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II nnttrr oodduucctt iioonn  
 

his Handbook for Mentors provides re-
sources to help you mentor one or more 
emerging ministers—men or women 

who sense God’s call to serve the church as 
ministry workers, ministry leaders or pastors 
within established Worldwide Church of God 
(WCG) congregations, new church plants, and 
various denominational ministries.  
 
Mentoring: a process and a calling 
 

Mentoring is a time-tested relational process 
that is biblical (see pp. 46ff.) and has been used 
productively in many cultures for thousands of 
years. In a contemporary Christian context, 
mentoring has been described as follows: 
 
 

•  “A relational experience in which one person 
empowers another by sharing God-given re-
sources” (Bobby Clinton and Paul Stanley in 
Connecting).  

 

• “A dynamic relationship of trust in which one 
person enables another to maximize the grace of 
God in his/her life and service” (John Mallison 
in Mentoring to Develop Disciples and Leaders). 

 

• “A mentor in the Biblical sense establishes a 
close relationship with a protégé and on that ba-
sis through fellowship, modeling, advice, encou-
ragement, correction, practical assistance and 
prayer support influences his understudy to gain 
a deeper comprehension of divine truth, lead a 
godlier life and render more effective service to 
God” (Gunter Krallmann in Mentoring and Mis-
sion). 

 

• “A multi-faceted process that is based upon a 
relationship that opens up our lives as mentors to 
the person that we are mentoring. This re-
lationship draws them into our world where we 
intentionally teach and equip them to in turn 
make disciples…Always the mentorship must 
point to God and His power, not to any accom-
plishments or wisdom of the mentor.  But, all of 
this is worthless without passion for the person. 
Remember, it’s not what we’ve done that mat-
ters as much in the end as who we’ve brought” 
(Anna Aven, Fuller Theological Seminary). 

 
All of these descriptions approach mentoring as 
a ‘life-on-life’ process that involves sharing 
experience, resources and encouragement with 

a view toward the protégé’s growth.  Jesus and 
Paul used mentoring to develop their disciples. 
And we use it in the church today to develop 
disciplemaking ministers of Jesus Christ. 
 
 

“Both Jesus and Paul invested their lives in a few 
key leaders (using) several refreshingly simple and 
remarkably profound principles for developing 
leaders. They both developed their leaders… 
• In the midst of doing ministry 
• In pursuit of an earthshaking mission 
• With a focus on godly character 
• In the context of a small team 
• With time for reflection on ministry  
       experiences 
• Over a long period of time 
• With a greater concern for faithfulness and  
       obedience than for knowledge and skill.” 
 

             -The Leadership Baton, pp. 44-45 
 

 

What does an effective mentor of an emerging 
minister ‘look like’?  They are a man or woman 
of FATE—one who is faithful, available, 
teachable and enthusiastic. Furthermore, they 
view mentoring as a calling—understanding 
that God has called them to “prepare [katar-
tismon = equip] God’s people for works of ser-
vice [ministry]” (Eph. 4.12). They are willing 
to contribute to this equipping by pointing their 
protégés to the ultimate mentor, Jesus, who 
said, ‘everyone who is fully trained [katartis-
menos] will be like his teacher” (Luke 6:40). 
 
By God’s grace, expressed through your men-
toring efforts, one or more emerging ministers 
will become more fully connected to the trans-
forming love (character) and life (ministry 
priorities) of the Lord Jesus. Guided and em-
powered by the Holy Spirit—they will become 
increasingly like Jesus in both their being (cha-
racter) and their doing (ministry competency).  
 
This handbook provides tips and resources to 
help you mentor one or more protégés through 
this transformational process. The process is 
often mysterious, occurring in ‘fits-and-starts’ 
and sometimes only indirectly related to what 
you do as a mentor. Yet your role is vital—and 
we pray that this handbook will be of great help 
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to you, and then through you to your protégés 
and to those they will serve. 
 
 

     “We need to look at the directional focus of 
mentoring along with the pitfalls that mentoring has 
for the mentor. The two actually go together. The 
key passage for this concept is seen in excerpts 
from 1Cor 1:18-3:19. The focus is not about the 
knowledge that the mentor has acquired, but rather 
that the mentor knows Christ.  
     “A great pitfall of ministry is that in a position of 
leadership, people perceive the leaders as a wise, 
spiritual presence. This can very much be true of 
the leader if he/she has been spending time with the 
Father to develop his/her relationship. However, 
once this spirituality is perceived, people credit it to 
the leader, not seeing what is behind the scenes. It is 
easy for the leader to get wrapped up in the per-
ception and forget from where he/she came from. 
The mentor has to continually remember that men-
torship is about pointing to Jesus.”  
        -Anna Aven, Fuller Theological Seminary 
 

 
 

As you review the rest of this handbook, don’t 
be overwhelmed by its volume—view it as a 
compendium of resources from which you will 
select based on need and opportunity. And re-
member that Servants Passage is a journey of 
exploration and growth—more like a marathon 
than a sprint. So don’t rush—don’t try to do it 
all at once. Enjoy the journey; take it one step 
at a time.  
 
And should you find yourself growing weary, 
discouraged or confused, don’t hesitate to ask 
your Generations Development Program (GDP) 
director for assistance. Your friends in Genera-
tions Ministries are here to help you navigate 
the journey.  
 
May the journey be filled with joy and may it 
bring rich blessings to you, to your protégés 
and to those who will be blessed by the minis-
tries that will flow out of a mentoring relation-
ship grounded fully in Christ’s love and life. 
  

To him be all glory!
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CChhaapptteerr   11::   TThhee  mmiinniisstteerr ’’ ss  bbeeiinngg  ((cchhaarr aacctteerr ))  
 

he journey of development for an 
emerging minister involves the trans-
formation of their being (character) in 

Christ and growth in their doing (living and 
ministering) with and for Christ. It is your op-
portunity and calling as a mentor to help your 
protégés develop in both ways.   
 

In this chapter we will examine your role in 
joining with the Holy Spirit as he transforms 
your protégés in their inner character (being) to 
become increasingly like their Savior. As a 
work of grace, this transformation is not rooted 
in human effort (no matter how well inten-
tioned)—though the Spirit leads believers to 
cooperate actively with his work to form Christ 
within them.  
 

Nurturing mentoring environments 
 

As a mentor you are not able to directly cause 
your protégés to grow in Christ-like character. 
Yet you have an essential role in facilitating the 
growth process. Your role involves your Christ-
reflecting personal presence, your intercessory 
prayer on their behalf and additional steps you 
will take to provide for them nurturing men-
toring environments that are conducive to the 
Spirit’s work in transforming their inner being.  
 
These environments are places where your 
protégés will be immersed in the gospel and 
thus experience the love and life of the triune 
God: from the Father, in the Son, by the Spirit. 
Emphasizing the environment is essential be-
cause Christ-like character is more often 
‘caught’ than ‘taught.’ Therefore it is helpful to 
view your role as a steward who works to pro-
vide and sustain transformational environments 
in which your protégés consistently encounter 
the risen Lord.  
 

The foundations 
 

Our experience and study tell us that nurturing 
mentoring environments possess six essential 
characteristics—what we refer to as the foun-
dations. These foundations pertain to ex-
periencing God’s being and activity, which 

leads through the work of the Spirit to the de-
velopment of corresponding attributes of char-
acter in the emerging minister. 
 
The correspondence between the foundations 
(environment) and character development is 
summarized in the following chart. 
 

 

Foundations 
(presentation of God’s  

being and activity) 
 

 

Character 
(leading to corresponding 

traits in the protégé) 

God’s love Grace-based 
God’s person Christ-centered 
God’s story Word-directed 
God’s will Spirit-formed 

God’s people Fellowship-building 
God’s purpose Disciplemaking 

 
Character formation in protégés is addressed in 
the rest of this chapter in the context of these 
six foundations—character categories where 
each category is subdivided into three parts: 
 

1. Mentor commitments. The core commit-
ments you will need as a mentor to both  
possess and exhibit in order to have a per-
sonal role in the noted aspect of your 
protégés character formation. As you live 
out these commitments in the presence of 
your protégés, your life in Christ will ‘rub 
off’ on them.  This is what we mean by 
‘life-on-life’ mentoring. 

 

2. Environmental characteristics. These are 
the specific characteristics of the environ-
ment that are needed related to the individ-
ual category of character formation. One of 
your jobs as mentor is to see that these cha-
racteristics are consistently present.  

 

3. Toolbox. This section in each category rec-
ommends various resources that you can 
use with your protégés to help them ad-
vance in the noted category of character de-
velopment. 

 
 

T
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      The foundation of God’s love         leading to       grace-based ministers 
 
 
 

As your protégés experience an atmosphere that expresses God’s love, they will begin to relate to 
God more and more on the basis of his grace (acceptance and provision) in Christ. This will pro-
duce within them a heart for and commitment to ministry relationships that are based in grace, not 
in human performance or a desire for personal power or gain. 
 
 

Mentor commitments 
• Great Commandment living that is expressive of God’s compassion, love and grace 
• Concern for spiritual health over running programs—being over doing 
• Influencing through grace and love, not coercive power, unwarranted guilt or arbitrary rules  
 
Environmental characteristics 
• An environment within which the protégé experiences unconditional acceptance with an empha-

sis on God’s gracious provision in Christ 
 
Toolbox 
• Book: What’s So Amazing About Grace by Philip Yancey 
• Book: Relational Christianity by Steve Meeks 
• Book: Holiness by Grace by Bryan Chapell 
 
 
 

 The foundation of God’s person         leading to       Christ-centered ministers 
 
 
 
 

As your protégés experience your joy and awe in knowing God who is Father, Son and Holy Spirit, 
they will learn to trust in and live for God through loving allegiance to Christ their Lord. 
 
 

Mentor commitments 
• Commitment to a Christ-centered life: from the Father, in the Son, through the Holy Spirit 
 
Environmental characteristics 
• An environment where the protégé encounters an accurate picture of who God is as Father, with 

an emphasis on the person of Christ and on incarnational ministry through the Spirit 
 
Toolbox 
• Book: The Christian Doctrine of God by Thomas Torrance 
• Book: How To Read T.F. Torrance by Elmer Colyer 
• Book: Hearing God by Dallas Willard 
• Book: The Call by Os Guinness 
• Book: Theological Foundations for Ministry by Ray Anderson 
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The foundation of God’s story         leading to      Word-directed ministers 
 
 
 

As your protégés are immersed in God’s story of creation and redemption conveyed in the written 
Word—the Bible, they will, through the Holy Spirit’s ministry, increasingly have their hearts and 
minds molded by and conformed to the living Word, Jesus Christ. 
 

 
Mentor commitments 
• Seeing our story as part of God’s story 
• Word-directed living 
 
Environmental characteristics 
• An environment that is expressive of a Biblical worldview, that emphasizes Scripture focused on 

the gospel, and that models Word-directed being and doing 
 
Toolbox 
• Book: God's Big Picture: Tracing the story line of the Bible by Vaughan Roberts 
• Book: Connecting Your Journey with the Story of God: Disciplemaking in Diverse Contexts by 

Dave Livermore 
 
 
 

      The foundation of God’s will         leading to       Spirit-formed ministers 
 
 
 
 

As your protégés experience your dependence on God, they will increasingly embrace through the 
spiritual disciplines the transforming presence of the Holy Spirit. Out of this spiritual formation will 
flow whole-life stewardship that bears the fruit of the Spirit rather than the works of the flesh. 

 
Mentor commitments 
• Dependence on God’s sovereignty 
• Faith-filled, Spirit-formed living 
• Faithful, moment-by-moment surrender to God 
 
Environmental characteristics 
• An environment that is rich with devotion to the spiritual disciplines (prayer in particular) and 

within which walking in step with the Spirit is modeled 
 
Toolbox 
• ACCM course: spiritual formation www.ambascol.org/html/spiritual_formation.htm   

(Note: we recommend that you share this course with your protégés—it is excellent to help both 
mentors and protégés focus on the transforming work of the Spirit through use of the spiritual 
disciplines) 

• Book: Celebration of Discipline: the path to spiritual growth by Richard Foster  
• Book: Renovation of the Heart: putting on the character of Christ by Dallas Willard 
• Book: Revolution of Character: Discovering Christ's Pattern for Spiritual Transformation by 

Dallas Willard with Don Simpson 
• Book: How People Grow by Henry Cloud and John Townsend 
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The foundation of God’s people                                                  leading to                            fellowship-building ministers 
 
 
 

As your protégés experience your hope-filled and expectant vision for ministry, they will develop a 
deep and abiding sense of personal calling to active participation in the local church. This participa-
tion will emphasize mutually accountable relationships with an emphasis on shared and collabora-
tive leadership utilizing ministry teams. This approach to ministry will also reflect Christ-like con-
cern for the well-being and ministry involvement of the ministers’ spouses and children. 
 
Mentor commitments 
• Living in communal authority (willingly accountable) 
• The church as Christ’s presence in the world—expressing his passion and extending his global 

mission 
• The local church as God’s chosen instrument to advance his purpose in the world 
• Ministry as a ‘team sport’ to be lived out through collaborative, shared leadership 
 
Environmental characteristics 
• An environment that expresses a deep commitment to the local church as God’s tool to advance 

the Kingdom in partnership with the WCG denominational family and the larger body of Christ 
• An environment that expresses a deep commitment to being willingly accountable to peers, su-

pervisors and ministry constituents 
• An environment that engenders spiritual fellowship (koinonia) through sharing and collaboration 
 
Toolbox 
• Guidebook:  Join the Journey Guidebook. This resource is produced by Generations Ministries 

for use at the first intensive of Servants Passage. It includes an assessment of an emerging minis-
ter’s ‘divine design,’ including God’s gifting for ministry. We recommend that you as a mentor 
assess your divine design and then assist your protégés in doing like-wise. 

• Book: The Body by Charles Colson 
 
 
 
The foundation of God’s purpose        leading to         disciplemaking ministers 

 
 
 

As your protégés encounter your passionate commitment to the Great Commission, they will in-
creasingly be emboldened to reach out to build redemptive relationships through which disciple-
making followers of Jesus of all ages are multiplied. 
 
Mentor commitments 
• Great Commission living: extending God’s mission through disciplemaking ministry 
• Incarnational ministry within and through the body of Christ 
 
Environmental characteristics 
• An environment that expresses devotion to Christ’s Great Commission for ‘making disciples 

who make disciples’—viewing this mission as a life-style not a mere program 
 
Toolbox 
• Book: Growing a Healthy Church by Dann Spader and Gary Mayes 
• Seminar: The Everyday Commission.  This seminar is offered by the WCG CAD department 
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CChhaapptteerr   22::   TThhee  mmiinniisstteerr ’’ ss  ddooiinngg  ((mmiinniissttrr yy  ccoommppeetteennccyy))  
 

his chapter provides guidelines and re-
sources to help you assist your protégés 
in developing competency in their doing 

as Christ’s ministers. A minister is said to be 
competent when desired ministry outcomes re-
sult from the application of knowledge and 
skill, in ways appropriate to the particular min-
istry context within which they serve.  
 
 

 

While competency necessarily focuses on a 
minister’s doing for Christ, remember that it 
must be grounded in a minister’s being in Chr-
ist (refer to chapter 1). We must never separate 
a minister’s doing from a minister’s being.  
 

 
Disciplemaking ministry—KRA’s 

 

It is the desire of the WCG that its ministers be 
competent in advancing disciplemaking (Great 
Commandment-Great Commission) ministry1 
within their local congregations and related 
ministry contexts.  
 
This ministry focuses on the following four 
strategic concerns—what we refer to as key re-
sult areas (KRA’s). These KRA’s reflect Jesus’ 
ministry priorities as summarized in the Great 
Commission statement in Matthew 28:18-20 
and as lived out by his disciples in their minis-
tries in and through the early church.    

  

1.  Engaging non-believers  
     Through the use of eternal CPR: 

 

�    Cultivating (initiating and developing  
      friendships) 
 

� Planting (sharing with those friends 
 your personal ‘faith stories’) 
 

� Reaping (clearly presenting to those  
      friends the gospel and inviting a  
      response of faith) 
 

                                                           
1 The WCG model of disciplemaking ministry is described in 
the introduction to the Church Administration Manual. It is also 
the focus of WCG regional and local training. 

2. Nurturing believers  
      Through the use of ACTS:  

 

� Adoration: A spirit of worship,  
      expectation and hope coming from a  
      posture of prayerful dependence 
 

� Community: The demonstration of  
      intentional, caring, committed and  
      accountable relationships within the  
      local church 
 

� Truth: Devotion to the centrality of  
      God’s word which results in a deepened  
      understanding of the triune God. 
 

� Serving: An ongoing desire to give  
      attention to the needs of others,  
      especially to brothers and sisters in the         
      church. Giving of personal help to      
      others by adjusting our lifestyles to  
      meet those needs 

 

3.  Equipping workers  
     Through mentoring and training others for  

active and skillful participation in disciple-
making ministries that focus on engaging 
non-believers and nurturing believers. 

 

4.  Multiplying leaders & ministries   
     Through a development strategy that  
      includes: 

 

� Vision-casting: providing hope and  
      expectancy   
 

� Mentoring: equipping through life-on- 
      life coaching and training  
 

� Appointing: providing a clear pathway  
      into leadership 
 

� Supporting-superintending: providing  
            for ongoing growth and accountability 
 

T
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Ministry competency 
 

Ministry competency in protégés is addressed 
in the rest of this chapter in four competency 
charts—one for each of the disciplemaking 
ministry KRA’s. Each chart is subdivided into 
four parts: 
 

1. Essential knowledge.  The knowledge that 
is essential for competency related to the 
particular KRA. 

 

2. Essential skills. The skills that are essential 
for competency related to the particular 
KRA. 

 

3. Desired outcomes. The outcomes that indi-
cate competency related to the particular 
KRA. 

 

4. Toolbox. The resources that are recom-
mended to inform your work as a mentor 
and for you to share with your protégés as 
you help them develop competency related 
to the particular KRA. These lists will grow 
as others resources are identified and pro-
duced. There are a number of ways to use 
these resources including providing outlines 
for group discussion; material for private 
study by the protégé followed by review 
with the mentor, etc. Suggestions for addi-
tional resources are welcomed—please 
send them to Ted.Johnston@wcg.org.  

 

 

 

The competency charts that follow are intended 
to be used flexibly as you customize your men-
toring to fit the gifting and ministry context of 
your protégés. You will need to help them 
measure progress in developing competency 
from the perspectives of knowledge and skill 
acquisition, and increase in desired ministry 
outcomes.  
 
Don’t be afraid to measure, but always do so 
with mercy and emphasizing encouragement.  
 
Note also that as a mentor, it is not enough to 
impart knowledge or teach skills in a classroom 
setting—you will need to provide ample ‘hands 
on’ opportunities to enable your protégés to ap-
ply what they are learning. One mentor will 
probably not be able to provide all the applica-
tion opportunities protégés need. It will be 
helpful to recruit other mentors, coaches and 
trainers to partner with you. It will also be help-
ful to take advantage of the weekend ‘inten-
sives’ provided within Servants Passage and 
through ACCM classes. 
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Chart 1: competency in engaging non-believers 
 

Competent disciplemaking ministers share in Jesus’ heart of love for sinners expressed through his 
priority to ‘seek and save what was lost’ (Luke 19:10) and his command to “go” beyond the limited 
confines of Jesus’ group and their comfortable locale in order to “make disciples of all nations” 
(Matthew 28:19). Motivated by Jesus’ heart of love for the lost, his ministers take action to develop 
friendships with non-believers and share with those new friends the love of God in ways that share 
Jesus’ gospel  accurately, clearly and attractively. A mentor assists an emerging minister to grow in 
this area of competency by providing training and coaching related to relational evangelism. 
 
Administering eternal CPR 
 

A competent minister actively shares their faith with non-believers through the administration of 
eternal CPR (cultivating, planting and reaping). Mentoring an emerging leader in this approach to 
relational evangelism involves sharing the following. 
 

Essential knowledge 
• How to cultivate friendships with non-believers using TLC (targeting, listening and caring 

skills) without compromising one’s commitment to Christ 
• How to plant truths about Jesus into the life of this new friend 
• How to reap a new follower of Christ by clearly presenting the gospel and calling upon the 

friend to respond in repentance and faith 
 

Essential Skills 
• Making contact with and developing friendships with non-believers 
• Ability to assess and then ‘speak the language’ of that friend in accordance with their ‘mindset’ 

(culture, worldview, etc.) 
• Sharing personal testimony about the positive difference Christ makes in one’s life. 
• Presenting the gospel clearly, accurately and attractively, and then inviting a response of repen-

tance and faith 
• Following up to disciple a new believer 
• Interceding in prayer for non-believing friends 
 

Desired outcomes 
• Increase in the number of non-believing friends 
• Actively conducting ‘TLC’ with those friends to cultivate a deeper friendship 
• Moving the conversation with those friends from ‘playing it safe’ to the sharing of spiritual 

truth—usually in the form of personal faith stories (testimonies) 
• Increase in spiritual awareness among non-believing friends 
• Sharing the gospel with friends who are spiritually ready 
• Calling for a response of repentance and faith when the friend shows openness to Christ 
• Praying regularly for multiple non-believing friends 

 

Toolbox 
• Seminar: The Everyday Commandment (Eternal CPR) (contact CAD to schedule this seminar in 

your area) 
• Video/print small group curriculum: Living Proof  Evangelism by Jim Petersen 
• Book: Evangelism Made Slightly Less Difficult (How to Interest People Who Aren’t Interested) 

by Nick Pollard 
• Book: One to One, How to share your faith with a friend by Michael Green 
• Book: Tell it Often-Tell it Well by Mark McCloskey 
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• Book: Life-Style Evangelism by Joseph Aldrich 
• Book: Becoming a Contagious Christian by Mark Mittelberg, Lee Strobel and Bill Hybels 
• Book: Evangelism & the Sovereignty of God by J.I. Packer 
• Book: The Celtic Way of Evangelism by George Hunter 
• Book: The Case for Christ by Lee Strobel 
• Book: Out of the Saltshaker and Into the World by Rebecca Pippert  
• Book: Permission Evangelism by Michael L. Simpson 
• CCBT study guides2: 
 Book 2, issue 9: How Can Churches Reach Out to the World and Not Become Part of the  
                            Culture? 
 Book 4, issue 8: How Can We Overcome Barriers to Share the Good News? 
 Book 4, issue 9: What is the Relationship between Evangelism and Social Concern? 
• Online Evangelism Toolbox   

http://youth.wcg.org/generations/Web%20Documents/EVANGELISM%20TOOLBOX.pdf 
• Online articles on evangelism www.wcg.org/lit/gospel/evang/ 

                                                           
2 CCBT, The Center for Church Based Training, provides text based training tools for believers, workers and leaders.  This document 
references several study guides that are available from CCBT as part of their Leadership Series, which is useful in equipping workers 
and emerging leaders.  See www.ccbt.org/the_leadership_series.htm 
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Chart 2: competency in nurturing believers 
 

Ministers are called to nurture believers by sharing with them Christ’s love and life within Christian 
community. They do so in large part by providing nurturing ministry environments within which 
believers share in the community’s life of ACTS: adoration, community, truth and serving.  A men-
tor helps an emerging minister grow in the ability to provide these nurturing qualities by providing 
focused training and coaching directed toward the following issues.  

 
1.  Adoration: advancing corporate worship 
 

Believers are nurtured as they gather with the church to worship the Lord. Emerging ministers need 
to learn to contribute to this worship in accordance with their gifting and ministry assignment. Cor-
porate worship occurs in the weekly worship service, in small group gatherings, in youth ministry 
meetings, and in other formats and locations where believers are gathered to worship.  What is 
common to all these venues is addressed here.   
 
Essential knowledge 
• Understanding worship as ministry to the Lord—what we give, rather than merely what we re-

ceive 
• Understanding worship as the ministry (priesthood) of all believers that is facilitated by a team of 

worship leaders/workers 
• Understanding the biblical and historic roots of Christian worship 
• Understanding of the elements of Christian worship including praise in music and prayer, inter-

cessory prayer, preaching of and listening to the Word, giving of the offering, communion, etc. 
• Understands the importance of multi-generational worship 
 
Essentials skills 
• Able to contribute actively to corporate worship in accordance with giftedness and ministry as-

signment 
• Able to lead in public prayer 
• Able (as appropriate to ministry assignment) to contribute to the design and coordination of cor-

porate worship gatherings 
 
Desired outcomes 
• Looked to by others as a passionate worshipper of God 
• Looked to by others as a leader of the ministry group in worship 
 
Toolbox 
• ACCM course: worship www.ambascol.org/html/worship.htm (this course is in development) 
• CCBT study guide; Book 2, issue 7: How Can We Avoid “Worship Wars”? 
• Book: Leadership Handbook of Preaching and Worship, edited by James Berkley 
• Book: Blended Worship: Achieving Substance and Relevance in Worship by Robert Webber 
• Book: Calendar: Christ’s Time for the Church by Laurence Stookey 
• Book: Worship His Majesty by Jack Hayford  
• Book: Extravagant Worship by Darlene Zschech 
• Online articles on worship at www.wcg.org/lit/spiritual/worship 
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2.  Adoration & Community: advancing small group ministry 
 

Believers are nurtured in small group settings where there is a transformative environment of inti-
macy and accountability. In such settings believers gather for worship (adoration in various forms 
including prayer), for mutual edification and sharing, and for the study of Scripture. To assist 
emerging ministers in learning to organize and facilitate small group ministry, mentors will help 
them focus on the following:   
 
Essential knowledge 
• Understanding of the role of small group settings in the ministry of Jesus and the early church 
• Understanding of small group organization, relational dynamics and life-cycle issues 
• Understanding of small group facilitation/collaborative discussion processes 
• Understanding of small groups for evangelism, nurturing believers, and task accomplishment in 

the local church 
• Understanding of small group accountability processes, including the accountability of small 

group leaders to pastoral supervisors 
 
Essential skills 
• Able to launch a small group 
• Able to organize a small group leadership team 
• Able to facilitate small group meetings 
• Able to be accountable within the small group leadership structure  
• Able to multiply one small group into two groups 
 
Desired outcomes 
• Known as a skillful small group leader 
• Has planted and then led at least one small group, leading to multiplication of members in the 

group and multiplication of other small groups 
 
Toolbox 
• ACCM course: small group leadership 

www.ambascol.org/html/small_group_leadership.htm 
• Book: How to Build a Small Groups Ministry by Neal McBride 
• Online small group studies on spiritual formation www.wcg.org/lit/spiritual/group/default.htm 
• Online article on cell-based church nurturing www.wcg.org/lit/church/group/cell1.htm.  
•  Online article: From Dream to Reality    
      www.christianitytoday.com/smallgroups/articles/fromdreamtoreality.html 
• Online article: Five Essentials for Small Group Health 
      www.christianitytoday.com/smallgroups/articles/5essentials.html 
• Online article: 7 Tips to Modeling Prayer for your Group 
      www.christianitytoday.com/smallgroups/articles/7tipsprayer.html 
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3. Community:  developing relationships 
 

Believers are nurtured through Christ-centered relationships within the body of Christ. Emerging 
ministers need to learn to initiate and develop such relationships by focusing on the following.  
 
Essential knowledge 
• Understanding of the essential components of relationship building including the role of the Spi-

rit in building the fellowship (koinonia) of the church 
• Understanding of how to engage in relationship initiating and building activities and conversa-

tions 
• Understanding of how to be sensitive to different types and personalities of people and rela-

tional styles and the ability to respond appropriately 
 
Essential skills 
• Can provide tangible evidence of applied knowledge on how to build multiple deep, enduring 

and edifying relationships with believers, regardless of cultural or generational differences 
• These relationships are edifying in that the recipient indicates that they not only feel loved, but 

is helped to grow or develop through the relationship 
• Essential relational skills include the following:  

o Active listening (reflective listening) 
o Empathy (the identification of oneself with another and the resulting capacity to feel or ex-

perience sensations, emotions, or thought similar to those being experienced by the other) 
o Effective interpersonal communication (able to lead dialogue where both parties feel af-

firmed and cared for) 
 
Desired outcomes 
• Those with whom relationships have been built confirm that the relationships are indeed based 

upon mutual friendship, respect and trust 
• Those who have been the beneficiaries of this kind of relationship will differentiate it from a su-

perficial, “we are friendly, but we’re not friends” type of relationship 
 
Toolbox 
• CCBT study guides:  

Book 3, issue 2: How Can Church Leaders Maintain Authentic Spirituality?   
  Book 3, issue 3: How Can Leaders Develop Mature Christlike Character? 

Book 3, issue 4:  How Can Church Leaders Ensure They are Above Reproach? 
Book 3, issue 5:  How Can a Church Leader Be a Servant Yet Have Authority? 

  Book 3, issue 7:  How do Church Leaders Care for the Flock?    
  Book 3, issue 8:  How Should Church Leaders Protect the Flock?  
• Book:  Making Room: Recovering Hospitality as a Christian Tradition by Christine Pohl 
• Book: Perils of Power by Richard Exley 
• Online article:  Pastors—Love Your People!  
  www.newlifeministries-nlm.org/people/4-2_Love_Your_People.htm  
• Book:  Stop Dating the Church!  Fall in Love with the Family of God by Joshua Harris 
• Online assessment of relationship skills 

www.virtualizeyourbiz.com/docs/relationshipapproachabilityindex-self.pdf  
• Book:  The Lost Art of Listening by Michael Nichols 
• Book: Quick-to-Listen Leaders by Dave Ping and Anne Clippard 
• Online listening skills assessment (focused on relationships with partners, but appropriate for 

any listening skills)  www.positive-way.com/listenin.htm  
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• Online resources on developing interpersonal skills:  
www.managementhelp.org/commskls/listen/listen.htm      

• Online article: Applying Good Listening Skills          
www.nettemps.com/recruiters/recart/index.htm?id=01  

• Online article:  Listening with the Heart        
www.positivehealth.com/permit/Articles/Regular/silverleigh69.htm  

• Online article:  Empathy  www.leadershipproject.net/clientarea/empathyarticle.html  
• Online article: Managing With Emotional Intelligence: Developing Empathy     

www.exinfm.com/pdffiles/nSights.pdf  
• Scholarly resources on empathy:  www.kaaj.com/psych/scales/emp.html#references  
• Book:  How to Start a Conversation and Make Friends by Don Gabor 
• Book:  How to Win Friends and Influence People by Dale Carnegie 
• Online article:  The Art of Starting a Conversation  www.hodu.com/start.shtml  
 
 
4. Truth:  embracing and teaching the Faith 

 

Believers are nurtured by being immersed in God’s truth—the Apostolic Faith which is focused on 
the Kingdom of God present in the person of Christ through the ministry of the Holy Spirit.  Emerg-
ing ministers need to fully embrace this truth for themselves and then learn to faithfully and skillful-
ly teach it to others.  Such teaching will occur in various settings including preaching in worship 
services, teaching in small groups, sharing in informal settings, and the like.   
 
Ability to teach the truth involves understanding the core doctrines of the Christian faith, which are 
summarized here as they are presented in the WCG, Summary of Our Christian Faith.  Each ele-
ment of this summary carries with it certain essential issues of knowledge, skill, outcomes and re-
sources which are addressed in this section. 
 

Overview resources. Each section below provides a ‘toolbox’ with recommended resources related 
to an individual doctrine. The following resources are recommended for a systematic overview: 
• WCG Statement of Beliefs www.wcg.org/lit/aboutus/beliefs/default.htm 
• Invitation to Theology by Michael Jinkins 
• Christian Doctrine by Shirley Guthrie 
• Systematic Theology by Wayne Grudem 
• Basic Christianity by John Stott 
• I Believe: Understanding and Applying the Apostle’s Creed by Alister McGrath 
• What Christians Believe by A. Johnson and R. Webber  
• Know Why You Believe by Paul E. Little 
• Mere Christianity by C.S. Lewis 
• Why Believe? By C. Stephen Evans 
• Why Should Anyone Believe Anything At All?  By James Sire 

 
The Triune God: We believe in one holy, loving, all-powerful, and gracious Creator God who  
exists in three Persons: Father, Son and Holy Spirit.     
 
Essential knowledge 
• Can articulate the essential elements of the doctrine of the Trinity (one God who is eternally 

three persons: Father, Son and Holy Spirit) 
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Essential skills 
• When discussing God, demonstrates evidence of a biblical knowledge of the Trinity 
• Refrains from discussions about God as a “family” and other distortions of the doctrine of the 

Trinity including referring to the Holy Spirit as merely the power of God 
 
Desired outcomes 
• Able to provide a biblically accurate and clear presentation of the doctrine of the Trinity in such 

as way that the believer is edified and grows in tangible evidence of grace and knowledge per-
taining to this doctrine 

 
Toolbox 
• ACCM course: Foundations of Faith   www.ambascol.org/html/foundations_of_faith.htm 
• CCBT study guides:  
 Book 1, issue 1: Why Should Church Leaders Study Theology?  
 Book 1, issue 3:  How Can We Know God More Accurately and Intimately? 
 Book 1, issue 4:  How Can We Understand the Tri-unity of God? 
• Online articles concerning God  www.wcg.org/lit/God/   
• Book: The Christian Doctrine of God: One Being, Three Persons by Thomas F. Torrance. 
• Book:  Knowing God by  J.I. Packer 

 
The Holy Scriptures:  We believe that the Bible is the inspired and infallible Word of God, fully 
authoritative for all matters of faith and practice.  
 
Essential knowledge  
• Has a thorough grasp of the Bible and of the Christian doctrine of the Holy Scriptures including 

the veracity of the Bible and the primacy in Scripture of the Gospel of grace 
• Can defend against myths and errors associated with this doctrine 
 
Essential skills 
• Evidence that the Word of God is the compass that guides the emerging minister’s life 
• Working knowledge of the entire Bible’s use in the spiritual formation of believers 
• Ability to understand and teach Scripture using sound exegetical and expository principles that 

avoid ‘proof-texting’ and related pitfalls 
• Ability to use Scripture in ways that are Christ-centered and gospel-focused  

 
Desired outcomes 
• When nurturing believers, uses Scripture to show how to be built up in Christ. Doesn’t stand 

alone on his or her own logic, but supports assertions scripturally in ways that the believer is 
edified and grows in tangible evidence of grace and knowledge pertaining to this doctrine 

 
Toolbox 
• ACCM course: Survey of the Bible  www.ambascol.org/html/survey_of_the_bible.htm  
• CCBT study guide: Book 1, issue 2: Why is the Bible our Final Authority? 
• Book: Truth & Power: The place of Scripture in the Christian Life by J.I. Packer 
• Book: How to Read the Bible for all Its Worth by Gordon Fee &  Douglas Stuart 
• Online articles on the Bible at www.wcg.org/lit/bible/default.htm  
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Jesus Christ: We believe that Jesus Christ, born of the Virgin Mary, fully God and fully human, is 
both Lord and Savior. That he suffered and died on the cross for human sin, that he was raised bo-
dily on the third day, and that he ascended to heaven and sits at the right hand of God the Father. 
That he will come again to judge the living and the dead and to reign over all things.  
 
Essential knowledge  
Can articulate the essential elements of this doctrine, including: 
• Knowledge of the nature of Jesus as both fully God and fully human 
• Knowledge of Jesus as Lord and Savior 
• Knowledge that Jesus suffered and died for human sin 
• Knowledge that he was resurrected on the third day 
• Knowledge that he ascended to heaven and sits at the right hand of the Father 
• Knowledge that Jesus will come again in glory to judge the living and the dead 
• Knowledge that Jesus will reign over all things 
 
Essential skills  
Can skillfully defend the following fundamental beliefs: 
• Jesus was born of the virgin Mary 
• Jesus is fully God and fully man 
• Jesus is both Lord and Savior 
• Jesus’ death for human sin 
• Jesus’ resurrection 
• Jesus’ ascension 
• Jesus’ future return in glory 
• Jesus’ judgment on all who have ever lived 
• Jesus’ to be Ruler over all 
 
Desired outcomes 
• When nurturing believers, points to Jesus as Lord and Savior in such a way that the believer is 

edified and grows in tangible evidence of grace and knowledge pertaining to this doctrine 
• Is clear about the relationship between grace and works, and lives a life that demonstrates that 

salvation comes through Christ alone 
• When nurturing believers, articulates with passion and proof the ministry, suffering and death 

for human sin, resurrection on the third day, glorification, second coming, judgment and future 
reign of Jesus in such a way that the believer is edified and grows in tangible evidence of grace 
and knowledge pertaining to this doctrine 

• Can defend against myths and errors associated with this doctrine 
 
Toolbox 
• ACCM course: Life and Teachings of Jesus Christ 

www.ambascol.org/html/life_and_teachings.htm 
• CCBT study guide: Book 1, issue 5: Why do We Need to be Clear on the Person of Christ? 
• Book: The Mediation of Christ by Thomas F. Torrance  
• Book: The Cross of Christ by John Stott  
• Online articles about Jesus Christ: www.wcg.org/lit/jesus/.  
• Online scriptures relating to eternal judgment www.wcg.org/lit/aboutus/beliefs/judgment.htm   
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Holy Spirit :  We believe in the Holy Spirit, who brings sinners to repentance, who gives eternal life 
to believers, and who lives in them to conform them to the image of Jesus Christ.  
 
Essential knowledge  
Can articulate the following essential elements of this doctrine: 
• Knowledge that the Holy Spirit is the third person of the Godhead 
• Knowledge that the Holy Spirit brings sinners to repentance: convicting them concerning sin 

and righteousness 
• Knowledge that the Holy Spirit gives eternal life by regenerating believers 
• Knowledge that the Holy Spirit lives in believers for the purpose of conforming them to the im-

age of Jesus Christ, providing counsel and comfort 
 
Essential skills  
Can skillfully and scripturally defend the following fundamental beliefs: 
• The Holy Spirit brings sinners to repentance: convicting them concerning sin and righteousness 
• The Holy Spirit gives eternal life to believers  
• The Holy Spirit lives in believers for the purpose of conforming them to the image of Jesus 

while providing comfort, counsel, etc. 
• The Holy Spirit equips believers through gifts of grace to the work of Christ on earth 
 
Desired outcomes 
• When nurturing believers, articulates with passion and proof the nature of the Holy Spirit and 

his multi-faceted roles in and through the church in such ways that believers are edified and 
grow in tangible evidence of grace and knowledge pertaining to this doctrine 

• Can defend against myths and errors associated with this doctrine 
 
Toolbox 
• CCBT study guide: Book 1, Issue 6: What is the Spirit’s Role in Our Day? 
• Online scriptures relating to the Holy Spirit www.wcg.org/lit/aboutus/beliefs/spirit.htm  
• Online article:  The Deity of the Holy Spirit    www.wcg.org/lit/God/deityHS.htm 
• Book:  I Believe in the Holy Spirit by Michael Green 
• Book:  Life in the Spirit by Thomas C. Oden 
• Book: Gift & Giver, the Holy Spirit for Today, by Craig Keener 
• Book: Keep In Step With the Spirit by J.I. Packer 
• Book: Showing the Spirit by D.A. Carson 

 
The Church and the Christian life: We believe that Christians should gather in regular fellowship 
and live lives of faith that make evident the good news that humans enter the kingdom of God by 
putting their trust in Jesus Christ. We believe in the spiritual unity of all believers in our Lord Jesus 
Christ. 
 

Essential knowledge  
Can articulate the following essential elements of this doctrine: 
• Knowledge that the Church involves membership in both the universal church and local church 
• Knowledge that there is no single ‘true’ church organization (denomination), but a spiritual fam-

ily of born again believers that constitutes the one, holy, universal church 
• Knowledge that the Holy Spirit binds together all believers in spiritual union even as they find 

ongoing fellowship and focus on mission through active membership in a local congregation 
and affiliation with a regional/national/global denomination 
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• Knowledge that active involvement in local church is of great importance to the mission of the 
universal church and to the believers who constitute the body of Christ 

• Knowledge that God places the believer in the body of Christ, within a local congregation in ac-
cordance with his purpose and will 

• Knowledge that believers are those who have repented and have faith in Jesus Christ as their 
Lord and Savior 

• Knowledge that believers should live lives of faith that give evidence of the truth of the gospel 
and of the present reality of the Kingdom in their lives 

• Knowledge that the Christian life is a stewardship of God’s grace in its many forms 
• Knowledge that gifts are given to the believer for the benefit of the body, not the distinction of 

the believer 
 

Essential skills  
Can skillfully and scripturally defend the following fundamental beliefs: 
• The believer is baptized into Christ and into his body, the universal church and is placed within 

the body as he wills for the purpose of their involvement in the church’s mission 
• The Holy Spirit binds believers together in unity based upon their acceptance of and dependence 

on Jesus as Lord and Savior in their lives, and not based upon denominational affiliation 
• The doctrine of the transformation of the life of a believer (sanctification by grace) 
• The doctrine of Christian stewardship of ones whole life, which includes one’s time, talent (in-

cluding spiritual gifts), treasure (financial resources), etc. 
 

Desired outcomes 
• When nurturing believers, articulates with passion and proof the value of the believer’s partici-

pation in the life and work of the Church; the essential unity of the universal church; the be-
liever’s faith in Christ alone and the transformation of the believer’s life through the in-
dwelling Holy Spirit in such a way that the believer is edified and grows in tangible evidence 
of grace and knowledge pertaining to this doctrine 

• Is actively and faithfully involved in the life of a local congregation and is a faithful steward of 
their time, talent and treasure 

• Can defend against myths and errors associated with this doctrine 
 

Toolbox 
• CCBT study guides:  

Book 1, issue 9: Why Should We Love God’s New Community? 
  Book 1, issue 10: Sanctification—How Can We be Holy in a Sinful World?  
  Book 2: issue 1: Why is the Church so Special to God? 

   issue 2: What is the Significance of the Church in God’s Overall Plan? 
   issue 3: What on Earth is the Church? 
   issue 4: How Can Church Members Complement Each Other? 
   issue 5: How Can You Build Relationships in Your Church? 
   issue 6: What are Church Leaders to Be and Do? 
   issue 8: How Do We Maintain Purity in the Church?  

• Book: Body Life by Ray Stedman (available online at 
http://pbc.org/dp/stedman/bodylife/index.html) 

• Book: Stop Dating the Church by Josh Harnett 
• Online articles about the church and serving in the church: www.wcg.org/lit/church/ministry/ 
• Online article: The Doctrine of the Church  

http://churches.wcg.org/greatlakes/articles/the%20doctrine%20of%20the%20church.doc 
• Online articles about the gospel:  www.wcg.org/lit/gospel/default.htm  
• Online scriptures concerning Christian conduct www.wcg.org/lit/aboutus/beliefs/conduct.htm  
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Salvation by grace:   We believe that salvation comes not by works, but only by God’s grace 
through faith in Jesus Christ.  

 
Essential knowledge  
Can articulate the following essential elements of this doctrine: 
• Knowledge that repentance, faith in Jesus Christ as Savior and Lord is sufficient for salvation 
• Knowledge that works are a by-product of salvation (grace), not a cause or means to maintain it 
• Knowledge of the breadth and depth of the grace extended to us by our Savior which includes 

all aspects of our salvation: justification, sanctification and glorification 
 
Essential skills 
• Can teach all doctrinal/Biblical topics in ways that are grace-based and gospel-focused (rather 

than legalistic) 
• Can skillfully and scripturally defend the fundamental belief that we are saved by grace alone 

through faith in Christ alone 
• Can appropriately teach concerning the role of works in a Christian’s life…not as a means to 

salvation, but an appropriate result of and response to the grace extended to us 
 
Desired outcomes 
• When nurturing believers, articulates with passion and proof the notion that grace alone is suffi-

cient for salvation in such a way that the believer is edified and grows in tangible evidence of 
grace and knowledge pertaining to this doctrine 

• Can defend against myths and errors associated with this doctrine 
 
Toolbox 
• ACCM course: Life and Teachings of Jesus Christ 

www.ambascol.org/html/life_and_teachings.htm 
• CCBT study guides: 
  Book 1, issue 7: What are the Effects of “The Fall”?  
  Book 1, issue 8: Why is God’s Salvation so Great?  
• Online articles concerning the gospel:  www.wcg.org/lit/gospel/ 
• Online article:  Salvation   www.wcg.org/lit/disc/disc6a.htm  
• Online article:  Is Jesus the Only Way?  www.wcg.org/lit/disc/disc6c.htm  
• Book:  What’s So Amazing About Grace by Philip Yancey 
• Book: Born Free by Steve Brown 
• Online scriptures and articles supporting grace alone:  

www.monergism.com/thethreshold/articles/topic/keypassages.html  
 
The life to come: We believe in the resurrection of the dead and the life of the world to come.  
 

Essential knowledge  
Can articulate the following essential elements of this doctrine: 
• Knowledge of the future general resurrection of the dead 
• Knowledge of life following glorification of the body in the resurrection 
• Knowledge of the major eschatological views accepted within orthodox Christianity 
 
Essential skills  
• Can skillfully and scripturally defend fundamental beliefs concerning the resurrection of the 

dead and the life in glory beyond 
• Can explain the major eschatological views accepted within orthodox Christianity 
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Desired outcomes: 
• When nurturing believers, articulates with passion and proof the belief in the resurrection of the 

dead and life in glory beyond in such a way that the believer is edified and grows in tangible 
evidence of grace and knowledge pertaining to this doctrine 

• Can defend against myths and errors associated with this doctrine 
 
Toolbox 
• CCBT study guides: 
  Book 1, issue 11: How Should We Relate to God’s Agents and Opponents? 
  Book 1, issue 12: What Do You Believe About the End Times? 
• Online article:  The Resurrection—Our Hope for the Future 

www.wcg.org/lit/prophecy/resurrec.htm  
• Online article:  Our Resurrection with Christ   www.wcg.org/lit/spiritual/resurrec.htm  
• Online article:  The Resurrection of the Body and Why it Matters 

www.wcg.org/lit/prophecy/resbody.htm  
 
 
5. Truth:  teaching effectively 
 

For believers to be nurtured in God’s truth, it is vital that ministers be effective in teaching that truth 
to believers and non-believers alike. Thus emerging ministers need to become competent teachers. 
That competency involves the following issues which a mentor will help their protégé address.     

 
Essential knowledge  
Can articulate the essential components of effective public speaking/teaching/preaching, including:   
• Knowledge of how to prepare a presentation/teaching lesson 
• Knowledge of the essential elements of an effective presentation: introduction, thesis statement, 

body and conclusion 
• Knowledge of principles of audience analysis—what does this particular audience need from 

this presentation? 
• Knowledge of mechanics of an effective oral presentation: eye contact, vocal variety, use of 

gestures, cadence or pacing, volume variation, use of multi-media aids, etc.   
 
Essential skills 
• Can provide tangible evidence of applied knowledge on how to deliver an effective presentation 
• Can effectively present God’s Word:  the Apostolic testimony to the Living Word Jesus which 

is the central focus of Scripture 
 

Desired outcomes 
• Is able to deliver presentations that are effective in helping the audience achieve the desired out-

come—with an emphasis on teaching the Word of God 
• Ultimately, to fulfill the competency of nurturing believers, the audience (believers) should 

demonstrate a sense of being nurtured/edified and over time, should be able to demonstrate a 
growing maturity in Christ 

 
Toolbox 
• ACCM course: Effective Communication 

www.ambascol.org/html/effective_communication.htm 
• Online article:  So You Wanna Deliver an Effective Public Speech  

www.soyouwanna.com/site/syws/speaking/speaking.html  
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• Online presentation on oral presentations www.jcu.edu.au/studying/services/studyskills/oral  
• Online article:  Giving an Effective Speech  www.ag.iastate.edu/aginfo/speechindex.html  
• Online article:  Ten Tips for Successful Public Speaking   www.toastmasters.org/tips.asp  
• Book: Anointed Expository Preaching by Stephen Olford 
• Book: Biblical Preaching by Haddon Robinson 
• Book: Christ Centered Preaching by Bryan Chappel 
• Book: How to Read the Bible for all Its Worth by Gordon Fee &  Douglas Stuart 
• Book: The Complete Idiot’s Guide to Public Speaking by Laurie Rozakis  
• Book: Ten Days to More Confident Public Speaking by Lenny Laskowski.    
• Book:  Teaching Like Jesus by La Verne Tolbert 
• Website with links to articles on teaching  

http://honolulu.hawaii.edu/intranet/committees/FacDevCom/guidebk/teachtip/teachtip.htm 
 
 
6. Serving:  encouraging whole-life stewardship 
 

Believers grow as they become faithful and consistent stewards of their entire lives, including their 
time, talent (natural and spiritual gifts) and treasure (financial resources). Emerging ministers need 
to be equipped to model and teach others whole-life stewardship. In that equipping process the fol-
lowing issues are essential. 
 
Essential knowledge 
• All of our resources belong to God—he is the provider and owner and we are the stewards 
• The foundation of Christian stewardship in the grace of God—faithful and generous stewardship 

is our grateful response to God’s underserved gifts: Generous God; generous people 
• Stewardship involves being stewards of God’s grace in all of its forms 
• Able to accurately identify spiritual gifts and understand how they are given for the building up 

of the church, not for personal gratification 
 
Essential skills 
• Able to budget time, talent and treasure so that the person has ‘margin’ sufficient for planned and 

spontaneous generosity 
• Able to model and teach whole-life stewardship to other believers 
• Able to minister out of spiritual giftedness while also serving in other areas of need—able to help 

other believers minister in the same way 
• Able to be resilient—living the life of a steward in good times and in bad, moving forward in 

faith in God’s provision, despite obstacles such as lack of time, or other resources  
 
Desired outcomes 
• Living a lifestyle of consistent (and resilient) generosity toward God, family, church and ‘outsid-

ers’—both in good times and in bad 
• Free from encumbering financial debt 
• Provides evidence of assisting other believers in becoming whole-life stewards 
 
Toolbox: 
• Book: A Christian View of Money by Mark Vincent 
• Book: Money, Possessions and Eternity by Randy Alcorn 
• Book: Stepping Stones of the Steward, a faith journey through Jesus’ parables by Ronald Vallet 
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• Book: Margin: Restoring Emotional, Physical, Financial, and Time Reserves to Overloaded 
Lives by Richard Swenson, M.D. 

• Book: Refresh, Renew, Revive: how to encourage your spirit, strengthen your family and ener-
gize your ministry by H.B. London Jr. 

• Book: Living By the Book by Howard and William Hendricks  
• Online articles on stewardship and money management: 

http://www.wcg.org/lit/booklets/money/default.htm  
• Online article: Are You a Good Steward of Your Time? 

www.christianitytoday.com/bcl/areas/stewardship/articles/033005.html 
• Online article: Principles of Biblical Stewardship 
        www.xenos.org/teachings/topical/sermonmount/gary/sermon6-5.htm 
• Online 20 day devotional study on stewardship 

www.redeemer2.com/about/stewardship/StewardshipDevotional.pdf 
• Online study guide on whole-life stewardship (13 lessons) 
    www.redeemer2.com/about/stewardship/StewardshipDevotional.pdf 
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Chart 3: competency in equipping workers 
 

According to Carl Wilson in, With Christ in the School of Disciple Building, equipping workers for 
disciplemaking ministry…  
     “…is critical to the expansion of…[the church’s disciplemaking] movement… If [church  leaders]…do   
     not train believers other than the pastor to evangelize and build disciples, their expansion stops…. True  
     multiplication occurs only when disciples are trained in evangelism and disciple-building. No matter  
     how dynamic the pastor; no matter how financially stable and well-organized the church, expansion  
     will not continue if people are not trained to minister.” 
 

Competent ministers recruit and then equip willing believers to ‘go deeper’ into active and skillful 
participation as workers in Jesus’ disciplemaking work. That work involves both nurturing believers 
and engaging non-believers. A mentor assists an emerging minister to grow as an equipper of work-
ers by providing training and coaching related to the following issues.  

 
1.  Developing others 
 

The essence of ministry is relating to and developing people. And thus an emerging minister needs 
to be helped to develop the ability to develop others.  That ability is directly related to the follow-
ing. 
 
Essential knowledge 
• Understands that leaders are given to the church in order to equip willing believers for their 

work of ministry in building up the body of Christ 
• Can explain the process of developing other workers and/or leaders 
• Can explain what empowerment in the church is 
• Describes the process of mentoring 
 
Essential skills 
• Evidence that there is a cadre within the congregation who are being invested in and who are 

growing into effective workers as a result of the intentional and developmental activities of the 
emerging minister 

• Evidence that the minister has a clear sense of who is being groomed to ‘step up’ as a ministry 
worker, and that those who are identified by the minister would corroborate the intentionality of 
the relationship that is leading to additional worker opportunities 

 
Desired outcomes 
• Evidence that those who are being invested in are growing in their ability as a worker, taking on 

increasing responsibility within their roles 
• Evidence exists in the congregation that the emerging minister is developing workers 
 
Toolbox: 
• ACCM course: Christian Leadership www.ambascol.org/html/christian_leadership.htm 
• CCBT study guides: 
  Book 3, issue 11: How Can Church Leaders Equip the Next Generation? 
  Book 3, issue 12: How Can Church Leaders Bring all People to Maturity? 
• Book:  Building Leaders by Aubrey Malphurs.  See excerpts of book at 

www.gospelpublishing.com/store/AGPH/Downloads/item_content/building_leaders.pdf  
• Book:  The Leadership Engine by Noel Tichy 
• Book:  Courageous Leadership by Bill Hybels 
• Book:  The Leadership Baton by Rowland Foreman, Jeff Jones and Bruce Miller 
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• Book: How People Grow: What the Bible reveals about personal growth by Henry Cloud and 
John Townsend 

• Online article: Training the Core Workers (the gateway is personal relationship)      
  www.christianitytoday.com/bcl/areas/teamdevelopment/articles/082405.html 
• Online articles on developing individuals: www.teal.org.uk/coaching/leaders.htm 

    
2. Motivating for mission 
 

Workers are equipped as they gain focus (clarity and passion) with respect to the church’s call to ac-
tive participation in Jesus’ Great Commission coupled with a will (and resilience) to continue to be 
committed to the commission of the church through good times and bad.  Individual congregations 
have their own mission statements that elaborate on their participation in this commission.  Emerg-
ing ministers need to be helped to help others to be focused on this mission. Receiving and then en-
gendering in others this mission focus involves the following. 
 
Essential knowledge  
Can articulate the following essential components of the congregation’s mission: 
• Knowledge of what the local congregational mission is 
• Knowledge of how the local congregational mission is tied to the Great Commission 
• Knowledge of how congregational members can contribute to the fulfillment of the congrega-

tional mission 
 
Essential skills 
• Can explain to others the purpose of the local congregation with respect to mission and how it 

ties to the Great Commission 
• Able to demonstrate that the specific ministry he or she is involved in is having its intended ef-

fect in furthering the fulfillment of the congregational mission 
• Demonstrates, through personal ministry, alignment with the congregational mission 
 
Desired outcomes 
• Articulates to other believers with passion and clarity what the congregational mission is and 

how it ties to the Great Commission, providing evidence of how the congregation’s actions are 
aligned with its mission in such a way that the believer is edified and grows in tangible evi-
dence of understanding 

• Demonstrates sustained participation in the local church’s mission despite hardships, obstacles, 
shortages of resources, etc. 

 
Toolbox 
• Seminar: The Everyday Commission (contact your DS to schedule this seminar in your area) 
• Disciplemaking ministry model found in the introduction to the Worldwide Church of God 

Church Administration Manual  www.wcg.org/lit/church/manual/index.htm 
• Online article: Six Functions of the Church   www.wcg.org/lit/church/ministry/functions.htm  
• Online article: Upward, Inward and Outward in Word and Deed    

www.wcg.org/lit/church/ministry/worddeed.htm  
• CCBT study guides: 
  Book 3, issue 9:  How Can Church Leaders Develop a Compelling Vision? 
  Book 3, issue 10: How Should Church Leaders Manage the Vision? 
  Book 4, issue 1: What is God’s Overall Plan? 
      issue 2: What Did Christ Do to Accomplish God’s Plan? 
                     issue 3: What is the Church’s Role in God’s Plan?  
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                          issue 4: What is the Local Church’s Part in God’s Overall Plan? 
                          issue 5: How Did Paul Model What Mission Should Be? 
                          issue 6: How Can You Develop a Mission Statement for Your Church or Ministry  
                                       Team? 
                     issue 7: What is the Relationship between Prayer and the Church’s Mission? 
                          issue 12: How Can We Develop a Biblical and Comprehensive Strategy of Mission? 
• Book: Ministry Nuts and Bolts by Aubray Malphurs 
• Book: The Everyday Commission by Dann Spader and Gary Mayes 
• Book: The Master Plan of Evangelism by Robert Colemen 
• Book: Growing a Healthy Church by Dann Spader and Gary Mayes 

 
3. Building ministry teams 
 

Workers are to be equipped to work together in self-replicating/sustaining ministry teams (rather 
than in mere ‘task forces’ that tend to be short-term and task, rather then relational and vision fo-
cused).  An effective minister is able to facilitate the transition of a group of individuals into a cohe-
sive team, galvanized around shared values, mission, vision and strategies.  Emerging ministers are 
helped to contribute to such team building as they understand the following. 
 
Essential knowledge  
Can articulate the following essential components of a team-based ministry:  
• Knowledge of the difference between a Spirit-composed and Spirit-led ministry team and a 

group of individuals merely forming a work task-force   
• Knowledge of the key factors required to build a team into a cohesive unit   
• Knowledge of the key factors that tend to create disharmony within ministry teams and what is 

required to address those issues to restore team cohesion and unity   
 
Essential skills 
• Can explain how good teams function 
• Can explain what factors impede team orientation and progress     
• Demonstrates, through personal leadership, how to build a cohesive team  
• Is able to demonstrate team building skills in such a way that a group of individuals migrates, 

under his or her leadership, from a focus on personal and individual goal fulfillment to fulfill-
ment of team related goals  

• Understands nature of voluntary service; working with volunteers 
 
Desired outcomes 
• Demonstrates how to restore a team to effective, cohesive goal fulfillment when an impediment 

arises 
• Able to engage in team building in such a way that the believer is edified and grows in tangible 

evidence of team building 
• Able to create a team where members help each other build strategies that will carry out their 

commonly-held vision even if the team leader departs 
 
Toolbox 
• ACCM course:  Christian leadership (details coming at www.ambascol.org ) 
• CCBT study guides: 
 Book 3, issue 1:  What Does Church Leadership Involve?  
 Book 3, issue 6:  Why Does a Church Leader Need to be a Team Player? 
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• Online article: The Basics of Team Building    
  www.teamtechnology.co.uk/tt/t-articl/tb-basic.htm  
• Book:  The Team Building Tool Kit by Deborah Harrington Mackin 
• Book: Doing Church as a Team by Wayne Cordeiro 
• Book: The 17 Indisputable Laws of Teamwork by John Maxwell 
• Online articles on team-building:  www.teambuildingusa.com/teambuilding-articles.asp  
• Online links to sites that deal with the topic of teamwork  
    http://reviewing.co.uk/toolbox/teams-and-teamwork.htm 
• Online articles on teambuilding: www.teal.org.uk/et/index.htm 
• Online article: Delegation Skills  www.teal.org.uk/et/page7.htm 
• Online article: Team Health Check www.teal.org.uk/et/page10.htm 

 
4. Managing time and projects 

 

Workers need to be equipped to manage their time well so that they maximize their availability (and 
thus their effectiveness) in ministry work.  Emerging ministers need to be taught time management 
skills so that they can then teach others in accordance with the following. 
 
Essential knowledge 
• Can articulate the essential elements of time management, the enemies of effective time man-

agement, and key strategies that lead to using time in a productive way 
 

Essential skills 
• Priorities 
• Harmonizing family and ministry in accordance with Christ’s directives and guidance 
• Harmonizing job and ministry in accordance with Christ’s directives and guidance 
• Scheduling-efficiency 
• Ability to teach time management and planning principles 
 
Desired outcomes 
• Demonstrates proper understanding of biblical teachings concerning setting priorities and man-

aging time 
• Demonstrates effective time management and planning principles in personal life, ministry, and 

in mentoring others 
• Evidence that others experience increased productivity and fulfillment by applying time man-

agement and productive planning principles 
 

Toolbox 
• Book: Margin: restoring emotional, physical, financial, and time reserves to overloaded lives 

by Richard Swenson, M.D. 
• Book: Freedom from the Tyranny of the Urgent by Charles Hummel 
• Book: The Balanced Life: Achieving Success in Work and Love by Alan McGinnis 
• Book: How to Get Control of Your Time and Your Life by Alan Lakein 
• Book: The Personal Efficiency Program: How to Get Organized to Do More Work in Less Time 

by Kerry Gleeson 
• Book: Practical Project Management by Michael Dobson 
• Online article: Schedule Interrupted, discovering God’s time-management 

 www.christianitytoday.com/ct/2006/002/29.43.html 
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• Online article: Time Management for Pastors 
 www.christianitytoday.com/yc/2005/005/5.64.html 

• Online article: The Fallacy of Time Management  
 www.christianitytoday.com/workplace/articles/fallacyoftimemanagement.html 

• Online article: Time on Your Side: Ten ways to take control of the clock 
 www.christianitytoday.com/yc/2000/003/10.62.html 

• Online article: Too Busy? Try These Practical Time-Management Tips 
 www.christianitytoday.com/workplace/articles/issue9-timemanagement.html 

• Online article: Project Management  www.teal.org.uk/Trainingbox/project.htm 
• Online article: Time Management www.teal.org.uk/sv/timemgnt.htm 
• Online article: Secrets for Managing Your Time Wisely 
       www.christianitytoday.com/bcl/areas/stewardship/articles/120804.html 
• Online article: Mastering E-mail Overload 
  www.steverrobbins.com/articles/masteringemailoverload.htm 

 
5. Conducting meetings 
Equipped workers understand how to conduct effective ministry meetings. Emerging ministers need 
to be taught how to conduct ministry meetings in accordance with the following. 
 
Essential knowledge 
• Building consensus, solving problems and making decisions in a group setting 
 
Essential skills 
• Collaborative process 
• Preparing and working from an agenda 
 
Desired outcomes 
• Shows evidence of ability to conduct meetings using a collaborative decision-making process 
 
Toolbox 
• Book: How to Make Meetings Work by Michael Doyle and David Straus 

• Book: How to Make Collaboration Work by David Straus 
• Online article: Presentation Skills www.teal.org.uk/vl/vl2bibm.htm 
 
6.  Resolving conflict and dealing with crises 
 

Active participation in Christ’s work inevitably brings a minister into the realm of conflict and cri-
sis. An equipped worker understands how to address both with grace and skill. The mentoring of an 
emerging minister in these important areas will involve the following.     
 
Essential knowledge 
• Understands the biblical model for dealing with conflict in the church (see, for example, Jesus’ 

instructions in Matthew 18: 15-20 (see also chapter 8 in the Church Administration Manual) 
• Can articulate primary causal factors for interpersonal conflict, and proven methods (including 

biblical approaches) for resolving it 
• Can articulate the classic cycle of response/recovery in a crisis situation and understand how to 

meaningfully assist in each stage 
• Knowledge of what typically causes interpersonal conflict 
• Knowledge of key strategies for resolving interpersonal conflict and mechanisms (including bib-

lical approaches) that lead to reconciliation 
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Essential skills 
• Demonstrates how to effectively resolve interpersonal conflict and intervene to provide support 

in a crisis 
• Able to effectively lead a group through a conflict resolution process 

 
Desired outcomes 
• Able to engage in conflict resolution in such a way that the believer is edified and grows in tang-

ible evidence of conflict resolution 
• Demonstrates conflict resolution skills to the degree that the interpersonal relationship is streng-

thened and able to function to achieve intended results OR the conflict is determined to more 
effectively be resolved by dissolution of the relationship 

• Demonstrates crisis intervention skills to the degree that the person in crisis is helped to cope 
successfully 

 

Toolbox 
• Online article:  United States Air Force Auxiliary training materials on conflict resolution:   

http://level2.cap.gov/Prof_Dev_Modules/cap_lesson_16/lesson16_html/instruct16.htm  
• Online article:  Conflict resolution www.crnhq.org  
• Online article: Conflict resolution www.teal.org.uk/conflict/resolution.htm 
• WCG Office of Reconciliation Ministries website  www.atimetoreconcile.org/  
• Book: Crisis Counseling by Norman Wright 
• Book:  Conflict in Personal Relationships edited by Dudley D. Cahn 
• Book:  Making Conflict Resolution Happen by Laurie Dicker 
• Book: Strategic Model for Pastoral Counseling by David Benner 
• Book: Resolving Disputes in Christian Groups by Marlin Thomas 
 
7. Engendering accountability 
 

Equipped workers understand the importance of accountability to Christ, to the church’s disciple-
making mission, to supervisors and to co-workers.  Emerging ministers need to fully embrace this 
value for themselves and engender it in co-workers.  
 
Essential knowledge 
• Members of the church are ‘individually members one of another’ (Romans 12:5 NASB) and are 

thus to be mutually accountable—submitting to one another in love “out of reverence for Christ” 
(Ephesians 5:21) 

• The accountability of workers and leaders in the body of Christ is administered through the con-
gregation’s governance system—which in the WCG is direct accountability to the ministry su-
pervisor and to the congregation’s senior pastor 

 
Essential skills 
• Able to both yield to and to administer accountability systems in accordance with WCG polity 
• Able to adhere to and to teach required reporting protocols 
• Able to administer WCG disciplinary system when needed 
 
Desired outcomes 
• Evidence of willing and consistent personal accountability to a congregation, congregational 

leaders and denominational leaders and ability to teach through modeling and instruction these 
values to others 

 
 



 31

Toolbox 
• Book: Pastors of Promise: Pointing to character and hope as the keys to fruitful shepherding by 

Jack Hayford 
• Online article: The Power of an Accountability Group 
          www.christianitytoday.com/workplace/articles/issue14-poweraccountability.html 
• WCG Church Administration Manual (available online at www.wcg.org/lit/church/manual/) 
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Chart 4: competency in multiplying leaders and ministries 
 

Ministers who serve in leadership roles (ministry leaders and pastoral leaders) must be competent in 
developing, commissioning and supervising teams of multiple leaders. They must also be able, as 
appropriate to context, to plant new ministry segments and congregations. Mentors help emerging 
ministers grow in this area of competency by training and coaching them with regard to the follow-
ing issues. 

 
1. Vision-casting 
 

Leaders must be able to provide ministry environments that are characterized by hope and expec-
tancy. They do this by clearly communicating a vivid verbal picture of an expected/preferred future 
for the ministry that is faithful to and expressive of the church’s overall disciplemaking mission. 
 
Essential knowledge 
• Strategic planning related to the WCG disciplemaking model of ministry 
 
Essential Skills 
• Ability to determine and then communicate a vision in ways that are faithful to the mission and 

that inspire and motivate others to follow 
• Able to lead the change necessary to move forward toward fulfillment of the vision 
• Ability to take measured and appropriate risks in order to lead change 
 
Desired outcomes 
• Evidence of followers who are highly motivated by the vision and have responded in personal 

action accordingly 
• Evidence of ability to coach other leaders to grow in vision-casting knowledge and skill 
 
Toolbox 
• Book: Navigating the Winds of Change by Lynn Anderson 
• Book: Transitioning by Dan Southerland 
• Book: Dying for Change by Leith Anderson 
• Book: Turn Around Strategies for the Small Church by Ron Crandall 
• Book: When to Take a Risk: a guide to pastoral decision making by Terry Muck 
• Book: The Northbound Train—Finding the Purpose, Setting the Direction, Shaping the Destiny 

of Your Organization by Karl Albrecht 
• Online article: Vision Forming www.teal.org.uk/vl/vl4proc.htm 
• Online article: Prayer for Vision www.teal.org.uk/ep/prayvis.htm 
• Online article: Writing Vision Statements www.teal.org.uk/vl/vl3vlead.htm 
• Online article:  Vision Killers  www.teal.org.uk/Trainingbox/Vision%20Killers.pdf 
• Online article: Can Christians Take Risks? www.teal.org.uk/sv/risk.htm 
• Online article: Introducing Change  www.teal.org.uk/ic/change.htm  
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2. Mentoring  
 

Mentoring is a powerful and essential relational tool for ministry multiplication. It involves the life-
on-life transference of ministry competency from the mentor to the protégé (mentee/apprentice). 
 
Essential knowledge 
• Understands the fundamentals of mentoring as a tool for leadership development 
 
Essential Skills 
• Ability to recruit protégés 
• Ability to mentor one or more protégés in areas related to the mentor’s ministry competency 
 
Desired outcomes 
• Has helped emerging leaders to develop by providing sustained, personal mentoring 

 
Toolbox 
• Book: The Making of a Leader by J. Robert Clinton 
• Book: Developing the Leaders Around You by John Maxwell 
• Online article: Coaching and Mentoring www.teal.org.uk/coaching/coaching.htm 
• Article: Mentoring Cross-Culturally (see the Appendix 2 of this handbook) 

 
3. Commissioning-planting 
 

Effective leadership multipliers provide for emerging leaders a clear pathway into leadership. In ad-
dition they are able to plant new disciplemaking ministries and even new congregations.  
 
Essential knowledge 
• Techniques for working with (recruiting and motivating) volunteers 
• Effective strategies for planting new ministry segments and congregations 
• Understanding of how to minister cross-culturally and intergenerationally 
 
Essential skills 
• Ability to recruit and motivate volunteer leaders 
• Ability to assist leaders in growing in ability and responsibility 
• Ability to plant and help others to plant new ministry segments and eventually new congrega-

tions 
 
Desired outcomes 
• Demonstrates track record of multiplying leaders—granting emerging leaders new leadership op-

portunities 
• Demonstrates track record of having planted new ministry segments and/or congregations 
 
Toolbox 
• CCBT study guides: 
      Book 4, issue 10: What is the Place of Church Planting in the Overall Mission of the Church? 
      Book 4, issue 11: How Can Churches Reach People Across Cultural Boundaries? 
•  Book: Community of Kindness—A Refreshing New Approach to Planting and Growing a    
      Church by Steve Sjogren and Rob Lewin 
•   Book: Planting New Churches in a Postmodern Age by Ed Stetzer 
•   Book: Planting Growing Churches for the 21st Century by Aubrey Malphurs 
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4. Superintending-supporting  
 

Remaining appropriately involved in the lives and ministries of those the leader is appointed to su-
perintend—providing for ongoing growth and accountability in accordance with WCG governance 
and administrative policies. 
 
Essential knowledge 
• WCG financial system policies 
• WCG governance system policies including disciplinary systems 
 
Essential Skills 
• Ability to lovingly yet directly confront those supervised as and when appropriate 
• Ability to nurture those supervised 
• Ability to train those supervised 
 
Desired outcomes 
• Members of the minister-leader’s ministry team who are enabled to grow while remaining will-

ingly accountable 
 

Toolbox 
• WCG Church Administration Manual  www.wcg.org/lit/church/manual/ 
• WCG Financial Management Manual 
   www.wcg.org/online/StaticContent/Manuals/Financial%20Management%20Manual.pdf 
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AAppppeennddiixx  11::   AAddddii tt iioonnaall   MM eennttoorr iinngg  TToooollss  
 

his appendix provides additional tools that mentors will find useful in working with their 
protégés. These tools first appeared in the workbook distributed at the Generations Minis-
tries Mentor Equipping Workshop. 

 

Mentoring Success Factors 
 

In the book Connecting, Stanley and Clinton list 10 critical mentoring success factors: 
 

1. Establish the relationship 
2. Jointly agree on the purpose of the mentoring relationship 
3. Determine the regularity or frequency of interaction 
4. Determine the type of accountability 
5. Set up the communication mechanisms 
6. Clarify the level of confidentiality expected in the relationship 
7. Set the expected life cycle of the relationship 
8. Establish what the evaluation protocol for the mentoring relationship will be. What type of 

evaluation will take place? At what intervals? With what expectations? 
9. Modify expectations to fit the real life mentoring context 
10. Bring closure to the mentoring relationship 

 
Mentor Self Assessment 

 

Are you able to be a successful mentor?  The following self-assessment will help you answer that important 
question. The existing or potential mentor should prayerfully and honestly assess themselves with respect to 
the following characteristics. Any characteristic scoring 3 or less indicates a need for growth. It may be help-
ful to ask one or two close friends, including someone in a supervisory role, to conduct the same assessment 
on your behalf. You can then “triangulate” the results, using the multiple inputs to give you a clearer picture 
of how others perceive your strengths and developmental areas.   

 
  Low  High 
 Characteristic 1 2 3 4 5 
 Love God with whole heart, soul, mind      
 Passionate about the mission      
 Credible (fruit is on the tree)      
 Ability to teach…and model      
 A desire to invest…life-on-life in the life or lives of oth-

ers. 
     

 Listening skills.      
 Ability to allow the protégé to try on skills.      
 Demonstrates the ability to advise…as opposed to con-

trol or dominate. 
     

 Competency to confront.      
 Seeks accountability.      
 A confidante.      
 Available.       

 

  

T
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Mentoring Relationships 
 

Before a mentoring arrangement can be initiated, a relationship between the mentor and protégé 
must be developed. You may not yet know each other well. Isn’t it amazing that even in church, 
conversation can be superficial? “How was your week?” “Fine, how was yours?” “Pretty good.” 
“Okay…well, have a good week.” Not much of a relationship. 
 
The questions on the next few pages are intended to be used in conversations as you seek to deepen 
the relationship. Some are closed ended questions, requiring one or two word responses. Those are 
often best to place early in the conversation, as they are the easiest to answer. Other questions are 
for ‘going deeper’—seeking to plumb the depths of one another’s lives?  The following questions 
are taken from www.synodresourcecenter.org/edu/congregation/youth/0001/lenten_mentor.html.  
   

Conversation starters 
1. Tell me about a highlight from this last 

week. 
2. Where were you born? 
3. Tell me a little about your family? 
4. What are your interests and hobbies?   
5. Where did you go to school?   
6. What did you think about your school ex-

perience? 
7. What are your happiest memories of child-

hood? 
8. What are some of your saddest memories? 
9. Tell me a little about your relationship with 

God. When did you feel that God became 
real in your life?   

10. When do you feel closest to God?   
11. Tell me about your impressions of your 

church experiences. What are your favorite 
memories of church?   

12. What is important to you about being a 
church member? 

13. When did you first know that you were a 
Christian? 

14. Is there anything that you find you are 
struggling with in your walk with Jesus?   

15. What are you learning in your study of the 
Bible?   

 
The following questions are less global and 
have more to do with specific aspects of life.   
 

Worship 
1. This time, let’s talk about worship. Part of 

worship is thanking God. How do you wor-
ship God?  What are you thankful for? 

2. In what ways can a person worship either 
privately or with others?   

3. How do you personally like to worship? Is 
there a place you like to be when you wor-
ship?   

4. Do you feel awkward in participating in 
congregational praise and worship?   

5. Are there times when you approach wor-
ship that is structured (such as singing 
praises at Church) and just don’t feel “into 
it”? Why is this the case? Open up to each 
other and speak about a time when you felt 
particularly close to God.   

 

Job/School 
1. Share with me what your life is like at work 

(or school)? 
2. How is it different than what your life is 

like at church? 
3. What do you like about work/school? 
4. How can your faith help you to be more 

loving, caring and empathetic in dealing 
with those at work or school? 

5. Do others at work or school know that you 
are a Christian? 

6. Why or why not? 
7. Do you think it is a good thing for them to 

know you are a Christian? 
8. How does your faith help you to avoid 

some of the things you see every day at 
school or church?  Things like gossiping or 
putting others down? 

9. What ways can you think of to make your 
faith more alive and observable in the 
school or work setting? 

10. When you are having difficulties at work or 
school, what do you do? What helps get 
you through? 
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Family 
1. Who lives in your house right now?   
2. How has that changed over the past few 

years? 
3. What was your family like growing up? 
4. What were some of your favorite tradi-

tions? 
5. Did you ever have a hero? If so, what were 

some of his or her characteristics? 
6. Who comes to mind in your family who has 

shared their faith and how have they done 
so? 

7. Which best describes your family? Choose 
one or two of the following and discuss: 

• We’re close, but we don’t say it. 
• We’re close, and we say it all the time. 
• We are affectionate with one another in 

our family. 
• I know my parents have (or had) faith in 

God, but they rarely mentioned it. 
• We talk about matters of faith at least 

once a month in our home. 
• We go to church together.   
• We don’t go to church together. 

 

Social Life 
1. What do you do for fun? 
2. Who do you hang out with? 
3. Do they share their faith? 
4. What negative or positive pressures do you 

feel from your friends? 
5. How do you think society helps to shape 

your thinking? What temptations do you 
feel? 

6. How can a person’s faith be impacted by 
society? How can your faith help you make 
decisions that override the temptations that 
society gives you? 

7. How do you figure out the difference be-
tween right and wrong? 

8. Can you share an example of a time when 
you learned something the hard way? 

 

Going deeper  
In the article, Making Devoted Disciples: how 
to be an effective mentor, Erik Johnson notes 
that part of being a good mentor is asking ques-
tions that elicit self reflection in the protégé. He 
provides the following list of helpful questions 
(see the full article at 
www.christianitytoday.com/biblestudies/areas/
biblestudies/articles/le-2000-002-5.36.html): 
 

1. How is your ministry affecting your own 
relationship with God? 

2. How is your sense of God’s calling being 
clarified? 

3. Where are your skills being tested? 
4. Where is your character being tested? 
5. What are your hopes and dreams for your 

future ministry? 
6. How can I help you? 
7. What evidence can you point to of the pres-

ence and power of God in your ministry? 
8. How is your relationship/communication 

style impacting your ministry? 
9. As you assess your growth, where do you 

see areas you need to work on? What are 
your felt deficiencies? 

10. What are some new things you could try? 
11. What are some things we could do that 

would help you to be more of a person of 
integrity? 

12. What pain have you experienced and what 
were some of the effects of that pain? 

13. How might God use your past to prepare 
you for ministry in the future? 

14. Let’s pretend that God knows what he’s do-
ing in your life, even though things haven’t 
worked out as you hoped. What might he be 
teaching you through that?   
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Mentoring Agreement 
 

While it is important to informally build the relationship before entering a formal mentoring ar-
rangement, at some point, it will be helpful to provide a formalized structure. It should be noted that 
authors have different perspectives on providing structure. They rightly note that Jesus probably did 
not sit with each disciple and craft a mentoring agreement. However, Jesus clearly did have a well-
defined sense of what he was trying to accomplish in his relationships with the disciples. The fol-
lowing Mentoring Agreement Form is a tool to help both the mentor and protégé intentionally ap-
proach and meaningfully structure the mentoring relationship. This takes the relationship beyond a 
casual friendship to an intentional development-oriented relationship.   

 
Name of Mentor:  _______________________________________ 
 
Name of Protégé :  _______________________________________ 
 
Expected duration of mentoring relationship:  __________________________ 
 
Approximate time to be invested by both parties per month:   
Mentor:  ____  hours     Protégé :  ____ hours 
 
Specific roles and responsibilities of the mentor:  (for example, who is responsible for contacting 
the other party to establish check points or meetings).  __________________________________ 
______________________________________________________________________________ 
 

Specific roles and responsibilities of the protégé :  _____________________________________ 
_____________________________________________________________________________ 
 

Specific desired outcomes of the mentoring relationship: 
 

The following goals will be achieved: By this date: 
 

 
 

 

 
 

 
 

 

 
 

 

 

 
 

 
Any additional points:  ______________________________________________________ 
_________________________________________________________________________ 
_________________________________________________________________________ 
 
Agreed to by the following individuals: 
_________________________________________ ______________________ 
(GDP director)    (Date) 
_________________________________________ ______________________ 
(Mentor)      (Date) 
_________________________________________ ______________________ 
(Protégé )      (Date) 
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Mentoring Mid-Program Survey 
 

Half way through the duration of the agreed upon mentoring period is a good time to conduct a sur-
vey to assess progress to date. This will lead to course corrections if required. Also the results of 
this survey will be of value to the sponsor so he or she can begin to determine what is working well 
in all mentoring relationships and what needs to be improved. 

 

Name:  ________________________________________    Date: _____________ 
 

What role do you play in this relationship? (please circle)   Mentor   /   Protégé  
 

Instructions:  Please check the box to the right hand side of the page that 
best expresses your response to the statement to the left.  Please add any 
comments that you believe will be of value. 

Legend:   
0 = Don’t Know 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree 
5 = Strongly Agree 

Statement: 0 1 2 3 4 5 
I have developed additional skills and knowledge as a result of this men-
toring relationship. 

      

We are on schedule to meet the goals of this mentoring agreement.       
There is a good match between the experience of the mentor and the de-
velopmental needs of the protégé . 

      

We communicate effectively with each other.       
 

Please respond to the following questions: 
 
How many times have you, as mentor/protégé met to address and respond to your mentor relation-
ship goals? 
 
 
Describe the mentoring activities you have engaged in thus far. 
 
 
What results have you noticed from the mentoring relationship to date? 
 
 
Have you enjoyed any benefits from this relationship outside those identified in the mentoring 
agreement? If so, what have they been? 
 
 
What recommendations do you have to improve the mentoring relationship? 
 
 
As a result of your mentoring experience, what advice would you give others who are considering 
entering into a mentoring agreement? 
 
 
 
 
Once you have answered these questions, please return your survey to your GDP director. 
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Mentoring Mid-Program Evaluation 
 
Another way to assess progress in the mentoring relationship is to conduct a progress evaluation 
mid-term in the mentoring journey. Much like the mid-program survey, this tool is a means of 
checking into the relationship to determine if what was intended is what is actually occurring. While 
the hope is that this will simply confirm that “all is well,” it can also provide the GDP director, as 
well as the mentor and protégé with formal feedback upon which course corrections can be made if 
necessary. This tool is specifically used by the mentor, but could be adapted for use by the protégé 
or GDP director. 
 
Mentor’s Name:  _____________________________________    Date: _____________ 
 
Protégé’s Name:  _____________________________________ 
 
Number of hours spent mentoring since beginning the relationship: ______________________ 
 
Mentor characteristics 
Please rank the following characteristics of yours (as a mentor) that you feel were most important in 
this particular mentoring relationship (1 = most important; 9 = least important) 
 
Communicates effectively _________  Decisive  _________ 
Helpful      _________  Encouraging _________ 
Able to teach     _________  Humble  _________ 
Has up-to-date knowledge _________  Prepared  _________ 
Enthusiastic     _________ 
 
Protégé characteristics 
Please rank the following protégé characteristics in order of importance to this specific mentoring 
relationship (1 = most important; 5 = least important) 
 
Commitment   _________   Patience    _________ 
Desire to learn   _________   Readiness to Learn _________ 
Enthusiasm   _________   Other     _________ 
 
Fulfillment of mentoring goals 
Now list on a separate piece of paper each of the original mentoring goals that you created with 
your protégé.  
 
Then for each goal rate progress to date according to the following rating system: 

1 = No progress 
2 = Slow progress 
3 = Continuing progress 
4 = Much progress 

   5 = Goal reached 
 

Then for each goal, answer the following questions:  
• What were the problems you faced with regard to this goal?  
• How did you solve these problems? 
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Then address the following general questions/issues concerning the mentoring relationship: 
• Have the goals of the mentoring relationship changed? If so, how? Why? Were goals added or 

deleted? Why? 
• Try to think about the path that the protégé took: which skills were addressed first, etc.?  
• What are the challenging aspects of working with this protégé? 
• What do you feel are the qualities and techniques you brought to this relationship that have 

helped to make it successful? 
• What topics are you planning on focusing on in the future with this mentoring relationship? 
• Is this protégé now ready, in your opinion, to teach similar knowledge, skills and/or behavior to 

other protégés? 
• Have you seen evidence of behavioral change in your protégé as a result of the mentoring rela-

tionship?  
• Has the protégé had an opportunity to “try on” some of the knowledge, skills or behaviors they 

have learned? In what environment? What kind of feedback did you provide as a result? How 
will these behaviors, knowledge or skills be tried on in a safe environment in the near future? 

 
Meeting schedule 
Check the method that most accurately reflects your mentoring meeting schedule: 
_______ Intensive: Short bursts. For example, 1 to 3 hours a week for 6 weeks. 
_______ Consistent: Once per week over a several month period of time. 
_______ Sporadic: Infrequent and irregular. 
_______ Unscheduled: Impromptu, “on the spot” assistance as needed or requested. 
 
 
Once you have completed this evaluation, please send a copy to your GDP director. 
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Mentoring End-of-Program Survey 
 
Upon completion of the mentoring agreement, an end-of-program survey should be completed by 
both the mentor and the protégé. The purpose of this survey is to learn how successful the mentor-
ing relationship was, and what would be needed to improve future mentor agreements. It is critical 
that you note somewhere in your assessment how completely all of the initial mentor agreement ob-
jectives were met. 
 
Name:  ________________________________________    Date: _____________ 
 
What role did you play in this relationship? (please circle one)   Mentor   /   Protégé   

 
Instructions:  
 

Check the box to the right hand side of the page that 
best expresses your response to the statement to the left.  
 

Add any comments that you believe will be of value. 

Legend:   
0 = Don’t Know 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree 
5 = Strongly Agree 

Statement 0 1 2 3 4 5 
I have developed additional skills and knowledge as a 
result of this mentoring relationship. 

      

We achieved all of our mentoring agreement goals right 
on schedule. 

      

There was a good match between the experience of the 
mentor and the developmental needs of the protégé. 

      

We communicated effectively with each other. 
 

      

 
Please respond to the following questions (write out your answers on a separate sheet of paper): 
 
How many times did you, as mentor/protégé meet to address and respond to your mentor relation-
ship goals? 
 
Describe the mentoring activities you engaged in. 
 
What results did you notice from the mentoring relationship? 
 
Have you enjoyed any benefits from this relationship outside those identified in the mentoring 
agreement? If so, what have they been? 
 
What recommendations do you have to improve the mentoring relationship? 
 
As a result of your mentoring experience, what advice would you give others who are considering 
entering into a mentoring agreement? 
 
 
Once you have answered these questions, please return your survey to your GDP director. 



 43

Mentor Equipping Workshop Notes 
 

The following notes are derived from the Mentor Equipping Workshop presented by Generations 
Ministries personnel (Jeb Egbert and others) as preparation for launching Servants Passage.  These 
notes are distilled for your reference from the workshop participants’ workbook. Video highlights of 
this workshop may be viewed at wcg.pnwcc.org/default.aspx?alias=wcg.pnwcc.org/ecm 
 
Jesus started a movement of epic proportions almost two thousand years ago.  But it all started with 
just a small cadre of followers.  Many of these followers became believers, and some became ardent 
and passionate leaders for the cause.  Jesus expected them to replicate his ministry model from gen-
eration to generation.  Down through time, the gospel has been passed.  Now it’s our turn.   
 
Today’s workshop is designed to help you in your ministry of passing the gospel message on to oth-
ers.  And the way to do this effectively may surprise you.  In this day of mammoth advertising cam-
paigns and blitz marketing, the method we discuss today may seem too small.  It may lack pizzazz 
or pomp or histrionics.  But it works.  We know it does, for it is the method of Jesus himself.   
 
Section I – Why Mentoring? 
  
Matt. 28-19-20:  “Therefore go and make disciples of all nations, baptizing them in the name of the 
Father and of the Son and of the Holy Spirit, and teaching them to obey everything I have command 
you.  And surely I will be with you always, to the very end of the age.”  How did Jesus model the 
fulfillment of the great commission in his ministry?  What process did He use?   

 
Baptizing                =    building believers  
 
Teaching to obey    =     equipping workers 
 
Going                     =    winning the lost 

 
In order to sustain this cycle of Great Commission fulfillment, what did Jesus do?  He multiplied 
leaders by intentionally investing in developing the leadership capabilities of others.     
 
Luke 25:21 – “You have been faithful and trustworthy over a little; I will put you in charge of 
much.”  How did he develop leaders?  By spending an enormous amount of “life-on-life” time with 
them in shared ministry—teaching, modeling, and sharing his life. 
   
What process did Jesus use to fulfill his mission? Answer: mentoring. 
 
What should the goal of mentoring be?   
 
“It was he who gave some to be apostles, some to be prophets, some to be evangelists, and some to 
be pastors and teachers, to prepare God’s people for works of service, so that the body of Christ 
may be built up until we all reach unity in the faith and in the knowledge of the Son of God and be-
come mature, attaining to the whole measure of the fullness of Christ” (Ephesians 4: 11-13). 
 
Some translate the phrase “to prepare God’s people” as “to equip the saints.” Notice that mentoring 
is not merely a program. It is a lifestyle that has as its intent the equipping of believers to become 
mature and grow in the fullness of Christ. 
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Consider the following quotes: 
 
• Carl Gallivan: “The objective of the gift is not focused on organizing the programs of the 

church, but rather equipping others to become a ‘mature man,’ and candidly we see little of 
this apparently happening today…We have all been bored to numbness with years of the same 
routine sermons about being saved, going to hell and being straight-laced, sober and sad.  This 
is precisely the problem that the writer of Hebrews wants to correct and liberate all from being 
chained to a life of being a ‘perpetual infant’  (Heb. 6:1).  Notice:  ‘Therefore leaving the ele-
mentary teaching about the Christ, let us press on to maturity, not laying again a foundation of 
repentance from dead works and of faith toward God, of instruction about washings and laying 
on of hands, and the resurrection of the dead and eternal judgment.  And this we will do, if 
God permits.”  (www.Idolphin.org/mentors.html) 

   

• Dean Scotty McLennan: “Mentors open up doors for us to worlds previously unseen and un-
known; they are our eyes and ears into the future.” 

   

• Erik Johnson: “Why do the trades have apprenticeships and medical professions require intern-
ships?  Because personal attention from experienced practitioners helps learners master essen-
tial skills, attitudes and knowledge.  This, of course, is no surprise to Christians familiar with 
the mentoring relationships of Moses and Joshua, Elijah and Elisha, and Jesus and the disci-
ples.” www.christianitytoday.com/bc/areas/spiritualgrowth/articles/le-2000=002.5.36.html  

   

• Bill Hybels: “In that band of Christ-followers (Jesus’ disciples), believers loved each other with 
a radical kind of love.  They took off their masks and shared their lives with one another.  
They laughed and cried and prayed and sang and served together in authentic Christian fellow-
ship….What is the key to the vitality of thriving churches?  On a more human level, what do 
prevailing churches have in common?  Some church growth experts claim that church location 
is crucial…maybe denomination is the determining factor…but if not location and denomina-
tion, perhaps an ideal facility.  Maybe the key to thriving churches is great preaching…(but the 
reality is that) sermon junkies tend to stay in their comfortable pews, growing ever more 
knowledgeable while becoming ever less involved in the surrounding community.  Conver-
sions are rare because there’s little outreach.  So what is it?  What flourishing churches have in 
common is that they are led by people who possess and deploy the spiritual gift of leadership.”   

   

• Thomas Armiger: “The leadership development journey will have a transformational impact 
across the church.  This is true because lives will be changed through the process of mentor-
ing…As a teen I was mentored by my senior pastor, and because of such I matured in the faith 
and began discovering my giftedness.  Not only did this mentoring keep me close to the Lord, 
but it also played a part in equipping me for ministry and service.” 
www.wesleyan.org/bgs/tea/teawritingApr%2002.htm  

   

• John Maxwell:  [Based upon the research, how do people become leaders?] “Ten percent 
through nature gifting, 5% through crisis and 85 percent through the influence of another lead-
er.” 

   

• Dave Rahn: “By a show of hands, how many of you can remember the content of a sermon that 
changed your life?  Okay, I see that hand.  Now let me see the hands of those who can identify 
a person who changed your life…God uses people to change people.”   

 

• The Leadership Baton: “Strong leadership development churches usually hire from within rather 
than from outside…Local churches have both neglected the training of leaders within the con-
gregation and largely abdicated to professional schools the responsibility for training pastoral 
leaders—and this has had profound consequences for the church: Insufficient numbers of 
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competent, godly leaders are being developed for local churches. Local churches are often 
pragmatically driven without deep theological underpinnings. The mission of Jesus Christ is 
being compromised” (p.48). “Here is how we define church-based training: ‘Developing all 
believers to maturity and many to leadership in the local church.’” (p. 54). 

   
Why Mentoring? A growing, flourishing church needs brothers and sisters who grow in maturity of 
the fullness of Christ.  Some of these will emerge as ministers.  Jesus, Paul and others modeled this 
process through life-on-life, dedicated mentoring. 
 
Section II – What Is Mentoring? 
  
 “We loved you so much that we were delighted to share with you not only the gospel of God, but 
our lives as well, because you had become so dear to us” (1Thes. 2:8).  What does it mean to “share 
your life” with someone else?    
 
Definitions of Mentoring   
 

“Mentoring is support, assistance, advocacy or guidance given by one person to another in order to 
achieve an objective or several objectives over a period of time” (SOVA). 
   
“Mentoring is an adult who can provide a pupil with the benefit of their life, school or work experi-
ence with a view to encouraging them to move confidently through a range of new experiences” 
(Salford Business Education Partnership). 
   

“Mentoring is off-line help by one person to another in making significant transitions in knowledge, 
work or thinking” (Megginson and Clutterbuck). 
   

“Mentoring is the support of one individual by another within a personal relationship developed 
through regular contact over a period of time” (Pan London Standard). 
   
“Mentoring is a process by which an older and more experienced person takes a younger person un-
der his/her wing, freely offering advice, support and encouragement. The older person (the mentor) 
becomes among other things, a role model who inspires the younger person (the protégé)” (North 
London College). 
   

“Mentoring is an educational process where the mentor serves as a role model, trusted counselor or 
teacher who provides opportunities for professional development, growth and support to less ex-
perienced individuals in career planning or employment settings. Individuals receive information, 
encouragement and advice” (NASA). 
   

“Mentoring is a relational experience in which one person empowers another by sharing God-given 
resources.  It is the third most powerful relationship for influencing human behavior, after marriage 
and the extended family” (Bobby Clinton & Paul Stanley). 
   

“The word mentor, going back through Latin to a Greek name, became a common noun meaning 
’wise counselor…’ Mentor is an appropriate name for such a person because it probably meant ‘ad-
viser’ in Greek and comes from the Indo-European root men, meaning ‘to think’” (The American 
Heritage Dictionary of English Language). 
   

“Greek word koinonia, translated fellowship, means ‘to share or to partner, to invest in.’ This is the 
essence of mentoring…(therefore) mentoring is a deliberate, encouraging relationship in which the 
mentor seeks to spiritually lift another person to his/her full potential in Christ” (Waylon B. Moore 
www.mentoring-disciples.org/LeadershipPart1.html). 
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Mentoring is “a brain to pick, a shoulder to cry on, a push in the right direction” (Erik Johnson). 
“Because mentoring is at its essence a friendship, forcing people into mentoring partnerships sel-
dom works…When genuine community occurs among leaders, mentor links will occur naturally.  
And when intentional spiritual friendships are formed, gaps in the leader’s knowledge, character, 
and ministry skills will be identified and filled” (The Leadership Baton, pp. 67-68). 
   

“Mentoring is a dynamic relationship of trust in which one person enables another to maximize the 
grace of God in his/her life and service (John Mallison). 
   
“The term ‘mentor’ is linked with a wise and trusted counselor or teacher. It was used about Odys-
seus’s trusted counselor, in ancient Greek Mythology, where Athena became the guardian and 
teacher of Telemachus” (Waylon B. Moore  www.mentoring-disciples.org/LeadershipPart1.html).  
   
Section III – Examples of Biblical Mentoring 
      
Moses and Joshua   
Exodus 17:9 – Choose some of our men to go out to fight the Amalekites…(v. 10)  So Joshua 
fought the Amalekites as Moses had ordered. What do you think the relationship between Moses 
and Joshua was prior to this time? V. 14 – “Then the Lord said to Moses, ‘Write this on a scroll as 
something to be remembered and make sure that Joshua hears it.” Notice Exodus 24:13. What is 
Joshua’s role?  Do you think that Joshua knew that he was being groomed for leadership?  Do you 
think that he believed he was being prepared to replace Moses as the leader of Israel? What do you 
think the journey up the mountain might have been like between Moses and Joshua? 
   
Exodus 33:11—What does this scripture imply about the possible age difference between Moses 
and Joshua? 
 
Numbers 27:12-18—Do you think that Moses even considered, when Joshua served as his aide, that 
he might be the one to replace him as leader of Israel? 
 
How important is it that there is evidence of the Spirit being in the protégé  prior to him assuming a 
mantle of leadership?   
 
Elijah and Elisha 
I Kings 19:13 (latter part of the verse) – 21. Do you think that Elisha thought he was going to suc-
ceed Elijah? Was Elisha a priest? A teacher?  Respected leader or elder? God knew that Elisha 
would succeed Elijah.  What are the implications to our prayer life in terms of selecting protégés?  
These verses state that Elisha became Elijah’s attendant.  What do you think this role required? 
   
II Kings 2:1-2  When Elijah is taken up to heaven, how does Elisha respond?  What does he call 
Elijah? What does this tell you about the kind of relationship that Elijah and Elisha must have de-
veloped over a period of time?  What can we infer about the amount of time that these two men 
might have spent together? 
   
Jesus and the Disciples   
In the previous examples, we generally see mentoring relationships that are one to one.  But now 
with Jesus, we see an invitation to far more than one.  We see 12! The most amazing mentoring re-
lationship ever: “And the Word became flesh and dwelt among us, and we beheld his glory” 
(John 1:14). 
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Matt. 4:18-22 What does this scripture seem to imply about how Jesus selected his disciples?  Now 
read John 1:29, 34-42.  Does this provide any additional insight? What are Jesus’ followers called?   
Does this sound like a leadership development program?  And for that matter, is Jesus’ approach to 
leadership similar to today’s corporate leader?   
   
“Learning takes place best in community.  Jesus modeled this as he trained the Twelve.  He spent 
time with individuals, giving extra attention to Peter, James and John, yet he taught his twelve dis-
ciples mostly as a group” (The Leadership Baton, pg. 66). 
   
Notice Jesus’ sequence in working with his disciples: 
 

• He calls them (Matt. 4:18-22; Luke 5:1-11) 
 

• He prays for them (Luke 6:12-13) 
 

• He gives them instruction (Matt. 5 – 7) 
 

• He models the behavior he is seeking (Matt. 8-9) 
 

• He sends them out (Matt. 10) 
 

• He allows them to participate in ministry while he is with them, observing (Matt. 14:13-21; 
Mark 6:31-44; Luke 9: 10-17—feeding of the 5,000) 

 

This is NOT classroom stuff.  NOT once-a-week-on-Sunday stuff. NOT “there-is-the-pastor-in-the-
pulpit-giving-a-sermon” stuff.  This is life-on-life stuff. 
   
“If only more leaders understood the distinction between just working with other people and doing 
life deeply with one another as we serve together” (Bill Hybels). 
 
• Jesus used “teachable moments”  
     with his protégés:   

Matt. 9:18-19 
Matt. 8:23 
Matt. 9:35-38 
Matt. 12:46-49 

• They asked him questions:   
Matt. 13:10 
Matt. 15.12 
Matt. 17:10 

 
• He explained things to them:   
 Matt. 13:36-37 
 He asked them questions:   
 Matt. 16:13-15 

   
“Both Jesus and Paul invested their lives in a few key leaders” (Leadership Baton, p. 44). 
   
Paul and Timothy   
In Acts 16:1, we see where Paul is apparently introduced to Timothy.  It says (verse 3) that “Paul 
wanted to take him along on the journey.” Had Paul been able to develop a relationship with Timo-
thy by this time?  What do you think was happening to Paul and Timothy as they were going “from 
town to town” (verse 4)? 
   
In Acts 18:5-6, there is a moment of tension with the Jews.  Since Timothy’s mother “was a Jewess 
(Acts 16:1), what do you think Timothy was feeling at that moment? What do you think Paul was 
learning about Timothy in this moment? What are the implications to you as you develop a friend-
ship-mentoring relationship?   
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In 1 Tim. 1:2, Paul introduces his letter to “Timothy, my true son.”  In Matt. 12:48-50, Jesus ex-
plained who his family was.  What do these verses tell you about the nature of these mentoring re-
lationships?   
   
In 2 Corinthians 1:1, Paul begins by writing of “…Timothy, our brother.”   What is the value of him 
addressing him in this manner to the church in Corinth?  Same thing in Colossians 1:1?   
   
Phil. 2:19-20. Did Paul ever get to the point he “released” Timothy?  See also 1 Thess. 3:2.   
   
2 Tim. 2:2. Sometimes referred to as the “Pauline chain.”  “And the things you have heard me say 
in the presence of many witnesses entrust to reliable men who will also be qualified to teach oth-
ers.” 
   
Section IV – Characteristics of an Effective Mentor 
   
Characteristic 1: Love for God   
Matthew 22:37 – This is the most important characteristic of a Christian mentor.  
   
“No matter how busy Jesus was, He spent time alone with His Father.  Make that a priority.” 
(Carol Kent, 7 Principles for Mentoring) 
 
“At its core, leadership is influence. Godly influence doesn’t arise from titles; it flows from an inti-
mate knowledge of (and love for) God” (The Leadership Baton, p. 63).   
 
Characteristic 2: Passion for Christ’s mission 
An effective mentor is not confused about what is important.  His or her values are lived out in day-
to-day moments.  Others who observe such a person are aware of the person’s priorities just by 
watching.  And in this case, the mission is that of our Lord Jesus Christ.  “Vision is a picture of the 
future that produces passion” (Bill Hybels, Courageous Leadership, p. 32). 
   
Characteristic 3: Credibility   
Jesus said, “By their fruit, you will recognize them” (Matt. 7:16).  This certainly includes the notion 
of having a firm theological foundation. To be able to mentor another towards spiritual maturity, the 
mentor must be spiritually mature. Remember…this is a continuum with Jesus at the “terminus.”  
None of us will see that desired future state in the flesh, but an effective mentor must be spiritually 
and theologically sound.   
 
Beyond that, there must be coherence between a mentor’s knowledge, skills, behaviors and compe-
tencies.  “Now that you know these things, you will be blessed if you do them.” (John 13:17). 
   
What is the difference between espoused values and values in action? 
 
The beauty of a life on life relationship is that both lives become transparent pretty quickly.   
   
Characteristic 4: The ability to instruct and model 
The focus is on the knowledge, skills, behaviors and ultimately competencies associated with being 
“a mature man/woman” in Christ.   
 
“I’d rather see a sermon than hear one.”  Many baby boomers grew up on lectures.  To maximize 
impact, reduce your “talking,” increase your listening, and demonstrate/ model desired behaviors. 
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When we speak of modeling, we refer to the Christian life.  Mentors should set an example that is 
“above reproach.”  They should reflect the fruit of God’s Holy Spirit (Gal. 5:22).   
   
“From the very first day, we were there, taking it all in—we heard it with our own ears, saw it with 
our own eyes, verified it with our own hands.  The Word of Life appeared right before our eyes; we 
saw it happen!  And now we’re telling you in most sober prose that what we witnessed was, in-
credibly, this: The infinite Life of God himself took shape before us. We saw it, we heard it, and 
now we’re telling you so you can experience it along with us…this experience of communion with 
the Father and his Son, Jesus Christ”  (1 John 1:1-3, The Message). 
   
“Nothing teaches Christ’s character faster than seeing it lived out.” 
   
Characteristic 5: A desire to invest in the protégé    
Christianity is relational.  It is life-on-life.  If you view spending time with others as an obligation, 
rather than a delight, you will not be as effective.  Relationships are messy.  
 
“The best mentors understand that their influence has nothing to do with pulpits, PowerPoint, or pi-
zazzified programs. They work their non-formal ministry magic through relationship-growing ex-
periences and conversation-rich opportunities” (Dave Rahn).   
 
“We loved you so much that we were delighted to share with you not only the gospel of God but 
our lives as well, because you had become so dear to us” (1Thes. 2:8). 
   
How do you learn to love people this much?  Notice that Jesus loved all the disciples…including 
Judas Iscariot.  His love did not come with conditions and strings.  He loved people so much he died 
for them.  Died to self.  Sacrificial love.  Mentoring in this context means being inconvenienced.  It 
means pouring into others when you could be focused on pouring into yourself. 
   
Characteristic 6: An effective listener   
What is God telling you about your protégé?  Do you see the potential in your protégé  that God 
sees?  What did God see in David that his own father (Jesse) didn’t see?  Do you hear that potential 
in your protégé(s)?  Are you listening for it?  Mentoring is 70% listening, 30% speaking and 100% 
modeling. 
   
Are you listening to your protégé?  Jesus met those he came into contact with at their point of need.  
He often would start the conversation with a question, “What do you want?”  Asking open ended 
questions is vital for two reasons: 
 
It helps the mentor…if he or she is really listening…to understand the depth of the person he or she 
is mentoring. It can help the mentor guide the protégé towards more self reflection and introspec-
tion.   
 
This is an especially important point in cross-cultural mentoring.  You will be a more effective men-
tor if you, like Jesus did, have a good understanding of where your mentor is “coming from.” 
 
A sub-point to this is the importance of listening for the sake of assessing your protégé’s progress.  
As you determine where progress is or is not being made, it can help you redirect your emphasis in 
the relationship. 
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Characteristic 7: An encourager 
A mentor needs to be a Barnabas—one able to create an environment of positive affirmation—a 
“can do” culture.   
 
Larry Bird was one of the best basketball players in the history of the NBA, but it was said that he 
was not very effective at mentoring younger or less experienced players because he was so intoler-
ant of knowledge, skills and behavior that was seen as less than what was being mentored that he 
alienated and discouraged his protégés.   
   
Characteristic 8: Humble   
The first beatitude is “blessed are the poor in spirit.”   “Know it alls” are not effective mentors.  
They are often too wrapped up with their own knowledge to be interested in the development of 
their protégé.  In addition, an effective mentor is humble enough to learn from the protégé.   
   
Characteristic 9: Willing and able to confront 
This is difficult for many of us.  There is an old adage, “Dead fish doesn’t improve with age.”  This 
is not to imply that the stumble of a protégé is to be equated to dead fish, but when you need to in-
tervene about a character issue in your protégé, it is better to do so quickly.   
 
Some do what is called “gunnysacking.”  What this means is that they observe three, four or five in-
appropriate behaviors or actions by their protégé, waiting to see if there is a trend before interven-
ing.  But you don’t get the impression that Jesus waited for trends when he confronted his disciples.  
And when Jesus did confront them, it appears that he did so briefly…without belaboring the point, 
and then moved on.   
   
Don Payne, Pastor of the Southern Gables church in Littleton, Colorado writes: “Mentors are like 
mirrors helping protégés see what’s preventing them from being all that God wants them to be.  
(When I confront my protégé) I want to make a clean wound.  A clean wound is direct, not through 
the back door, circuitous, or sarcastic.  Those are jagged wounds.  A clean wound is a wound that I 
own.  I never confront beyond my own willingness to stay alongside the person and become part of 
the solution after I’ve made the wound.  Clean wounds heal.  Jagged wounds don’t.” 
 
When confronting a protégé, ensure that you are doing so on the basis of clear evidence.  It is al-
ways frustrating to be confronted on the basis of hearsay, or on someone’s perception of an attitude.  
Rather, be clear on the evidence.  If quoting the protégé, ensure that the quote is as close to verba-
tim as possible.   
“Eventually we’ll have to confront, or correct. We become mirrors that help the protégé understand 
his/her blind spots and the attitudes that hinder God’s best in his life…” (Waylon Moore). 
   
Characteristic 10: Able to help the protégé apply what is being learned 
In the feeding of the 4,000 and 5,000, we see the protégés/ disciples involved in ministry.  They 
don’t simply stand by and watch.   
 
Acts 16:1 – Paul wants to bring Timothy with him in ministry.   
 
James 1:22 – “Do not merely listen to the word, and so deceive yourselves.  Do what it says.”  We 
need to give protégés the opportunity to “do what is being said.”   
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Characteristic 11: Able to serve as an advisor 
The reason why an informal mentoring relationship is so powerful is that there is no direct or formal 
“line” reporting relationship between the mentor and protégé.  The protégé learns from the mentor 
outside of any command and control type of environment.   
 
Characteristic 12: Willingly accountable 
The mentor should seek to be accountable to a supervisor.  The protégé should also make sure that 
the mentor follows the agreed upon terms of the relationship. “People do what we inspect, rather 
than what we expect” (Waylon Moore www.mentoring-disciples.org/LeadershipPart1.html).  
   
Characteristic 13: Able to keep confidences 
A mentor will hear things that are not intended for distribution to others.  In order to develop a rela-
tionship of trust, the protégé must believe that what is shared will not go further.  One senses that 
Jesus prayed about certain shortcomings of the disciples, but did not share them with the rest of the 
disciples.   
   
Characteristic 14: Consistently available 
We are all busy, but relational Christianity requires spending time with a protégé.  As some at Son-
life ministries suggest, “Show me a person’s checkbook and calendar, and I will tell you what their 
priorities are.” A mentor will make sure that significant calendar-time is spent with their protégés.   
   
Characteristic 15: Always points to Jesus 
“We need to look at the directional focus of mentoring along with the pitfalls that mentoring has for 
the mentor.  The two actually go together.  The key passage for this concept is seen in excerpts from 
1 Cor. 1:18-3:19.  The focus is not about the knowledge that the mentor has acquired, but rather that 
the mentor knows Christ.  A great pitfall of ministry is that in a position of leadership, people per-
ceive the leaders as a wise, spiritual presence.  This can very much be true of the leader if he/she 
has been spending the time with the Father to develop his/her relationship.  However, once this spi-
rituality is perceived, people credit it to the leader, not seeing what is behind the scenes.  It is easy 
for the leader to get wrapped up in the perception and forget from where he/she came from.  The 
mentor has to continually remember that mentorship is about pointing to Jesus” (Anna Aven, Fuller 
Theological Seminary). 
   
In summary, an outstanding Christian mentor will learn from and point to Jesus in a relational, life-
on-life manner. 
   
Section V – Characteristics of a Receptive Christian Protégé 
     “When you see the word ‘disciple’ in the New Testament, there is a one-to-one correlation.  It 
comes from the word mathetes meaning ‘a learner.’  The infinitive ‘to learn’ comes from a root that 
is significant—thought accompanied by endeavor. Jesus could have chosen any word to be a sym-
bol of what he wanted us to be and do. He said, ‘Go and make disciples.’ In other words, ‘Go and 
make those who will accompany their learning by living.’ 
     “In Jesus’ day, it was common in the Greek world and in the Jewish world for philosophers to 
have disciples. John the Baptist had disciples.  Some Pharisees had disciples.  So Jesus tapped into 
something that was tangible in a way that is not as prominent in our culture.  And Jesus took it to a 
higher level. 
     “What the Jewish rabbi was looking for in a disciple was potential. The rabbi would offer the 
student knowledge and methods.  The disciple’s focus would be to study the word and written 
books about the word.  A disciple of a rabbi would dream of becoming a rabbi himself. 
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“The initiator in a discipling relationship with Jesus wasn’t the student. It was Jesus himself.  Jesus 
is the one who said, ‘Come, follow me.’ The student’s qualification was availability…the disciples 
that Jesus chose seem to be not particularly outstanding, but rather ordinary and common.  They had 
not been professional religious leaders.  In fact, they were so common as to be despised by the reli-
gious elite.  But perhaps the idea is that leaders should be common, ordinary Christians.  And per-
haps also the lesson is that common, ordinary Christians should all be involved in making disciples” 
(Alicia Chloe). 
   
Is it really leadership development?   
The sense we have with Christ’s selection of the disciples was that he was calling people to follow 
him.  As a result of being in his presence, some would be indifferent.  Some would be hostile. Some 
would perhaps be what we would call “good pillars.” And some would emerge as leaders.  In every 
case, Jesus seemed bent on developing relationships, sharing his life and love. He obviously had as 
many as 5,000 that he taught (and fed). And he had those who raced up to him (like the “rich young 
ruler”) who appeared to want to “follow him” but then found that the price was too high.  But there 
was a small band of available men and women who we consistently read about…and a smaller 
group who seemed to get even greater attention from Jesus because they “wanted more.” 
   
Who should we beckon?     
As Alicia Chole wrote (see above), the disciples didn’t have significant credentials that made them 
worthy to follow Christ—what they did have, and what receptive protégés will share in common are 
the following seven characteristics (the first four may be summarized in the acronym FATE): 
   
Characteristic 1: Faithful 
By this time you have developed a relationship/friendship with this person.  You will be able to de-
termine if they have a track record of commitment.  Are they committed to the teachings of Jesus?  
So much so that they want to grow in the grace and knowledge of our Lord and Savior?  If so, they 
are likely to be an excellent candidate for intentional mentoring. 
 
Characteristic 2: Available 
If they are faithful, but are not able to be present when ministry is occurring, they may not be a 
good candidate for mentoring.  Don’t dismiss a candidate who has all of the attributes except this 
one.  Remember the old adage, “If you want something done right and on time, give it to the guy 
who does things right and on time.”  Being available does not mean that the person has to commit to 
our calendar.  He or she just needs to be interested enough that he or she can suggest the time and 
we make the adjustments. 
   
Characteristic 3: Teachable 
Someone who knows it all may be an outstanding friend, but would not be a good candidate for a 
protégé.   
   
Characteristic 4: Enthusiastic 
Without this quality, you would have to wonder about their level of interest.  But this attribute may 
come with time, so it is best not to jump to conclusions if the person doesn’t appear as excited ini-
tially as you have hoped.   
   
Characteristic 5: Willingly accountable 
What we mean by this is accountable not only to the mentor, but to the principles and values that 
the mentor is associated with. A healthy mentor/protégé relationship will require some direct con-
versation on both parts, and thus one who is apt to crumble in the face of correction or feedback 
may limit the personal spiritual maturation process. 
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Characteristic 6: Willing to sacrifice 
The men that Jesus chose were all willing to give up something to follow him.  The reality is that a 
person who is a good protégé is one who is willing to make sacrifices in order to enter into the men-
toring relationship and the ministry for which they are being prepared. 
 
Characteristic 7: Spiritually aware 
A desire to please God is sufficient.  Maturity is not expected, because presumably that is what will 
occur as the mentoring relationship spans time.   
   
Conclusion   
God’s thoughts are not our thoughts.  His ways are not our ways.  He looks on the heart at things we 
cannot see.  God calls the weak and foolish.  Jesus spent apparently up to a year and a half in culti-
vating relationships with his disciples.  It was over that period of time that he no doubt began to see 
who the emergent leaders would be.  It is instructive that he did not apparently select those who met 
the criteria as “emergent leaders.”   
   
Isn’t it conceivable that Jesus intentionally beckoned disciples (learners) to him for the sake of help-
ing them mature into the fullness of himself (multiplication) and then only over time he could see 
who would be candidates for leadership? This is a reason why many churches today have lengthy 
one to four year internships before an intern is ever placed into significant leadership opportunities.  
This allows for the real mettle of an emergent leader to be tested.   
   
Chuck Swindoll: “Gideon was called by God while he was crouched in a winepress, trembling and 
afraid for his life.  Moses, a royal heir-turned fugitive and lowly shepherd who whined to God about 
his lack of speaking ability.  David was so unlikely a king that not even his father considered pre-
senting him to the prophet Samuel for consideration.  Perhaps nothing illustrates God’s penchant for 
society’s rejects as well as the 12 men that Jesus called to be his disciples.  Accompanying Jesus for 
three years, they constantly bickered, complained and doubted.  Most great leaders have a core of 
talented, consistent, and unselfish devotees who are firm believers in the leader’s vision.  Jesus, on 
the other hand, picked uneducated, uncivilized, inconsistent, and selfish men who were clueless 
about his mission.”   
 
 
Section VI – Characteristics of an Effective Mentoring Relationship 
   
Introduction    
Now that we have explored some of the characteristics of effective mentors and protégés, what 
about the relationship itself? 
   
Characteristic 1: Bathed in prayer 
The mentoring relationship is soaked in prayer long before it becomes formalized.  And notice what 
Jesus did before he sent his disciples out and as they transitioned into their more active ministry 
phase.  
   
Characteristic 2: Relational 
Mentoring is born out of healthy relationships.  It is the responsibility of someone who wishes to 
mentor to find opportunities to spend time with others.  The church model we have in Acts 2:42-46 
is one in which people spent a lot of time together.  This time was spent in learning, in worshipping 
and fellowship.  It is out of such an environment where healthy mentoring relationships can be 
spawned.   
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In the case of Jesus, it appears in John 1:35-39 that several of those who became Jesus’ disciples 
had a previous similar relationship with John the Baptist.  And notice how several of them were 
connected with one another…in some cases as brothers.   
 
As already shown, Moses had a relationship with Joshua.  Elijah had a relationship with Elisha.  
Paul had a relationship with Timothy.  Several of these relationships were so strong that they were 
likened to the kinds of relationships often only found in a familial setting. 
   
“Community happens when there’s a sense of relationship, regardless of the activity.  It happens 
when each gathering takes on the atmosphere of a family reunion, where hugs are abundant and 
bursts of laughter come easily.  It happens when people enjoy just being with one another and 
where the atmosphere is more than just friendly” (Wayne Cordeiro, Doing Church as a Team, p. 
205). 
 
“I’ll never forget the looks on the faces when one elder blurted out, ‘We’re friendly, but we’re not 
friends!’” (The Leadership Baton, p. 88). 
 
Such a leadership culture is not primed for growth, and is not apt to be a place where high quality 
mentoring will flourish. 
   
“If you want God to breathe life into your leadership development, start where God starts and love 
what God loves—authentic, loving community among the leaders—then watch it flow to other 
leaders and to the entire church body” (The Leadership Baton, p. 89). 
   
Characteristic 3: Intentional 
A healthy mentoring relationship doesn’t just happen.  It must be planned.  One of the differences 
between an intentional mentoring relationship and a good friendship is that the mentoring relation-
ship has specific, measurable goals. 
   
What are the goals of the mentor in working with the protégé?  What are the goals of the protégé?   
And importantly, what assessment activities will both parties subscribe to? 
   
It is doubtful that Jesus’ approach to mentoring was this structured.  In other words, he probably did 
not have a signed agreement with each of the disciples.  On the other hand, it is highly likely that 
Jesus thoughtfully developed his ministry with the knowledge that he would soon leave and need to 
pass the baton to appropriately equipped leaders.   
   
So what should be the overarching goal of a spiritual mentoring relationship?  It is to help both 
members grow in spiritual maturity…into the fullness of Jesus Christ.  Therefore, one would expect 
that a maturing Christian will grow in the knowledge, behaviors/character and skills personified by 
the Word when he came to dwell with us.   
 
For this reason, it makes sense that ultimately the types of conversations that a mentor and protégé 
have turn to things that are important to God.  Discussions of doctrine or Scripture that will help 
iron to sharpen iron are important.   
   
Characteristic 4: Process-oriented 
The mentor must know where and how to point the protégé to bridge developmental gaps.  There is 
a process here: 

• The mentor develops a relationship with the protégé  
• The mentor and protégé agree on goals 



 55

• Over time, the mentor and protégé identify competency gaps 
• The mentor helps the protégé bridge those gaps personally or points the protégé to resources 

that will help to do so   
 
This developmental process requires that the mentor have some understanding of the building 
blocks of competency.  Those blocks are: 

• Knowledge 
• Skills 
• Behaviors 

 
Competency often refers to the results that a person can achieve using a mix of the above three 
building blocks.  A person is considered “competent” when they are sufficiently able or qualified to 
perform some desired activity or achieve some intended result within a particular environment (con-
text).   
   
Initially, the mentor is engaged in facilitating the spiritual maturation process in his/her friend’s life.  
One of the exciting side benefits is that often he or she is learning just as much from the pro-
tégé…and from God…in the process.  The maturation standard, as has already been mentioned, is 
Jesus Christ.  And the “building blocks” of competency are those who lead us to be more “Christ-
like.”   
   
Beyond that, it may be that the protégé begins to demonstrate the capacity to grow leadership com-
petencies.   
     
Characteristic 5: Capitalizes on ‘teachable moments’ 
Competency growth occurs most quickly in the context of relevancy.  This is why traditional lec-
ture-style instruction is not as effective as dialogue.  In dialogue, learners attach meaning to their 
experience. Of course, experiential or discovery learning tends to be “just-in-time.”  You could lec-
ture to a child for days on end about riding a bike, but it is meaningless without the opportunity to 
apply, which brings us to our next characteristic. 
   
Characteristic 6:  Provides application 
The mentor should have the ability to allow the protégé to apply what is being learned.  Jesus al-
lowed his disciples to contribute and participate in ministry.   
 
Ken Blanchard and Paul Hersey have identified a model called “Situational Leadership.”  The fol-
lowing grid helps to illustrate their model: 
 
 
 
 
 
 
 
 
This model indicates that leadership style is a function of where the learner (protégé) is on a devel-
opment continuum.  Here is a synopsis of how it works: 
 

Supportive Style 
L3 

Coaching Style 
L2 

Delegative Style 
L4 

Directive Style 
L1 
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• If the learner is brand new to a particular competency (L1), he/she is apt to have low compe-
tence and low commitment.  Accordingly, the leadership style tends to be very directive.  Pre-
cise instructions are given and a high degree of oversight is appropriate.  

 

• If the learner is an “enthusiastic beginner” (L2) he/she is apt to display some competence, but 
still minimal commitment.  At this point, perhaps knowledge has been transferred, but there is 
limited skill on behalf of the learner.  In such a situation, the leader adopts a coaching style.  
Coaches allow their team to try on a lot of skills but under their watchful eye.  They encourage 
great behavior and intervene quickly when mistakes are made. 

 

• If the learner has growing competence, but still seems to lack commitment (hasn’t bought in just 
yet…an L3 style), the leader moves to a very supportive style.  In this case, he or she reminds 
the mentor frequently that they are on the right track and performing well.  This is sometimes 
referred to as “cheerleader” leadership. 

 

• If the learner has mastered the competency and is showing a high level of commitment (L4) the 
leader needs to “release” the learner.  This learner requires little direct supervision and is apt to 
simply agree on outcomes and check in on progress every now and then. 

   
This model is applied on a competency-by-competency basis.  So if the protégé has demonstrated 
spiritual maturity and is beginning to show leadership potential, each of the leadership competen-
cies may be assessed (formally or informally) and an appropriate leadership style applied  
(www.chimaeraconsulting.com/sitleader.htm).  
   
Lincoln Christian College’s Internship Program reflects some of this thinking, but without the as-
sessment that the previous model requires (www.lccs.edu/intership): 

• I do—you watch 
• I do—you help 
• You do—I help 
• You do—I watch 
• You do—I go train someone else.  

   
 



 57

Appendix 2: Mentoring Cross-Culturally 
By Curtis May, Allan Barr and Neil Earle 

 
ne of the great challenges and opportunities of mentoring is found in developing a life on 
life relationship with anyone who is considered to be different than we are. And yet Jesus 
mentored a Jewish nationalist (Simon the Zealot), a tax collector (Matthew), several fisher-

men (Andrew, James and Peter) and someone who was apparently an incessant cheat (Judas Iscar-
iot). Talking about differences! For us to be effective in partnering with the Holy Spirit in the de-
velopment of a ministry of all believers, we must be willing and enthusiastic about reaching beyond 
our own comfort zone. The purpose of this section is to discuss cross-cultural mentoring. 
 
The Challenge 
In the mentoring task, cross-cultural issues are some of the most complicated and challenging. To 
get a better grasp of more workable approaches it is important to know of key themes and concepts 
that are used by racial reconciliation workers. This helps mentors know what is going on in the 
minds of those being mentored. 
 
The Cycle of Oppression 
This refers to a situation where members of a particular ethnic group have been so bombarded with 
debilitating stereotypes about themselves that they end up believing them. The result is a spiral of 
self-hatred, self-loathing. For example, it was common in Indonesia during the colonial period for 
natives to ask, “How can I become more Dutch?” A Maori girl from New Zealand told an American 
interviewer how she tried to conceal the fact that she was Maori. The Washington Post reported on 
a 17-year-old Jamaican girl who tried to “whiten” her appearance. 
 
Even national celebrities reflect the self-hatred associated with internalized oppression as the exam-
ples of Stephanie Mills and Michael Jackson indicate. They have constantly manipulated their ap-
pearance to move away from what they were. 
  
Mentors must understand how negative stereotypes have been internalized and lie at the root of 
much anger, depression and discouragement. These invisible psychological booby-traps must be 
understood. Defensiveness and “posturing” and aggressive “show-boating” behaviors are standard 
tactics to cover up insecurity and self-loathing. It goes without saying that mentors must learn to 
“decode” a lot of the resistance they will encounter. 
 
This is why statements such as “get over it,” “live in the now,” “forget the past,” “things are better 
now,” only pour fuel on the fire. 
 
Institutionalized Racism 
This is where the cultural patterns, institutions, agencies and authority figures of our society are of-
ten unwittingly reinforcing the biases and stereotypes associated with racism. At our own summer 
camp in Minnesota in the 1960’s it happened on one occasion that a truckload of watermelons were 
shipped in specifically for the black campers at their picnic. It may have only happened once, but it 
shows institutionalized racism at work: We are often most cruel when we are trying to be most kind. 
It shows how institutionalized our thinking has become. It’s like living in Los Angeles and not 
thinking about smog. When Mayor Washington was elected Mayor of Chicago in the 1980s, articles 
were run that watermelon rinds would be all over the streets and it might become the new symbol of 
Chicago. And because watermelon was used stereotypically against blacks (a symbol of slavery) 
black SEP campers were offended when they were brought a truckload. 

O
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Bus routes and city transportation systems are often designed to favor the majority and sometimes 
unwittingly—but often not—make it tougher for minority groups to travel to work. Red-lining is 
another example of institutionalized racism. To some, it makes sense financially, yet a certain group 
is penalized. Young people begin to feel trapped and overwhelmed by the invisible structures of in-
stitutionalized racism. Yes, things are better, but not everywhere and not all the time. These are re-
alities in the minds of our youth. 
 
From White Privilege Shapes the U.S., by Dr. Robert Jensen: 
I have struggled to resist that racist training and the ongoing racism of my culture. I like to think I 
have changed, even though I routinely trip over the lingering effects of that internalized racism and 
the institutional racism around me. But no matter how much I ‘fix” myself, one thing never 
changes—I walk through the world with white privilege. 
 
What does that mean? Perhaps most importantly, when I seek admission to a university, apply for a 
job, or hunt for an apartment, I don’t look threatening. Almost all of the people evaluating me for 
those things look like me—they are white. They see in me a reflection of themselves, and in a racist 
world that is an advantage. I smile. I am white. I am one of them. I am not dangerous. Even when I 
voice critical opinions, I am cut some slack. After all, I’m white. 
 
Cultural Racism 
Here the majority culture sets the standard for everyone else. This especially shows up in dress, mu-
sic, eating habits and even marriage and burial customs. The white middle class value system be-
comes the rule. WCG members in the Philippines, for example, often felt they had to wear suit and 
ties for church services which made them seem odd to their own people. The Protestant WASP 
church pattern becomes pervasive. Africans would ask if youth dating patterns portrayed in our lit-
erature could translate into their more traditional systems where parents were much more influen-
tial. 
 
Mentors must understand how this “invalidating” procedure subtly undermines confidence and feel-
ings of self-esteem, especially among young people. Gaps have to be bridged and that takes pa-
tience and understanding and a love and appreciation for those we are trying to mentor. There is the 
Rogers and Hammerstein song, “You Have to be Carefully Taught.” Young people in smaller ethnic 
groups often react to all of this with cloaked indifference, irresponsiveness, sullenness. The point is 
to recognize that you are going to be dealing with an invisible force field that is nevertheless as real 
as the law of gravity. 
 
Unaware Racism 
This refers to well-intentioned people causing unnecessary pain in trying to relate cross-culturally. 
This is expressed in the now classic put-down, “Some of my best friends are black.” Other big-
hearted Arthur statements include such condescending remarks as “I don’t see color.” (Wait—God 
does! He created diversity.) Or, “We’ve never had a problem with that here” or “You’re not like the 
rest of them” or “You people really are good at basketball.” 
 
These are unaware, divisive, offensive statements that spring from unconscious feelings of superi-
ority on the part of the dominant culture. The problem is that people victimized by these patterns 
will nurse these hurts silently and the force-field is strengthened. 
 
Cross Cultural Mentoring 
This occurs when a mentor from one ethnic group takes personal interest in the life and leadership 
development of a protégé from a different ethnic group; the mentor walks alongside the protégé to 
provide guidance, counsel, modeling and encouragement. Examples of cross-mentoring relation-
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ships would be a Caucasian American church leader investing time and effort into the leadership 
development of an Asian American or African American church leader or mentoring a Native or 
Hispanic American. 
 
Why do we need cross-cultural mentoring in the WCG? 
The WCG is a multi-racial and multi-cultural denomination. In the past, many of our U.S. congre-
gations reflected our multi-racial and multi-cultural distinctives. However, we have observed a shift 
in the general makeup of many of our U.S. congregations. Many of our churches in urban areas 
have become predominately African or Hispanic American. Many of our churches in the suburbs 
and rural areas have become predominately white. There are many different reasons for this shift: 

• Doctrinal changes 
• Change in worship style 
• Friends and family leaving 
• Feeling ethnically uncomfortable 

 
Can we maintain our cultural diversity in the local churches? Should we maintain these distinctives? 
If we are committed to reaching the unsaved in the local communities, we need to realize that many 
communities are predominately of one ethnicity (black, white, or Hispanic). Can we bring new 
white members into a predominately African American congregation?  
 
Would the new members feel comfortable worshiping and fellowshipping in a different environ-
ment? Can we bring new Hispanic members into a predominately white church? According to most 
church growth experts, churches generally attract new people of the same ethnicity as their mem-
bership.  
 
There are a few Christian organizations that have succeeded in being inclusive to all ethnic groups. 
They are very intentional in providing cross-cultural mentoring for their emerging leaders of differ-
ent ethnic groups. They are very focused on connecting with every individual in their congrega-
tions. 
 
We (WCG) need a strategy to mentor our emerging leaders of color.  Failure to focus on this issue, 
cultural insensitivity, and the lack of a strategy to recruit this group for ministry has led to a severe 
shortage in leadership among them. Many young emerging leaders of color have left our fellowship 
for these and other reasons --especially young African-American males. We face a critical need for 
leadership of color in our pastoral ministry. 
 
Many young African-Americans have had the perception (from their local church, camps, and the 
WN) that the WCG is a church led mostly by “whites”. Some have questioned, “Will an African-
American male be accepted into the white leadership of the WCG?” Some don’t believe it’s possi-
ble. We must let it be known that it is possible and desired. We need caring, loving mentors and 
cross-cultural mentors to walk with these young people, encouraging them to step up to the plate to 
serve.   
 
It’s easier for African-American females to assimilate into a church environment. Women tend to be 
more relational than men. Doing church is about relationships. Historically, many men in the Afri-
can-American community have viewed church as a female activity.  
  
At our Generations Ministries camps, we see many talented, educated young leaders of color com-
mitting their lives to Christ. Many of these young people are looking for a place to serve in the local 
church. We must invite these young people to participate in servant leadership. Our efforts must be 
strategic and intentional. 
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Church leaders should develop a 24/7 radar mode, searching for undiscovered leadership. Is there 
untapped leadership potential among our (African / Hispanic American) teens and young adults? 
It’s critical that pastors and local church leadership observe the talents and gifts of our youth and as-
sess the long-term potential for servant leadership. 
 
It is critical that these young people participate in local ministries. Every congregation should have 
a disciplemaking process to equip young disciples. Our senior pastors should view these young 
people like kernels of corn ready to pop. They need the heat of serving in ministry and mentoring to 
pop.  
 
Of course we recognize that not every young person will become a candidate for the pastoral min-
istry, but some will pop and some will not. Let’s create an atmosphere that welcomes emerging 
young leaders of color to enter pastoral ministry.  
 
A discipleship process is designed to equip disciples. A leadership development process is designed 
to equip leaders. Not every disciple will become a leader, but every leader must continue to be a 
disciple. Consider the differences between discipleship and mentoring. One is about reproducing 
disciples and other is about reproducing leaders. Are we producing new generation of emerging 
leaders in the WCG? 
 
Cross-cultural mentoring is challenging. Cross-cultural mentoring requires time, patience, prayer, 
modeling, aggressive listening, and the cultivating of a one-on-one relationship with each young 
(African / Hispanic American/Native) person. It requires an attitude of openness to learn and grow 
on the part of the mentor and protégé. The pastor might not have the time to mentor these emerging 
leaders. These young people need the oversight of good and godly mentors who model servant lea-
dership. We don’t have enough mentors of color in our fellowship. We need people gifted in cross-
cultural mentoring and we need to train them.  
 
Senior pastors and church leaders should understand that many young leaders of color might not vo-
lunteer to serve unless they are personally invited. Repeated personal invitation to servant leader-
ship is vital. These young leaders will need time to make a commitment. Remember recruiting is a 
process. 
 
What should church leaders look for when recruiting young people of color? First of all, don’t be 
blinded by the talents and giftedness of a young person and overlook character flaws.  
 
Identifying these emerging leaders should be a collaborative effort by the senior pastor and ministry 
leaders. He or she should be: 

• A Christian 
• A person of good character 
• A person with healthy, stable emotions 
• A person of good reputation 
• Teachable- not a “know it all” 
• Committed to the church and ministry involvement 
• Able to agree with the doctrines, core values, mission and vision of the church 
• A person with good personal habits  
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Finally, there must be on-going training for the protégé. Mentor-driven training involves the fol-
lowing four processes: 

• Instruction 
• Modeling  
• Observation 
• Evaluation  

 
Summary 
So, boiling it all down, for effective cross-cultural mentoring, mentors need to…Listen with the in-
ner ear—listen creatively (James 1:19). Learn to “decode” some of the anger and upset that may in-
itially come your way. You may have to wade through the “force field” of much pain and suspicion 
before people will trust you to teach them. The hard ground needs to be broken before seeds can be 
sown (Hosea 10:12). 
 
Try not to become defensive. 
Don’t cover too much too fast. Much “debriefing” will need to be done first and the mentor needs to 
go into each session with the mental attitude of : “I wonder what I’ll learn today.” Educate yourself 
on racial/multicultural issues. There is much literature available from creditable groups who have 
been dealing with these issues a long time:  

• Mending Broken Relationships, by Dr. John Paul Eddy 
• Beyond Rhetoric, by Curtis DeYoung 
• Divided by Faith, by Emerson & Smith 
• Healing America’s Wounds, by John Dawson 

 
Don’t get discouraged.  
The fact that you have a heart to help is half the battle. Young people will pick that up. Thank God 
for the opportunity to be of use in the mentoring process. Use Isaiah 58:12 as a refresher. 
 
Compare notes with other mentors.  
Two are better than one. Keep in mind that “common ground” is possible (2 Cor. 5:16-21). Pre-
think how a dialogue might go. We offer the following “script” as a rough working model. Practice 
with another mentor; you’ll be surprised at the things that will leap out at you. Prevention is better 
than cure. 
 
Q: Why are white people so mean? 
 
A: In point of fact most of them aren’t—they really aren’t . The problem is that you and I live in 
a world where even things that are meant well sometimes turn out to have a boomerang effect. 
Apart from the fact that, yes, there’s lots of racism remaining in many areas even with all the pro-
gress made, don’t forget this—there have been mistakes made even in trying to implement some of 
the well-meaning changes. Take school busing, for example, where many children, black and white, 
were uprooted from neighborhood schools to be shifted all the way across town to other schools to 
try and “even things out.” This soon became a lose/lose situation for everyone. The emphasis should 
have been on improving the schools that needed it, not moving children around. 
 
Then there is the fact that some leaders of ethnic groups used certain laws to serve their own agen-
das to stay in power or get their way. Frankly, the issue is complicated but some of these public 
failures in the 1970s allowed the dominant culture to be more easily turned against the struggle for 
social justice and multiculturalism and to fall back into harmful or apathetic positions. Ask your 
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teachers for more information on these subjects. If you’re serious about facing these issues you’ll 
have to learn a bit of history from people you can trust. 
 
Q: History. Are you serious? 
 
A: Sorry. It goes with the territory . There are no easy answers in this game. It took a long time to 
get us fouled up; it will take some effort to get it untangled. But that doesn’t mean forever, either. 
Remember what Dr. Nathan Rutstein said: “Prejudice is an emotional commitment to ignorance.” 
The fact is that even modern history shows there are good and bad people in all communities. Don’t 
let the bigots turn you off.  
 
Q: Okay. But why is it the deck seems stacked against us? 
 
A: I know what you mean but that’s because things such as racism are like an invisible fog. 
There are things we’ve all done to each other across the centuries that haunt us today. This means 
that sometimes individual incidents get blown way out of all proportion. We’ve all got to be careful 
of “pre judging” situations that seem to be stacked against us. So be careful. There is such a thing as 
creating your own bad weather. 
 
Q: What do you mean? 
 
A: Here’s a true story and it’s the kind of thing that happens all the time. There was once a mi-
nister transferred in his job to Richmond, Virginia. He was African American. He noticed that his 
airplane ticket seated him between two white, blue-eyed “good old boys” and he thought, “Man, 
this is gonna be tough.” As they introduced themselves, they got talking and the black minister soon 
realized, hey, these are nice guys, very accepting. Not only that, as they got talking one of the white 
passengers even told him about a house that was available. “Check it out,” he said. “There’d be no 
problems with the neighbors because I live right across the street.” The black minister was floored 
that he had “pre-judged” before giving people a chance. That’s what I mean by creating your own 
bad weather. By the way “pre-judge” is the root word for “prejudice.” 
 
Q: Okay but good vibes don’t come our way—do they? 
 
 A: All right. It is tough out there . There’s this thing that reconciliation workers call “cultural ra-
cism.” We’re rubbing up against each other all the time now, especially in the big cities—black, 
white, Hispanic, native and Asian. And the differences which the good Lord created to make us 
special often become excuses for suspicion. Difference tempts us to fear. That’s the root of this 
whole thing. 
 
Q: I see that…maybe. But can you make it clearer? 
 
A: I’ll try. We all need to understand that cultura l difference can also be a source of joy and 
refreshment. In cultural racism things are set up so that the dominant group grabs all the attention 
and ends up squeezing out everyone else—sometimes quite unintentionally. It’s just the power of 
numbers. It’s one reason some African Americans seek to change their facial features just to fit in. 
But if you lived in Kenya or Mexico or Baffin Island things would be exactly the reverse.  
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Q: Right. I know of cases like this. I sort of see what you’re getting at. But what’s the answer 
here? 
 
A: Well there aren’t any easy answers, but remember this: When cultures come together in a 
spirit of respect and cooperation great things can happen. Ken Burns made a documentary 
teachers sometimes play in school called "Jazz." It reminded everyone how a unique musical form 
came out of a blend between black gospel and Jewish synagogue traditions—the clarinet and all 
that. When it got launched it helped people get through the Great Depression. You know rock-‘n-
roll. That grew out of black gospel and the blues. Then there was the Motown sound and the “Brit-
ish invasion” of the 1960s where young men with lower class accents people used to laugh at be-
came heroes. Cultural interaction defuses cultural racism every time. It gives life beauty and mean-
ing. That’s what the good Lord intended.   
 
Q: But how do we get to this stage? 
 
A: Glad you asked. One word you hear reconciliation workers use a lot is “intentionality.” In-
tentionality means you have to commit to unity in diversity. You have to be willing to cross some 
bridges. You have to take some chances and be willing to be embarrassed but people I know who do 
this tell me it’s worth the effort. Every time. 
 
Q: So what can I do? I’m just one person? 
 
A: That’s right but Rosa Parks was one person and so were Nelson Mandela and Martin Lu-
ther King. We’re not asked to be dramatic heroes like them. They are our guiding lights. But we 
can all read a book about another culture; we can all ask our library or city hall to sponsor a diver-
sity day; we can all invite a friend of another race out for a coke or a coffee. The Chinese say the 
longest journey begins with a single step.  
   
Q: So then why is it all so tough? 
 
A: Well, there are two things that make it hard. One of them is called institutionalized racism. 
That’s where opinions, ideas, stereotypes about other ethnic groups and cultures get ingrained by 
the way society is organized. It’s hard for some immigrants to get out of poverty because of their 
migratory way of life. It’s hard for people in some ghettoes to get a good job because the bus routes 
don’t go by where they live. It’s no one’s fault, often times. No one really sat down and designed 
things that way in most cases; it’s just the way things evolved. So it’s hard to break these patterns. 
But people do get around it, every day. Every day. 
 
Q: And the other thing?  
 
A: The other thing is called internalized oppression. This is where members of a smaller social 
group feel so overwhelmed by the dominant culture that they end up believing or acting out the 
worse stereotypes about themselves. It may be something like “I’m Puerto Rican. They expect me 
to carry a knife so—guess what—I will!” Or, “I’ll show them I’m not inferior. I’ll buy the biggest, 
baddest car on the lot and cruise the streets.” Or “I’ll use drugs to chill out or ‘show ‘em’ to get at-
tention.” Can you see how this begins to trap people? 
 
Q: Yeah. I guess. These reactions don’t really help do they? 
 
A: You’re right. All it does is feed another syndrome called “race fatigue.” This is where white 
people in particular feel so much frustration at being repeatedly accused of racism and blamed for 
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miseries they feel powerless to relieve that they simply tune out. In race fatigue no one wins except 
the bigots on both sides.  
 
Q: Boy, this whole thing is more complicated than I thought. So what are we going to do? 
 
A: Glad you asked. One of the first steps is to seek out allies, ambassadors of reconciliation in 
other cultures. We need to clean up the language, drop the hyped-up terminology, and seek out 
friends in other ethnic groups at school, at work or on the block so that we can be ready to help oth-
er people struggling with these issues. They’ll need someone to talk to. That’s being proactive and 
in this game a good offense beats the best defense every time.  
 
Q: One last question: Are you sure these things really work? I mean, is it worth even trying? 
 
A: The answer is, yes. Yes it does. Is there hope for progress? Ask all the thousands of black CEOs 
and executives (see Black Enterprise and Ebony magazines for starters). Ask all the black and His-
panic professional athletes. Or ask the 250,000 black students currently in graduate school or the 
growing number of Hispanic legislators, city officials and school board trustees. The test of this is 
only as far away as your local town hall meetings. Almost every major community in America has a 
diversity coordinator and most of them are great people trying hard to make a difference. In the 
1990s the Southern Baptist Convention formally apologized for the sin of slavery and the state of 
Mississippi—home of some of the worst excesses in the past—now leads the nation in race rela-
tions.  
 
And you’re in luck, your church, the Worldwide Church of God, has been a multicultural church 
almost from the beginning. We now sponsor an organization called the Office of Reconciliation 
Ministries (ORM) that has been around for almost a decade. ORM has been widely praised for set-
ting an example in turning some of these things around. So you’re in luck. 
 
Things aren’t perfect out there but they’re a lot better than they were. In many areas of our society a 
great start has been made. The baton is now turned over to your generation to finish the job. You’ll 
know what to do with it.     
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