Chapter 3 
Excellence in Strategic Planning 


Without a clear idea of where one is going, it is difficult to know whether or not anything is being accomplished.  An excellent leadership training institution takes the time to develop and routinely review a strategic plan that includes discovering its values, defining its mission in the light of needs, assessing its own strengths and weaknesses and then prayerfully dreaming in order to develop a do-able plan that takes it to where it ought to go.  


I was once asked by a church, “If we were to give you US $10,000, what would you do with it?”  I don’t really think that they were intending to give me a check, but they did want to know if I had a strategy for ministry, and whether I had any clue as to what my plan might cost.  


Having a workable plan is important for theological education programs. Bible schools and seminaries are attempting to equip men and women with the knowledge and skills needed for effective ministry.   The process involves acquiring biblical knowledge and the theological insights of the ages.  It includes gaining an understanding of how truth can be applied practically in a real world.  It involves conscious character and spiritual development so that our graduates illustrate what truth is.  


Accomplishing this is an immense task.  Each student is uniquely gifted and is moving towards a unique ministry within a unique context.  We don’t have all the resources in the world.  We are often inadequately staffed, and what staff and faculty we have is composed of imperfect people.  To complicate things even further, we typically only have three to four years to work with in any given student’s life.   So, how can we possibly use our resources, tools and people to accomplish something significant for the Kingdom of God?  How should we prioritize the choices that we have to make?  For all this, we need a well thought-through and comprehensive strategic plan.  Excellent training programs have strategic plans which serve as guides for all that they do.  


In this chapter we will consider what strategic planning is and is not.  We will then look at five steps which are needed, prior to writing a strategic plan and in the regular review of an existing plan.  These are: (1) Identify your core values, (2) Revisit your mission statement, (3) Do a needs assessment, (4) Conduct an institutional assessment of your strengths, weaknesses and resources, and (5) Dream and pray about what can and should be strengthened, dropped or added.  
What Strategic Planning is Not:

(1) Strategic planning is not trying to do everything that someone somewhere might need.


Any given Bible school cannot be all things to all people.  So, exactly what is it that you are noted for and are really good at?  How has God used you in the past?  Who are you serving?  A good strategic plan defines questions of constituency and reflects how that specific constituency will be well served by who you are and what you do.

(2) Strategic planning is not simply perfecting what was inherited from your past.


For a fair number of programs in the non-Western world, their primary purpose seems to be to ensure that that which always has been, forevermore shall be, amen.  Even though they may be aware (sometimes even painfully aware) that the program was developed during colonial days by foreigners drawing on their Western models of education, what exists now is sacred, requiring only that it be preserved and polished.  Any change in what has always been is perceived to be a betrayal of the loving labor of the founders.   Consequently, the driving energy of strategic planning for the institution comes in perpetuating and perfecting what was originally intended to be.  The sad piece of this is that there is a good chance that if the founders could set the program up today, they would use creative newer models of learning, just like they did when they started the program.  Strategic planning cannot simply be polishing relics.  Although there are indeed many good things to affirm from our past, strategic planning needs to consider the realities of the present.  As our students change and the world in which they minister changes, so also do our training institutions and their programs need to change.  Strategic planning balances an affirmation of the past with the challenges of the present.  

(3) Strategic planning is not merely fixing what is broken.


Just as in an old house, people, programs and facilities in Bible schools can wear out and fall apart.  It is not a bad idea to keep a running list of everything that is not going well, and then to come up with a ‘plan’ to fix it.  However, if doing this kind of ongoing maintenance is all that we do when we ‘plan,’ we may be missing some of the bigger issues.  Certain course offerings or study programs shouldn’t be fixed; they should be dropped.  Some buildings shouldn’t be patched; they should be replaced.  Some teachers and administrators …  

Although we need to give attention to making things work well, a strategic plan encompasses much more than just fixing things.  We must look at the broader impact of all that we are and all that we have.  A good strategic plan includes maintenance issues, but only as a part of our overall program.

(4) Strategic planning is not creating new academic programs 


Some schools seem to think that a ‘strategic plan’ means launching a variety of new ‘upper-level programs.’  The rationale is that these reflect student and community desires within the educational development of the region in general.  Accordingly much time, energy and funding is spent creatively adapting and establishing MA, ThM or PhD programs.   Each new program may be valid, but in and of itself, developing a new degree program is not what we mean by strategic planning.  A strategic plan looks at current program strengths and successes in the light of the real needs of our students and the world in which they are and will be ministering.  As we think through what can be done with the limited resources that we have (people, facilities, library, funding), realistically, how many programs can we afford to offer?  If we introduce new programs, to what extent might this mean that the quality programs that have given our school such a good reputation in the past might no longer function as well as they have?  Do churches and Christian organizations need the graduates of the newer or the older programs – or both?   A good strategic plan builds on a school’s proven strengths as it responds to the real needs of its environment within the resources that it has.  

(5) Strategic planning is not preparing blueprints for buildings.


For too many leadership training programs, it seems that being healthy is calculated only in terms of numerical growth.  Thus the strategic plan becomes a public relations document with colorful graphs showing projections of growth over the next five to ten years in programs, students, books, faculty and buildings.  Most of the pages of this plan are used to present sketches and cost estimates for all the new buildings (and perhaps even the new campus) that will be needed to accommodate the projected growth.   Admittedly, campus development is a valid part of a strategic plan.  Nevertheless, being strategic does not necessarily mean being bigger.  Even if growth does seem to be important to the institution’s development, a strategic plan needs to be carefully based on research and reality, not simply on imagined or hoped-for increases.  Furthermore, a strategic plan must consider the many other factors that inevitably accompany growth in student numbers or in the number of degree-level programs, such as library development, qualified national faculty, staff support, student recruitment, administrative costs, and so forth.  A good strategic plan is not only comprehensive, it is based on reality.

(6) Strategic planning is not a document written by a very small committee.  


To work well, strategic planning needs to be a group process.  Preparing a five-year or a ten-year plan is not like a research paper to be submitted to the administration or the board.   Neither is it the private plan of the principal, the administrative team or the board.  A plan that is strategic needs to reflect the collective dreams of everyone.  It revises and renews things that everyone perceives as needing revision and renewal.  It suggests the creation of new programs for which there is a broad felt need.  So, while it is a good idea to appoint a working committee to coordinate the strategic planning process, and even to have a highly perceptive person with communications skills in charge of compiling the results, a good strategic plan is owned and developed by just about everyone in the institution as well as by the institution’s stakeholders.

Developing a Strategic Plan

(1)  Identify Your Core Values


It may seem odd to start with the question of values.  The reality is that everything we do ultimately reflects what is important to us.  Whether consciously or not, our plans and actions demonstrate what values we have.  Accordingly, before developing specific plans for the future of a leadership training program, it is worth the time to revisit and reaffirm what it is that is important to everyone involved – your staff, faculty, the governing board, even your students.  


Note that values are not necessarily Bible verses about spiritual traits or fruits.   These things should indeed be important to you, but values also include expectations of the way people dress, how we relate to each other, and how we picture what learning should look like.  In almost all of this, values reflect what is important to our cultures.  That may or may not be a good thing.


Some values are more important to us than others, as any marriage illustrates.  What was important within the family of one of the partners may not have been important at all in the family of the other.  When disagreements arise, it is worth reflecting on why the thing matters so much to us.  The deepest conflicts normally emerge when values clash.   Frankly, some things are worth fighting for. In most Bible schools, denominations, organizations and families, important battles have been fought.  We need to discern what it is that was (and is) so important that it was worth fighting for.   


In a similar way, identifying our heroes (and enemies) can be a useful exercise for discovering our values.  What is it about these people that made them so important to us, either positively or negatively?  Why does their opinion matter so much to us?


The potential for value clashes is greater when we come from different places.  For North Americans, efficiency is terribly important, as ‘time is money!’  However, for Latin Americans, relationships are generally much more important than time.  In trying to obey God, a Brazilian student might choose to stay up all night with a hurting relative or friend rather than finish a term paper due the next day.  To what extent is this right or wrong?  In our planning, how can we give appropriate space to the differing values held by our students and teachers?


In an African world, the good of the community is an important value.  It also matters that one respect the authority of a person who is an elder, even if he or she does not have much formal training.  Scripture affirms that giving respect and maintaining unity are biblical values.  However, for Americans and many Europeans, being right and defending one’s rights (and the rights of others) is what matters, irrespective of the age, gender, race or religion of the person involved.  Western Christian culture suggests that since each person is made in the image of God, everyone should develop his or her gifts to the fullest, irrespective of what the community thinks about this.  


These are the kinds of values that will clash, even educationally.  Should exams and the grading process focus on individual achievements or should there be assignments that help students to work together in teams?  To what extent should a teacher or administrator have to explain himself or herself to anyone – ever?  Should the staff take tea with the students, or should there be separate tea rooms and tea times?   Do our values (and the culture) require that there be more space (and opulence) for the offices of full professors than for associate professors, who have more space than junior lecturers, who have more space than assistant lecturers, who have more space than teaching aides, and so forth?   Or will a well-oiled hierarchical system communicate all too clearly to our students the importance of having status and requiring respect and comfort once they become clergy?  For that matter, how does status dictate what student housing should look like now?


What we believe and hold dear will inevitably influence what our students really learn, whether it was intended to be taught or not.  Our views on community, cleanliness, being on time, purity, piety, reconciliation, forgiveness, the role of the Holy Spirit in learning, etc – how we feel about all of these will necessarily affect what really gets learned by our students.  We need to discover what our values are so that the planning that we do for our programs and educational communities will consciously and carefully build on what is important to us.  Part of this process should inevitably involve evaluating (and even discarding) those inherited cultural values that we already hold, some of which may not be biblical.  In order to be intentional in what you accomplish by your training efforts, begin your strategic planning process by identifying and evaluating your core values.

(2)  Revisit Your Mission Statement


Much has been written about developing mission or purpose statements.  Essentially this is a summary of what you are as a training program.  A mission statement should succinctly answer the following questions:
· Who are you? 

· Why do you exist?

· For whom (or for what) do you exist?

· How do you intend to do what you will do?

· Where will you do it?  And for how long?

Almost every school already has some sort of purpose or mission statement.  Before jumping to revise, fix or create this, it may be useful to organize a variety of small groups who will systematically work their way through the big and little aspects of your entire program in the light of what your mission statement currently says.  Is it all there?  Does the statement reflect what you are trying to do and be?  Does it reflect all of your values and what is important to you?


Taking your mission statement seriously means asking questions like:  “Are there activities currently being done that go beyond our mission statement?”  If so, part of your strategic plan should include eliminating such activities since they do not contribute to what you really intend to do.  Alternatively, if you conclude that the extraneous activities are simply too ‘important’ to be dropped, you need to rewrite your mission statement.  


Does your mission statement suggest new activities or entire areas of ministry that you have never done?  If so, then the strategic plan needs to sketch out how to begin something that is important to what you are as a training institution.  A good mission statement will be inclusive, covering everything you do or will do.  It will also be limiting, defining what you don’t or won’t do.  


One of the more important aspects of both developing and refining a mission statement is the involvement of the broader community.  Admittedly, someone brilliant could draft the ideal mission statement for your training program.  However, one person’s construct (especially if that person is someone with authority) should not be allowed to become so sacred that it cannot be challenged, discussed or changed.  


A good mission statement will be a concise (even memorizable) summary of what your program is all about.  As a summary, it is a point of reference against which your program can be evaluated.  Do all the aspects of your program illustrate what the mission statement says in summary form?  The advantage of developing, discussing and revisiting it as a group is that the broader the consensus about the mission statement, the greater the unity will be in carrying it out.  Furthermore, discovering the strengths and weakness of the existing program in the light of the mission statement will not only clarify the task of strategic planning, but will also give impetus to making the right kinds of changes happen.  


Bear in mind that changes in community needs, program realities and your capacity to respond will affect your mission statement.  Organizations grow and change.  A strategic planning process helps to make this change intentional.  At the same time, organizational growth may suggest that it is the mission statement that needs to be changed!  Either way, it is to this mission statement that we need to return over and over as we think through our program in order to determine what needs to be added, revised or retained.

(3)  Do a Needs Assessment.


Another piece of the preparatory work necessary for strategic planning is to consider the following questions: 

· Who needs you?

· How do they need you?

· How would you know?


As mentioned earlier, an educational institution cannot be all things to all people.   We don’t have the financial, human or physical resources or the time to accomplish everything that the church or society needs to have done.  If theological education is the process of equipping men and women with the knowledge and skills needed for effective ministry, who are those men and women, and what are the ministries for which we are preparing them?  If this is the context in which we intend to work, we need to know that context well.


Who is it that is being served?  One would hope, for example, that a denominational program is seen by its denomination as the primary place to which their students should be sent for training.  Yet there are a surprising number of schools that were founded by denominations that, for a variety of reasons, no longer send their students to their own program.  If this is your reality, you need to know why not.


Even if the denomination sends its students to you, what exactly are they expecting from your training institution?  Do they want Bible schoolteachers, pastors, church planters, Sunday school workers, or Christian laity prepared for the marketplace?  Do they want a two-week seminar offered in dozens of places throughout the country, or do they want multiple degree programs?   


Knowing the answers to questions like these helps us focus better as we revisit our training efforts.  Although there are biblical and theological foundations that should be true for all students, different ministry tasks require different kinds or levels of training.  We need to know for whom we are working and for what outcomes we are expending our training efforts.  


Your training program may have a denominational name, receive significant financial support from the denomination and have a board and teaching staff that belong exclusively to churches related to the denomination.  However, your students may come from a variety of churches.  Perhaps many of them are not even preparing for pastoral ministry within local churches.  Is it part of your ‘mission’ to serve these students and their organizations?  If not, why are you spending time, money and energy doing something that is not your mission?  But if this is part of your mission, what are the implications for the kind of teaching staff that you need, the programs that you should be offering, and the people who sit on your governing board?  Plans for responding to these strategic questions can only happen after you are clear about your constituency and their real needs.  


Most Bible schools are not denominational.  They were created by missionaries as independent programs, essentially working on the philosophy, ‘Build it, teach the Bible and students will come.’  Perhaps that was true, but such programs might be even better programs if they took the time to realistically assess who it is that should or could see them as their training program, while also verifying who it is that does not see them as their training program (and probably never will).  It is important to determine carefully what denominations, para-church organizations, non-governmental, ethnic or linguistic groups see you as ‘their’ program.  How wide of a geographical scope do you have (or would you like to have)?  Is your training focus on preparing future leaders (i.e. young people), emerging leaders or on equipping current leaders in context?  


The easier part of a needs-assessment comes from looking at your current students.  From what churches or organizations do they come?  Why did they choose you?  What do they (and their leaders) expect of you?  Don’t just assume that you know their needs and expectations.  Talk to them and their leaders about their training needs!  Knowing the answers to these questions will help you to determine how well you are doing in your training efforts.  An ongoing dialogue will keep you informed as to the needs of both the students and their churches or organizations.  Listening to your graduates will also be of great help in informing you as to how well you have done in equipping real people for their ministries.  As you perceive that you are doing well or poorly in meeting expectations, keep what is good and strengthen what isn’t so good.


The harder part of a needs assessment is looking prophetically at the environment in which we work.  How do social, political or economic factors affect your program?  What issues directly face your students now?  What are the issues for which your students need to be prepared?  Some of these needs might include:
· Racial, ethnic or tribal tensions

· Being part of a minority group, especially an oppressed minority

· Injustice or corruption

· Health problems, such as malnutrition, HIV/Aids

· War or guerrilla action

· Large numbers of refugees

· Economic difficulties, including huge gaps between the rich and the poor

· Religious conflict, such as with Islam, Hinduism or other groups

· Urban problems, such as prostitution, shack housing, violence or drugs

These needs are part of the environment in which your training program exists and into which your graduates will go.  To what extent should your program be responding to these needs, and if it should, how well are you responding?  The answers to these questions will help define what ought to be included in your strategic plan.  (Don’t forget, of course, that you cannot be all things to all people.  There are hard choices to make about what can and can’t be done by you!)  


It is when we have done our needs assessment well that we can more easily determine how well our curriculum has been designed.  We will discuss curricular design more thoroughly in chapter 6.  What is important at this point to develop a careful profile of who your students are, including:  
1. What do they know?  This is more than just biblical or theological knowledge.    

2. What do they know how to do?   Ministry skills, study skills or life skills.

3. What kind of people are they?  Character and attitudes.


We then need to describe the ministries into which our graduates will go as part of their response to the needs of the church and society, including:

1. What do they need to know in order to do these ministries?

2. What specific skills do they need as practitioners of these ministries?

3. What kind of people do they need to be in order to minister well?


If we have done a careful job of discerning the needs of students as well as the environment in which they will be ministering, then each aspect of our curriculum should describe how we intend to get them from where they are now to where they need to be.  


We may conclude that we have been inadequately preparing our students for effective ministry.  We also may discover that we have been recruiting the wrong people to be students, that we are teaching in the wrong places, that we have the wrong teachers or that we are using inadequate teaching methodologies.  The point is: we must do some careful research in order to understand what we’ve done well, poorly or not at all.  It is as we know these things that we can intelligently construct a strategic plan.   

(4)  Do an Institutional Assessment – Strengths, Weaknesses and Resources.


The last piece of preparatory work that needs to be done before compiling or revisiting your written strategic plan is to do an assessment of the strengths and weaknesses of the overall training program.   The place to start is with the ‘overall’ part.  Every established program has some kind of visible track record.  What perceptions do people have about the effects and the health of your training program?  How do your teachers, staff, board and students feel?  How do your graduates and the churches they serve feel about the value of the training?  What does the secular community around you think about you?  Look for ways for the entire academic community to affirm what it is that is done well, noting specific areas where God has blessed.  Identify and celebrate these things.  


It is reassuring when the wider community, both inside and outside, is in agreement about who you are and where you need to be going.  To obtain a realistic understanding of the bigger picture, look for a variety of formal and informal places where you can determine which of your strengths and/or weaknesses are things that everyone seems to agree on.  By asking many people simple questions about what you do well and what you don’t do so well, you will be preparing the way for keeping what is good and changing what needs to be improved.  


Nevertheless, a strategic planning process also needs for you to do a systematic analysis of each and every piece of your training program.  The best way to do this is through organizing smaller study groups who can look at the details and make written reports of their conclusions with suggestions for change.

  
Each of these study groups should also begin by discussing and affirming your values.  They will revisit the mission statement as this is the summary statement of what your entire program is about and serves as a reference point to help determine the effectiveness of each of the pieces of your program.  A careful evaluation will then note:

1. What is very good and should be kept?

2. What is it that needs strengthening or fixing so that it can be better?

3. What should be dropped altogether?

4. What is missing and should be added?


One of the best tools for a systematic and detailed evaluation of your program is to work through the self-study guides that are normally a part of an accreditation process (e.g. any of the eight continental agencies affiliated with the International Council for Evangelical Theological Education:  www.icete_edu.org/).  The following list suggests areas that need to be examined as well as some questions that might be helpful.  Just remember that the phrasing of the questions is not as important as making sure that you have been thorough in looking at everything.  
1.  Academic Program


How strong are each of your training programs and the degrees offered through them?  To what extent does the formal training that you offer accomplish in your students what your mission statement and purpose says that you intend to do?  How do the standards of your training program compare with accreditation standards and/or with other programs offering comparable degrees?

2.  Character and Skill Development


What evidence is there of spiritual growth and maturity in the lives of your students?  To what extent is this growth the result of what you are intentionally doing to develop character? How does the environment in which you are training affect what students are really learning?  How well does your field education program work?  Are students showing growth in their practical ministry skills?

3.  Faculty and Staff Development


How strong is your faculty (academically, teaching skills, pastoral ministry skills, other areas of practical experience, etc.)?  Given that students learn most from the lives of their teachers, what are you doing to strengthen your faculty? (Peer mentoring? Coaching?)  How are you doing in the development of national staff? 

4.  Organizational and Administrative Leadership, Plus Support Staff


How strong is your organization’s leadership in terms of skills, experience, training and character?  How adequate and competent is your administrative staff?  Is there clarity of what needs to be done and by whom, and is there efficiency in accomplishing what needs to be done?  

5.  Administrative Structures and Governance Issues


How well do your administrative rules and regulations serve the purposes of your training institution?  Are these written and generally available?  To what extent are you working with rules and policies that are no longer relevant to the realities of today?  

6.  Board Development


How strong (competence of individuals, plus having the right people) is your board?  How active are they, individually and as a group, in the life of the program?  How adequate are your governance processes?

7.  Campus and Facilities Development, Including a Long-term Site Plan


How would you evaluate the adequacy of your campus facilities and equipment, including computers and Internet access?  Are there ways in which you might be able to enhance your facilities by sharing them with others or by borrowing facilities that currently belong to others? 

8.  Library and Information Resource Development


How adequate is your library collection to serve the programs that you offer?  Is there a library selection policy?  Has an information technology plan been developed and how are you doing in implementing this?  Do your teachers and staff know how to use the research resources that you have?  

9.  Students  


How strong is your student body (academically, emotionally, spiritually, relationally)?  Where are the strengths and weaknesses in your student recruitment processes?  How might you discover potential students?

10.  Church and Community Relationships, Networking


How healthy and broad are your relationships with the churches and organizations that send (and that don’t send) you students, staff and finances?  How would you evaluate what you do in public relations? 

11.  Funding Procedures and Development


How strong are your finances, especially your capacity to find funds locally?  How could additional sources of income be discovered? Are there ways, other than money, that people could help support your program?  How adequate are your financial records, your banking systems and the staff that make this work?  

(5) Write/ Review Your Strategic Plan


Most leadership training programs already have some kind of long-range plan.  These need to be revisited at least every five years or so.  If that is where you are now, involve your entire community in discussions of your values and mission, of the needs that you see and feel around you, and of your strengths and weakness as you attempt to respond to those needs with the resources that God has given you.  When you have done this, it is time to draw on the conclusions and recommendations of these various working groups.

  
(1) Review what you have discussed and concluded in the light of your core values and your mission statement.  Are you doing things that really don’t fit who you are?  Is there a compelling reason why you should hang onto them?   If not, find a gracious way to drop them.

(2) Review the written needs assessment reports, as well as both the general and systematic evaluations that you have done of the various aspects of your program.  As you look at your opportunities, your strengths and your weaknesses, take time to pray, dream and plan about specific ways in which you could be different. What really has been blessed and should be kept?  How could these things be made even better?   What is it that needs fixing?  Are there new pieces that ought to be added to your program?  Make lists of specific things that you should and could be doing.  

(3) Working from your lists, systematize and prioritize them so that each proposed change is carefully thought through.  Bear in mind that doing this is not a simple process. For each item on this list, you will need to carefully and thoroughly answer three inter-related questions:

· Outcomes. What is it that you hope to achieve in a specific area? These are statements of faith, that is, what you believe that God wants you to be or do within the next few years. 

· Process.  How do you plan to achieve the various outcomes you propose?  What will it take to get from here to there?

· Resources.  What will it cost you, in time, people, space or finances, to be able to achieve your outcomes?

And if you don’t have a Strategic Plan: Write one!

Following OCI’s first Institute for Excellence in Nairobi in April of 1999, one of the participating programs returned home to systematically work through these questions related to strategic planning.  They had been born in the apartheid days of South Africa, and as they reviewed their history they could clearly see how their values had shaped their program.  Rather than consider a move to a more spacious environment outside of the city, they reaffirmed their commitment to mission in an urban context.  That included ongoing development of their site plan to acquire the remaining properties so as to own the entire street where they were located.  Revisiting their values also helped them to reaffirm why it was so crucial to work at character and spiritual formation.  Not only was it important to get beyond racial barriers, but also those created by denominations or gender.  As they considered the needs of the city around them, it was concluded that a new initiative should be developed to prepare their students to respond to the HIV/AIDS crisis.  They also considered how the students and staff could all respond compassionately to the needs of the community.  

Over several years, working committees not only rewrote the school’s purpose and mission statements, but the entire academic program was reconfigured. They even concluded that they needed a name change from the Evangelical Bible Seminary of Southern Africa (EBSemSA) to the Evangelical Seminary of Southern Africa (ESSA) as it made their acronym more pronounceable.  (You can learn more about this creative program at:  www.essa.ac.za/. ) 
Conclusions 


A strategic plan is not a negation of our trust in God’s sovereignty.  As Dr. John Bennett, late president of Overseas Council, said in a workshop that he presented in 1999, “Every strategic plan is a statement of faith, that is, an articulation of an unrealized future.”   We plan, as Nehemiah did, so that we can be faithful and effective in finishing what has been given to us to do.  Our plan becomes a roadmap into the future.  And as we look back, reviewing what has been accomplished will provide a basis for affirming excellence in what we have done.  This will hopefully provide a great excuse for a party, to the glory of God.   
(This chapter was presented at the ICETE meetings in the UK, August 2003; a version of this was also published as chapter 3 in Educating for Tomorrow: Theological Leadership for the Asian Context, Manfred W Kohl and A.N. Lal Senanayake, eds, Bangalore: SAIACS Press, 2002.)
Discussion Questions Regarding Your Strategic Plan
1. Do you have a comprehensive strategic plan, and if so, how comfortable are you with it?  If you have not done one, or are unhappy with what you have, take a deep breath and get busy on doing this right!

2. Even if you already have a formalized and published list of institutional core values, encourage individuals to make their own lists of what they think are important to your training institution.  As you then meet together in smaller groups, compile your lists and reduce them to 5-10 “core values.”  In what way are the lists different from each other and from what exists as the official list of “core values?” 

3. To what extent does your purpose or mission statement adequately describe who you are and all that you are currently trying to do?  (And if you don’t have one, write one!)

4. Who needs you – and how do you know?  Who are all those who see you (or could see you) as “their” training program?  In what ways do they need what you are trying to offer?  

5. What is it that your training program does really well – and everybody knows it?  How could you celebrate this?  In what ways might you be able to make these things even better?

6. What obvious weaknesses need fixing?  Which of these should be dropped altogether?

7. Do you sense opportunities for new ministries that really are a part of your mission and purpose as an organization?  What needs to be done in order for these things to happen?

8. What processes or plans do you have to review and rewrite your strategic plan? 
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