Chapter 2 

Excellence in Leadership

An excellent leadership training institution understands what leadership is and how it can be encouraged, trained and used.  Good programs know how to take advantage of differing styles of leaders.  Finding, encouraging and developing good leaders may be the most important piece of what makes a good program excellent.

Many theological schools have been founded by charismatic personalities.  The school would never have come into existence without their sacrificial work to develop administrative and curricular structures, to recruit teachers and students, and to find the resources to make the program work. Students and staff all seek advice of their friend and leader, even when this means long delays in making decisions.  It is difficult for anyone else to assume the leadership role from such charismatic people, especially given that founding leaders often continue on as trustees, as members of the governing board, as teachers and administrators, and as the primary fund-raiser for the school.  Although there often is great admiration and love for these very gifted people, such leaders tend to have a profound, even smothering, influence on everything.


Many excellent books exist on the nature and practice of leadership.  It is not my purpose to undertake a thorough review of good things that have already been said by others.  In the bibliography at the end of this chapter I have listed some of the more significant books and articles on the subject.  Yet what is amazing is how few leadership training schools have taken time to discuss what it is that they mean by “leadership.”  In what sense can a leadership training program train leaders if it isn’t clear in its understanding of leadership?  

In this chapter, we will examine what leadership is and isn’t within the Scriptures, noting that who we are is always more important than what we do.  We will not be considering the curricular questions of how to train our students for ministry as servant-leaders, since this will be discussed more in chapter 6.  Our concern in this chapter is with those who give leadership to leadership training programs.  We need to consider the personality and quality traits that they need to have, as well as the specifics of what they need to do.  How can these kinds of people be discovered or developed? What difference does it make that there are a variety of styles of leadership?  Can such diversity in leadership work together in teams? We will examine these issues, noting that learning conflict resolution skills is one important skill that any  leader needs to have.  We will also offer some suggestions as to how existing leadership can prepare for a transition to new leadership.   One issue that we will not consider in this chapter is caring for and renewing the leaders that we have, as will be covered in chapter 12.  

What is Leadership?  

Is leadership a personal quality that a person is born with or a special gift that God bestows?  Is it a positional role that puts a person up front, a job assigned for someone to do, or simply what occurs when a “leader” rises to the occasion in the midst of a crisis?  Presumably all leaders don’t follow the exact pattern of Moses, whose calling and extensive training were orchestrated by God Himself over an 80-year time span.  Neither would it seem to be the norm for all leaders to spend a full 40 years working in an internship program, as was the case with Joshua.  But to what extent can leadership training be intentional—teaching skills and techniques that draw on a person’s experiences and talents?  Can leaders be trained by people who are not themselves leaders?  
Our answers to these questions will have significant implications for our leadership training programs. If we perceive leadership as primarily a functional role into which most of our graduates will someday step, our training efforts should focus on providing practical skills, tools and resources to help the person lead well.  The training should include words of wisdom from those who are leaders and who have been in leadership positions before and who understand something of the tasks that need to be done.  Alternatively, if we conclude that “leadership” is primarily the use of gifts that God has given, our training efforts should help students come to a proper understanding of their gifts and abilities.  It will also be fundamental to make sure that we are training the right people.  The seeming paradox is that while we are aware that what a person acquires through educational experiences will not “produce” spiritual gifts, we do trust that our training efforts will help a person with leadership gifts to use those gifts more effectively.  

Biblical Concepts of Leadership

The biblical words related to “lead” suggest that there is both a positional and a functional aspect to leadership. A leader is someone who is visibly up-front and who takes people somewhere, whether leading God’s people to the Promised Land or leading them astray!  Moses was aware that God was the one who did the leading: “If the Lord is pleased with us, he will lead us into that land, a land flowing with milk and honey, and he will give it to us” (Numbers 14:8).  Yet God gave part of the leadership task to Moses: “I am sending you to Pharaoh to bring my people the Israelites out of Egypt” (Exodus 3:10).  A leadership role was also given to Joshua: “Be strong and courageous, because you will lead these people to inherit the land I swore to their forefathers to give them” (Joshua 1:6).  In other words, God leads, the leader follows God and thus brings others to where God wants them to go.
Leading, or being in leadership, was a role filled by the prophets (e.g. Deborah in Judges 4:4), or by kings “like all the other nations …. to lead us, to go out before us to fight our battles” (1 Samuel 8:2).  King Solomon prayed: “Give me wisdom and knowledge, that I may lead this people, for who is able to govern this great people of yours?” (1 Chronicles 1:10).  Leadership was positional and involved a visible, up-front role, to help God’s people accomplish something that God wanted done.
Leadership can be done badly – or it can be done well, but towards wrong ends.  Both of these were problems for the people of Israel throughout their history.  “O my people, your guides lead you astray, they turn you from the path” (Isaiah 3:12).  This also was a problem in the church.  The Apostle John warned:  “I am writing these things to you about those who are trying to lead you astray” (1 John 2:26).  Clearly, the blind should not be led by the blind (Matthew 15:14).  Jesus’ purpose in coming into the world was “so that the blind will see” (John 9:39). Those who exercise leadership need to be able to see clearly.  Leadership involves having vision, wisdom and understanding.    
Christian leadership involves being a follower of Jesus.  His words were not simply to be learned; they were to be obeyed (Matthew 28:19).  It is a good thing to ask God for guidance in knowing how to live.  The disciples were taught to pray:  “Lead us not into temptation, but deliver us from the evil one” (Matthew 6:13).  The Psalmist requested: “See if there is any offensive way in me, and lead me in the way everlasting” (Psalm 139:4).  As a result of what God was doing in him, the Psalmist could take responsibility for himself.  “I will be careful to lead a blameless life” (Psalm 101:2).  
One important biblical image of leadership is that of a shepherd.  God himself is a shepherd.  David wrote:  “He makes me lie down in green pastures; He leads me beside the quiet waters” (Psalm 23:2).  The promised Messiah was to be like this:  “Then I will give you a shepherd after my own heart, who will lead you with knowledge and understanding” (Jeremiah 3:15).  The imagery applies to the risen Christ at the end of time:  “For the Lamb at the center of the throne will be their shepherd.  He will lead them to springs of living waters” (Revelation 7:12).  John describes Jesus as the great “I Am” who is both the door for the flock and its Shepherd:  “The watchman opens the gate for him, and the sheep listen to his voice.  He calls his own sheep by name and leads them out” (John 10:3).
An exhaustive study of the Biblical words used for leaders has been done by David Bennett in Biblical Images for Leaders and Followers (Grand Rapids: Baker Book House, 1993).  In a summary of this given at the Consultation on Institutional Development for Theological Education in the Two-Thirds World (June 26-July 8, 1995), he made the following observations about some of what leadership is not:
· Jesus never used any of the many words made up of the root arch-  words related to ruling and authority.

· Although Jesus told many stories about masters and servants, he never compared his followers to the masters – only to the servants.  

· Jesus described his followers as a family, but never suggested that any of them take on the role of “father.”

· When Jesus referred to his disciples as pastors or shepherds, the emphasis was on caring for the flock, not on the authority the shepherd had.  Jesus did not train his disciples to be future chiefs who would be giving orders to the whole universe.  

· A group of images that are notable by their absence are those that come from the temple and worship.  The disciples were to be brothers, and it is possible that Jesus wanted to avoid any suggestion of “eliteness” among them.  

Jesus’ disciples were not to become like the rulers of the Gentiles, “lording it over” others in their “exercise of authority” over them (Mark 10:42).  According to Jesus, “Whoever wants to become great among you must be your servant, and whoever wants to be first must be slave to all” (Mark 8:43-44).  The Apostle Peter understood these words and reflected them back in advice given to elders much later in his own life: “Be shepherds of God’s flock that is under your care, serving as overseers -- not because you must, but because you are willing, as God wants you to be; not greedy for money, but eager to serve; not lording it over those entrusted to you, but being examples to the flock” (1 Peter 5:2-3).  Being a servant to the flock does not mean that there are no specific leadership roles, as some were given the task of being elders, overseers and shepherds.  But there clearly are wrong ways to exercise leadership.  No one should be forced into a leadership role, nor should it be taken on as a way to gain power or money.  Leadership involves being a servant, caring pastorally for those being led.  

In Romans 12 leadership is called a gift, one that relates to the administration of people.  If one’s gift is “leadership, let him govern diligently” (Romans 12:8).  This is only one gift among many as all of God’s people are gifted for some sort of ministry.  There are undoubtedly aspects of leadership with the use of any of the gifts that God has given.  God arranged the parts of the body “just as he wanted them to be” (1 Corinthians 12:18).  People may not exclude themselves from ministry because they don’t see themselves as leaders due to their perception of not having the right gifts. Neither can people (including those who are gifted as leaders) consider themselves to be so multi-talented that they have no need of others.  According to Paul in Ephesians 4, the whole body, joined and held together by every supporting ligament, only “grows and builds itself up in love” when “each part does its work” (4:16).  Leadership involves using one’s gifts in administering people for the good of the whole body of Christ.

It is in this context that we read of something special that God did for His church.  He “gave” some people to the church, each of whom had his or her own special gifting:  apostles, prophets, evangelists, and pastor-teachers.  These were people recognized as leaders.  Yet their task was not to do the work of the Kingdom on behalf of others, but to prepare or equip God’s people so that they could do the work of the ministry (Ephesians 4:11-12).  Leadership involves helping equip other people to get ministry done.  


From a Biblical perspective, effective leadership involves qualities of life, and is not simply a position or role to fill.  We may conclude that leadership involves 

· being a follower of Jesus. 

· taking people somewhere.

· having vision, wisdom and understanding.    

· being a servant, caring pastorally for those that are being led.  

· using one’s gifts for the good of the whole body of Christ.

· helping equip others to get ministry done.  

Character: Who a Leader Needs to Be  

Who we are is more important than what we do.  Performance alone is not what matters, whether in leadership or in any other sort of ministry.  In Jesus’ Sermon on the Mount, the false teacher is not rejected on the basis of his teaching per se, but by the fruits of his life. (Matthew 7:15-20).  Neither was Jesus impressed by those who called him “Lord” or by those who did incredible things in His name, such as prophesying, doing great miracles or casting out demons.  What mattered was obedience, doing “the will of the Father” (Matthew 7:24).  Jesus told a story of two men who built identical houses, one on a rock and the other on sand.   Both could have been Bible school students, as they both heard the words of Jesus adequately enough to have passed Bible exams with excellent marks.  Both apparently had equivalent skills and experience in construction, and both were working from the same blueprint.  What made them wise or foolish was not their knowledge, gifts, skills or their faithfulness to the blueprint.  The “foundational” point was their obedience, “putting the words of Jesus into practice” (Matthew 7:24).   

Oswald Sanders in Spiritual Leadership (Chicago: Moody Press, 1967, chapters 7-8) presents the following list as essential qualities needed in any leader, including those who give administrative guidance and leadership to theological training programs.  
· Discipline – learning to obey 

· Vision – seeing possibilities and understanding their implications with optimism

· Wisdom – discerning the right application of knowledge in moral and spiritual areas

· Decision – decisively making decisions once all the facts are in hand

· Courage – facing difficulties without fear or depression  

· Humility – realistically understanding who he or she is in Christ

· Humor – without being at the expense of others

· Anger – at injustices that dishonor God and which leave people in slavery

· Patience – maintaining solid relationships, not going in front of everyone else 

· Friendship – loving people, encouraging the best in them

· Tact and Diplomacy – juggling various viewpoints while respecting the person 

· Motivation – inspiring others to service 

· Executive Ability – stewardship so that everything is done decently 

Many of these factors are character traits that should be found in any follower of Jesus.  We cannot overemphasize the importance of character in leadership.  Who we are communicates what we feel is important more than anything that we might say.  If our most important values are neatness or order, without saying much, our students may learn more about not walking on the grass than they ever will about loving relationships or being ready for the return of Jesus.  Our professional competence as teachers or administrators goes hand in hand with our attitudes and relationships.  Students learn from observing who we are and how we do ministry more than they do from our handouts.  What Jesus said is true, both positively and negatively, “A student is not above his teacher, but everyone who is fully trained will be like his teacher” (Luke 6:40).  

One’s life lived in the context of community is the most important aspect of leadership (or any other ministry).  Who we are as leaders, teachers and staff is what matters the most in a theological education program.  Our educational task is not primarily functional, that is, teaching skills or techniques that a student can use in “doing” his or her ministry.  Neither is our task primarily to help students acquire quantities of background knowledge and information about theology, history or the Scriptures.  The primary task of theological education is to shape the lives of those who are followers of Jesus so that they can be used by God as leaders and influencers for the good of His Kingdom.  Character matters, which is why leaders of leadership training programs primarily “teach” by who they are.  
Responsibilities: What a Leader Needs to Do  

I once asked a group of about 50 theological education leaders at a workshop to list qualities or characteristics that they felt should exist in those who lead theological education programs.  Their responses indicated that character was indeed important. A leader should be a person with integrity, vision, passion, a love for God and people, an accessible listener, yet one able to make decisions.  Background experience also mattered, with the assumption that a leader has the requisite skills to actually do the job.  It mattered that a leader understands his or her cultural context.  As to job skills, what seemed most significant was that a leader could work with people. That meant hiring the right people and releasing the wrong ones, as well as knowing how to build healthy relationships both internally and externally. A good leader should be an encourager, equipper, problem-solver and delegator.  

There are four basic tasks for those who give leadership to leadership training programs:
(1) A leader provides vision and a plan.  


As we noted earlier, leadership involves getting people somewhere.  So, those who give leadership to leadership training programs need vision and focus to know where they are going.  Leaders know that leadership training is strategic for the growth and maturity of the church.  They are convinced that training programs are exciting places where lives are being shaped for God’s glory and where future leaders are being effectively equipped to make a difference for the Kingdom of God.  Leaders need goals and a plan to know how to get from here to there.  These are issues that we will discuss further in chapter 3.  

(2) A leader builds, equips and encourages teams.  

Leaders must find those who share their vision. People with competence, enthusiasm and credibility need to be recruited for training programs to have functional boards, an administrative and financial team that will discover and properly use adequate funding for the program, and a teaching team with competency and with lives that will illustrate what is being taught.  Leaders should not simply do things for others (which could be manipulative) or on behalf of others (which could be paternalistic, and probably not very productive), but through others. To function as a team, relationships matter.  All people need to be empowered, equipped and encouraged.  

(3) A leader teaches and master teaches. 

Those who give leadership to leadership training programs must have the pedagogical skills to know how to help adults to learn and grow.  They will want to do some teaching to keep in touch with their skills and with the real world of their students.  However, what may be even more important for a leader is to become a master teacher, helping others to gain skills in effective teaching.  

(4) A leader represents the school publicly.  

In the eyes of the community, government, churches, faculty, staff and students, leaders embody the school.  The kind of character and skills expected in graduates is what is expected to be visible in the program’s leaders.  Leaders will find ways to be accessible and to minister publicly so as to be able to listen to feedback and to share stories of what God is doing.  They will assume their roles in building a solid funding base and in representing the program wherever they can. 

Discovering and Developing Leadership

How do we discover those who are gifted at taking people somewhere and who have the gifts and skills to assume leadership roles?  Perhaps the simplest answer is through observing the lives of others.  As Jesus said, “It is by their fruits that we know them” (Matthew 7:16).  We need to look around to see who it is that cares about where others are going.  Who have good relational skills?  Who have lives worth imitating?  Who have vision and skills in teaching or administrating others?  Who have a track record of helping others to get or keep moving, without manipulating them?  We need to notice those that God is already using as leaders, and then find ways to encourage them as they grow. 
This doesn’t require mastering Leadership for Dummies (if there is such a book), or applying the 10 Proven Steps Towards Becoming a Perfect Leader.  Learning to learn is one of the most important skills that anyone can possess, including a leader.  Becoming a leader is a process and takes effort and time. The best way to help potential leaders to grow in character and ministry skills is through finding experienced leaders with skills and a willingness to serve as mentors.  Leaders-in-process will benefit from a number of different relationships with people who will teach or disciple them, who will coach or counsel them, who will sponsor them to others and who will be models for them.  
Laurent Daloz, in Mentor: Guiding the Journey of Adult Learners (San Francisco: Jossey-Bass, 1999, pp 206-229) describes three important things that mentors do: 
· Mentors provide support. Through listening, being an advocate and by sharing of one’s own experience, the mentor provides a comfortable structure in which people can learn to learn from their own present experiences.  

· Mentors challenge.  A skillful teacher or mentor helps others rethink fundamental assumptions and understand situations or problems in different ways.  A mentor helps people set high, though realistic, expectations for themselves.

· Mentors Provide Vision.  By providing feedback and encouragement, a mentor encourages critical reflection and self-awareness to help a person see what they can (and should) become.      

For most of us, our best teachers were those who wanted us to figure things out for ourselves.  Accordingly, a good mentor is a guide who works with a potential leader to put together an individual learning plan.  Mentors find ways for potential leaders to immerse themselves in leadership tasks and then ask questions which require reflection on new experiences and knowledge.  Mentors are most effective when they can be available regularly to listen to things that are being learned as well as to respond to the questions that people have. Good leaders who serve as mentors will help potential leaders to continue to adapt and grow within their own unique learning styles.  

Styles and Varieties of Leadership

Leadership style is how leaders help people get the job done.  There is no single profile of what a leader ought to be.  Neither is there only one way in which leadership happens.  Leadership can focus on a task (getting something done), on process (doing things in the right ways) or on people (enriching or encouraging those who work under or for the leader).  All of these things are important, just different.  

Each of us is a unique combination of abilities, interests and backgrounds - working with people who are equally unique in their gifts, responsibilities and competence.  We come from different cultures and work in a variety of contexts.  We may hold similar values, but prioritize them differently.  Some leaders are great at the big picture, dreaming huge visions.  Others function better as cheerleaders, coaches, facilitators, problem solvers or executive managers.  Note just some of the varieties of leadership found in the Scriptures.

· Moses – An intermediary who led through a spokesperson

· Nehemiah – One who made the project work, even forcing right behavior on occasion.  

· David – The king, at the top with all authority

· Peter – An impetuous do-er who took people with him.  

· Paul – A team player, or delegator.  “I plant, someone else waters.”

It is good for those who are in leadership roles to discover their own unique styles of leadership.  We need to know how to lead from what we are good at, as well as to know where we are not so strong.  None of us were created or gifted to be omni-competent, and it is healthy to know where we really do need the help of others to get the right things done.  

Several good tools have been developed for the business world to help people identify their leadership styles.  One common tool is the Myers-Brigg indicator grid and is based on how people learn, make decisions or relate to those around them.  This is described in a Wikipedia article (http://en.wikipedia.org/ wiki/Meyers_Briggs) and in a book by Renee Baron (What Type Am I?  The Myers-Brigg Indicator Made Easy. Penguin, 1998).  Another commonly used tool called the DISC model (www.intesiresources.com) describes behavioral patterns in terms of strengths and weaknesses in four areas:  Dominance (those who are risk-takers, forceful, and direct), Influence (those who are emotional and gregarious and who attempt to influence others through talking and activity), Steadiness or Security (those who are predictable, loyal team players, who like a steady pace) and Conscientiousness or Conformity (those who like adhering to rules and structures and who want to do things right the first time).  

Leadership implies followers.  We sometimes assume that leadership must be what is done by big people “at the top.” The reality is that most people take on leadership roles at some point in their lives.  Leadership is done by pioneers (who go ahead of everyone else), by prophets (who call people back to something important), or by managers (who help people get the job done efficiently).  Shepherds go in front of the sheep.  Sheep dogs do their work from the back and along the sides. A lot of sheep seem to love team leadership as a way of doing things together.  Hopefully in all these cases, the flock moves in the right direction.  

Our conclusion is that there are many different acceptable styles of leadership and that leadership is done best when we work together and when we are all moving in the right direction.

Working Together as a Team 

Most leaders are absolutely overwhelmed by all that falls on their shoulders.  A person may be competent enough in what he or she is doing – but there is just too much to be done!  Most of us need to listen carefully (again) to the admonition that Jethro gave Moses:  “What you are doing is not good.  You and these people who come to you will only wear yourselves out.  The work is too heavy for you, you cannot handle it alone” (Exodus 18:17-18).  

We are supposed to do things together.  God gave Adam a partner in the Garden of Eden because it was “not good for the man to be alone” (Genesis 2:18). We are a collection of living stones being built by God into a spiritual house (1 Peter 2:5).  We are fellow citizens and members of God’s household, God’s holy temple (Ephesians 3:19-22).  We “are the body of Christ and each one of [us] is a part of it” (1 Corinthians 12:27).  We only grow when each part of that body does what it is supposed to do (Ephesians 4:16).  Even God Himself exists in community: Father, Son and Holy Spirit.   

Leaders are not supposed to “do” the work of ministry, but to help equip others to do that work.  How can those giving leadership to theological education programs put these principles in practice for their own good, as well as for the good of their institutions?  

More committees or random “work groups” is not the solution.  Delegation can help.  But what is key in good delegation is determining what can and should be done by others.  This involves rethinking our job descriptions.  We then empower others and trust them to do what really is theirs to do.  Leadership doesn’t need to be done by committee.  But shared responsibilities by a leadership team committed to a common goal can be a great idea.  

In Team Players and Teamwork (San Francisco: Jossey-Bass, 1990) Glen Parker suggests that it can be helpful to have people on a leadership team who bring different perspectives and styles to a group.  Parker suggests (p. 164) that there are four basic types of team players:

· Contributors - people who are organized, logical, pragmatic and systematic, though they also can be perfectionists, data-bound, uncreative and short-sighted.  

· Collaborators - those who are visionary, imaginative, open, flexible and conceptual, though they can be too global, over-ambitious, insensitive and unaware of reality.

· Communicators - those who are supportive, relational, tactful, patient and relaxed, though they may be impractical, aimless, manipulative and even foolish.

· Challengers - those who are principled, ethical and candid.  They question everything, though they can also be nitpickers, rigid, even self-righteous and arrogant

Leadership teams function best when they have at least one of each type.  We will discover the joys of synergy as we discover how to work with one another in community using the multiple gifts that God has given us.  We also will survive longer with less emotional and physical burn-out.  

Resolving Tensions and Conflict

Conflict is inevitable in any organization.  It can occur when people want the same position, ministry and privileges or when there are differing views concerning solutions or priorities.  Frustrations can arise because of unfulfilled expectations or when leadership doesn’t work well.  Sometimes attitudes and personalities clash.  People react when they feel underappreciated or that they have been treated unfairly.  

Donald C. Palmer in Managing Conflict Creatively: A Guide for Missionaries and Christian Workers (Pasadena: William Carey, 1990, pp.11-13) points out that there are often substantive issues involved in conflict, such as:

· Conflicts over values, beliefs and traditions

· Conflicts over purposes and goals

· Conflicts over programs and methods 

· How should we do it?  Strategy, methods, program

· Who should do it?  Organization, team

· When should we do it?  Schedule

· How much should it cost?   Budget

· Conflicts over the facts, objectivity and perspective

· Conflicts over ministry vision, personalities, and leadership style 

Not all conflict is sinful.  It can be a healthy indication of life and vitality in an organization as creative people suggest new ideas and changes that need to be made.  Conflict is only dangerous when it is not resolved, allowing for resentments to build up.  Leadership is crucial in helping to make sure that there are processes in place so that people are listened to and issues are appropriately dealt with.  

Our students will learn how to resolve conflicts as they watch their leaders deal with conflict. There are at least two unhealthy ways to respond to conflict (1) Try to escape from it or deny that it even exists;  or (2) Attack one’s enemies -- verbally, legally or physically.  (Peacemaker Ministries, P.O. Box 81130, Billings, MT 59108 USA. www.HisPeace.org) 

Peacemakers Ministries suggest four steps that will help to resolve conflict.  

· Instead of focusing on us and our hurts, we should rejoice in the Lord and in his forgiveness as we seek to faithfully obey his commands.

· Instead of blaming others for a conflict, we should take responsibility for our own contribution to conflicts.

· Instead of pretending that conflict does not exist, or talking behind people’s backs, we should either overlook minor offenses or talk personally with those who have offended us.

· Instead of allowing premature compromise or allowing relationships to wither, we should actively pursue genuine peace and reconciliation.

Leaders of leadership training programs should learn how to use conflict for good and for change.  May they know how to encourage healthy communities where forgiveness is practiced.  “Blessed are the peacemakers, for they will be called the children of God” (Matthew 5:9).  

Negotiating Leadership Transition.

One of the hardest things for many leaders is preparing for the next generation of leaders.  This can be as difficult in schools or the church as it is in some governments. Rarely do people have enough common sense to realize when it is right for them to step down voluntarily and allow others to give leadership to the organization.  It is important to plan for transition, and not let this become a crisis after the leader finally dies.  

All leaders should be actively mentoring and encouraging new leaders.  Nevertheless, I’m not convinced that it is a good idea for leaders of theological training programs to be the ones who select their own successors.  This is better left to the school’s governing body, which can prayerfully and carefully examine the qualifications of a number of people in the light of the purpose, needs and opportunities facing the training program

It can be helpful to have periods of overlap between the old and the new leadership so that the new provost, principal or president may observe the many details of the program before having to assume complete responsibility for it.  However, in general, a transition should be as short and clean as possible. Even though it is good to thoroughly understanding one’s task before having to take it on, not everyone wants (like Joshua) to serve as an assistant for 40 years before assuming leadership responsibilities. 

Two issues are important in a leadership transition.  The first is that new leadership know how to appropriately honor the work of the one who was in leadership before.  Even if there is a collective sigh of relief when the old leader finally steps down (or dies), there is nothing gained by saying negative things about the past.  However, it is imperative that new leadership have the freedom and authority to do new things, and not simply be forced to carry on traditions that may no longer be appropriate to the needs and realities of the program now. Although wisdom suggests that not everything needs to be completely changed the day after a leadership transition, there must be freedom to move appropriately into a new era in the life of the school.  That usually requires that the retiring leader not stay around to watch or to give advice.

Conclusions

Theological education programs come in many different sizes, shapes and forms.  Giving leadership to leadership training programs is not an easy job.  Yet without excellence in those who serve as leaders to our training institutions, there will not be much excellence in the rest of the program.  It is our privilege to help equip those that God has gifted and called into ministry.  We can’t distribute spiritual gifts on God’s behalf, but we can help an administrator to administrate more effectively; a teacher to teach better; and a pastor to develop a whole package of pastoral skills.  May your training institution have excellent leadership to allow you to do this!  

Discussion Questions Regarding Your Leadership
1. How well are you preparing for the future leadership needs of your school?  How do you (or could you) discover people with leadership potential?  Do you have a process for selecting and preparing those who will assume leadership roles in your training program?  If so, how well does it work? 

2. What key values do you hold concerning leadership?  What models illustrate these values?  What stories can you tell about people who illustrate these values?

3. What are the leadership roles most predominant in your culture? What leadership styles do you currently have on your leadership team?  To what extent are different styles of leadership valid or appropriate to your context? 

4. What do your leaders actually do?  Review the various job descriptions that you have.  Given the importance of issues of character, how could you strengthen one another in who you are?  

5. How well does your leadership team work as a team?  What could help you to function better? 

6. What is the role of leadership in the resolution of problems and in the renewing of relationships?  What pieces of conflict resolution are beyond the control of a leader?  
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