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Spring 2007
Aids for Identifying, Developing and Releasing Leaders

The identification, development and release of leaders into ministry is an issue that we are all concerned about as we seek
to build biblically-faithful and gospel-focused churches.

Recently we at Morling College have been having a positive conversation with some of our pastors about how we as
churches and Morling can partner to do this better. There is a clear commitment to raise up a new generation of pastors
and denominational leaders, as well as leaders in our churches, and that the only way we are going to do this successfully
is if we work together.

We would like to assist as you consider who is being developed for leadership in your own church, and who is being
inspired to go to College and be prepared for their leadership future? At Morling we have been blessed with many
students, but our priority remains firmly on training people for pastoral and missionary service and we need your help. In
fact there are many pastoral opportunities we can’t provide students for, as we whole-heartedly partner with churches in
this crucial task of shaping a new generation of leaders.

One of the outcomes of this conversation with pastors is that we have identified a range of churches and ministry
organizations who are doing leadership identification and training well.

This issue of the Morling College Centre for Leadership newsletter includes a summary by some of these churches and
ministry organizations of the concrete and practical strategies they are using to identify, develop and release leaders, and
we hope that you will find it informative and inspirational, especially as you consider how best to do this in your own
church setting.

God bless as you identify and develop leaders

Yours in Christ

Rev Dr Ross Clifford Rev Graham Hill
Principal, Morling College Director, Morling College Centre for Leadership
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The Centre for Leadership is an initiative
of Morling College and The Centre for
Evangelism and Global Mission. The
Centre for Leadership exists to equip
church leaders to effectively lead
biblically-faithful, gospel-focused,
mission-shaped and healthy churches,
and to raise up the emerging generation
of leaders within the Body of Christ. We
are committed to supporting leaders
negotiate the increasingly complex task
of leading mission-hearted faith
communities, so that our churches
might increasingly be all God wants
them to be. And we are keen to provide
training, resources and support to see
church leaders flourish in ministry and
mission.

Graham Hill
Director, Centre for Leadership
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1. New Peninsula Church, Mt Martha, VIC
www.newpeninsula.com.au

New Peninsula has run a very successful leadership development
program for many years now. An indication of its effectiveness is that
all our ministry staff except for 2 people have been home grown
through the traineeship.

For us, it all starts with a high value on growing bigger people and an
empowerment culture. We want every person to grow in their gifting
and potential to impact the world for the sake of the kingdom. This,
of course, means developing great leaders.

The next thing is identifying leaders. Our pastoral staff and ministry
coordinators meet once a month and from about May we start
asking who in their ministry area is capable of leading a group of 10
or more people. The pastors and ministry coordinators are then
asked to tap shoulders and ask people to pray and seek God to see if
this is the next step in their growth and development.

We then provide them with the information about the 2 year
traineeship. It requires about 20hrs a week from the person. The
overall outcome is to develop Godly character & spiritual disciplines
as well as leadership and ministry skills through an intensive program
of mentoring, on the job training and leadership education. Once
they have been accepted into the course there are 4 elements they
are involved with:

1. Supervised Ministry Placement: Each trainee works at least 8
hrs per week in a ministry placement under supervision. The
supervisor (MPS) is one of the staff at New Peninsula or
another equally suitable person as approved. The role of the
supervisor is to hold the trainee accountable to the ministry
outcomes and to coach the trainee in developing
leadership/ministry skills and attitudes.

2. Lectures, set readings, life journals and Scripture memory:
Each trainee is required to attend lectures; complete all the set
reading tasks; do 5 out the 7 life journal exercises each week
and learn at least 80% of the scripture memory verses.

3. Mentoring and Accountability: Each trainee will have a mentor
that they will meet with for 1 hour a fortnight for the purpose
of accountability and support. The role of the mentor is to hold
trainees accountable for their spiritual, moral and character
development. The mentor is also there to provide support and
encouragement in the growth process taking place throughout
the year.

4. Other courses: Trainees are encouraged to attend other
specialist training courses relevant to their ministry area during
the year. Approved training may be subsidised by New
Peninsula.


http://www.newpeninsula.com.au/

Of those who go through the MTP one or two stand out as potential staff with us or for another church. With them we
encourage further development and ask them to do another two years as an intern which is a paid staff position. During
this time we outsource part time theological training. Of course the majority of the students continue to serve in a
ministry area of church, now with a greater understanding and skill base which the congregation is blessed by.

Dave Underhill
Associate Pastor Discipleship

2. Camberwell Baptist Church, VIC www.camberwellbaptist.org

How do | go about leadership development and recruitment?

For me one of the significant changes that has taken place over the past 15 or so years is the need to make leadership
development far more relational as well as reducing time commitments. In times past it was OK to give someone a task
and a table and off they would go. And you could expect them to make a commitment for 2 or 3 years. Now the whole
thing needs me as the pastor to be far more relational and flexible as well as to deal in shorter in time frames like 3 or 6
months. So here are some key principles that | have been able to reflect upon as | go about leadership recruitment and
development in my church:
1. Identify where someone’s gifts, passions and abilities lie and create a role to suit them
2. Don’t try to force someone to be like the previous person in the role
3. Build regular relational coaching time where you can support, pray and focus them
4. Seekto integrate the role that they are being developed in with the world. For example if they are developing a
website, running a youth program or planning the music then help them develop skills suitable for a CV.
Find regular ways to affirm their service and importance to the church
Honour them on birthdays and at Christmas
7. Never call them volunteers. They are paid or unpaid but no one is a volunteer or is unemployed in God’s
Kingdom.
8. Review responsibilities every 3 months and reassign as need, abilities and passions emerge
9. Always have the door open and make your reading/writing secondary to those in the church building. Too many
pastors that | know sit closeted away and don’t touch people with a handshake or their presence. Get out there!
10. Allow females to lead in non-male ways so that they can be true to themselves and in the process liberate our
church structures from un-relational, male forms.

o w

Andrew Menzies
Senior Pastor

3. Medowie Baptist Community Church, NSW www.medowiebaptist.com.au

Five Thoughts On Developing a Positive Leadership Culture

1. Value Leaders: One of the first questions that needs to be asked is, “Why would anyone want to be a leader in
your church?” | am blessed to lead a church where the elders and congregation value and honour leadership,
and where unity and mutual submission are core values. In this environment, leadership is a joy (most days!)
Heb.13:17 If the existing leaders are harassed, exhausted, unsupported or routinely carved up for Sunday lunch,
it is going to be a little tricky recruiting more!!

2. BeIntentional: Leaders don’t just happen. We intentionally identify and develop leaders at all church levels —
children, youth and adult. We invite those who have potential to attend regular leadership training sessions as a
pre-requisite for moving into leadership roles. | have found lan Jagelman’s book, Identifying and Developing
Christian Leaders very helpful for this. All existing leaders are also expected to develop their own leadership even
further through study, conferences, reading, regular accountability & feedback etc.

3. Give opportunities: Giving training without opportunity is inviting frustration. A structure must exist that allows
people to move into roles that suit their gifting and maturity. At Medowie our developing leaders can serve and
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grow in areas like children’s ministry, youth outreach, local and international mission, church services and
community care.

4. Be attractive: | like to make leadership fun. We often meet over good food - (or not so good!) Team meeting are
frequently hilarious. We recently spent a week in NZ at Spreydon Baptist with 19 of our leaders — great for
learning, team-building, inspiration and communication.

5. Be Contagious: Spend significant time with your most influential leaders, discipling them and infecting them with
your vision and values. Make sure an effective structure exists to enable these to flow down to others. Model
what you want to reproduce.

Chris McRae
Team Leader

4. Baptist Community Services NSW/ACT www.bcs.org.au

Baptist Community Services (BCS) is committed to raising up and developing Christian men and women to be leaders
within BCS. For the past 5 years BCS has been investing in running a leadership program called Kybernetes (a Greek
wording meaning to steer the ship) a program for potential managers in BCS. It has a Christian focus and encourages
participants to focus on key leadership principles and what BCS values in leadership.

In 2007 we commenced a Leadership Development Program aimed at senior leaders in BCS. Its purpose is to enable
senior leaders to develop leadership capability and to align their leadership style with what BCS values in leadership. It
includes a 360 degree leadership behaviour survey and profile of all managers who attend the course. The full program
consists of three residential modules of 3 days for each module. Module 1 focuses on the importance of the alignment of
our Vision, Mission and Values; module 2 focuses on managing one’s self and leading a team while module 3 looks at
working with others including both internal and external stakeholders.

The training programs while a significant investment they complement other aspects of our development of leaders. Our
succession planning process is led by the Executive Leadership Team. Each General Manager audits his or her Division to
identify current and future leaders for development and progression within BCS. Those identified and accepted by the
organisation as future leaders become key resources for the organisation to take a stewardship role in ensuring they are
exposed to key development opportunities within the organisation.

It is only with strong Christian leaders that BCS will continue to be a significant Christian presence in the business
community.

June Heinrich
Chief Executive Officer

5. Clovercrest Baptist Church, SA  www.clovercrest.com.au

Rod Denton is Senior Pastor of Clovercrest Baptist church in Adelaide, a member of the Lausanne Leadership Development
Resource Unit, and a Senior Lecturer with Asian Access, a mission involved in training up emerging kingdom leaders in
eight Asian countries. In 27 years of ministry he has pastored in two churches where he has made it a priority to develop
“home grown leaders” and appoint them to the staff of the church. As Pastor of Youth and Young Adults at Blackburn
Baptist Church (now Crossway) he raised up 4 full time staff workers to build a discipling ministry that touched over 400
young people, and at Clovercrest he now has a ministry team of 8 people serving in the life of the church, with all but one
raised up from the membership of the church.

Some of the keys | have found to Identifying, Developing and Releasing Potential Leaders are:
1. Philosophy: | began with a conviction based on the life and ministry of Jesus, that to grow a ministry it began with an
emphasis on growing leaders. God always gives us a vision that is bigger than ourselves and expects us to recruit
others to the vision He gives us.
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2. Personal Development: We can’t take leaders further than we ourselves have developed, and because leaders raise
up leaders, it is important to place a high priority on our personal development as spiritual leaders. Finding the right
mentors is not easy, but it is critical in the big picture of things.

3. Potential Oriented: How we see people in our church will in many ways determine what they will become. | have
taken the attitude that every person in my church is a potential leader and take time to regularly input into the
church about the “Person God Uses.”

4. Priority: | have built my job description around this philosophy and so give priority time to developing emerging
leaders. | meet one on one each week with my senior leaders and facilitate leadership development groups (Eagles)
in the life of the church.

5. Promotion: Emerging leaders need to be given real ministries where they have the opportunity to display their
leadership potential. Leadership is all about influence and in the end is not defined by the qualifications or years of
experience a person may have.

6. Program: The emergence of leaders needs to be programmed in order that the whole emergence process can be
maximized and an appropriate focus maintained. The program will include job descriptions, goal setting, progress
reports, personal development and team meetings.

Two books that have been most useful in the whole process is Master Plan of Evangelism by Robert Coleman and Spiritual
Leadership by J Oswald Sanders.

Rod Denton
Senior Pastor

6. Ministry Training Strategy (MTS) www.mts.com.au

Which organisation has identified, recruited, and trained over 1,000 young men and women with the potential for
vocational gospel ministry in the past 25 years? Which organisation has now seen over 400 of those deployed in full-time
ministry settings both locally and around the globe in mission, in churches, in university ministry and more? It is Ministry
Training Strategy (MTS).

MTS takes seriously Paul’s injunction to Timothy: ‘The things you have heard me say in the presence of many witnesses
entrust to reliable people who will also be qualified to teach others’ (2Tim 2:2TNIV) It is the responsibility of those in
ministry to find others who will themselves pass on the gospel to the next generation. How?

MTS has engineered a paid ‘apprenticeship’ ministry model where those already in ministry are given the responsibility to
challenge potential gospel workers to take one or two years full-time out of their career path and be apprenticed to a
‘trainer’. The Trainer will expose them to the joys and hardships of ministry in real time on real ground. It seeks to develop
three key areas for the apprentice in character, knowledge, and ministry skills. At its conclusion, the apprentice can then
undergo theological training to prepare for a lifetime of ministry as God leads them. Trainers are usually church Pastors,
Planters, or university chaplains, and have been Baptist, Presbyterian, Congregational, Anglican, & Reformed.

Its key is really intentionality: actively pursuing those who should consider ministry, giving them a supervised ‘taste’ of
ministry, and releasing them to college for training the next generation. It is how | ended up as Senior Pastor of a Baptist

Church in the South-West of Sydney.

For more info, a new book ‘Passing the Baton’ has been recently published that explains in much greater detail the ‘why’
and ‘how’ of apprenticeship ministry. Let me commend it to you.

Heath Smith
Baptist MTS Coordinator
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7. Petersham Baptist Church, NSW www.pbc.org.au

How can a mid-sized Baptist church actively cultivate new leaders? Here are some practical ideas that seem to be bearing
fruit for us at Petersham Baptist in the Inner West of Sydney. Perhaps your church is moving in a similar direction.

1. Congregations in Training
We pursue a general culture of ownership & involvement, aiming for 100% participation in Bible study groups, then
treating these groups as natural ministry teams (running services, acting as welcoming teams, planning evangelism).

We meet with each person to talk & pray about what they do that builds up the church (“Every Christian is gifted by Jesus,
and the gifts are for us not you”), and how this might be developed. Members are encouraged to commit to one
congregation one Bible study, and one key ministry. We’re often working through congregational lists to brainstorm
names of people to involve and develop in various ways. Meanwhile an atmosphere of discipling & mentoring sets up a
general expectation that we all grow and develop.

Then, we set up the church calendar so that training is factored in (not squeezed in) for key ministry areas (Musicians &
Song Leaders, Kids Ministry, SRE Teams, Bible Study Leaders) and key issues (Child Protection, First Aid, Relationships &
Communication).

Our annual Winter School, for example, suspends all Bible study groups so that all can sign up to any one of a dozen one-
month course dealing with a practical aspect of Christian living. With courses often led in pairs, the practical wisdom of a
wide range of members can be profiled and new leadership emerge.

2. Bible Study Leaders as Pastors in Training
We teach all our Bible Study leaders that they are trainee pastors, and designate this group the ‘Pastoral Team’. This is our
primary pastoral care structure.

We are slow to formally appoint people to such leadership (character first) and it has become important to set out clear
expectations at the start of each year, including attendance at our Pastor Team training evenings.

Our four training evenings are for teaching our ministry approach, addressing some key pastoral skills, sharing our vision
for the church, and providing mutual encouragement to leaders. Producing training & role information as stapled A5
booklets (using the pdf ‘print’ option in Word) provides a helpful degree of formality and useful points of reference.

Meanwhile, we also commit to meeting up with each Pastoral Team member a few times through the year to review and
encourage their developing pastoral instincts.

On top of this, the Pastoral Team are asked to lead their groups as ministry teams, deliberately training group members in
ministry. For example, running services for a 3-week block, where the leader sets the model in the first week or two and
coaches an up-and coming leader in the third. Leaders make use of our Service Leading Resource that teaches the how
and why of running services, including points for coaching people who publicly pray or read scripture.

Bible study leaders are encouraged to identify and coach new leadership, helping young leaders prepare and lead studies.
We use the Growth Groups training course twice a year to teach healthy ministry philosophy, Bible exegesis and teaching
& leading skills to potential Bible study leaders.

3. Administrative Leaders as Trainers
Administrative leaders at the church level (Secretary, Treasurer, Property, Media & Communications, Legal Compliance)
and service organization level (music, food, kids, roster, creativity) are encouraged to recruit their own teams to actively
learn and share the role, and to identify from among them suitable ‘deputies’ as potential successors.

We find administrative leaders themselves need both a formal meeting structure (they draw encouragement and

accountability for the task itself) as well as on-on-one attention (dealing with their own personal development as a
leader).
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Some meeting time with administrative leaders is given over to training on leadership (how to recruit and lead teams of
volunteers, delegation as a partnership, vision & persuasion, coaching & example, encouragement & affirmation), to
issues of personal growth (devotion to the Word and to Prayer, and the challenge as leaders to personally model
commitment to the core business of making disciples), and to basic ministry philosophy (what church is all about and how
their role fits in). Three leadership stages are encouraged: first actively setting the desired pattern, then coaching others
into the role, then making themselves redundant.

We publicly endorse, affirm and pray for our various teams of leaders.

4. Trainee Preachers, Evangelists & Missionaries
Word-gifted individuals are given genuine teaching opportunities in church, at training events, and as visiting speakers at
other churches and youth groups with whom we have helping partnerships. Preaching groups are set up for a program of
practicing and critiquing messages before they are formally delivered as seminars, short talks, or sermons.

A similar program is being currently formulated to identify and nurture gifted evangelists by way of quarterly training
nights and links with known evangelist mentors and external training conferences and courses. We hope that a number of
these will go on into church planting and cross-cultural mission.

We plan and budget and pray toward sending further missionaries. Our missions policy ensures that missionary decisions
are nurtured through a strong culture of missionary support, a ‘Making Missionary Decisions’ course, personal interviews
with pastors, and through an annual meeting of a missionary sending committee that seeks to identify future candidates
to commit to disciple-making activities outside of Sydney, as sent missionaries of PBC.

5. Formal Ministry Apprenticeships
Perhaps the most significant leadership training measure we have committed to is a formal (and budget-impacting)
program of Ministry Traineeships lasting two years. Each year a new trainee (part or full-time) is apprenticed to one of the
pastoral staff, to be actively coached in church ministry, before (typically) heading to Bible college. The program is our
own modification of the Ministry Training Strategy (MTS).

Fortnightly MTS Training sessions are opened to any of our college students to join. Our experience is that targeted
training of individuals does not rob others of benefit, but rather serves to enhance a wider training culture, especially as
MTS trainees themselves train others in ministry, and as useful MTS training content filters into other training sessions.

6. Pastors as Mentors
Pastoral staff are expected to be disciple-makers themselves (actively discipling one or two new or weak Christians at any
one time) as well as investing a disproportionately large amount of time over the long term into a small group of leaders
and potential-leaders (whether in formal positions or not). We have found it useful to employ a part-time staff member to
assist in equipping female leaders.

7. Training Philosophy
Some key principles at work for us are:

1. Every Christian is gifted by Christ, not for themselves but for the church. So it is right to prompt and expect each one
to grow in service, and to be able to identify leaders in every generation.

2. Christian ministry responds to God’s Gift by using whatever he gives us to build up the faith of others in Jesus. That
means church structures are not an end in themselves, and any structure that is not a genuine platform for ministry
ought to be shut down.

3. Paid staff are primarily there to prepare, equip and stimulate the ministry of others, rather than perform ministries on
behalf of inactive passengers. That means paid ministers will need to address misguided expectations in themselves
or others, and be willing to invest in training & equipping congregations of ministers.

4. There are physical and sensible limits to the number of activities we want people to commit to. That means it’s better
to make smarter use of established structures (services, rosters, small groups, committees, meetings), rather than
add ever more structures and layers of commitment.

5. Let ministry appointments be about thoughtfully developing particular people, rather than merely plugging gaps to
perpetuate structures. So we presume every position of responsibility will require support & training components.
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8. Works in Progress
Like the trainee leaders themselves, the ideas we have shared here are still under development, plenty of glitches and
complications have been glossed over, and all of it is open to review. But Jesus will build his church, and by his gifting,
godly leaders will certainly emerge.

Tim Blencowe
Pastor

Please advise us if you want to change your address or be taken off this email list. We will keep your details confidential
and only use them for informing you of Centre for Leadership activities. Your details will never be released to any other
organisation.
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About the Centre for Leadership

The Centre for Leadership is an initiative of Morling College and The Centre for Evangelism and Global Mission. The Centre
for Leadership exists to equip church leaders to effectively lead biblically-faithful, gospel-focused, mission-shaped and
healthier churches, and to raise up the emerging generation of leaders within the Body of Christ. We are committed to
supporting leaders negotiate the increasingly complex task of leading mission-hearted faith communities, so that our
churches might increasingly be all God wants them to be. And we are keen to provide training, resources and support to
see church leaders flourish in ministry and mission.

The Centre for Leadership undertakes the following activities:

a. Publication & Resourcing: Publishing and making available the latest research in the areas of leadership and Christian
ministry. Providing resources for leaders to better facilitate church growth, church planting and evangelism, while
producing written and electronic resources for the equipping of church leaders.

b. Networking: Networking leaders, pastors, practitioners and thinkers to extend the Kingdom of God in our nation.

¢. Training, Educating & Equipping: Running and/or advertising quality courses (from audit level to postgraduate level),
seminars and conferences on leadership and ministry themes and issues. Training church leaders to raise up an emerging
generation of leaders within their churches and beyond. Equipping church leaders to effectively lead biblically-faithful,
healthier, gospel-focussed and mission-shaped churches.

d. Research & Development: Undertaking key research and development on issues faced by churches in Australian
culture. Developing programs that provide effective leadership training to Christian leaders within both the church and
secular fields.

e. Internship: Facilitating the development of a leadership-based internship at Morling College.

f. Conferences and Forums: The Centre for Leadership also runs three leadership forums throughout each calendar year,
and a conference every two years.

Centre for Leadership: Morling College, 120 Herring Road, Eastwood NSW 2122, Australia
Director: Rev Graham Hill

Phone: 02 9878 0201 ext 108 Fax: 02 9878 2175

Email: GrahamH@morling.edu.au

www: www.cegm.org.au/leadership/leadership.htm

“Mission is understood as being derived from the very nature of God. It is thus put in the context of the doctrine of the
Trinity, not of ecclesiology or soteriology. The classical doctrine of the missio Dei as God the Father sending the Son, and
God the Father and the Son sending the Spirit (is) expanded to include yet another “movement”: Father, Son, and Holy
Spirit sending the church into the world”. (David Bosch, Transforming Mission, p.390)
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