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This Assessment Pack from BuildingChurchLeaders.com is a collection of tools to use with your leadership team.  Each tool has been designed to help you and your team measure some dimension of ministry.

Here’s how to use your Building Church Leaders assessments with your board, committees, or staff:

1) Print and photocopy the assessment tool you’d like to use (you have permission to photocopy for church or educational use).

2) Hand it to your team to complete.

3) Lead a discussion based on the team’s answers.

For more assessment packs, complete training themes, or other training tools for church leadership, see our website at www.BuildingChurchLeaders.com.
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	Handling Difficult Personalities

It starts with knowing your heart.

Colossians 3:12–14; Ephesians 4:29–32


There will always be some personalities with whom the leader struggles. This exercise can help you to work through your feelings toward some different types of people.

1. What kind of person do you struggle with the most? Look over the following list and mark the three types of people who aggravate you the most. You have complete freedom to define what is meant by the following:

_____ a male or female chauvinist

_____ a self-assured person

_____ a genuinely spiritual person

_____ an expert

_____ a person who is always happy

_____ an obvious hypocrite

_____ a complainer

_____ a racial bigot

_____ a selfish snob

_____ a self-taught theologian

_____ other:

2. Answer these questions for each type of person you checked:

What makes you dislike this person so much?

In what ways are you like and not like this person?

3. Imagine you have a small group with four people plus yourself. Included in the group are all three of the personality types you marked. Your role as small group leader is to provide an environment that ministers to each individual. Yet you struggle with the people that you have in your group. List five 

things that you can do to face the situation in a positive way.

1.

2.

3.

4.

5.


If you can put the five steps above into practice, then you can give each individual in your group the 

same opportunity for growth that you have.

—Jeffrey Arnold

Taken from The Big Book on Small Groups. ©1992 by Jeffrey Arnold. Used by permission of InterVarsity Press, P.O. Box 1400, Downers Grove, IL 60515-1426. www.ivpress.com    To purchase this book: http://www.gospelcom.net/cgi-ivpress/book.pl/isbn=0-8308-1377-2.

Discuss

1. Do you need to forgive someone with a difficult personality who has hurt you?

2. What does Colossians 3:12–14 say to the leader of a group that includes a difficult personality?

3. When does a difficult personality need to be asked to change? How would you go about that?
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	How to Read Our Critics

Evaluating what they really mean.

Proverbs 10:21; Romans 12:10


You can assess the real meaning behind the words of a critic, but you may need to read between the quotes:

	
	I deal with this regularly
	I deal with this sometimes
	I never deal with this

	1. “I don’t know.” This person criticizes because of insufficient information. He may really be saying: “I want to know more before offering my support.” He needs time to ask questions and needs to receive honest answers.
	
	
	

	2. “I don’t understand.” This may mean “I like things the way they are and don’t understand why they must change.” This person needs to be able to honor and celebrate what has gone before, and a clear picture of where the church wants to go. She needs time to express fears, and she needs encouragement.
	
	
	

	3. “This is moving too fast.” This critic may be saying, “I don’t feel like I have been a part of this process. I don’t want anything crammed down my throat.” He needed more information from the outset. To honor such critics, provide information as the process progresses. Give them time to think before asking them to decide. They need to own the process.
	
	
	

	4. “You blew it.” This person can be the most disconcerting to a leader, but she may also be the most valuable. Of course, the valuable critic doesn’t take inordinate delight in your failure.

This person may not always be correct in her assessment, but neither am I. When I realize this critic is right, I admit, “I was wrong”—that’s what she needs to hear. I am constantly amazed at the disarming power of a simple confession, particularly when coupled with a willingness to listen.
	
	
	

	5. “It’s me again.” The most frustrating, this critic’s words are often far different from his meaning. A critical comment may actually mean, “I am so unhappy with my life that I refuse to see anything positive about anything.” Or, “I am in desperate need of attention, and I don’t know any other way to get it.” Or, “I feel powerless in every other area of my life, and this is the only way I can exert any semblance of control.”

He may need love, not a response to the criticism. By answering his complaints, a leader will only encourage more criticism. This is one instance in which the squeaky wheel, in spite of the old adage, should not be greased. In healthy churches, the body tends to absorb the effect of these critics.
	
	
	


—Ken Warren
Discuss

4. Who are the most outspoken critics of our church’s vision and direction?

5. Which of their criticisms fall under the above categories?

6. How do we inadvertently grease the “squeaky wheel”?

7. How do we address the complaints of someone who has never bought into our church vision?
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	Removing the Roadblocks to Unity

Evaluating what they really mean.

1 Corinthians 12:12–31; Proverbs 26:21


	Not all conflict is inevitable. I’ve discovered four roadblocks to unity that can be removed:
	Definitely a roadblock 
for us
	Might be a roadblock 
for us
	Not a roadblock
 for us

	1. Meeting in the wrong place. We once held our worship services in a high-school cafeteria. Our monthly board meetings took place in my office, a large, refurbished garage.

On the first Thursday night of each month, I witnessed a mysterious transformation. What earlier in the day had been a place of study and prayer suddenly turned into a battleground of ideas and personalities.

When we began meeting in my home, however, members’ body language, terminology, and even dress subtly changed. Everyone seemed to relax. Rather than squaring off across a table, we now sat on couches and chairs. When meetings were over, people began to stay and talk rather than quickly leave.
	
	
	

	2. Not enough focus on relationships. I began to look for ways to make sure board members spent more social time together. I scheduled an all-day elder retreat. While traveling together in vans, stopping for breakfast on the way, and meeting in a different setting, our sense of unity and togetherness blossomed.
	
	
	

	3. Not enough meetings. We tended to meet as infrequently as possible. The last thing most people wanted was another meeting.

Each summer someone would suggest we skip a meeting because vacation plans and the resulting schedule conflicts made it difficult to get everyone together. But this played havoc with our board unity. Without adequate time together, it was impossible to understand or appreciate the unique background and frame of reference each member brought to the board.

Whenever a group of people increases the amount of interaction with one another, there is a corresponding increase in their regard and appreciation for one another.
	
	
	

	4. Careless selection process. Early on we focused exclusively on spiritual qualifications when selecting board members. While spiritual qualifications are still our primary consideration, we now ask some new questions: What effect will this person have upon the unity of our board? How will this person fit in with the ministry team we’ve developed?

This does not mean potential board members must agree with everything the board has previously decided. It does mean they must be in agreement with the basic thrust of the current ministry.
	
	
	


—Larry W. Osborne
Discuss

8. Do you agree with the idea that people not in agreement with our ministry direction should not be candidates to join our ranks? Why or why not?

9. Does our group focus too much or too little on relationships? How does that help or hinder our mission?

10. Is where we meet conducive to healthy interaction? What is one thing we could do to warm up this room?
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	Classifying Our Critics

Help to anticipate what someone might say.

Matthew 5:43–48; Romans 15:5–6


	Critics come in many shapes and sizes. Some are overt, and some are covert. Some hit you in the nose, and others stab you in the back. I have found classifying my critics helps me anticipate what a person may say.
	This is often a problem
	This is sometimes
a problem
	This is not a problem

	1. People who resent authority per se. These critics have never outgrown their disrespect for any authority but their own. As children they rebelled against their parents, as employees against their bosses, and as adults against leaders in whatever groups they joined. They adhere to the bumper-sticker slogan “Question all authority.”
	
	
	

	2. People with natural leadership qualities who are not part of the majority. As a result, they become leaders of the minority, and they feel they have to be in opposition to serve their function. The more capable they are, the more difficult they are for a leader to deal with.
	
	
	

	3. People who criticize to show their superior knowledge. Those who consider themselves good in a particular area will criticize others not as good. For example, a great dresser will criticize others’ clothes.
	
	
	

	4. Natural howlers. Most organizations have people who are like the hound dog lying on a cocklebur: he would rather howl than move. Every new idea becomes another cocklebur.
	
	
	

	5. People who use criticism to exorcise internal conflicts. As a friend says of these critics, “They are a fight going somewhere to happen.” Generally their criticism is perpetual and petulant. In fact, most bitter criticism is personal, not organizational; it’s not over doctrine but ego.

I’ve found I can use such criticism as a way of identifying those who are hurting. A person dissatisfied with himself or herself will generally transfer that. Criticism might be an invitation to meet someone at a place of deep need.
	We work with critics like this


	We don’t encourage 
such critics



	6. Genuine, honest, interested critics. Some feel responsible for the welfare of the organization. I must treat these critics with respect, attention, and courtesy. They are not my enemies but, ultimately, my friends. Good critics are like buoys in the river: they keep you in the channel.
	
	


—Fred Smith, Sr.
Discuss

11. What person in our church falls under the category of “genuine, honest, interested critic”? How is his or her criticism handled?

12. Do we have some natural leaders who are not part of our team whom we need to recruit in the future?

13. How does classifying our critics help to address the issue they raise?
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	First Response

4 common reactions to church conflict.

Matthew 18:15-20; 1 John 3:16-18


People who fear conflict commonly respond to disagreements in one of these ways:

	
	Often our response
	Sometimes our response
	Rarely our response

	1. Over-spiritualizing. A Christian leader pulled me aside after an intense effort to resolve a long-festering church feud. “I suppose all this emphasis on getting things out in the open isn’t all that bad,” he commented, “but I really don’t think that will do us any good. What this church needs is not dialogue; we need to get down on our knees and pray, confess our sins, and get our hearts right with God. That’ll take care of our conflicts!”
	
	
	

	2. Denying. Tension had paralyzed the elders in one congregation for months. They stopped communicating with each other and instead talked to other members about their frustration. When we called a meeting for elders to communicate directly, the member most distinguished for sullen withdrawal began with denial.

“I don’t intend to say much,” she stated archly. “I’m here because I was asked to come. But I’ve given all this over to God. I don’t have problems with anyone here, and I don’t understand why everyone keeps fussing and complaining.”
	
	
	

	3. Trivializing. “Why can’t these people be a little more mature?” moaned a congregational chairperson about a recent church tiff. “People are starving in our world, and we are surrounded with lost souls, yet here we sit, tearing up each other over ridiculous details. Why do we waste time over these petty objections?”
	
	
	

	4. Guilt-tripping. “I feel as though I’m a failure as a pastor when there’s disharmony in the church,” confided a distraught minister. “Maybe I’m just not exercising appropriate leadership.”

The people who respond in the above ways share the common assumption that conflict is primarily negative and destructive. While their wounds are many and undeniably real, these assumptions elicit the worst in others. Each approach blocks communication and escalates feelings of desperation, misunderstanding, and anger.

The question is not whether we disagree but how we disagree. If we rightly understand Scripture, church history, and human experience, we need not necessarily say, “Oh, no, here we go again!” We should have the courage to say, “Well, what is God going to say to us this time?”
	
	
	


—Ronald S. Kraybill
Discuss

14. Why does so much of church conflict center around competing visions for the future?

15. When does conflict become destructive for a church family?

16. What amount of conflict is healthy or normal?

17. What fruits of the Spirit (Galatians 5) are most needed in church leaders during conflict?
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	Is This Gossip?

9 questions to help you decide.

Proverbs 11:13; 26:20


How do you know when it is beneficial to share information, and when it is useless or destructive to do so? Ask yourself the following questions to help you choose your words wisely.

1.
Am I telling this to someone who can do something about the problem by helping the person or offering discipline or correction?

2.
If not, am I telling this to someone who is wise enough to help me sort out my feelings and courageous enough to make me do the right thing: to confront the person or to confess where I was at fault?

3.
Is this news approved for sharing?

4.
Am I breaking a confidence? If so, is it only because the person is endangering someone’s life, including his or her own?

5.
Am I willing to say from whom I got this information so the information can be checked for accuracy?

6.
When I say this, does it break my heart?

7.
Have I taken time to examine my life and confess to God how I also sin like that?

8.
Am I praying for the person?

9.
Would I feel comfortable if someone were saying this about me?

—Kevin A. Miller

Discuss

18. Why do we sometimes want to share information when we shouldn’t?

19. How can we determine if someone is wise enough to give us counsel (question 2, above)?

20. What are some consequences of gossip within the church? Read Proverbs 26:20
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