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On Mentoring …
N

o one looking at the state of leadership in the world today will disagree with the assertion
that we are in short supply of good leaders. This is true across all sectors, private and public,
secular and church. The result of this leadership deficit is that there are all too many cases of social
dysfunction, vision‐lessness, cultural and organizational stagnation as well as, and this is also true
for the Christian community, a worrying complacence with things as they are. We are disturbingly
resigned to a status quo that, quite simply, calls for leadership, transformation and kingdom hope.
It is also perhaps true to say that the `production plant’ that traditionally served to generate
leadership for communities and churches has simply not kept up with the demand. The global
population numbers six billion. Challenges calling for leadership are many and diverse.
Increasingly, it has become evident that we do not have the liberty to use traditional methods of
leadership development. They are woefully inadequate, both in meeting the demand as well as
ensuring a flexible and customized response to the leadership development challenge.
Mentoring is increasingly being embraced by many who see the immensity of the task as well as
the possibilities that mentoring offers. The apostle Paul spells out the challenge of stretching
leaders to attain their God given potential when he confessed:
`Not that I have already attained, or already perfected, but I press on, that I may lay hold of that for which
Christ Jesus has also laid hold of me. ’I do not consider myself to have yet to have taken hold of it. But one
thing I do, forgetting what is behind and straining toward the goal to win the prize of the upward call of God
in Christ Jesus. ( Phil 3: 12ff)
This volume urges you to `press on toward the goal’. It is calling you to achieve the potential God
gives each one of us, as well as an invitation to help others do the same. It is a handbook that will
provide much needed resources, inspiration and biblical principles in the mentoring of leaders.
Strategic kingdom advances in the 21st century await those who cease the opportunities that non
leaders see as obstacles.
The challenges we face are huge, but this perhaps is the strongest case we can make for mentoring
new leaders.

Rev. Moss Ntlha
TEASA General Secretary
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A word of affirmation …
A

s the current facilitator of the National Christian Leadership Development Forum, I want to
give my endorsement of the process of the development of a culture of mentoring in South
Africa. In my journey as a Christian leader, I am deeply grateful for those who have taken time to
invest in my life. Learning skills is an important aspect of leadership but if Iʹm honest, it is people
who through their life‐style and character have modeled the principles of leadership to me, who
have impacted my life.
My belief therefore that in a country and on a continent where the development of leaders is
pivotal, the process of mentoring is crucial.
The National Leadership Development Forum was formed as a result of the deep desire by a
number of folk who have a passion to see a new generation of leaders developed.
Our Purpose Statement reads:
“The National Christian Leadership Development Forum exists to identify and address key
leadership needs in South Africa.”
Our Key Result Areas describe what the Forum is about:
•

Helping people develop as leaders

•

Developing a culture of mentorship

•

Skills development especially in the area of organisational leadership

•

Developing Leadership resources

•

Encouraging strong role models

The Forum operates in association with the Evangelical Alliance of South Africa (TEASA ).
May the Lord use this handbook to encourage and equip you in your mentoring relationships.

Peter Tarantal
Director, Operation Mobilization
Facilitator, National Christian Leadership Development Forum
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A Lifestyle of Mentoring …

I

n order for the Body of Christ to fulfill the Great Commission, an army of highly skilled and
mature leaders is urgently needed. As we assess the challenge before us, it is clear that that
progress is thwarted by a severe dearth of leadership. The shortfall in the number and quality of
leaders for the advance of God’s Kingdom today is caused by a lack of deliberate mentoring – that
vital relationship between teacher and disciple.
Our vision is to cultivate a lifestyle of leadership development and mentoring among leaders who
graciously groom and mentor emerging leaders in a Christlike and servant‐hearted way. We see
this as a new chapter of growing together in excellence in ministry, both as mentors and learners.
Let us walk this journey together with expectation, with excitement, with the willingness to
collaborate in this new journey of learning and preparing future leaders. We have an awesome
task ahead of us to lead well and leave our mark on those who follow us. This should be our goal
as leaders: to implant what we know, invest it into the lives of others and let them do the work
God has designed for them to accomplish.
I believe that this end‐time harvest period. God is preparing a very special breed of men and
women to be mentored in order to prepare the Church for Jesus Christʹs return. Such men and
women, mentored and mobilized, will affect the nations!
Let us be alert and vigilant! Let us have expectant hearts as God chooses to use us to mentor others
and be mentored, for eternal results. There is no human explanation for the influence of godly
mentors. As men and women heed the voice of the Shepherd, learning will change into
leadership. The glory goes to God alone! He alone is the architect of those whom He calls ...
Continue to pursue this journey of mentoring with us. Feel fee to keep in touch.
Together, serving for eternal results,
Joy Chetty
National Mentoring Facilitator
Editors Note: A South African Mentoring Facilitator is raised up
Joy Chetty now serves as the South African Mentoring Facilitator for the National Christian Leadership
Development Forum. She is married to Lazarus an ordained minister and has two teenage children. Joy has
been in full time Christian ministry for 25 years in South Africa and overseas and currently serves with
Worldwide Evangelization for Christ. She has a passion to serve the church and is privileged to pioneer and
cultivate the mentoring process in our nation. Joy is the chairperson for The Evangelical Alliance in the
Western Cape and ministers in various forums.

Contact Details: laz&joy@new.co.za (Email); 27 21 704 0542 or 27 82 409 7331
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Introduction
“The greatest means of impacting the future is to build into another personʹs life.”
Howard Hendricks

M

entors help to shape the future. They are God’s choice tools to transform nations, partnering
with Him to mold leaders of character and skill who can change their world. Whenever God is
about to do something great, He sets His people to praying ... and proceeds to develop leaders
whom He can rely on to advance His purposes.
South Africa desperately needs transformational leaders. There simply aren’t enough of them to
get the job done. They are needed – from all backgrounds, ages and occupations – to bring deep
change to all sectors of society and life to every community. As Michael Cassidy has said, “We
need to get with what the Lord is doing and move from prayer in the stadiums to the
transformation of our citiesʺ.
Mentoring is essential to the transformation of South Africa. Communities will be changed to the
degree that they are influenced by transformational leaders and churches. Leaders who are
themselves being transformed – and therefore capable of transforming those around them – are
typically those who benefit from life‐giving mentoring relationships.
It is the hope of TEASA and the National Christian Leadership Development Forum to see mentoring
embraced and implemented as a core practice by a majority of leaders in our nation. We wish to
encourage a culture of mentoring within the Church which challenges leaders back to the simple
principles demonstrated by Jesus as he raised up leaders who turned the Roman Empire upside
down. We long to see every leader deliberately reproducing new leaders to advance God’s Kingdom
agenda in every community.
The purpose of this handbook is to encourage and equip leaders to take the next steps of engagement
in the mentoring process. This compilation of articles is by no means exhaustive. Rather, it is an
initial effort to draw together mentoring resources relevant to our South African situation. Our hope
is that it provides practical guidance for those wishing to build into other’s lives and places
mentoring on the agenda of the Church.
An African proverb states, “You can count the seeds in a mango, but you canʹt count the mangos in a seed”.
Within each Christian leader is the potential for limitless reproduction. By God’s grace, as each leader
reproduces others, the hope of a transformed nation draws near.

Dr Dean Carlson
OC Africa Area Director (AMR)
MANI Southern Africa Coordinator
National Christian Leadership Development Forum Steering Committee
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Section #1

Relationships that make a Difference
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The Biblical Foundations of Mentoring
By Dr Alan Jansen
Alan Jansen is the Director of Leadership Matters, a leadership development consultancy focused on
coaching and mentoring, and formerly served as the Rector of Cornerstone Christian College, Cape Town

Introduction
God used the model of one
entoring, along with coaching, has become an in
person investing in
vogue term found on the pages of all the latest
another’s life as a strategic
leadership and management books written by the
means to prepare and
management gurus from different Business Schools to
develop men and women
appease the corporate world’s seemingly insatiable appetite
for key tasks in biblical
for new ideas. Christian leaders are rightly saying that the
history.
concept of mentoring is evidenced in various passages in
both the Old and New Testaments. While the term that we
have all become familiar with is ‘discipleship,’ derived from the fact that Jesus’ followers were
called disciples by the gospel writers, some of the principles that undergird mentoring, are
enshrined in numerous relationships in scripture. We have an unusual example in the relationship
between Moses and his father in law, Jethro. There’s the intriguing relationship between Deborah
and Barak.

M

There appears to be sufficient evidence to be able to say that God used the model of one person
investing in another’s life as a strategic means to prepare and develop men and women for key
tasks in biblical history. I do however want to focus on the ministry of Christ given that he’s was
the longest and most thorough mentoring model that we find in the whole of scripture and I
would dare to say, possibly the most detailed record of a mentoring relationship we have. There
are numerous foundational principles that we can learn from, far too many for the scope of this
presentation, so I want to highlight seven of them based on Luke’s eyewitness account of the
ministry of Christ. These foundational principles become for me the key characteristics of
mentoring.

1.

Mentoring Requires an Experienced Mentor
Luke more than the other synoptic writers, gives us comprehensive insights into the
preparation phase of Jesus ministry. He introduces this when he paints the picture of the
temptations of Christ which I believe act as archetypes of the temptations that the evil one
poses to all of humanity: temptations of power, dominion and self and aggrandizement
(Lk4:1‐13). On his return from the desert Jesus is immediately rejected by his own in his
hometown synagogue and threatened with death (Lk4:14‐30). Luke follows these accounts
by portraying Christ as the compassionate miracle worker driving out evil spirits and
healing others (Lk 4:31‐44).
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Jesus was deeply immersed in the joys, the setbacks and the challenges of ministry by the
time he reached the shores of Galilee to take up his ministry there. The point is that these
events precede the calling of the disciples and seeks to underline the foundational principle
that a mentor cannot mentor in that which he or she has not experienced for themselves. If
we only tell people what we think they should do then that is counseling. Mentoring
however has the distinguishing characteristic in that the guiding, nurturing and
encouragement of another is based on the prior learning and experiences of the mentor. It
involves the transfer of insights, skills and wisdom gained in formal educational settings but
even more importantly, lessons learned in the school of life. For me there’s an integrity issue
here which must not be compromised. We cannot and must not attempt to take others
where we have not been ourselves.

2.

Mentoring is Most Effective when it is Intentional
Luke’s account of the calling of the disciples is loaded with incredible details which convey
that this was no chance encounter. Listen to his words: “Jesus was standing by the Lake of
Genneserat … he saw at the waters edge two boats left by the fishermen … he got into one of
the boats the one belonging to Simon …” (Lk5:1‐5).

Mentoring involves
the transfer of
insights, skills and
wisdom gained in
formal educational
settings but even more
importantly, lessons
learned in the school
of life.

If Jesus was going to be strategic in his mission then he was
going to need a group of followers who not only would serve
with him but would carry on the ministry when His three years
were concluded. So he literally steps into their lives and
challenges them to a greater mission. He was intentional in
calling them to join him in his world transforming ministry.

I am one of the many people who can look back and can name the
people who mentored me but most of them did it with out them
knowing that this is what was taking place. These are the people
who by virtue of what they taught us or shared with us had
immense influence on our lives. But I want to suggest that the
most effective form of mentoring is mentoring that is intentional; that starts with the mentor
seeing another person, usually younger than themselves, and investing time into their lives.
I look back and have to say that more than all the academic training I have been privileged to
have, much, if not most of what I have learned, has been through the few intentional
mentoring relationships I have enjoyed. There I was as a 15 year old lad being taken along to
share a testimony in a service with one of the older guys. Soon I was being asked to preach
for 5 minutes as a kind of preliminary sermon before Bernard did the main one. With the
result I was preaching across the city in coffee bars in the very early seventies as an 18 year
old kid who couldn’t spell the word homiletics then! Mentoring is not only a biblical model
of developing people but it is one that is found in all traditional cultures where so much
learning is non formal and ‘caught’ as two people spend time side by side engaged in their
tasks. It goes counter to our selfish western influenced frenetic life styles but it is recognized
today by leading business schools as the most effective model of learning.

3.

Mentoring is Immersed in a Relationship
What commenced on the shores of Lake Gennesaret when Jesus called the first three
disciples to follow him was much more than the beginning of a new occupation or adventure
for them, it was the beginning of a relationship with him for the next three years of their
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lives. He would become their teacher, friend, confidant, role model and protector. They
would eat, sleep and trudge the dusty roads across Palestine with this man who broke into
their lives with a simple invitation to follow him. Luke goes on to record for us the long
journey to Jerusalem that was characterized by teaching, healing and opposition as they
moved from town to town. The disciples saw demons flee, the dead raised to life, children
comforted on his knee and marginalized people like beggars, gentile women and
prostitutes find acceptance and forgiveness. They were
together when the Lord lamented over Jerusalem; they were
Nothing was
with him when he grappled in deep anguish as he
covered up, nothing
anticipated his death in the garden; they were there
was glamorized.
huddled around the cross when he suffered at the hands of
the Roman regime.
Nothing was covered up, nothing was glamorized, they experienced the joys and the deep
sorrows of his ministry because they were together 24/7. They didn’t need to go to seminary
after those 3 years to learn how to do ministry! They were taught in the finest school that
ever existed. I want to be very honest here and say that I am concerned that mentoring will
become one of the new imported things that churches will add to their lists of new
programme options. It is great to be able to say that we run mentoring programmes for men,
youth, women etc. but unless they are first and foremost immersed in relationships then I’m
afraid it won’t even proximate biblical mentoring. Even the business world is beginning to
recognize that the success of mentoring programmes is based on the level of relationship that
exists between mentor and mentoree.

4.

Mentoring Is Based on Values
I was pleasantly surprised when reading a new publication on mentoring aimed at
developing entrepreneurs, the number one thing that mentorees seek in a mentor after a
relationship, is values and credibility. Now where better to turn for values than to scripture
and in particular to the model of Christ. Much of the values he shared about were in direct
opposition to the prevailing attitudes of their time and so Jesus would be heard saying often
“But I tell you ...”. The disciples were soon to realize that they were part of another order, a
kingdom that definitely was not part of their world.
His values were not common sense Palestinian values painted over with a godly veneer.
They were radical kingdom values. He taught about loving your enemies which for some of
them, given their zealot backgrounds, must have seemed like naivety of the highest order.
When their personal ambitions for status were revealed he taught them that ‘he who is the
least is the greatest’. Perhaps the most important value that he left with them was that true
life is gained through dying! Here’s the punch line: If we are going to taking mentoring
seriously then we need to be serious about what our values are and when the surface is
stripped away, is what do we say we believe matched by our actions.
The number one thing
that mentorees seek in
a mentor after a
relationship, is values
and credibility.

Industry in South Africa is very committed to learnerships which
is really another model of mentoring. The emphasis is placed on
the transfer of a hard skill such as welding, mechanics or IT. What
distinguishes biblical mentoring is that the value is more
important than the transferred skill.
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5.

Mentoring Requires Accessibility
One of the things I like about watching movies on DVD is that the producers often include
the behind the scenes mess ups and the stuff that was edited out for various reasons. Luke
was ahead of his time because he often captures behind the scene moments of Jesus and his
disciples. One such time is when they returned from their first field trip. Luke writes “when
the apostles returned, they reported to Jesus what they had done. He took them with him
and they withdrew to a town called Bethsaida” (Lk9:10).
Here was the Lord, with only three years to accomplish his mission yet despite the urgency
and the busyness of his life, he takes the time and energy to allow the disciples to debrief
with him all on their own. This I will confess I find to be the most
challenging part of mentoring. I can at times barely manage the
Mentors must
appointment ‐ based meeting times but when the person you are
be available.
mentoring just wants to drop in and share their hearts, then I have to
stop myself asking questions aimed at expressing my frustration for
being interrupted. I am also aware that accessibility goes against the trend that is prevalent
in some churches today where pastors are becoming the most difficult people to access.
There are personal assistants, drivers and even body guards to protect and shield them from
people wanting their help. If the person you mentor doesn’t feel that they have access to you
then you probably have a very superficial mentoring relationship. I am not advocating a
‘drop in on me when you want to’ approach, I simply conveying the reality, that mentors
must be available beyond the diary appointment.

6.

Mentoring Allows for Practical Involvement
Having spent the last 18 years involved in academic institutions where students lives revolve
around two things passing or failing, it is refreshing to be reminded that people grow far
more by being getting involved in practical, real life experiences even if they mistakes! Jesus
used this method in the training of the twelve disciples. The account of feeding the five
thousand as recorded in Luke 9:10‐17, is preceded by the account that we referred to above
namely, the time that Jesus spent alone with his disciples listening to their feedback. We can
infer from other accounts that they shared about their successes but also their failures. They
had hardly begun when their next learning opportunity was upon them when the crowds
began to close in on them.
We all know what unfolds. As the day dragged on the disciples
They shared
recommended that the crowds be sent away to find food in the
about their
surrounding villages. But the Lord wanted to turn this into another
successes but
practical learning event as he challenges the disciples with the words
also their
“you give them something to eat.” They mistakenly focused on what
failures.
resources were available only to be reminded in a very practical way
that Lord of miracle was with them. But notice that while he miraculously multiplied the
food, the practical involvement remained theirs. They collected the meager food supplies
and they ended up feeding the crowd just as he had asked them to do up front. This is what
distinguishes mentoring from counseling, from academic training and most other forms of
learning. It places an important emphasis on the practical. If we are merely sharing ideas and
concepts, however noble, with the people we mentor then we have certainly missed the
biblical standard.
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7.

Mentoring Becomes a Chain Reaction
When we continue reading Luke’s second volume where he portrays the ongoing work of
Jesus through his disciples, as they were empowered by the Spirit, we see the powerful
lasting impact of mentoring. If we follow the biblical model of mentoring there will be a
cascading effect as mentorees become mentors and start the chain reaction that has the
potential to impact communities and nations. Not only were the apostles involved, but the
next generation of leaders was involved as well. Just think of the global impact that resulted
from Ananias and others mentoring Paul? He was an enemy of the Church and yet within
days he was described as “becoming more and more powerful and baffled the Jews living in
Jerusalem proving that Jesus is the Christ.”(Acts 9:22)
There will be a
This is why I believe that despite the current hype around
cascading effect as
mentoring if we stick to the biblical model, mentoring will not
mentorees become
become a passing fad. How much more powerful will this
mentors.
chain reaction be if each of us invested in two or three
mentoring relationships? Maybe we have missed something
very basic here in our efforts to impact the world. So much of our time, energies and finances
are invested in big events, new programmes and strong pulpit based ministries. Maybe if we
invested more in the two’s and three’s we will see the impact we all long for.

Conclusion

I

started off by saying that mentoring is an in vogue term that is as popular in the church as it is
in the business world. On the one hand we are at risk of creating hype around it, relegating it to
yet another faddish programme. If this is the case it will come and go like many programmes
which we have seen churches buy into over these past few years.
What I have sought to do is remind us that mentoring is but another
Mentoring is but
name for the training model Jesus used to prepare his disciples for
another name for
the ministry he left for them to complete.
the training model
Jesus used.
His mentoring was a strategic part of his mission and vision. Can
we as his followers dare think that we can do our ministry ignoring
the important role of mentoring? My final plea is that when we talk about mentoring is that we
follow the biblical model because then we will also be able to look forward to a legacy of
mentorees who will take the baton and set in motion a mentoring chain that will truly make a
difference in every sphere of our world be it business, education or politics.
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Developing Transformational Leaders
for South Africa Today
By Dr Noko Frans Kekana
Noko Frans Kekana is the Pastor of Life Transformation Church, serves as a Lecturer at Rhema Bible
College, and has been involved in leadership development for the past 20 years

Introduction

B

eing invited to make a presentation on Developing Transformational Leaders in South Africa
today is both daunting and exciting. Daunting because this is such a challenge in more ways
today, in relation to the needs of society and the crisis of leadership in the Church, as some would
have us believe. As to whether one concurs with the people who perceive a deep crisis [1] of
leadership, it is simply a case of the paucity [2] of leadership rather than crisis (strong word), it is
entirely up to the people, including yourselves to judge.
Asking me to present this sort of challenge, is humbling, thereby
daunting for the critical thinking that needs to be given to this issue
– as to whether one could do justice in the limited pages required is
another matter. It is however an exciting moment for me since for
many years I have been constantly asked to mentor people, over and
above my formal responsibilities of training leaders. I continue to do
this exciting work, to this day, and the relationships of mentorship
are growing both in their vastness, depth of learning, and profile of
the individuals involved.

The good news is
that of course
South Africa is
transforming.

The Question of Developing Transformational Leaders in South Africa

T

he good news is that of course South Africa is transforming, and some of the people who help
spur the forces of change into transformative action have been activists, international
solidarity movements, the Church Ecumenical, and by some grace of God, also Evangelicals have
been counted among the prophets. I was therefore in this sense, a part of liberation movement
which now leads the Transformation of the Country.
A further problem arises however, when one realises that the term Transformation has become
overused, to a point of it becoming a `tired expression’, with a vagueness in some circles which
obscures the true meaning(s) thereof.
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Organisation of the Presentation
I wish to structure my work in this regard as follows:

•

Defining and Describing Terms

•

A comment on South Africa as our societal context

•

Mentoring: Cultural Perspectives

To develop
means to add to,
increase, and
build up.

Defining Terms

M

ost of the terms defined below are vast and ambiguous in their meanings, among others
things. These all these risks notwithstanding, one is still keen to offer tentative remarks on
meanings.

1.

Developing
To develop means to add to, increase, and build up. Obviously, the way in which the word
`developing’ should be understood and used bears two dialectically intertwined meanings,
namely that developing denotes a present continuous tense, in grammar. On the other hand,
it also implies the fact that the self‐same subject that does the transforming, experiences
simultaneously, the transforming effect upon itself, almost reflexively transitive as well. It is
thus a double‐edge‐sword. It is dialectical in the sense that whilst acting upon some people,
developing in them leadership, the leadership that does the developing is itself
transformational, as it seeks to build up in others transformational leadership capacity and
orientation, inter alia.

2.

Transformational Leader(‐ship)
At this stage it is necessary to say that handling the components part so the term
Transformational Leaders is sensible. I will start with the word Transformational.

•

`Transformational’
Obviously the word Transformational is a complex type of descriptive word in
grammar sense. It suggests, among other things, a though‐going change of form,
essence, meaning and function, etc. “Hall defines transformation as the development of
an individual to his or her potential heights through the continual integration of the
inner world of the psyche/soul (specific view of hawk) with the outer world of human
endeavour and external expectations (holistic view of eagle).” [3] Here the
relationships between the individual potential, on the one hand, and the external
factors that help develop, via an integrated world view on the other hand, of the
specific and the general variables in the process of change.
Obviously there are many definitions of the key term transformation. [4] But this one
identified above, a few moments ago will do for now. Additionally, I would like to re‐
raise, as a reminder, the Vision of the Transformational Leadership Team of
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Johannesburg, of which I was privileged to have been Chairperson for a little while:
`Changed lives, United Church, and Transformed Communities’. [5]

•

`Leadership’
Among the many definitions I picked and have to treasure dearly in my journey today,
is one given by Stoner, et al, saying that: `Leadership is a process of directing and
influencing task/goal‐oriented activities of a group.’[6] The elements of process,
activities, directing, influencing, and task/goals cater in complete, or near complete
way the required components of what leadership is about.
On the other hand, I have also come to realise there is another simpler way of defining
leadership help clarify leadership further: `leadership is an interpersonal process of
goal‐setting and goal‐attainment /achievement.’[7] Here one can see how critical
leadership is to the process of planning phase, as well as the actual attainment of set
goals. Leadership in other words, is a critical variable between vision and fulfilment.
Leadership is still a process nevertheless, which, as defined above, implies a planning
stage as well, in preparation to the implementation strategy as well.
Is this definition the same then, as the Transformational Leadership concept, or should
await another?

•

`Transformational Leadership’
Taken together, the notion of Transformation, and the Concept of Leadership should
be able to help clarify in our minds the combination of meanings implicitly implied
therein.
Dr James MacGregor Burns who coined both the Transactional and
Transformational Leadership Terms defines the latter thus:
a)

First, Leadership – He, Burns says that “Leadership over humans is
exercised when persons with certain motives and purposes mobilize in
competition or conflict with others, institutional, political, psychological,
and other resources so as to arouse, engage, and satisfy the motives of
followers.”(1978, p.18).[8]

b)

“Transformational Leadership occurs `when one or more persons engage
with others in such a way that leaders and followers raise one another to
higher levels of motivation and morality.’(Burns, p. 20)” [9]

It is interesting to that according to Burns, it
is the motives of the followers that are
satisfied by the action of the leaders, who also
are driven by certain motives in the first
instance, and that the next instance, when
Transformational Leadership is on the other
hand, defined, the accent falls on the two
concepts of motivation and morality. This is
crucial as studies on motivation, particular
the Hawthorn effect (experiment
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Transformational
Leadership occurs `when
one or more persons engage
with others in such a way
that leaders and followers
raise one another to higher
levels of motivation and
morality.’

demonstrated) that motivation affects positively, where it exists, the productivity
levels of workers/employees. Where motivation may be non‐existent, however,
productivity levels will, and with it the rising costs, in financial terms, in time,
energy and relationships as well – often.
Morality used to be an extra disturbance for most business institutions, and
perhaps other community‐based, and Government forces. But, now, in the world
of today, with the rise in importance of the Ethics of Corporate Social
Responsibility,[10] internationally, morality in leadership has taken on
extraordinary essentiality in human affairs.
The conclusion I am inclined to reach on the basis of this brief presentation, or
should I say re‐presentation of the definition of leadership in general, and the
Transformational Leadership type in particular is that all these intra‐leadership
relations of principles of motivation, morality and conflicts (between followers,
and leaders, and between followers and leader on the one hand, and between
followers and the environmental forces on the other) is a matter of character
formation, and principled consistency in ethics, which we in South Africa need.
However, in order for us to be able to offer some kind of healing response to our
sick, society, we need ourselves to be clear as to what exactly characterises,
strictly, this Transformational Leadership.
Characteristics/Features of Transformational Leadership
I plan to present a synopsis of four positions on Transformational Leadership,
hoping to come out with a kind of helpful synthesis at the end. This been the
summary of the features of Transformational Leadership, I will then take the
liberty to outlined some of the main characteristics of this type of Leadership –
doing so again, indicatively than exhaustively.
…Transformational Leadership…”[11] This, according to
Dr James MacGregor Burns, whom Dr Anne Barker
appropriately acknowledges, to have coined the terms
Transformational and Transactional Leadership styles, means
the following: “Leadership over human beings is exercised
when persons with certain motives and purposes mobilize in
connection or conflict with others, institutional, political,
psychological, and other resources so as to arouse, engage, and satisfy the
motive of followers” (1978, p.18).[12] Several remarks are possible in the light of
this definition of human leadership. “This definition of leadership incorporates
elements of both the old and new paradigms.”[13]

Morality in leadership
has taken on
extraordinary
essentiality in human
affairs.

Comparative Summary
From the above synopsis, it is indubitably clear that Transformational leadership is seen by
the scholars represented in this document, as an appropriate organised response to the crisis
of chaos, rapid change and acute dearth of vision in many a societal movement today.
Besides, and in addition to all that, what is important though, is what Transformational
Leaders has emerged as:
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Visionary (focused by implication), Passionate, Creative (productive, and problem‐solving
skills), etc., Empowering, and contextual in its links to, and values of positive
transformational processes in society. In short, Transformational Leadership is also
fundamentally, a type of strategic leadership!
These principles of transformational leadership laid bare, and furthermore, even more
seriously, “in an Age of Chaos,”[14] as Dr Tim Porter‐O’Grady rightly perceives our
international, and contextual reality to be, it remains to be seen as to what sort of strategies to
arrive at the organisational goals, towards which
transformational leadership is directed, are to be like – in order
Transformational
for the Transformational leadership, as characterised above,
Leadership is also
respond adequately, timeously, and indeed critically address
fundamentally, a
multiple changes, complications wrought by uncertainty.
type of strategic
Instability and upset values.[15]
leadership!
In the South Africa of today, post‐apartheid, and globalising
social and economic forces including, and implied, calls for
effective, creative, empowering, productive, authentic forms of Christian or spiritual
leadership has been called for, to come in a specific form, namely Transformational
Leadership, in order to reproduce, using mentoring and coaching processes Leadership,
from with particular reference to cultural perspective, dimensions or aspects.

South Africa Our Context and Target

T

wo aspects of this sub‐section need to be identified right at the beginning, when dealing with
the South African reality as our context: the broader South Africa will be characterised briefly,
and the cultural notion of social actuality also will be discussed, and only again indicatively, rather
than exhaustively.
1.

Constitutional State
South Africa has emerged from its appalling apartheid past with the honourable
foundational work of its Constitutional Statehood. In contrast to the Parliamentary
Democracy, such as the Westminster system has been over the years to have been, South
Africa is simultaneously respected the world over, and yet, it also, in internal processes and
social and legal morality tends to pose seriously, threats to some aspects of religious beliefs,
including Christianity itself.
The specific tensions that have arisen from the fact that Evangelical Christianity on the one
hand, beliefs and preaches the Uniqueness of Christ, in its missionary ecclesiology, also
aggravates on the other hand, the difficulties of equality in practice of all religions, in manner
that radicalises the relationship between Church and State generally, and Religion and
Human Rights specifically.
Despite all the problems perceived and encountered in reality, South Africa’s Constitutional
Democracy remains among the very best in the world, and yet, ironically as well, we should
state in the same breath, that Evangelicalism stands tall as the most transformative of all
types of Christianity, while pretending however to be doing away in our thinking with the
tensions that are typically inherent herein.
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2.

Economic disparities, and social inequality
Owing to its recent colonial and racist past, the South African society remains very unequal,
and economically deeply discrepant, due to the two‐tier economic structure: the rich among
us are very rich, along the lines of most Western features of the dominant society. The poor
belong, with their degradation, social scandal and incapacity, to the Third World standard.
Unemployment stands at over 40% (of the 42 million population), of a job‐lessly growing
economy. Put differently, the jobs that exist from time to time, are in effect cancelled out by
the reversals of retrenchments and unemployability of the unskilled among us.

3.

The proportional representation political system
The proportional representation political system helps the political justice obtained through
negotiations to be seen to be just, or fair to be more precise, even if others to do not see it that
way.

4.

Attitudes towards various perspectives of state
Ideologically there has been a thawing of attitudes towards various perspectives of state,
power, and religious theories. When the Marxists share the governing platforms with the
deeply religious, the apathetic, and the pantheistic as well as with the cynical agnostics, then
we must acknowledge the profound levels of changes that have occurred in our society.

5.

Cultural challenges
The call for an African Renaissance by State President Thabo Mvuyelwa Mbeki, believing
that Africa’s time has indeed arrived, is an indication that cultural challenges and
philosophical questions need addressing in a way that has not been done before in Africa
today.

Mentoring – Cultural Perspectives

W

henever an issue of culture is raised, some among us think either of Africa’s culture
praiseworthily, or derogatorily. Others on the other hand, wish that it remains normatively
implied, albeit implicitly that culture means, in an imperialistically twisted way, the western way
of life.
1.

What is culture, after all?
The Lausanne committee for World Evangelisation says that:
Culture is an integrated system of beliefs (about God or reality or ultimate meaning), of values
(about what is true, beautiful and normative), of customs (how to behave, relate to others, talk,
pray, dress, work, play trade, farm, eat, etc.), and of institutions which express these beliefs,
values and customs (government, law courts, temples or churches, family, schools, hospitals,
factories, shops, unions, clubs, etc.) which binds society together and gives it a sense of identity,
dignity, security, and continuity.[16]
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Having said that, it is important for us all to realise that cultures that impact decisively on
our Christian work, include the Torah (Jewish), the Western Managerialism (which
emphasised strictly, efficiency, and organisational structure), and Individualism etc., and the
African Ubuntu (in the case of South Africa), inter alia.
2.

The African Culture our ethical context
With regards the way in which leaders in Africa, the Euro‐American societies specifically,
several aspects spring quickly to mind, in the context of Africa, for the purposes of preparing
leaders, through a mentoring process.
•

Mike Boone on the African Leadership style
In wanting to address issues of diversity management, Mike Boone and his colleagues
stress several aspects of African leadership style.
First Boone criticised the Western style of Management is too rigid, individualistic, and
somewhat arid. Specifically, in contrast then, Boone promotes the Ubuntu philosophy.
Boone presents what seems to take place when African communities handle conflicts.
There is an umhlangano: a broad‐based meeting of the stake‐holders comprising
among others worker, employers, etc., where people speak openly and frankly on
issues that concern them. When the issues have been thoroughly
discussed and the resolution becomes necessary, then,
Elders are elected to refine, and clarify further the issues
We need to begin
at stake, with a view to proposing a solution to these, and,
processes of
the decision of the Elders in that context if binding – a kind
mentoring the next
of equivalent of arbitration in dispute resolution –
generation of
perhaps?
African leadership
As a result of this understanding of his, Mike Boone
suggests strongly that the Western approach to
Management and Leadership should be debunked, in
favour of the African Ubuntu system of Leadership.

•

in the context of
African culture.

Professor Lize Booysen on Ubuntu, the Western Management style: towards an
integrated approach.
Professor Lize Booysen is based at the UNISA’s School of leadership, and has written
quite a lot on that subject, including the Ubuntu Management system, among other.
Booysen describes the Ubuntu ethical philosophy as including respect, compassion,
collective responsibility, sharing and dignity. This is basically correct. Then Booysen
proceeds to criticise those who want to dump all the Western philosophy and the
practical ethics of management, in favour of an integrated approach, which takes the
best from both sides and synthesize the value thereof for further use in the building of
Africa Leadership.
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3.

African forms of Leadership
It is clear there is indeed a cry for African forms of Leadership which help resolve the many
problems we face. We need, in other words, to begin processes of mentoring the next
generation of African leadership in the context of African culture.

4.

Eskom
Eskom, through its Management has taken the lead, to work towards what they term: Eskom
African Business Leaders Forum. [17] As to whether it will succeed, is another question.

5.

What is mentoring?
•

The following descriptive citation will suffice for now. Bowmen is quoted as having
said that:
Mentoring occurs when a senior person (the mentor) in terms of age and experience
undertakes to provide information, advice and emotional support for a junior person (the
protégé) in a relationship lasting over an extended period of time and marked by
substantial emotional commitment by both parties. If the opportunity presents itself, the
mentor also uses both formal and informal forms of influence to further the career of the
protégé.[18]
This is good to know, but before one gets really excited, one needs to ask the question
of conceptual origins though.
“Mentor” is derived from Greek mythology. Its initial meaning appeared implicitly in
Homer’s The Odyssey. In this historically significant work, Mentor acted as a guide,
protector, tutor, and advisor to Telemachus, son of Odysseus. In befriending
Telemachus, Mentor was characterized as a helper, teacher, and advisor; he inspired
Telemachus to accomplish the challenges life presented to him. [19]
This story must therefore into our attentive ears, some caution regarding concepts that
we may find easy to use for our contemporary leadership situational needs.
Nevertheless, the notion of grooming the next generation for leadership is centrally
carried, in terms of which we build on it our own.

•

We should build a mentoring relationship, comprising in its vertical and lateral
structure and meanings: the mentor for one’s self, the partnership between more or less
same age buddies, in serious sense of that term though, as well as finding a protégé, a
disciple, or indeed wait for one to approach one, on that matter, should the need for
such a relationship arise.

•

As we have learned from David White from the Philippines, it use often useful to
utilise the GROW Coaching technique:
G
R
O
W

‐
‐
‐
‐

Goal‐setting
Reality check
Opportunity
Work plan
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___________________________
[1]

One of the earlier evangelical authors to see this is Oswald Saunders himself in his studies, and publication of
Leadership – in his book: Spiritual Leadership. Secondly, the other is Ted Engstrom, whose book (the Making of
the Christian Leader) is like an indictment at the beginning (perhaps in the first few pages, 2 – 9), etc. Dr David
Molapo (a mesmerising and sensational motivational speaker, successful business man and trainer) saw, and
presented some of his thoughts on that as well – the crisis of Leadership in Africa. Henry Blackaby senior, and
son (jr) went for the raw nerve in their critique of Leadership during the past decades and centuries – on
Spiritual Leadership as well.

[2]

The Revd Caesar Molebatsi, former Executive Director of the Youth Alive Ministries in Dube, SOWETO, a
well‐known communications expert and superbly masterly presenter on Youth, Christianity, Politics, etc. said
that during one of his valedictory address in the beginning of the late eighties, inter alia.

[3]

See Joellen Goertz Koerner and Sandra Schmidt Bunkers: Transformational Leadership: The power of Symbol; in
Hein, E.C and Nicholson, M.J.(eds)1994: Contemporary Leadership Behaviour. Philadelphia: J.B Lippincott.
Page 73.

[4]

It is clear that the Liberation forces in South Africa use this concept of Transformation in particular way: to
align all the State and Societal institutions to the proportional representation in respect of colour/race, gender
and class terms in most of the case, so that a given institution should reflect the demographics of this country,
the New South Africa, in way that should undo the effects and legacies of apartheid, mainly, but also so that
South Africa must be able to stand tall in its principled Vision of non‐racialism in the world today, contributing
its politically defined values towards a human and just future.

[5]

This definition is somewhat influenced in its assumptions of what Transformation be taken as, by the work and
experiences of Dr George is Jr, on “Transformations” in the world today.

[6]

See their monumental work: MANAGEMENT. Published by Prentice‐Hall.

[7]

This I got from the Nursing’s Management Studies.

[8]

See Barker, A.1994: An Emerging Leadership Paradigm: Transformational Leadership; in: Hein, E.C. and
Nicholson, M.J.(eds) 1994: Contemporary Leadership Behavior – Selected Readings. Philadelphia: J. B
Lippincott Company. Page 83.

[9]

Ibid., page 83.

[10]

I am in the process of finalizing a book on: Comparative Ethics and Dialectics of Globalisation: A Question of
Business and Human Rights.

[11]

Ibid., page 83.

[12]

Ibid., page 83.

[13]

Ibid.

[14]

See his article: “Transformational Leadership in an Age of Chaos;” in: Hein, E.C. and Nicholson, M.J.(eds)1990:
Contemporary Leadership Behavior: Selected Readings. Philadelphia: J.B. Lippincott. Pages 93 – 100.

[15]

Ibid., page 93.

[16]

The Lausanne Commission for World Evangelisation, 1974: Gospel and Culture: the Willowbank Report No. 2.
Lausanne Occasional Papers. Bermuda: the Lausanne Theology and Education Group. Page 7.

[17]

See Graeme Addison, 2004: Signposts for All Leaders. Sunday Times, November 7, 2004, page 19.
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[18]

Cited Dr Linda Yoder’s 1994: Mentoring: A Conceptual Analysis; in: Hein, E.C. and Nicholson, M.J.
(eds)1994: Contemporary Leadership Behavior: Selected Readings. Philadelphia: J.B. Lippincott. Page 189.

[19]

Ibid., page 187.
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Leaders, Finish Well!
by Dr Dean Carlson
Dean Carlson is the Director of Africa Ministry Resources – Southern Africa

F

ew leaders finish a lifetime of ministry well. The hazards encountered by Christian leaders in
Africa are many. Along the way, many become discouraged by hardships. A large number
cease to grow spiritually and stagnate in their ministry. Others tragically fall into sin bringing the
Gospel into disrepute.
It is the rare leader who runs faithfully to the end, developed by God toward maximum potential
in life and ministry. Only a handful earn the right to echo Paul’s
words, “I have fought the good fight, I have finished the race, I
Only 30% of
have kept the faith” (2 Tim. 4:7).
leaders in the Bible
Dr J. Robert Clinton, professor of leadership at Fuller Theological
finished well.
Seminary, has spent the past 22 years conducting extensive
research on the lifelong development of Christian leaders. In an
exhaustive search of the Bible, he identified approximately 1000 leaders. Most were mentioned
only by name. These included everything from Old Testament patriarchs, priests and military
leaders to New Testament apostles, prophets, evangelists, teachers and pastors. Sufficient
information was available on only 49 prominent leaders to analyze how they finished.
The results are shocking. Only 30% of leaders in the Bible finished well. This means that 70% fell
short of Godʹs plan for their lives. This fact should jolt any present day leader who desires to count
for God. These leaders are categorized below according to how they finished their ministry.

Ways Leaders Finish
1.

Running: Leaders like Abraham, Joshua, Daniel, Paul and Peter enjoyed deepening intimacy
with God throughout life. They never stopped learning and growing, even as mature
leaders. They led with spiritual authority, for their followers recognized Godʹs hand on their
lives. Fully submitted to the Lord, they were developed toward full potential and used
significantly to advance His purposes. They completed what God gave them to do.

2.

Walking: Other leaders were slowed down in their ministry because of sin. They fell short of
what God intended for their lives. The ramifications of disobedience to God at some point in
their leadership continued to plague them, even though they may have been walking with
God at the end. Such persons may include David, Jehoshaphat and Hezekiah.

3.

Limping: These leaders finished the race in poor shape. They were on a decline in the latter
phase of their ministry. This may have been reflected in their inner life with God or in their
ministry effectiveness. Leaders in this category include Gideon, Eli and Solomon.
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4.

Disqualified: Some leaders were taken out of the race prematurely. They were removed
from leadership by assassination, killed in battle, denounced or overthrown. We are not
referring here to an honorable end like that of Stephen. Rather, leaders such as Samson,
Absalom and Ahab were removed by God because He was
not pleased with them. It is a tragic thing when God regrets
There are certain
placing someone in leadership. The price is great: personal
barriers that
shame
for the 1eaderd and damage to Godʹs Kingdom.
commonly prevent
leaders from
finishing well.

While the interpretation of the date may be open for debate, the
overall conclusion is abundantly clear. Few leaders finish well!
Only one in three biblical leaders fully cooperated with God over
the long haul and experienced the corresponding results in ministry. Do you think the ratio
has improved over the past 2,000 years? A quick survey of scandals in involving Christian
leaders today would indicate that the situation hasnʹt improved at all.
Detailed analysis on the lives of over 1,200 contemporary and historical Christian leaders has
been scrutinized by Dr. Clinton and his associates. When compared with the study of Biblical
leaders, it is clear that there are certain barriers that commonly prevent leaders from
finishing well.

Six Barriers to a Good Finish
1.

The Misuse of Money: Many leaders are careless in the handling of finances. Greed can
sway sound judgment, leading to sin and eventual downfall. Too often Godʹs resources have
been diverted to personal use. Clothes donated to the poor have been taken by those
handling them. Pastorʹs salaries have been supplemented from funds for evangelism.

2.

The Abuse of Power: There is a tendency for leaders to wield power over followers beyond
its intended use and to view special privileges as their personal right. Their leadership style
is more reflective of a ʺchiefʺ than a ʺshepherdʺ. Rather than empowering followers for
service, they lead for their own personal benefit. Usually these leaders have no
accountability system. They stand at great risk.

3.

Pride: Success in ministry can pave the way for inappropriate pride to develop within a
leader. Self‐centeredness can set in, leading to poor decisions and ungodly behavior. We do
well to heed Jamesʹ counsel, ʺHumble yourselves before the Lord, and he will lift you upʺ
(Jas. 4:l0).

4.

Sexual Misconduct: Illicit sexual relationships have been a powerful tool in the enemyʹs
hands against Godʹs leaders. Davidʹs sin with Bathsheba has been repeated countless times
in our generation, with no less devastating effects.

5.

Family Dissention: Unresolved conflicts between husband and wife or between parents and
children can have repercussions on leadership effectiveness. Leaders such as Eli and David,
paid a dear price in leadership due to family problems.

6.

Complacency : As a leader becomes complacent in ministry there is often a tendency to relax
and rely on the successes of the past. Johannes Mazibuko, pastor with the Alliance Church in
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Swaziland, comments, “There are many repercussions when a leader ceases to grow also.
One is that the followers do not grow also. You cannot lead people father than you have
gone yourself. Also vision is no longer there. Instead fights begin. When people are no longer
developing, they start to quarrel”.
It is important to note that each barrier is deeply rooted in character issues, rather than in
lack of ministry skills. Personal integrity lies at the heart of the matter. A Zimbabwean
leadership trainer observes, “Some leaders look strong publically, and yet they are finished
in their private life. When there is a crack in your character, one day it will be opened. Many
have long fallen down inwardly only to have it surface later. A good leader is a good leader
in his own personal life with God”.
Moss Ntlha, General Secretary of The Evangelical Alliance
of Sooth Africa makes the following assessment. “I find that
there is a tendency for Christian leaders to want to want to
be served rather than serve, to be out for glory rather than
sacrifice. Itʹs very clear that without providing a leadership
that has integrity, where what we preach and what we do
is one, itʹs going to be very difficult to convince anyone that
we mean business”.

There is much that
can be learned by
studying the lives
of other leaders.

In light of these barriers, what can be done to ensure a good finish? The Apostle Paul
realized that there is much that can be learned by studying the lives of other leaders. He
wrote in Romans 15:4, “For everything that was written in the past was written to teach us,
so that through endurance and the encouragement of Scriptures we might have hope”.
Referring to the stories of God’s people in the Old Testament, he says, “Now these things
occurred as examples to keep us from setting our hearts on evil things as they did”. The wise
leader will 1earn from the mistakes of others and train himself to avoid them. In the words of
an African proverb, “The person who is ever ready for war is never defeated”.

Factors For Success
Several common ingredients can be found in the lives of godly, effective leaders.
1.

Lifelong Perspective and Learning Attitude: Effective leaders realize that Godʹs
development agenda spans their entire lifetime. They continue to grow, right to the very end
of their lives. Such new learning leads to expanded vision. The
author of Hebrews writes, “Remember your leaders, who spoke
the word of God to you. Consider the outcome of their way of life
Effective leaders
and imitate their faith. Jesus Christ is the same yesterday, today
realize that Godʹs
and forever” (13:7,8).
development
agenda spans their
entire lifetime.

Throughout history, God has enabled men and women to
finish well. What He has done for them, He can also do for each of
us. The growing leader will carefully observe how other spiritual
leaders have overcome and will then equip himself to run in a similar fashion. Insights may
be gained through studying Biblical leaders, by reading Christian biographies or by drawing
near to godly leaders around them.
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The basic processes by which God develops inner character and deep spirituality are similar
for all leaders. Character is developed as men and women are tested in areas of integrity,
obedience to the Word, and sensitivity to guidance from God. Difficult experiences, crises,
and conflict are Godʹs productive training ground. Successful passing of these God‐initiated
tests often result in an increase of Codʹs blessing upon the leader and an expansion of
leadership influence. Failure leads to remedial learning and a slowing down of the
development process.
2.

Spiritual Renewal and Disciplines: Jesus modeled the importance of pulling away from
ministry activity in order to seek fresh intimacy and direction from the Father. In order to
finish well, leaders need repeated times of inner renewal. The alternative is a drift toward
complacency and a plateauing of growth. This is especially true for leaders in the middle
phase of their ministry, from the mid‐thirties to the mid‐forties.
Caesar Molebatsi, a highly accomplished South African leader, comments on the challenge of
fast‐paced ministry: “You begin to drown in your own success.
You do so many things and because God has gifted you, people
Leaders need
demand that you do more. As you attempt to respond to those
repeated times of
demands, you end up drowning in them. The antidote to this is
inner renewal.
to learn afresh Godʹs presence so you stay connected”.
Leaders must “go up the mountain” to seek renewal for their lives and ministry. Swazi
Pastor Dumisani Dlamini has made a habit of spending three weeks each January for prayer,
fasting personal study and seeking God for direction in ministry for the new year. Retreat
centres or the homes of friends away from his ministry situation in Mbabane have served
this purpose well. His church encourages this time away, realizing the spiritual vitality that
their renewed pastor will bring back to the congregation.
Leaders who finish well have learned the value of the spiritual disciplines. The basic
disciplines involving the devotional life and the study of the Bible, along with such practices
as solitude and fasting can deeply shape character and increase the probability of a good
finish.
After he had been in ministry for about 21 years, Paul wrote, “I beat my body and make it
my slave so that after I have preached to others, I myself will not be
disqualified for the prize” (1 Cor. 9:27). Some 15 years later, when he
Train
was probably between 65 and 70, Paul shared time‐tested advice with
yourself to
Pastor Timothy, “Train yourself to be godly. For physical training is
be godly.
of some value, but godliness has value for all things, holding promise
for both the present life and the life to come”. Lifelong spiritual
training made it possible for Paul to finish strongly.

3.

Mentoring: The issue of mentoring is critically important in Africa. Xolisani Dlamini
comments, “The reason that some young leaders are not walking upright is because the
people who they consider as ‘fathers’ are not fathering them. Their fathers have clumped
them. Fathers should not give up when we are leaders. They need to continuously mentor
us”.
Philip Dungulu, a pastor in Soweto, has gathered together a co‐mentoring group of eight
pastors from churches in nearby townships. He states emphatically. “No one can survive all
by himself. We need one another. If Iʹm going to overcome moral problems, there has to be a
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group of people that I confide in. A group that I can open up to. We all face our own
struggles. These struggles are overcome, not only because we read our Bibles and talk to
God, but also because we talk to other Christians about our problems. And we know that
they will minister to us in these areas”.
A top Zimbabwean church planter reflects, “When God called me to ministry, the first thing I
needed was to surround myself with godly men. I gave them permission to counsel and
rebuke me. These are my mentors. As busy as I am, I try to get time with these men to pray
with them and share my problems and successes. They are the secret to my effectiveness.
Wherever there is a successful man, there are good mentors behind him”.
Clinton’s research has revealed that most leaders who have finished well have had 10 to 15
significant people who came alongside to help them at various stages in life. Dr Richard Clinton
advises, “Simply put, if you are serious about finishing well, you need to find mentors who can
hold you accountable in every area of your life and ministry and who will help you avoid the
pitfalls that will arise as you move through life. An effective mentor will ensure that you continue
to grow and develop” (R. Clinton, p.24).
Most leaders who have
finished well have had
10 to 15 significant
people who came
alongside to help them at
various stages in life.

God’s Desire

H

ow do you want to finish your ministry? Are you
encouraged by the trends in your life or are crucial
changes needed? What practices and safeguards are being
built into your leadership now that will make for a good finish later?

Take heart! God wants you to finish well! He is earnestly committed to develop you toward
maximum potential as a godly leader. And if you fully cooperate with His shaping work, you will
join those who run successfully to the finish. May Paul’s passion as a leader burn within our
hearts, “I press on to take hold of that for which Christ Jesus took hold of me”.
__________________________
REFERENCES
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Mentoring: the Heart of Making Disciples
by Rev. Steve Capper
Steve Capper is the Executive Director of Mission Houston and serves as a trainer with Leaders Edge, a
mentoring network in the USA. He is a city‐reaching consultant in South Africa and spoke at SACLA II

F

or centuries mentoring has been the preferred methodology
for developing people with skills that are best honed under
Until the mid‐twentieth
the watchful tutelage of another who has already mastered a
century mentoring was
particular craft. This has certainly been true for the arts and the
also the preferred
marketplace. Today mentoring is most often mentioned as the
methodology of the church
best solution for insuring a hopeful future for those “lost
for developing Christians
children” in our societies created by family disintegration
both as people and as
through separations (sometimes for economic necessity),
effective ministers.
divorce, dual income careers, and the pursuits of sexual or
materialistic comforts. The plea we hear is for adults with
emotional health, life skills and personal disciplines that have
resulted in relational and professional stability, to choose to pass on to a child or youth through a
one‐to‐one relationship what they have learned about living well.
Until the mid‐twentieth century mentoring was also the preferred methodology of the church for
developing Christians both as people and as effective ministers. Mentoring those to whom He
would give responsibility for continuing His ministries occupied the greatest number of Jesus’
waking hours. Mentoring those he would appoint to leadership of churches he had helped initiate
was a lifelong pattern of the apostle Paul. While mentoring is still the conviction and practice of
some, the emphasis on congregational numerical growth over the past sixty years ‐ particularly in
the West ‐ has been accompanied by a replacement of one‐to‐one or one‐to‐a‐few mentoring with a
reliance upon programs, courses, books and the technology that allows gifted teachers to convey
truths without being present to assist the learners to implement those truths well. As a result,
Dallas Willard and others have concluded that the church has settled for making good and
informed church members but has failed to make the kind of disciples whose lives resemble Jesus
and who bring Kingdom impact to the world in which we live.
I write with the deep conviction that the recovery of effective one‐to‐one and one‐to‐a‐few
mentoring is essential for making the kind of disciples in whom the Lord will be “seen” and
through whom the Kingdom of God will spread. In this light, I view mentoring as the process of
helping another
¾

establish intimate communion with God,

¾

develop Christ‐like character, and

¾

experience increasing effectiveness in Spirit‐led, Life‐giving ministry.
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While tempted to explore a variety of crucial attributes for mentors –
•

Reliance on God instead of Self

•

Focus on Christ rather than the Mentor

•

Practical more than Conceptual

•

Character before Skills

– and to offer something catchy like “The Seven Habits of Highly Effective Mentors,” I chose to
focus instead on three foundational hallmarks of mentors whose work will honor God and likely
bring substantial future return on their investments. If any of this proves helpful to you, I am
delighted!
****************************************

I

had been a Christian for just over a year and a half. The leaders of the ministry that targeted
students like me at our secondary school had already established a friendship with me prior to
the night of my commitment to trust and follow Jesus as the Lord of my life. Taking me out for
conversations over a soft drink, friendly competitions against each other in a variety of sports, and
regular phone calls gave Bobby and Ken credibility with me. So after my conversion when they
suggested I join them in a weekly Bible study with some others, I readily and eagerly agreed. A
few months later when they suggested I join them in reaching out to some secondary school
students younger than myself, again I readily and eagerly agreed. In fact, at the end of my first
year as a Christian when it came time for me to decide where to attend university, I chose a local
one in order to be able to go through the same year‐long ministry leadership training each of them
had taken.
Now, eighteen months into my journey of trying to live as a disciple of Jesus Christ, I continued to
meet weekly with Ken, one of my older‐in‐the‐faith friends, sharing about our lives, what we were
reading, what we were doing in attempting to obey the Lord, where we felt we were making
progress and where we felt we were failing, and praying for one another. My appetite for
knowing God remained strong, but even I could tell I was far better at storing information about
God and His Word than I was at living what I learned. On this particular week, Ken asked me to
meet him for a second time. After we settled in at the table in an uncrowded fast food restaurant,
Ken cleared his throat and began:
“Steve, I’ve been concerned about something and wanted to talk to you
about it.” I noticed tears pooling in his eyes, and he softly continued. “I
Sustained and
love you so much. I look forward to our times together, and I celebrate
effective mentoring
how much you’ve grown.” Now the tears began to spill onto his cheeks
requires the context
down his neck. “I know you want your parents and family to come
and
of an ever deepening
to know the Lord. I know you pray for them and look for opportunities
relationship.
to witness to them. But Steve, your attitude towards your parents is
terrible. When you talk about them I hear more condemnation than
compassion. When I was with you at your house you hardly listened when they asked a favor of
you, and you were quick to insist you were going to do whatever it was you had planned. And
when you do speak to them about Christ you come across as arrogant, as if you know everything
about God and His ways.” His tears still flowing, Ken took another risk as he reached across the
table and covered one of my hands with one of his own. “Because I love you” he said, trying to
look into my eyes while I avoided his gaze, “because I, too, want your family to know Christ …
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because I want you to be effective for the Lord in and out of your home … and because I’m scared
for you in the future if some of these things in you aren’t changed, it’s killing me to watch you hurt
yourself and those you love. So though you may hate me for saying all this, I want you to know
I’m here for you and I’ll do anything I can to help you if you want me to.”
Hate him?! Never had I felt so loved in my life. In fact I didn’t like what he had pointed out, and I
had been blind to what he had observed in my life. But at that moment, Ken, who had already
been mentoring me without my knowing the word or what it meant, became the one I sought to
provide invited and uninvited direction and accountability for my life. It was largely from him
that I experienced and embraced most of the attributes I associate with a godly and effective
mentor – the very attributes I think I see in the mentoring Jesus provided.

Relationship, not Information

W

hen Jesus selected the 12, He didn’t invite them to a classroom, a conference or a seminar.
Instead, Jesus established a relationship with them. Mark 3:14 tells us “Jesus called them to
be with Him …”. Jesus went to their homes (cf. Mk.1:29); He went to where they worked (cf. Lk.
5:1‐11); He attended dinner parties they held with their friends (cf. Matt. 9:10). He initiated private
times with them when they avoided public settings for retreats and serious conversations
(cf. Mk. 9:28‐35).
Sustained and effective mentoring requires the context of an ever
deepening relationship. Mentors help shape unique individuals in
the light of responsibilities and opportunities they face in the arenas
of life and relationships, their personalities, and their skill set and
giftings. Mentors take the initiative to establish regular times spent
with those in whom they are investing, becoming familiar with their
normal routines and relationships, and for private conversations.

Mentoring is about
building up a person
in Christ‐likeness
and into their God‐
given potential.

Ken got to know my family, my friends, and my co‐workers because he cared enough to ask about
them and to come with me to meet them. He also invited me to his home and showed me where
he worked. For Ken everyplace was an appropriate setting for helping me live into the fullness of
Christ. He instigated one‐on‐one times if I didn’t ask for them, and he insured we met or talked
regularly. Together we laughed, we played, we talked politics and sports and people and faith, we
ate meals and argued and cried and prayed. Jesus called the apostles, the ones He was directly
mentoring, His friends (cf. Jn. 15:15). Ken was my friend – before, during, and after the years he
was directly mentoring me.
I realize that the pace of life for many has accelerated to breakneck speed since the time Jesus was
in human form walking on our planet – and even since the early 1970’s when Ken and I lived in
the same city. I realize that traffic snarls our cities, and that communications between people are
more often through email and cell phones than face‐to‐face. I’m aware that many want to be
mentored by someone they admire who is distant, either due to consuming demands on their life
or geographically. But I am convinced that effective mentoring, whether for long‐term or shorter
periods of time, requires a breadth of relationship that allows both the mentor and mentee to be
known to one another. Mentoring is not about increasing someone’s storehouse of information
about God. Mentoring is about building ‐ and about building up ‐ a person in Christ‐likeness and
into their God‐given potential.
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Love, not Duty

M

ark 10:17‐22 records an exchange between Jesus and a wealthy young man who had
approached Him with a question about how to live in such a purposeful way that it would
lead to eternal life. As His disciples watched and listened, Jesus told the truth. His answer, calling
the young man to relinquish his grip on wealth and release those funds in showing love for God
and people in need, exposed a place of bondage from which the young man was not ready to be
liberated. Though that man chose to walk away from Jesus, the Scripture tells us that “Jesus looked
on him with love” (Mk. 10:21). I’ve often wondered what expression on Jesus’ face convinced
those He was mentoring that both His heart and countenance were full of love for the man, even
while the man was refusing Jesus and His narrow way to abundant life. But the point of the
passage is that indeed the 12 could see it! God not only loved the whole world, but He loves each
individual – even when rejecting Him is our response. And, even when betraying Him is our
choice.
During the night of mockery justice right after Jesus was apprehended
in the Garden of Gethsemane, Simon Peter showed up outside the
A mentoring
building where His mentor was enduring His first “courtroom” trial.
relationship has the
Only hours beforehand Peter had boasted that he would never deny
most impact when
his allegiance to Jesus, even though Jesus had declared Peter would in
the mentor is gladly
fact do so three times before the night was over. Sure enough, three
making an
times Peter refused to acknowledge that Jesus was his Lord or friend.
investment of love
Immediately after the third betrayal, Jesus was brought outside and
for a person.
their eyes met. What was the look on Jesus’ face that Peter saw? The
Bible doesn’t describe it, but I’m of the opinion that it was just like the
expression Peter had seen hundreds of times before – including when
the rich young man turned away. It was a look full of love, not condemnation. And that look both
broke Peter’s heart at what he had done (and failed to do) and gave Peter a glimmer of hope.
When my friend and mentor Ken confronted me, his tears were as clear a message as the words of
rebuke he leveled. His motive was compassion for me, not indignation. Correcting me was his
responsibility as mentor and older brother in Christ, but it was his obvious concern for me as a
person that made me receptive to change. Ken mirrored for me the truth that was visible in Jesus
and conveyed in the words of Paul: “the goal of our instruction is love” (1 Tim. 1:5).
That very same Paul declared that one hallmark of genuine love is that the loving person “believes
the best” (1 Cor.13:7) about another. No matter how inconsistent and immature Peter was, Jesus
continued to convey His belief that Peter would one day be “a rock” (Mt. 16:18), giving Peter hope
that he would become the person God designed and intended him to be. Like the Master mentor
Jesus, my mentor Ken celebrated even small victories that demonstrated my progress toward
maturity and in ministry. And when correction was needed, even if I didn’t want it, Ken willingly
risked inflicting pain in the present for the sake of joy in and through my life in the future.
I am aware that all believers are mandated to be involved in discipling others (Mt.28:18‐20), and
that awareness of the Biblical principle “to whom much has been given, much is expected”
(Lk. 12:48) has propelled some to engage in disciple‐making involvement as mentors. While I do
not want to minimize in any way those who choose to do so simply out of obedience, I contend
that a mentoring relationship has the most impact when the mentor is gladly making an
investment of love for a person and not out of sense of duty or obligation. As Paul observed,
“information makes us feel important, but it is love that builds up (1 Cor. 8:1).
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Mutual Ministry, not One‐sided

I

t is unusual to think of the Son of God as needy. But a careful reading of the accounts relating
Jesus’ wrestlings in the Garden the night before His crucifixion reveal a fully human Savior
asking for the physical and spiritual companionship of those He was mentoring (Matt. 26:36‐40,
Mk. 14:32‐42). Several times He went back to 3 of the 12 apostles, and asked at least once: “Could
you men not keep watch with me for one hour?” The text is clear: Jesus, “overwhelmed with
sorrow,” asked for prayers and consoling from those He was mentoring.
Some who read the accounts about and letters by the apostle Paul sense
that he almost appears self‐sufficient, as if he believes his own declaration
A mentor still
that “I can do all things through Christ who strengthens me” (Phil. 4:13)
needs ministry
means that he didn’t really need anyone besides the Lord. While it is
from those they
true that when imprisoned later in his life Paul asked for “parchments” –
are mentoring.
presumably portions of the written Scriptures, he also reports his
loneliness at having been deserted and he specifically asks for the
company of others, including those he has mentored (cf. 2 Tim. 4:9‐13). Furthermore, in at least
four different epistles Paul asks those he has been instructing in matters of faith to pray for him (cf.
Eph. 6:19, Col. 4:3, 1 Thess. 5:25, 2 Thess. 3:1)! Where did Paul get the notion that a mentor still
needs ministry from those they are mentoring? While I suspect he experienced this with Barnabas,
who delighted to let Paul’s gifts grow and Paul’s reputation increase beyond his own, we know
Paul saw this in Jesus!
My friend, Ken, had been raised in a Christ‐centered and Christ‐honoring home. He had made his
own personal commitment to follow Christ years before I did. He knew more Scripture and had
experienced more of God’s presence and activity than me. He even prayed prayers like “Lord,
please make this the most difficult year of my life so that I learn to trust you and not myself” while
still a university student! I thought I could never catch up to Ken’s level of spiritual maturity. But I
remember like it was yesterday the first time Ken turned to me and told me he needed me to pray
for him! And while that stunned me, it pales in comparison to the
first time Ken shared something he was struggling with and asked
Spiritual maturity
me for my counsel!
never reduces the
need for others.
What did Jesus do in asking for ministry from his disciples? What
was Paul doing? What did Ken do? They modeled the truth: spiritual
maturity never reduces the need for others. They affirmed the incredible stamp of God’s high
value, that anyone is qualified on the basis of “Christ in me” to offer Life‐giving ministry to
everyone. They exemplified how valuable is vulnerability by a mentor in communicating that
humility is always appropriate clothing on every Christian, and helps us avoid the snare of hiding
our weaknesses or our sins in order to appear “good” in the eyes of others. The godly and helpful
mentor engages in relationships with those they invest in characterized by mutual ministry, of
never being better than anyone else, powerfully reinforcing that God has made us all to live
interdependently in community as one part of a Body. In so doing, they cultivate a mindset and
provide experiences that will help prevent the ones they mentor from becoming an easy target for
the evil one by later choosing to live in isolation from others, whether due to pride or guilt. In
addition to the protection that comes to us as Christians when we stay deeply and honestly
connected to one another, these kinds of authentic relationships where truth is spoken with grace
and love are among the most attractive and effective tools God has given us for reaching others
while enjoying His presence.
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A Final Thought

R

egularly I ask those who have been Christians for many years, “who discipled you?” or “who mentored
you?” More often than not, people simply look at me with a puzzled expression. I have come to
appreciate how rich a treasure I was given so many years ago in the gift of Ken, and others since. I have
concluded that the lack of impact by the church in a world that desperately
needs transformation means there are “lost children” in the household of
The dividends often
God, and not just in society. I am convinced that mentoring is the best
don’t come until
solution for insuring a hopeful future for the “lost children” and future
after years of
generations in and outside the church of Jesus Christ.
investing. But the
The ministry of mentoring is costly … and the dividends often don’t come
rewards include
until after years of investing. But the rewards include incredible joy! And
incredible joy!
Jesus said “make disciples,” not “get decisions!” So I wonder if you can
hear the voice of the Father who loves His children, asking “whom shall I
send, and who will go for Us?” If so, I am praying for you to answer the call, to make known the heart and
Life‐giving ways of the Father to His children, as He leads you to mentors for you and to establish
relationships of love and mutual ministry for mentoring others!

.
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Remedy for the African Leadership Crisis
By Dr Celestin Musekura
Rev. Celestin Musekura is the President of Africa Leadership & Reconciliation Ministries.

W

hen one looks at the current leadership trend in Africa, one can easily lose hope for the
future of the continent of great opportunities. There is a leadership crisis on the continent
especially in sub‐Sahara Africa, on both the political and ecclesiastical levels. Experts in the socio‐
political arena are calling the crisis an “African Renaissance” with young leadership who are
trying to reorganise and rearrange Africa and maybe even redraw the African map. However, this
rebirth is taking place in an atmosphere which undercuts the hope of the success of the new over
the old.
Roger Vengheluwe has described it thus: “Africa is like the man who is on the road, attacked by
robbers and left half dead along the side of the road. Africa has been scarred by colonialization and
de‐colonialization after that. Black Africans find themselves deeply affected and put down. The
sufferings of Africa cannot be ignored: terrible misery in most countries and extreme poverty in
many places; bad management of limited sources of income; bloody
civil conflicts and wars between nations (and tribes); infectious
diseases, especially AIDS; illiteracy and ignorance; an impressive
The current
number of refugees and groups being dislocated across the continent,
trends in Africa
and continual violations of human rights. Africa remains along the
require more
side of the road, shaken‐up and half dead”. 1
leaders who will
stand on the
The African Church is not spared all these changes and evils
basis of the
oppressing the communities in which she is placed to minister. In
Scriptures.
fact, many Africans are looking to the Church for hope and healing.
Political leaders are calling upon the Church to provide direction
even in political matters. Churches and church leaders were very instrumental in negotiating peace
and transition in South Africa and in monitoring elections in that country. During the last
presidential elections in both Kenya and Uganda, Church related bodies and leaders were
involved in monitoring the elections. Before the killings and genocide that took place in Rwanda,
both Catholic and Protestant leaders were involved in the failed negotiation between the warriors,
and some lost their lives in the process or as a result of their involvement. In the last Lambeth
Conference, the African Anglican bishops stood against the ordination and admission of
homosexuals and lesbians into the clergy while many European and American Prelates supported
the motion. All these are indicators of a strong and prophetic church. The current trends in Africa require
more leaders who will stand on the basis of the Scriptures to confront any oppressive power that my arise.
Someone once said, “Leaders are not born, they are taught and developed”. Due to economic
limitations of most African churches to send and support students in Bible Colleges and
Seminaries, present Christian leaders must adopt the method of leadership development through
mentoring. This was the way of Jesus. He spent significant time with the twelve, preparing them
for the ministry. Both in public and in private, Jesus modeled preaching, teaching, healing, caring,
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and miracles in front of His disciples. He delegated powers to them, put them to test, and offered
some a second chance after their first failure. When the time came, he gave them responsibility and
with confidence and trust in them. He shared with them His vision for the world. He then
unleashed them to fulfill this vision. The art of mentoring involves
responsibilities. This is why it is important for us to understand who is
The principle of
a mentor, what are his roles and functions, how can he identify a new
mentoring is
leader, or his protégé to mentor and what characterises a successful
found both in the
mentor.
Old and New
Testaments.
Though the term mentor is not found in the Bible, the principle of
mentoring is found both in the Old and New Testaments. It is evident
as we look at the lives of Moses and Joshua, Eli and Samuel, Elijah and Elisha, Barnabas and Paul,
Barnabas and Mark John, Paul and Timothy. Even in the African traditional culture and practice,
mentoring was the primary means of passing on knowledge and skills to those whom the elder
chose to be the next leader in that specific trade or practice.
Mentoring involves different roles and functions. Mentors play three important roles: they are role
models, teachers, and nurturing caregivers. As role models, they have a greater knowledge and
expertise in the personal, social, career, and spiritual areas of life. As teacher, they are able to
communicate their knowledge and experience with the protégé in a manner that challenges but
also supports. In addition, they provide a sense of their willingness to be accessible and responsive
to issues in the protégéʹs life. And as nurturing caregivers, they encourage a process of growth and
provide an environment of caring accountability in which the protégé could develop toward more
mature standing in the personal, social, career, and spiritual areas.5 These three important roles
have different functions which include tutoring, teaching, discipling, encouraging, guiding,
counselling, sponsoring, and befriending.
Because of this taxing responsibility and function, it is very imperative that the mentor sets some
guideline to help him to successfully carry on and complete the process. Stanley and Clinton give
“ten commandments of mentoring, namely:
•

establish the mentoring relationship,

•

jointly agree on the purpose of the relationship;

•

plan for regularity of interaction,

•

determine the type of accountability,

•

set up communication mechanisms,

•

clarify the level of confidentiality,

•

set the life cycle or period of mentoring relationship,

•

evaluate the relationship from time to time,

•

modify expectations to fit the real‐life mentoring situation,

•

bring closure to the mentoring relationship.ʺ 6

In the African
traditional culture and
practice, mentoring was
the primary means of
passing on knowledge.

In Christian ministry, the process is not ended with the closure but with the releasing of
responsibilities to the new leader. Mentoring has no meaning if the mentor will not trust his
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protégé and turn over leadership responsibilities onto his shoulders. This last process is where
most of the African leaders, both political and ecclesiastical, have failed. They continue to cling to
leadership position even after spending time in training and mentoring new leaders. This lack of
leadership transfer has caused a natural death of interest among many capable young Christian
leaders who for the sake of their own reputation and their sanity, have left their denominations,
churches and organisations. Mentoring is incomplete and in fact is meaningless if the end purpose
and the goal of it are not achieved. Both Jesus and Paul put their protégés into leadership
positions. Time spent in mentoring was not wasted but rather rewarding.
Another important step in the mentoring process is the ability to spot, discern, or discover a new
leader, that is, a person in the staff and congregation who is capable of learning leadership. This
ability to learn leadership is different from the ability to perform some given assignment or
temporal duties. Instead of focusing on someone who can occasionally help, it is very important to
identify those who can learn leadership over time. Fred Smith, an executive businessman in Dallas
(USA) gives “several traits to help identify whether someone is
capable of learning to lead, viz:
(1)

Leadership in the past. The best predictor of the future is the
past,

(2)

The capacity to create or catch vision. The person who does
not feel the thrill of challenge is not a potential leader.

(3)

A constructive spirit of discontent. People locked in the status quo are not leaders. A question to ask of
a potential leader is this: Does this person believe there is always a better way to do something?

(4)

Practical ideas: Not everybody with practical ideas is a leader, of course, but leaders seem to be able to
identify which ideas are practical and which arenʹt.

(5)

A willingness to take responsibility. Someone who is not intimidated with responsibility, because of
the accomplishment, the vicarious feeling of contributing to other peopleʹs success, has leadership
potential.

(6)

A completion factor. With potential leaders, when the work comes in, it is complete. The half‐cooked
meal is not good enough.

(7)

A mental toughness, not a mean leader but one who speaks the truth and will pay the price. A leader
must be able to keep his own counsel until the proper time when ideas are well formulated.

(8)

Peer respect. Even though this does not reveal ability, it can
show character and personality.

(9)

Both Jesus and Paul put
their protégés into
leadership positions.

The mentor must be
proactive in finding a
protégé.

Family respect, and finally

(10) A quality that makes people listen to them.ʺ 7
Without this ability to choose a future leader, we are set to be disappointed by those we give
responsibilities. Mentoring starts with a clear and definite identification of the person in whom I
want to pour my life.
Finally, it is crucial that both the mentor and the protégé possess some characteristics that will
enhance their relationship. Because of his burden to find someone to pass the torch to, the mentor
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must be proactive in finding a protégé. He must take initiative (just like Elijah went to find Elisha ‐
1 Kings 19:19), then be available for him and serve him as a model in life and ministry. After a
thorough study of biblical characters and great leaders who modeled mentoring, I found the
following characteristics were common in all of them:
•

“ability to readily see potential in a person,

•

tolerance with mistakes,

•

flexibility in responding to people and circumstances,

•

patience,

•

perspective of vision/ability to see down the road and suggest the next needed steps,

•

gifts and abilities that build up and encourage others.” 8

Just as all relationships, mentoring is two‐way: take and give principle. The protégé on his or her
side should possess qualities that would facilitate the process. Four qualities are essentials: First,
he or she must be motivated and eager to accept the challenge. Second, he must be a person who
listens carefully and is willing to improve. Third, the protégé must show humility, serving his
mentor and others. Fourth, he or she must be loyal to the cause and place confidence in his
mentor. 9
The crisis of the African continent requires stable yet dynamic
leadership. The academic institutions cannot produce enough
Mentoring will enhance
leaders for most of the African communities. And as many
mutual respect between
mission organisations leave Sub‐Sahara Africa to concentrate
the old leaders and the
on other open doors such as the former Soviet Union and the
new leaders.
10/40 Window, mentoring remains one of the few options of
developing strong and mature leaders who through modeling
and nurturing, will learn the art of leadership. This method can help reduce the tendency among
many church leaders to cling to power and to fear handing over the leadership power to the novice
or unchecked candidates.
Mentoring will enhance mutual respect between the old leaders and the new leaders because of a
deep and intimate relationship formed during the period of mentoring. Instead of fearing being
replaced, there will be a sense of significance in the mentor as he leaves a legacy behind him, a
legacy of a man or a woman into whose life he has poured his own. This is Jesusʹ way and it is the
best and more lasting way. My prayer is that each African leader today will have a ʺTimothyʺ, or
an ʺElishaʺ to mentor, leaving behind the mantle, enabling them to lead the African church
through the challenges of the 21st century.
__________________________
1 Roger Vangheluwe, ʺThe African Synod: Experiences and Impressions,ʺ Louvain Studies, vol. 20,
no. l (Spring 1995): 65.
2 Janet Schaller, ʺMentoring of Women: Transformation in Adult Religious Education,ʺ Religious
Education, vol. 91, no. 2 (Spring 1996): 162.
3 Ibid.
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4 M. Murray and M. Owen, Beyond the Myths and magic of Mentoring (San Francisco: Josse‐Bass
Press, 199), 14.
5 Stephen P. Stratton and James R. Owens, ʺMentoring: Enhancing Values Development Through
Intentional Relationships,ʺ Facultyʹ Dialogue, no. 19 (Winter 1993): 98‐100.
6 Paul D. Stanley & J. Robert Clinton, Connecting: The Mentoring Relationships you Need to
Succeed in Life (Colorado Springs: NavPress, 1992) 197‐198.
7 Fred Smith, ʺSpotting a New Leader,ʺ Leadership (Fall 1996): 3l‐33.
8 Stanley and Clinton, 38.
9 Howard Hendricks, Standing Together: Impacting Your Generation (Gresham, Oregon: Vision
House, 1995), 98‐103.

This article was used with permission from the “Church Leader in Africa”
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Mentoring: An African Heritage
by Reuben Kigame
Reuben Kigame is a theologian, apologist for the faith, musician, and teacher. He also happens to be blind!
He lives in Eldoret, Kenya, where he has launched a Christian FM station in the local vernacular language.

T

he term “mentor” goes back to the name of a person in Greek mythology who provided
instruction and counsel for a man known as Telemachus. Webster New Twentieth Century
Dictionary defines “mentor” as “the friend and counsellor of Odysseus and Telemachus, a wise
and faithful counselor”. Mentorship can be seen as involving the aspect of being a role model in
order to develop character and integrity in a person. The man called
Mentor in Greek mythology provided such a role model for those who
Mentorship ...
looked up to him that he was requested to do it for Telemachus who
being a role model
later ruled Greece.
in order to
develop character
But, mentorship is not a Greek concept. People all over the world have
and integrity in a
practiced it and used it as a medium of education and character
person.
development, leading to exceptional achievements. Notably, every
major personality in the world has had a mentor. In Western
philosophy, it is known that Socrates mentored Plato. Plato mentored Aristotle and Aristotle in
turn mentored the great conquering ruler, Alexander the Great.
In Uganda, each succeeding Kabaka was greatly influenced by his predecessor, and this was the
case with the Nabongo system among the Abaluyia and the Oloiboni among the Maasai.
Looking at the traditional society, a father mentored his sons by the fireside through evening
narratives and wise sayings. Initiation rites then solidified most of what was learned as the boy
grew into adulthood. Young girls picked up domestic skills, home keeping, mothering, sanitation
and character tips from their mothers. The home, rather than the school, was the centre of learning
and the focus of spiritual, emotional, intellectual and physical development. All this happened
under strict mentorship. Blacksmiths, medicine men, hunters, warriors, religious and political
leaders naturally transferred their skills and professions to their children by observation. In fact,
those who became leaders virtually inherited their parents’ thrones. It
was all mentorship.
A father
mentored his
In the ancient universities, too, a student learned at the house of the
sons by the
professor. In the royal courts, the knight passed on the warriorʹs skills to
fireside.
the novices by apprenticeship and artists spent most of the time with
students in their studios. In short, this has been the trend throughout
history, including the church. Jonathan Edwards, the great pastor, teacher and author, and his
wife, Sarah, usually had one or more Christians living at their house. Such Christians learned by
observation issues related to marriage, spiritual disciplines, and the rigours of pastoral ministry.
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It is a pity that today the school has taken over from the home in mentorship and emphasizes
group development rather than individual character, knowledge rather than wisdom, certificates
rather than the approval of an overseer, passing exams rather than mastery of skill and creativity,
etc. On most campuses, including those of theological schools and seminaries, there is little
interaction between the teacher and the student, especially outside the classroom. The student
interacts more with books than the professor. In other words, the pursuit of grades has replaced
mentorship.
Thankfully, many churches are beginning to wake up to the reality of the problem and are
instituting internship programmes. Yet these programmes cannot replace a one‐on‐one mentorship
as seen in the examples of biblical leadership development.

Is Mentorship Biblical?

T

here are obvious cases of men of God mentoring others in the Bible. Moses is known to have
closely mentored his Aide, Joshua the son of Nun. Before Moses died, he gave Joshua strict
and clear guidelines on how he had to lead Godʹs people, chief being that the book of the Law
should never depart from Joshuaʹs mouth. He was to meditate on it day and night and in that way
he would be successful. Similarly, Naomi mentored Ruth and helped her cope with her youthful
challenges. Naomi was such a good mentor that it was hard for Ruth to part from her when given
a chance to leave. Nathan mentored King David, just as Samuel had King Saul. David gave
instruction to his son Solomon before he died.
The prophetic office was not without mentorship. Elijah closely mentored
Elisha before he was taken up to heaven. Some kind of mentorship must
Mentorship is
have taken place, too, between Elisha and Gehazi. From a parental
a dominant
dimension,
Elizabeth mentored Mary, the mother of our Lord, for several
issue in the
months as an older relative. Barnabas taught Paul and stood with him in the
Bible.
ministry. Paul knew Barnabas as a ʺson of encouragement.ʺ It is no wonder
that Paul himself mentored Timothy and urged those who saw and heard
him to follow him as he followed Christ. In the book of Acts we read of Priscilla and Aquilla who
mentored Paul for a while but also Apollos the evangelist.
Yet, New Testament mentorship is incomplete without looking at Jesus Christ who spent three
years mentoring the twelve disciples who spread the faith far and wide after Christʹs ascension
into heaven. He charged them to go into the whole world and make disciples, teaching them to
obey all He had taught them. In short, mentorship is a dominant issue in the Bible. It must not be
neglected by the church in Africa.

Mentorship In The Church In Africa

I

f mentorship is both biblical and the commonest way God has
used to prepare His servants for His work, it is also the most
effective tool in undoing the mistakes that have dominated the
church and her ministries in Africa. Here are some practical ways
leaders in the Church in Africa could carry out effective mentorship.

It is also the most
effective tool in
undoing the mistakes
that have dominated
the church and her
ministries in Africa.

To begin with, how does mentorship help in dealing with the common mistakes associated with
leadership?
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There are three mistakes the church in Africa has tended to make
1.

There is the tendency to teach a leadership structure that is dependent on the leader rather
than Christ. Biblical mentorship does not take place without the centrality of Christ in the
growth of the church. Although it is the mentor who is to be followed, he is to be followed
under the Pauline injunction, “Follow me as I follow Christ”. The church needs to dethrone
the paternalistic concept, which tends to popularize the African “man of God” rather than
God Himself!

2.

“Follow me as
The second mistake is that of pursuing human opinion and
I follow
experience in the making of the African church leader rather than
Christ.”
drawing principles from the Word of God. Notice that even Moses
directed Joshua to the Word of God which was not to depart from
his mouth. The prophets mentored by making reference to what the Lord had said. The kings
of Israel who pleased God kept referring their successors to “the Law of the Lord”. Though
experience has room the character of the African church leader, if such experience is rooted
mainly in personal exploits and achievements instead of the Word, they will be misled!

3.

A third mistake is creating spiritual empires without successors. In this setting, people who
look up to such leaders or try to draw close to them are discouraged or reminded that they
cannot measure up. The “mystery of the new anointing” seems to exclude many from
mentorship opportunities; power manifestations are viewed as reserved for a select few.
Such leaders have no clear accountability even in ordinary matters such as financial
spending and personal integrity. Good biblical mentors would undo this.

So what should we do differently?
First, as a shepherd, the African pastor needs to create time for the flock. Many a pastor is too
engrossed in traveling to raise money for projects or is busy doing a part‐time job that members
can hardly access him. Mentorship requires availability and visits to the homes. The problem is
worse where there is a big congregation but with only one or two pastors.

The African mentor
cannot go far
without a firm
foundation in
spiritual
disciplines.

Second, mentorship requires that a leader not only teaches or preaches
but shows those under such instruction a practical example of the
message. If it is a lesson on evangelism, it is not enough to preach a
challenge on reaching the lost. Take our individuals, and do outreach
with them to make a big impact in their lives.

Third, integrity in how one manages his/her home, speech, attitude and
general character is crucial. Not even Billy Graham or Bishop Tutu can
exempt himself from a life of accountability. People are not good at
taking orders but they are very good at imitating. When there is a good
role model, there is a natural admiration. Leaders who simply tell people what to do and seldom
step out to do such things with the people will not get far.
I have personally found the easiest skills to teach my two daughters are those I take time to carry
out with them. I myself have learned the most by looking at the lives and practical ways of doing
things as I have observed in my mentors such as Peter Bocchino, the founder of Legacy of Truth
and Dr. Norman Geisler who combines his great learning with a sincere Christian witness and
example.
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Fourth, the African mentor cannot go far without a firm foundation in spiritual disciplines. This
means a deliberate effort to establish a strong relationship with God, including intimacy with
Godʹs Word, Scripture memorization, the disciplines of prayer and fasting, worshipping God in
spirit and in truth, fellowship with His people, strong family relations which glorify God, giving to
the needs of others generously without always expecting to be given.
Lastly, the African leader must remember that a good mentor does not always look for mistakes.
He is not supposed to only criticize but also commend where credit is due. He must not use people
towards his personal end or interest and then damp them. He must never use people to climb the
ranks and then turn into a dictator. He is to be a leader, remembering the paradoxes of Jesus that
in order to be first, you have to be last: to gain, you must lose: to be great, you have to be a servant.

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 12, Number 2 ‐ 2nd Quarter 2002)
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The Ministry of a Mentor
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Mentoring Principles and Practices
By Dr Alan Jansen
Alan Jansen is the Director of Leadership Matters, a leadership development consultancy focused on
coaching and mentoring, and formerly served as the Rector of Cornerstone Christian College, Cape Town

Introduction
In my earlier article I covered many of the foundational principles that we find in the mentoring
model of Christ, many of which are found today in all the top selling books on mentoring. In this
article I will expand upon some of the foundational principles which I highlighted earlier but my
primary focus will be on some basic practices that should be integral to all mentoring
relationships.
I want to clarify that my focus in this article is on what I term ‘intentional
mentoring’ i.e. a mentoring relationship that has been planned between two
Mentoring is
people
with the specific purpose of transferring competencies and insights
about
from one to the other. We will see too that mentoring as a practice goes beyond
relationships.
the fairly loose model of discipleship that certainly most of us are familiar with
where the meeting times would have been sporadic without specific outcomes
in mind. It was an ‘as the Lord leads’ model! I want to suggest that mentoring must be as the Lord
leads but it also has outcomes stated up front. It will therefore take planning and commitment.

1.

Matching Up
Mentoring as we have seen is about relationships. This must be emphasized as the most
important principle. Mentoring starts with a relationship and thrives when a good caring
relationship is in place. So how do we get started? Intentional mentoring relationships are
usually initiated by the mentor. While there is no hard and fast rule here, I believe that the
biblical precedent of Jesus taking the initiative with His disciples has merit for us.
The mentor, as the more experienced person, identifies the mentoree which often sparks off
the relationship because it conveys confidence and affirmation, two very key things when
you get going in mentoring. It also expresses commitment on the part of mentor who is often
in my experience the busier individual. But how do you identify a
mentoree? This is one of the many times that we need to sense the
How do you
Lord’s leading but also look at other areas which I call ‘matching.’
identify a
There are four basic things to be looking out for:
mentoree?
•
Commitment and Potential. I am a firm believer in using
resources strategically and so I tend to stress the point of
identifying a person who will maximize the investment you are about to make into
their life. In the business world we talk about ‘talent pools’ which conveys the same
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idea. I have learnt long ago that the strong up front personalities are not always the
one’s with the most potential and certainly not the ones with the most commitment.
•

Compatibility: I cannot stress how important this basic step is for the sustainability of
the relationship. There must be a sense that there’s a ‘fit’ between the two people
because that will build the trust and commitment that is crucial for an honest
relationship. I have found that while the picture of the older person mentoring the
younger one is stereo‐typical, in reality too big an age difference is not recommended.
Other issues that aid the cementing of the relationship are things like interests, talents,
gifts.

•

Suitability: Here I am referring to the issue of skills and
Mentoring
experience. Simply stated: Does the mentor have what the
requires a
mentoree needs! This question must be addressed honestly
mutual
without being spiritualized too much. If there is a young person
decision.
who really has a heart for intercessory prayer I would refer him to
someone who has walked that road. Never assume that we have
all knowledge on all matters. I have said it before that this to me is a matter of integrity.

•

Availability: The number one killer of mentoring relationship, as in any relationship, is
time, or should I say, a lack of it. Mentoring does require a time commitment but also,
as we saw from the model of Jesus, a level of accessibility. If, for example, you travel
frequently then don’t commit to mentoring three or four people. On the other hand,
given what we do spend our time on these days, I believe that it is an indictment on us
if we cannot find time to spend with another person to build into their life.

The ‘matching phase’ requires honest, prayerful consideration over many cups of coffee
before there is an established commitment to move the mentoring relationship forward. It is
also very ‘okay’ to walk away at this stage and recognize there is no match. I want to caution
against assuming that the young person that comes to your cell group wants you to be their
mentor and will be highly blessed to have you. This is tantamount to the young fellow going
up to the lass saying ‘I believe that the Lord has told me that you are the one I am to marry!’
Mentoring requires a mutual decision that this is what both the mentor and the mentoree
want to pursue.

2.

Mentoring is very
specifically focused
around an identified
need expressed by
the mentoree.

Assessing needs

Mentoring is more than generalized help. It is very specifically
focused around an identified need expressed by the mentoree.
You may have a list however long of what you think the
mentoree needs but unless they have expressed it you will end
up forcing an issue that may not be appreciated. This is not to
say that your wisdom and discernment won’t come to bear here. While some mentorees will
have very specific needs that may need refining, others will be very unsure. Spend time
chatting over things so that what you end up with is a very specific area that you will focus
on. Remember too that often the perceived need is not always the primary need. I have
young fellows come to me wanting to be preachers. After chatting with them I soon realize
that their real need is for acceptance and affirmation which they see the pulpit bringing
them. Without becoming too technical, I have often used a basic assessment tool to assist
with the clarification of needs.
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One last thing to mention about assessing needs: needs are not always hard ‘skills’ they may
be relational or just a personal challenge but it is specific and must therefore be addressed
specifically and not vaguely.

3.

Setting Outcomes
Once the need(s) have been clarified the next step is to set an outcome or “maybe” outcomes.
Maybe it will be important for me to clarify the term ‘outcome.’ An outcome is a stated
competency that the learner (mentoree) will have when the programme is completed. Let’s
use the example of a person wanting help with preaching. Their need is to be able to prepare
a sermon. An outcome might be: ‘At the end of our three months the mentoree will be able to
prepare and deliver a 20 minute sermon.’ If the need was focused around managing finance
then at the end of three weeks the outcome might be that “the mentoree will be able to draw
up and implement a household budget.”
Notice that the emphasis is on a time frame work with in which to gain the outcomes. This
means that the mentoring relationship must have agreed to time planning: how often will
you meet, how long will the relationship run for, etc.

4.

Establishing the programme
Once the outcomes are agreed upon it is time to design a mentoring programme. This is the
core that will occupy your time in the face to face sessions with your mentoree, but it will
also occupy the mentoree between scheduled meeting times. The design must have four
elements:
•

Input: The input will occupy most of the time you spend together because this is when
you as the mentor transfer the skills to the mentoree. This is not a lecture and almost
always has a practical component to it. If for example I am mentoring someone in the
area of managing their finances then there will be examples of basic budgets worked
on. The input time is relational and non‐formal with much of the time given to the
mentoree’s questions. A caution must be raised here: while mentoring times are
focused around the transference of skills, everything must be done holistically
addressing all the mentoree’s struggles and concerns.

•

Practice: One of the key ways in which all of us learn is
by practicing a partially acquired skill. Again the model
of Christ reminds us that we must allow people the
opportunity to practice things and learn from their
mistakes. Still running with our example of financial
management, it would be good to get the mentoree to
practice their newly acquired competencies by getting
them to draw up a budget and attempt to stick to it for
the next week.

•

Accountability: The whole process is based on accountability and this is especially
important during the in‐between meeting periods. Keep regular contact with the
mentoree via emails, sms’s and phone calls.

•

Assessment: Always start face to face sessions with prayer then move to focus on the
person enquiring how they are doing and how are they coping with challenges. This
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We must allow
people the
opportunity to
practice things and
learn from their
mistakes.

would normally be followed by reviewing the homework assignment before further
skills are imparted.
What we are saying is that a mentoring relationship is not just getting together in an ‘as the
Lord leads’ manner. Whether you design a very basic programme or a sophisticated one, the
important thing is to have something planned for each meeting that moves the person you
are mentoring closer to the outcome they have set for themselves.

5.

Evaluating the Process
In mentoring there must be closure. If you decided when setting the outcomes that the
relationship will run for three months then after the time is up it is important to sit down to
evaluate the progress that has been made. Were all the outcomes met?
What were the obstacles that prevented those that were not met from
In mentoring
being met? Were the assignments helpful? Etc. The decision can then be
there must be
made whether to extend the programme or to bring about closure. One
closure.
thing to mention is that there is a danger of developing dependence on
the mentor if a relationship is extended for too long a period of time.
One final recommendation: if closure is achieved, then use the final session to lay the ground
work for the mentoring chain to begin by challenging the mentoree to find someone that
they in turn can mentor.

Conclusion

M

entoring has the potential to transform individuals for life but it doesn’t come without a
price. For you the mentor it will take an investment of time and energy as you make time
for preparation, planning and meeting together. But it is probably the most important investment a
person can make in life because if it is done following the model of Christ, a mentoring
relationship has the potential of transforming dozens of lives. The mentoring relationship is
measured in the hours and days given to the relationship but the impact is measured over a life
time right into eternity.
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Coaching for Growth
Compiled by Bert Watson
Bert Watson is the founder of Leaders for Africa and serves broadly as a leadership developer with
SACLA, Turn the Tide, Million Leader Mandate and other initiatives.

T

habo bent over and placed the soccer ball on the ground. His frustration was growing. For
some reason, he simply could not kick the ball without hooking his shot left of the net. He
knew that, unless he could master this shot, he was unlikely to get a starting position in next
Sunday’s game. On the opposite side of the field, a middle‐aged man
who had been jogging for exercise stopped to watch the young
boy as he missed the goal again. From his perspective, it was easy
Coaching is a
to assess the boy’s kicking style and to see what the young striker
relational form of
was doing wrong. Having coached soccer for fifteen years, he
mentoring in which a
jogged over to where the boy stood looking at the ground, dejected
mentor, who knows
and about to give up.
how to do something
well, imparts skills to
The older man introduced himself to the frustrated boy and
a mentoree who wants
offered to help him improve his strike. At first the boy was
to learn.
unsure. However, when the coach explained his background,
affirmed and encouraged the boy, and kicked a perfect ball into
the corner of the net, he quickly relented and accepted the offer. Within two weeks, the coach had
helped Thabo not only to understand why he was struggling, but also to approach the ball
correctly and to improve his strike significantly. As they were parting company after their final
session, the smiling boy blurted, “Thank you so much for helping me improve my skill; now I
know I will make the first team.” The coach shook his hand, affirming the boy, and simply said,
“That’s what coaches do”.

What exactly do mentor coaches do?

A

ccording to Dr J. Robert Clinton of Fuller Theological Seminary, coaching is a relational form
of mentoring in which a mentor, who knows how to do something well, imparts skills to a
mentoree who wants to learn. Coaches impart important skills and knowledge and provide
motivation to enable the mentoree to perform more effectively in meeting a task or a challenge.
They do this by serving as a model, providing challenging situations, offering encouragement,
breaking down tasks into manageable learning units, and developing confidence by believing in
and supporting the mentoree throughout the process. Though many sports coaches work with a
team, this type of mentoring usually involves one to one interaction. An essential aspect of
coaching is not only knowing how to do something, but also being able to transfer this ability
through relational empowerment. The mentor coach normally instructs the learner, demonstrates
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the skill, initiates learning opportunities, and provides feedback as the skill is mastered. The entire
process is highly interactive.
To summarize, coaches…
•

Enter into an agreement with a mentoree.

•

Observe the learner on the job.

•

Model important skills for the mentoree.

•

Impart knowledge and skills through a well‐
developed learning plan.

•

Impart the confidence, motivation, and desire to use
these skills.

•

Motivate and stretch the mentoree, enlarging his/her capacity.

•

Model the importance of mastering the basics by breaking it down into manageable
segments.

•

Point the mentoree to resources that can help.

•

Provide evaluation and feedback to enhance self‐learning and development.

Coaching needs
normally relate to a
person’s current job or
ministry
responsibilities.

What skills can coaches impart to help Christians and Christian leaders?

C

oaches can help mentorees in many ways. Pastors can learn important ministry,
communication, people, and research skills. Parents can learn how to raise their children
more effectively. Married couples can develop better conflict management and budgeting skills.
Businessmen and church leaders can learn how to develop vision, plan strategically, or develop
better fiscal policies. The opportunities are extensive.

How can I identify a coaching opportunity?

C

oaching needs normally relate to a person’s current job or ministry responsibilities. A
coaching need is evident when there is a gap between the person’s current level of
competence or performance and that required for the position in which he or she serves. The coach
comes alongside the person in need to help promote and develop the growth necessary for the
person to become more effective in the fulfillment of his or her responsibilities.
Coaching is for those who acknowledge their need, have a desire to grow,
A good coach
and demonstrate willingness to commit the time necessary to develop
helps people
their skill level further.
learn by doing.
Before rushing in to assist someone as a coach, it is prudent to assess your
own experience and abilities in the area in question.
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Qualities of a Good Coach
1.

A good coach understands the “game”.

2.

A good coach is aware of and possesses the skills required to be successful.

3.

A good coach develops drills and exercises to bring the best out of each person (outer focus).

4.

A good coach collaborates with a mentoree to motivate and stimulate growth and
development toward competence and confidence (inner focus).

5.

A good coach helps people learn by doing (on‐the‐job).

6.

A good coach helps mentoree’s fail forward.

7.

A good coach understands and utilizes the law of expectation, which says, “People have a
genuine desire to live up to the expectations of those they admire and respect”.

8.

A good coach has a vision of the mentoree’s potential.

9.

A good coach always has a flexible game plan.

10.

A good coach utilizes effective listening and communication skills to move the mentoree
toward the goal.

The Coaching Process

T
1.

he coaching process normally involves a number of key stages and levels of interaction.

Awareness of Need – The coaching process normally begins with a
person who becomes aware of skill‐related developmental
needs, desires growth in this area, and seeks help from a more
experienced person.

Unless there is a
high level of trust
between the coach
and the person
being mentored, the
prospects of success
are limited.

2.

Attraction – The person desiring to grow will often seek help
from a more experienced person who has mastered the area of
needed skill development. An “attraction” between the potential
coach and mentoree is important. A mentoree’s responsiveness
is a key indicator. For maximum effect, it is best that the coach
and mentoree really connect with each other.

3.

Agreement – An essential aspect of any coaching relationship is the development of an
agreement or an understanding about the nature, goals, and duration of the coaching
relationship. Expectations need to be very clear to avoid misunderstandings and unnecessary
conflict. This should be done in writing and signed by both parties. It is important for the
prospective coach to understand that he or she is a facilitator of development and that the
relationship is cooperative in nature. However, the mentoree must also understand that the
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coach has certain expectations. Unless these expectations are met, the coaching process will
be unsuccessful.
4.

5.

Relationship – Developing an appropriate relationship is a fundamental part of the coaching
process. Trust is a critical factor. The coach must show a genuine desire to help the mentoree.
Unless there is a high level of trust between the coach and the person being mentored, the
prospects of success are limited. In addition, there must be a certain level of
intimacy and vulnerability for the coach to be able to help the
The coach
mentoree in his or her development. Because of this, it is usually wise
must be an
for coach and mentoree to be of the same gender.
astute and
active listener.
Communication – Communication plays a vital role in the coaching
process. The coach must be an astute and active listener, drawing
out the mentoree’s desires, goals, values, feelings, and fears,
especially as they relate to the area of desired growth. Reflective listening is important in
order to clarify the mentoree’s “bottom‐line” thinking throughout the process. It is critical
for the coach not to impose his/her own agenda upon a mentoree, but rather to engage in a
process of negotiated growth and progress. A sense of safety helps the mentoree to remain
open, speak freely, and face issues. The wise coach will endeavour to communicate his goals
and purposes, to explain his methods, and to provide feedback in a clear and affirming
manner that motivates the mentoree to excel.

6.

Questions – Insightful questions are one of the most important tools in coaching. The mentor
coach uses open‐ended questions that evoke self‐discovery, provide insight, elicit
commitment, and stimulate change. Of great importance are skillful questions which
challenge the mentoree’s self‐limiting misbeliefs and false assumptions. Good questions do
not focus on the past or encourage self‐justification, but move the person toward future
growth and development. Throughout this process, the coach must be a reflective listener,
endeavoring to stretch the mentoree to clarify his/her own thinking and, to use a John
Maxwell expression, “lift the lid” on leadership capacity and skill level.

7.

Goals and Growth Plans that Lift the Lid – The effective coach works with the mentoree to
design mutually agreed upon goals which address the need for skills development. These
goals should be written and a practical action plan developed to move toward their
attainment. The coach’s ability to develop and maintain an effective coaching plan with the
mentoree is crucial. This is the stage where most growth will
occur. A good plan consolidates the information collected through
Insightful
interviews, questions, and observation and addresses major areas
questions are one
for learning and development. A solid plan includes outcomes that
of the most
are realistic and measurable as well as specific target dates. As the
important tools in
plan unfolds, on‐going evaluation enables the coach and mentoree
coaching.
to be flexible and make healthy adjustments. A wise plan also
empowers the person by helping him to learn how to access
helpful resources in the process. To encourage the learner from the start, a
good plan identifies and targets early successes that are important to the over all goal.

8.

Learning Exercises – The successful coach designs and facilitates learning experiences that
help the mentoree to change thinking, make a better self‐assessment, further develop skills,
and strengthen ability to achieve the desired results. Exercises should encourage, stretch, and
challenge, but at a comfortable pace of learning. Because coaches usually deal with adults,
they design learning experiences that affect the learner’s intellect, emotions, and values.
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Exercises should involve real life situations wherever possible, and the coach should be
available to observe and make a positive contribution to the experience. Intimidation is to be
avoided at all costs! A coach can brainstorm with the mentoree to come up with ideas and
actions that will enable the mentoree to demonstrate, practice, and deepen new learning. The
coach can also work with the learner to experiment and explore new ideas in a safe learning
environment. Self‐discovery is a primary objective in this whole process.
9.

Evaluation and Encouragement – Evaluation is essential for a successful coaching project.
Evaluation should take place after each learning exercise in a positive and affirming
environment. No exercise is to be seen as a “failure”. All are to be positive learning
experiences. The coach should ask what the mentoree learned from the exercise and how it
helps in achieving his/her goals for growth. The coach can also make suggestions and even
model how improvements can be made. Should the coach or mentoree feel it best, learning
plans and even goals can be adjusted by mutual agreement throughout the coaching process.
When goals are achieved and both coach and mentor are satisfied, it is time to celebrate and
redefine or terminate the official coaching relationship.
Not only should the coach evaluate the progress of the mentoree on a regular basis, but he
should also seek feedback as to the effectiveness of his own coaching style and methodology.

10.

Accountability – As in any mentoring relationship, accountability is fundamental to the
success of the coaching process. Not only must the mentoree cooperate with the coaching
process and complete all assignments as requested, but the coach must also endeavour to
meet the expectations that were created. This means being punctual, preparing properly,
doing thorough evaluations, and being honest with the mentoree. This high level of
accountability is one of things that makes coaching so effective.

Conclusion

I

n the last twenty years, coaching has emerged as an important mentoring practicing in most of
the developed world. A powerful way to help bring the best out in others, this unique type of
mentoring is both an art and a skill which helps guide and develop
a person (or group) from where they are toward greater
As in any mentoring
competence and fulfillment. A wonderful way of building into the
relationship,
lives of others, coaching helps people expand vision, release
accountability is
potential, increase skills, develop confidence, and motivate people
fundamental to the
to take practical steps toward the fulfillment of their developmental
success of the
goals.
coaching process.

For more information on coaching, please see the annotated bibliography and suggested coaching
questions included in this manual.
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The Qualities of an Effective Mentor
By Apostle Dr Sam Daza
Sam Daza serves as the Founder and President of the International Apostolic Mission

Introduction

T

he Apostle Paul’s words to Timothy in 2 Tim. 2:1‐2, echo the clear statement of the Great
Commission, “Developing Transformational Leaders”.

In this discussion, Transformational Leaders, who are mentors by nature, engage in the process of
helping candidate disciples to be skilled in the ways of the kingdom of God. I am striving to
present the Apostles as Christ’s commissioners with the authority to help disciples develop
spiritual maturity and to equip them to be effective contributors to the course of the kingdom of
God. I therefore cite within the scope of their assignment the
qualities of an effective mentor who can deeply impact others to
The process of
include spiritual gifts, divine competence, skills, proven and
helping candidate
exemplary character, servant leadership and breeding
disciples
to be skilled
relationship.
in the ways of the
kingdom of God.

Mentoring and its Purpose

M

entoring, like socialization, which is a process by which people become skilled in the ways
of the culture and society into which they are born, and are given instruction, guidance,
counselling, coaching and tuition that will mould them to be competent and compatible in the
culture of their society.

What and Who is a Mentor?
Christ, God’s accredited builder of the church, appointed and gave the Great Commission
J toesusa small
group of men He called Apostles (Matt. 28:19‐20). To commission means to authorize,
appoint, charge, empower and entrust with a mission. Jesus authorized the Apostles to go into all
the world to preach, teach and make disciples of all nations.
The word ‘apostle’ means ‘a sent one’. It is taken from the Greek word apostolos, meaning a
delegate, an ambassador of the gospel, officially a commissioner of Christ (with miraculous
powers), or ‘he that is sent’. Before this word found its way into our Bible, it was a secular term
used by the Greeks or Romans to describe special envoys who were sent out for the purpose of
expanding eh dominion of the empire. Some of these envoys were military generals with authority
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to go into new territories and fight, if necessary, to establish the Greek or Roman culture in that
region. They were also responsible for teaching and training the new subjects in the laws and
cultures of the kingdom.
These envoys who were given power and authority from the king to fulfill their missions were
highly intelligent and gifted individuals, especially chosen for the task. They were sent to and
charged to subdue, conquer, convert, instruct, train and establish the new subjects in the culture of
the empire.
Since this word is now part of the church it describes the commission given to the church through
the first Apostles. They were sent to the territories of the earth to convert multitudes of people and
incorporate them into the kingdom of God. They were responsible for
teaching, training and instructing the new believers, making them
The mentor’s
productive citizens of the kingdom. Therefore, for the purpose of this
assignment is
discussion, I will relate an Apostle to an effective mentor.
primarily to develop
spiritual maturity
prior to equipping
for service.

If the commission is Apostolic, that means only sent ones can fulfill it
(Josh 20:21‐22, Rom. 10:14 and Eph. 4:11‐16). Members of the five‐fold
ministry represent this ministry today.

Dr Bill Hamon in his book, ‘Apostles, Prophets and the coming moves of God’ (1997) mentions six main
functions of First Century Apostles:
1.

Taking the Gospel to unreached areas (Rom. 15:20, NIV).

2.

Planting churches upon the foundation of Christ and helping established churches return to
this scriptural foundation (1 Cor. 3:10, 11; Gal. 1:6‐10, 3:13; Rev. 2:15).

3.

Appointing and training the initial leaders of a church (Acts 14:21‐23; Tit. 1:5).

4.

Dealing with specific problems, false doctrines or sins (1 Cor. 1:1, 24; Acts 15).

5.

Promoting unity in the body of Christ and networking churches (Eph. 4:1‐16; Acts 11:27‐30;
Rom. 15:25‐27; 1 Cor. 16:1‐4; 2 Cor. 8:9).

6.

Demonstrating and imparting the supernatural dimensions of the kingdom of God
(2 Cor. 12:12; Acts 4:33, 8:4‐20, 44‐46; 2 Tim. 1:6‐7).

The Mentor’s Assignment and Scope

T

he mentor’s assignment is primarily to develop spiritual maturity prior to equipping for
service (Col. 1:28; Gal. 4:19 and 2 Tim. 2:2).

The scope of the mentor’s assignment considers comprehensive development of the individual, i.e.
complete transformation of individuals – Regeneration, Transformation and Discipline of the
body:
1.

The fullness of man – spirit, soul and body (1 Thes 5:23).

2.

It considers the progressive stages of maturity – little children, young man, father
(1 John 2:12‐14).
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3.

It considers complete transformation of the soul (1 Pet. 1:9; Rom. 12:1‐3).

4.

The renewing of the mind through the Word (Heb. 4:12).

5.

Yielding – surrendering of the will (John 5:30).

6.

Crucified emotions (Gal. 5:22‐25).

7.

It considers the unity of the Godhead in the equipping of the church (1 Cor. 12:1‐7):
•

God the Father – The purpose of motivational gifts is to confirm the design of our
functioning (1 Cor. 12:6; Rom. 12:4‐8; Eph. 2:10).

•

God the Holy Spirit – The purpose of the Gifts of the Spirit is to empower and enhance
the motivational gifts (1 Cor. 12:4, 8:11; Acts 1:8; Luke 24:45‐49; Ex. 31:1‐6).

•

God the Son – The purpose of ascension or ministry gifts is to bring maturity to the
disciples (1 Cor. 12:5; Eph. 4:7‐11, 12‐14; Acts 2:42‐47).

8.

Disciples need complete equipping (2 Tim. 2:19‐21, 3:14‐17; Luk. 2:52; Col. 1:27‐28 and
Col. 2:9.

9.

Our performance for good results must be empowered by the Holy Spirit and a proven
character with maturity, otherwise the gifts and talents will promote us to a position where
our weak character will pull us down (Prov. 22:29; Gen. 49:3). We need balance.

The Qualities of an Effective Mentor

F

or the ministry to be effective, the mentor must always consider comprehensive development
and equipping of the candidate disciple.

The following are some of the most needed qualities of an effective mentor who can deeply impact
others:
1.

Competence (Divine Competence) (2 Cor. 3:5‐6)
For a person to be competent he needs both aptitudes and abilities to learn and do something
to be suitable for a task. ‘Aptitude’ refers to an inborn capacity to learn a task and ‘abilities’
can be defined as a trait that permits a person to do something mentally or physically.
Therefore, I believe, effective mentors are appointed by God (2 Cor. 3:5‐6; Eph. 2:10 and
Eph. 4:11‐13).

2.

Skills and Vocational Interest
‘Skills’ refer to very specific task‐related competence that a person already possesses, the
ability to do something. Skills are what you have to contribute to some work. Let us briefly
look at three groups of skills:
•

Job skills: These skills may have been acquired through experience and/or education.
Some examples are: to repair car engines, interpret laws, edit/proof read books,
prepare a lesson plan, counsel drug addicts, manage a work team, etc.
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•

Transferable skills: These are skills which can be used in many different jobs. You may
transfer these skills from one job to a completely different job and the skills will still be
effective tools. Examples are: to perform routine functions, start a business, understand
complex subjects, handle complaints, edit, investigate, nurture, analyze, delegate,
influence others, negotiate, teach, counsel, communication, etc.

•

Self‐management skills: These skills help to reveal maturity and character. They
encompass every aspect of life, including personality, training, experience and spiritual
commitment. Although jobs and transferable skills usually decide whether a person
can do a job, self management skills may determine the manner in which the person
will do the job. Examples are: to be competent, compliant, concerned, continually
growing, discreet, educated, efficient, exceptional, a
hard worker, mature, open‐minded, have a positive
For an individual
attitude, be punctual, resourceful, respectful of
to be an effective
authority, tactful, have willingness to learn and change.
mentor he needs to
know and
In the book, ‘Finding the career that fits you’, Lee Evis and Larry
understand
the
Buckett, discuss seven occupational groups. I find one group
different types of
called ‘Helping’ suitable to mentoring. It includes activities
leaders and the
such as caring, guiding, leadership and nurturing. It is
roles and functions
mentioned that people involved in these occupations usually
they fulfill.
like to:

3.

•

Contribute to welfare of others

•

Provide assistance to others

•

Help others achieve their potential

•

Coach, train or influence others

•

Work as a teacher, counsellor, social worker or religious leader

•

Help people solve problems

Servant Leadership (1 Kings 3:9‐10; Matt. 2:25‐28)
Dale Carnegie in ‘Leadership Training for Managers’, defines leadership as the ability to enlist
the willing co‐operation of people to achieve desired results. To achieve desired results the
leader develops human resources utilizing money and other resources to achieve uman goals
(organizational growth through people growth) and economic goals to assure the continuity
of the organization. This is done through the five Primary Functions of Management
(planning, organizing, directing, co‐ordinating and controlling) and the help of special skills
such as motivation, developing maturity, delegating, communicating, problem solving and
decision making.
For an individual to be an effective mentor he needs to know and understand the different
types of leaders and the roles and functions they fulfill, e.g. administrative and bureaucratic
leaders, experts, ideologues and charismatic and symbolic leaders. Although experts and
ideologues are similar in some ways, ideologues are more often leaders in the fields of ideas,
beliefs and feelings, rather than in technical matters. Ideologues are involved in teaching
social behaviour, e.g. Martin Luther, Karl Marx and Theodore Herzl. The philosophies of
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these men have changed the lives of innumerable people. I think these appeal to effective
mentoring.
The mentor should also consider leadership styles and their outcomes, e.g. autocratic,
democratic and laissez faire leaders. These determine the results of the work of a mentor.
Gender and cultural issues in leadership
•

Female leaders are expected to adopt the leadership traits
and styles of male leaders, instead of using their feminine
skills and abilities as leaders.

•

Euro‐centric leadership emphasises individualism, whereas
afro‐centric leadership is much more community
orientated.

•

An apostolic mentor needs to bring Christian perspective to the preferred type of
leadership.

The mentor’s
character must be
proven and
exemplary

Examples of Contributors to leadership deficiencies

4.

•

Moses, the overly conscious leader – “I, only I”. Clericalism is a severe deficiency to
style of leadership, as illustrated in Numbers 11:11‐15. The Biblical alternative to this is
the Jethro principle of Exodus 18:14‐24.

•

King Rehoboam, the insensible leader (1 Kings 12:1‐20). He rejected the counsel of the
old, wise counsellors and lost 85% of his ministry. The Biblical to this is servant
leadership (1 Kings 12:7).

•

The churches of Pergamum and Thyatira (Rev. 2:12‐29), the weakly tolerant leaders
who turn a blind eye. The Biblical alternative is discipline and correction (Heb. 13:17).

Character
The mentor’s character must be proven and exemplary

5.

•

To be tested against Scriptural qualification (1 Tim. 3:10; 1 Thes. 2:3‐4; 1 Thes. 1:2‐4).

•

Teach by example (1 Pet. 5:1‐3; Tit. 2:7‐8; 1 Tim. 4:12‐16).

•

The ministry must demonstrate the presence, the spirit and power of God
(1 Cor. 2:1‐5).

Relationships (breeding)
An important relationship in mentoring is that of father and son (Mal. 4:4‐6):
•

Apostles are spiritual fathers. They birth, protect, teach and mentor (1 Cor. 4:15‐17).

•

Apostles have an ability to impart spiritual graces to the saints and this impartation
enables the saints to fulfill their calling and destinies (Rom. 1:11; Ex. 39:42‐43).

•

Inheritance and blessings come from fathers (1 Chron. 28:10‐14).
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•

Submission to the mentor is important (Heb. 13:17; Gal. 4:1‐2; Matt. 10:24).

•

You need a father to release you (Acts 13:2; 2 Tim. 1:6).

Conclusion

A

postolic spiritual fathers as gifted and intelligent mentors are to be appointed and ordained
by God to instruct, inspect and import spiritual gifts to new leaders and to release them into
ministry. Violation of the appointment of new leaders according to spiritual qualifications will
produce weak leaders with evidence of embarrassing deficiencies. This of course, can be avoided if
we will embrace the instruction of the Great Commission and implement it through the Great
Commandment.
___________________________
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Life on Life
by Dr George Renner
George Renner is Professor of Practical Theology at Nairobi Evangelical Graduate School of Theology

O

ne of Africa’s greatest needs is leadership – leaders who submit to Jesus as Lord and who are
saturated with His value system and driven by the vision of His Kingdom. The wisdom of
God’s Word and the values of King Jesus offer the only hope for a future of peace and justice.
Great leaders are distinguished by a few common characteristics. Raising up other leaders around
them is one thing great leaders do, no matter what their context.
Effective leaders transform others around them into leaders.
Effective leaders
transform others
The explosion of research and literature from the world of Western
around them into
business and commerce has “discovered” this element in
leaders.
leadership. There is an abundance of new literature attempting to
describe the characteristics of “highly effective” leaders. One
common theme is that in business, great CEOs of successful companies are continually identifying,
equipping, and empowering others. Great leaders “reproduce” leaders all around them.
But of course, as followers of Jesus, we don’t need American businessmen to tell us this. The
leaders of industry did not “discover” this. We who follow Jesus see this as key characteristic of
our Lord’s ministry.
In his classic study of Jesus’ missionary strategy, The Master Plan of Evangelism, Robert Coleman
writes: “Jesus was not trying to impress the crowd, but to usher in a kingdom. This meant he
needed men who could lead the multitudes. What good would it have been for His ultimate
objective to arouse the masses to follow Him if these people had no subsequent supervision nor
instruction in the Way? ... Thus, before the world could ever be permanently helped men would
have to be raised up who could lead the multitudes in the things of
God ... He (Jesus) concentrated Himself upon those who were to be
Jesus’ life would
the beginning of this leadership ... Jesus’ life would teach us that
teach us that finding
finding and training men to reach men must have priority... The
and training men to
world is desperately seeking someone to follow. That they will follow
reach men must have
someone is certain, but will he be a man who knows the way of
priority.
Christ, or will he be one like themselves leading them only on into
greater darkness?”
Paul, the Apprentice of Jesus, learned this lesson well. His work was characterized by his
commitment to empower and equip others for ministry. In his vision for the Church, Paul sees the
role of “Apostles, prophets, evangelists, and pastor‐teachers” (that is leaders) to be to engage in the
process of “preparing or equipping ‘the saints’ (that is, every disciple of Jesus) for the work of
ministry”. Christian leaders are given to the Church by Jesus, the Risen Lord, in order to transform
every other Christian into a bold, Spirit‐empowered minister. Leaders make leaders (see Eph. 4).
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My understanding of the process of nurturing Christian leaders‐in‐training has evolved out of my
reflection on the Scripture and the leadership development models described there. My sense is
that the Scriptures are calling us to pursue a more radical course than the highly formalized
(Western‐style) process of which I am a product.
There is a tendency in models coming from the West to see “leadership training” as a process for
professionals that happens in a classroom. This does not correspond to the way of Jesus, our leader
and Master‐Teacher.
Four assumptions, which I believe to be biblical, guide my understanding of the leadership
development experience.
1.

The church is the context of leadership training.

2.

The most significant element in the mentorʹs role is that of spiritual director.

3.

The growth of leaders is dependent on the fruit of the shared life and of the mentorʹs ability
to become vulnerable.

1.

The church is the context of pastoral training
John Stott captured the centrality of the church in the purposes of God when he wrote that,
“For the sake of the glory of God and the evangelization of the world, nothing is more
important than that the church should be seen to be God’s new society. The church of Christ
represented in local congregations around the world is the locus of God’s redemptive
activity in the midst of this fallen world. Communities of redeemed people empowered by
the Spirit of Christ are the essence of what the church is about. Leaders in these fellowships
are called by God. Their integrity as men and women in submission to the Lordship of Christ
must be fleshed out in community. Their gift for service must be realized, nurtured, and
affirmed in the context of the fellowship.”
My experience reflects a decided lack in this regard. I was raised in a church in North
America. This congregation saw me grow up and knew me as a child and adolescent. Their
awareness of my lifestyle and commitments essentially ended when I graduated from
secondary school. I did undergraduate study in another city in the USA, 1000 km west of my
home.
During that period, I was not significantly committed to any
local fellowship. I bounced from denomination to
denomination sampling a bit of everything. My choice to
pursue pastoral training was not based on affirmation of a local
congregation who knew me well and who could vouch for my
integrity, godliness, and call. Essentially, I was an isolated
young man making a career choice.

The church is the
locus of God’s
redemptive activity
in the midst of this
fallen world.

My theological education experience followed the same pattern. I discharged my field
education responsibility at one church but was not ʹunder careʹ of them in a significant way. I
attended two or three other congregations but no one knew me well enough to discern what,
if anything, God was doing in me. Upon graduation I was called to serve as pastor of an
American church. This highly individualistic pattern is characteristic of much of North
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American church life. But it is not biblical or wise. African churches must reject this career
oriented model.
People knew I was able to take tests and write papers and achieve a summa cum laude grade
point average. But no one really knew, or asked, if I could, or did pray. Pastoral leadership
for the Body of Christ must be vested in persons of proven character; persons who have been
under the care of a fellowship. The guidelines which are laid down for Timothy for the
discernment of episcopoi are concerned with qualities which must be recognized in an
individual over time in the context of significant relationships.
For the first followers of Jesus, community wasn’t optional, it was normative. It was essential
to the very life and discipleship of the twelve that they be in community together with Jesus.
And the early church met together almost exclusively in small household groups that shared
worship, life together, and financial resources, supporting
one another in ministry.
Since participation in community was normative and not
optional for the disciples and the early church and has been
an aspect of most significant seasons of renewal in the
Western church’s history (e.g. the Franciscans and
Benedictines, the Anabaptist communities, Wesleyan class
meetings), it seems reasonable to conclude that as leaders‐in‐
training for Christ’s church we are still called into community
today.

For the first
followers of Jesus,
community wasn’t
optional, it was
normative.

We must be involved not only in the institutional church and in a program of professional
training but in the life of a community of the Spirit where we are known and loved. It is in this
context that gifts are called forth and affirmed. We need people who have committed their
lives to us to help us discover God’s vocational call in our lives and to help us live out the
values of Jesus. We need people to nurture us in our discipleship, to hold us accountable in
our growth, and to support us in our ministry for Him.
Simply participating in the frenetic activity and programs of the institutional church cannot
be a substitute for being committed members of a small organic fellowship. Some
denominations require a process still referred to as ‘coming under care’. This is a right idea
but must be infused with new meaning in order for it to be more than a bureaucratic obstacle
course.
All of this suggests to me the necessity of rethinking the pastoral
training
models which are current in the United States today
We need people to
and which increasingly are being incorporated into African
nurture us in our
Christianity. Local congregations need to see their own role in
discipleship, to hold
discipleship and leadership development. The theological school
us accountable in our
or
Bible College should be seen as the servant of the local
growth, and to
church, coming along side to complement the church in the
support us in our
leadership training process, rather than vice versa. Today, many
ministry for Him.
assume it is the theological schoolʹs job to produce competent
pastors and the churches help out by giving “the seminary’s
students” a marginal dose of reality. I sense we from the West
have much to learn from the church in Africa if traditional African patterns can continue to
guide the leadership development process.
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Often churches with fewer economic resources seem to be able to be receptive to significantly
greater level of spiritual power. Perhaps this is attributable in part to a more organic/
relational and less institutionalized process of leadership development.

2.

The most significant element in the mentorʹs role is that of spiritual
director
The Apostle Paul describes us as being “Servants of the New
Covenant” and he amplifies this by saying we serve in and by
the Spirit (as opposed to merely the letter of the law). All we
do in ministry is to be motivated, directed and energized by
the Spirit of Jesus. The leadership development process
therefore must be first and foremost concerned with shaping
a leader who lives in and by the Spirit. Nothing else matters.

Leadership
development process
must be concerned
with shaping a
leader who lives in
and by the Spirit.

Most African leaders have an intuitive “feel” for the realm of
the spirits. In equipping Western leaders, a long difficult process must be undertaken to
transform the intuitive materialism of a Western person. But Africans (unless they have been
severely crippled by Western thinking) can participate in the realm of spirit more naturally.
The challenge in forming African leaders is to cultivate mature discernment. Not every
impulse from the spiritual realm is a word from the Spirit of Jesus. The Apostles in the New
Testament spend much time nurturing a capacity for mature discernment in the emerging
churches. They do not renounce intuitive spiritual experience. Rather they seek to offer
guidance in discernment of spirits. John writes, “Beloved, do not believe every spirit, but test
the spirits to see whether they are from God; because many false prophets have gone out into
the world. By this you know the Spirit of God: every spirit that confesses that Jesus Christ
has come in the flesh is from God...” (I John 4) In the rest of his pastoral letter he offers
additional criteria for discernment. This is a second fundament dynamic of leadership
development.

The challenge in
forming African
leaders is to
cultivate mature
discernment.

The concept of spiritual direction is a foreign one to my
evangelical heritage and to the heritage many Protestant
missionaries who first brought the Gospel to Africa. Yet it has
an exemplary history. It responds to a deeply felt lack in my
own personal journey. Thanks largely to the writings of Richard
Foster, this previously ignored concept is being explored today
by a wider segment of the American evangelical church.

What is the purpose of a spiritual director? Richard Foster (Celebration of Discipline, New
York Harper and Row, 1978, pp. 159‐60) quotes the 17th century Benedictine mystic, Dom
Augustine Baker, in answer to that question: “In a word, he is only God’s usher, and must
lead souls in God’s way, and not his own”. Foster comments further, His function is purely
and simply charismatic. He leads only by the force of his own personal holiness. He is not a
superior or some church‐appointed authority. The relationship is of advisor to a friend.
Though the director has obviously advanced further into the inner depths, the two are
together learning and growing in the realm of the Spirit ... He is the means of God to open
the path to the inward teaching of the Holy Spirit.
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If I am typical of many evangelical pastors today regardless of which continent, then there is
no more urgent need than the provision of guidance for the development of life in the Spirit.
We do not need better techniques or newer technology. We do not need larger libraries or
computer technology or more precise orthodoxy. We need to grasp and experience more
fully our union with the risen and glorified Christ. Paul’s teaching on the Christian life can
be captured in that poignant expression: “Just as you received Christ Jesus as Lord, continue
to live in him, rooted and built up, strengthened in the faith as you were taught and
overflowing with thankfulness” (Col. 2:6‐7). The heart of the faith is “the mystery which is
Christ in you, the hope of Glory”.
We need to be developing prophets and not scribes – men
and women of genuine spiritual authority. Nothing else
matters as much as this. “The Spirit gives life; the flesh
counts for nothing,” says Jesus. And Paul affirms this in
declaring, “Our competence comes from God; He has
enabled us to be ministers of a new covenant – not of the
letter but of the Spirit.”

Effectiveness in
ministry is
contingent on
spiritual formation.

Mentoring leaders‐in‐training must include spiritual direction. I can offer nothing of greater
value to a developing leader than guidance concerning how to listen to God (Jer. 23:21‐ 22).
Effectiveness in ministry is contingent on spiritual formation. The necessity of being open to
guidance on the spiritual life is foundational to Kingdom service.
This has important implications for the mentor as Richard Foster notes (Ibid. p. 161): “A
spiritual director must himself or herself be on the inward journey and be willing to share
their own struggles and doubts. There needs to be a realization that together they are
learning from Jesus, their present Teacher.”

3.

The growth of leaders is dependent on the fruit of the shared life and
of the mentor’s ability to become vulnerable
1 Thes. 2 presents what I believe to be a powerful ʹtheology of ministry. What style of
ministry are we to adopt in the nurture of our churches and certainly also in the
development of leadership? For Paul, the answer was one of
personal vulnerability.: “We loved you so much that we were
delighted to share with you not only the Gospel of God but our
It is out of the
lives as well, because you had become so dear to usʺ (I Thes. 2:8).
shared life that
Paul shared with the Thessalonian brothers’ “failure” and suffering
growth happens.
(v.2). They were aware of his motives and personal integrity (v. 3).
He had demonstrated to them his freedom from the compulsion to
please his constituency (v 4). They could affirm that his heart was pure and that he refused to
flatter or manipulate people or to pursue greedy ends (v 5). His openness is captured in
2:10‐12: “you are witnesses, and so is God, of how holy, righteous, and blameless we were
among you who believed. For you know that we dealt with each of you as a father deals with
his own children, encouraging, comforting, and urging you to live lives worthy of God”.
The mentor’s relationship with the emerging leader must reach beyond the boundaries of a
professional apprenticeship. There must be a shared life. This is both risky and time
consuming. I am not nearly as pure and disciplined as I would like others to believe I am. It
is difficult for me to risk having my pastor‐in‐training see all the garbage in my life. He does
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and he should, because it is out of the shared life that growth happens. Mentoring must
involve association, modeling and involvement.
Pastor Richard Halverson wrote: “Jesus did not use text books or manuals to train the
twelve. He spent time with them, allowed them into the most intimate experiences of His
life. This is not to exclude textbooks or manuals as teaching tools, but ... they are no
substitute for spending time with people.”
Paul had the courage to write: “Be imitators of me, as I am of Christ.” And to the Philippians:
“What you have learned and received and heard and seen in me, do.” Jesus is portrayed as a
teacher who drew aside His disciples after a public ministry exposure to interpret what had
just happened.
Likewise a mentor ought to share, as often as possible, why he did this or that; or the disciple
may be drawn out by the mentor asking for an evaluation of what just occurred. In this
context the disciple will be helped to apply the new learning of
the moment to everyday life and experience. The gift of time is
“What you have
one of the most significant love gifts that can be offered.
learned and
During Jesus’ ministry in Palestine, He involved his disciples in
received and
mission activity. They were sent, two by two, with Jesus’
heard and seen in
authority and power to minister. I can imagine how Jesus felt.
me, do.”
He undoubtedly knew he could do the job better than his
disciples. He knew, no doubt, that the disciples would make lots
of poor decisions and would It is difficult for me to risk having my pastor‐in‐training see all
the garbage in my life ... execute many details in a less than satisfactory manner. He probably
knew that His reputation and cause would suffer in the hands of those who went in His
name. Yet he also knew that delegation of significant responsibility and involvement was a
key to effective equipping of leaders.

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 12, Number 2 ‐ 2nd Quarter 2000
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Discipling New Believers
by Rev. Simon Mwangi Ndegwa
Simon Ndegwa is an Associate Pastor at Parklands Baptist Church, Nairobi

T

he ostrich is a very cruel bird, I learned recently, because they do not look after their young
birds. They often lose their young, because the baby birds can be trampled upon by their
parents. Maybe the big birds are near sighted!
God said that His people are sometimes like ostriches. Why? Because they don’t follow‐up on their
young converts. Here are baby Christians, begging for food, for bread (for guidance and
instruction in their new faith), but no one among God’s people feeds them after they are born
again. [Taken from Jim Chew’s talk at Amsterdam 2000 on Lam. 4:3‐4 and Job 39:13‐18.]
During an outdoor Gospel crusade meeting at Uhuru Park in Nairobi,
Kenya, a young man named Manyasi accepted Christ into his life. He
joined one of the churches in the city, and soon became active in the
activities of the church. Manyasi came from a background of alcoholism
and witchcraft. The scripture that turned him to Christ was John 3:16. The
evangelist spoke of God’s unconditional love for each person and
Manyasi could not resist the convection brought about by the truth of that
scripture.

He equated
spiritual
maturity with
being busy in
church.

Due to his energy and enthusiasm, Manyasi was soon elected a leader in he small church. He
never missed a weekday or Sunday activity of the church. Five years down the road, the pastor
moved on to a new church plant, so Manyasi was called by the church to take over.
Now Manyasi worked long hours to meet his pastoral workload. He had to preach (which was
new to him), to visit members, counsel some, pray for the sick, as well as take care of his family
and earn a living.
But all this time, no one had ever spent time with Manyasi in helping him learn the foundations of
personal discipleship. He did not have any assurance of his salvation, neither was he consistent in
daily intake of God’s word or prayer to God on a daily basis. He knew
only a few verses, which he preached on over and over. The temptation to
People are
turn back to drinking was getting ever stronger. He equated spiritual
sometimes like
maturity with being busy in church.
ostriches.
Jesus said in John 7:38 that “whoever believes in me, as the scripture has
said, streams of living water will flow from within him.” Yet for Manyasi,
his was the case of a “dry well”. He held the position of a pastor, while in a real sense he was
himself a spiritual baby. He therefore struggled more with the flesh rather than experiencing
spiritual abundance in his life.
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One day a member of the church was shocked to find him at home, completely drunk. When the
member confronted him, he said, “I cannot handle the ministry any more! The pressure is too
great. I need an escape.”

The Need of the Hour

T

he need of the hour in Africa is not evangelism — but it is evangelism that leads to fruit that
lasts! The Gospel I the power of God unto salvation for all men. When the Gospel is
preached and converts are taught well, the people of Africa
will be freed. Everyone in Africa is familiar with the challenges
When the Gospel is
of HIV/AIDS, poverty, witchcraft, wars, the occult, religiosity,
preached and
immorality and political instability. A “hit and run” kind of
converts are taught
evangelism will not bring the Gospel to bear lasting fruit on this
well, the people of
continent. I suggest a contact and incarnational strategy of
Africa will be freed.
presenting the Gospel in its power, followed immediately by
instruction to bring about change in the beliefs, lifestyle and
behaviour of the people of Africa. To the Jews who had
believed him, Jesus said, “If you hold to my teaching, you are really my disciples. Then you will
know the truth, and the truth will set you free.”

The Great Commission

L

ook again at the familiar passage. In Matthew 28:19‐20, Jesus is speaking to just 11 men. He
says go, and what? Make disciples of all nations. He did not say “you go around and you get
decisions”, important as they are, but “you make disciples”! This is the imperative command of the
commission, and we must take it seriously. It is the most important part of the commission.
Follow‐up is essential in this goal of disciple‐making because Jesus wants people to follow Him.
The mission statement of one church I know is “Making people total followers of Jesus Christ”.

The Apostle Paul and his Team

P

aul and his men had a passion for follow‐up. It was a deep
conviction of his. We read in Acts 14:21‐23 that in his first
missionary trip, he and his team returned to Lystra, Iconium, and
Antioch, cities they had gone to earlier. Then why did they return? To
strengthen those who had believed. These young disciples were facing
hardships. What if Paul and his team had been like ostrich parents,
and just left them to struggle through on their own? Thankfully, they
didn’t. These new believers received encouragement and instruction
to remain true to the faith in spite of persecution.

Follow‐up is
essential in this
goal of disciple‐
making.

During a mission in Singapore, a young businessman and his family came to know the Lord.
Someone followed up on this man and his family personally. Today this man is an elder of the
church. He is also influencing people in business circles. Never think of evangelism apart from
follow‐up and the goal of seeing these people integrated into the church. It is essential.

84

Laying a Solid Foundation
There are so many people in our churches who listen to sermons, but they have not been taught to
feed themselves. They are still babes, although they may have been coming to the church for 10
years. Some of these people come from a background where they know nothing about the bible
and very little about Jesus. I have nurtured such people, who have minimal knowledge of our
biblical faith or the Lord Jesus.
When you feed babies, you don’t give them nyama choma (broiled
There are so many
meat). They would get indigestion! Seek the milk of the Word for
people in our
such babes, it says in I Peter 2:2. They need protection and training.
churches who have
They need practical training in the basics of Christian living. They
not been taught to
need Scripture in order to resist Satan. One of the best ways to do all
feed themselves.
this is to help them memorise a verse of Scripture about assurance of
salvation. People need to be sure that they are really saved, and they
can only be sure when the Spirit of God takes the Word of God and give them convictions based
on the promise of the Word. Scripture says, “So then, just as you received the Christ Jesus as Lord,
continue to live in him, rooted and built up in him, strengthened in the faith as you were taught,
and overflowing with thankfulness” (Col. 2:6‐7) .
Notice the Colossian believers were taught, they were trained to be rooted and built up in Christ.
They too lived in the midst of a pagan, worldly society that tried to shake their faith in Jesus
Christ. The only way to stay rooted is to know the Scriptures (see accompanying article on Follow‐
up on pp. 11‐12).
I believe that lack of effective follow‐up is the main cause of the nominalism we see in the church
of Africa today. This has led to a leadership crisis. If the African church is to become a giving and a
missionary sending church, then the key is follow‐up and discipleship training.
Follow‐up is the process of giving continued, focused attention to new believers until they are at
home in the local church, discover how they can serve others, develop their full potential for Jesus
Christ, and help to build his church. Transformation is a process, not
an overnight change. Young converts will not become mature instantly.
Lack of effective
They will continue to sin and make mistakes. They may not even know
follow‐up is the
some of their behaviour, such as fornication or lying, is sinful! They
main cause of the
need to be encouraged in the right path. We must begin to treat
nominalism.
evangelism as a process, not just a big emotional event at a meeting,
someone prays the sinner’s prayer, and then it’s over.

Have a Follow‐up Plan

A

good follow‐up plan must include the following:

1.

Lessons in basic Christian beliefs

2.

Accountability for behaviour

3.

Opportunity for service
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1.

Lessons in Christian basics
Show the new believer how to pray, both silently and aloud, how to study the Word of God
and memorise it, meditate on it, and apply it to his life. Take him through lessons on
assurance of salvation, of victory, of forgiveness for when he sins, of answered prayer, of
God’s presence, of a secure future with a view to
establishing a strong foundation of their faith in Jesus Christ.
Transformation is a
The biggest struggle young believers face is often lack of
process, not an
assurance! They feel doubt and guilt on a daily basis. The
overnight change.
Enemy uses these weapons today with devastating effect
just as he did in the Garden of Eden. One book of the Bible
that covers the area of assurances most adequately is the
Gospel of John. Go through it slowly with the new believer so that they have a grasp of it.
Help them to identify and memorise verses that address areas of felt need in their life.
Teach them about the Holy Spirit. Teach them that they now have this wonderful person
living in them, who wants to direct their lives and give them the fruit of the Spirit, to glorify
Jesus, to comfort them in their distress.
Teach them what it means to surrender totally to the Lordship of Christ (See Gal. 2:20,
Luke 9:23). They need to know that Jesus is Lord and that He wants to be in control over
every area of their life.

2.

Accountability
The young believer needs to be established in a fellowship or small group Bible study or
home group fellowship, which will provide him a rich environment for accountability and a
prayer support team. This helps him make friends within the Christian community as well to
take the place of some of his old worldly friends. A good accountability network should
provide role models, counsellors, prayer partners.
No one person can make it on their own. Believers need each other. Read Acts 2:46‐47. A
Christian who hopes to mature in the faith must belong to a local church. The church should
help establish neighbourhood fellowships within its catchment area. I believe that the revival
that is coming will be a revival of home churches according to Acts 2:46‐47. In the African
context, the home is very important. If the home has not been reached
for Jesus, then all you end up having are “Sunday Christians”.
No one person
Evangelism that leads to fruit that lasts should aim at grounding
can make it on
believers
in the faith and establishing them in accountability groups
their own.
within their neighbourhood. We should pray for the planting of these
within all people groups in Africa. The pastor cannot do all the
discipling alone! Lay people can help each other. The Scriptures says, “And let us consider
how we may spur one another on toward love and good deeds. Let us not give up meeting
together, as some are in the habit of doing, but let us encourage one another—and all the
more as you see the Day approaching” (Heb. 10:24,25). “Therefore, confess your sins to each
other and pray for each other so that you may be healed. The prayer of a righteous man is
powerful and effective” (James 5:16).
Our church here in Nairobi has found out that evangelism among unreached people groups
in the metropolis works best by visiting homes and establishing small home churches. We
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have missionaries among the Endo and the Jemps peoples of Kenya. This approach takes
time, but it is producing fruit that is transforming these communities for Christ. In the urban
setting, we are rediscovering the power of home groups as accountability and growth centres
for believers.

3.

Service
Finally, teach your young believers what it is to obey Christ and to do so joyfully. Jesus said,
“If you love me, keep my commandments” (John 14:15,21). The new believer can serve Christ
by sharing his story very simply. Like the man Jesus healed, he can say, “I was blind, but
now I see!”
Walk with them like Jesus walked with his disciples. Help them to develop a servant heart.
You donʹt need to be a millionaire to meet the needs of others. All you need is a servant
heart. The greatest need of Africa is not economic, social, or political. No, it is a spiritual
need. Help them develop the confidence of Peter who said, “Silver and gold I do not have,
but what I have I give to you. In the name of Jesus Christ of Nazareth, walk!” (Acts. 3:6).
Christian maturity is demonstrated in the spirit of service. The
scriptures say that it is more blessed to give than to receive. The
African church can serve the rest of the world by sending
missionaries, giving material support to the needy and orphaned,
praying over the needs of believers and people all over the world.
We need a need for a paradigm shift: a change of thinking from a
receiving mentality to a sending and giving mentality.

Walk with them
like Jesus
walked with his
disciples.

Let us in Africa focus on raising more labourers for the harvest. Let us commit our efforts
and resources to evangelism that produces fruit that lasts.

Finally

I

believe that the future of Christianity lies in Africa. The hour is here for us to go back to the
evangelism that Jesus practised, making disciples. The resources in Africa, both material and
human, are tremendous. However, it is going to take a shift away from the “hit and run” kind of
gospel preaching to the gospel that persists and perseveres until fruit that lasts is produced. We
must cast out the demons that drag us down. Evangelism that works is evangelism that has
includes solid follow‐up.
“Follow‐up is the conservation, maturation, and multiplication of the fruit of evangelism. Winning
and building are inseparably linked together in Scriptures. There is no continuing New Testament
evangelism without follow‐up. These are God’s two‐edged sword for reaching men and making them
effective disciples for Christ.”
‐ Waylon Moore

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 14, Number 1 ‐ 1st Quarter 2004)
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Leaders Choosing Leaders
by Moses Kibe
Moses Kibe Kihiko is a holder of diploma in meteorology and has studied at Daystar University,
the Centre For Christian Discipleship, and Grace College of East Africa.
This article is a summarised extract from his book entitled Casebook on Leadership.

“David had said, ʹWhoever leads the attack on the Jebusites will become commander‐in chiefʹ Joab son of
Zeruiah went up first, and so he received the command.” (1 Chr.11:6)

D

avid had just been enthroned the king in Hebron. He attempted to go to Jerusalem, the land
of Jebus who resisted his move. In his anger, David gave his soldiers a challenge. Joab took
David seriously, risking his life, and thus qualified to become captain!
How does this come to us as a practical issue for leaders in Africa? Many African leaders both in
the church and in the world are in a dilemma when it comes to succession. This is partly due to
African culture that crowns one to lifetime leadership, that is, without a thought of succession in
one’s lifetime till death. However, times are changing our culture, and we need early succession.
This article will address the ultimate goal of a leader — how he can choose other leaders to take
over the mantle of leadership after him.
David put up a standard to be attained and achieved: that whoever would smite the Jebusites first
would become the commander in chief. In essence David was saying that a captain in his army
must not be a coward. He must prove himself worth his salt. He must be brave, daring and a risk‐
taker. He must earn the victory. When Joab heard this challenge from his master, it burnt inside
him.
What happens if a leader has no standards in his organization to be
achieved? A leader may select co‐leaders because they come from
his tribe or his own people or his favourites. He may like those
leaders who will offer little or no challenge to his leadership. This
leader’s main interest is to perpetuate himself in leadership. The
leaders selected without certain standards may prove incompetent
and lazy and may bring the organization down to its knees. This is
because he chose subjectively and may end up overlooking more
competent ones.

Many African
leaders are in a
dilemma when it
comes to
succession.

See No Evil?

T

here come times in every leader’s life that he desires a piece of advice or counsel from his
fellow leaders. Abram, (later renamed Abraham) was one of these. However, the one who
should have given him counsel never did it. When Abram went to the land of Egypt, when he gave
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his wife to Pharaoh, when he came out of Egypt after being chased away by Pharaoh because of
lying to him that Sarai was his sister, Lot was there. What do we see Lot doing in all these
incidents? Nothing. Lot did nothing, said nothing and contributed nothing. He had nothing to
offer even as he saw Abram going astray. Whether he knew that Abram was indeed going astray is
another issue.
This is what happens when you choose leaders with no standards at all. We know that those
leaders who dare not confront others seldom go by biblical standards in their lives. They therefore
choose colleagues who do not question them when they violate biblical standards. Selecting co‐
leaders without a standard does not therefore serve a leader himself; they have no wise advice to
give to him.

Communicate Your Standards

D

avid COMMUNICATED the standards he expected from his chief captain. What are some of
the standards you expected to communicate to your “Timothys”?

Leaders should ensure that they communicate the standards of strong Christlike character. God is
producing in us a Christlike character. He can do nothing with us till He has done that. Though it
takes time, He passes us through varied experiences, some of them bitter and hard so that we can
become people of character. James tell us, “Consider it pure joy, my brothers, whenever you face
trials of many kinds, because you know that the testing of your faith
develops perseverance. Perseverance must finish its work so that you
may
be mature and complete, not lacking anything”. (Jms 1:1‐2)
David
Character is produced in the furnace of fire where only patience can
communicated the
survive burning. This is why it is wrong to select a novice or a new
standards he
for a leadership position. He will soon be consumed by pride.
believer
expected from his
Maturity must be a prerequisite for selecting leaders. Mere charismatic
chief captain.
gifts or natural talent is not enough but the fruit of the spirit in a leader
is of great value (Gal 5:22).

Sexual Purity and Morality

A

ll leaders should be well aware of the standards expected of them as regards to sexuality.
They should not only model after their leader but more importantly, they should know
God’s requirement and expectations on the issues of sexuality and morality. These are different
from our cultureʹs standards! They know that God demands sexual purity and holiness.
Unmarried leaders are expected to be abstain from sex until married. Married leaders should have
only one partner, their spouses.

Financial Integrity

M

r Kimondo (not his real name) was jailed after defrauding two hundred thousand shillings
from his work place. The problem is, Kimondo was known as a very fine Christian. What
went wrong? The scriptures says that the love of money is the root of all kinds of evil (1 Cor. 6:10).
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Though not trying to suggest that Kimondo could not have stolen the money if standards of
finances were communicated to him, yet it is still important to do so. Those being led should know
how to handle finances in all integrity. They should further be
taught the gravity of greed as per the Word of God. It should not be
Excellence is going
assumed that they know these things.
beyond the call of
duty, doing more
John Maxwell said: “Excellence is going beyond the call of duty,
than others expect.
doing more than others expect. And it comes from striving,
maintaining the highest standards, looking after the smallest detail,
and going the extra mile. Excel our best. In everything. In every
way.” It is very wrong to expect leaders to give only the minimum. They should rise above
mediocrity and idleness. It is the duty of a leader to inspire others to excellence.

Put Up a Challenge

D

avid threw a challenge to his people that put them into action. He said to them that only the
one who would smite the Jebusites first would be made the captain. Why is a challenge so
important?
A challenge reveals the inherent gift. I will never forget when one teacher in secondary school
told me, “Moses, your writing is very special. You can write.” Though I did not fully understand
what she meant by saying this, her statement went a long way in revealing a hidden gift of writing
in me. How many people are living as ordinary lives because they have never been given a
challenge to live by? How many gifts die within us because they have never been challenged into
motion? A challenge calls out the gift that lays so deep inside a person. Nobody but the challenge
can mine it.
A challenge stirs up our potential. Joab already had potential for military leadership and the
challenge lifted him there. The sleeping potential of followers has to be woken up. As long as they
are in slumber, they benefit nobody, least of all ourselves. The man who hid his one talent was
condemned rather than praised because he hid his talent. Let us step out of our comfort zones and
resurrect all our potential.
A challenge sharpens our visions. It is possible that Joab already had aspired to be the captain in
David’s army. Desires are good to have, but they must put on legs and move. Not until a way was
cleared for him in the offer of a challenge did he sharpen his vision and focus on the goal.

A
challenge
stirs up
our
potential.

With a specific challenge, we overcome any roadblock, any bottleneck and
any hindrance on the way. A challenge sets us into action. An idle mind
produces inaction and many excuses and reasons why something is
impossible. A challenge burns away our natural laziness and thrives on
action. Leaders must be people of action, out to accomplish something in
life. When approached by his enemies disguising themselves as friends,
trying to distract him from rebuilding the wall, Nehemiah said “I am doing
a great work, so that I cannot come down: Why should the work cease,
whilst I leave it, and come down to you?” (Neh. 6:3)

Leaders must nurture challenge that throws their Timothy’s to action. They should not throw
their vision to the swine who merely meddle with it. That is why leaders must be very careful who
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they give the challenge. Not idlers or busybodies, but tough men and women, soldiers of the cross,
ready to take action no matter the cost.

Achievable Standards

A

s a father, the greatest abuse I can do to my children is to set standards for them which are
not achievable. Many perfectionist parents demoralise their children thus. The children strive
to achieve what is asked of them but in vain. If leading the attack were not achievable for the
soldiers, they could have been very demoralised indeed.
However, David set standards that were within reach of most soldiers who simply dared to be
brave. Therefore, though a leader can expect excellence in performance, he does not demand it.
How do you set achievable standards? We will go back to the old acronym of SMART which
simply means:
•

S ‐ Specific standards

•

M ‐ Measurable Standards

•

A ‐ Attainable Standards

•

R ‐ Reasonable Standards

•

T ‐ Tangible Standards

David set
standards that
were within reach
of most soldiers
who simply dared
to be brave.

These must be clearly communicated ahead of time and will help your follower to be focused,
organised and clear headed. By so doing, many goals can be accomplished in a short time.
Reward every improvement. It was David’s duty to ensure that whoever qualifies, whoever meets
the standards he had set, was automatically rewarded. What was the reward? To be the
commander‐in‐chief Who qualified? Joab. Who got the title? Joab and nobody else. Reward must
go to the right man or woman. But how do you reward results?
Be a man of your word. David gave Joab what he deserved. This showed a great moral integrity on
the side of David which translated into trust. Give what you promise!
Reward for a job well done. A good leader never takes anything for granted, especially a positive
contribution to the organisation. Like David, a good leader is ready to pin the badge of captainship
on the lapel of whoever deserves it.
Reward for every contribution. Many leaders wait until one has
done a very noticeable thing that astounds everybody before he
rewards. Even where it may happen, the one doing such a task may
become discouraged before finishing this gigantic thing he desires to
do. Sometimes, like a burning coal, just a slight improvement needs
fanning into flame by approval and reward. Small improvements
would give way to a landslide improvement if well recognised,
approved and rewarded.
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Public recognition
of achievement or
improvement goes
a long way.

Leaders should reward not only the open contributions but even the hidden ones. This gives
precedence to future great improvements. I have witnessed so many workers in the church who
feel that the pastor does not even know them, leave alone recognise what they do. A leader who
leads when he is miles away from the led will overlook very many details that make up the whole.
Therefore, it is very important for him to be near his people in order to notice every slight
contributions.
Reward openly. Davidʹs reward to Joab was not a private affair. He bestowed on him the public
office of a captain and all others knew what was happening. There is a place for private rewarding,
but most powerful is a public recognition. One cannot do privately what was initiated publicly.
Public recognition of achievement or improvement goes a long way in reinforcing confidence and
trust. It communicates to all that you care enough to reward and in open.
Reward with a note. I remember coming home from a certain mission and I wrote a note of
appreciation to all those who accompanied me. That note was a real booster. Leaders, why can’t
you write a love letter to your Timothy’s? It may keep them going in their rough journey. Write
notes of encouragement, support and appreciation as often as possible. But whatever you do as a
leader must be driven by love and not merely mechanical gimmicks meant to impress.

This article was used with permission from the “Church Leader in Africa”
a publication of Africa Ministry Resources (Volume 12, Number 2 ‐ 2nd Quarter 2002)
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Lifelong Leadership Development
Compiled by Bert Watson
Bert Watson is the founder of Leaders for Africa and serves broadly as a leadership developer with SACLA,
Turn the Tide, Million Leader Mandate and other initiatives.

P

astor Thomas Smith had been in ministry for twenty years. Though he enjoyed the appearance
of success, Thomas knew deep inside that something was not right. His church was not
growing… and neither was he. That weekend, this pastor joined several other church leaders from
his denomination at a one‐day leadership conference. The speaker was a visiting pastor from
overseas. Little did he know that this talk would forever change his
life. Pastor Smith was quite surprised when the speaker
I knew that God
immediately began to speak openly about his own life.
wanted to take
“I pastored a medium‐sized church for many years. I thought I knew
me further.
everything there was to know about Christian leadership. However,
deep in my heart, I could sense that I was not reaching my full
potential. Somehow, I knew that God wanted to take me further. A friend gave me a book called
The Making of a Leader by Fuller Seminary professor Dr. Robert Clinton. Clinton specializes in
leadership issues. Imagine my shock when I realized that, out of the 1000 or so leaders mentioned
in the Bible, only 30% finished well. That is only one out of three! As I read through the book, I
realized that I had stopped growing – ‘plateaued’ as Clinton calls it. Unless I changed my attitude
and perspective, I was going to join the 70% of biblical leaders who did not finish well! I began to
understand that God had a plan and purpose for my life that went beyond where I was. With the
help of the analytical tools Clinton provided, I was able to better interpret what God had done in
my past and why I was no longer growing. I also realized that God had a much greater destiny for
me. So I made a commitment to the Lord to start growing again and reach my maximum potential
as a Christian leader”.
“Serious about this commitment, I asked the friend who gave me the book to mentor me and
to walk with me along the path. My mentor friend helped me to see that three key elements
are involved in the development of leaders – God’s processing events
and tasks, time, and my patterns of response. Together, we designed a
Many leaders get
timeline of my life so that I could begin to grasp what God was doing
sidetracked in
and
where He was taking me. It was amazing. I saw that God had
their growth and
already taken me through three distinct phases. I was able to identify
development.
key processing experiences in my life, through which God helped me
to grow in the past.
I identified several destiny experiences that foreshadowed where the Lord was taking me. I
also clearly saw times when God took me through major transitions, or boundaries as Clinton
calls it. And, most importantly, I began to see my future. I could see where God was taking
me. I could see that one day I would be mentoring and developing other pastors; and I set my
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sights on developing toward that purpose. That was fifteen years ago. Today, that is all I do! I
have the joy of fulfilling my created purpose; and I now know that I will finish well.”
Like Pastor Smith, many leaders get sidetracked in their growth and development. They feel
that once they have learned the skills necessary to pastor a church or preach a good message,
they do not really need to grow anymore. Content with the appearance of outward success,
many leaders they never reach their full potential as a Christian leader.

A Lifetime Process

The development
of a Christian
leader takes place
over a lifetime.

Leaders are “selected” by God and matured through a lifetime process
of development. Research has demonstrated that God develops leaders
by using a number of critical incidents and relationships that
eventually form patterns. Known as processing, these patterns are
consistent among leaders. One of the most important commitments that leaders can make is
to keep learning, growing, and developing throughout their lives. In the preface of his
lengthy manual on leadership emergence, Dr. J. Robert Clinton writes, “The emergence of a
leader is a life‐time process in which God both sovereignly and providentially is active in the spiritual
formation, ministerial formation, and strategic formation of a leader. All of life is used by God to
develop the capacity of a leader to influence.”1 As Clinton so aptly describes, the development of a
Christian leader takes place over a lifetime.

Studies of biblical, historical, and contemporary leaders indicate that God processes a
Christian leader through a number of different development phases – shaping his or her
character, skills, and values – with a view toward moving the leader toward convergence, the
time of greatest strategic ministry effectiveness. Each development phase involves fairly
obvious period of time, usually a number of years. Interestingly, the various processes that
God uses to develop leaders in these phases have been studied, categorized, characterized,
and proven to be quite consistent. However, God makes sure that they are “tweaked” for
each individual leader. By analyzing this development process over time, a leader can begin
to understand what God is doing in his life and, more importantly,
where He desires to take him.
God processes a
God’s leadership development plan involves three very distinct
Christian leader
aspects or variables. He puts us through development experiences
through a number
which we call process items. Believe or not, these process items are
of different
very
consistent among leaders and help to move us forward in our
development
development. These development experiences do not happen all at
phases – shaping
once but over an extended period of time. The rate of our
his or her
development is determined by our responses. Together, all of this
character, skills,
forms an observable pattern. The pattern gives us the big picture or
and values.
the framework of what God is doing with us over a lifetime.

Processing Types

T
•

here are three key types of processing, which tend to occur during certain specific periods
of the leader’s development.
Spiritual formation – Spiritual growth, character development, values, intimacy
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•

Ministerial formation – Leadership and ministry skills, relational skills, and giftedness

•

Strategic formation – Ministry philosophy (leadership values and principles which guide
your decision‐making and priorities), destiny, ideal role, maximum influence

Beware! Highly gifted leaders can “advance” quickly because of strong leadership abilities and
competent ministry skills. Leaders are in danger when leadership skills rapidly outgrow the
development of character and values.

The Leadership Emergence “Formula”

Leaders are in danger
when leadership
skills rapidly
outgrow the
development of
character and values.

In his lengthy self‐study manual called Leadership Emergence
Theory, Dr. Robert Clinton summarizes the leadership
development process in an easy‐to‐remember formula, L=f(p,t,r),
meaning the development of a leader is a function of the various
important processes experienced by and responded to by the leader over a lifetime.2 Over time, all leaders
go through various processing patterns usually made up of a number of related incidents. The
leader’s responses to these incidents and patterns determine how quickly he or she develops. To
maximize your leadership potential, you must understand and embrace God’s way of developing
leaders.

Basic Leadership Development Phases

O

ne of the best ways to visualize the process of leadership emergence is to use time‐line, a chart
of one’s development over time.. A generalized uninterrupted time‐line for a person in
ministry will usually look something like the chart below. (Obviously, there are exceptions!)
As you can see, leaders go through a process of development including several major phases
usually made up of two or three sub‐phases each. Most leaders experience an early period of
sovereign preparation, often before they have even become a true Christian. Once they commit
their lives to Christ, God begins to motivate inner growth that contributes to important spiritual
formation. This is usually the discipleship stage, in which the emerging leader learns the basics
about relationship with God, doctrine, spiritual disciplines,
fellowship, and mission and undergoes initial character development.
To maximize your
leadership
At this time, God puts the potential leader through a number of
potential, you
important tests in areas like faith, obedience, integrity, and
must understand
responsiveness to the word. Early destiny experiences may occur. The
and embrace God’s
potential leader may also be given early ministry tasks. These tests and
way of developing
tasks are what is referred to as process items. A key process at this stage
leaders.
is leadership committal, the potential leader’s response to God’s call into
ministry. This represents a major boundary experience for the
emerging leader. A boundary is a transition from one phase (or sub‐phase) to another.
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Afterglow

Life
Maturing
(Character,
l
Role
Transition
Boundary
Convergence

Gifts)

Ministry
Maturing
(Skills and

Inner
Growth
Leadership
Transition
Boundary

Sovereign
Foundations

Sample Leadership Development Timeline

---------------- --------- ------------------------------- ----------- ----------------- ---------Æ
--------------------------------------Approx
age 10

20

25

Ministry Foundations

30

35

40

Growth Ministry
Provisional

Competent

50

55

60

65

Unique Ministry
Being
I‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐Æ

Spiritual formation ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐Æ
Ministerial formation

45

I‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐Æ
I------------------------------

Strategic formation
-------- ----Æ

As the leader moves
Once God’s call to ministry is actively embraced, a leadership
into
the middle of this
transition occurs and the emerging leader moves into the Growth
phase, he or she
Ministry phase, which focuses primarily on ministerial
becomes more
development. The early part of this phase or entry context involves
competent
and
provisional ministry and emphasizes the development of
experiences significant
giftedness, important ministry skills, relational skills, and authority
ministry expansion.
insights necessary for effective ministry. Some leaders do not
respond correctly to this early processing and end up leaving
ministry at this stage. As the leader moves into the middle of this
phase, he or she becomes more competent and experiences significant ministry expansion. This
period often entails paradigm shifts, an increase in authority, pressure from conflict or even a life
crisis important ministry, and development of important relational and structural insights. During
this stage, the leader often receives a new and more responsible (influential) ministry assignment.
Sadly, many Christian leaders plateau once they reach this level of ministry.
Near the end of the Growth Ministry phase, an important change occurs. Though quite competent
in ministry, the leader begins to sense that God wants to do a much deeper work in his or her life,
moving the leader from a primarily skill‐based ministry of “doing”
into more of a relational ministry out of “being”. This change leads to
a ministry that overflows out of intimacy with God and the deep
The leader begins
desire for integrity with His message. Soon, a sense of greater destiny
to sense that God
motivates
the leader to refocus. At this stage, Gods often puts the
wants to do a
maturing leader through major influence, ministry, prayer, and
much deeper work
spiritual warfare growth challenges, usually resulting in an increase in
in his or her life.
spiritual authority, gifted power, and networking influence. As
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thoughts turn toward the future, the leader begins to consider his or her ideal ministry role and
optimum sphere of influence. This signals the beginning of an important and often difficult
transition, but one that eventually leads to very fruitful and deeply satisfying ministry.
Before reaching convergence and moving into Unique Ministry, almost all leaders go through a
challenging and sometimes lengthy boundary period which involves deep and sometimes
emotionally stressful processing. This boundary usually involves a paradigm shift into ministry
out of “being” and leads to a major role transition and the discovery of their optimum sphere of
influence. There may be periods of isolation or even “negative” preparation, motivating the leader
to depend more on the Lord. However, as a result, the leader learns to discern God’s guidance in
new way. As the leader goes through this maturing process of going “deeper” with God, he or she
experiences God’s confirmation and assurance, even in the midst of suffering. This period of
intense spiritual formation eventually yields a significant increase in spiritual authority, character
development, and strategic formation. The leader gradually emerges from this refining crucible
ready for a far more influential ministry.
The final phase of leadership development is Unique Ministry. In this
phase, the leader experiences convergence – a ministry of being
and doing that effectively utilizes the leader’s giftedness in an
ideal role within the appropriate sphere of influence. By this time,
the leader has developed a solid but contextually relevant ministry
philosophy. It is a season of unprecedented fruitfulness and
ministry satisfaction. The leader looks back over God’s past
processing and experiences destiny fulfillment. Late in this phase,
as physical endurance lessens, most leaders enter an Afterglow
period. Though they cannot travel and minister as much, they
find themselves becoming mentors and resource people to
developing leaders. This is a wonderful time to write books and
to build into the lives of a select few.

Convergence – a
ministry of being and
doing that effectively
utilizes the leader’s
giftedness in an ideal
role within the
appropriate sphere of
influence.

Studies tell us that the most leaders experience between 35 and 70 specific process items, go
through 4 or 5 distinct timeline phases, and demonstrate between 10 and 20 specific response
patterns in their lifetime. All of this is to help leaders to live in deep intimacy with God, develop
true Christ‐like character, lay hold of and express their destined life purpose, develop mature
giftedness, develop effective methodologies, move into their major role, and make an ultimate
contribution. All of this is to bring the leader to the place of greatest influence in accomplishing
God’s purposes through their lives.
“When Christ calls leaders to Christian ministry, He intends to develop them to
their full potential. Each of us in leadership is responsible to continue developing
in accordance with God’s processing all our life.”
Dr. J. Robert Clinton
Application: Create your own time‐line. Examine the sample timeline above and read
through the characteristics of each phase. See if you can identify the phases of your own
growth and development as a leader. Where are you in the process?
Depending upon how old they are, most leaders experience the following phases and
boundaries – Sovereign Foundations, Inner Growth (sometimes combined with early
ministry), Transition into Leadership (boundary), and Ministry Growth (often several
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obvious sub‐phases). If leaders continue to mature past competency in leadership, they also
experience Transition to Ministry out of Being (major boundary), Convergence, and
possibly, Afterglow. When you design your timeline, give each major phase and sub‐phase
a name that characterizes that period. This makes the timeline unique to you. For
additional help and ideas, have a look at my timeline at the end of this article.
One of the greatest
motivators for growth
and development is a
sense of destiny.

Destiny Processing

O

ne of the greatest motivators for growth and development
is a sense of destiny. Destiny is an inner conviction which
arises in a leader through a series of God‐ordained experiences that increase the leader’s
awareness of God’s calling and empowerment for a specific purpose. Throughout the
various phases of Christian leadership development, God will give the leader glimpses of
what is to come, even as He did with biblical characters like David and Paul. These
glimpses can come in many ways – a unique heritage, special encounters with God,
supernatural acts of protection, words of encouragement or prophecy, special prayers,
divine or ministry affirmations, mentors, etc.

As the number of destiny experiences grows, the sense of significance and specific life
purpose grows with it. Destiny experiences point toward the nature of a leader’s unique
ministry and ultimate contribution. An acute awareness of one’s destiny preparation is a
valuable tool in life‐mapping and intentional development. Effective leaders increasingly
demonstrate a growing awareness of their sense of destiny and purpose and intentionally
move toward its fulfillment, with a special sensitivity to God’s timing.
Application: Develop your own “Destiny Log” by writing down the important destiny
experiences you have had. Record what happened and when, who was involved. Indicate
how this contributed toward the development of your sense of life purpose.

Life‐ Mapping

I

will never forget it. I was riding with a Christian couple and we were on our way to a church in
a large township to hear a coworker preach. I did not want to be a “backseat driver”, but I was
sure that we were lost! After we drove around in circles for quite
a while, the driver’s wife piped up and said, “You have no idea
Life mapping helps
where you are going, do you?” Sheepishly, the man mumbled
developing leaders to
something about forgetting the instructions at home. Then his
understand where God
wife, replied, “Well, why don’t you just consult the map?” Curtly,
wants to take them
the husband shot back, “There are no maps for this area”. After
and how they are
two hours of this, we finally gave up and drove back to Pretoria.
going to get there.
We never did find the church hall. The whole day was wasted.
If you have ever traveled into unknown territory, you know the value of a map. A map helps you
to know where to go and how to get there. In the same way, life mapping from a Christian
leadership perspective helps developing leaders to understand where God wants to take them and
how they are going to get there. Though every leader’s journey toward maximum fruitfulness is
unique, “life‐mapping” helps us to understand what God is doing in our lives at any particular
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season, when certain development processes are likely to occur, and how to respond appropriately
so that God’s predetermined purposes are fulfilled. Through this process, we learn to cooperate
with God on this journey by discerning God’s growth and development pattern for us and
proactively working in that direction. For this process to be successful, it is important to
understand God’s goal for our lives. Do you remember the three important formational processes?
•

Spiritual formation – Spiritual growth, character development, values, intimacy

•

Ministerial formation – Leadership and ministry skills, relational skills, and giftedness

•

Strategic formation – Ministry philosophy (leadership values and principles which guide
your decision‐making and priorities), destiny, ideal role, maximum influence

Life‐mapping is a powerful tool that helps the developing leader to establish clear, realistic goals,
and take positive, concrete steps to grow and develop in important areas of formation at specific
seasons of development. An experienced mentor can be of great help in the life‐mapping process.
Exercise: Identify what development phase you are in your time‐line. What
are the developmental goals of this phase? List several practical things you
can do to facilitate your growth and development toward these goals. This is
where life‐mapping comes in. Look at God’s development goals and identify
how you can make provision for practical growth strategies in your
schedule. Make it a priority!!! Find a mentor or peer co‐mentor to help you and hold you
accountable.
“You have
got to give
up to go up.”

Personal Growth Strategies
Well‐known leadership guru John Maxwell is a strong believer in intentional growth. He often
says, “You have got to give up to go up”. I would like to add, “You have got to grow up to go up”.
Tragically, many leaders stop growing when they reach competency in ministry. They stagnate
and become stale, plateauing or even sliding into sin, and never reach their true potential. What
can leaders do to make sure we do not plateau?
1.

Choose to become a lifelong learner and take responsibility for your own growth. This is a very
important aspect of self‐leadership. John Maxwell invests at least one hour each day in his
own growth.

2.

Associate with other leaders who are growing and developing. Do not get so caught up in
ministering to people in need that you lose sight of your own need.

3.

Develop mentoring relationships using the Constellation model.
Endeavor to build mentoring relationships with upward and
peer co‐mentors. Ask upward mentors to help you grow in
critical areas. Be open to peer co‐mentors as they keep you
accountable. In addition, make sure you are investing in
younger emerging leaders. This helps you to stay fresh.

4.

Consider further studies in a needed growth area. There are a multitude of excellent study
opportunities available for South African leaders. For instance, theological studies through
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Choose to become
a lifelong learner
and take
responsibility for
your own growth.

the South African Theological Seminary are designed for distance learning and are fully
accredited up to Masters level.
5.

Read relevant books that challenge you to grow and develop in target areas. Try to read at
least relevant and challenging book a month.

6.

Develop a detailed life purpose statement with long‐term goals for your relationship with
God, personal growth and development, family, and ministry. Plan proactively to grow and
develop toward the fulfillment of your life purpose.

7.

Study the lives of great leaders and try to identify key growth
and ministry principles from their life experience. Research
biblical leaders, Christian biographies, and contemporary
leaders and learn from their lives.

8.

Evaluate progress annually in light of the formational goals of
your current development phase, destiny experiences, and life
purpose statement. Identify areas where growth is needed
and develop a strategy for personal growth in those specific areas. If you want to enhance
your development, consider doing this with a mentor or peer co‐mentor.

Growth projects
are a great way to
stimulate yourself
and others to
maximum
development.

Developing Your Own Adult Growth Projects
The developing leader is not only committed to his own growth but also to the growth and
development of others. Growth projects are a great way to stimulate yourself and others to
maximum development. Growth projects can involve everything from doing leadership
development courses as a team to developing peer mentoring groups which focus on the
development of Christian character or essential ministry skills. The important part of the process
is identifying appropriate growth principles and applying them to your life and ministry as you
grow toward the next phase of your ministry.
Pastor David Oaks of Heritage Christian Church in Moultrie, Georgia, in the USA takes his team
through a leadership book every month. Each pastoral staff member takes turns facilitating the
weekly discussions and growth exercises for the whole team. The
effect of this mutual learning environment is evident in the
A biblical leader is
success of the church. His leadership team is thriving; and this
“… a person with
overflows into their ministry. Even though there are 27 churches
God‐given capacity
in his community, over 10% of Moultrie’s residents are members of
and God‐given
Heritage Christian Church.
responsibility who
influences a group of
Below is a suggested growth project which should be undertaken
followers towards
with a mentor. If you feel that you are mature enough, you may
God’s purposes for
also lead younger emerging leaders through this very helpful
the group”.
process.
1.

Identify three critical goals for your current phase of
development and write them down in a concise statement of purpose. Feel free to think
about all aspects of your life – self‐development, family, and ministry. Goals can involve
memorizing scripture, changes in attitude or behaviour, training/study projects, overcoming
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problems with priorities and scheduling, developing important relational or ministry skills,
etc. Now, complete this sentence for each one of these statements. “I will know that I have
reached this goal when I….” This gives you a measurable target for character and
behavioural transformation. Share these goals with an accountability partner or mentor.
2.

Together with your partner/mentor, develop a realistic and practical plan to move toward
the fulfillment of these goals, one at a time if necessary. This plan should include specifics,
not generalities. In other words, it should say, “Complete the Christian Life Certificate
through South African Theological Seminary in two years” rather than “Do some theological
studies”. If it involves family relationships, it should read something like, “Spend three
hours of mutually planned quality time per week meeting my spouse’s relational needs” as
opposed to “Spend more time with my spouse”.

3.

Identify relevant scripture passages that relate to your desired
areas of growth. Do a detailed study on these passages and
develop a practical means of implementing these truths in your
daily life, applying them to attitudes and actions in accountable
relationships.

4.

Meet with your mentor/accountability partner regularly
(bimonthly/monthly) to assess progress, identify obstacles, discuss strategies for growth, and
make improvements.

5.

Celebrate God’s goodness when you can both agree that a goal is reached. Once the
development project is complete, this mentoring arrangement should terminate with a
special time of mutual blessing or be renewed for the next growth project.

Identify relevant
scripture passages
that relate to your
desired areas of
growth.

Six Key Leadership Measures (Personal Application)

P

eriodically, the developing leader should assess himself in the following key result areas. This
important process helps the leader to evaluate honestly, identify needed growth areas, rely
more consistently upon the Lord, and remain focused on the long‐term goal of convergence.
1.

Think about processing experiences you have had. What specific lesson(s) did you learn
from these experiences? What important generalized principle(s) can you derive from these
lessons that can become part of your philosophy of ministry?

2.

Look at the various phases in the sample timeline. Evaluate how far you have come in
embracing and achieving the developmental goals of each phase. What key scriptural truths
must you embrace and apply to move forward?

3.

Consider the development of your giftedness, including spiritual gifts, natural talents, and
acquired skills. List your gifts under each of these headings. How do the various expressions
of your giftedness relate to each other and integrate into your ministry. Write
down your current ministry responsibilities and evaluate them
over against your giftedness. Is your current ministry an
Who are you
expression of your giftedness?
influencing and

4.

Evaluate your sphere of influence. Who are you influencing and to
what degree? Is it commensurate with your sense of calling,
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to what degree?

destiny, and giftedness? Does your sphere of influence reflect your capacity? If not, how can
you proactively cooperate with God to move in that direction? Have you accepted
accountability for those you influence?
5.

What means of “power” do you rely on to exercise influence? Do you still need to use
personal force? Are you manipulative and coercive? Do you rely upon your position or
title? Or are you reliant upon authority that flows from competence? Is your power based
upon personal persuasion and charisma? Or does it flow from personal integrity and, more
importantly, the genuine spiritual authority of a life submitted to God?

6.

Where are you on the road to convergence? How mature are you in character,
leadership skills, and biblical values? A biblical leader is “…
a person with God‐given capacity and God‐given responsibility
A biblical leader is “…
who influences a group of followers towards God’s purposes for the
a person with God‐
group”.3 Are you moving toward an ideal role in which you
given capacity and
are maximizing your capacity by exercising your giftedness
God‐given
for the optimum sphere of influence? Are you taking
responsibility who
responsibility for your sphere of influence? Are you moving
influences a group of
people towards God’s purposes?
followers towards
God’s purposes for the
How is your dependence upon God? Do you desire to glorify Him
group.”
above all else? Have you developed a philosophy of ministry
based on biblical values that can be applied to your context in a
practical way? Do you have a sense of destiny, a sense that you
are now becoming who and what God wanted to be and doing what He created you do? If not,
what can proactively you do to cooperate with God’s processing to get there?

Conclusion

T

he need for quality Christian leadership at every level has never been greater. God has a
special development plan and purpose for every Christian leader. As is obvious from the lives
of most Bible characters, historical Christian leaders, and many contemporary models, God uses a
number of important processes to grow leaders over a lifetime toward a period of highly
influential and unique ministry in which the leader experiences convergence. Sadly, many leaders
never reach this stage. As a leader called by God, you must accept the challenge to become a
lifelong learner and gladly embrace God’s long‐term purpose and plan
for your life. Constructing your timeline, identifying God’s processing
God has a special
in your life, and cooperating with God’s development plan will
development plan
continually move you closer to that wonderful time of ministry out of
and purpose for
both being and doing, when you make your ultimate contribution and
every Christian
bring maximum glory to God. As a growing leader, you also need to
leader.
help other emerging leaders along the path through mentoring
relationships.
In his moving epistle to the Philippians, the apostle Paul demonstrated this passion for lifelong
leadership development. In what has become for me a life‐changing passage, he reveals the
deepest desires of his heart.
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“…that I may know Him and the power of His resurrection and the fellowship of His
sufferings, being conformed to His death; in order that I may attain to the resurrection from
the dead. Not that I have already obtained it or have already become perfect, but I press on so
that I may lay hold of that for which also I was laid hold of by Christ Jesus.
Brethren, I do not regard myself as having laid hold of it yet; but one thing I do: forgetting
what lies behind and reaching forward to what lies ahead, I press on toward the goal for
the prize of the upward call of God in Christ Jesus” (Philippians 3:10‐14 NASB).
Start well. Finish well. Bring a lot of glory to God. This is the Father’s great desire for us all.

__________________________
1 Leadership Emergence Theory p. 9
2 Ibid p. 77
3 The Making of a Leader p. 127.
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Biblical Foundations of Leadership
by Dr Samy H. Ghabrial
Samy Ghabrial serves with the Bible League in North Africa

A

s we embark on a new century, we must think carefully
about the need for new leaders. But we must do more
than recognise the need. Those of us who are presently in
leadership must consider how to go about raising up the
leaders which the church will need.
There is no better source for our search than the examples and
instructions of the Bible’s leaders. Therefore, let us turn our
focus toward Jesus and the apostles in order to glean
principles of leadership development from their examples.

Jesus’ leadership style
called for leadership
that balances leading
in authority and
serving in humility.

Jesus’ Leadership Style
esus emphasises his leadership philosophy by saying to his disciples, “whosoever will be great
J among
you, let him be your minister; and whosoever will be chief among you, let him be your
servant” (Mt. 20:26‐27). He pointed to himself as the model and example, “I am among you as one
who serves” (Lk. 22:27; cf. Jn. 13:13‐15). “If anyone serves me, he must follow me; and where I am,
there shall my servant be also; if anyone serves me, the Father will honour him” (Jn. 12:26).
Servanthood means “putting the lordship of Christ, the welfare of the group, and the mission of
the church above self‐interest” (Bartel 1979:67).
Absolute rule in many countries has resulted in dictatorships that have tended to centralise power,
and render ineffective the potential of followers. This same type of leadership among the churches
in Egypt and many other African countries have contributed to the lack of a healthy leadership
style.
In contrast, Jesus’ leadership style called for leadership that balances leading in authority and
serving in humility, knowing that all of Godʹs people are equal and accountable to their Lord,
Head, and Master as well as to each other. In the new century, we need to see a style in which
leaders lead in power and authority and yet serve with the attitude of a servant.
How did Jesus select and develop his disciples as leaders? Did he suggest some models for
developing leaders for his disciples, or for us today, to follow?
1.

Jesus’ main method for selecting his disciples depended on prayer . He “went out into a
mountain to pray, and continued all night in prayer to God ... And when it was day, he
called unto him his disciples: and of them he chose twelve, whom also he named apostles”
(Lk. 6:12‐13). His main concern for those whom he hoped to lead was not how much
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2.

education or how many leadership traits they had. His main concern was teaching them how
to follow him as Lord and Master. He had selected them
from the common people of the society. Gene A. Getz
Jesus’ main concern for
suggests that “spiritual qualities are more important for
his disciples was to
leaders than gifts, talents or abilities” (1974: 168).
develop their spiritual
lives to be like him.
Jesus spent most of his time with his disciples. They
learned directly from him as he lived among them. Jesus
directed most of his teaching to them (Mt. 5:2) and said
“for their sakes I sanctify myself” (Jn. 17:19a).

3.

Jesus’ main concern for his disciples was not to train them how to heal the sick or even how
to preach the gospel, but to develop their spiritual lives to be like him. He lived first what
he taught. (Acts. 1:1) J. Oswald Sanders indicates that “spiritual leadership is a thing of the
Spirit and is conferred by God alone” (1967:20). As Elliston indicates, “simply studying the
content of the scriptures, theology, church history ... will not necessarily facilitate one’s
personal spiritual growth and formation” (1989:207).

4.

When Jesus sent his disciples to preach the Good News and to minister to the needs of the
people (Mt. 10:5) he did not instruct them how to do it. Rather he focused on the issues that
related to their spiritual lives. He ordered them to minister freely without worrying about
their personal needs and told them how to face the difficulties they would encounter (Mt. 10)
How did the disciples learn how to witness and minister? They learned by watching Jesus as
he lived and ministered among them.

5.

Jesus sent his disciples out to minister. When they returned, they reported to him what
they had done, “and went aside privately into a desert place belonging to the city called
Bethsaida” (Lk. 9:10). Jesus went with his disciples, that they might be alone and have some
refreshment and rest from their labours, and that they might converse privately together. He
then gave them instructions and comfort.

6.

Before Jesus left his disciples, he promised to send the
Holy Spirit to them (Acts 1:8). Shortly after his departure,
he empowered them with the Holy Spirit (Acts. 2:l‐5), then
sent them out to do even greater works than he himself
had done, just as he had promised them (Jn. 14:12).

The apostles did
likewise, following
Jesus’ example of how
to select leaders.

Leadership in Apostolic Teaching
ust as Jesus selected and appointed those who would become leaders in the church, so the
J apostles
did likewise, following Jesus’ example of how to select leaders. When they heard the
voice of the Holy Spirit saying to them, “Dedicate Barnabas and Saul for the special work I have
for them” (NLT) they “fasted and prayed, and laid their hands on them, [and] they sent them
away” (Acts 13).
Throughout the Apostolic writings, Paul and Peter emphasise the importance of selecting and
appointing leaders (1 Tim. 3:1‐10; Tit. 1:5‐9; 1 Pet. 5:1‐4). Their teaching includes –
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•

Jesus as the “head” of the church,

•

the body of Christ,

•

the equality of believers as brothers and sisters in Christ, and

•

the servanthood of Christians to Christ and His body, the Church.

These considerations leave no room for human lordship in the church. Paul clearly indicates that
he was a “leader” who was also a “follower” of Jesus, as he challenged the Corinthians, “So I ask
you to follow my example and do as I do... just as I follow
Christ’s” (1 Cor. 4:16, 11:l NLT).
As we seek to raise up
new leaders, they must
be brought toward
spiritual maturity
Pastor, Elder, Bishop, or Overseer
worthy of an “elder”.

I

n the rural areas of Egypt today, the concept of the elder
is strongly followed. More than 60 percent of the
population of Egypt live in rural areas. The people who live there are the fallahin, or peasant
Egyptians. Their local government system is built around the elder of the village. Under this
system, people choose an aged person (usually someone from a rich and noble family), to be the
elder who will govern their village. When the Egyptian revolution of 1952 took place, the
authorities tried to change this system and establish police stations in every village.
Although the government has opened a police station in most villages, people still continue to run
their affairs through the elder system. Today, in spite of the many improvements in nearly every
area of life and great efforts toward development by the Egyptian government, it has failed in its
efforts to force upon the rural people a new leadership system. This is the cultural foundation for
considering the elder system to be one of the models for church leadership that is acceptable from
both a biblical and cultural perspective. Surely this is also true in African countries besides Egypt.
If we are to use the elder model of leadership effectively, we must be wise to understand the
biblical teaching on eldership. As we seek to raise up new leaders, we should keep in mind that
even though they may be younger in age, they must be brought toward spiritual maturity worthy
of an “elder”.
Among the many words that the Bible uses for leadership, “pastor”, “elder”, “bishop” or
“overseer” are the most important ones which relate to church growth. These four terms
apparently indicate the same function or ministry; as the apostles seem to use them
interchangeably. The Greek word presbuteros (bishop) connotes old age and experience (Acts. 14:23,
20:17; 1 Tim. 5:17; Tit. 1:5; 1 Pet. 5:l‐3). The word episkopos or overseer (Acts. 20:28; 1 Ti. 3:1‐2; Tit.
1:7) suggests active leadership of the church. Both Peter and Paul refer to these men as shepherds
or pastors, poimenes (1 Pet. 5:4; Eph. 4:11), which also may refer to a bishop or overseer.

Qualifications of Elders

T

he primary qualifications of an elder are that he be a mature Christian and above reproach in
his community. For an elder must be a man whose life cannot be spoken against. He must be faithful
to his wife. He must exhibit self‐control, live wisely, and have a good reputation. He must enjoy having
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guests in his home and must be able to teach. He must not be a heavy drinker or be violent. He must be
gentle, peace loving, and not one who loves money. He must manage his own family well, with children who
respect and obey him. For if a man cannot manage his own household, how can he take care of Godʹs church?
An elder must not be a new Christian, because he might be proud of being
chosen so soon, and the Devil will use that pride to make him fall. Also,
The qualifications
people outside the church must speak well of him so that he will not fall into
for elders as seen
the Devilʹs trap and be disgraced (1 Tim. 3:2‐7 New Living Translation.
in the Epistles
See also Tit. 1:5‐9).
reveal the same
concern that Jesus
The qualifications for elders as seen in the Epistles reveal the same
demonstrated for
concern that Jesus demonstrated for his disciples. The primary focus
his disciples.
is on the elder’s personal life and relationships with God, his family,
and the community, and reflect the vital principles that the disciples
learned from Jesus.
Peter challenges the elders of the church in I Pet. 5:1‐5, giving himself as an example, to be
shepherds to the flock of God by feeding them (an apt image for the pastor/elder), and to be
especially careful about their leadership in two particular areas:
1.

He encourages them to consider themselves as leaders ʺnot for what you will get out of it,
but because you are eager to serve God.ʺ (vs.2). The Greek word he uses for oversight is
episkopeo, which means to look diligently, take the oversight, to look upon, inspect, oversee,
look after, care for, to look carefully, and beware. Peter also instructs the younger to ”submit
yourselves unto the elder”.

2.

He warns them concerning their attitude (vs. 3). The Greek word Peter uses for “lords over”
is katakurieuo, which means to exercise dominion over, overcome, be lord over, exercise
lordship over, to bring under oneʹs power, to subject oneʹs self, to subdue, master, to hold in
subjection, to be master of. He states that the reason they are not to be lords over the flock is
because the flock is God’s. Peter encourages each to be subject
to the other.

Apostolic Models for Developing Leaders

Jesus used the
apprenticeship
method to develop
His disciples.

A

s with Jesus, so the apostles did not suggest a specific model
for developing leaders for Christian ministry. Although some
methods of teaching were well known during New Testament times, such as the schooling
method, which played a significant role in developing the Apostle Paul (Acts 22‐31), Jesus used the
apprenticeship method to develop His disciples. As the disciples observed Jesus, they learned from
him what to do and how to do it. After they were filled with the Spirit and a need arose among
them, they appointed seven leaders to meet that need and prayed over them that God would
enable them to accomplish the task (Acts 6:6).
The apostles followed that which they had learned from Jesus. They appointed leaders in every
place in which they ministered (Acts 14:23). Paul also expressed this when he wrote to Titus,
“Complete our work there and appoint elders in each town as I instructed you” (Tit. 1:5).
As I study the biblical qualification for elders, bishops, and deacons, I can see that most of them
deal with the personal spiritual life. God uses only those who are ready to be used and give
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evidence of it in their relationship to him. People can design training and development programs,
but true Christian leadership development is ultimately the result of God’s design and God’s
work. Our part may be to cultivate and nurture, but God gives the growth. “Mature ministry flows
from mature character, formed in the graduate school of life” (1991: p. 166).
The development of new leaders was a matter of great importance to the apostles in the New
Testament church.
1.

Saul was converted to Christianity from a strong Jewish background. Before he began to
preach Christ, he spent “certain days with the disciples which were at Damascus” (Acts.
9:19). Then he “preached Christ in the synagogues, that he is the Son of God”. When it
became clear that the disciples were still afraid of him, “Barnabas took him, and brought him
to the apostles, and declared unto them how he had seen the Lord in the way, and that he
had spoken to him, and how he had preached boldly at Damascus in the name of Jesus”.
Then Saul “was with them coming in and going out at Jerusalem” (Acts 9). By first being
with the disciples and then walking with Barnabas, Saul was able to observe, learn and be a
part of them.

2.

Barnabas seems to have played the role of an equipper among the disciples. The meaning of
his name is “the son of encouragement” (Acts. 4:36). He was sent by the church in Jerusalem
to Antioch to “encourage the believers to stay true to the Lord” (Acts 11:23). He ministered
with Paul in different situations for specific ministries (See Acts 15; I Co. 9:6; Gal., l2:9, 13).

3.

The issue of developing John Mark as a leader was the issue which resulted in the separation
between Paul and Barnabas (Acts. 15:36‐39). Barnabas took John Mark with him and
developed him as a leader, and Paul later confessed that John Mark was indeed “profitable
to me for the ministry” (2 Tim. 4:11 KJV).

4.

Paul called Timothy (Acts. 16:3) his “beloved son” (1 Co. 4:17). As Timothy watched and
served with Paul, he was developing into a leader whom Paul came to call “Timothy my
fellow worker” (Rom. 16:20). How did Paul develop Timothy? Scripture tells us simply that
Timothy was with Paul.

5.

When Apollos began to preach the way of God before being
developed (Acts. 18:24), Aquila and Priscilla heard him and
they “took him aside and explained the way of God more
accurately”. (Acts 18:26 NLT). Then Apollos became a
leader (Acts 19:l; 1 Cor. 1:12, 3:5‐6, 4:6, 16:12; Tit 3:13). How
did they develop him as a leader? Again all we know is that
they took him in and gently corrected him.

“Mature ministry
flows from mature
character, formed in
the graduate school
of life.”

Another important focus for developing leadership in the New Testament is that of discovering
and using one’s spiritual gifts. If leaders discover and use their spiritual gifts, they will be able to
accomplish their tasks, and also “to equip Godʹs people to do his work and build up the church,
the body of Christ”. (Eph. 4:12 NLT)
Elliston, in Home Grown Leaders (1993), lays the responsibility for developing leaders on three
partners:
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•

God the Holy Spirit, as the one who raises and empowers his people,

•

the existing leaders, who discover, encourage, and develop new leaders, and

•

the new emerging leaders, as they rust, obey, and learn.

Jesus’ leadership style calls for leadership that creates a balance between leading in authority
and serving in humility. The role of leadership for church of growth is crucial. Power and
authority, especially spiritual power, should be considered in church leadership and should be
used to empower others for the ministry and to lead churches to grow.

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 9, Number 1 ‐ 1st Quarter 1999)
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The Character and Call of a
Female Leader
By Kathie Carlson
Kathie Carlson serves with Africa Ministry Resources in women’s ministries and
Christian education. She is the author of Women Advancing with God.

“(God) has saved us and called us with a holy calling, not according to our works, but according to His own
purpose and grace which was given to us in Christ Jesus before time began” (2 Timothy 1:9).

W

omen stand at the heart of God’s plan to reach the world today. We are tools in His hands
to bring positive change to our communities. Millions of dedicated, gifted women are
making a difference. We constitute the highest percentage of church
members in Africa and around the world. We have profound
Women stand at
talents, gifts and experiences that are crucial to the growth of the
the heart of God’s
body of Christ. Godly women are vital for the development of
plan to reach the
communities and the transformation of nations.
world today.
Women have much to contribute to society. We are capable human
beings who have learned to thrive despite the realities of abuse,
illness and adverse cultural perspectives affecting our lives. Difficult times have served to create
resilience and to mature our character. According to Dr David Barrett in Our Globe and How to
Reach It –
“Women own 1% of the world’s property but constitute 35% of the paid labour force. Women make
up 70% of the world’s poor, and 75% of the world’s sick and disabled. Two million are raped each
year. There are 200 million battered women in the world; 23% of all married women are battered, and
that number grows 15 million per year. Women work 62% of all the working hours and receive 10%
of the world’s income. There are 950,000 ordained clergy in the world and 50,000 or 5% of them are
women.”1
In the midst of such adversities, we exert deep influence upon people in our families, churches,
work places, and communities. Women help to shape the world. We are a vital resource, uniquely
designed of God to touch lives and to advance the work of His Kingdom.
God has a specific plan for each of us as women. Every one of us has an important role to play in
order for His loving purposes to be accomplished in our communities. He calls us to be faithful
vessels through which His fragrance is revealed.
“God’s vision (and call) is a remarkable challenge and an indescribable blessing. It is given only to
those who can be trusted with it and to those who will be fully committed to it. Our abilities and
experiences have little to do with God’s determination to bless us with His vision; for vision is a
matter of the heart, not a matter of competence.”2
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When God calls us as women to His service, He accepts us just as we are. The sole requirement is
a heart that is fully surrendered and available to Him. God shapes and prepares those He calls, for
He must work in us deeply before He can use us greatly. The Bible says, “My grace is sufficient for
you, for my power is made perfect in weakness” (II Cor. 12:9). It is the degree to which Jesus
reigns in our hearts that He can use us to do His good works.
Leadership is a calling. It is a privilege that carries with it a high degree of accountability. When
God beckons a woman into service as a leader, He has a specific purpose in mind for a group of
people. A calling into leadership is a commission to influence them toward God’s purposes for
their lives. If you desire to be a woman who influences others, then you are a potential leader. In
order to influence others in a godly, effective way it is essential
that we develop the character and the skills necessary for the
When God beckons a
leadership path. Leaders are to be role models whose influence
woman into service as
flows out of their relationship with God.
a leader, He has a
specific purpose in
“(God) has saved us and called us with a holy calling, not according to
mind for a group of
our works, but according to His own purpose and grace which was given
people.
to us in Christ Jesus before time began” (2 Tim. 1:9).
God enjoys imparting vision into the hearts of the women He
calls. He delights in using us to help create the future. But God‐given vision does not come
cheaply. A woman must sacrifice her life to participate in His vision. To those willing to pay the
price, God is willing to confide His thoughts and plans for what lie ahead.
“Vision is a clear and precise mental portrait of a preferable future, imparted by God to His chosen
servants, based on an accurate understanding of God, self and circumstances…”
“Vision involves change. It enables you to improve a situation. It focuses on the future and represents
a perspective that anticipates the challenges and opportunities to come. The visionary Christian is one
who appreciates the past, lives in the present but thinks in the future. That future, if it is to bring
pleasure to God, will significantly differ from the reality you experience today. Vision is initiated by
God, is desired by His people and is conveyed through the Holy Spirit.”3
I remember when my husband was ordained as a minister. We were convinced in our hearts that
the Lord had a significant road ahead for us in ministry. This conviction had deepened into our
calling. Tears rolled down my cheeks as I embraced his ordination as God’s calling upon our lives
as a couple. I knew that we would both stand before the Lord someday and account for our
actions as leaders. A leader’s calling is a serious issue.
The path of leadership involves a lifetime of learning. Leaders who
go far with God are willing to yield their lives to God’s character‐
shaping activity. God is more committed to our development than
we are. He wisely and graciously works throughout our lives to
develop us into the leaders He’s planned us to be. Development is a
daily process; not an instantaneous event. Great leaders thirst for
knowledge, inspiration and personal development. Leaders who
finish well maintain an aptitude for learning throughout all of life.

A woman must
sacrifice her life to
participate in His
vision.

Henry Blackaby says, “As leaders grow personally, they increase their capacity to lead; they enlarge the
capacity of their organization to grow. Therefore, the best thing leaders can do for their organization is to
grow personally.”4
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When a leader develops mature character and personal skills, he/she inadvertently stimulates the
people around him/her to grow. We can take people no further than we ourselves have traveled.
Growing leaders attract others like a magnet and, by their very lives, encourage others to grow.
Such leaders see life as a classroom and are eager learners. Maintaining a humble, grateful attitude
only accelerates the learning process.
A leader emerges in a group as one’s character and calling becomes evident to others. “True
leadership cannot be awarded, appointed or assigned. It comes only
from influence, and that can’t be mandated. It must be earned.”5 A
The path of
leader’s first responsibility is to be the kind of person that God can use
leadership
and that others can follow.
involves a lifetime
“Our character, basically, is a composite of our habits. Sow a thought, reap
of learning.
an action; sow an action, reap a habit; sow a habit, reap a character; sow a
character, reap a destiny.”6
Our readiness for Christian leadership is contingent upon our character. Godly character is
shaped through personal discipline and developed through daily
habits. The priorities we maintain on a daily basis, whether positive
Most leadership
or negative, bear fruit in our character. Good habits include daily
failure is due to the
study of the Word, intimacy with God in prayer, active listening, acts
lack of character
of generosity, keeping promises, dependability, etc. Most leadership
rather than the
failure is due to the lack of character rather than the shortage of
shortage of skills.
skills. It is sad to find intelligent, gifted and skilled leaders who are
restrained in their usefulness because of character flaws.
“Harbouring glaring character deficiencies or a stubborn refusal to submit to the Holy Spirit and the
shaping influence of godly mentors disqualifies an individual from church leadership – no matter how
skilled or talented that individual might be in leadership competencies. The kingdom of God is never
so desperate for leaders that biblical standards should be relaxed to accommodate a person of skills and
high potential. God always cares more about who we are than what we accomplish.”7

Character and Reputation
By William Hersey Davis
The circumstances amid which you live determine your reputation…
The truth you believe determines your character…
Reputation is what you are supposed to be; Character is what you are…
Reputation is the photograph; Character is the face…
Reputation comes over one from without; Character grows up from within…
Reputation is what you have when you come to a new community;
Character is what you have when you go away.
Your reputation is made in a moment; Your character is built in a lifetime…
Your reputation is learned in an hour; Your character does not come to light for a year…
Reputation grows like a mushroom; Character lasts like eternity…
Reputation makes you rich or makes you poor;
Character makes you happy or makes you miserable…
Reputation is what men say about you on your tombstone;
Character is what the angels say about you before the throne of God.8
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God does not expect us to be perfect but He does not compromise when it comes to our integrity.
Our children need to see our honesty lived out through our actions and words. Our extended
family, friends, church members, and non‐believers need to know that we can be trusted. When
our faithfulness expands, our maturity will blossom. As the Holy Spirit works within us, we
become more like Him. While walking in obedience, we take on Jesus’ characteristics. “God’s
ultimate goal for your life on earth is not comfort, but character development.”9

While walking in
obedience, we take
on Jesus’
characteristics.

God designed each one of us in an intentional manner. Natural talents
and gifts do not arrive randomly. He has provided every ability
needed for us to accomplish His plan for our lives. These talents may
be innate or developed through experience. Some talents could
include sewing, pottery, singing, cooking, teaching and relationship
building. What abilities has He entrusted to you?

God expects us to fully develop and use the gifts and abilities that He has invested in our lives. He
has carefully given us just the kind of experiences, talents, spiritual gifts and background that we
need to fulfill our life purpose. Our job is to discover our unique design, to partner with God in
our development, and to invest ourselves wisely to improve the lives of those around us.
Life experiences refine our character by providing opportunities for us to be tested. Trials refine
who we are and actually make us stronger human beings. The Book of James says, “Consider it
pure joy, my brother, whenever you face trials of many kinds, because you know that the testing
of your faith develops perseverance. Perseverance must finish its work so that you may be mature
and complete” (1:2‐4).
The way we respond to life’s challenges is up to us. However, the way in which we respond
affects our personal development. Positive response to God in testing
accelerates our development. Poor response to trials slows down our
God designed each
growth. Growing leaders recognize God’s shaping hand in trials and
one of us in an
seek to be taught of Him through every experience. A teachable attitude
intentional
enables us to gain the perspectives and values necessary for God’s
manner.
vision to be fulfilled in and through our lives.
Write down several life experiences, negative and positive, that have challenged and shaped your
life:
_____________________________________________________________________________
_____________________________________________________________________________
_____________________________________________________________________________
Henrietta Mears said, “There is no magic in small plans. When I consider my ministry, I think of
the world. Anything less than that would not be worthy of Christ or His will for my life ... What
you are is God’s gift to you. What you can become is your gift to Him.”10 We must use our gifts and
talents to influence our communities for Christ.
List who you are deliberately seeking to influence in your home, place of employment, church and
community:
__________________________________________________________________________________
__________________________________________________________________________________
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Leaders must be careful how they influence others. Godly leaders can exert powerful influence.
Conversely, a carnal leader can create much damage. The influence of a leader flows outward like
a ripple in a pond. The influence of our lives, whether negative or positive, can leave a mark on
others lasting a lifetime. Dean Carlson defines a Christian leader as “a person who influences
God’s people to accomplish God’s purposes.” John Maxwell says, “When you influence leaders,
you indirectly influence all the people they influence.”11 Leaders deal in influence. Wise leaders
seek to steward their influence in order to bring results pleasing to
God.
Sharpening our leadership skills enables us to more effectively
influence others for Christ. Our influence upon others can move
them closer to Jesus and help to bring about meaningful change.
A God‐envisioned leader will seek to catalyze transformation and
positive change in family, church and society.
Are you an influencer? If so, you are a potential leader.

Leadership
development
should be a
life‐long goal for
all people who
seek to influence

The spiritual gift of leadership is a specific gift that God gives to some leaders who are able to
mobilise a group of people with the big picture in mind. Leadership is:
“The divine enablement to cast vision, motivate and direct people to harmoniously
accomplish the purposes of God. People with this gift: provide direction for God’s people or
ministry; motivate others to perform to the best of their abilities; present the ‘big picture’ for
others to see; model the values of the ministry; take responsibility and establish goals.”12
“Leadership development should be a life‐long goal for all people who seek to influence others.”

1.

Think of the leaders who have had a negative impact on your life. List some of their
characteristics:
________________________________________________________________________________
________________________________________________________________________________
If you harbour bitter feelings, ask God to help you forgive them.

2.

Reflect on leaders who have most positively influenced your life. Describe characteristics of
their leadership:
________________________________________________________________________________
________________________________________________________________________________
Max DePree suggests several characteristics of good leadership: integrity, vulnerability,
discernment, sense of humour, presence, courage in relationship, intellectual energy and
curiosity, predictability, breadth, comfort with ambiguity, awareness of the human spirit,
respect for the future, regard for the present, and understanding of the past.13

3.

What other leadership characteristics would you add to this list?
________________________________________________________________________________
________________________________________________________________________________
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Integrity in a person’s character is highly important. Without integrity there is no trust.
Leaders must be the same person in private as they are in public. Integrity is really being
who you say you are. Remember, nothing is kept secret from the Lord, God knows all. “For
you alone know the hearts of all men” (I Kings 8:39).
Leadership involves personal development. Let’s continue with an attitude of life‐long
learning. Let the Lord develop you, our families, friends and our countries.
4.

Make a list of areas where you would like to develop personally:
_______________________________________________________________________________
_______________________________________________________________________________
_______________________________________________________________________________
_______________________________________________________________________________
_______________________________________________________________________________
_______________________________________________________________________________

___________________________
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Spiritual Fathers
By Rev PF Moyo
PF Moyo is the President of the National Baptist Convention of Zimbabwe and
the Chairman of the Zimbabwe National Evangelism Task

The Importance of Mentoring

A

Zimbabwean Church leader once reiterated that he did not have any spiritual father who
counseled him and gave him direction so as a result he was
lamenting that he had made a lot of blunders in the ministry. We
Many emerging
hear about misunderstandings and schisms in the church today,
leaders
have no one
because of lack of good and able leadership. There are many self‐
to lean on.
styled young leaders today who are known as apostles, prophets,
bishops, and overseers, who are accountable to nobody and who
have no spiritual fathers.
I once read about William Marion Brainham who was a zealous and powerful young preacher
despite having no formal education. It is said that he had an elderly preacher who always
reprimanded and corrected him. It happened that before William matured, his mentor or guide
died, William was left with no one to lean on. This caused him to make a lot of blunders and as a
result came up with strange teachings.
In other words these men have not been mentored or did not have enough time to mature, and as a
result are doing a lot more harm than good to the Body of Christ. This being necessitated by
scarcity or failure to have good models or mentors where they could be helped to shape their
leadership or to lean upon. We have already established that mentoring means empowering
someone so as in the future he then becomes a sound and seasoned leader who is tried and found
worthy. There are many emerging leaders who have no one to lean on or to turn to for counsel and
advice in times of hardships and problems.
The Bible says: “Iron sharpeneth iron and a person sharpeneth the countenance of his friend” (Pro
27:17). A doctor needs a doctor when he falls sick, a leader also needs another leader for help and
direction. Therefore the Church’s emerging leadership needs mentors the most. They need to be
fathered so that they become challenging, practical, able, and equipped leaders. Indeed we need to
invest in the emerging leaders what the Lord has deposited in us and taught us during the course
of our lifetime.
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The Lifestyle of a mentor

M

entoring is a deep relationship that causes the one being mentored to cherish what the Lord
has deposited upon the mentor, as well as follow his lifestyle and wish to be like his mentor.
Therefore it is a life that is exemplary, like the Apostle Paul of yesterday who said to the
Corinthian believers that they were to imitate him as he was also imitating Christ! (Cor 11:1) And
to Timothy who was his son in the faith, he instructed him to set an example for believers to follow
despite the fact that he was a young man and a young leader (1 Tim 4:12).
Life is full of copying or learning from one another or from our predecessors. The way you dress
was influenced by someone you saw and you admired. Mentoring can be formal or informal.
Some people are drawn to the mentor because of his exemplary life which is also full of God’s
resources (gifts and abilities) which the mentor is carefully stewarding, which they emulate or
admire. This then challenges a lot of emerging young leaders who then aspire to be like the
mentor. Some will then make it formal with the mentor while others will make it informal.

Practical Living

I

have by God’s grace mentored many young people who are now outstanding church leaders
while some are outstanding leaders in the secular world. Some would come to me from time to
time seeking for some answers in things they did not understand, then in response I would
welcome them and share with them from the word of God and at times help them materially.
These youngsters would come to my home and spend hours and hours on a daily basis. In turn I
would give them some literature to read, take them for witnessing, doing follow‐ups as well to
ministering to the sick and demon oppressed people.
When they saw the lost saved and their lives changed by the power of the gospel and saw demons
being cast out and the sick being healed in the name of Jesus, and as they observed demons
screaming as they left the bodies they were oppressing, this challenged and encouraged them
more and more. Therefore this created an opportunity for them to
draw closer and to learn more about dealing with demons and other
Life is full of
issues of interest, while some realized that they were oppressed and
copying or learning
they then opened up and they too were delivered. Sometime later I
from one another
had to delegate some of them to minister to the sick and oppressed.
or from our
Jesus called his disciples so that they could be with him for three and
predecessors.
a half years. During this period He mentored them practically, then
finally he left them the responsibility.

Counsel and Direction

O

ne day I asked these youngsters what caused them to come to my place on a daily basis, one
responded by saying that they had not experienced real parental love at their homes,
therefore they would come where they would be taught, counseled, and find encouragement and
direction. I then noted that some were coming from broken homes, while some were coming from
typical traditional homes where the worship of ancestral spirits was very prevalent. Some were
coming from homes where parents were nominal Christians. This is very true for many emerging
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leaders; they are coming from many different backgrounds, some for the worse and need some
help. They need spiritual parents who will love them, nurture them, and give them a good model.
They need people who will disciple them, counsel them, and give them direction so that they can
be better leaders. Dr Robert Clinton says:
“Mentoring might include active discipleship, occasional counseling, or can even be done vicariously
through the reading of biographies. Depending on the type of relationship, a mentor might fulfill the
role of teacher coach, sponsor, friend, counselor, or advisor” (J Comiskey, pg. 90‐91)
As Clinton puts it, mentors are to fulfill these roles for the sole purpose of helping and developing
emerging leaders. It is the mentor’s lifestyle that draws people to him and then he takes the role of
a father to them by nurturing, counseling and giving them direction. In other words mentors are
to invest in young leaders. John Haggai in his book ‘Lead On’ (pg. 107) wrote a chapter about the
principle of investment and he says:
“As a leader, you are to understand and practice the principle of
investment. If your leadership is motivated by love, humility, and self
discipline, you will reap love, loyalty and devotion from the people you
lead. If they recognize that you are investing your very life for their
good they’ll be more inclined to follow your leadership.”

Mentors are to
invest in young
leaders.

It is very important to invest in other people and see them develop; particularly the ones who have
the call of God to lead His flock, and later take over from you as a leader. This ensures that as you
hand over the mantle to them you are not afraid or ashamed.
___________________________

Sources:
Joel Comiskey, Leadership Explosion, Houston: Touch Publications, 2000.
George Barna, Leaders On Leadership, Ventura, CA: Regal Books, 1997.
John Haggai, Lead On, Library Of Congress, USA, 1986.
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Leadership, Jesus’ Style
by Ralph Schubert
Ralph Schubert serves in Tanzania with Summer Institute of Linguistics

esus Christ remains the greatest and most important leader the world has ever known, and from
J him
we learn crucial principles of leadership. Let’s look at Jesus’ way of leading, examined in
the light of certain African traditions of leadership, with reference to my own experiences and
observations in Tanzania and Kenya, over the past eight years.
In so doing, it is important to bear in mind that all of us, whether European or African, are
engaged in learning from Jesus. There will always be a discrepancy between the pattern and claims
on us of Jesus and our own imitation of him. He calls us to learn from his example. It must be born
in mind that the African system of values often stands in contrast to the values highly regarded in
the western world, and that, therefore, it is important not to take western patterns as the criteria
for judging what it is to be a good leader somewhere. The task is rather to
make a meaningful connection between African culture and its values
He calls us to
and biblical standards.
learn from his
example.

Jesus led through serving
esus set an example in leading through serving. He was prepared to wash his disciples’ feet
J (John
13), something they found inappropriate and with which they, in particular Peter, were
uncomfortable; for was not Jesus their Lord and Master? Yet this action on the part of Jesus does
not detract from his authority, but on the contrary, it is increased by this servant attitude. Jesus
came to this world not to rule but to serve (Matt. 20:20‐28).
Jesus calls us not to rely on our titles, to beware of any self‐importance attached to being a teacher
or doctor or pastor or general secretary or director or a leader of mission (Matthew 23:1‐12). Others
may expect certain things from us because of these titles and put pressure on us, making more of
us than we really deserve.
This is frequently the case in Africa, as was stated at the Pan‐African Christian Leadership
Assembly in Nairobi, Kenya, in 1976:
“People will want to make you a bigger leader all the time. They will project onto you an
image of leadership that isnʹt true. They will blow you up like a balloon. There are no
exceptions. They will project things. This was true in old African society. When a man had
wives and cattle, crops and possessions, people thought, `Well, he is in favour with the
ancestors.` So they began to give him authority. He didnʹt have the authority, but people put
it on him. So he got bigger and bigger and bigger.” [Together in One Place: the story of PACLA,
Evangel Publishing House, 1978 p. 164.]
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Through external attributes such as wives, cattle, land and possessions the African acquires respect
and authority. In Tanzania a title is important, as it confers authority, competence, respect and
esteem on the person who bears it. It is a status‐symbol. However, this can in practice lead to a
personʹs being accorded more authority and competence than he really has.
Rev. Rodgers Nhkuwa leaves no doubt as to the source of a leaderʹs worth: “We need to be aware
of and to be sure of who we are, of our relationship with God and of our call to service. This
understanding will help us to free ourselves from all kinds of insecurity or misgivings in
responding to serve Godʹs people because we have already been invested with the highest of
dignity. In fact, dignity is very basically compatible with service among the people of God. Jesus
did not cease to be the Son of God when he washed the feet of his disciples.”
A leader who knows himself and who receives his sense of worth from God does not need to
worry about his dignity. He can serve others freely, just as Jesus did. Leading through serving
means placing the lordship of Christ, the well‐being of the Christian community and the mission
of the church above oneʹs own interests. It is alarming to find how
leadership is frequently regarded in Africa.
A leader who
It is true that selfish leadership has raided and taken our church and
knows himself and
society
captive. Many leaders have actually used the saying “where
who receives his
you work is where you eat”. to justify their exploitation of their
sense of worth
position to benefit themselves and their family.
from God does not
need to worry
This attitude has a devastating effect on the church and on the
about his dignity.
community. Leadership through service will only be possible in Africa
when the motives and attitudes of the leaders are fundamentally
altered. Authority is viewed vertically in the African context, being based on the hierarchical
structure of the extended family, but within each age‐group attitudes run on more horizontal and
egalitarian lines.

Jesus led by multiplication
esus’ mission was to reconcile people to God, and in order to accomplish this mighty purpose he
J chose
the method of training disciples. Training disciples is an investment, as Adeyemo has
relevantly pointed out: “Discipleship is an investment‐an investment of oneʹs life, time and
resources into others with a view to ongoing reproduction.”
Jesus chose a group of twelve men whom he systematically taught to follow his ways
(Luke 6:12‐16). A good leader has the capacity for identifying and selecting those able to assume
part of the responsibility. Jesus invested in these men his life, time, and resources. He knew that
the twelve disciples would be multiplying factors in the carrying out of God’s purpose, and Jesus
put his trust in them. In the high‐priestly prayer (John 17) we have a classical example of the
training of disciples. Jesus has made God’s name known to the disciples. He prays for them, and as
a result these disciples, in their subsequent work as apostles, gave the highest priority to prayer
and the proclamation of God’s word (Acts 6:4). For Jesus the formation of character was more
important than the work he undertook himself. He then passed on the responsibility for that work
to his disciples and stepped into the background.
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Dr Tokunboh Adeyemo sees the task of theological training in Africa as carrying on in this
tradition: “As theological educators, I believe we are called not merely to inform our students nor
simply to impart knowledge, but to reproduce Christ in them as he is reproduced in us. We are
called to make disciples; to multiply; and if you like, to serve as agents of transformation.”
Many of our leaders never want to reproduce themselves in the lives of others. Some think they
shall be overshadowed, others think that their leadership shall be taken away from them.
Multiplication can only occur where the leader is ready to hand over responsibility and to take a
back seat himself. The skill lies in recognizing when the time has come to step back, something,
which presents a huge challenge to people in Tanzania, in secular
circles as well as in the church. The artisan sends his apprentice
Many of our
away when he himself is faced with a tricky problem to solve. The
leaders never want
doctor sends his assistant on some errand at the start of the
to reproduce
operation itself. This is to make sure that neither the apprentice nor
themselves in the
the assistant doctor can prove more knowledgeable than their
lives of others.
superiors.
Added to this is the African view of a strong leader as someone who is in charge of every decision.
The unfortunate result of this is that others are denied the opportunity of taking responsibility.
Consequently young leaders break away from the organization and set up their own church or
sphere of Christian service.
The first President of Tanzania, Mwalimu Julius Nyerere, was the first President of an African
country to step down from his position voluntarily, as he was aware of the need to give others the
chance of being leaders. He knew when the time was ripe and was prepared to take a back seat
thereafter.

Jesus led by putting himself alongside others
esus remained alongside his disciples. Peter received individual instruction from him to prepare
J him
for service. When Peter was told to walk on the water Jesus showed him the meaning of
faith (Matt. 14:25‐32). Jesus took Peter with him when he went up into the hills and spoke with
Moses and Elijah of the destiny he was to fulfill in Jerusalem, and Peter saw the relationship that
Jesus had with the heavenly world and with his Father (Luke 9:28‐36).

Jesus
remained
alongside his
disciples.

This experience made a great impression on Peter, as René Schäfer makes
clear when he writes: “There he learned to recognize Jesusʹ authority, in a
way that words could never have conveyed.”
In Tanzania the apprentice learns his trade by being instructed by an
experienced craftsman, such as his father. He learns through working
alongside this man, carrying out the same work over years, and becomes
skilled himself.

About two years ago I took my Tanzanian colleague, Julius Oscar, with me on a visit related to the
Rangi language project. In the village of Mnenja our German colleagues Dorothea and Oliver
Stegen were learning the language and culture of the Rangi people so as to translate the Bible into
their language. Oscarʹs eyes were opened during this visit, and he understood for the first time
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what it means to acquaint people with the Gospel, through sharing our life with them, and
showing respect to them by learning their language and culture.
On the return journey in the car we came across some young men of the Datooga tribe. The
Datooga are rather reserved and cautious in the presence of strangers. Yet when I exchanged a few
sentences with them in their language they soon felt confident enough to come up to the car. Oscar
observed the effect that speaking to these Datooga men in their own tongue had on them, and as a
result of these two pivotal experiences he has acquired a yearning and a passion for translating the
Bible into minority languages.

Jesus led by personal example
esus did not tell his disciples what they were to do or not do.
J Their
lives were influenced by his example. The disciples were

Jesus allowed his
companions to see
his ups and downs,
his successes and
his failures.

his constant companions (Mark 3:14), and he wanted them to learn
through their own experience what it meant to be with him. He
showed them by his own example what it means to deny oneself (Luke 9:23), to take up the cross
and to love one another (John 13:34‐35). The same went for spiritual practices like fasting, giving,
praying and serving. Jesus set an example for the disciples to copy (John 13:15‐17). They went with
him into the synagogues, the Temple, into the fields and on to Lake Galilee, into the villages and
into Jerusalem. They were with him at a wedding and at a funeral, and when he visited friends
and the sick. They heard him pray, preach and teach. They saw him healing and driving out
demons. They were with him in public and also in private, when he was happy and sad, thirsty
and weary.
Jesus allowed his companions to see his ups and downs, his successes and his failures, his joy and
his sadness. Jesus was the perfect leader, very open with his disciples. Dr. Lawrence Richardsʹ
book Church Leadership: Following the Example of Jesus Christ (Zondervan, 1988) lists six guiding
principles for leadership, and these are to be observed in the relationship between Jesus and his
disciples:
•

Frequent long‐term contacts between the leader (as model) and his followers. The
12 disciples and many others had continual contact with Jesus.

•

A warm, loving relationship with their model. Jesus nurtured
and intimate friendship with his disciples.

•

Sharing in the inner feelings of the model. The Gospels describe
how Jesus was sometimes depressed, tired or angry, but also
tender and solicitous. The disciples saw him as a normal
person, and Jesus did not object to this.

•

Being able to observe their model in different settings ‐ Jesus took his disciples everywhere
with him.

•

Consistent behaviour. Jesus lived out what he taught.

•

A correlation between the standards of the model and the group. Jesus made his personal
experience of the love of God the yardstick for the way he behaved when with his disciples.
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The disciples
saw him as a
normal person,
and Jesus did not
object to this.

In my own work Tanzanians have told me that they have learned most when they spent time with
me or with other missionaries and leaders. They learned by observing our marriages and family
life, and I have sought to demonstrate Christian values such as honesty and integrity, something
that was appreciated and emulated by them.
President Julius Nyerere set an example himself of what he expected from his fellow countrymen.
Despite his position he lived a simple life. He had a modest house, tilled the fields, and grew rice
on them.
May the Church of Jesus Christ today in Africa find more and more of her leaders willing to set
aside privileges and rights, to set aside honours and titles, and able to live fearless, transparent,
godly lives alongside the next generation of leaders.

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 13, Number 3 ‐ 3rd Quarter 2003)
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At The Heart of Christian Leadership
By Jonathan Wilson
Jonathan Wilson is the Director of the Africa Leadership Development Institute, a division of AE
First published in ALDI’s Leadership Letter. Reproduced by permission.

W

hat lies at the heart of Christian leadership? Most would answer, “servanthood”. But why?
What is the reason God has called men and women into leadership? What is the
motivating factor that helps us understand the nature of Christian leadership?
In the world’s eyes the focal point of an organisation is its leader. Scripture paints a very different
picture, in which Christ is the focal point. The community, especially the Church, is the next point
of reference, while the leader is to be found in the background.

Leaders are Disciples Making Disciples

T

o understand Christian leadership, the starting point must be to first understand discipleship.
In the life of the Kingdom of God, discipleship is the primary and fundamental vehicle by
which we exercise influence.
Then Jesus came to [the disciples] and said, “All authority in heaven and on earth has been given to
me. Therefore go and make disciples ...” (Matthew 28:18)
The entire life and calling of the Church is summarised in these
verses. In today’s English language the word “discipleship” is used
in two ways. The first meaning is evangelistic—discipleship is the
process of seeing unbelievers become disciples.

As leaders, you and
I are first and
foremost followers.

The second meaning refers to the daily life of following Jesus. The journey of discipleship is the
process of becoming fully dependent on Jesus in all things (as our Saviour), and fully submitted to
Jesus in all things (for he is Lord). It is a journey of increasingly knowing his love and
generosity—Jesus saves us not just eternally, but is saviour in every detail of our daily lives.
Discipleship entails submission to others in community. It manifests a commitment to
righteousness and justice. Michael Cassidy has often described justice as “love built into
structures”.
It is a journey in which we “press on to take hold of that for which Christ Jesus took hold of” us
(Philippians 3:12). It is a journey of both doing and becoming. This journey’s pattern and focus is
Jesus, on whom we are to “fix our eyes [for he is] … the author and perfecter of our faith”
(Hebrews 12:2). He is to define the whole meaning and shape of our lives, individually and
corporately.
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It is through discipleship happening that the Kingdom of God is increasingly experienced (as
Christians mature) and expands (as people become Christians).
Of importance for leaders is, firstly, this: as leaders, you and I are first and foremost followers. We
follow Jesus. The primary thing that shapes our leadership is that we take his lead in all things.
We are just like every other Christian in this respect. A leader stands on the same ground as every
other Christian—the ground of submission to Christ. Every Christian leader is firstly a disciple.
It then follows that as leaders our primary work is to make disciples. It is to see others become followers
of Christ and to see them grow in their intimacy with, and obedience to, Christ. That is why, in
Ephesians 4:12‐13, Paul says that the ministry of the apostles, prophets, evangelists, teachers and
pastors is
… to prepare God’s people for works of service, so that the body of Christ may be built up
until we all reach unity … and become mature, attaining to the whole measure of the fullness
of Christ.
Arrow Leadership Ministries, founded by the evangelist Leighton
Ford, has a motto which succinctly expresses these two aspects of
discipleship/leadership: “to be led more by Jesus, to lead more like
Jesus, to lead more to Jesus.” Leading people to Jesus: this is our
responsibility, just as our own passion in life is to draw nearer to him.
As we are increasingly drawn into alignment with Christ, so should our influence see others come
into closer alignment with Christ (himself and his ways).
As leaders our
primary work is to
make disciples.

Leaders Exist So That Their People Might Become All They Are Called To Be

A

s leaders, you and I do not exist for our own benefit. Like Jesus, we exist for other
people’s benefit.

We see this very clearly in the ministry of Paul. Although Paul could be openly critical of
the churches he wrote to and even of fellow Christian apostles, he saw himself and the other
apostles as in existence so that the churches (and all the saints in them) could become all that they
were called to become.
In 1 Corinthians 1‐3, Paul deals with the divisions that existed in that church because of peoples’
loyalties to different leaders, each of whom possessed very different personalities and strengths
(himself, Cephas/Peter, and Apollos—and then there was the supposedly spiritual group who
pledged loyalty only to Jesus). I would encourage you to read these three chapters in order to see
the flow of Paul’s argument.
Firstly, Paul deals with the issue of ownership (1:10‐16). No leader can claim rights to or
ownership of his or her people. They are Christ’s people. The ministry of leaders has been given
solely that the people might grow in Christ.
He then goes on to show that Christians should not define themselves by their loyalties to a given
leader (1:31 “Let him who boasts boast in the Lord”). Why? The background to these words of
Paul’s seems to have been the Corinthian church’s unthinking acceptance of certain aspects of the
surrounding Greek culture. Like many today, the ancient Greeks valued leaders who could speak
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and behave with great sophistication and cleverness, demonstrating their knowledge. Apollos in
particular exemplified this culturally favoured skill (Acts 18:24‐28 illustrates this).
Paul warns against this because human wisdom so often distracts
from divine wisdom. Leaders are human, and as such are not entirely
dependable, especially when people are so easily taken by
appearances. Sometimes a leader appears wonderfully wise but is
foolish, and sometimes a leader can appear pathetically foolish, but is
actually wise. Leaders should not be the first thing on which a
Christian, or community of Christians, depends for their spiritual
strength and growth. Their focus should be Christ, and a good leader
is pointing to Christ.

Christian leaders
are measured, not
by their position or
status, but by their
impact in the lives
of other Christians.

Some favoured Apollos, with his rhetorical skills. Others clearly favoured the outspoken and hot‐
headed Peter, a disciple who had walked personally with Jesus. And others favoured Paul, whose
humility and very lack of sophistication was perhaps winsome to some.
In Paul’s mind this was all irrelevant. What mattered was the benefits received by the Corinthians:
What, after all, is Apollos? And what is Paul? Only servants, through whom you came to believe—as
the Lord has assigned to each his task … So neither he who plants nor he who waters is anything, but
only God, who makes things grow (3:5‐7).
Christian leaders are measured, not by their position or status, but by their impact in the lives of
other Christians (3:10‐17). This should also apply to those situations where we lead non‐
Christians.

Leading by Voluntary Self‐Retrenchment

I

grew up with my parents on the mission field in New Guinea, where missionaries regularly
cited the mantra, “We are here to work ourselves out of a job.” This is an extremely challenging
objective. In 1990, after 20 years among the Yali people, my parents left New Guinea of their own
volition, and returned to the West. This in spite of the fact that the West was now no longer home
to them.
Self‐imposed exile is a heart‐breaking but necessary component of not just discipleship, but all
forms of leadership, including parenthood. Today, I find Yali Christians to be some of the most
dynamic, creative and mature leaders that I have known.
Not many leaders are successful at passing the baton or even delegation. All sorts of reasons get in
the way, ranging from leaders worrying that their people are not
ready to take on responsibility, to a deeper anxiety that by working
Not many leaders
themselves out of a job, they will loose income, long‐term security,
are successful at
status, a sense of significance, etc. This is an uncanny reflection of
passing the baton
Stephen Covey’s theory that defensive and competitive behaviour arises
or even delegation.
out of a false perception of the scarcity of resources.
Each of these excuses is a challenge to some aspect of our faith in Jesus as Lord of his Church.
There comes a point when the maturity of the people for whom we are responsible is the measure
of our leadership.
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Paul’s final words in 3:21‐23 are a shock to the system of the self‐enamoured leader:
So then, no more boasting about men! All things are yours, whether Paul or Apollos or
Cephas or the world or life or death or the present or the future—all are yours, and you are of
Christ, and Christ is of God [italics mine].

The maturity of the
people for whom
we are responsible
is the measure of
our leadership.

Naturally, irrespective of one’s personality or other natural
inclinations, to give of oneself in this manner requires godly character
and, chiefly, humility. For whether I am a pastor, a politician or a
business manager, if I am a Christian, my people are not mine. I am
theirs.

Perhaps these passages can help us understand why discipleship
needs to be understood as central to leadership. A leader of the kind
Paul describes naturally produces leaders in the people he or she influences. They in turn
naturally produce other leaders.
This is discipleship, and good discipleship is leadership.
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Changes Ahead?
by Rev. Caesar K.L. Molebatsi
Caesar Molebatsi is the International Director of the YMCA,serves as Pastor Emeritas of
Ebenezer Evangelical Church and is the former Executive Director of the Youth Alive Ministries

T

here is a palpable expectation in the air that the beginning of the 21st century will usher in
unprecedented changes and readiness on the part of the human race, to embrace all manner of
ideas, lifestyles and challenges. The questions arise, “What kind of leaders will the Church need to
advance Godʹs purposes? Are there any unique challenges and opportunities ahead? Do we have
the giants on whose shoulders the new generation of leaders can stand on to see into the future?”
It is my view that the need of the non‐African international community
of faith, which yearns for fresh spiritual impulses, calls for a new type
of leader to emerge out of Africa. At the same time, the African reality
affords the emerging African leader the opportunity to demonstrate the
power of the Gospel. The yet untapped potential for growth of the
African church leader demands that our current leaders must carefully
consider their role “growing” quality leaders for the new millennium.

What kind of
leaders will the
Church need to
advance Godʹs
purposes?

The call of Scripture in 2 Timothy 2:2 still holds a very significant place in the life of the church.
Every leader is going to have to more than double their efforts at discipling others into the role of
leadership. The challenge to leadership is far more complex, demanding and at the same time
more gratifying than has ever been the case before in the history of the church generally and the
missionary enterprise in particular.
In recent years, much was said about the “Year 2000 Bug” in the computer industry. One hilarious
possibility was medical equipment that mistakenly would interpret double zeros as 1900 instead of
the year 2000, and would have to accelerate the dosage of medication to the patient because it
thinks it’s 100 years behind.
This frantic need to ‘catch up’ will hopefully not characterise the Christian leader on the African
continent, whereby in the pursuit of relevance, we actually abandon the time‐tested doctrines of
the faith. Leaders will need to be anchored to the truth, and engaged in the gear that will bring
them up to speed with the demands of the modern world.

The International Expectations

D

uring this century, the evangelical missionary movement focused on the underdeveloped
countries. This push tended to create a dependency in terms of thinking and theology which
was steeped in traditions that were not sustainable in developing situations. Hospitals were built,
theological institutions were established, leadership patterns and church growth strategies were
developed, based on missiological paradigms foreign to most developing countries.
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The funding, theological reflection and the expected impact of the Gospel, came short and will
continue to come short, as far as meeting the need for leadership and church planting
requirements around the world is concerned. The international community began to look to
African leaders for new perspectives and insights. Leadership from developing continents like
Africa, must rise to the occasion and give meaning to church growth and to the mission of the
church. This is no small task.

The African Backdrop

A

frica has seen the fastest rate of church growth since World War II and has seen many
Christian leaders come to the fore, both in public life (such as Bishop Tutu) and in the church
community; yet the impact of the Gospel and the influence of her church leaders has not been
consistent with that growth. In other words, the Gospel has not impacted public policy nor African
society in such a way that the redemptive purposes of God within the nations, and the
transforming power that comes as a result of the Gospel, has been fully demonstrated.
The news flashes across our television screens, radios, newspapers and magazines, chronicle the
litany of Africa. AIDS, poverty, military coups, violence, disease, corruption and untold misery of
millions of Africans who have become refugees, overshadow the few good news stories that we
find in Africa today.
The emerging leadership will have to have the qualities that will trail‐blaze Godʹs redemptive
purposes, first in Africa, and then in the rest of the world. The foremost challenge therefore, for
any emerging leader in Africa today, must be to demonstrate the reality of the power of the Gospel
in the lives of real people’s real situations. (Luke 4:18) This will show that Jesus’ own self
understanding will have found root in the lives of these leaders. Truly, Jesus will be our mentor.
What are the Biblical requirements for leadership?

Paul’s model

P

aul says, “Do as I do, because in doing what I do, you will be
fulfilling the requirements of the Lord.”

The emerging
leadership will have
to have the qualities
that will trail‐blaze
Godʹs redemptive
purposes.

Powerful Vision: Having a clear vision and purpose and orientation to a clear Christ centred and
directed future. (Phil 3:l0‐14)
Brothers, I do not consider myself yet to have taken hold of it. But one thing I do: Forgetting what is
behind and straining toward what is ahead, I press on toward the goal to win the prize for which God
has called me heavenward in Christ Jesus.
The Pauline model was driven by an incredibly strong vision concerning something yet to be
accomplished in the future. It was a positive future, one that had the possibility of accomplishment
because it has been directed by the Lord Jesus Christ, and executed in obedience to Him as well as
energized by the power of the Holy Spirit.

138

In Ephesians, Paul confesses that the Holy Spirit guarantees this future. Eph 1:14 “who is a deposit
guaranteeing our inheritance until the redemption of those who are God as possessions to the
praise of his glory” (NIV).

Moses as Model
Moses was challenged by his father in law to effectively manage the
task at hand by maximising the participation, and taking advantage of
Jesus and those
the capabilities of the many leaders who were a gift to him from God.
who followed Him
The African idea of the strong leader is someone who controls every
were close in
lifestyle.
decision. Unfortunately, this tendency has crippled and rendered
ineffective the notion of shared, servant leadership in Africa. If we
take Jethroʹs advice to Moses seriously, the new African leader will
have to learn to delegate and empower the disciples that God has entrusted to him.

Jesus’ model
A critical aspect of Africaʹs leadership, both political and otherwise, has been the disparity in
lifestyle, power, and position that separates the leaders corn their followers. This phenomenal
disparity is an indication of the lack of servanthood on the part of leaders. Jesus and those who
followed Him were close in lifestyle: this is demonstrated by Jesusʹ ability to understand the
situation of those He led. The incarnation (Emmanuel) shows the ability of Christ to empathise
with our humanity (in Cor. 5:17ff.) and the ability to be in touch with the feelings of our infirmities.
Heb 4:15: For we have not an high priest which cannot be touched with the feeling of our infirmities; but
was in all points tempted like as we are, yet without sin.
With the woman at the well, Jesus was able to understand the feelings of a bitter heart (John 4).
Africa, in particular, is a bleeding continent. Any serious leadership into the new millennium must
be able to understand how feelings of betrayal, alienation, depersonalization and estrangement,
have warped the outlook of the African population. Lacking this will lead toward the callous and
unhelpful condemnation of the victims of untold human rights violations as well as spiritual
oppression. Leaders become captive to political expediency and economic self‐interest and a
wholesale abandonment of Biblical principles of justice and righteousness.

Walking in the
light, speaking the
truth in love, and
being trustworthy
in everything.

Jesus’ washing of the disciples’ feet shows the humility that has to
characterise the life of a godly leader. The feeding of the 5000 shows the
proximity and understanding that the leader has with the ordinary
needs of people.
The sociological demands of the new millennium require that leaders
must have systems and programmes that are orderly and open to public
view. These then form a basis for accountability.

Achievement will be judged on predetermined goals to which the individuals or communities
involved can give a clear account. To ensure the attainment of these goals, leadership must be
characterised by the following:
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1.

Integrity
This means that the actions of the leaders are consistent with the stated values and objectives
of leaders as espoused and understood in the Scriptures. Integrity also means being faithful
to the radical teaching of Scripture. Too often, in the past, African leaders have not
approached Scripture from the position of those who are powerless, marginalized, and
alienated.

2.

Transparency
This means that walking in the light, speaking the truth in love,
and being trustworthy in everything, becomes the norm in the
life of a leader.

3.

... walking in the
light, speaking the
truth in love, and
being trustworthy
in everything ...

Consistency
This means that leaders are seen to condemn or to affirm without fear or favour of the rich
and powerful. It has become fashionable in Africa to be “politically correct” and to speak
accordingly. This has often led to compromising and lacking the critical distance that is
required for Christian leaders to maintain a clear and strong prophetic ministry in Africa.

4.

True Partnership
Epaphroditus and the Apostle Paul had a relationship that reflected true and effective
partnership in three ways. “But I think it is necessary to send back to you Epaphroditus, my
brother, fellow worker and fellow soldier, who is also your messenger, whom you sent to
take care of my needs” (Phil 2:25).
Their relationship was based on:
•

Mutuality (Brotherhood)
Paul recognises that Epaphroditus was his brother: they
were inextricably intertwined. This realisation forced them
to seek a solution to any difference that might exist between
them. Mutuality accepts the notion that we can learn from
each other and affirm one another. We are mutually
benefia1 to one another. We accept that what we do will
have a direct effect upon the well being of those with
whom we are partners in the Gospel.

•

Mutuality accepts
the notion that we
can learn from
each other and
affirm one another.

Accountability to colleagues
This speaks of accountability because if we are to be effective “fellow workers” we
must have our activities coordinated in such a way that they compliment each other.
This implies vision, planning and implementation mutually agreed upon. The
challenge to the African leadership in the new millennium is to rise to the level of
responsibility that makes relevant inputs into the world‐wide thinking and strategizing
for the accomplishment of the Great Commission: to be “world Christians”.
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•

Fellow Soldier (Availability)
As a South African, the notion of a soldier was at first very difficult to understand. In a
war, a soldier is expected to keep his/her post. To abandon that post is punishable by
death. Being a fellow soldier requires faithfulness and “being there”, even at the height
of conflict, willing to take attacks, that you can “count on me”. The future of African
leadership is not about lip service or public relations, but it is about being strong when
it counts.

•

Commitment to the Local Church
Belief in the local church will lead to a commitment to the body of Christ. His local
congregation will keep the leader rooted and relevant because they will have the
opportunity to observe his life and interact at a practical, as opposed to theoretical,
level with the life of a leader.

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 9, Number 1 ‐ 1st Quarter 1999)
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Servant Leadership
by Dr Stephen Talitwala
Stephen Talitwala is Vice‐Chancellor Emeritus of Daystar University, Nairobi

What kind of a Leader was King David?
“Then three of the thirty chief men went down and came to David in the harvest time to the cave of
Adullam, while the troop of the Philistines...was then in Bethlehem.
”And David bad a craving and said, ‘Oh that someone would give me water to drink from the well of
Bethlehem which is by the gate!’ So the three mighty men broke through the
camp of the Philistines, and drew water from the well of
Pastors and bishops
Bethlehem which was by the gate, and took it and brought it to
often abuse their
David.
power with total
”Nevertheless he would not drink it, but poured it out to the Lord,
disregard for the
and he said. ‘Be it far from me, 0 Lord, that I should do this. Shall I
needs of the people.
drink the blood of the men who went in jeopardy of their lives?’
Therefore he would not drink it.” (II Sam. 23:13‐17)

D

avid did not take the devotion of his three mighty men for granted; he greatly valued their
lives. He could not quench his thirst with the sweet water for which his men had risked
human life. His response was to worship the Lord with the water.
Sadly, it seems that many leaders in Africa drink the blood of their people (figuratively speaking)
without a second thought. It is not just political leaders who show a lack of love and concern for
the people they lead. The ordained servants of the church do it too! The educated, the elite, and the
elected abuse those they lead. Pastors and bishops often abuse their power with total disregard for
the needs of the people.
Two thousand years ago, our Lord Jesus Christ said to his disciples, “The rulers of the Gentiles
lord it over them and their high officials exercise authority over them. Not so with you. Instead,
whoever wants to become great among you must be your servant, and whoever wants to be first
must be your slave ‐ just as the Son of Man did not come to be served but to serve and to give his
life as a ransom for many. “ (Matt. 20:25.28).
What the church needs are men and women who will be servant leaders.
I would like to use the life of King David to illustrate various aspects of servant leadership. His life
presents many challenges to church leaders in Africa today. Consider these four characteristics of a
servant leader:
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1.

A Servant Leader has a Heart for God
King David came from very humble beginnings. He was a forgotten child, the last of eight
brothers, and had been assigned the humble duty of tending his fatherʹs sheep. His anointing
by Samuel as the future King of Israel surprised even his father Jesse. Samuel had to force
Jesse to call David to come to the sacrifice. The Lord had warned Samuel not to consider
appearances only, for God looks at the heart.
David’s heart was right with God, and as we read in 1 Samuel 16:13, “from that day on the
Spirit of the Lord came upon David in power” after Samuel anointed him. David”s first state
assignment was to carry King Saul’s armour and play the harp when the king was under the
attack of an evil spirit. David’s presence always caused the evil spirit to lose its power over
Saul. The first quality a Christian leader needs is to be filled with the Spirit of God.

A heart for God
brings humility
and repentance.

A heart for God brings humility and repentance. David’s taking
of Bathsheba for his eighth wife and the murder of her husband
probably depicts David at his lowest point in his spiritual life. But
after reading Psalms 51, it is easy to understand why Nathan could
say in II Samuel 12:14, “The Lord has taken away your sin ,,,:
David genuinely, openly repented.

The primary thing a church leader needs is a heart which is right with God. An effective
church leader must be a mature Christian who is established in his or her faith. Such a leader
has a reputation for integrity, though deeply aware of his or her own weaknesses.
Furthermore, he needs to have emotional resilience which will help the leader to humbly,
with Godʹs help, accept the criticism and overcome the human failures that the leader will
face from rime to time.

2.

A Servant Leader Must Have Wisdom
Church leaders also need to have a command of basic facts, possess relevant knowledge and
be able to analyze problems so as to make decisions that bring glory to God.
David was a born tactician. The way he handled Goliath (I Sam. 12) illustrates this. Though
be was young, he was angry with Goliath for defying the armies of the
living God. David’s other, Eliab, tried very hard to discourage
Make decisions
him with abusive and belittling language, but David just
that bring glory
disregarded him. David was also discouraged by King Saul but
to God.
replied that he would kill Goliath just like be had killed a lion and
a bear. David courteously refused King Saulʹs heavy coat of
armour since he was not used to it and preferred his primitive weapon, a sling and stone, to
fight Goliath. David was able to gather all the facts, analyze the data available and organise
his forces to meet the challenge.
David was also a very effective administrator. When he became King of both Israel and
Judah, his first act was to attack and conquer Jerusalem. He then went on to defeat all the
enemies of Israel. David set up an effective government to run the country. His cabinet was
composed of the effective, capable men. In I Chronicles 18:14‐17, it records that David
“reigned over all Israel, doing what was just and right for all people.”
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King David not only provided an efficient government. He went on to strengthen the
spiritual life of the nation. David organized to bring the Ark of the Covenant into Jerusalem
(II Sam. 6). Though God refused to allow David to build the temple. David started to prepare
by collecting building materials and bought the site where the temple would be built by his
son Solomon. David established the temple administrative system and set up the temple
music school. He personally composed some of the songs that were sung by the temple
choirs.
As David illustrates, having a title (like King) does not mean a refusal to work hard in
serving the people. Gifts of organization and wise planning are valuable tools with which the
leader can save others.

3.

A Servant Leader Has Respect For Others
Church leaders should develop social skills and a sensitivity to others. Alongside these, they
need to be mentally alert to changes and be creative in the way they react to the changes
around them.
David’s first activity after he became king was to give to the people a symbol of unity:
a capital city. They went out to take Jerusalem from the
Jebusites (I Sam. 5:6‐16) and established a new capital which all
Church leaders
the Israelites felt they owned. King David moved his
should develop
government to the new capital and thus became in every way
social
skills and a
the leader of all the Israelites. In Jerusalem, no Israelites were
sensitivity to
foreigners and strangers, nor excluded because of former
others.
allegiances. They became fellow citizens who shared common
victories, responsibilities, trials, and opportunities. Jerusalem
became a focus of the united kingdom of Israel.
David deeply believed that authority ultimately has to be earned. After the death of King
Saul, David was appointed King of Judah. It took another seven years and six months for
him to win the confidence of the other eleven tribes of Israel. David wisely and patiently
waited for the elders of Israel to come and invite him to be their King (II Sam. 5:3). He did
not demand total power. David made wise decisions, which ultimately benefited the people.
Truly, he reigned over Israel, doing what was right for ALL the people.
Perhaps the clearest mark of a servant leader is his attitude toward others. Does he seek
ways to help them develop their ministries? Does he prefer others before himself?
(Phil. 2: l‐8). Like Jesus, the servant leader willingly picks up the towel to wash the feet of
others (Jn. 13:1‐15; Mark 10:45).
Even when the leader must correct a brother, his goal is to serve the other for his good
(II Tim. 2:24‐26).

4.

A Servant Leader Must Be Teachable
Church leaders need to develop balanced learning habits if they are to lead the church into
the next century.
David was a simple shepherd boy when Samuel anointed him the future King of Israel.
When David took food supplies to his three brothers who were at the war front with King
Saul, his elder brother addressed him in a very demeaning way: “Why have you come down
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here? And with whom did you leave those few sheep in the desert?” But David was more
than a shepherd.
He was a quick learner! He defeated Goliath who had defied the entire Israel army for
40 days. David went on to learn more skills and tactics and earned a high rank in the army.
He became well known and loved by the soldiers and the Israelites (I Sam. 18:6). David also
learned quickly how to turn the band of 400 discontented and distressed men into an
effective fighting force (I Sam. 22:2).
He learned all this on the job. David was a self‐taught, lifelong learner. Had he lived in our
time, he probably would have read many books and attended many seminars, learned from
many older mentors, wherever possible.
So church leaders need to develop a teachable spirit that will make them effective in our
increasingly technological world. Church leaders need to be aware of and sensitive to
societyʹs fast changes and adapt to methods that will keep the church reaching out to those
who are lost.
On the contrary, a leader is not serving his church if he closes his mind to learning from
others, even those who are younger than he is.

Our Challenge: To Serve Others as Christ Served the Church

I

n conclusion, there are two opportunities for strong new servant‐leadership in East Africa.

The first opportunity comes during times of change of leadership in denominations and
congregations. The church is often riddled with problems during leadership changes. The
election of bishops in most churches is a carnal process that creates divisions, misunderstandings,
ethnic rivalry and many evils. A new kind of servant leadership can turn transition times into
joyful occasions ‐ but only if the leaders are willing to put the good of
others before their own.
A leader is not
serving his church if
The second opportunity is in he area of interpersonal relationships.
he closes his mind
Church leaders can show the same spiritual maturity as David in how
to learning from
they handle those that dislike them and how they deal with their own
others, even those
sins. They can accept their failures and be willing to change. They can
who are younger
work to earn the trust of those they lead, including those who might
have voted against them when they were being elected.
Yes, opportunities for leaders to serve are everywhere. People are the opportunities! God, give to
the Church in Africa more servant leaders like David!

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 4, Number 4 ‐ 4th Quarter 1994)
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Friendship and Intimacy in Leadership
By Jonathan Wilson
Jonathan Wilson is the Director of the Africa Leadership Development Institute, a division of AE.
First published in ALDI’s Leadership Letter. Reproduced by permission.

O

ne of the worst diseases plaguing leaders of all types today is loneliness. The gurus often tell
us that loneliness is a sad but noble fact of leadership, and the further up the ladder you go,
the more intense it will become.
This is a sociological truth, but it is not good advice. A leader who
does not cultivate healthy relationships on his or her team will
realise only a stunted performance in their and their team’s work.
More particularly, a leader needs a good team of lieutenants; men
and women of skill and diverse insight, but who are also comrades
and friends. Yes, leaders need friends.

Jesus used the
language of friendship
when describing how
he wanted his team of
disciples (and future
disciples) to work
together.

Friendship and Effective Team Work

A

team has no reason to exist except there is a task to complete, and a task can never be
completed well without a team to complete it. This is a basic fact of organisational life and it
is certainly no less true of the Church. In the Church such teams are to be rooted in friendship.
And for Christians in a secular work setting, the same principles must permeate our efforts to lead
and work in teams.
Jesus used the language of friendship when describing how he wanted his team of disciples (and
future disciples) to work together. They are “friends” because they have joined his team, whose
task is to “obey my Father [and] do what I command” (John 15:10,14). The team that accomplishes
this task is to be characterised by the willingness of each disciple to “lay down his life for his
friends” (v.13).
Pat MacMillan, a leadership and organisational consultant, has often said that the greater the
diversity of a team, the higher its collective IQ. For example, people often tell me that I’m a good
thinker. Maybe I am, maybe I’m not, but I do know there isn’t a thought I’ve had that hasn’t been
improved upon by another person or group—even by another person who is not regarded as a
“good” thinker, or an expert in that particular area of discussion!
However, a diverse team is also more prone to experience conflict. Most leaders I’ve worked with
loathe conflict. The short term trade‐off to avoid conflict is therefore to reduce the diversity of
one’s team by retaining or hiring like‐minded individuals and firing the different‐minded
(sometimes leaders or other team members will, unconsciously, make life miserable for them until
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they leave). This reduces the collective intelligence and wisdom of the team and severely limits its
creative (and spiritual) ability to deal with challenges and opportunities.
The long‐term solution is to learn to manage conflict creatively and constructively so that a team’s
relationships deepen and its work attains an excellence that would be impossible without that
effective blend of friendship and diversity (it is important to stress that vision, character,
knowledge and skill are still essential components that should decide whether or not a person
joins or remains on a team).

Friendship lies at
the heart of all
effective team
work.

Although it is often not the case, churches should be a prime example to
the business world of how unity and synergy emerge in the context of
diversity. Paul constantly emphasised the importance of unity in Christ,
pointing out that diverse and unruly former enemies were now reconciled
and co‐workers for God (Ephesians 2). He saw it as an astonishing
miracle that boggles the minds of the supernatural enemies of God who
look on (3:10).

Paul used the language of the body to describe the way in which diverse members of a team (who
are, incidentally, undeserved members) honour each other in spite of the difficulty each has in
recognising the virtues of the other (1 Corinthians 12:12‐26).
A Christian leader once remarked to me that, “team members do not have to be friends in order to
be effective team mates”. Scripture shows us that friendship, as understood on its terms, lies at the
heart of all effective team work. However, it cannot, and should not, be the primary goal of a
team’s existence. The primary goal is its task. But friendship should be a clear by‐product of a
team’s development.
Such friendship begins, however, not with love, but (we mustn’t confuse this love with our
society’s fuzzy and romantic understanding of love). Friendship is not about who you take an
instant liking to, or who has taken an instant liking to you. Friendship is about who you have
come to love and respect, despite their strangeness or difference to you. This comes through
developing shared vision followed by the experiences undergone to achieve that vision.
Recently I had the privilege of speaking at the marriage ceremony of
some close friends. I encouraged them to recognise that, although they
were marrying because they love one another, the truth is, neither yet
fully knows what love is, certainly not at that level of relationship—
because they haven’t been there yet. Rather, by making their marriage
vows, they are committing to discover what love is. Friendship in team
work is similar. You do not have to be friends already to join a team.
Friendship is not necessarily a foundation on which to begin teamwork,
but if it is not a result along the way, then that team has a problem. A
team whose members are not committed to one another is doomed to
mediocrity, if not failure.

Such friendship
begins with a
commitment to
love—to respect,
value and assist
one’s team
members.

I met one of my best friends while working on a team. I was the team leader, he was a team
member. We did not take an instant liking to each other. In fact, we tended to annoy each other.
We both had clear opinions about how things should be done, and often those opinions clashed.
One day, some weeks after this project was finished, Lam and I sat together and discussed our
experiences as a team. We soon discovered that, despite our different ways of thinking and
processing, we shared many similar convictions and passions. Our respective evaluations of our
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previous project were also very similar. This led to a fast friendship and further work together that
was highly synergistic.

Intimacy in Friendship

I

ntimacy is a necessary accompaniment of friendship. The qualities of love are useless and
cannot be experienced except that we deliberately enter into intimate and vulnerable
relationships with both other believers and unbelievers. This is one of the most challenging
aspects of Christian leadership. We are not to lead at an arms length from people. That is a
corrolary of relating at an arms length to God. Both are false religion.
The further apart we are from one another, emotionally and
The further apart we
spiritually, the harder it is to understand, respect and submit to each
are from one another,
other. It also prevents us from effectively modelling leadership and
emotionally and
mentoring younger leaders. This does not mean, as leaders, that we
spiritually, the harder
are intimately vulnerable with every passing person. Jesus’ own
it is to understand,
example is very clear: he shared a deep emotional intimacy with one
respect and submit to
or two disciples such as John (“the one Jesus loved”—John 20:2. See
each other.
also a startling picture of their intimacy in John 13:23 where it says,
in the Greek, “the one whom Jesus loved reclined against his
chest”). He was very open and vulnerable before the twelve and perhaps the seventy. And with
the crowds he was less vulnerable but still very real and honest about life in all its subtleties and
complexities.
These concentric circles of relationship that move from deep vulnerability and intimacy to open
honesty and friendliness are to be reflected in the lives of Jesus’ followers. It is in these various
sets of relationship that love is known and given in ways the world cannot fathom.
This is critical for leaders of large organisations. If they are in healthy relationships (biblical
friendships) with their lieutenants, and their lieutenants are in healthy relationships with their
respective teams, and so on, their organisation is likely to operate as an effective team (Steve
Sample calls these “people chains”). In this model, as you can see, it is not necessary for the top
leader to intimately know all his or her organisational members.
Today there are many kinds of training, some very good, that equip us to
be more skilled at discovering and understanding one another. Training is
To love others
available in conflict transformation, cross‐cultural understanding and
does not come
communication, shared visioning, history sharing, listening skills and more
naturally. We
(our own Ascent course provides much of this). All are very useful and
have to learn
should be sought after. Nothing, however, can replace spiritual love. To
to love.
love others does not come naturally. Even those we fall in love with
romantically can soon become the greatest relational challenge we have
known, because they are so fundamentally different to us. If we are to stay together, we soon have
to start letting go of certain personal likes and expectations, and discover how to meets needs we
ourselves don’t prioritise. We have to learn to love.
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Friendship and a Leader’s Health

F

inally, friendship is essential to the personal health of a leader. I have worked in isolation as a
leader and have found that it contributes to narrow thinking, rationalisation of selfish choices
and spiritual dryness. Furthermore, it renders me vulnerable to depression, shame, doubt and
other detrimental thought patterns that can lead to destructive decisions.
A leader’s friendships (both on and off team) are a critical source of accountability and support. I
have also been blessed with an inner circle of friends who see into my life: friends who have
listened to my confessions and friends who, after the model of Jesus, have empowered me to grow
as a leader.
The ultimate expression of friendship, as Jesus said, is to lay down
one’s life for one’s friends. I had a humbling experience of this in 1997,
when I was on a trip to West New Guinea, to the Yali tribe that I had
grown up in. I was on a preaching tour with two Yali men who walked
with me unfailingly through physical hardships (torturous jungle trails
in an extremely mountainous region) and spiritual (depression in
particular). On one occasion I had injured my knee and was struggling
to negotiate a treacherous crossing of a cliff‐face in a deep ravine. Hohobo, my one companion,
worked himself across and then turned and hauled me to safer ground. As I found my footing he
smiled at me and said, matter‐of‐factly, “Don’t worry, my friend! If you had fallen, I’d have made
sure I’d have gone with you.” We were weeks in any direction from civilisation, but I was not
alone.
Friendship is
essential to the
personal health of
a leader.

As leaders we need friends. The only way to get them is to make them, and the only way to make
them is to lead as a friend.
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Proven Character: Prelude to Position
by Rev. David W. Hegg
David Hegg is the pastor of the Corona Evangelical Free Church, in Corona, California, USA

It has been said that “Everything stands or falls on leadership.” If this is true, then the task
of selecting and establishing leadership in the church has tremendous importance.

T

his may take the form of recruiting people to serve in a wide variety of roles in the church.
From staffing various ministries, to raising up Elders, the pastor (or pastoral team) spends a
great deal of time and energy recruiting people, and placing
them into positions to which at least some leadership authority is
The most efficient
attached.
way to accomplish
Godʹs work Godʹs
At its essence, leadership is influence. When you entrust people
way is to select
with 1eadership authority you also assume that their influence will
train, and unleash
have a positive effect on those around them, and on the whole
godly leaders.
church or ministry. This task of putting people into positions of
influence lies very close to the centre of pastoral oversight.
Energy and wisdom invested in the process will yield great rewards. This is true for at least two
reasons:
1.

Organizations tend to take on the personality of their leaders
Nowhere should this axiom be more evident than the church. The New Testament clearly
shows that leaders are to be known for their faithfulness – faithful in areas of truth,
character, and deed. Consequently, maturing godly leadership, by exhibiting the gifts and
graces of Christ creates an environment which fosters spiritual growth in their followers.
Conversely, poor leaders tend to create confusion and promote compromise which in turn,
promotes spiritual complacency and stagnation. To have faithful, spiritually‐minded churches,
we must first have faithful, spiritually minded leaders.

2.

The answer to many organizational problems is the right person in the right place
We have all experienced the joy of handing a project or idea to the right person and then
watching as he or she took it further and made it better than we ever imagined. We have also
watched the havoc created by a person who was not mature enough to accomplish the task.
The most efficient way to accomplish Godʹs work Godʹs way is to select train, and unleash godly
leaders.
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The Starting Line

W

hile this selection process certainly presents many challenges, perhaps none is bigger than
the initial question: How do we determine those in whom we will invest leadership authority?
More specifically, what is the first element in determining fitness for spiritual leadership in the
church? Is it talent? Personality? Career success? Is it knowledge of the Bible? Ministerial
giftedness?
While pragmatic approaches to church life offer differing opinions, the Bible is quite clear.
Assuming that the individuals are indeed born‐again, the visible display of consistent Christian
character is the first prerequisite to spiritual leadership.
Paul, in writing to Timothy about leadership in the churches stressed the priority of visible
Christian character. He insisted that those chosen as elders should not
be new converts lest they “become conceited and fall into the
The visible display
condemnation incurred by the devil” (1 Tim. 3:6). He went on to insist
of consistent
that
deacons must “first be tested; then let them serve as deacons if
Christian character
they are beyond reproach” (1 Tim. 3:10). The pressures which
is the first
accompany leadership put stresses on the life which can only be
prerequisite to
adequately
handled by those who are spiritually mature, and have
spiritual leadership.
demonstrated under testing, that their character is above reproach.
For this reason Paul commanded church leaders not to “lay hands upon anyone hastily” (1 Tim.
5:22) lest they share responsibility for the sinful situations which naturally arise when a personʹs
character is unable to bear the weight of responsibility. Certainly the Apostle understood this
when they gave the standards for choosing assistants in Acts 6:3, “But select from among you,
brethren, seven men of good reputation, full of the Spirit and of wisdom ...” While these texts
speak directly to recognized offices in the Church, they demonstrate the general principle for all
ministry: proven character must precede position. Paul summarizes it beautifully in his instructions to
Timothy in 2 Timothy 2:2: “And the things which you have heard from me in the presence of many
witnesses, these entrust to faithful men who will be able to teach others also” (emphasis added).
It is very important to note that Paul’s exhortation was to find men who were primarily faithful.
How often have we as church leaders been faced with this type of
decision? We have one position to fill and two candidates: One is
We all too often
very able‐ talented, skillful, energetic ‐ yet is either untested, or has
choose those who
evidenced weaknesses in some areas of character. The other has a
are “able” and end
heart for God, has shown himself to be faithful over time, yet isn’t as
up wishing we had
talented or skillful. We begin to play the risks against the advantages,
chosen the one who
more often than not underestimating the importance of character. We
was faithful.
begin to dream about just how far and how fast the talented
individual can take us as a church. We may even convince ourselves
that knowing his flaws will enable us to protect against them. But this is a mistake. We all too often
choose those who are “able” and end up wishing we had chosen the one who was faithful.

Discerning Character

C

hristian character may be loosely defined as those traits and attitudes which the Spirit of God
produces in the life of the believer. To the extent that the spirit is unencumbered by sin and
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the individual pursues Christ (through the Word, prayer, the Lord’s Supper, and other spiritual
disciplines) these “fruits” of godliness mature and become recognizable.
For example, take patience which in many ways is the opposite of anger. In the life of the maturing
Christian, patience should increasingly be replacing anger. Conversely, a life in which anger is
conspicuously present testifies to a lack of spiritual discipline and quenches the Spirit.
So, how do you determine just how much character is needed for
How do you
leadership? Is anger now and then allowable? Is arrogance allowable in
determine just how
small amounts? Is perfection the only standard? In answer I purpose
much character is
this single, broad question: Does the individual exhibit a conspicuous
needed for
deficiency in areas of Christian character? This is not a hard question to
leadership?
answer if you are honest. It does, however, necessitate getting to know
the individual over time. If you determine to carefully observe the life
of a potential leader, over time their true character will be clearly seen. Unfortunately, pastoral
leaders often do not observe the lives of individuals with discernment. They may never ask or
answer the tough questions about their character of life before investing them with leadership
authority and influence.

The Peril of Pragmatism

W

hy is it that church leaders are often tempted to overlook questions of character when filling
positions of leadership? There are many reasons, and taken together they portray a modern
church that has left the biblical foundation of ministry. When we fail to see character as a priority
for leadership, we evidence the extent to which we have been infected by the world and its
willingness to compromise in order to gain success.
1.

The modern churchʹs desire for instant excellence leads it to value expertise and efficiency
over proven character
The mistake being made today is in thinking that God’s blessings come by manʹs ability.
Many church leaders have adopted the idea that it is management skill, organizational
vision, music style, or some other popular growth mechanism which is really the “engine” of
church success. And sadly, too many pastors have decided to try one or more of these
shortcuts. But the truth is that this is still Christʹs church, and He has
said emphatically that He would build it. And true blessing in
“It is not great
ministry has always been connected to righteousness and a passion to
gifts that God
let God work through the efforts of the faithful. McCheynneʹs
blesses, as it is
exhortation
desperately needs to become an abiding truth in our
great likeness to
ministry philosophy: “It is not great gifts that God blesses, as it is great
Christ.”
likeness to Christ.”

2.

The modern church so desperately wants to be accepted by society that it has changed its
standards for leadership to match what impresses that society
In many urban centres around the world, the elements of church life have become “big
business”. The church has entered the market place with a vengeance, seeking to compete for
the publicʹs time and money. We want to be taken seriously as effective, efficiently run
organizations with much to offer the “church shopper”. And our desire to impress the public
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has led us to make ability rather than character the essential prerequisite for leadership.
Tragically, the principle that character precedes position is often only rediscovered as part of
the clean‐up, when lives without integrity crumble under the weight of temptation.
3.

The modern re‐discovery of the Priesthood of all believers has led many churches to place a
higher priority on individual involvement than on individual holiness.
One of the themes in church literature today is “turning the
ministry over to the people”. This re‐discovery of the Reformation
distinctive of the Priesthood of all believers is a welcome return to
biblical church life. Peter instructs each believer that “as each one
has received a special gift, employ it in serving one another, as
good stewards of the manifold grace of God” (1 Pet. 4:10). That all
believers are to function in ministry is the clear teaching of the
Scripture.

Some pastors get
people involved in
ministry positions
long before they
have given
consistent evidence
of their Christian
character.

It is also recognized by church growth experts that churches
which have higher percentages of people involved in ministry activities actually grow faster
and larger than those with relatively low participation levels. Unfortunately, in a desire to
“grow the church” some pastors have designed programs which get people involved in
ministry positions long before they have given consistent evidence of their Christian
character. By making “involvement” the goal, many churches unwittingly put immature
believers (or even unbelievers) into positions which give them a false confidence that they
are spiritually sound. The end result is a watering down of the true work of the church – the
spiritual appraisal, care, and feeding of souls – in an attempt to increase the number of
attenders.
4.

In larger churches, the sheer number of positions needing to be filled can drive us to fill them
with those who are willing, regardless of their faithfulness.
Somewhere the church bought the myth that programmes are the primary purpose for its
existence. I am amazed at how programmes become divine, untouchable little “kingdoms”
whose continued existence is equated with the presence of God in the church. All too often
these programmes, driven by personal agenda and power, grow beyond the number of
available, faithful leaders.
Unfortunately, no one seems to notice this, and the ongoing purpose of the programme
becomes filling the leadership positions. Soon, the church may have several people who,
while zealous and willing, are unfit for the leadership role they have been given.
Even in programmes whose usefulness to the Body is unquestioned the pressure to fill the
positions can undermine our determination to insist on spiritual character. Unfortunately,
this is especially true in Childrenʹsʹ Ministries. The overwhelming need to staff Sunday
School and other programmes makes it easy to accept volunteers whose only qualification
may be willingness. But should not those who teach our children, and stand as models of
authentic Christianity, be strong examples of Christian maturity? The situation in many
churches will not be remedied quickly. The only answer is a philosophy of ministry that is
committed to developing the biblical traits of authentic Christian character.
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The Plight of the Individual

W

hile the damage inflicted on the church as a result of unqualified leadership is often more
apparent, letʹs first look at what is not so readily seen: the personal consequences suffered
by the individual who is put into leadership without sufficient maturity to support it.

Most of our
problems come
from having the
wrong person in a
place of leadership
or influence.

If it is true that “the key to most managerial problems is the right
person in the right place”, then the opposite is also true: most of our
problems come from having the wrong person in a place of leadership
or influence. The gravest problems we face as pastors involve people who,
though spiritually immature and visibly inconsistent in character, are given
positions of leadership and influence. While challenge and adversity tend to
strengthen the faithful, they only enhance the weaknesses of the
spiritually immature.

Placing a person into a position of influence before they have demonstrated consistent Christian
character is a mistake for which there is no excuse. The Scripture is clear about the probability that
such a move will only bring disaster. Consider four reasons:

1.

The pride which so often accompanies position is a difficult temptation to resist, even to the
mature believer. In the immature it can be disastrous.
Paul was very clear that the office of Eldership was not to be given to those who were new
converts lest they “become conceited and fall into the condemnation incurred by the devil”
(1 Tim. 3:6). It is interesting to watch how position affects the mature and the immature. The
immature usually assume their fitness for the position, overestimating their ability and
underestimating the challenge. This pride hastens their undoing. To the mature, the
expectations of the position often overwhelm their sense of fitness, and cause them to
depend more fully on Christ. This sincere dependence becomes the foundation for successful
leadership and ministry.

2.

Leadership brings with it a greater level of expectation and accountability which can
overwhelm those with inconsistent character.
Jesus said “And from everyone who has been given much shall much be required; and to
whom they entrusted much, of him they will ask all the more” (Lk. 12:48). In the same way,
James reminded his readers of the stricter standards which are applied to those who occupy
a teaching position (James 3:l). Practically speaking, anyone who has ever been in a position
of leadership knows that the expectations are high.
Weaknesses are exposed and criticism is frequent, which is
difficult even for the mature Christian to handle with grace and
humility. All too often, those who face the battle of personal
criticism without having a solid foundation of Christian character
develop deep‐seated roots of bitterness, anger, and even
vengeance. James warns that trials bring out an individualʹs true
character, and in some cases, that character is found to be
lacking.
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“And from
everyone who has
been given much
shall much be
required.”

3.

Character deficiency is the external evidence of an individual’s lack of Biblical knowledge
and personal application of Biblical truth.
Christian character is the product of biblical truth understood and driven into the heart.
James states that those who exhibit bitter jealousy and selfish ambition have, in their
arrogance, “lied against the truth” (James 3:14). He goes on to describe the “wisdom” which
is of heavenly origin in terms of the character it produces in people (3:17,18). This “wisdom”
is characterized throughout the Bible as the truth which God
has declared and revealed. One dramatic example is found in
When challenges
the Proverbs 1‐7. Here, over and over, the father instructs his
arise and decisions
son to fear the Lord, and not despise knowledge. In Prov. 2:1‐6
need to be made, no
the son is instructed to seek diligently for “wisdom” which is
amount of personal
also described as the “fear of the Lord” and “the knowledge of
insight
or energy can
God”. Why? Because it is undeniable that the truths which are
make up for not
driven deeply into the soul become the foundation of character.
knowing scripture.
“As he thinks within himself, so is he” is the writerʹs
description of the selfish man (Prov. 23:6,7). Jesus taught this
principle as well. In Mt 15:17‐20 he boldly challenges the Phariseesʹ understanding of
defilement by stating that it is the internal values of the heart which produce an unclean
man. Thus, where there is inconsistency there is a corresponding lack of biblical
understanding and application.
It is unfortunate when a leader is deficient in the knowledge and application of biblical truth.
But what may be even worse is that this lack will demonstrate itself in an inability to bring
the truth of God’s Word to bear on the decisions and, problems invoked in ministry. The
problem compounds itself. When challenges arise and decisions need to be made, no amount
of personal insight or energy can make up for not knowing scripture.

The Cost of Pastoral Leadership

A

s pastors, the health of the church is seldom far from our minds. There are always areas of
concern which drive us to pray more deeply, and implore the Lord for wisdom. If asked,
most pastors would say that their most constant source of discouragement are people who, while
having influence and position, lack consistent maturing Christian graces.
What can be done? Indeed, what must be done? The elements and sequence of the work of
Scripture given in 2 Timothy 3: 16, so useful in setting an order for doing the Gospel ministry,
point the way for us in this area as well. What follows is a general prescription for putting the
exhortations of this article into action:
•

Teaching
Dedicate sufficient time and energy to measure the teaching of this article by the truth of
scripture. Compare with other passages such as Mt. 5‐7; John 15; Romans 8, 12‐15:6; Gal. 5;
Eph. 4‐6:9; Phil. 1:27‐2:4; Col. 3‐4:6; 1 Tim. 3; James 1; 3:13‐18; Titus 1:5‐9; 2‐3; 1 Pet 1:13‐3:15;
5:1‐11; and 2 Tim. 2. Pound the truth of the Word deeply down into your heart and mind,
and fortify your conviction that character must precede position.
Discuss with your fellow leaders the results of your study, taking whatever time necessary to
create uniformity of purpose in this area. Then dedicate yourselves to the necessity of re‐
affirming the priority of character over talent and/or willingness. Make this reaffirmation a
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constant, non‐negotiable, and intentional lens through which you view the selection of
leaders. Make it foundational in your view of church life and leadership.
•

Reproof
There is a dangerous side to adopting what I have been saying. It is the rare church that is
not hobbled by unqualified people who occupy positions of leadership. Perhaps your study
with the other Elders will bring to light what some of them already knew: that some among
your number ought not to be Elders, and that some other leaders in the church are, in reality;
unqualified. Here is where our character as pastors will be tested.
While the decision may be easy, implementation will be very
It is the rare church
difficult. For reasons listed above, confronting and correcting
that is not hobbled by
those who lack Christian character almost always escalates
unqualified people
into anger and conflict. The twin terrors of pragmatism and
who occupy positions
compromise will tempt you to postpone, or even overlook,
of leadership.
the need to shepherd those allotted to your care as those
who will give an account. Whether the need is removal
from position, or just spiritual pruning, action must be taken, prayer, wise counsel, a
gracious spirit, careful study and meditation on relevant passages of scripture, common
sense, and most of all, a love for the testimony of Christ and the individual, are our
guidelines in this. Use them. Do what is necessary; do it gently (2 Tim. 2:25) and
courageously, but do it. Our pastoral duty is one of bringing the truth of Godʹs Word to bear
on the situations and problems of life, and we must be faithful, especially in the area of
safeguarding the integrity of spiritual leadership in the church.

•

Correction
If, when confronted, an individual in leadership responds from a heart prepared and broken
by God, your task will become one of joy rather than sorrow. As David’s response to Nathan
proved to be turning point in the kingʹs life, your gentle confrontation with truth may
become the foundation of real discipleship. It may well be that your insight into an
individual’s life corresponds with the Spiritʹs plow, and the result is a field prepared to
welcome your words. In such cases, realistic appraisal, confession, repentance, and a
renewed desire for Christ will be evident paving the way for spiritual growth and increased
usefulness.
The individual’s response to correction will, in great degree,
determine future action. A response of agreement and
repentance presents an opportunity for spiritual correction
and growth. On the other hand, where correction is met with
anger, bitterness, and a divisive spirit, the issue is decided.
Removal, and perhaps discipline, becomes necessary.

•

The individual’s
response to correction
will, in great degree,
determine future
action.

Training In Righteousness
As part of your personal mission as pastor, you must dedicate yourself to a character
producing ministry. Your life must model it, and your programmes must aim at it. If
“everything rises and falls on leadership” you must be the captain of character, both
personally and in your church. By so doing you will both increase the spiritual effectiveness
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of your ministry, and reduce the spiritual slowdown stemming from those who, while
having conspicuous deficiencies in character, occupy positions of leadership and influence.

A Final Thought

I

challenge you to rethink the purpose of the church along the lines of producing Christian
character. It must not be that numbers of people or activities become the standards by which we
measure the success of our ministries. Rather, we must strive to teach and demonstrate Godly
character.

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 8, Number 1 ‐ 1st Quarter 1998)
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Preparing Tomorrow's Leaders Today
by Francis Nkrumah
Francis Nkrumah was serving as Africa Director for Emerging Young Leaders when he died in a plane crash
in Cote DʹIvoire several years ago

If a child knows how to wash his/her hands, he/she knows how to eat with adults.

M

y late stepmother, Madam Mary Botise Nkrumah used that proverb often. The words
echoed in our ears daily as she constantly reminded us, her stepchildren that a child must
learn to wash his hands before he or she can be allowed to eat with adults. In essence, she was
challenging us to learn to grow and be responsible for our actions before adults would involve us
in adult activities. But how does a child learn to eat with adults unless adults teach them how and
why?
As we enter a new century, we may feel we lack a sense of
direction. Some leaders lack the ability to maintain themselves
much less thinking of maintaining others. According to Abraham
Kasika, programme director of Emerging Young Leaders (EYL‐
Africa), “while advanced technology promises the world a ‘better
tomorrow’, evil events around us make it difficult for us to believe
tomorrow will be better. Violence and lawlessness are part of our
daily life. Lack of respect for authority is the norm.”

Are we adults
silently watching
our future leaders
end up in
destruction?

The question to ask is why? Because we don’t know how to wash our hands, we lack the ability to
handle the advanced tools available to us. Instead of being used to our advantage, they have
become tools of destruction.
In western countries, young people are increasingly abusing themselves, children making babies
they can’t parent, hooked on drugs; violence and self destruction are rampant. The same can
increasingly be said about African young people. In the streets of Nairobi, Kampala, Accra and
Lagos, our cities are filled with young people who are under educated, hooked on drugs or idling
about prostituting themselves in the night to irresponsible adults.
Are we adults silently watching our future leaders end up in destruction? What kind of legacy are
we leaving for the next generation? How can young people learn how to eat with adults?
Advice after injury is like medicine after death, says a Danish proverb. Failing to prepare the
youth now is like advising them after they have become hardened street kids, when they are
pregnant at 15 years without completing their education, when they are hooked on drugs, and
worse still, when they have contracted HIV/AIDS. What is the use of medication after you’ve been
pronounced dead? What is the use of advice when you are already maimed? Perhaps the only
option is for the victim to learn the lesson too late, so that others learn corn their tragedy.
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I believe that if today’s adults begin to train tomorrowʹs leaders today, our tomorrow’s leaders can
know how to wash their hands so as to eat with the adults. They will learn about responsibilities
and how to execute them.
What is the status of the adults of the day? Are they setting a good example? Some adults indeed
are doing the same things the youth are doing, and demonstrating failure in leadership and
leanness in character. Like President Clinton, they have secret lives that bring shame when
exposed. According to General Norman Shwarzkopff, commanding General in the Gulf War, to
lead in the 21st century demands both character and competence. Sadly, few adults exemplify
consistently godly character and competence.
Character is a strange word for most of the young generation, because what in earlier years was
taboo have become accepted norms. Clearly, on a large scale, adults have failed to prescribe the
right medication. When the youth needed advice and education from these adults they got none.
Preventive medicine was lacking and when they got injured the first aid kit was too far away to
help.

To lead in the
21st century
demands both
character and
competence.

Adults, however must own the responsibility that they are still the
teacher, the educators, moulders of the youth and that they still have the
mantle to pass on. So they must not evade the challenge.
How do we bring these young leaders to the point where they can ably
handle their future that is clouded with fear, uncertainty and
destructiveness? To eat with adults?

The ability of a young person to ultimately become a responsible, respected, and reliable adult of
the future depends, to a large extent, on how this stage of life is handled in terms of leadership
development, character formation, education, training, mentoring and discipline. These need to be
instilled in them now. Their questions on self‐identity, sexuality, relationships, finding hope in
Christ and family issues need to be explored and answered.
As Africa witnesses the dawning of the 21st century, the challenge becomes more and more urgent
as issues facing the continent become more complex. The leadership vacuum that exists today
leads to anxiety and uncertainty among the young, often creating despair and negative reactions to
leaders of the older generation.
Although some youth leadership programs do exist today,
unfortunately few of those programs are holistic nor are they
practically involved in leadership development of the youth in the
context of their real needs.
It is rightly pointed out that the youth of Africa have a strategic place
and as they contribute the bulk of the population, they should be
encouraged and guided to take leadership in all spheres of society.

The youth of
Africa should be
encouraged and
guided to take
leadership in all
spheres of society.

However, young people are constantly told that they are leaders of tomorrow and not today. “Joe,
your generation are leaders of tomorrow,” he was told in primary school. In high school the same
words came back to him and again in college, he was told that he would be a leader tomorrow. He
graduated from university and got himself a career. He is now 40 years old, a father of four, yet his
church still reminds him “you are a leader of tomorrow”. Joe asks the question most young people
are asking today; “When will we become leaders at all?”
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It is imperative that the current leadership in the family, community, church, economic and
political arenas begin to invest in the young generation sooner rather than later. This act of
investing in our younger generation is nothing new to our African traditional way of rearing our
children.
The traditional example of leadership development focused on
young people in the community, divided young people into age
groups and age sets, with each category entrusted to a selected and
trusted adult from the community. This leader was expected to
train, teach, guide, give practical principles of life, demonstrate
leadership skills and supervise the process. Such things as family
values, leadership, moral values, relationships with elders and
different age groups, respect for authority and community life,
discipline and character formation were emphasised.

The traditional
example of
leadership
development focused
on young people in
the community.

As their mentors began to disappear from the scene, most of the younger ones had gained
confidence, acquired relevant skills and could take up their roles at family, community, tribe, and
clan levels.
It is in appreciation of these African methods and biblical principles that Emerging Young Leaders
is selectively assessing and integrating them into our leadership development, mentoring
tomorrowʹs leaders today. The EYL ministry emphasis is on development of the whole person
(body, spirit, mind and social). This is based on a sound, biblical developmental example of the
Lord Jesus as shown in Luke 2:52, “and Jesus grew in wisdom (mind), stature (physical) and in
favour (spirit) with God and with man (social)”.
Jesus’ development model made him a leader while still very young. In Luke 2:41‐52, we see Him
at age 12 in the temple practising his leadership skills through teaching and dialogue with the
older generation. His parents did not wait until he was “old enough” before instilling in him
values of an effective leader. In the temple, the elders of his day did not deny him the opportunity
of demonstrating his leadership skills – they accommodated him.
Where are our young people today? What are they doing? Can we start finding out?

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 9, Number 1 ‐ 1st Quarter 1999)
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Tapping Women’s Potential
for Leadership
Interview with Mrs Lois Seruyange
Lois was the director of womenʹs ministries at Nairobi International School of Theology. She and her
husband now live in Kampala, Uganda, where they continue to write and minister locally.

O

ne woman who is tapping African women’s potential for leadership in the Church is Mrs.
Lois Seruyange, a Ugandan and former Director of the Womenʹs Programme at Nairobi
International School of Theology (NIST).
After getting her professional training as a registered nurse and registered midwife in 1974, Lois
joined Campus Crusade for Christ along with her husband, Dr Lazarus Seruyange, and did further
studies which earned her an MA in Christian Education.
She successfully raised three adult children and is now raising a second family, two orphaned
adoptive children ages 11 and 13. In an interview with AMR, we asked for her input on women
leadership.
AMR: Based on your observations, Lois, what will the new women leaders in the African church
be like in the 21st century?
LOIS: They will have much increased biblical knowledge and even be seminary trained. They will
be women with a consistent daily quiet time with the Lord. They will have ministry skills and
know how to teach what new Christians need – follow‐up and discipleship. They will probably be
women who have made the transition from village life to urban life, and
likely they will be women working in a career of their own. I expect
the women leaders of the next century of necessity will be competent
The African
in computer use and fluent in either English or French, as advanced
Christian women
training requires fluency in one of these languages in Africa. And they
leaders of the 21st
will likely be married women, of middle age or above, able to minister
century will be
to the married women who form the vast majority of our churches.
confident women,
assured of their
AMR: How will they feel about themselves?
worth before God
and in society.
LOIS: The African Christian women leaders of the 21st century will be
confident women, assured of their worth before God and in society,
with training to give them skills to minister. They will be educated in both secular and theological
areas, with more than Bible school level of education. They will value home and motherhood
which are of such high importance in our society. And I sincerely hope they will have reached a
level of spiritual maturity such that they can go into full‐time church work if God leads them to do
so.
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AMR: How does one develop a woman into a leader?
LOIS: In addition to formal training, she needs to observe godly women leaders. By this I mean she
should identify a servant leader in her church community, someone older and wiser who is able to
disciple her, encourage her, invite her into the home to see a well‐managed household. She should
help her learn to give a personal testimony, which little by little will help her gain confidence in
public speaking. This mentor will also model for her the importance of prayer.
AMR: What spiritual gifts should a woman have to become a woman leader in the church?
LOIS: Spiritual gifts are given by the Holy Spirit to all believers for ministry in the Church. So all
believers should
be able to exercise their gifts for the benefit of the whole Church.
Leadership basically is taking initiative to do things. For too long
women have shied away from taking initiative. But taking initiative is
Taking
something a woman can do! It takes vision to see where change can and
initiative is
should, take place. Women are known in Africa for being the practical
something a
ones, who can implement grass roots change. But we need women to take
woman can do!
initiative and see what needs to be done, in the church ministry as well as
in community development.
AMR: Should men be the ones to train women leaders? Or should it be only other women?
LOIS: I think both are needed! More men have advanced theological training, so they should be
available to teach women theology and Bible. More women will be available to teach things like
family life, Christian education, etc. as we teach at NIST.
AMR: What training has most impacted you as a woman leader?
LOIS: I think two things were crucial in my development as a woman
leader. First, taking my first theology course and understanding the
Bible for myself was a breakthrough. I was raised in the Anglican
Church, and somehow had picked up the idea that some things in the
Bible were myths with a good moral point to them. But when I began to
properly study the Bible, I found it had very high consistency as a
historical text, and can stand up to scrutiny as the inspired Word of
God.

I learned to say
“No” to some
requests so that I
could do well the
things God has
assigned me.

Second, I took a course in personal planning that taught me fantastic time management skills and
helped organize my weekly work schedule. From that course I learned to say “No” to some
requests so that I could do well the things God has assigned me. I teach these same skills to the
women at NIST.
AMR: You’ve made me curious! Can you give us a sample of what you tell the women at NIST
about time management?
LOIS: We teach them that time lost cannot be retrieved. It is lost forever. Time is one thing that
cannot be stretched or repeated, so make your time count. Use your time twice! When a friend
drops by just to visit, do your ironing or mending while you chat with her. Plan your days well,
with a regular quiet time with the Lord. Plan your shopping for the week and budget your time as
well as your money.
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We say to women that they must focus their energies on a few things. Don’t
try to be at every church function and on every committee. Keep time
for being at home with your children, training them in Christian
If we save the
values. Don’t let your home suffer because of your church
whole world but
responsibilities. Keep the evening meal “sacred”, as a very important
lose our own
time for the family and cook the meals for your families yourself. Don’t
children’s souls,
turn this over to a house girl, who likely won’t have the necessary
will we feel
knowledge to cook nutritious meals you would like your family to eat.
happy?
Too many Christian families are letting the teenagers raise
themselves, spending long hours home alone in front of secular and sometimes immoral television
programs which corrupt their minds. If we save the whole world but lose our own children’s
souls, will we feel happy?
AMR: Lastly, we know that you have an outstanding programme for wives of church leaders
studying at NIST, including a certificate programme for those who come with no secondary
school diploma, and the diploma programme. Also there are many women in your Masters
degree programme. Share with our readers some of the topics and classes you require for wives
of church leaders?
LOIS: Certainly. We teach both the ministry skills and practical skills. These include theology,
biblical knowledge, personal evangelism, discipling and follow‐up, leading a small group Bible
study, leading a home evangelistic outreach, the role of a pastor’s wife, apologetics, spiritual
growth, Biblical Counselling, Christian education, public speaking, Bible study methods, etc. Then
on the other side we also teach practical life skills like time management, housekeeping, cookery,
diet, wardrobe, child rearing, Christian family life, and so on.
I love my work, and have focused energies on my ministry at NIST. Often I have to turn down
opportunities to take responsibility in other worthy ministries in order to keep my life in balance
and have time to be involved in my children’s school activities and our church. God has blessed
me with wonderful children and a husband with whom I share this ministry of training women
church leaders for this new century.

This article was used with permission from the “Church Leader in Africa”
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Mentoring Youth
By Rev. Elvis Cebo Mvulane
Elvis Cebo Mvulane is Pastor of the Nazarene Church in Naledi, Soweto.
He coordinates Leadership Development for the Church of the Nazarene Africa Region
and serves as The National Director for Turn The Tide

Mentoring youth is a calling

E

cclesiastes is one of the books of wisdom in the Old Testament. The word Ecclesiastes comes
from a Greek word which means teacher of a congregation. The writer of Ecclesiastes told
about his search for the meaning of life. He found that life without God has no meaning. The
reason for many things is known only to God; therefore man must trust and reverence God. A
leader must submit himself under God’s authority.
Though life’s experiences may be difficult to understand, when we
look in retrospect we discover the rich tapestry of God’s plan and
purpose for our lives. Hence it crucial not to walk the journey of
life all by yourself, because there will always be someone who has
walked the same journey ahead of you from whom you can learn.

There will always
be someone who has
walked the same
journey ahead of
you from whom you
can learn.

Both Old and New Testament bears witness to the Ecclesiastes
call to mentorship. The Old Testament prophet Joel prophesied the words of God: “I will pour out
My Spirit on all people. Your sons and your daughters will prophesy, your old men will dream dreams, your
young men will see visions. (Joel 2:28). The prophet declared that it is the youth that will see visions,
while at the same time old men will dream dreams.
His words shed light on God’s strategy of mentoring. A mentor is a dreamer and the young
person is a visionary. Both are necessary and complementary to one another. This is critical that
the mutual nature of mentoring relationships be understood as charged and inspired by God the
Holy Spirit. It is part of His plan for His people. A second
observation is that the sons and daughters will speak forth the word
A mentor is a
of God and speak into the future (prophesy). The issue of sexism or
dreamer and the
gender is well addressed. Notice that all across the board will
young person is a
prophecy.
visionary. Both are
Why would young men see visions? Let us look at the picture of a
necessary and
young man and young woman. Young people are powerful or strong.
complementary to
John writes “I have written to you, young men, because you are strong, and
one another.
the word of God abides in you, and you have overcome the wicked
one.”(1John 2:28b) The point here is that God gives visions to those
who are strong enough and young for the simple reason that the vision still needs to be
accomplished. Young people are passionate because they have the zeal and the desire to bring
about change. Vision and desire plus passion gets the work done. Youth everywhere are dying to
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do something to shape the future. They are burning inside to bring about positive change. They
are strong and energetic so they want to accomplish things. This is a key characteristic that marks
a life a young person. They live in the world of possibilities filled with
theories of what could be. They read books they watch videos of
successful leaders they go to conferences and so on. Spirit‐filled
Spirit‐filled young
young people yearn to hear from God what He wants done. And
people yearn to hear
God communicates His vision to them.
from God what He
wants done. And
Why would our old men dream dreams? A dream without a strategy
God communicates
is a fantasy. The answer lies in the three intergenerational
His vision to them.
relationships of little children, young men and fathers. John writes
“I have written to you fathers, because you have known Him who is from
the beginning” (1 John 2:14). The fathers in this case bring experience with them for they have
known Him. Knowing has two implications; one is the theoretical knowledge and the other is the
experiential knowledge in which they experience God working in their personal lives and in their
leadership. Fathers bring a very key ingredient with them: life experience. They are better
acquainted with life’s realities than younger folks. Remember that the theme running through the
book of 1 John is Love. Here John is calling leaders back to loving relationships. A spiritual leader
assumes responsibility for the health and the development of his relationships. It is easier to see
and spot potential leaders if you are experienced as a father.
The greatest reason why fathers dream dreams after the Spirit of God is poured out on all people is
because they view potential leaders through the lens of their past experiences. Fathers remember
their earlier years as youth, with all its passions, desires, energy and lack of experience. Memories
of youth, combined with maturity of life, produces a perfect combination. The picture is clearly
painted in the book of Joel. God pours his Spirit to birth new relationships to fulfill the calling He
has for leaders. Leaders are charged with the responsibility to have continuity from father to son or
mother to daughter.
The question of whether or not to mentor if you are Spirit‐filled is irrelevant. The real question is:
How many should I mentor? There is an African saying that goes “Tsela e botswa kwa ba kwa pele”
which literally means you can only ask directions to those who are ahead of you. In this promise from
the book of Joel the expectation is that no one should ask directions but that both fathers and
young people should walk the journey together.
Fathers bring a
very key
ingredient with
them: life
experience.

Relationships and love are the key ingredients for a godly, Spirit‐inspired
mentoring relationship. Mentors must love the Lord as it is said that you
can teach what you know but you reproduce who you are. Mentors must
not only love God but also love the truth. Fathers and mothers must learn
to love this calling to develop young people. They must love people
hence it is said I am because you are.

How do you mentor young people, bearing in mind that youth are passionate and they desire to
see change and that in their eyes change is always possible? The obvious thing with youth is that
success means everything to them. If they succeed on something they purpose to do, that becomes
a motivating factor for them to pursue a greater challenge.

•

Mentors should not do the work but guide the youth to achieve their intended goals and
objectives so that they can celebrate their success.
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•
•

Based on the mentor’s experience, the mentoree should be given the elaborated details of the
process intended to be taken by the mentor.
Since the mentor is aware of where the mentoree’s direction and goals, there should be the
intention to resource the mentoree.

•

Enable the mentoree

•

Expose the mentoree.

•

Trust the mentoree.

•

Respect the mentoree.

•

Discipline and teach the mentoree.

•

•

After handing
over leadership
responsibilities, it
is necessary to
walk the journey
with younger
leaders.

Use the mentor ‘s language like yes, no, thank you, that is good, you did well, that was good,
no one does like you do, that is a great improvement, practice makes permanent only if it
evaluated etc.
Believe in the mentoree.

God did not intend that leadership should end solely in the hands of the
experienced leaders. Rather His intention is that it be passed on to the
younger generation. After handing over leadership responsibilities, it is
necessary to walk the journey with younger leaders to help them avoid
the unnecessary mistakes and blunders into which inexperienced leaders
– lacking guidance – may fall.

Leaders are not
raised in a day,
but daily.

The worst sin a leader can do is to let the work of God go to the grave with him. Great leaders
understand the priority of raising other leaders. They also understand that leaders are not raised in
a day, but daily. It can not be proper to relax in the misguided belief that youth are the leadership
of tomorrow and overlook the need to develop them today.
Do not wait till it is too late. Start now.
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Mentoring Church Planters and
New Pastors
By Magezi Thomas Maphophe
Thomas Maphophe is a church planter, mentor and a provincial coordinator for the
Limpopo Church Planting Alliance
Genesis 14:14 – 16 “When Abram heard that his relative had been taken captive, he called out the 318
trained men born in his household and went in pursuit as far as Dan. During the night Abram
divided his men to attack them and he routed them, pursuing them as far as Hobah, North of
Damascus. He recovered all the goods and brought back his relative Lot and his possessions, together
with the women and the other people”(NIV).

A

bram mentored 318 men born in his household to be brave soldiers. He didn’t look outside
for a help when the need came to help his relative Lot because he already had well‐trained
men in his family.
Definition of Mentoring: “Mentoring is a relational experience in which
one person empowers another by sharing God – given resources” (from
Connecting by Paul Stanley and J. Robert Clinton, 1992, p.38).

“Remember your
leaders, who spoke
the word of God to
you. Consider the
outcome of their
way of life and
imitate their faith.”

In 1979, when I accepted Jesus as my Lord and Saviour, I needed
somebody to be my discipler. I didn’t get anyone in the first eight
months of my Christian faith, because I was the first person to accept
Jesus as my Lord and Saviour in the entire village of 4200 people. I
recognized that
Rev. James Ndala from Tzaneen could become my contemporary
model. I walked in his footsteps when I planted the first church in December 1979.

Hebrews 13:7‐8 “Remember your leaders, who spoke the word of God to you. Consider the outcome of their
way of life and imitate their faith. Jesus Christ is the same yesterday and today and forever” (NIV). I was
exhorted to follow the example of Rev. James who lived out his commitment before me.

Mentoring New Pastors

F

or the past 26 years, I have mentored many new pastors and church planters in the Limpopo
Province and in different African countries. The first group of new pastors I mentored belong
to our local church network. I started by becoming a discipler. I helped them to grow in the basics
of a disciple’s life, showing them how to pray, study the Bible and share their faith with others. I
became transparent in my mentorship with these new pastors.
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2 Timothy 3:10‐11 “You, however, know all about my teaching, my way of life, my purpose, faith,
patience, love, endurance, persecutions, sufferings. What kinds of things happened to me in Antioch,
Iconium and Lystra, the persecutions I endured. Yet the Lord rescued me from all of them” (NIV).
I build strong relationships with them and I like to see them (new pastors) take responsibility to
see that accountability takes place. We agree to meet every month for evaluating their growth,
lack and further training. Each pastor is encouraged to go and mentor someone in his church.
2 Timothy 2:1‐2 “You then, my son, be strong in the grace that is in Christ Jesus. And the things
you have heard me say in the presence of many witnesses entrust to reliable men who will also be
qualified to teach others” (NIV).

“The things you
have heard me say
in the presence of
many witnesses
entrust to reliable
men who will also
be qualified to
teach others.”

The second group of new pastors are those from outside our churches
who are attracted to my ministry. Some of them are on a spiritual
plateau, others don’t understand the leadership principles which can
make their churches grow and others come because they want to see
their dreams realized.
My primary contribution is accountability, counsel in decisions and
insights concerning questions, commitments, and direction affecting
spirituality and maturity. My mentoring input takes the following
forms:

1.

Help these pastors to assess their own development.

2.

Point out areas of strength and weakness in spirituality.

3.

Help them to identify needs and take initiative for change and growth.

4.

Share perspectives on how to develop growth and depth.

5.

Provide accountability for their spiritual maturity.

We are not bound to time but get together as needs arise. The regularity of our meetings varies;
sometimes we meet once per month, other times bi‐weekly, and other times quarterly.

Mentoring Church Planters in Limpopo Province
Matthew 28:18‐20. Then Jesus came to them and said, “All authority
in heaven and on earth has been given to me. Therefore go and make
disciples of all nations, baptizing them in the name of the Father and of
the Son and of the Holy Spirit, and teaching them to obey everything I
have commanded you. And surely I am with you always, to the very
end of the age” (NIV).

My primary
contribution is
accountability,
counsel in decisions
and insights.

Isaiah 11:9 “….for the earth will be full of the knowledge of the Lord as the waters cover the sea”
(NIV).
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G

od has given me a special grace to mobilize and to mentor church planters both from our
local church and across the province. When mentoring church planters in Limpopo Province,
I firstly look into the characteristics which show that a mentoree has a God‐given calling for
church planting. Indicators include:

•

Sound salvation.

•

Passion for the lost.
Romans 15:20 “It has always been my ambition to preach the gospel where Christ was not known, so
that I would not building on someone else’s foundation” (NIV).

A visionary
Habakkuk 2:1‐3 “Write down the revelation (vision) and make it
plain on tablets so that a herald may run with it. For the revelation
awaits an appointed time, it speaks of the end and will not prove false.
Though it linger, wait for it, it will certainly come and will not delay”
(NIV).
1.

“It has always
been my ambition
to preach the
gospel where Christ
was not known.”

He must have the mind of Christ
John 6:38‐40 “for I have come down from heaven not to do my will but to do the will of him who sent
me. And this is the will of him who sent me, that I shall lose none of all that he has given me, but raise
them up at the last day. For my father’s will is that everyone who looks to the Son and believes in him
shall have eternal life, and I will raise him up at the last day” (NIV).

2.

A love for people
2 Corinthians 5:14 “For Christ’s love compels us, because we are convinced that one died for all, and
therefore all died” (NIV). Every church planter must be motivated by the love of people not
money.

3.

Be Willing to Sacrifice
2 Corinthians 4:7‐12 “But we have this treasure in jars of clay to
show that this all‐surpassing power is from God and from us. We are
hard pressed on every side, but not crushed, perplexed, but not in
despair, persecuted, but not abandoned, struck down, but not
destroyed. We always carry around in our body the death of Jesus, so
that the life of Jesus may also be revealed in our body. For we who are
alive always being given over to death for Jesus’ sake, so that his life
may be revealed in our mortal body. So then death is at work in us,
but life is at work in you” (NIV).

4.

“But we have this
treasure in jars of
clay to show that
this all‐surpassing
power is from God
and from us.”

He must be filled with the Holy Spirit
Acts 1:8 “But you will receive power when the Holy Spirit comes on you, and you will be my
witnesses in Jerusalem, and in all Judea and Samaria, and to the ends of the earth” (NIV).
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5.

A Servant
Mark 10:41 – 45 “When the ten heard about this, they became indignant with James and John. Jesus
called them together and said, “You know that those who are regarded as rulers of the Gentiles lord it
over them, and their high officials exercise authority over them. Not so with you, Instead , whoever
wants to become great among you must be your servant, and whoever wants
to be first must be slave of all. For even the Son of Man did not come to be
People follow
served, but to serve, and to give a reason for many” (NIV).
leaders with

6.

integrity.

Hard Worker

2 Thessalonians 3:6‐8 “In the name of Jesus Christ, we command you, brothers, to keep away from
every brother who is idle and does not live according to the teaching you received from us. For you
yourselves know how you ought to follow our example. We were not idle when we were with you, nor
did we eat anyone’s food without paying for it. On the contrary, we worked night and day, laboring
and toiling so that we would not be a burden to any of you” (NIV).
7.

Integrity
If a church planter wants the community to accept him and respect him, it will be because of
the integrity he displayed in the planting of the church and how he leads his church. People
follow leaders with integrity.

8.

Humility
Philippians 2:5‐11 “Your attitude should be the same as that of Christ Jesus: Who being in very
nature God, did not consider equality with God something to be grasped, but made himself nothing,
taking the very nature of a servant, being made in human likeness. And being
found in appearance as a man, he humbled himself and became obedient to death
“Your attitude
– even death on a cross! Therefore God exalted him to the highest place and gave
should be the
him the name that is above every name, that at the name of Jesus every knee
same as that of
should bow, in heaven and on earth and under the earth, and every tongue
Christ Jesus.”
confess that Jesus is Lord, to the glory of God the Father“ (NIV).

Mentoring church planters both in our church and the province happens three or four times per
year whereby we have two regional church planting conferences throughout the province. We
organize the provincial one, which attracts all churches from different denominations and
ministries to come and receive mentoring in the area of their needs. This type of mentoring falls
under the spiritual guide. Godly, mature followers of Christ share their knowledge, skills and
basic philosophy on what it means to increasingly realise Christlikeness in all areas of their lives.
In mentoring church planters I also use the Pauline style of mentorship. I will take the mentorship
between Paul and Timothy as a model.
•

Timothy a zealous disciple.

•

A youthful man, who had a weak stomach, looked very young, and was not a muscular
Christian.

Paul saw sterling qualities in Timothy that eclipsed his youthful countenance. Timothy stepped
into a whirling internship, filled with adventure and exciting frontline experiences. What a choice
opportunity to travel alongside Paul. Acts 16:4‐5 “As they traveled from town to town, they delivered
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the decisions reached by the apostles and elders in Jerusalem for the people to obey. So the churches were
strengthened in the faith and grew daily in numbers”. (Paul, by Charles R. Swindoll 2002)
I encourage the church planters to get their Timothy’s, and start mentoring them for the glory of
God. They must not force anyone to be mentored by them, but it must naturally happen because
of the following:
•

Attraction – Timothy was attracted to Paul

•

Responsiveness – Timothy was willing and ready to learn from Paul.

•

Accountability – Paul took responsibility for initiating and
maintaining accountability with Timothy.

Leaders
need peer‐
mentors.

We also encourage intimate friendship with peers. Leaders need peer‐mentors. Each leader
should make choices that give these relationships priority, time access, and mutual accountability.
Hebrews 3:12 – 13 “See to it, brothers, that none of you has a sinful, unbelieving heart that turns
away from the living God. But encourage one another daily, as long as it is called Today, so that none
of you may be hardened by sin’s deceitfulness” (NIV).
Ecclesiastes 4:9 – 10 “Two are better than one, because they have a good return for their work. If one
falls down, his friend can help him up. But pity the man who falls and has no one to help him up”
(NIV).
Proverbs 27:17 “As iron sharpens iron. So one man sharpens another” (NIV).
All leaders must know and understand that the higher a leader rises, often
the harder it is to find co‐mentoring. Yet the higher a leader rises, the
greater the pit falls and the more important it becomes to develop
accountability relationships with peers. (Connecting by Paul Stanley &
J. Robert Clinton. 1992 p.194)
Limpopo Province has a vast array of unchurched communities. In our
mentorship we encourage voluntary Regional Coordinators who do the
following:

“As iron
sharpens iron.
So one man
sharpens
another.”

•

Mobilize the local church to embark on vigorous church planting.

•

Mobilize the Body of Christ to have the heart of God, that is desiring and willing to
evangelize the whole world by means of planting healthy and vibrant churches. Mark 16:15
“And he said unto them, go ye, into all the world, and preach the gospel to every creature”. (KJV)

•

A coordinator instructs the Body of Christ about the church’s mission, which is to glorify
God by carrying on in the world the works of the Kingdom which Jesus began.

•

Encourages ongoing research to identify needed areas for church planting and effective
pastoring.

•

Organize a Local and Regional Church Planting Consultation, which will benefit the Body of
Christ in the area of church planting, leadership development and research.
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•

To foster healthy working relationships amongst fraternal and different ministries in a
particular area or community.

Conclusion

M

uch could be said about mentoring church planters and new pastors. New and old pastors
need to be mentored so that they finish well. May God help us in these end times to have
men and women, who are not working in isolation, but alongside mature and godly mentors.
Running together they can do mighty exploits for God.
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Mentors in Politics and the Church
by Pastor Joe Lister Mabuela
Joe Lister Mabuela is a community activist and the Senior Pastor of
Faith Community Sanctuary in Kagiso, Gauteng

M

y teen and youth years were spent in Soweto, South Africa during the height of the
liberation struggle. During the students’ revolt of 1976 I was in the thick of things. The
bullet that got Hector Peterson could have gotten anyone of us who was in that vicinity. I was also
there during the Mass Democratic Movement era. I can say unashamedly that the fourteen year
period, 1976 ‐ 1990, has produced real world leaders.
These men would
Many young people left South Africa and fled to the neighboring
pour out
countries in order to be with the Leadership of the liberation
themselves into us
movement. It was during these times that the leaders poured out
as if they were
their lives, philosophies, and doctrines into the exiled youths. Those
going to die the
who chose to remain in the country went to underground structures
next day.
of the liberation movements. I was one of those. During the day we
would go to usual school as normal. We would behave like all
other children, without arousing any suspicions. At night we would sneak out to our hiding places
and there be politically educated. We would go through a school of a different kind. Our Leaders,
who were banned and restricted to certain areas, would suddenly show up in disguises of all sorts.
These men would pour out themselves into us as if they were going to die the next day. We would
pledge our unreserved allegiance to the course and to our Leaders.
Soon afterwards the Apartheid regime had to contend not with one Oliver Tambo, but a hundred
Tambo’s; A thousand Chris Hani’s, Joe Modise’s, Joe Slovo’s and many others. These respected
leaders had reproduced themselves in the lives of the young people ‐
in essence, they mentored them. Today Tambo may be physically dead,
The fourteen year
but in Thabo Mbeki we see him. We can also see the late Joe Modise in
period, 1976 ‐ 1990,
army chief Siphiwe Nyanda. You only have to look at Premier
the
has produced real
Shilowa if you really want to see the late Joe Slovo.
world leaders.

The concept of mentoring, both religiously and irreligiously,
is a very old one

A

ctually, it is older than the New Testament. Long before the Apostle Paul referred to Timothy
as “son”, many Teachers and Philosophers before him referred to their trainees just as that.
Secular Philosophers such as Plato and Aristotle had their own trainees or sons. These were also
called disciples, and they carried on their mentorʹs ideas long after their death.
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Church leaders today can learn from men like Aristotle, Galileo, Cervantes, Einstein, Biko, and
Mandela. The passing on of a church leader should not signal the demise of a church. It is so sad to
note that many leaders are selfishly carrying the work of God on their shoulders. If God’s work is
to continue long after a leader is gone, the particular leader MUST begin to mentor people. At
times I ask myself what could have happened to the African National Congress had Oliver Tambo
not bothered to mentor Thabo Mbeki. There was a time when South African wondered as who
would continue steering the boat after Nelson Mandela. It was impossible to imagine any man or
woman surpassing Mandela. Mbeki came on board and confounded all critics. See the power of
mentoring?! It is an indispensable method of ensuring continuity. How I wish church Leaders
could see this.
When I came to Christ, it was through a passing Evangelist who
was conducting a tent meeting in Soweto. After that I had to
search for a church. I landed in a local church of a certain
denomination. I soon discovered that denominational structures
have little or no room at all for mentoring. Church Leaders get
caught up in the procedures and systems of the church. They
spent half their ministry time ensuring that church policy and
constitution are upheld.

If God’s work is to
continue long after
a leader is gone,
the particular
leader MUST begin
to mentor people.

Denominational Leaders do not bother to mentor emerging leaders, for a number of reasons. One
reason being the lack of self‐confidence on the part of the Leader. They think, “What if I mentor
this person and the next thing he takes over my church?” If Leaders had confidence in themselves
they would begin to mentor up and coming Leaders. Another reason is that Pastors within
denominations can be transferred from one local church to another within a very short space of
time. Imagine the negative effect this would have on an emerging Leader who is being monitored
when his or her mentor suddenly receives a call to another local church. The challenge to
denominations is to design a mentoring mechanism within your programmes.
I suppose that these reasons, and others, might have caused my Pastor not to mentor me, as he
would have loved. Nonetheless, he was there for me when I most needed him. He was available to
answer questions I had as I struggled with my faith. The yearning for a mentor will always be
there within a person who has a desire to know God. I had the same yearning, and as a result I
read a lot of Christian books, and attended Bible reading classes wherever there was one.
BOOKS were my mentors. Three Authors who impacted my life the most were Myer Pearlman,
James Cone, and Bishop Desmond Tutu.
Of the three, Tutu was the one who gave me reason to remain a Christian in the midst of
oppression and social exploitation. He modeled the Gospel more than any black Leader I’ve
known. He lived with the people, interacted with them, and was ready to die with them. I read
every thing he wrote down, I observed him, and envied that Anglican Priest. The dilemma here is
that he was Anglican and I a Pentecostal. As a Pentecostal I was led to
believe (mistakenly) that all Anglican are lost. The unfortunate part was that
Books were
there was no Pentecostal‐Charismatic available who could match Tutu. His
my mentors.
balanced approach to faith had a tremendous effect on my life. He was
everything to all people.
If we are going to mentor others, we will have to bear in mind that the process involves five things:
Love, Time, Energy, Patience, and Accountability.
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•

LOVE
It will be impossible to mentor a person if the Trainer does not love the trainee enough to
accord them the status of “son”. As an African boy I came to realize that a child and a son are
not the same. A child is raised whereas a son is mentored. A child can be given an
inheritance, but a son gets authority.
For some reason, I believe God has a lot of Africanness in Him. He loved us so much that He
called us His sons. Those who received His Son, Jesus Christ, were given the authority to
become God’s sons.
You can effectively mentor only the one you love
unconditionally. It is also important to note that as a Leader,
unknown to yourself, you may be a mentor to someone out
there. Your love, therefore, for all the brethren must be
unquestionable.

•

It is not easy to fall
into sin when you
know that someone
is constantly
watching.

TIME
A mentor must spend a lot of time with his or her trainee. Christ set us a good example. As
you spend time with the trainee he gets to know and understand you much better. It is in
spending time together that your lives are fused. It became evident to all that they had been
with Jesus Christ, and that they had been with Jesus Christ, and that they spoke like him. It is
so evident that the unbelievers gave them the name “Christians” or “Little Christs”.

•

ENERGY
Mentoring is a demanding assignment. Do not do it if you are not prepared to invest your
energy in it.

•

PATIENCE
Finally, this virtue called patience is indispensable. Ask Jesus and he will tell you. After
spending so much time with his disciples, only one of them knew who he really was. He
asked “Who do you think I am?” And only Peter answered (through the help of the Holy
Spirit, in any case). Christ never gave up on them. He was patient enough, and it paid off.

•

ACCOUNTABILITY
A mentor will make sure that he or she acts accountably. The fact that Trainees are observing
them will make them want to live a life of integrity. It is not easy to
fall into sin when you know that someone is constantly watching, and
You can
perhaps boldly declaring that you are their role model. A mentor is
effectively
like a parent figure who has to keep answering the question “why”,
mentor only the
“why did you do that?”, “why did you say that?”, and “why didnʹt
one you love
you do that?” are some of the many questions a mentor has to
unconditionally.
respond to. It is easy to commit sin in private and stand in public to
preach, as if nothing has happened, if I am accountable to no one.
The same goes for the Trainees. They will want to please their Mentor, and not let him or her
down. They too know that they are being observed all the time, thus they will have to watch
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their conduct. In the face of temptations, storms, and trials they will stand, as if they have a
point to prove to their Mentor. In the absence of a Mentor, giving up the faith is easy.
Although unknown to him, Tutu was my Mentor‐by‐observation. He
gave me a lot of courage in my walk with God. During the time when I
was ostracized by my church, and given all sorts of labels, and even
denounced I almost came to the point of giving it all up. Somehow
something in me reminded me that Tutu never gave, and so why
should I? Instead of giving up I sought the face of God more than ever.

Trainees will
want to please
their Mentor, and
not let him or her
down.

It was during this time of denunciation and rejection that I grew strong
in Christ. Actually, I thank God for that era because it accounted for my accelerated growth in the
Lord. I grew strong enough to love and to forgive.
Desmond Tutu’s essays on forgiveness enhanced my life, and the presence of an imaginary Mentor
played a crucial role in sustaining me; and in producing the Leader that I am.

This article was used with permission from the “Church Leader in Africa”
a publication of OC Africa/Africa Ministry Resources (Volume 12, Number 2 ‐ 2nd Quarter 2002)
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A Master on Mentoring
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Mentoring: Developing Leaders
Through Empowering Relationships
By Dr J. Robert Clinton
“Bobby” Clinton serves as Professor of Leadership at Fuller Theological Seminary and is recognized as a
leading expert in mentoring. He is the author of The Making of a Leader and Connecting. Additional
mentoring resources are available at his website: BobbyClinton.com.
Article used with permission

Introduction—The Need

F

ew leaders finish well. This is the most startling and ominous findings of my leadership
research to date. In fact, of the Bible leaders for whom we have data about finishing, about
one out of three finished well.

For those who go on to have a productive ministry almost every one can point back to several
persons who came along at the right time to intervene in their lives and make a difference. There is
a large drop out rate of pre‐service trained people entering the pastorate in the first five years of
ministry. Four out of five who make it through this boundary can point to people who came along
and personally helped them through these troublesome years. There is another significant drop
out around ten years of ministry. One out of two who make it through that later boundary also
report it was a mentor who made the difference.
I have identified six characteristics of leaders who finish well. I have identified six barriers that
keep these leaders from finishing well. And I have also identified five enhancements that help
leaders go on to productive ministry. One of those five concerns the subject of this lecture—
mentoring. Mentoring help along the way is one of the reasons many leaders go on and have a
productive ministry.
Who needs mentors? I personally believe all leaders all along
their ministry time will need mentors.

It was a mentor
who made the
difference.

A Biblical Mentor

H

e was probably one of the greatest mentors of all time. Yet he is little known in history. Let
me describe him to you and you tell me who he was.

•

He was a Jewish Levite from Cyprus.

•

He was part of the movement called the way at the beginning.
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•
•
•
•

He was challenged by Christian truth and responded positively and thus received his
Christian nickname.
As a result of his good response he was recognized by the early church leaders as having
potential for leadership.
He learned to give freely and sacrificially.
He was noted for his ability to encourage others. In fact, his Christian nickname meant just
that.

Acts 9:26‐27 captures one of the most important moments in history. Notice the ‘but’. I hope you
have it circled. It is the most important conjunction in the book of Acts. Notice Acts 9:26, 27. When
he came to Jerusalem, he tried to join the disciples, but they were all afraid of him, not believing
that he really was a disciple. But Barnabas took him and brought him to the apostles. He told them
how Saul on his journey had seen the Lord and that the Lord had spoken to him, and how in
Damascus he had preached fearlessly in the name of Jesus. Thus Barnabas links Paul into the
Christian center in Jerusalem. This is an illustration of what we call mentor sponsoring. But it
doesn’t stop here.
Notice also Acts 11:19‐24 Barnabas sent to Antioch on an Apostolic mission. He finds a situation.
Some corrections need to be made. He remembers a man who can help him make those corrections
and whom he can help grow in maturity as a Christian. So in Acts 11;25‐26 we see that Barnabas
links Paul into Antioch. This is again a mentor sponsoring function, both the linking and the co‐
ministry with Paul. During this period of time Barnabas also does mentor coaching and teaching
with Paul. You can see the force of Barnabas mentor teaching
ministry
in Acts 11:27‐30—The giving project linking Antioch to
It takes a big person
Jerusalem. It was this year of co‐ministry that led to the releasing
to step down and let
and sending of Paul and Barnabas. In Acts 13:1‐3 Barnabas and
a mentoree move on
Paul begin to link the gentile world to Christ. Barnabas mentoring
ahead.
of Paul was crucial to the Gospel being taken to the Gentile world.
Where did they go first? Cyprus. Acts 13 ‐ 15 describes the leadership transition from Barnabas’
leadership to Paul’s. You know it takes a big person to step down and let a mentoree move on
ahead. Paul takes the lead except in the Jerusalem church context where Barnabas’ sponsoring is
needed. You know the rest of the story. There is a conflict between the task oriented Paul and the
relationship oriented Barnabas over one of Barnabas’ mentorees—John Mark. Paul is released to
head up his own team. Barnabas takes John Mark and return to Cyprus. We don’t really know
what he did at the end of his ministry.
And so Barnabas passes from the pages of the New Testament. He was born into a contextual
situation which fitted him to be a natural bridge to the gentile world. By gifts, training, growth
and temperament he was divinely suited to link Christianity to the gentile world. His exhortive,
apostolic gift‐mix was greatly used by God “unto the full measure of faith”.
Where would Paul have been without Barnabas? Did Paul need Barnabas?
Where would we be without Barnabas?
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Allow the life of Barnabas to impact yours! Barnabas was a giving, encouraging person. God
could use you like he used Barnabas. Who knows the next “Paul” could be waiting in the desert
for a person like you to come initiate relationship and encourage him to become all that Christ has
planned for him.
Or perhaps you are the next “Paul” and you need a Barnabas to come alongside of you and
encourage, refine, lead and teach you about the way of Christ. Look for your “Barnabas” and
start learning.
I open my lecture with this illustration to show you the power involved in
the mentoring concept. Where would we be without Barnabas? Did his
mentoring methodology take? Yes, look at Paul, the mentor exemplar in
the New Testament Church leadership era.

Look for your
“Barnabas”
and start
learning.

My Personal History With Mentoring
Mentoring As Discipleship

I

was first discipled in 1964 by Harold Dollar, a Navigator trained leader. We were in the Great
Lakes Region of the Navigator ministry. His discipling model followed the Classic Nav
discipleship. We used: the wheel as the basic discipleship model, the hand as the basic approach
to grasping the Word. I went through the Topical Memory System—105 verses; ABC studies, STS
studies, 10 books; The classic message Born To Reproduce impacted me personally. This Navigator
discipling approach was all I knew. I repeated this with others everywhere I went. The only kind
of mentoring I knew (explicitly) for the first 16 years of my ministry.

Mentoring As Functions
I stumbled on the broader aspects of mentoring as a result of my research on leadership emergence
theory. Leadership Case Studies showed that most leaders had 5‐20 people who had helped them
over the years. Not always in any deliberate manner. I studied these with a view to identifying
how they helped and what I could do to proactively make them more deliberate. I identified
special functions—that is ways people helped people. More on this later. I have studied more than
a 1000 leaders including Biblical cases, historical cases, and many, many contemporary leaders.
This basic notion of mentoring occurs in all of these cases, some more deliberate, the majority not
so deliberate.

Time with Paul Stanley and Phyllis—Exchanged Teaching
A real breakthrough occurred that helped me put my observations into a more systematic shape. I
was asked by a Navigator (international vice‐president) to help him learn about leadership
emergence theory. I responded by telling him that I would come to his house for a week and teach
he and his wife about leadership emergence theory, if he would do two things:
•

do some preparatory study in materials ahead of time, and

•

in turn teach me what he had been learning about mentoring.
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He had vast experience in mentoring in general and training Navigator leaders in particular using
various mentoring techniques. So Paul, Phyllis and I met for about a week together to study
leadership emergence theory; Paul taught me what he had been learning about mentoring and
mentoring needs; what I call Stanley’s thesis, the constellation model, the types he had seen.
I began to use his ideas and deliberately mentor. Then we both got together and exchanged ideas
about what we were learning and decided to publish a book. We did a popular treatment of
mentoring called Connecting. And I did a more technical manual for use with my classes, called
The Mentor Handbook.

Proactive Mentoring for last Seven years
For the last seven years plus I have been proactively engaged in mentoring all along the
continuum and confirming my mentor‐mix. This means I determined what of discipling I would
do, what of spirituality mentoring I would do, what kind of coaching, what kind of counseling,
what kind of teaching, deliberate use of modeling, prayer for becoming a divine contact, etc. I have
mentored probably about 250 people in the last five years, most of these in occasional mentoring
functions including about 50 females. Probably about 40 or so active mentoring; identified about 10
long term mentorees.

Mentoring Defined

L

et me give you a brief overview of the notion of mentoring as a backdrop to sharing with you
the 10 most important insights I have learned about mentoring.

Basic Definitions
I’ll start by giving you a series of descriptions/definitions of mentoring that go from simple to
more complex.

•
•
•

A Mentor is a helper.
Mentoring takes place when one person helps another person to
grow.

Mentoring takes
place when one
person helps
another person to
grow.

Mentors can:
help people learn the basics of walking with Christ (disciplers),
help people learn how to mature in depth in their Christian life (spirituality mentors),
help people learn to do things (coaches),
help people by giving wise advice to help them through situations (counselors),
help people learn necessary ideas and get perspectives (teachers).

•

Mentoring is a relational experience in which one person empowers another person by a
transfer of resources. Mentoring is a relational process in which one person called the
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mentor, empowers another person, called the mentoree, by an exchange of resources at an
impactful time where the empowerment can be:
knowledge,
skills,
connections to resources for growth and development of potential
new habits,
desires,
values, and
other such items.
The breakthrough concept about mentoring that has made it so attractive and available to many
was the notion of identifying mentoring functions rather than assuming that of an ideal mentor
who could do it all. While we will very infrequently find an all around mentor we can much more
easily clarify some need we have and find some one who can specifically help us with that need.
We were able to identify nine different major mentor types. Then we were able to group them
according to function and the basic dynamics of mentoring. We were able to identify active
mentoring types—disciplers, spiritual mentors, coaches—which called for face‐to‐face
involvement and a commitment that is usually more deliberate. We were able to identify some less
active mentoring types—mentor counselors, teachers, sponsors—which we called occasional
mentors. They has less of the dynamics of mentoring present but could still bring about
empowerment. And finally we identified what we call passive mentoring—contemporary models,
historical models, and divine contacts, that is, ways that mentorees can be helped by others even
though they are not committed to mentoring.
You can see these categories in Figure 1 below.

Mentoring Types
1. Mentor

2. Mentor

3. Mentor

4. Mentor

7. Mentor

9. Mentor

Discipler

Spiritual

Coach

Counsellor

Contemporary

Divine

Model

Contact

Director
5. Mentor Teacher

8. Historical
Model

6. Mentor Sponsor
Active ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

‐‐‐‐‐‐‐‐‐ Occasional ‐‐‐‐‐‐‐‐‐

‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐ More deliberate

‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐ Passive
Less deliberate ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

Attraction ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

Attraction

Attraction

Relationship ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

(Relationship)

(Relationship)

Responsiveness ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

Responsiveness

(Responsiveness)

Accountability ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

(Accountability)

(Accountability)

Empowerment ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

Empowerment

Empowerment

(Responsiveness)
Empowerment

Figure 1. Mentoring Functions Along a Continuum—Active to Passive
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Table 1 gives the name of each mentor type and the central thrust of what is accomplished in the
mentoring relationship.

Table 1 – Mentor Types and Central Thrust of Each
Type

Central Empowerment

1.

Discipler

Basic Habits of Christianity

2.

Spiritual Guide

Evaluation of Spiritual Life and Development Toward Maturity

3.

Coach

Skills of various kinds; ministry and secular

4.

Counselor

Advice and perspective on situations and personal and ministry
needs

5.

Teacher

Knowledge of all kinds that fit needs

6.

Sponsor

Protection; career development; resources to be able to develop

7.

Contemporary Model Values seen lived out which inspire emulation

8.

Historical Model

Again values along with Inspiration

9.

Divine Contact

Guidance; God‐given timely intervention which spurs a person along
their destiny

Our studies have shown us that certain kinds of mentors are needed at certain times in the
development of a leader. Figure 2 shows the developmental time‐line of a full time Christian
worker and correlates to those phases mentoring needs
Phase I

Phase II

Phase III

Phase IV

Ministry
Focused
General
Foun‐
Ministry
Ministry
dations
______________ _______________________ ____________ _______________
Leader‐
Sove‐
Role
Com‐
Pro‐
Unique
Growth
ship
reign
Transi‐
petent
visional
Ministry
Ministry
Transi‐
Founda‐
tion
Ministry
Ministry
tion
tions
(13‐20
yrs)

(3‐6 yrs)

(2‐6 yrs)

(6‐8 yrs)

(2‐6 yrs)

Con‐
vergent
Ministry

Special
Guidance

Con‐
vergence

?

?

‐‐‐‐‐‐‐‐ (3‐12 yrs) ‐‐‐‐‐‐‐

DISCIPLING
(HISTORICAL) COACHING
CONTEMPORARY
COUNSELING
MODEL
CONTEMPORARY
MODEL

HISTORICAL MODEL

TEACHING
SPONSORING‐‐‐‐‐‐‐‐‐‐‐‐

‐‐‐‐‐‐‐‐‐‐‐‐‐

SPIRITUALITY
Divine Contact ‐‐‐‐‐‐‐

SPIRITUALITY

A‐Periodic ‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐

Figure 2. Normal Order of Mentor Needs Along the Developmental Time‐Line
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Now who needs mentoring? One of the striking things I learned from Paul Stanley was that for
balanced growth to take place over a lifetime a Christian leader needs a range of mentoring
experience. Here is his statement about this. Naturally in true academic fashion I have named this
observation after Stanley.

Stanley’s Thesis
Over a lifetime a Christian leader needs a balanced relational network with Christians who will
help him/her and vice versa in order to have healthy balanced growth.

Upward Help
A Christian leader needs to relate to people more experienced and knowledgeable in the Christian
life who will help that leader to growth and will give needed perspective as well as help them be
accountable for growth. These people will serve various mentor functions for the leader.

Lateral Help
A Christian leader needs to relate to other Christian leaders who are peers in the Christian life and
ministry and who will share, care, and relate so as to encourage them to persevere. These lateral
mentors sometimes give the strongest accountability and prevent mishaps in a leader’s life.

Downward Help
A Christian leader needs to relate to people who he/she can help to grow. There is a mutual
exchange of empowerment in this relationship. Christian leaders need to do downward
mentoring.
We use a graphic portrayal of this to emphasize needs. We call it the constellation model. Figure 3
depicts this.

The Constellation Model
Upward Mentoring

Lateral Peer
External Mentoring

Lateral Peer
Internal Mentoring

Downward Mentoring

Figure 3. The Constellation Model
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In each of these quadrants we list people with whom we have mentoring relationships.
Well this should give enough of an overview about mentoring that you can understand the 10
most important insights some of which repeat some of the above information.

Ten Important Insights About Mentoring

D

uring my last several years I have learned some things about myself and about mentoring.
Let me identify 10 insights and say a word about each. All leaders are capable of some
mentoring. But some leaders will be much better at it and do it more naturally because of
gifting. By personality I am not a strong relational person. But my gifting does complements a
mentoring type of ministry. But I do have a strong learning posture and have been able to learn
more about mentoring as I go. Here are some of the things I have learned.

Insight 1 – Programmatic or Way of Life?
Mentoring works best when it can be fitted in naturally to roles and functions that are already a
part of ones ministry lifestyle.
Most pastors and Christian leaders are busy people. When you talk about mentoring in their
ministry they think, “I am already overworked and time‐pressured. How can I add another thing
to do to my already busy schedule?” They are thinking of some new program they will have to
work up and be responsible for. But mentoring is a training model which can be used in formal,
non‐formal, and informal modes of training and can be superimposed on top of church or
parachurch operations that you are already do as a way of life rather than a program. If you are a
pastor you are already involved in a lot of ministry activity which with a bit of tweaking can be
deliberately used for effective ministry. I have seen a number of leaders in Overseas Missionary
Fellowship, Community Baptist Church, and in my own seminary context at Fuller who mentor as
part of what they do. A number of leaders in the groups have found ways to do mentoring along
with their normal activities. And they are effectively developing leaders.

Insight 2 – The Constellation Model/ Stanley’s Thesis
I mentioned earlier that few leaders finish well. Many of those who do not finish well lose it in the
middle game. That is, after they are in competent or focused ministry. Many are able leaders so
they do not think they need any help in their ministry. But all leaders,
even advanced leaders (such as heads of churches, professors at
I can always find
seminary, denominational executives, high level leaders in Christian
leaders who can
organizations) need mentoring on some sort of regular basis. They
help me grow and
may not be able to maintain all four quadrants of Stanley’s.
learn in specific
need areas.
Stanley asserts that in order for a leader to have a healthy continual
growth over a lifetime, he/she must have a variety of mentoring
relationships: upward, downward, and lateral. One can not always have all of these
simultaneously but can see them fulfilled over time. I have found that the further along you are in
Christian ministry the more difficult it is to find upward mentoring in terms of leaders with more
experience that I have. But I can always find leaders who can help me grow and learn in specific
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need areas. I usually look for accountability relationships from lateral mentoring or in my
mentoring groups.

Insight 3 – Mentoring Broken Down As Functions/ versus the Ideal Mentor
If mentoring is seen as being helped in a number of specific ways for specific times as opposed to
being helped by an ideal mentor who can do it all over a lifetime then it is
possible
to be in many helpful mentoring relationships over a lifetime. If
If one opts for an
one opts for an ideal mentor for a lifetime he/she will probably not find
ideal mentor for a
one. Nor can many people be this ideal mentor. The question one asks is
lifetime he/she
what kind of mentoring help do I need. Is that a spiritual mentoring
will probably not
function,
a coaching function, a counseling function, a contemporary
find one.
modeling situation, a mentor sponsor function? Or can I learn this
through historical mentoring. Once you isolate the need in terms of one or
two mentoring functions it is much easier to find the help you need.

Insights 4 – Mentor Mix
Mentor‐mix is a term describing the set of mentoring functions that a given mentor can do. Most
leaders mentor using more than one of the functions but not all. Your mentor‐mix will be a major
factor in the decisions about mentoring people. It will also directly affect your mentor load.

Insight 5 – Mentoring Load
Each person has his/her own capacity to mentor a number of people simultaneously. This will
depend on mentor‐mix (active can do less, occasional more, passive many), whether mentoring all
individuals or in groups, and self‐initiative and responsibility of mentoree (the more that are self‐
initiative and responsible the more you can do, the less the more it depends on you), scheduling
(a‐periodic allows for more; regular allows for less). At any given time I am probably in some sort
of mentoring relationship with 10‐15 people on some kind of on‐going basis and another 5 or so on
some short occasional mentoring relationship. I have found it helpful to group people I
am mentoring and work on common growth items with a group. This
greatly enlarges capacity but loses the individual aspect somewhat.
Each person has
his/her own
One of the things that helps me is that in most of my downward
capacity to mentor
mentoring relationships is my use an a‐periodic scheduling. That is, I
a number of people
don’t meet on a regular basis but meet, give assignments, and meet
simultaneously.
again whenever the assignments are completed. The mentoree is
responsible to get back to me and arrange a time to meet when the
necessary assignments have been completed. I may meet with a person one week and not meet
with them again for a month or six‐weeks. See Handout on Developmental Mentoring Groups.

Insight 6 – Mentoring Value
Who do I mentor? How long? How many? I almost always screen. When I am asked to meet with
someone in either an occasional mentoring function or for a potential longer mentoring
relationship I try to screen. I use the basic concept underlying Luke 16:10—faithful in little, faithful
in much. I almost always give some ministry task to do to test faithfulness and give me a jump
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start on the relationship. This may lead to a short relationship for a specific goal for a specific time.
Continued faithfulness may lead to Long Term Mentoring.

I use the basic
concept underlying
Luke 16:10 —
faithful in little,
faithful in much.

I have a basic value. I will work with a person who responds faithfully
and is profiting from the mentoring as long as I feel I can help that
person and as long as that person wants the help.
Some mentoring relationships that start out as occasional mentoring
relationships may over time become more of a long term mentoring thing.
See handout for How I Choose Long Term Mentorees.

I have many occasional mentoring relationships. In and out relationships for specific goals. I work
with someone and help them. They move on. I move on. We both profit from the mentoring
experience but don’t expect any long term thing. But I am also aware that there are people who I
may want to work with over a longer time. In fact, there are some leaders I would like to stay with
to help sponsor them into very effective ministry over their lifetimes. I call these long term
mentorees. For long term mentorees there has usually been some intensive mentoring for several
years and then no direct mentoring other than availability. I am on call (on retainer) and will step
in to help them when they need it. I have between 10 and 15 long term mentorees in this category
right now: Dean Carlson, Shelley Trebesch, Betsy Glanville, Cathy Schaller, Richard Clinton,
Dana Cunliffe, Sue Plumb, Paul Leavenworth, Sam Metcalf, Greg Fritz, Mark and Gayll Phifer‐
Houseman, Doug Hammack, Brian Newman, Frank Hankins. In this
regard, I must mention that I do distance mentoring via Fax, letter,
and E‐mail. This works well with self‐initiative and responsible
I will work with a
people with whom I already have a relationship and accountability in
person who
place.
responds faithfully
and is profiting
from the
mentoring.

Insight 7 – Administrative Helps
In order to maintain on‐going relationships with a number of people I
have stumbled on some administrative helps for me.

When I am mentoring someone I always have a file folder that I use to collect all mentoring
assignments, reports, etc. I keep it handy and review it before I meet with them. This file folder
will have my informal notes that I do when I meet with someone. It will have their accountability
letters, agenda letters, accountability questionnaire, spirituality needs assessment, spirituality
questionnaire, letter of intent.
I have an accountability letter that I require a mentoree to send me three days after a meeting.
This letter tells me what things were most helpful to them in the mentoring session (sometimes
these sessions are breakfast meetings or lunch meetings). I make them tell me the things I told
them to do in the session. I want to see in writing what the assignment are that they are
responsible to do. And I don’t want to have to keep track of it. I want them to do that. Then I have
them also list anything I promised to do in the session. When I get this accountability letter I get
my wife to help me follow‐through on the things I said I would do.
When I am in an on‐going a‐periodic mentoring relationship I usually have the mentoree be
responsible for setting up our meetings. I ask them to send me ahead of time an agenda letter
which lays out what will happen at the meeting. Projects completed, questions that need to be
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answered, a situation to be discussed, etc. I review these agenda letters which usually come in a
week ahead of time before the meeting so that I am prepared for the time together.
Because I am aware of the fact that few leaders finish well and I have identified 6 common barriers
that waylays I have developed an accountability questionnaire which asks questions about these
potential problems in the leader’s life. After I have established a close relationship I will use these
questions either formally in an actual questionnaire form or informally. It is easier to prevent
problematic things, if they can be caught early, than to try to repair damage after the fact. So I have
learned to ask certain questions and to listen.
I do some spirituality mentoring. Before embarking on such a mentoring relationship I usually
have a leader fill out two helpful aids: a spirituality assessment and a spirituality questionnaire.
And usually I not only have them fill out these forms but I have them learn to use them with
others they are mentoring. These answers on these forms help me know how to proceed in my
spirituality mentoring. At least they give me starting information that I can follow‐up on.
When it is clear to me that I really want a long term relationship with a mentoree I will usually
draft a letter of intent which lists what I see for the person in the future (role, ministry objectives,
etc.) and what I can do to help them reach those goals. For each mentor function of my mentor‐mix
I estimate what I can do to help them. We then negotiate over this letter. Sometimes the mentoree
also has some desires for the relationship. Eventually we have laid out guidelines which will help
us to have an effective mentoring relationship.
I do a lot of mentoring that is based on Bible Centered leader concepts. I help people study their
core books and other core material. I usually have all the mentorees for whom I do more than a
simple in and out occasional mentoring to do my various Bible tests and to lay out a plan for
growth. This usually goes in their folder too.
Not all people like this much structure in their mentoring relationships. But I am at the point in my
life where I need lots of help to remember things. So I use all of these administrative crutches to
help me in my relationships with mentorees.

Insight 8 – Three Ways of Connecting
There are three basic ways that mentoring relationships are started. I call them Top‐Down, Bottom‐
Up, and Linking. I use or recognize all of these and deliberately use them now.
Top‐Down means that a mentor is on the look out for potential
I am always on
mentorees and invites them into a mentoring relationship. I am
the lookout in
always on the lookout in classes, seminars, E‐mail contacts, etc. for
classes for
potential good leaders to mentor. I have asked God to give me high
potential good
level leaders to help along the way. I look for people who I know
leaders to mentor.
could profit from some of the things I have learned. When I see such
a one I will usually give them some suggestions and watch how
they respond. Those who respond and follow‐up on my suggestions will be invited into some kind
of mentoring relationship. I usually screen (Luke 16:10 principle) all along the way. Those who
faithfully respond will usually wind up in a mentoring relationship with me. I am at the point in
my life and ministry when I have way more opportunities for mentoring than I have time or
energy to do. So I carefully select and usually will not work with a person who does not respond.
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Bottom‐up means that a mentoree seeks to establish the relationship with some mentor with
whom they want a relationship. I have a number of these happen during the year and especially
when doing seminars and workshops. I use screening assignments to determine faithfulness and if
we will work together well. I also try to see if it is practical to mentor a person. For example, some
things don’t do well via distance mentoring.
Linking means that somebody spots a mentoree who could be helped by me and sponsors them
into a relationship. Or it may be that I recognize that some potential mentoree could be helped by
someone else and I try to connect them with that person. This is one of the more important means
for getting a good mentoring relationship.

Insight 9 – Cross‐Gender Mentoring
You may have noticed that when I gave my list of long term mentorees six of the 15 were females.
Until seven years ago my mentoring was all same sex mentoring. But as I have come to learn more
about mentoring and the various types of mentoring functions I have come to recognize that there
are needs that women leaders have that I can help them with. A number of my mentoring
functions can be done cross‐gender wise. This has been the area in which I have probably been
stretched and grown the most in mentoring in the last five years. I do a limited amount of cross‐
gender mentoring. I have found that I am basically a task oriented person in general. This is also
true in my mentoring. With males my task oriented mentoring works well to a limited extent. But
in cross‐gender mentoring I have found that the relational part is extremely important. This in turn
has made me much more aware of relationship in my male mentoring relationships. I have fed
back what I have been learning about relationships in my female mentoring to my male mentoring
relationships. This has forced me to grow emotionally and in terms of transparency. Cross‐gender
mentoring has its complexities including dangers. I am working on identifying a model of cross‐
gender mentoring which picks up on the advantages and lessens the disadvantages. This includes
working in groups; working with my wife in these relationships; getting accountability from
external lateral mentors on these relationships; clarity of purpose in the relationships; sponsoring
of female leaders; carefulness in meeting locales, etc. See my Handout Cross‐Gender notes. I have
analyzed my own cross‐gender mentoring and set up definitions and guidelines that help me.

Insight 10 – Historical Mentors
Get a
I have found that I can be helped greatly if I seriously consider the help
historical
that is available via historical mentors. I try to have at least one of these
mentor and
each year. Some that have helped me over the past several years
have him/her
include: Amy Carmichael, Watchman Nee, Samuel Brengle, G.
help you
Campbell Morgan, A. J. Gordon, Henrietta Mears, Dr. M. R. DeHaan,
grow.
etc. I highly recommend this and have some ideas on how to choose
them. This year I am working through the biography of Billy Graham,
Just As I Am. One of my long term mentorees, Frank Hankins, is a specialist in historical
mentoring. He and I are doing a project which will eventually be a book on historical mentoring
which Barnabas will publish. This is one of the richest and fruitful ways to grow as a mentoree.
Get a historical mentor and have him/her help you grow.
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How To Use Mentoring in A Local Church Context

I

have watched church situations. I have been a member now of one church for the last 18 years.
Churches offer great opportunities for mentoring. Let me suggest some.

For Personal Development
I have already stated that I believe every Christian worker should
be involved in some mentoring relationships. This is particularly
true both for accountability and for growth. This would include
lateral mentoring for accountability and upward for growth and
downward to help others as well as be challenged by the
downward mentorees. Not all full time Christian workers will be
able to do some of the downward mentoring functions. But all can
sponsor. And most all can do coaching in specific areas in which
they have expertise.

Every Christian
worker should be
involved in some
mentoring
relationships.

For Staff Development
I have noticed that staffs, where a church has multiple staffing, usually are hurting as far as
personal growth is concerned. They usually are so busy running programs that they have very
little time for personal ministry—either for developing themselves or developing others. I have
seen especially how senior pastors of larger churches do not take the lead in developing their staff
workers. Mentoring allows for a very natural way that senior pastors can work with staff workers.
It is natural for staff workers to be involved in fellow workers lives. Mentoring can easily be fitted
into what is already going on.

For Developing Emerging Leaders
Often renewal in situations comes when younger emerging leaders get excited about something.
God uses those fresh approaches and young faith that emerging
leaders have bring about renewal. So one reason you should be looking
You can try to do
out for and doing top‐down recruiting of mentorees is for the renewal
it all or you can
that will come. Another, of course, is that there are always great
try to train others
leadership needs in churches. As a pastor in such a church you can try
to do it.
to do it all or you can try to train others to do it. Mentoring is one of the
most effective ways of developing emerging leaders.

For Meeting Growth Needs of People
If you know the mentoring resources you have available in a church it is a relatively simple matter
to connect up mentors with mentorees who you know need their help. It can be done informally
without a program to do so. Community Baptist Church (a church of 2000+) has identified various
mentoring resources in their congregation. As part of their regular orientation program for new
members they routinely connect people with mentors who can help them growth in areas that the
new members want help in. Mentoring is part of their small group ministry. Staff routinely involve
themselves in the various mentoring relationships about the Constellation model. If you are aware
of needs and aware of mentoring resources in your church you can begin to connect people and
see growth result.
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Practical Suggestions
Let me give some practical suggestions for you in your local church setting.

•

Build a Mentor Resource List.

•

Model it Yourself—Demonstrate mentoring first, then teach on it.

•

Build on what you already Have—complement what is already going by adding mentoring
to it (i.e. don’t start a mentor program)

•

Start with a few.

•

Build to multiply.

•

Keep it a Well Guarded Secret till it proves out (in other words have a pilot project that is
successful before you try to get it into the church as a whole.

The Challenge

L

et me suggest some mentoring types that you will need to develop in your church situation.

Developing Spirituality Mentors
I have found that there is a growing hunger for intimacy with God. Whenever I talk about
mentoring types and introduce the notion of a spirituality mentor I find people responding.
Everywhere I go there are people who want intimacy with God. I began working on developing
spirituality mentors about six years ago. We desperately need them in the church. I would
challenge you to assess your mentor resources in your church and to do some developmental
mentor groups with those who can become spirituality mentors (usually those who already have
special intimacy with God or want it). This is one of the great needs today.

Profiting from Historical Mentors
One of the problems I hear from people who ask for mentors is that they can not find mentors to
help them. I always remind them that there are plenty of historical mentors for them if they are
willing to discipline themselves to learn from them. I would recommend my Mentor Handbook,
chapter 10, I think which talks about historical mentoring and gives some good suggestions for
those wanting this kind of mentoring.

Mobilizing Disciplers, Coaches, Teachers
You probably already have disciplers, coaches and teachers in your local church setting. What you
will have to do is train them to become effective mentors as disciplers, coaches, and teachers. In
short, you will need to mobilize them and get them involved in effective mentoring.
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Sponsoring
Many potential leaders drop through the cracks in medium to large size churches because they are
not sponsored. Sponsors are desperately needed. This is a specialized function that I believe all
leaders can do, if they become aware of its need and take the time to find out how sponsoring
works.

Deliberate Modeling
We as leaders really have no choice. We do model. People do observe.
The only thing we have control over is what we model. Since so many
will be impacted by our modeling it behooves us to recognize this and to
begin to deliberately model what we want our followers to be and do.
Deliberate modeling is risky, scary, and fraught with potential issues of
pride. But it is one of the most powerful techniques for mentoring. I
deliberately model before my classes and with my mentorees.

We have
control over
what we
model.

Closing Case—Charles Simeon, the impact of mentoring
I want to close this session by telling you about Charles Simeon, one of my historical mentors. He
was a pastor who brought evangelical renewal to the Anglican Church. We can learn much about
change dynamics from studying his life. Can one leader affect an entire denomination? Here is
Barclay’s assessment.
Now, what was his influence? It has been described like this. When he started preaching in 1782
there was really only a handful of evangelical ministers left in the Church of England. I don’t
know an exact figure, but it was probably a few dozen. When he finished, 54 years later on, one
third of the pulpits in the Church of England were said to be occupied by evangelicals and the vast
majority of those were men who had been influenced directly by Simeon in Cambridge. Many of
them had been converted through him, or else they had come under his influence in some way.
His influence on the evangelical cause in the Church of England was absolutely staggering.
(Barclay 1986:9)
How did he do it? It began first of all with God’s foundational work in his own life. It continued
with an important and timely mentoring experience in his own life. Mentoring as means of
growth, so important to him, became a pattern he would use to exert influence and bring about
change in a whole denomination.

Some Practical Follow‐Up

L

et me suggest that if you want to profit from this lecture you do the following;

•

Read Connecting (and maybe The Mentor Handbook),

•

Chart—Resources in Your Church (see Appendix A).
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•

Construct your Personal Constellation Model and do both a profile for what it is now and for
what you would like to see it become (see Appendix B),

•

Identify your Mentor–Mix.

•

Try to get into a mentoring relationship that utilizes something in your Mentor‐Mix.

___________________________
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Appendix A – Simple Listing of Mentoring Resources in a Local Situation
Introduction
Take the top leaders or potential leaders in your church. List them on the following chart. Jot down
the types of resources they have to offer (devotional life, prayer life, Bible study skills, practical
skills around the home, wisdom about marriage relationship, wisdom about parenting, intimacy
with God, perspective on business, perspectives on handling finances, investing, etc. List what
ever the person has as potential empowerment resources.) Then seek to identify what kind of
mentor function they could do best so as to pass on those resources to others.
Name

Types of Resources
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Potential Mentor Type(s)

Appendix B – Constructing Your Mentor Constellation Profile
Simply list in the quadrants the people that you presently have mentoring relationships with, that
is, construct your present Mentor Constellation Profile.
Then choose a different color and pen in the types of mentors you would like to have in the future.
This will be the profile you are working towards.

The Constellation Model

Upward Mentoring

Lateral Peer
External Mentoring

Lateral Peer
Internal Mentoring

Downward Mentoring
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Mentoring Functions
By Dr J. Robert Clinton
“Bobby” Clinton serves as Professor of Leadership at Fuller Theological Seminary and is recognized as a
leading expert in mentoring. He is the author of The Making of a Leader and Connecting. Additional
mentoring resources are available at his website: BobbyClinton.com.
Article used with permission

H

ardly a week passes when I don’t receive some junk mail from an insurance company. Most
of them offer some sort of term insurance. Some are fancy and print my name and age and
cost per varying levels of insurance – usually in multiples of $100,000. Being in my mid‐
fifty’s I’m sometimes tempted to take them up. For I don’t want to leave my wife straddled with
the remainder of our house mortgage. I want to make sure she is taken
care of. But even more important for me than how I die and its
Most leaders are
lingering financial ramifications is how I live and its repercussions.
significantly
helped
For God has called me into leadership and I want to finish well.
along the way in
And I know that leadership not only involves a good start, it
their leadership by
requires perseverance in the middle stages, and a good finish to cap
other people.
off a life of influence. Would that there were some sort of
“leadership living insurance” that would guarantee a quality life
of leadership. And maybe there is.
My comparative study of leader’s lives has led me to a frightening conclusion. Few leaders finish
well.1 But that same study has revealed another important observation. Most leaders are
significantly helped along the way in their leadership by other people. I call this process
mentoring.2 And I believe that it may well be a key to helping more leaders finish well.3
What is mentoring? Mentoring definitions vary depending on the source of the definition.
Mentoring, as a recognized deliberate process, exists in the business world, the military world, the
academic world, and in Christian leadership development. Its popularity4 at present attests to its
potential usefulness for all kinds of leadership. My study of it focuses on its emergence as an
important leadership development concept. I will define it shortly. But first let me describe how I
saw the concept in my research on leaders.
Hardly a single case study in my research files exist which doesn’t identify people as playing a
significant role in the development of a leader. Most leadership case studies5 will identify between
three and ten significant people. Two categories of influential people were identified in the
comparative analysis of all of the significant people. The more general category was the mentor.
A more specific category, actually a kind of momentary mentor, was the divine contact.
A “divine contact” is a special kind of mentor that appears on the scene at a timely moment to give
a word or other help from God to an emerging leader just when that word or help is really needed.
This appropriate transfer of information is perceived as from God and is usually momentous in
some sort of major guidance decision by the emerging leader.
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The more general notion of mentoring involved people who had more prolonged contact with the
developing leader. The word mentor comes into English from Greek mythology. Mentor was the
name of the loyal friend and adviser of Odysseus and teacher of his son, Telemachus. Webster lists
two primary meanings for the word mentor:
•

a wise loyal adviser,

•

teacher or a coach.

Mentor had prolonged contact both with Odysseus and his son Telemachus. But even the notion
of prolonged contact varied in the empirical data I was analyzing. People performed various kind
of functions that helped emerging leaders develop. My initial analysis identified at least eight
specific ways6 that mentor‐types helped developing leaders:
1.

They gave encouraging and timely advice.

2.

They risked their own reputation in order to back the younger
leader.

3.

They bridged between the younger leader and needed resources.

4.

They modeled various aspects of ideal leadership functions with an expectation that
challenged the younger leader to rise to that level of expectation.

5.

They gave tracts, letters, books or other literary information which broadened the
perspective of the younger leader.

6.

They gave financially to demonstrate their concern for and to aid in furthering the training
of the younger leader.

7.

The took the younger leader with them and co‐ministered together – giving on‐the‐job
training as well as imparting a higher level of credibility, prestige, status, and confidence in
the younger leader.

8.

They gave freedom to the emerging leader, releasing that leader into ministry and promoting
that leader even if it meant the younger leader rising beyond the level of the mentor.

A mentor has
the insight to
see potential
in a leader.

From comparative study of the people identified as significant and the functions they performed
with emerging leaders I was able to synthesize a basic definition for mentoring. The general
notion of mentoring involves a relational process in which someone who knows something (the
mentor) passes on something (wisdom, advice, information, emotional support, protection, linking
to resources) to someone who needs it (the mentoree, or protégé) at a sensitive time so that it
impacts the person’s development.
Barnabas serves as a major mentoring example in the Scriptures. As many have noted, Barnabas
never wrote any Scripture like Paul or Luke did, but neither of them could have done so without
Barnabas’ help. In Acts 9:27 Barnabas championed Paul’s cause with the Apostles at Jerusalem. A
mentor has the insight to see potential in a leader although the person may have a bad reputation
or abrasive personality traits. Often strong leadership qualities are hidden beneath confrontive,
abrasive, and impatient personalities. A mentor is willing to take a risk and sponsor a potential
leader. Barnabas did so for Paul. A mentor is willing to co‐minister with a potential leader in order
to raise the experience and status levels of the leader. Barnabas went to Tarsus in Acts 11:25 and
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persuaded Paul to come and minister with him. He was mentoring. This single act by Barnabas
was a major link in the bridging of the Gospel to the Gentile world. Where would we be without
Barnabas? Many lessons on mentoring flow from Barnabasʹ ministry.7

More leaders will
finish well if they
relate to various
mentors throughout
their lifetimes.

The Dynamics of Mentoring

I

am asserting that more leaders will finish well if they relate to
various mentors throughout their lifetimes. Why can I say this?
Why does mentoring work? When does it work best? Five
dynamics seem to lie at the heart of the success of mentoring:
relationship, submission, perspective, power transfer, and accountability. Not all five always
occur. But the more they are present the more likely the success of the mentoring.

Mentoring is essentially a relational power transfer which interweaves five items. One item
requires reciprocity. One item focuses on the protégé. Three items focus on the mentor. Dynamic
number one involves relationship. Successful mentoring hinges on the relationship between the
mentor and protégé. A whole range of relationships are available from the mentor’s side. Iʹll say
more about this when I expand the mentoring concept.
However, from the protégé’s side one essential characteristic of the relationship must be
submission – dynamic two. At the heart of a submissive relationship lies respect for the mentor,
appreciation for qualities seen, a desire to be like the mentor or to be able to do what the mentor
can do.
Dynamic three ties in here. The mentor must have perspective on some needed or wanted or
appreciated quality, knowledge, skill, or needed resources.
That perspective has to be perceived as transferrable, dynamic four. Mentors must be able to pass
on their perspective to the protégé. A deliberate development of relationship can enhance the
transfer. The mentor empowers the protégé by the transfer of power, whether it be a skill, an
attitude, or linking to some resources.

See mentoring
needs in terms of
various
mentoring
functions.

The transfer is heightened by accountability. Accountability, dynamic
five, essentially rests with the mentor. Submission rests with the protégé.
The protégé must be willing to submit to the mentor’s tutelage. If there is
no submission there can be no accountability. Ideal mentoring sees a
dynamic interplay between relationship, perspective, submission, power
transfer and accountability.

Expanding the Mentor Concept – From Mentor to Mentor Functions

T

hough most leaders will need mentoring all their lives very few will ever find an ideal mentor.
I find it helpful to see mentoring needs in terms of various mentoring functions. Maybe you
can not find an ideal all around mentor but you most likely can find a person who can mentor
you in one given specific area of expertise. Mentoring functions can be perceived along a
continuum. I identify nine such functions.8 Notice the continuum given in Figure 1.
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| 1. Discipler
2. Spiritual
3. Counselor
4. Sponsor
7. Model
9. Divine
|
|
Director
5. Teacher
8. Historical
Contact
|
|
6. Coach
Ideal
|
|‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐|
|<‐‐‐More Deliberate

Less Deliberate ‐‐‐>|

FIGURE 1. Mentoring Functions along a Continuum

Mentoring functions toward the left of the continuum require more deliberate involvement of all
five of the dynamics of mentoring. Those to the right highlight fewer of the dynamics. The
perspective dynamic applies all along the continuum. If the protégé does not see perspective
available from a mentor it is unlikely that there will be any power transfer. Mentoring functions 1,
2 and 3 highlight accountability, submission, and relationship. Functions 4 through 9 highlight
perspective and power transfer. Function 1 is usually needed in the early stages of leadership
development and less needed with maturity. Functions 2‐10 can occur and are needed all
throughout one’s lifetime of leadership development. My leadership research has uncovered
numerous examples of each of these functions. Let me define the ideal situation for each of them.

The Nine Mentor Functions Defined

I

’ll introduce the various mentor functions by interspersing my personal experiences and by
describing some of the concepts involved. Again the descriptions are idealized. In real life,
mentors don’t do all these things but do approximate most of them.

Mentor Type 1 – Discipler
In 1964 God brought Harold Dollar across my path. Harold was an ex‐serviceman. While in the
air force in Japan he had met Christ and had been discipled in the context of a small group of
committed enlisted men. He introduced me to discipling. The basics which were instilled then
have lasted till now. Discipling is a very special kind of mentoring which specializes in giving
foundational roots to a very young Christian. It is characterized by several features. The mentor
and protégé spend much time together. The power transfer involves basic information about
Christianity‐‐experiential as well as cognitive. The protégé is not very mature. Fundamental
disciplines like how to have a devotional life, how to study the Bible for oneself, how to pray and
how to talk to others about Christ are all part of the perspective the mentor passes on to the
protégé. There is strong accountability. The mentor deliberately directs the learning process.
Submission on the part of the protégé is essential for on‐going progress. Harold and I shared this
kind of relationship in 1964.

Mentor Type 2 – Spiritual Director
Spiritual directors facilitate development in spirituality. The essential item of this mentoring
relationship is accountability for oneʹs spiritual relationship with God. Two people have provided
this mentoring function for me. Consistently, though without a systematic deliberate plan, my
wife, Marilyn, has held me accountable for my spirituality. Consistency between my inner
convictions and the quality of my daily life have been frequently tested by statements from
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Marilyn. This has been a relatively informal kind of mentoring ‐‐ but effective over the long term.
Denny Repko,9 has most recently deliberately functioned in this capacity. Regular meetings,
evaluation of goals, accountability for spirituality, and mutual commitment to prayer for one
another all highlight our relationship.
Spiritual direction takes time. Ideally, the mentor and protégé spend regular time together. This
will vary depending on the protégé’s commitment to the whole process and the directorʹs
availability. The mentor always seeks to facilitate spiritual growth in terms of perceived
ʺspirituality needsʺ of the uniquely gifted protégé. That is, spirituality issues will differ with the
maturity of the protégé and with numerous unique factors in the protégé’s development.10
Accountability varies in this mentoring relationship. Mentors who are spiritual directors usually
key accountability to response and felt need of the protégé.
Need for the mentoring function of spiritual direction ebbs and flows.
Regular doses of this kind of mentoring from time to time will insure
healthy development over a lifetime. Probably it is most needed in the
mid‐thirtyʹs confusion time, middle ministry where plateauing is so
prevalent, and toward latter ministry because so many finish poorly.

Spirituality
issues will differ
with the
maturity of the
protégé.

Mentor Type 3 – Counselor
In 1967 Marilyn and I were studying at Columbia Bible College. We were seeking God’s direction
for our lives. Our four kids quickly made friends with kids of our neighbors, the Jones family,
who just happened to be on furlough. We quickly became friends with Aziel and Marianne, the
parents. They were missionaries serving in Costa Rica. During our year of living in adjacent
houses we were able to discuss many things concerning missions together. They were in their
mid‐to‐late fort’ʹs and had about twenty years of missionary experience. We were young‐‐early
thirtyʹs and had mostly questions. Marianne and Aziel provided wise counsel on many issues.
Their advice was borne out by their experience. They were mature Christians and experienced
Christian workers. We went to Columbia Bible College in order to determine if God wanted us on
the mission field and if so the next steps. Aziel and Marianne gave specific counsel regarding the
next steps which involved further academic preparation. We accepted their counsel as guidance
from God. It turned out to be excellent advice for which we have been thankful over the years.
Major guidance came from this special mentoring function‐‐counseling.
A mentor counselor is a person who specializes in giving advice in
A mentor counselor
situations which are often critical to the protégé’s development. It
is a person who
can be as simple as timely advice. Timely advice is always in order.
specializes in
It can also be very complicated. Counseling can become very
giving advice in
specialized and lead to an on‐going relationship in which the mentor
situations which
counselor helps the protégé work through issues that relate to past
are often critical to
development or the lack of. Time spent between mentor and protégé
the protégé’s
depends on the sensed need of the protégé or the ability of the
development.
mentor to sense a given need in the protégé. Intervention is
deliberate if the mentor senses need and has control of the
relationship. Otherwise it may be a‐periodic, need driven, irregular and controlled by the protégé.
The amount of time is not in focus in this special relationship. Appropriateness and timeliness of
advice is. Advice that can be applied is the main transfer item. Accountability is less in focus say
than in the disciple relationship but more so than the hero or model mentoring yet to be described.
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Types 5 and 6 – Teacher and Coach
Two kinds of mentoring functions involve a focus on transfer of information or skills. The mentor
teacher is a person who has knowledge of some needed subject area and the ability to teach that
information so as to intervene in the protégé’s life. The mentor coach is a special kind of teacher
who knows how to do things and can impart this knowledge to others so that they do them better.
Mentor coaches usually have the special knack for bringing out the best in a person. The mentor
teacher focuses on knowledge, the mentor coach on skills or special attitudes.
The mentor teacher and protégé usually spend an intense period of time together‐‐long enough to
deal with the needed information. The power transfer involves information in the needed subject
area. The teaching is very deliberate and tailor made for the protégé in terms of needed
information and best means for acquiring it. There are times in the development of a leader when
teaching is needed. A mentor teacher can bring such a leader up to speed on a particular subject of
which little is known or there needs to be strengthening.
The mentor coach and protégé spend time together a‐periodically.
A coach is one who
Scheduling is in usually in terms of needs sensed by the protégé
helps a leader do
although a coach may see that a protégé needs improvement in a
things better and
given area and so will initiate the scheduling, provided a
brings the best out
relationship exists. The power transfer involves expertise in how to
in the leader.
do something, that in which the coach is an expert. The coaching is
very deliberate in terms of specific skills being imparted. In
addition, the coach is very careful in the intervention process and knows when to back off and let
the protégé do it on his/her own. In short, a coach is one who helps a leader do things better and
brings the best out in the leader. The mentor coach is committed to a protégé for a period of time
in specific areas where help is needed. This can and usually does involve feedback as to how the
protégé is doing. The intervention is especially helpful when the protégé is moving into a new
situation or will be taking on new responsibilities.
Sometimes relationships with mentor coaches and teachers can be distant and yet effective
mentoring can happen. That is, non‐deliberate mentoring in terms of teaching and coaching can
occur. Teachers and coaches can impart information by modeling. In that case the protégé largely
learns in a vicarious fashion by observation and self‐initiated practice. Accountability is nil save
by the protégé alone. Two Bible college instructors, Buck Hatch and Frank Sells, provided this
kind of mentoring for me. Neither had personal relationships with me. Neither demanded
accountability. But both information given and teaching methodology were imbibed by me and
have shaped my ministry. My pastor from 1965 through 1971, Pastor L. Thompson, particularly
coached me in leading home Bible studies. Dave Stout, one of my early Navigator contacts,
coached me in prayer skills. Daveʹs coaching was deliberate, had specific focus, and
accountability, and closure. But the other mentor teachers and coaches were non‐deliberate. Non‐
deliberate mentoring is available all around us if we as protégés are willing to hold ourselves
accountable.

Types 7 and 8 – Ideal Role Models
A 24 by 36 inch cork bulletin board somewhat ungraciously adorns my over crowded converted
office at home. On it are pictures, names, and labels of some 13 people I have admired. Three are
Bible characters‐‐all male, two from the Old Testament and one from the New. Two are women‐‐
one contemporary American and one Scottish now dead. Three are male historical characters
associated with World War II‐‐one British, one American and one German. Two were Christian
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leaders in China‐‐one Chinese, the other British. Three are
contemporary males – one who has finished a teaching career, one at the
height of a missiology career, and one yet to be discovered by a Christian
public. All have something in common for me. In many ways they have
inspired me.

Leaders need
themselves to
be inspired.

Words such as achiever, aggressive, indomitable, inspirational oratory, faithful, dyslexia,
perspective, one big idea, bootstraps, focused, honor, neologisms, union life, integrity, word
soaked, sodality vision, encourager, courageous, ultimate contribution, and learning posture
describe their impact on me. Leaders need themselves to be inspired. Heroes and heroines serve
this function – I call them ideal types. These are available for any Christian leader. Now you
know that even ideal types are blemished. None are perfect. But they can serve to remind us that
lives do count. There are issues and qualities worth standing upon. There are intangibles we can
leave behind to inspire and encourage others after us.
I identify two mentor types who perform this function. The mentor model and the mentor ideal
(hero or heroine). Function wise they are the same though technically they differ. The mentor
model refers to a person nearby, accessible, and living, who can be seen and admired, respected,
and imitated. The mentor hero or heroine usually represents a historical character or at least a
person remote from us whom we know about through reputation or books.
For the mentor model, the power transfer involves indirect passing on of the essence of the
mentor’s leadership – character, skills and values. Usually very little time is spent directly in the
mentoring process. The protégé observes the mentor in action and imitates – imbibes from the
mentor ideas, means of influence, and information. The transfer is usually very non‐deliberate
unless the mentor is aware of the relationship and specifically models with intent. A mentor
model is someone known personally by the protégé. That someone embodies some of the values
held dearly by the protégé. Frequently, a protégé has access to such a mentor and can dialogue
and learn directly from them. A mentor model is not perfect but does have features which are
admired.
The mentor ideal serves as a vicarious model. This person is usually
not known personally by the protégé. The mentor is separated from
the protégé either in space or time. The power transfer involves
vicarious learning of lessons from the hero or heroine’s life. Lessons
are learned only if the protégé deliberately seeks them out.

The mentor
model or mentor
ideal serves to
highlight
admired qualities
that are desired
by the protégé.

In either case, the mentor model or mentor ideal serves to highlight
admired qualities that are desired by the protégé. They typify what
ought to be or what can be. Perspective and power transfer are the
dynamics in focus. Usually relationship or submission does not occur. Accountability takes place
only within the protégé.
This concept of models and ideal types is biblical. Hebrews 11 highlights numerous Old
Testament heroes or heroines whose faith exploits should inspire present day Christians. No less
than 16 are named directly while many others are indicated. The leadership mandate of Hebrews
13:7, 8 serves to remind us of lessons to be learned from contemporary and past Christian leaders.
My paraphrase captures this notion of mentoring.
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Remember your former leaders. Imitate those qualities and achievements that were God‐honoring for
the source of their leadership still lives‐‐Jesus. He, too, can inspire your own leadership today
(Hebrews 13:7,8 Clinton Paraphrase).
No one can say that mentors are unavailable. At least these kinds of mentors – exemplars are. All
that is required is a desire to learn lessons vicariously from these great heroes and heroines.

Type 9 – Divine Contact

Leaders will be
divine contacts at
one time or another
in the lives of
emerging leaders.

I mentioned the divine contact earlier in my introduction to the
general notion of mentoring. Notice in Figure 1 that this mentor
occupies the extreme right portion of the continuum. There is usually
nothing deliberate with the divine contact. A person appears on the
scene at a timely moment and is a channel through whom God
directs. Often the act is even unknown to the divine contact. But it is God arranged. The protégé
knows it. The power transfer usually involves guidance or an answer to a perplexing situation.
There is no relationship or accountability. Submission on the part of the protégé is toward God in
terms of the perspective given. This whole pseudo mentoring process is very non‐deliberate
unless the divine contact has a special sense from God about the intervention.
One the one hand, leaders should recognize that they will be divine contacts at one time or another
in the lives of emerging leaders. They should be alert to this and where opportunity occurs
respond to those who are receiving such a perspective from God. Divine contacts can become
other kinds of mentors if a relationship is cultivated. On the other hand, leaders can expect other
leaders to be divine contacts to them. Need and expectancy are the keys. Knowledge of this type
of hit‐and‐miss mentoring can enhance its use. Situations can alert us to the probability of Godʹs
meeting our need through a divine contact.

Type 4 – The Mentor Sponsor
An alert reader will know that I skipped one of the types on the
A mentor sponsor
continuum. Type 4 is located toward the middle of the continuum
serves as a door
but I discuss it last since it is less common in Christian circles. This
opener, a linker to
type occurs very frequently in the business world. A mentor
resources, so that a
sponsor is a special kind of mentor who serves as a door opener, a
protégé moves
protector, a patron or patroness, a linker to resources, so that a
forward in his or
protégé moves forward in his or her career usually in an
her career.
institutionalized setting. The two functions‐‐door opener and
linking to resources‐‐do occur frequently in Christian circles and
are not restricted to organizational or institutional life. But the protection function, the guiding up
the career ladder, the provider of resources occurs less frequently in most Christian settings.
Normally Christians don’t think of careers. But life in denominational structures and training
institutions does follow career patterns just like secular business.
Dynamics of this mentoring focus on power transfer and perspective. There is an important
relationship factor. The mentor recognizes the strategic importance of the protégé and owns
perspective on how to move the protégé along to fulfillment of strategic potential. Time spent in
relationship is not as important as intervention at strategic moments in the protégé’s life so as to
pave the way for career development. The power transfer involves linking to needed resources,
protection from someone else who could hinder or destroy a career, the opening up of
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opportunities or seeing to it that the protégé has a chance at them. Usually the intervention is
deliberate by the mentor over a long period of time.
I have personally experienced several facets of the mentor sponsor functions. Early in our
missionary career, Marilyn and I were greatly helped in our fund raising efforts when Robertson
McQuilkin connected us in with First Presbyterian Church of Chattanooga. Denny Repco and
Chuck Singletary served this function in terms of my first nationally
recognized book. They linked me with my publisher and gave
Mentoring is
strategic encouragement when the project nearly faltered. Chuck
available if you
Kraft, Pete Wagner, and Paul Pierson have served in this regard in
look for non‐ideal
both initially connecting me to the School of World Mission faculty
imperfect people
and guiding me along the pitfalls of Christian institutional life. I am
who may not have
deeply grateful for this kind of mentoring. The old saying, “It’s not
it all together but
what you know but who you know”, needs slight modification. It’s
who can perform a
also how well you know them and they know you that makes a
needed mentor
difference in this kind of mentoring.
function for you.
Let me close this section on mentor types by reinforcing its main
thesis. There are no ideal mentors. No one person will fulfill all
these kinds of functions. You will sometimes find a number of these mentor functions in a single
person. But more likely it will be that you find pieces of these mentor functions in several people.
Mentoring is available if you look for non‐ideal imperfect people who may not have it all together
but who can perform a needed mentor function for you. And scads of hero’s and heroines are
available if you are self‐disciplined enough to hold yourself accountable for learning vicariously
from them.
____________________________
Footnotes
1

In an article, ʺListen Up Leaders, Forewarned is forearmed!ʺ published in a course syllabus at Fuller, I
discuss my Biblical research behind the observation that few leaders finish well. I also suggest that
finishing well includes a three fold thrust‐‐sustaining a vibrant personal relationship with God, having
developed the potential God gave to its appropriate capacity, and leaving behind an ultimate
contribution that is both pleasing to God and established by Him.

2

Mentoring is one of many processes that God uses to shape a leader over his/ her lifetime. See my self‐
study manual, Leadership Emergence Theory privately published by Barnabas Resources, 2175 N.
Holliston Ave, Altadena, Ca., 91001 for details. See also The Making of a Leader, my book published
by Nav Press.

3

Mentoring is one of five suggestions I recommend for those who want to insure a good finish in their
leadership. 1. Study Bible leaders in order to identify the processes whereby God develops leaders.
This involves recognition of the pivotal points in their lives that curtailed or enhanced their ministry. A
study of these pivotal points suggests five weaknesses or problems detrimental to on‐going effective
leadership: abuse of power, pride in accomplishment, sex related problems, financial problems, and
family problems. 2. Cultivate expectancy for personal renewal experiences and seek them. 3. Guard the
inner life. Deliberate use of spiritual disciplines has helped many to joyfully persevere in their
leadership. Disciplines of abstinence such as solitude, silence, fasting, frugality, chastity, secrecy,
sacrifice are helpful in building self‐discipline for perseverance.
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Disciplines of engagement such as Bible study, a habitual devotional life, worship, celebration, service,
prayer, fellowship, confession and submission offer guidance and accountability. Other miscellaneous
disciplines some have found helpful include voluntary exile, keeping watch, sabbath keeping, practices
among the poor, journalling, and listening. I have defined many of these disciplines and use them in
my own mentoring with emerging leaders. 4. Maintain a learning posture. An on‐going attitude
toward learning develops the flexibility needed for the give and take of leadership. Inflexible leaders
frequently do not finish well. 5. Find a mentor who will hold you accountable in your spiritual life and
ministry. This fifth one is the subject of this article.
4

Mentoring has become quite a focus for research. Dr. William A. Gray and Marilynne Miles Gray have
trained over 5000 mentors and proteges in a variety of settings, such as major corporations, universities,
government agencies, and school systems. They have formed Mentoring Institute Inc. for the purpose
of training and promoting research in mentoring. A related enterprise, International Centre for
Mentoring publishes and distributes written materials on mentoring and coaching. Mentoring
International is the journal of the International Centre for Mentoring. This journal is available from
International Centre for Mentoring, 510 ‐ 1200 W. Pender St., Vancouver, B.C. Canada V6E 2S9.

5

Approximately 600 case studies have been compared to date. About 100 of these include Bible leaders
and Historical leaders. The large majority are of contemporary leaders. These case studies orient the
leaderʹs development around a time‐line and significant development phases along that time‐line.
Almost every development phase will identify one or more significant people who served in some sort
of mentoring capacity.

6

Interestingly, secular theorists in the business world also identify many of these same functions. Schein
in his book Career Dynamics (page 178) identifies 7 mentoring functions: 1. teacher, coach, trainer; 2.
positive role model; 3. developer of talent; 4. opener of doors; 5. protector; 6. sponsor; 7. successful
leader (ride on coattails).

7

My booklet, Barnabas, Encouraging Exhorter‐‐A Study In Mentoring give many such lessons.
Particular is Barnabas proficient in the linking mentoring function.

8

Paul Stanley, suggested at least five of these to me. The rest came out of my own personal research.
Confirmation of many of these categories occurs also in secular literature though names may differ.
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Paul – Mentor for Many
By Dr J. Robert Clinton
“Bobby” Clinton serves as Professor of Leadership at Fuller Theological Seminary and is recognized as a
leading expert in mentoring. He is the author of The Making of a Leader and Connecting.
Additional mentoring resources are available at his website: BobbyClinton.com.
Article used with permission

P

aul was an outstanding mentor. He used mentoring as a major means of developing leaders.
Mentoring is a relational experience in which one person, called the mentor, empowers
another person, called the mentoree, by a transfer of resources. Empowerment can include
such things as new habits, knowledge, skills, desires, values, connections to resources for growth
and development of potential. We1 have identified a number of mentoring functions. Usually any
given leader will not be an ideal mentor and perform all of the mentoring functions. Instead a
given leader will usually be proficient in three or four of the mentor functions. The set of
mentoring functions that a leader uses in ministry is called his/her mentor‐mix. It is easiest to
demonstrate that Paul was an outstanding mentor by illustrating his mentoring relationship with
Timothy.
Table 1 identifies the nine mentoring functions:

Table 1 – Nine Mentor Functions
Type
1. Discipler

2. Spiritual Guide
3. Coach
4. Counselor
5. Teacher
6. Sponsor
7. Contemporary
Model
8. Historical Model

9. Divine Contact

Central Thrust
Basic Habits of the Christian Life dealing with hearing from God and
talking with God; operating in a fellowship of Christians; learning to
minister in terms of giftedness; learning to get input from God.
Evaluation of spiritual depth and maturity in a life and help in growth
in this.
Skills of all kind depending on the expertise of the coach.
Timely and good advice which sheds perspective on issues and
problems and other needs.
Relevant knowledge that can be used for personal growth or ministry
or other such need.
Protective guidance and linking to resources so that a leader reaches
potential.
Values impactfully demonstrated in a life that can be transferred and
used in one’s own life.
Values demonstrated in a life and inspiration drawn from that life so
as to encourage on‐going development in ones own life and a pressing
on to finish well.
Timely Guidance from God via some human source.
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Paul over the course of his 30+ years in ministry demonstrated almost all of the nine functions.
With Timothy, as seen in the Acts and the two epistles to Timothy, several of the mentoring
functions can be seen. Figure 1 gives Paul’s Mentor‐Mix1 in a pictorial format. This is called a Venn
diagram. Each separate oval represents a mentor function. The larger the size of a symbol the more
important it is. Overlap of symbols indicates some of both functions taking place. Non‐overlap of a
symbol with other symbols indicates exclusive manifestation of the symbol. Table 2 takes these
mentor functions and indicates where the mentoring function is indicated in the Scriptures and
perhaps some empowerment.

Sponsor
Counselor

Contemporary Model

Teacher

Spiritual Guide

Figure 1. Paul’s Mentor‐Mix with Timothy

From the Venn diagram in Figure 1 it can be seen that the three most important mentor functions
(indicated by the heavier lines) that Paul did with Timothy were teacher, Counselor, and sponsor.
He also models and gives spiritual advice for Timothy’s own growth.

Table 2 – Mentor Functions of Paul With Timothy
Kind
Teacher

Where Seen
Ac 16, 17, 18, 19,
20; 2 Ti 3:10
Ro 16:21;
1 Co 4:17;
2 Co 1:19

Counselor

1,2 Ti are laced
with words of
advice

Empowerment
Timothy was familiar with all of Paul’s teaching from the
Scriptures. For example, he heard the teaching on the
material that was later incorporated as Romans given at
Corinth; he was present for the dictation of the book of
Romans. He spent hours on the road with Paul and chatted
with him.
1 Ti ch 1,2 Paul’s advice on major problems in the church,
1 Ti ch 3 Paul’s advice on local leadership selection, 1 Ti ch 5
Paul’s advice on the problem of widows and discipline of
leaders.
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Kind
Sponsor

Where Seen
1,2 Ti

Model

2 Ti 3:10‐17; Php

Spiritual
Guide

1,2 Ti

Empowerment
He is listed by Paul as co‐author (a sponsoring function) of
six epistles (See 2Co 1:1; Php 1:1; Col 1:1; 1Th 1:1; 2Th 1:1,
Phm 1:1). The material in 1,2 Ti is dominantly written with a
view to the church there reading it and knowing that Paul
was giving Timothy instructions for that church.
Philippians gives Paul’s comprehensive treatment of his use
of modeling.
See especially 1Ti 4 Paul’s personal advice to Timothy on
How to Handle Himself—especially maintaining the balance
of developing self and developing ministry.
See also 2 Ti 1; 3‐10 on developing giftedness.

Five Features of Paul’s Mentoring
Table 3 below lists five features noticeable in Paul’s mentoring or that supplemented his
mentoring.
Table 3 – Five Features about Paul’s Mentoring
Feature
Personal
value

Took people
with him;
On‐the‐job
training.
Teams

Explanation
Paul often talked straight from the heart to those he ministered to. He illustrates
one of his strongest leadership values when he does that. And this is even more
true in his mentoring relationships. A leadership value is an underlying
assumption which affects how a leader behaves in or perceives leadership
situations. Paul felt ministry ought to be very personal. Stated more generally
for all leaders, Leaders should view personal relationships as an important part of
ministry both as a means for ministry and as an end in itself of ministry. In his epistles
Paul names almost 80 people by name—most of whom he ministered with or to
or in some way they ministered to him. Of the five dynamics of mentoring
(attraction, relationship, responsiveness, accountability, empowerment)
relationship was Paul’s strong suit. And with Timothy relationship is seen more
clearly than any of Paul’s companions. See Article, Timothy, A Beloved Son in the
Faith.
Principle: The development of a personal relationship between a mentor and mentoree
will increase the effectiveness of the mentoring.
Whenever possible, Paul never went into ministry along. He almost always took
someone with him—frequently, one he had a mentoring relationship with, one
who he was developing as a leader.
Principle: Modeling as a major means of influencing or developing emerging leaders
best happens in on‐the‐job training.
Whenever possible, Paul took more than one person with him. He used teams of
people. And he would send various team members on important errands. See
Article, Paul and His Companions. Note especially the we sections in Acts 16 etc.
See also the number of folks around in Romans 16:20‐22 (Timothy, Lucius,
Sosipater, Tertius, Gaius, Erastus, Quartus) when he dictated the letter.
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Feature
Little/Big;
Ministry
Tasks

Goodwin’s
Expectation
Principle

Explanation
Paul used the basic principle of the Luke 16:10 little/ big: The one faithful in little
things will be faithful in bigger things. Give people little things to do and if they are
faithful in them, give them bigger things to do. This was especially true of the
ministry tasks given Titus and Timothy. A ministry task is an assignment from
God which primarily tests a person’s faithfulness and obedience but often also
allows use of ministry gifts in the context of a task which has closure,
accountability, and evaluation. See Titus’ five ministry tasks (3 in Corinth 1 in
Crete and 1 in Dalmatia). As the person grows the ministry task moves more
from the testing of the person’s faithfulness toward the accomplishment of the
task.
Goodwin’s expectation principle states, Emerging leaders tend to live up to the
genuine expectations of leaders they respect. A well respected leader can use this
dynamic to challenge younger leaders to grow. The challenge embodied in the
expectation must not be too much or the young leader will not be able to
accomplish it and will be inoculated against further challenges. The challenge
must not be too little or it will not attract. It must be a genuine expectation. Paul
uses this with Timothy, Philemon, and Titus several times (see 1 Ti 6:11 fn. See
2 Ti 1:5 fn).

The end result of mentoring is the empowerment of the mentorees. Luke, Titus, Timothy,
Philemon, Onesimus, Archippus, Priscilla, Phoebe and many others attest to the power of Paul’s
mentoring. And of all of Paul’s mentoring functions, probably the most effective was the
modeling. Note in his mentor‐mix how modeling subtly interweaves itself throughout every other
mentoring function. Paul personally related to numerous leaders to develop them. He left behind a
heritage—men and women who could continue to lead and carry out his life purpose and use his
values in their lives and ministry.

___________________________

My son Dr. Richard W. Clinton, my colleague Paul Stanley and I have all been busily
researching and using mentoring in our own personal ministries.
1

Mentor‐mix refers to the set of mentoring functions that a leader demonstrates in his/her
ministry over time—not necessarily seen at any one given time but over a lifetime.

2
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Mentoring Resources
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Mentoring Questions to Develop Leaders
These questions, primarily derived from Coaching 101 by Robert Logan and Sherilyn Carlton, may be
useful tools in your mentoring relationships. Open questions are powerful means to help a person to reflect
on critical issues and move toward a focused life.

Introduction
1.
2.
3.

What energizes you?
What do you care about?
What do you think God is calling you to do?

Relating
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.

20.

How are you doing?
Where are you now?
How can I pray for you?
What do you want to address?
How can we work together?
Tell me what you think?
What ideas do you have?
Here is what I’m hearing you say?
What are your deepest passions?
What really satisfies and fulfills you?
What energizes you?
What drains your energy?
What legacy do you want to leave?
What do you want to be remembered for?
What is your dream?
What are your strengths?
Where are you gifted?
What’s one thing you would like to change about yourself?
What are areas of improvement?
Where do you sense the Holy Spirit prompting you?

Reflection
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.

What can we celebrate?
What’s really important?
What obstacles are you facing?
Where to you want to go?
How committed are you?
What good things are happening?
What can you praise the Lord for?
What are you excited about?
What connects you with God’s calling?
What do you value most?
What has the Holy Spirit been tapping you on the shoulder about?
What frustrates you?
How are you honoring your values?
What is one area where you sense God wants you to grow?
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15.
16.
17.

18.

Where do you want to go?
What would you like to change?
What are you willing to endure to see your vision become a reality?
What will you specifically change to accomplish you goal?

Refocusing
1.
2.
3.
4.
5.
6.

7.

What do you want to accomplish?
What are the possible ways to get there?
Which path will you choose?
What will you do (who, what, when, where, and how)?
How will you measure your progress?
How can you get it done?
What would like to accomplish in the next three months?

Resourcing
1.
2.
3.
4.

5.

What resources will you need to accomplish your goals (people, finances, knowledge, etc)?
What resources do you already have?
What resources are missing?
Where will you find the resources you need?
What can I do to support you?

Reviewing
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.

14.

What is working?
What is not working?
What have you learned?
What needs to change?
What else needs to be done?
What further training would be helpful?
What’s next in our mentoring relationship?
What would you like me to do more?
What have you accomplished this month?
What are some things I could do differently?
How can I help you more effectively?
Here is what I have observed?
Do you really want to do this?
What are you willing to sacrifice to get there?

Miscellaneous
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.

12.

What have you been thinking about lately?
When you look back on your life, what is the one thing that you are most proud of?
If money was not an issue, what would you do differently?
What is the most important relationship you have right now and why?
What friend is most important to you and why?
What was your biggest struggle today?
How does Satan tempt you away from living a purposeful life?
Do you carry any secrets that are bothering you?
What is one area in your life in which you need encouragement?
Is there anything in your marriage that I could pray for?
When your kids move away from home, what would you like them to remember about you and their
childhood?
What is one thing that you’d like me to pray for you?
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Mentoring Resources in South Africa
TOPIC and the National Christian Leadership Development Forum are currently engaged in research to
identify the Christian leadership development resources available in South Africa. This will result in a
directory of leadership training organisations that are available across the country. The list below is an
attempt to suggest only a few of the resources available and is in no way intended to be exhaustive.

Africa Leadership Development Institute (ALDI), African Enterprise
Jonathan Wilson, Director
Box 13140, Cascades, 3202, RSA. Tel: 27 (0)33 347 1911. Fax: 27 (0)33 347 1915
E‐mail: aldi@ae.org.za. Web: www.africanenterprise.org.za
ALDI is a service to organisations and their leaders, providing them with high quality training,
information resources, and context‐specific interventions. It’s vision is to see Africa renew her
dignity and progress into a peaceful, stable and prosperous future through an exponential growth
of African leaders possessing an integrity and ability that is authentic to both Scripture and African
cultures. Throughout the continent, ALDI runs needs‐based leadership training programmes for
specific target groups such as parliamentarians, women leaders, business leaders and youth. Since
2001, ALDI has developed and run the acclaimed Ascent leadership training course, which focuses
on organisational leaders. Ascent captures the ethos of ALDI’s commitment to holistic and
process‐based, mentor‐led training. The course has deeply impacted a wide range of Christian
leaders in churches, government and business organisations. ALDI’s monthly Leadership Letter is
a theologically‐grounded analysis of leadership issues against both western and African
backdrops.

Africa Ministry Resources (AMR) – See OC Africa
Church and Community Facilitation Network
Dr David Newby, National Director
P.O. Box 628, Rondebosch 7701, RSA. Tel : +27 (0)21 685‐6883 Fax : +27 (0)21 685‐6891 Email :
cfn@mweb.co.za. Website: www.cfn.org.za
The Church and Community Facilitation Network is a unit within the Bureau for Continuing
Theological Education and Research at the Faculty of Theology of the University of Stellenbosch.
Within the framework of a Christian ethos and spirituality they seek to equip people in churches to
work as facilitators in communities. It is their belief that equipping clergy and community leaders
with basic facilitation skills is the key to unlock the potential within Christian faith communities to
be effective agents for transformation in South African society. A mentors training course is
offered along these lines. They focus on the following priorities:
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•

Training to introduce people to the basic ethos, skills and tools needed for community
facilitation

•

Facilitating a network of people who have been trained so as to enable them to develop
further according to their needs and interests

•

Specialized training in particular areas of community facilitation

•

Mentoring groups of community facilitators who have the commitment and the potential to
become excellent community facilitators

•

Honing and developing the skills and knowledge of people involved in mentoring and
training community facilitators

•

Partnering with churches and organizations to build the capacity of community facilitators

Development Associates International (DAI)
Brian Edwards, DAI Ministry Center Director South Africa
PO Box 933, Howard Place 7450 Cape Town, RSA. Tel: 27 (0)21 531‐9396
Email: bedwards@daintl.org. Website: www.daintl.org
DAI teaches, mentors, connects and consults leaders so that the Church can fulfill its role in
extending the Kingdom of God. Everything that DAI does focuses around helping leaders have
more integrity and be more effective. DAI works to achieve its mission through various
workshops, enabling leaders to learn and grow using DAI curriculum, consulting on specific
projects and issues, connecting potential and current leaders with resources, and mentoring
leaders. Mentoring is the key to all that DAI does in leadership development. Whether it is the staff
mentoring leaders or encouraging leaders to mentor other leaders, imparting more than just
information is the key to see real change in leaders.

Jesus is Lord Christian Centre
Rev. Phineas Chauke, Director
13256 Extension 8, Kagiso, Mogale City 1754, RSA. Tel: 27 (0)11 410‐4553
Email: hpchauke@telkomsa.net.
This is a church‐based missions and training ministry with strong mentoring experience.

Leaders for Africa
Rev. Bert Watson, Director
P.O. Box 7016, Birchleigh 1621, RSA
Email: lfa@telkomsa.net.
Tel. 27 (0)11‐976‐5074. Fax 27 (0)11‐976‐4349. Cell: 27 (0)83‐675‐6913
Bert Watson founded Leaders for Africa to promote the training and development of emerging
Christian leaders in Africa. Bert develops and conducts leadership development courses
for church, parachurch, business, and youth leaders, facilitates team‐building seminars, serves as a
consultant for various leadership and nation‐changing projects, teaches at leadership conferences,
and mentors a number of leaders in different ministries. In addition, he is involved in the
leadership of the SACLA youth leaders conference, works with Turn the Tide as a national
associate trainer for John Maxwellʹs Million Leaders Mandate, serves as a senior advisor and writer
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for Truth Magazine, and has recently joined the National Christian Leadership Development
Forum. Bert is committed to the development of authentic and mature Biblical leaders with a
strong missional focus, a commitment to reproducing leaders, and a deep desire to grow to their
maximum strategic potential in Christ.

Leadership Matters
Dr Alan Jansen, Director
PostNet Suite #75, Private bag X3, Plumstead 7801 RSA
Ph/fax: 27 (0)21 712 6908. Cell: 27 (0)84 707 2524
Email: alan@leadershipmatters.co.za. Website: www.leadershipmatters.co.za
Leadership Matters, founded by Dr. Alan Jansen, is a leadership development organisation
focusing very strongly on coaching and mentoring. Leadership Matters is involved primarily in
the non‐profit sector working with many international Christian organisations as well as the
corporate world. Alan, who served for many years in the academic world and taught courses on
leadership and organisational development, is passionate about coaching and mentoring because
he feels strongly that they yield the greatest fruit as leadership development interventions.
Leadership Matters is committed to Transforming Organisations By Empowering People.

Ministerio Actos (Acts Ministry)
Rev. Josenildo Muller, Director
P.O. Box 166, Rosettenville 2130 RSA. Tel: 27 (0)11 435‐1363
Email: mullernet@absamail.co.za. Website: www.ministerioactos.com
A Portuguese‐language‐based training ministry focused on developing ʹhealthy leaders, healthy
churches and healthy communities,ʹ including a strong emphasis on mentoring and pastoring
pastors.

Navigators – Southern Africa
Dr Chris Oliobi, Director
PO Box 1323, Randpark Ridge 2156, RSA. Tel: 27 (0)11 478‐2087
Email: coliobi@icon.co.za. Website: www.Navigators.org
The Navigators help Christ’s followers ʺnavigateʺ spiritually, coming alongside to support them as
they search the Word of God to chart the course of their lives. The hallmarks of their ministry are
one‐to‐one relationships and small‐group studies focused on discipleship. They mentor new and
maturing believers and equip professionals to live for Christ in the workplace.

OC Africa (A Ministry of Africa Ministry Resources)
Dr Dean Carlson – Africa Area Director
Rev. Karl Teichert – Southern Africa Director
Pvt. Bag X09, Suite 168, Weltevreden Park 1715, RSA
Tel: 27 (0)11‐794‐8001. Fax: 27 (0)11‐794‐8002
Email: AMR@wol.co.za. Website: www.OCAfrica.net
OC Africa (AMR) assists the Body of Christ to multiply godly, equipped leaders and healthy
churches. It partners with TEASA, the Church Planting Alliance and numerous organisations
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toward the goal of seeing a healthy church transforming every community in South Africa and
beyond. Leadership development is advanced through mentoring, coaching networks and training
consultations. OC Africa (AMR) produces the Church Leader in Africa, a periodical that addresses
the unique challenges facing leaders throughout the continent.

TOPIC Southern Africa
David Bulger, Executive Director
PO Box 13092, Norkem Park 1631, RSA. Tel/Fax: 27 (0) 11 972‐6919
Email: TOPIC@telkomsa.net. Website: www.topicsa.net,
TOPIC (Trainers of Pastors International Coalition) is a network of ministries that seek to multiply
the effectiveness of pastoral development by: 1) facilitating and promoting the development of
effective non‐formal pastoral training models (including mentoring), 2) identifying and
networking ministries, materials and other resources on a national and regional level,
3) stimulating and enlarging vision for non‐formal pastoral leadership training among formal
training institutions and churches. The TOPIC coalition works together to increase the quality and
quantity of training opportunities for pastors. Coalition members pray for and encourage one
another; network with each other; and share ideas and resources. TOPIC itself does not have a
campus or curriculum – rather, TOPIC’s campus and curriculum is that of its coalition members.
TOPIC is the South Africa facilitator for MentorLink.

Walk Thru The Bible / Turn the Tide
Rev. Martin Deacon, Director
Rev. Elvis Mvulane, Turn the Tide National Director
P.O Box 48690, Roosevelt Park 2129, RSA. Tel: 27 (0)11 782‐4222, Fax: 27 (0)11 782‐3977
Email: info@wtb.co.za. Website: www.bible.org.za
Walk Thru the Bible Ministries is an international educational ministry whose goal is to assist local
churches in the ministry of edification. It is committed to a transdenominational and transcultural
ministry through the media of seminars, literature, and formal education. Walk Thru the Bible has
been called by Jesus Christ to partner with the local church to be a worldwide catalyst for
discipleship by transforming how people think about God, how pastors think about preaching,
how churches think about their communities, and how every day believers live out their faith at
home, school, and work. Training and mentoring is provided to trainers in a wide range of subject
areas.

Willow Creek Association
Gerry Couchman, Director
P.O. Box 11895, Centurion 0046 RSA. Tel: 27 (0)12 665‐4688
Email: gerry@willowcreeksa.co.za. Website: www.willowcreeksa.co.za
Willow is a ministry focused on seeing churches reach their full redemptive potential through
vision, training, encouragement and mentoring.
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Mentoring Resources on the Internet
alliancescp.org
The Alliance for Saturation Church Planting is a strategic network in Europe committed to
facilitate church planting movements. Check out the Mentoring Manual and the highly esteemed
Omega Course for church planter training.

amazon.com
The world’s largest web‐based bookseller with a huge selection of Christian books. A good site for
mentoring and leadership books unavailable in South Africa. Click on a book in which you’re
interested and review book sections and reviews online. It’s a great way to assess whether it’s the
book for you.

arrowleadership.org
Founded by Leighton Ford, an associate of Billy Graham, Arrow Leadership Ministries seeks to
invest in proven young Christian ministry leaders as well as provide practical organizational
leadership training for CEO’s and executives of Christian not‐for‐profit organizations through
Executive Arrow. Visit their website to sign up for free mentoring and leadership E‐letters. ALDI
serves as the South African affiliate for Arrow.

arsenalbooks.com
The Arsenal Christian Booksellers site highlights resources on leadership, prayer, spiritual warfare
and transformation. Founded by C. Peter Wagner of Global Harvest Ministries.

BobbyClinton.com
A goldmine of useful information, this is the website of Dr. J. Robert Clinton, Professor of
Leadership at Fuller Seminary in Pasadena, CA, USA. Check it out if you want free downloadable
articles and training notes on mentoring and lifelong leadership development. It’s the place to go
if you want information from one of the today’s leading experts on mentoring.

christianbook.com
Christian Book Distributors is a large, respected source for a wide spectrum of discounted
Christian books. Find good deals on hundreds of leadership and ministry books. Check out the
information and reviews provided for each book. Shipping is available to South Africa.
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churchsmart.com
The ChurchSmart Resources site features strategic ministry tools for church leaders. Highly
recommended for resources on leadership development, church planting, church health and
Natural Church Development. Practical mentoring resources include: Focused Living Resource
Kit, Advancing Leaders, Raising Leaders for the Harvest, Empowering Leaders Through Coaching
and Coaching 1010 by Bob Logan.

CoachNet.org
CoachNet is an online tool for Christian leaders to live in obedience to the mission Jesus by:
raising and developing leaders, increasing church health, and starting and multiplying churches.
One of the most unique web‐based training and communication tools of its kind, CoachNet has a
built‐in reference library with hundreds of valuable resources, discussion forums on a wide variety
of ministry topics, online study courses, and powerful, interactive online coaching tools.
CoachNet offers the some of the following leadership development resources:
•

Coaching guides and worksheets.

•

Recommended book lists.

•

Presentation notes for coach training events.

•

Powerpoint presentations to enhance your coach training events.

•

Web‐based seminars on pertinent topics.

•

Learn how executive coaching for you and your leaders can help you achieve your ministry
goals.

•

Get information about leadership development training events‐‐ on a whole range of topics
developed to help you and those you lead improve key skill sets.

•

CoachNet is available for an annual subscription through www.ChurchWise.co.za.

Crosswalk.com
Crosswalk is multi‐service site dedicated to building up the Body of Christ through the provision
of ministry resources.

davidmays.org
Sign up for weekly summaries of leadership books (both Christian and secular) by David Mays, a
leader with ACMC (Advancing Churches in Missions Commitment). This is an excellent way to
stay abreast with the latest in leadership books. Get the meat of the book without having to buy it!
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EquipSA.org
Visit the EQUIP Southern Africa website for John Maxwell materials and information on the
Million Leader Mandate. EQUIP was founded by Dr. John C. Maxwell and exists to see effective
Christian leaders fulfill the Great Commission in every nation.

exclusivebooks.com
Exclusive Books provides an excellent South African internet site enabling you to search for and
order books locally.

fullerseminarybookstore.com
The Fuller Seminary Bookstore contains an outstanding collection of theological, leadership and
ministry books. Browse this site if you want to view books used by Fuller professors to train
students in cutting‐edge issues facing the Church today.

gospelcom.net/acmc
Advancing Churches in Missions Commitment (ACMC) exists to help your church grow in
missions effectiveness. They offer a wide variety of church and mission resources.

gospelcom.net/topflight
New generations of leaders demand new paradigms and pathways of development.
Topflight’s unique approach to developing young leaders has enabled them to become the pioneer
in experience‐based young leader development. Their vision is to see new generations of leaders,
all over the world, empowered for a lifetime of kingdom‐advancing leadership. Subscribe to their
Leadership Minute, a free email service that will challenge you with brief, thought provoking
leadership lesson that can be read in about a minute. Every issue also contains a practical mini
leadership book review.

gospelcom.net/wclbooks
The William Carey Library website – a service of the US Center for World Missions – is an
excellent resource for inexpensive books on leadership, missions and church growth.

kalahari.net
Order a wide array of books and miscellaneous items through this local multi‐service online store.
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leadershipcatalyst.org
The mission of Leadership Catalyst is to build and restore trust in leaders and in those they
influence. For the individual, Leadership Catalyst offers a variety of resource tools to help you
build trust in your friendships, your family, and your community. For the organization,
Leadership Catalyst has designed a groundbreaking process to help leaders and teams bridge the
Trust Gap. Delivery of the learning process is implemented through your organization’s coaches,
who are trained in Catalyst Coaches’ Clinics. A variety of products and services are offered on the
website.

leadnet.org
The Leadership Network was created in 1984 to serve the Sr. Pastors of large congregations. Their
programs have changed over the years to adapt to the challenges and opportunities faced by
leadership teams. Their mission is to identify, connect and help high‐capacity Christian leaders
multiply their impact. Take advantage of their downloads and free E‐publications

mentorandmultiply.com
Mentor & Multiply provides tools and services for Christian workers to develop the kind of
churches or cells that reproduce. Resources are provided by Dr. George Patterson, former
missionary in Latin America and current Professor at Western Seminary in Portland, OR, USA.

MentorLink.org
MentorLink International is a ministry that exists to accelerate worldwide leadership development
through mentoring. MentorLinkʹs vision is ʺfor every believing community, effective leaders; for
every leader, an effective Christ‐like mentor.ʺ MentorLink is designed to serve the Body of Christ
by fostering intentional mentoring of spiritual leaders and by catalyzing national and regional
mentoring movements. MentorLink works ‐ centered on the cross of Christ and built on a firm
foundation of intercessory prayer ‐ to accelerate saturation leadership development through
partnering, training, prayer mobilization and web‐assisted mentoring. The website is rich with
Bible studies, case studies, articles, mentoring tips and connections to other mentors.
MentorLink is a coalition member of TOPIC (Trainers of Pastors International Coalition). Further
information is available on the MentorLink web site, or by contacting TOPICʹs David Bulger at +27
(11) 972‐6919 or TOPIC@telkomsa.net.
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Compiled by Bert Watson and Dean Carlson

Top Ten Mentoring Books – Annotated Bibliography
Biehl, Bob. Mentoring: Confidence in Finding a Mentor & Becoming One. Nashville, TN:
Broadman & Holman Publishers, 1996.
Bob Biehl shows how being a successful mentor doesn’t require perfection. He masterfully describes
what mentors do and don’t do, the nature of the mentor/protégé’s relationship, and common
roadblocks to mentoring vantage point. He makes the urgency of mentoring relationships very clear
and challenges your thinking with his wisdom and insight. This book provides a foundation for a
person moving into mentoring and helpful perspectives for those in current mentoring relationships.
The bibliography of mentoring resources in his appendix is quite useful.

Clinton, J. Robert and Paul Stanley. Connecting: Finding the Mentors You Need to be Successful
in Life, Colorado Springs: Nav Press, 1992.
Stanley and Clinton have written a very practical guide to developing mentoring relationships. By
addressing several kinds of mentoring (from intentional discipleship to passive mentorship) they have
digested sophisticated theory into reasonable methods. Throughout the book they also offer their own
personal experiences as examples of the principles they wish to bring out, which adds a very readable
flavor.
The thesis of this book is to show leaders a method they may use to “finish well”. That method is to
use mentoring as a leadership tool. The authors define the tool of mentoring in relationship terms as
an experience where one person empowers another using divinely provided resources. The authors
also clearly state the four objectives of the book as …
•

“How to be mentored even though there arenʹt enough mentors to go around”

•

“An explanation of what makes mentoring work”

•

“A balanced model of mentoring relationships”

•

“Illustrations and ideas on how mentoring can work for you”

Clinton, J. Robert and Richard W. Clinton. The Mentor Handbook: Detailed Guidelines and
Helps for Christian Mentors and Mentorees, by Altadena, CA: Barnabas Publishers, 1991.
This self‐study manual is ideal for small groups or individual study. It describes the nine types of
mentoring influences (discipling, spiritual guidance, coaching, counseling, teaching, sponsoring,
contemporary modeling, historical modeling, and divine contacts) in detail in terms of the five major
mentoring dynamics (attraction, relationship, responsiveness, accountability, empowerment).
Mentoring is an informal training model, which can fit well in parachurch and church organizations to
help other individuals develop. This detailed manual supplements in comprehensive detail the book
Connecting co‐authored by Clinton and Stanley.

229

Collins, Gary. Christian Coaching. Nav Press Publishing Group, 2001.
Coaching is a hot topic today. No longer just a word for the athletic arena, a personal coach can guide
us in many areas of life. Dr Gary R. Collins has taken the successful principles of coaching and given
them a God‐centered application for our lives and the church. Through stories, insights, and
interviews with influential coaches, Collins gives us a model of Christian coaching that inspires vision,
passion, and a sense of purpose. Christian Coaching demonstrates the characteristics of an effective
coach, how to incorporate those characteristics into one’s life, and how to coach and lead others with
the same leadership style Jesus demonstrated: servant leadership.

Elmore, Tim. Mentoring: How to Invest Your Life in Others. Indianapolis, IN:
Wesleyan Publishing House, 1995.
Written by a leader dedicated to developing leaders, this book is a practical guide for mentoring. The
information can be used in corporate mentoring as well as in church mentoring. It is easy to read and
is motivational.

Engstrom, Ted with Norman B. Rohrer. The Fine Art of Mentoring. Brentwood, TN:
Woglemuth and Hyatt Publishers, 1989.
In this oft quoted book, Ted Engstrom says, “A mentor provides modeling, close supervision on
special projects, individualized help in many areas‐discipline, encouragement, correction,
confrontation, and a calling to accountability.” It is a treasure chest of mentoring insights.

Hendricks, Howard and William Hendricks. As Iron Sharpens Iron: Building Character in a
Mentoring Relationship. Chicago, IL: Moody Press, 1995.
This highly recommended book written by a well‐known father‐son team is addressed specifically
toward men and is broken into two major parts with a Mentoring Action Plan located in the back of
the book. Part 1 is for men who want to be mentored and part 2 is for men who want to mentor others.

Krallman, Gunter. Mentoring for Mission: A Handbook on Leadership Principles Exemplified by
Jesus Christ. Waynesboro, GA: Gabriel Publishing, 2003.
With Jesus as our mentor and role model and an emphasis on personal character, Gunter Krallman
walks the reader through the training Jesus did with His disciples. The author demonstrates how the
leadership skills Jesus developed in His disciples can be used in current day ministry.
Dr Krallman was born in Germany and has worked with Youth With A Mission since 1978. His
international ministry as a Bible teacher mainly focuses on Jesus‐style leadership, deeper life in Christ,
and holiness. Floyd McClung Jr affirms, “Besides the Bible, this is the most important book I have read
in twenty‐five years.”

Malliston, John. Mentoring To Develop Disciples and Leaders. West Chatswood, Australia:
Scripture Union and Openbook Publishers, 1998.
John Malliston is Director of Mentoring for the Australian Arrow Leadership Programme., an
initiative of Leighton Ford. This book is a solidly biblical and thoroughly practical overview of the
mentoring process. Published by Scripture Union, it is a great roadmap for those wishing to embark
on the journey of mentoring.

Maxwell, John C. Developing the Leaders Around You. Nashville: INJOY, 1995.
Written by a well‐known Christian leadership guru, this book shows you how to identify and train
potential leaders and foster a productive team spirit. It’s an excellent, highly readable book on how
to help others reach their maximum potential.
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Helpful Mentoring Books – Annotated Bibliography
Anderson, Keith R. and Randy D. Reese. Spiritual Mentoring: A Guide for Seeking and Giving
Direction. Downers Grove, IL: Intervarsity Press, 1999.
Spiritual mentoring relationships bring together a mature Christian and a younger Christian who
desire to grow in Christ. In each chapter, the author draws upon a different classical spiritual writer,
including Augustine, John of the Cross, Teresa of Avila, Madame Guyon, and others. It provides
profound insights into the ministry of a spiritual guide.

Clinton, Richard W. Selecting and Developing Emerging Leaders. Altadena:
Barnabas Publishers, 1996.
This small, useful book is written for persons involved in the mentoring of younger, emerging leaders.
It is an excellent summary of the leadership selection and development concepts of his father, Dr
Robert Clinton, packaged in a user‐friendly way.

Cohen, Norman H. Mentoring Adult Learners: A Guide for Educators and Trainers.
Malabar, FL: Krieger, 1995.
Provides pragmatic guidance for mentors of student or employee adult learners. Links knowledge
from the fields of adult psychology and applied interpersonal communication skills to the challenges
of maintaining mentoring relationships, and offers specific strategies for planning and operating a
mentoring program. Appendices present two versions of a Principles of Adult Mentoring Scale for
self‐assessment in mentoring in postsecondary education and business and government.

Crane, Thomas G. The Heart of Coaching: Using Transformational Coaching to Create a High‐
Performance Culture. San Diego, CA: FTA Press, 1998
Coaching is not limited to a person called a coach. It must be integrated throughout the
organization. This book provides a road map for transforming executives and managers into
coaches with emotional intelligence. It advocates using transformational coaching to create a
high‐performance culture.
Duff, Carolyn S. Learning From Other Women: How to Benefit from the Knowledge, Wisdom and
Experience of Female Mentors. New York: AMACOM, 1999.
In the introduction of this book, the author discusses how gender differences often effect mentoring
relationships. Her thesis ‐ that women benefit more from female mentors ‐ is given strong credibility
by the over 200 case studies, interviews and mentor relationships that resulted in this book. It is an
informative, helpful book that can help women to better recognize and develop female‐to‐female
mentoring relationships in the workplace. Indexed; each chapter includes a bibliography of
recommended texts.

Eims, Leroy. The Lost Art of Disciple Making. Grand Rapids: Zondervan, 1978.
This classic book highlights the biblical and practical necessity of making disciples. Eims vividly
describes how the early Church discipled new Christians, how to meet the basic needs of a growing
Christian, how to spot and train potential workers, and how to develop mature, godly leaders.
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Ford, Paul. Ministry Mentor Guide. Carol Stream, IL: ChurchSmart Resources, 1993.
This guide equips ministry mentors to help individuals discover their gifts. It also provides direction
for the mentor as he or she places people in particular ministry roles.

Fritts, Patricia J. The New Managerial Mentor : Becoming a Learning Leader to Build Communities
of Purpose. Palo Alto, CA: Davies‐Black Publications, 1998.
This may be one of the best sources for examining a new concept of mentoring. Aimed at “companies
committed to the continual development of individuals and groups to meeting changing business
needs”, the book suggests that such “a learning organizations” view mentoring as a way to develop
flexible and adaptable employees at a relatively low cost. Most of Fritts’ examples come from her
experience as a consultant. She incorporates checklists, guidelines and inventories into her text and
allows readers to build their own concrete plans for becoming learning leaders. Includes references,
index.

Hunt, Susan. Spiritual Mothering: The Titus 2 Model for Women Mentoring Women.
Wheaton, IL: Crossway Books, 1993.
Hunt addresses the subject of biblical mentoring with passion and grace. This book is not merely a
“how‐to”, but provides a strong foundation for loving relationships between women, with God’s
glory being the chief end and highest goal of such relationships. This book is great for women of all
ages. It encourages the younger to seek the wisdom of the older, and the older to share what God has
taught them.

Kent, Carol. Becoming a Woman of Influence: Making a Lasting Impact on Others. Colorado
Springs, CO: NavPress, 1999.
Kent stocks this helpful book with numerous stories from her own life, friends and acquaintances.
Her nurturing heart comes through in her writings. This is a good resource for women leaders of
small groups desiring to make a difference. Learn seven simple, life‐changing principles Jesus used to
disciple His followers, such as asking questions, extending unconditional love, and telling stories.
Through practical examples, see how your struggles and triumphs can inspire others. Whether youʹre
an “ordinary” Christian or a trained leader, prepare to live intentionally and become a valued mentor
who leaves an eternal mark.

Ledesma, Ruth. Coaching by the Book: Principles of Christian Coaching. Ledesma Associates,
2002.
Ruth Ledesma is a professional coach. She coaches her clients to succeed – however they may define
“success” and in whatever arena they may find themselves. For over 25 years Ruth has woven her
natural abilities as a coach into her professional counseling services, helping her clients primarily with
career and personal development. Now, as a successful coach, she brings compassion and insight to
the relationships she builds with her coaching clients, always encouraging solid connections between
their daily behavior and their deepest values. Ruth is a graduate of Coach University and a member of
the International Coach Federation. Through her company, Ledesma Associates, she conducts an
international coaching practice from Chapel Hill, NC.

Logan, Bob and Sherilyn Carlton with Tara Miller. Coaching 101: Discover the Power of
Coaching. St. Charles, IL: ChurchSmart Resources, 2003
Coaching 101 will help you discover the power of coaching in your life both as a coach and as
someone being coached. Coaching is forward‐looking and action‐oriented. It can help us take steps
that move toward the completion of the work that God has given us to do. This book is a practical
manual in how to coach others toward life‐impact.
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Murray, Margo. Beyond the Myths and Magic of Mentoring: How to Facilitate an Effective
Mentoring Program. Jossey‐Bass Management Series. San Francisco: Jossey‐Bass, 1991.
The author has been working with and researching mentoring since the 1960s and is the developer of
the “facilitated mentoring model”. Her book not only defines this model, but also compares it to other,
less‐formal approaches to mentoring. Her book provides a framework and guidelines for
implementing such a program in a workplace and has a needs and readiness assessment that will
allow one to decide whether an organization needs or is ready for a her facilitated mentoring process.
The book includes chapters on negotiating sound mentoring agreements, evaluating program
effectiveness and structuring the mentor role. It is written in an accessible, “let’s get started” style that
will take a reader from idea to success. Includes references and an index.

Otto, Donna. The Gentle Art of Mentoring. Eugene, OR: Harvest House Publishers, 1997.
An in‐depth look at the way the heart must be involved to truly be the type of woman that GOD has
intended you to be, so that you may model that for someone else. A straightforward guide to building
into the lives of other women.

Reese, Randy D. and Keith R. Anderson. Spiritual Mentoring: A Guide for Seeking and Giving
Direction. Downers Grove, IL: InterVarsity Press, 1999.
As we seek God together, we come to know Him more deeply. Spiritual mentoring relationships bring
together a mature Christian and a younger Christian who desire to grow in Christ. This book teaches
how to mentor as it draws on works from different classical spiritual writers.

Shea, Gordon. Mentoring: How to Develop as a Successful Mentor. Los Altos, CA:
Crisp Publications, 2001.
This book will provide you with the tools to understand the unique role of mentors in today’s
workplace, determine the most effective mentoring style for your situation, establish agreements to
ensure a successful and rewarding relationship, and avoid behaviors that may interfere with mentoree
growth and development. Mentoring is a rewarding relationship that benefits both participants and
the organization. The relationship is now seen as a process of two people working together for mutual
gain and enrichment based on their shared experience. Today’s mentoring has evolved from simply
training the employee to a productive relationship that offers guidance and counsel to develop
another’s abilities to the fullest.
Learning Objectives: Explain how anyone can assist in the development of other people through
mentoring. Suggest mentoring behaviors to adopt or avoid. Shows how mentoring works in todayʹs
workplace.

Simon, Henry A. Mentoring: A Tool for Ministry. St. Louis, MO:
Concordia Publishing House, 2001.
This little book will help pastors and church leaders to use mentoring as a tool for ministry in the local
church. It highlights seven mentoring relationships found in Scripture.
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Stone, Florence M. Coaching, Counseling and Mentoring: How to Choose and Use the Right Tool
to Boost Employee Performance. New York: AMACOM, 1999.
This book focuses on the three managerial topics in the title and uses very good case studies and
scenarios to illustrate best practices for each. Stone says coaching is for “continually developing
employees so that they do their jobs well”. Counseling is directed at employees who do not respond
well in a given work situation. She says mentoring is to be directed at top performers. She points out
common mistakes that are often made in all three processes and makes fine suggestions for undoing
the damage. Published by the American Management Association, a quick, enjoyable yet effective
read. Indexed.

Walling, Terry. Focusing Leaders. Carol Stream, IL: ChurchSmart Resources, 1995.
Focusing Leaders is a personal leadership development process designed to help you as a leader bring
strategic focus to your ministry. Focus is obtained by examining your past (personal timeline),
clarifying your future (personal mission statement) and identifying resources that will facilitate future
growth and development (personal mentors). This is an excellent tool to use in the mentoring of
emerging leaders. Drawing on the work of Bobby Clinton, it provides plenty of practical exercises to
help you reflect on where you are as a leader and where you need to be going. Thoroughly biblical
and integrative of current leadership development thinking.

Walling, Terry and Brad Sprague. Advancing Leaders. Carol Stream, IL:
ChurchSmart Resources, 2002.
Advancing Leaders picks where Focusing Leaders leaves off. It is a resource focused on helping leaders
move toward convergence by clarifying their ultimate contribution to the Kingdom of God. Leaders
need to decide what they should not do, in order to do what they can do best. It is geared to help
mid‐career leaders to recalibrate their lives in order to finish well. This resource is in workbook
format and comes with a CD.

Whitmore, John. Coaching For Performance. London: Nicholas Brealey Publishing, 1996.
This bestselling handbook will help you to learn the skills, and the art, of good coaching, and realise
its enormous value in unlocking people’s potential to maximize their own performance.

Whitworth, Laura, Henry House, Phil Sandahl, and Henry Kimsey‐House. Co‐Active Coaching:
New Skills for Coaching People Toward Success in Work and Life
by Davies‐Black Publishing; 1st ed edition, 1998.
Co‐Active Coaching offers a comprehensive view of the practice of coaching and features instructive
coaching examples, skill‐building exercises for practitioners to use with clients, and coaching tips and
traps.

Zachary, Lois J. The Mentorʹs Guide: Facilitating Effective Learning Relationships.
San Francisco, CA: Jossey‐Bass, 2000
Thoughtful and rich with advice, The Mentorʹs Guide explores the critical process of mentoring and presents
practical tools for facilitating the experience from beginning to end. Readers will learn how to –
•

assess their readiness to become a mentor

•

establish the relationship

•

set appropriate goals

•

monitor progress and achievement

•

avoid common pitfalls

•

bring the relationship to a natural conclusion
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