church. The followihgee research questions guided the
researcher in this study:
4. How do pastors describe the role of an ordainedilem the church?
5. How do pastors describe their role in the procéseweloping
ordained leaders in the church?
a. What are the criteria pastors use to identify paéonrdained
leaders in the church?
b. How do pastors empower potential ordained leaatetisa church?
6. What challenges do pastors experience in the psarfaadividuals

becoming ordained leaders in the church?

270 John C. MaxwellThe 21 Indispensable Qualities of a Leader: Becgrtfie Person That People Will
Want to Follow(Nashville: T. Nelson, 1999), xi.
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In discovering the answers to these questiondptlmaving areas of literature
were reviewed in chapter two: the biblical/theotadiperspective on leadership
development, general leadership development, aluwhteerism. These areas of literature
provided insight and perspective on the developroenblunteer leaders in a variety of
settings: ancient, contemporary, for-profit orgatians, and non-profit organizations.
Chapter three defined the methodology used in Setethe seven participants, explained
how the data was collected, and described howntieeviews were conducted, as well as
how the researcher analyzed the data. Chaptepfesented the findings drawn from the
interviews of the seven participants and their oasps to the research questions. This
chapter brings together the data from the liteetawview with the findings of chapter
four to form conclusions and make recommendations.

Discussion of the Findings

The data from both the literature review and thernews with the participants
will be brought together in this section. The fimg will be organized according to three
underlying themes revealed by the research questimmcerning the role of the pastor in
the process of developing ordained leadershiperctiurch.

The Role in Defining

The first aspect of the role of the pastor in dep#lg ordained leadership in the
church is to provide definitions. John Standermraféd this as a significant part of
developing ordained leadership in the church whreexXpressed, “I'm the one who has to
define the terms.” The definition of terms is argldetheme in both the literature review
and in the interviews with the participants. Botliroborated that an essential role of

leaders in the process of shepherding new talg¢ntdefine the terms, context, and
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setting of an organization, and then outline hogvldadership functions within the
organizational framework. Each of the participaaxpressed that their role involved
defining and communicating the church’s visionues, philosophy of ministry, and
creating the overall culture of the church. As su®bnny Sturgeon spoke of being the
greatest depositor of vision in the church. Wallgmn saw himself as the vision-caster.
Curt Raymond shared that he was the one resporisitdeeating the overall culture of
the church. Al Winsome felt the church’s persondlibwed from him.

In examining the literature, two aspects of leakligrsvere consistently
mentioned: casting vision and building the orgatmireal culture of the church. Timothy
Witmer defined that macro-level leadership involgetting the vision, mission, purpose,
and policies of the churci* James Kouzes and Barry Posner asked that leaalezsah
well-defined orientation toward the futu¥®& Edgar Schein believed the only thing of real
importance that leaders do is to create and managee?’ Similarly, participants
expressed the desire for potential leaders to lagrieement with the philosophy of
ministry of the church, and to fit within the cuktuof the church. Each participant
recognized their need to clearly communicate te®waiand philosophy of ministry to the
church, especially with those who were being dgatiofor ordained leadership.
Interestingly, in their communication of the visjghilosophy of ministry, or culture of

the church, none of the participants mentioned tiode in the preaching of the word of

21 Timothy Z. Witmer,The Shepherd Leader: Achieving Effective ShephgiditYour Church
(Phillipsburg, NJ: P & R Pub., 2010), 157.

272 James M. Kouzes and Barry Z. Posfiére Leadership Challengéth ed. (San Francisco: Jossey-Bass,
2007), 34.

23 Edgar H. ScheirQrganizational Culture and Leadershiprd ed., Jossey-Bass Business & Management
Series (San Francisco: Jossey-Bass, 2004), 11.
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God. This seems to affirm Gary Bredfeldt's conddat pastors need to see vision
casting as consistently and faithfully teaching eachmunicating the word of G&d*

Participants also shared how they sought to directvay in which ordained
leaders function within their particular churchisien, values, philosophy, and cultural
context. This affirmed George Barna’s advice taq@as “Be sure that when strategic
decisions are being conceived, the vision is treethed the discussion. As God’s
appointed leader, you are the protector of thewutsan and must be responsible for
seeing that all strategic and tactical decisiomsigately reflect the vision?*> In
reflecting the vision of the church, John Standet the other participants shared how
they were seeking to redefine the role of the oreldieadership. Specifically, each of the
participants sought to focus their elders moret@pberding and less on administration.

The definition of the role and function of a pasitithrough clear expectations,
written job descriptions, specific objectives, andasurable goals was emphasized in the
literature on volunteerism. Jo Rusin encourageddesato examine their organizations to
identify specific roles volunteers could fulfill dihen to seek out those volunteers and
develop them for those roles, a process which wen#ble their organizations to
accomplish their missiof(®

The role of the pastor in the process of developrgined leadership in the

church is to define the role and function of theasned leadership in fulfilling the goals

2" Gary J. BredfeldtGreat Leader Great Teacher: Recovering the Bibl\ision for Leadership
(Chicago: Moody Publishers, 2006), 228.

2’5 George Barnalhe Power of Vision: How You Can Capture and Ag's Vision for Your Ministry
(Ventura, CA: Regal Books, 1992), 135.

27 Jo B. RusinYolunteers Wanted: A Practical Guide to Finding a¢eeping Good Voluntee(#obile,
AL: Magnolia Mansions Press, 1999), 23.
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and objectives of the church. Pastors must comrmataitie vision, create the culture, set
the goals, and define the terms of the churcheslédasl. Only then can pastors develop
individuals to fulfill the role of an ordained leadin carrying out the clearly defined
mission and vision of their church.

The Role in Identifying

In the biblical literature, the Apostle Paul gaven®thy a list of characteristics
and qualities to be exhibited by those aspirintheooffice of elder or deacdt’

Timothy’s role as the pastor of the church in Episesas to identify men who possessed
these qualities and who would become ordained teagi¢hin the church. Both the
literature review and the interviews corroborateel tole of the pastor in identifying
potential leaders. The qualifications for biblitedership as well as desired qualities in
leaders for non-profit and for-profit organizatidnsre great similarities in the literature
reviewed and the Bible.

The literature revealed that leadership involvesidication of those individuals
who possess an aptitude for leadership. Since gaate leaders, their role in developing
ordained leadership in the church is to identifg develop those with leadership
potential. Each of the participants shared that gvenarily looked for those who met the
biblical standards given by the Apostle Paul to dtiny when identifying potential
leaders. The biblical literature included, but was limited to, the following qualities for
ordained leadership: above reproach, sober minaddjouble-tongued, respectable, not

quarrelsome, and respectabli&There was resonance between the biblical charsiitsr

2771 Timothy 3.

2781 Timothy 3:2-8.
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of leadership and the characteristics desired &gdes in for-profit and non-profit
companies. Morgan McCall, whose writings were repngative of many of the authors
reviewed, also gave lists of leadership competsrnadelp identify leadership potential
in individuals?”® Credibility was crucial for Kouzes and Posner widentifying
leaders® Stephen Covey believed leaders must be trustwonthigh is a function of
character and competent.John Maxwell’s extensive list of leadership quetit
included such things as strong character, influgpasitive attitude, excellent people
skills, evident gifts, proven track record, confide, self-discipline, effective
communication skills, and a discontentment withstetus qué®

The reviewed literature clearly stated that thoskeadership, as well as those
being developed as leaders, must possess strosgnpécharacter. Peter Drucker said it
best, “The manager who lacks character — no miatterlikeable, helpful or amiable, no
matter how competent or brilliant — is a menace simawlld be judged unfit to be a
manager or a gentlemaff® This focus on strong character was corroborateeloin of
the participants. Al Winsome responded, “Charadtergot to be there.” Participants
also desired potential leaders who resonated Wwétchurch vision and philosophy of

ministry, and with whom they connected on a pers@ma ministerial level.

29 Morgan W. McCallHigh Flyers: Developing the Next Generation of LemdBoston: Harvard
Business School Press, 1998), 128-129.

20 Kouzes and Posner, 27.

1 stephen R. Covey and Rebecca R. Meiflile Speed of Trust: The One Thing That Changes/tveg
(New York: Free Press, 2006), 30.

22 j3ohn C. MaxwellDeveloping the Leaders around Y@ashville: T. Nelson, 1995), 47-59.

23 Gayle D. BeebeThe Shaping of an Effective Leader: Eight FormaRviaciples of Leadership
(Downers Grove, IL: IVP Books, 2011), 29.
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Both the reviewed literature and the participanig®rted the position that the
role of the pastor in the process of developingoreld leadership in the church is to
identify potential leaders. John Stander emphadizegastor’s role as, “Looking for
corks that pop up.” Tom Wheat and Sonny Sturgetoutaited that pastors were talent
scouts. Curt Raymond, showing keen insight, satigastors do not necessarily develop
leaders so much as they identify them.

This study indicated that the pastor in the prooéskeveloping ordained
leadership in the church is to identify and develogse possessing strong character and
exhibiting skills and qualities for leadership. $heskills and qualities of leadership have
been clearly articulated in the Bible and reitedatethe reviewed literature on leadership
and its development. This consensus supports théhiat that there are qualities and
characteristics inherent to leadership unrelatetig¢csetting or function of the
organization in which one leads.

It is crucial for pastors to understand the advgathey have in seeing the entire
congregation for the purpose of identifying potahieaders. This affords them
opportunities that are not available to otherdhaprocess of leadership development.
This is a necessary and important role for pastoesnbrace and carry out for their
congregations. This will entail personal engagena@dtinvestment on the part of the
pastor in the active ministries and life of the gaagation.

The Role of Empowering
Bobby Clinton pointed out an important principletire literature review, “God

has given some people the capacity and the heseetéeadership potential and to take
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private and personal action to help the potergiadier develop®®* In their role in the
process of developing ordained leaders in the thyrastors must have that capacity and
heart. The literature revealed that a primary obfla leader is to personally develop and
empower other leaders. Biblical examples, litetodressing the development of
volunteers in non-profit organizations, and litaratwritten to guide current leaders of a
company, each confirmed the need for existing lesatteinvest themselves personally in
developing the next generation of leadership feirtbrganizations. Most often, this
development and empowerment occurred through pargtieraction and engagement.
Gene Wilkes pointed to Jesus and his personakictien with his disciples as the
biblical model of leadership developméftRabbi Zucker emphasized the modeling and
mentoring that occurred between Moses and Joshi&lgah and Elish&®® Jo Rusin
presented that in developing volunteers that tls¢ &@proach is a “hands-on”
approactt®’ Even the Toyota Motor Corporation confirmed thedhéor personal
interaction and engagement with their developmemtgss oShu Ha Riwhich focuses
on the coaching, mentoring, and modeling betweersémsei and the studéfitThe
similarity in all these leadership developmentisgtt and approaches is the significant
amount of time spent with those being developed.

This theme of personal engagement and empowernanalso present among

the participants. As both Tom Wheat and Al Winsa@tated, you have to “be with

2843, Robert ClintonThe Making of a LeaddColorado Springs, CO: NavPress, 1988), 130.

285 C. Gene WilkesJesus on LeadershipVheaton, IL: Tyndale House Publishers, 1998), 213
%% David J. Zucker, "Elijah and Elisha: Part Wgwish Bible Quarterly1, no. 1 (2013): 227-229.
%7 Rusin, 56.

288 Jeffrey K. Liker and David Meieffoyota Talent: Developing Your People the Toyotay {New York:
McGraw-Hill, 2007), 55-56.
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them.” All of the participants acknowledged thegmeral interaction that occurs and is
even necessary in the development process. Bolltdheture and the participants
revealed the use of coaching, mentoring, teachiaming, modeling, ministering
together, and spending time together outside okworchurch. Larry Richards and

Clyde Hoeldtke summarized, “The spiritual leadeaimates the word of God in his
relationships among the people of God and in timesth of those relationships also gives
verbal guidance and encouragement, focused omigelipé members of the body live

life in harmony with divine revelatiort®

The research confirmed the role of the pastorénpiiocess of developing
ordained leadership in the church involved empawgemdividuals in the development
process primarily through spending time with thbeeg developed. There was a
consensus in the reviewed literature on leadersimg the participants’ responses, that
leaders must be personally involved in the develammf new leadership. Although
delegation is a necessary function of leadership,dtudy revealed that leadership
development is one aspect of leadership in whigader must remain personally
engaged.

This particular aspect of the role takes a sigaiftamount of time. As was
mentioned earlier, lack of time was consideredallehge to the leadership development
process. Although a challenge to the developmelgaafers, pastors must structure their
ministries in such a way to provide the necessarg to personally invest in developing
ordained leaders. Pastors must understand thatzemijice of time on their part is no

less of a sacrifice being made by the individuabwhooses to be developed by them or

29| arry Richards and Clyde Hoeldtk&, Theology of Church LeadersHi@rand Rapids, MI: Zondervan
Pub. House, 1980), 132.
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volunteers to be a leader. As was presented ihténature review, with the multiple
options vying for a person’s time, an individualavk willing to make time to be
developed and serve as an ordained leader in tirelfchas been very selective in their
choice since they have had to decline many othporpnities.
Recommendations for Practice

As this research has demonstrated, pastors hawejaeurole in the process of
developing ordained leadership within the churdie Tecommendation of this study is
for pastors to see developing ordained leadershiipa church as a primary aspect of
their ministry to the church. Pastors must be ind@al in defining the role and function
of the ordained leadership in the church, and thagt also be intentional in identifying
and empowering individuals into fulfilling the ro#ad function of the ordained
leadership in the church. To assist pastors to riutiseengage in their role and to
increase the effectiveness of the leadership dpusdot process, the following
recommendations are offered for ministry practice.

Define the Role of the Ordained Leadership

Whether the elders of a church operate more asiboambers or function as
shepherds who care for the members of the congoagéte role that the elders play in
the church must be clearly communicated and unatsadty those who enter into the
office and by those whom the office serves. Th&sls® true of deacons. It is highly
recommended to have a clear job description fon eadained office available to the
congregation. The role and function of the offisesuld be communicated from the
pulpit, by the word of God, and regularly presertedugh other church

communications. This should include how these efifit within the overall ministry
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approach of the congregation and how they worlctm@plish the mission and purpose
of the church. Everyone within the church shouldeha clear idea what these individuals
are being developed towards.

Those who are being prepared to serve as orda@aeeils should have a clear
idea of the expectations for each office. This $thaclude the amount of time for
training, time and dates for all meetings, as wslhow much time is needed or expected
each week in fulfillment of the duties of the oficThe more information that can be
given to the potential leader, the better prep#nede who become officers will be in
meeting the expectations. So if visiting sick mersbe the hospital, praying publicly
during a worship service, working with the homeegking, or being called in the
middle of the night as an emergency contact are@afions of the office, then these all
should be clearly communicated, preferably in wgtito all interested parties before
they accept a nomination.

If one is in the process of redirecting the rold &mction of the ruling elder to
focus more on shepherding, as was the case witpatttieipants of this study, then it is
highly recommended to establish a governance cosmnisas mentioned by Chuck
Tanner. Understanding that the role of the ordaleadership still has administrative
functions, the governance commission allows thesiesito be accomplished by a
smaller number of elders while allowing the resthaf elders to focus on shepherding
and caring for the people. This also provides #eqr with an ongoing opportunity to
further develop these men in their leadership dtewith any change, communication is
essential. When giving the reason for establiskigycommission, it will be essential to

communicate that the change in focus to shephetminie ruling elders will result in
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greater spiritual care of the members, ministrg@f’eness by the members and better
alignment with the biblical model of the office.
Restrict Open Nominations

Although theBook of Church Orderequires sessions to give their congregations
the opportunity to nominate any man to the offi€elder or deacon, it does not restrict
placing any eligibility requirements upon those maaied, or even upon those who do
the nominating. As seen from this study, open nations can hinder the leadership
development process. Having some level of restnadr limitation would be beneficial
to the church. A simple way to restrict the numisenominations would be to require
that men must receive more than one nominationrédfeing eligible. Also, it would be
helpful to require that a non-family member noméntite man in order for the
nomination to be considered valid. It would be mseey to require individuals making
nominations to identify themselves, by having tregm the nomination form. This
would also aid in determining if the majority ofygonominations were coming from a
single individual or group.

In addition to these recommendations, which daatgmily with the nomination
form, it is beneficial to add some prerequisitasifomination. Prerequisites would be
helpful in assuring that individuals who best fitmwthe philosophy of ministry, culture
of the church, and the role and function of théceffjet nominated.

Prerequisites for Nomination

Since one of the challenges in the process of dpued ordained leadership is a

lack of time, it would be helpful to extend the ambof time the pastor has to invest into

developing individuals for leadership. In addittorformal leadership training that all
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nominees would undergo, the first recommended quesee for nomination is the
successful completion of a leadership class oia@uum. This accomplishes two
purposes. First, it gives the pastor the opponuoitconvey the vision, philosophy,
purpose, mission, and culture of the church todhwlso desire to be leaders. Second, it
allows additional time for the pastor to interadthapotential ordained leaders and see
how they interact and fit with the mission and ersof the church. The pastor can see
whether there is any personal resonance with theidual and also how the individual
resonates with the culture of the church priorasmmation.

The second recommended prerequisite is for a nantmbave effectively held a
previous leadership position, preferably as a sgrallip leader. Requiring all elder
nominees to first be small group leaders will sivarether the individual has the ability
to lead, teach, and care for others. This is eapgcielpful if the role and function of the
elder in one’s church focuses more on shephertiiag &dministrative functions. The
result of the individual's leadership and minisaing identifiable by talking with members
of his small group. A friend of mine who has intgeal with pastors of house churches in
China shared that when they bring a man into ledmiemwithin the church, they do not
examine the man, but rather they examine someoonehelnas led. They want to see
what the man has taught and conveyed, not whahtek Likewise, one can get a sense
from an individual’s small group members a sensei®propensity towards and
effectiveness as a shepherding elder.

Establish an Apprentice Program
Curt Raymond recommends establishing an appreptaggam for ordained

leadership, and the benefits are clearly articdlaie apprentice program addresses
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many of the challenges faced by pastors in devetppidained leadership in the church
that were discovered by this research project.afprentice program gives extended
time for the pastor to get to know the apprentioe @ see how he fits with the overall
ministry approach and culture of the church. lbgdsovides more time for personal
interaction between the pastor and the apprerdllmying for a personal relationship to
develop, and for the pastor to discover whethesrrasce exists. Finally, it provides a
context for how the individual would respond asattained leader in a real-life setting.
The greatest benefit of this program is, as Cyptessed earlier, “...the great thing about
apprenticing, if it does not work out, they havereen elected, ordained or anything
else.”
Make Personal Relationships and Personal Interaxgia Priority

As stated eatrlier, the primary recommendation ftbis study is to make
leadership development a priority of one’s pastoraistry. However, a more specific
recommendation is to empower individuals in thelérahip development process by
being intentional in developing personal relatiopstwith potential leaders by spending
time interacting and engaging with these individudhe literature review and interviews
with the participants collaborated that developatigers into leaders often occurred in
and through personal relationships and personataations. As was made clear through
this project, a life-on-life approach that includeedeling, coaching, mentoring, relating,
and spending time together is the primary biblroaldel for leadership development. In
many ways, this personal involvement is a formufljz investiture. Just as John

Stander communicated to others about potentiaklsadith whom he was working, “We
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are considering this guy for future leadership pass. We’d like you to honor him and
work with him and let us know how it works.”

Using a personal approach that engages in theflifee one being developed is
not only the clear biblical model but was alsotbeommended model of leadership
development found in the corporate world. Engagiogential leaders allows a pastor to
more clearly show them what it means to be an oneghieader, and how an ordained
leader ministers in the church and in the world.JAkn Maxwell has reiterated what has
often been said, “Leadership is more caught thaght’**°

Recommendations for Further Research

The purpose of this study was to discover the oblbe pastor in the process of
developing ordained leadership in the church. §calering the role of the pastor in the
leadership development process, other possibles foeéurther research were found. The
following four areas are recommended.

The first area focuses on applying these findtogsther church contexts. Though
this research was conducted with longer - servamjqs in larger congregations of the
Presbyterian Church in America in the southeadtented States, it would be beneficial
to discover how effective these findings would bdeew applied to other types of
churches, such as smaller or younger congregatibasch plants, congregations located
in different parts of the country, or with congrégas connected with a different

denomination. If the role of the pastor in devehgpordained leadership in the church is

universal, then this study will have a far widemga for the application of its principles.

2%30hn C. MaxwellThe 21 Irrefutable Laws of Leadership: Follow Thend People Will Follow Yqu
Rev. and updated 10th anniversary ed. (Nashvill&élson, 2007), 163.
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The second area focuses on the how pastors mandgesvigate personal
relationships within the church. In discovering tbe of the pastor in the process of
developing ordained leadership in the church, bim¢hiterature reviewed and the
interviews of the participants revealed that peasoslationships with potential leaders
were an effective and essential part of the prod&sgaging in personal relationships
would not be without its concerns or potential drasks. Could there be perceptions of
favoritism? Could there be too much familiaritytthsould hinder the pastor’s spiritual
authority in regards to the one with whom he hpsraonal relationship? If the pastor is
a personal friend of those in leadership, doesdoeine susceptible to the accusation of
being surrounded by “yes-men?” Yet to be withoigrfdship or companionship in
ministry seems contrary to the biblical model amndrethe example of Jesus, who
referred to his disciples as his frierfdSDiscovering how pastors handle personal
relationships in the ministry and the effects thedlthy personal relationships have on
the pastor and the congregation would be a beag&gtidy for the church.

The third area focuses on discovering the roldefdastor in other aspects of
church ministry development, in particular, theerof the pastor in creating and
developing the culture of the church. As authotgall, McNicol, and McElrath stated
earlier, “The dynamics of culture can elevate pe@uid organizations or weigh them
down. The privilege and responsibility to nurturel aelease individual and
organizational potential rests squarely on the ktess of leaders®? Since the culture of

the church affects the overall ministry, visiomredtion, effectiveness, and the leadership

21 john 15:15.

292 gjll Thrall, Bruce McNicol, and Ken McElratfi;he Ascent of a Leader: How Ordinary Relationships
Develop Extraordinary Character and Influen¢@an Francisco: Jossey-Bass Publishers, 1999), 26.
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development process of a congregation, and sindarmg the culture rests on the
leadership, it would be insightful and benefic@mbiscover the role the pastor plays in
the process of developing the culture of a paricahurch.

The fourth area focuses on the use of a governasmoenission in the church.
Implementing a governance commission was a recoratiem of this study for ministry
practice. As Chuck Tanner shared, a governance ¢ssion enables a pastor to more
clearly define and focus the role of the rulingezldn shepherding while still fulfilling
the administrative function of the office. Withimet Presbyterian Church in America, it
seems more churches are following Chuck in usiggwernance commission. However,
because the concept is relatively new, theretis Ittformation available on the subject.
Perimeter Church in Atlanta, Georgia is a pionadhe use of this model and has been
the model for many churches seeking to use thisoagp. John Purcell, leadership coach
and former staff director at Perimeter Church,\waten an article entitled, “Turning
Your Church Board into a Great Strategic Asset,iolltompares how a governance
commission differs from a traditional model of ctiuteadership?® Other than these two
sources, there does not appear to be much motenvoh the subject. Therefore,
discovering the benefits and challenges in impleémgra governance commission, as
well as identifying the potential advantages araldracks to this approach, would be of
great use to the church today, particularly thdseahes with a Presbyterian form of

government.

293 John Purcell, “Turning Your Church Board Into a@trStrategic Asset,” Transform-Coach.com,
http://www.transform-coach.com/wp-content/uploa@4/P/05/governance.pdf (accessed December 5,
2013).
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Final Words

Developing ordained leadership in the church is@gssary but often challenging
task faced by pastors. However, this study has shbat God is involved in the process
of developing leaders, and he uniquely uses pagi@scomplish this task. Pastors need
to recognize and understand their unique role and¢ribution to the leadership
development process. Because of the importanesadgelship in the overall
effectiveness, health, and longevity of the chupastors must make it a priority of their
ministry and be intentional with their time andaeftfin fulfilling this role. The church
needs pastors who are fully engaged in developiegdle and function of ordained
leadership within the church and in developingvwidtiials to be ordained leaders who
will fulfill that role and function. It is my deserand prayer that this research will assist
pastors by increasing their overall effectivenestheir role in the process of developing

ordained leadership in the church.



Bibliography

Allen, Scott J. and Mitchell Kusyhe Little Book of Leadership Development: 50 Ways

to Bring out the Leader in Every Employ&ew York: American Management
Association, 2011.

Allender, Dan BLeading with a Limp: Turning Your Struggles intoeBgths.Colorado
Springs, CO: Waterbrook Press, 2006.

Anderson, LeithLeadership That Works: Hope and Direction for Chuand

Parachurch Leaders in Today's Complex WokNthneapolis: Bethany House,
1999.

Angel, Hayyim. “Moonlit Leadership: A Midrashic Rdiag of Joshua's Succesgéwish
Bible Quarterly37, no. 3 (2009): 144-152.

Barna, Georgelhe Power of Vision: How You Can Capture and Agpdg's Vision for
Your Ministry Ventura, CA: Regal Books, 1992.

Bays, Patricia. “The Care and Nurture of Voluntée@ergy Journal82, no. 7 (2006):
8-10.

Beebe, Gayle DI'he Shaping of an Effective Leader: Eight FormaBwaciples of
LeadershipDowners Grove, IL: IVP Books, 2011.

Bennis, Warren GWVhy Leaders Can't Lead: The Unconscious ConspiCamyjtinues
Jossey-Bass Management Series. San Franciscoy-Besse 1989.

-Biehl, Bobb.Mentoring: How to Find a Mentor and How to BecomeeQ.ake Mary,
FL: Aylen Publishing, 2005.

Brackney, William H.Christian Volunteerism: Theology and Prax@&.and Rapids, MI:
William B. Eerdmans, 1997.

Bredfeldt, Gary JGreat Leader Great Teacher: Recovering the BiblMgion for
Leadership Chicago: Moody Publishers, 2006.

Bruce, Alexander Balmaif.he Training of the Twelv&rand Rapids, MI: Kregel
Publications, 1971.

172



173

Burns, Bob, Tasha Chapman, and Donald C. GutResilient Ministry: What Pastors
Told Us About Surviving and ThrivinBowners Grove, IL: InterVarsity Press,
2013.

Carroll, Lauren S., Mathew P. White, and Sabind.Pdhe Impact of Excess Choice on
Deferment of Decisions to Volunteediidgment & Decision Makin@, no. 7
(2011): 629-637.

Charan, Ram, Stephen J. Drotter, and James L. NbelLeadership Pipeline: How to
Build the Leadership Powered Compa8gd ed. San Francisco: Jossey-Bass,
2011.

Clinton, J. RobertThe Making of a Leadefolorado Springs, CO: NavPress, 1988.

Jim Collins. ®od to Great and the Social Sectors: A MonograpAdocompany Good to
Great.Kindle Edition. New York: HarperCollins, 2005.

Good to Great: Why Some Companies Make the Leapl .O#rers Dort.
New York: HarperBusiness, 2001.

Conger, Jay Alden and Beth Benjanfiuilding Leaders: How Successful Companies
Develop the Next Generatiofossey-Bass Business & Management Series. San
Francisco: Jossey-Bass, 1999.

Copenhaver, Martin B. “Called to Lead: Paul's Lestte® Timothy for a New Day.”
Christian Centuryl29, no. 23 (2012): 37-39.

Covey, Stephen RRrinciple-Centered Leadershiplew York: Summit Books, 1991.

Covey, Stephen R., and Rebecca R. Meifrlile Speed of Trust: The One Thing That
Changes EverythindNew York: Free Press, 2006.

Dungy, Tony and Nathan Whitakdme Mentor LeaderCarol Stream, IL: Tyndale
House Publishers, 2010.

Easton, M. Glllustrated Bible Dictionary 1 vols. NY, 1893.

Ellis, Susan JThe Volunteer Recruitment (and Membership DevelopnBook 3rd ed.
Philadelphia, PA: Energize, Inc., 2002.

Fader, Sunny365 Ideas for Recruiting, Retaining, MotivatingdaRewarding Your
Volunteers: A Complete Guide for Nonprofit Orgatimas Ocala, FL: Atlantic
Pub. Group, 2010.

Finzel, HansEmpowered Leader: The Ten Principles of Christiaadership.
Nashville: W Publishing Group, 1998.



174

Flayhart, Robert. “Gospel-Centered Mentoring.” DnMidliss., Covenant Theological
Seminary, 2002.

Ford, LeightonTransforming Leadership: Jesus' Way of CreatingoviisShaping
Values & Empowering ChangBowners Grove, IL: InterVarsity Press, 1991.

Forman, Rowland, Jeff Jones, and Bruce Milldre Leadership Baton: An Intentional
Strategy for Developing Leaders in Your Chur@nand Rapids, MI: Zondervan,
2004.

Garfield, Jerry. “A New Approach to Recruiting Vabeers."Congregation9, no. 1
(Winter 2003): 44.

Gearon, Christopher J. “Find the Best Volunteer EitS. News & World Reporijov.
2010, 56-62.

Getz, Gene AThe Measure of a MaiGlendale, CA: G/L Regal Books, 1974.

Goleman, Daniel, Richard E. Boyatzis, and Annie MeKrimal Leadership: Realizing
the Power of Emotional IntelligencBoston: Harvard Business School Press,
2002.

Harper, Tom RLeading from the Lion's Den: Leadership Principlesn Every Book of
the Bible Nashville: B&H Publishing Group, 2010.

Heifetz, Ronald A. and Marty Linski.eadership on the Line: Staying Alive through the
Dangers of LeadingBoston: Harvard Business School Press, 2002.

Hoge, Dean R. and Jacqueline E. WenBestors in Transition: Why Clergy Leave
Local Church Ministry Pulpit & Pew. Grand Rapids, MI: William B. Eerdng
2005.

Hull, Bill. The Disciple Making Pasto©Ild Tappan, NJ: F.H. Revell, 1988.

Hybels, Bill. Ax-1-Om (Ak-See-Uhm): Powerful Leadership Provefbsand Rapids, MI:
Zondervan, 2008.

The Volunteer Revolution: Unleashing the Poweradrigbody Grand
Rapids, MI: Zondervan, 2004.

Kouzes, James M., and Barry Z. Pos@edibility: How Leaders Gain It and Lose It,
Why People Demand. lossey-Bass Business & Management Series. San
Francisco: Jossey-Bass, 2003.

The Leadership Challengéth ed. San Francisco: Jossey-Bass, 2007.



175

The Truth About Leadership: The No-Fads, HeartheHWatter Facts You
Need to KnowSan Francisco: Jossey-Bass, 2010.

Lean, Elizabeth. “What's Different About TraininggMnteers?Training &
Development Journd8, no. 7 (July 1984): 20-25.

Lencioni, PatrickThe Five Dysfunctions of a Team: A Leadership Fe®éa Francisco:
Jossey-Bass, 2002.

Liker, Jeffrey K., and David Meief.oyota Talent. Developing Your People the Toyota
Way. New York: McGraw-Hill, 2007.

Little, Helen.Volunteers: How to Get Them, How to Keep Thidaperville, IL: Panacea
Press, 1999.

Locker, DeniseThe Volunteer Book: A Guide for Churches and Nofiggtdansas City,
MO: Beacon Hill Press, 2010.

Logue, Ann C. “The Junior League Wants You¥D, June 2001, 62-69.

London, H. B. and Neil B. Wisemamhe Heart of a Great PastoRev. ed. Ventura, CA:
Regal Books, 2006.

MacNair, Donald J, and Esther Lightcap Me€ke Practices of a Healthy Church:
Biblical Strategies for Vibrant Church Life and N&try. Phillipsburg, PA: P & R
Pub., 1999.

Malphurs, Aubrey and Will MancinBuilding Leaders: Blueprints for Developing
Leadership at Every Level of Your Chur@rand Rapids, MI: Baker Books,
2004.

Marangos, Frank. “The Effect of Training WorkshapsRetention of Parish Religious
Educators in the Greek Orthodox Archdiocese of AcagrGreek Orthodox
Theological Review6, no. 1/2 (2001): 129-157.

Maxwell, John CDeveloping the Leaders Around Ydashville: T. Nelson, 1995.

Developing the Leader Within Yasashville: T. Nelson, 1993.

The 21 Indispensable Qualities of a Leader: Becgrtiie Person That
People Will Want to FollowNashville: T. Nelson, 1999.

The 21 Irrefutable Laws of Leadership: Follow Thand People Will Follow
You Rev. and updated 10th anniversary ed. Nashvilldtelson, 2007.



176

McCall, Morgan W High Flyers: Developing the Next Generation of LetadBoston:
Harvard Business School Press, 1998.

McKee, Jonathan R. and Thomas W. McKBee New Breed: Understanding &
Equipping the 21st-Century Volunteénveland, CO: Group, 2008.

Merriam, Sharan BQualitative Research and Case Study Applicatiorisduacation 2nd
ed. San Francisco: Jossey-Bass, 1998.

Morgan, Tony and Tim SteverSimply Strategic Volunteers: Empowering People for
Ministry. Loveland, CO: Group, 2005.

Presbyterian Church in Americéhe Book of Church Order of the Presbyterian Church
in America 6" ed., 2013 reprint. Lawrenceville, GA: The Officktioe Stated
Clerk of the General Assembly of the Presbyterianr€h in America, 2013.

Presbyterian Church in Americ@he Yearbook of the Presbyterian Church in America.
Atlanta: Committee for Christian Education and Redilons of the Presbyterian
Church in America, 2011.

Purcell, John. “Turning Your Church Board Into a@&ir Strategic Asset.” Transform-
Coach.com,_http://www.transform-coach.com/wp-cotitgrioads/2011/05/
governance.pdf (accessed December 5, 2013).

Reeder, Harry L. and David Swavelrom Embers to a Flame: How God Can
Revitalize Your ChurchRrev ed. Phillipsburg, NJ: P & R Pub., 2008.

Reiland, DanAmplified LeadershipLake Mary, FL: Charisma House, 2011.

Rice, Gene. “Elijah's Requirement for Propheticderahip (2 Kings 2:1-18).Journal of
Religious Though%9/60, no. 1 (2007): 1-12.

Richards, Larry, and Clyde Hoeldtk&® Theology of Church Leadershi@rand Rapids,
MI: Zondervan Pub. House, 1980.

Ricks, Thomas E. “What Ever Happened to AccountgBil’ hbr.org,
http://hbr.org/2012/ 10/what-ever-happened-to-antatility/ar/1 (accessed
February 17, 2014).

Rusin, Jo BVolunteers Wanted: A Practical Guide to Finding afekping Good
Volunteers Mobile, AL: Magnolia Mansions Press, 1999.

Sanders, J. Oswal8piritual LeadershipRev. ed. Chicago: Moody Press, 1980.

Schein, Edgar HOrganizational Culture and Leadershiprd ed. Jossey-Bass Business
& Management Series. San Francisco: Jossey-Bag4, 20



177

Senter, MarkRecruiting Volunteers in the ChurcWWheaton, IL: Victor Books, 1990.

Stetzer, Ed and Mike DodsoBomeback Churches: How 300 Churches Turned around
and Yours Can TodNashville: B & H Pub. Group, 2007.

Stewart, Teena M. “Show Them They MatteZlergy Journal79, no. 7 (2003): 16-17.

. “Training, Equipping, and Coachin@lérgy Journal79, no. 8 (2003): 23-
24.

Thomas, Scott and Tom Wod@8ospel Coach: Shepherding Leaders to Glorify God.
Grand Rapids, MI: Zondervan, 2012.

Thrall, Bill, Bruce McNicol, and Ken McElratihe Ascent of a Leader: How Ordinary
Relationships Develop Extraordinary Character anfluence San Francisco:
Jossey-Bass, 1999.

Tidball, Derek. “Leaders as Servants: A Resolutbthe Tension.’Evangelical Review
of Theology36, no. 1 (2012): 31-47.

Whitworth, Laura, Henry Kimsey-House, and Phil SamndCo-Active Coaching: New
Skills for Coaching People toward Success in Woik lafe.Palo Alto, CA:
Davies-Black, 1998.

Wilkes, C. Genelesus on LeadershipgVheaton, IL: Tyndale House Publishers, 1998.

Witmer, Timothy Z.The Shepherd Leader: Achieving Effective ShephgidiiYour
Church Phillipsburg, N.J.: P & R Pub., 2010.

Zucker, David J. "Elijah and Elisha: Part Wéwish Bible Quarterly1, no. 1 (2013): 19-
23.



	Abstract

	Table of Contents

	Chatper 1: Introduction

	Chapter 2: Literature Review

	Chapter 3: Project Methodology

	Chapter 4: Findings

	Chapter 5: Discussion and Recommendations

	Bibliography


