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In the book Built to Last, James Collins and Jerry Porras sought to identify the habits of visionary companies.  They write, “throughout our research we kept looking for underlying, timeless, fundamental principles and patterns that might apply across eras.”  (p. 17)  The first, most basic habit is the presence of what is called a core ideology.  “Our research showed that a fundamental element in the…visionary company is a core ideology—core values and a sense of purpose beyond just making money—that guides and inspires people through the organization and remains relatively fixed for long periods of time." (p. 39)  Second, visionary companies seek to thoroughly indoctrinate employees to the core ideology.  Third, they careful develop and select key leadership (management) who is in agreement with the core ideology.  Fourth, these companies seek to align their organization and strategies with the core ideology.  The material on vision and core values parallels the concepts presented in their work on “core ideology.”  Collins and Porras conclude that vision and values are essentially useless unless translated into actions and the organization is comprehensively and consistently aligned with them.   

Where there is no vision, the people perish: (Prov 29:18 KJV)

Where there is no revelation, the people cast off restraint; (Prov 29:18 NIV)

Where there is no vision, the people are unrestrained, (Prov 29:18 NAS)


In the New International Version, the word for vision is translated "revelation" emphasizing that the vision comes from God.  He is the source of the vision for the new church. It is His vision for His church. Scripturally, look at what vision does.  The Hebrew word translated “perish” suggests four possible interpretations, each one gives a clue about the function of vision:

· Vision gives life.  Where it is not present, there is death.  Without a vision people perish—they are either dead or in the process of dying.  Might this be a clue to the problem with the number of churches that are “plateaued or declining?”

· Vision gives direction.  Without a vision the people are purposeless.  Vision helps people look beyond the next step, barrier, or hill.

· Vision gives discipline and unity.  With vision and the resulting direction, you are able to discipline your activities toward that direction.  Without a vision the people run wild.  The graphic picture here is an unbridled horse.

· Vision gives protection.  Without a vision the people are naked; either stripped and exposed to shame or without armor and exposed to injuries inflicted by an attacking enemy.


Two quotes help to begin to define vision for the church planter.  

In the context of Christian discipleship and church growth, we are interested only in Spirit-inspired dreams and God-given visions.  Begin to ask God immediately to share His purpose for your church.  From this perspective a vision becomes a kind of promise of what is to be.  It is an image of the divine intention.  (Chaney and Lewis, Design For Church Growth, p.78)  


Aubrey Malphurs defines vision for a church as "a clear and challenging picture of the future . . . as its leadership believes it can and must be."  (Vision America, p. 99)  Vision begins by seeking to understand what God calls this church to be in this place.  Frequently, it is stated, "Being comes before doing."  


Is vision that important for the church planter?  Listen to the writers in the field of leadership.  "The most universal fact emerging from our research was this: It is the personal vision of a pastor or church planter, and his or her ability to communicate that vision, that drives churches to growth." (Bob Logan, Beyond Church Growth, p. 34)  From the business perspective, Kouzes and Posner state, 

The leader's job is to keep the projector focused...it's easier to put a jigsaw puzzle together if you can see the picture on the box cover.  In any organization, people have different pieces of the organizational puzzle…The leader's job is to paint the big picture, to convey the vision, giving people a clear sense of what the puzzle will look like when everyone has put the pieces in place. (Leadership Challenge, p. 111)  


Peter Senge writes, "Building shared vision must be seen as a central element of the daily work of leaders." (5th Discipline, p. 214)  


Collins and Lazier state, 

The function of leadership—the number-one responsibility of a leader—is to catalyze a clear and shared vision for the company and to secure commitment to and vigorous pursuit of that vision.  This is a universal requirement for leadership, no matter what your style, you must perform this function. (Beyond Entrepreneurship, pp. 4)


In 1977, Robert Greenleaf wrote these words in Servant Leadership.  Let them soak in, think about this farsighted man's concept:


A mark of leaders…is that they are better than most at pointing the direction.  As long as one is leading, one always has a goal.  It may be a goal arrived at by group consensus, or the leader, acting on inspiration, may simple have said, "Let us go this way."  But the leader knows what it is and can articulate it for any who are unsure.  By clearly stating and restating the goal, the leader gives certainty and purpose to others who may have difficulty in achieving it for themselves.  


The word goal is used here in a special sense of the overarching purpose, the big dream, the visionary concept, the ultimate consummation which one approaches but never really achieves.  It is something presently out of reach; it is something to strive for, to move toward, or become.  It is so stated that it excites the imagination and challenges people to work for something they do not yet know how to do, something they can be proud of as they move toward it...


Not much happens without a dream.  And for something great to happen, there must be a great dream.  Behind every great achievement is a dreamer of great dreams.  Much more than a dreamer is required to bring it to reality; but the dream must be there first. (pp. 15, 16)


Someone in the church must paint the dream.  For anything to happen there must be dream. And for anything great to happen there must be a great dream.  The growing edge church will be a painter of great dreams for all its people, something to lift their sights above the ordinary and give them a great goal to strive for--something for each person to strive for. (p. 88)


From a practical standpoint look at the characteristics and effects of a vision. 

Vision flows out of God's redemptive purpose and recognizes God's desire to bless His people.  Vision begins with God and His purpose, not the target community and its needs or the church planter and his desires.  The NIV translates Proverbs 29:18, "Where there is not revelation..." Vision comes from God.  It grows out of study of His Word and prayer. Some persons think that the Great Commission is the vision for the church.  But the Great Commission expresses the common mission for all churches, in relation to all peoples, for all time and in all places.  The vision statement answers the question, "How will the Great Commission be carried out by this church in relation to this people, at this time and in this place?"


Therefore, the vision reflects God's specific and unique assignment for this church. A "generic vision" is an oxymoron.  

Because you want what you create to be unique, you differentiate your organization or cause from others. ... Visions must differentiate us from others.... One of the best ways to discover the uniqueness in your organization's vision is to begin by asking why your customers...would want to buy your particular service or product, or attend your program or listen to your sermon. (Leadership Challenge pp. 96, 99)


Vision focuses the church on the future.  "Vision is the 'What'--the picture of the future we seek to create." (5th Discipline, p. 223) Vision can create a self-fulfilling prophecy.   The vision should be challenging and stretching (calling for faith in God), realistic, and relevant to the needs of the setting.  "...we define a vision as an ideal and unique image of the future."  (Kouzes and Posner, Leadership Challenge, p. 95)  "Visions are statements of destination, of the ends of our labor; they are therefore future-oriented and are made real over different spans of time." (Ibid. p. 100)  Often churches and church planters get focused on an idealized past, "why can't things be like they used to be?" or mired down in the messiness of the present.  Vision looks beyond to the future God seeks to create.


Vision speaks of images and pictures.  It seeks to see reality from God's perspective.  "Vision for ministry is a clear mental image of a preferable future imparted by God to his chosen servants and is based on an accurate understanding of God, self and circumstances. . . . Vision is a picture held in your mind's eye of the way this could or should be in days ahead." (Barna, Power of Vision, pp. 28, 29)  To communicate vision, the planter must be able to close his eyes and see a picture of that future.  Often in the beginning stages the picture is like a projector out of focus.  The challenge is to continue struggling through the visionizing process until the picture is crisp and clear.  Then the planter must be able to cast that vision so that as he shares the vision, others can say, "Yes, I see that."  Malphurs writes, "The vision is a mental picture…It is a portrait of all that God intends the church to be…And it is the leader's responsibility as a gifted artist to paint for his or her people that portrait.  (Ministry Nuts and Bolts p. 107)


This clearly cast vision helps motivate and enlist people to be part of the new church. The church planter has three primary things with which to motivate and enlist people as part of the new church:  (1) the gospel, (2) the planter as a person, and (3) the vision for the new church.  Visions exhilarate.  They create sparks and a sense of enthusiasm.  "People who are able to communicate a clear, significant vision for both themselves and their ministries will also draw people." (Aubrey Malphurs, Planting Growing Churches, p.129)  Additionally, the vision needs to be a screening agent for enlisting persons who would be part of the initial core group.  "If all new members of the nucleus and then the church read and understand (the vision) from day one, dissensions and misunderstandings down the line will be avoided."  (Peter Wagner, Church Planting for the Greater Harvest, p. 57)  


One thing that often happens in the course of planting a new church is the struggle to maintain the vision.  Sometimes it will happen like this scene.  The planter is visiting in the home of a first-time visitor to the new church's worship services.  The person identifies himself as a church member with 25 years experience, a deacon, former Sunday School teacher and a tither.  He listens attentively as the planter paints the picture of the vision.  The he responds, "That is an impressive vision, but you need to understand something about me.  My favorite puzzle in the whole world is the 1200 piece "Little Red Riding Hood's Hood."  It is a solid red 24-inch by 24- inch triangle.  My favorite piece is piece number 379.  If you can fit my piece into your picture, I will join up."  How does the planter respond?  Does he get out scissors and begin to cut away at the vision or allow the vision to be a screening agent?  Does he refer this person to the nearest Little Red Riding Hood Church?


A dynamic vision is a key to giving.  "People give to visions that meet needs.  A significant, well-articulated vision motivates good giving.  In fact, it motivates giving in three areas: time, talent, and treasure." (Malphurs, Planting Growing Churches, p. 235)

 
Vision becomes a template or a standard of excellence to use in evaluating programs, projects, methods, et cetera. "Whatever the church does must be evaluated on a regular basis, and this takes place under the lens of its vision. . . . Everything the church does (its programs, sermons, spending) should contribute in some way to the accomplishment of its vision."  (Ibid. p. 236)  In the business book Vision In Action, it is stated that vision clarifies the scope of products and markets that a business will and will not consider.  There are many excellent programs and ministries available from a variety of resources for the church to choose.  The church must have some basis for making the choice.  Vision is the first of four significant factors that is used in evaluation.  (The next three are core values, ministry focus group and mission statement.)


A vision promotes unity.  Churches with multiple visions can be described as splits waiting to occur.  "While vision pulls people together, there's rarely ever been a vision so all-encompassing it united everyone. . . . while vision does unite, it may also divide. . . . Vision often divides because it calls for changes that eliminate petty self-interests.  (Calvin Miller, The Empowered Leader, pp. 69, 70)  Building church planting teams is a difficult task.  One ongoing team was interviewed and asked, "How have you survived so long as a team of three strong personalities?"  The team leader responded,  "In thinking about building a church planting team, remember this axiom, 'In team building you either have a vision or you have division.'"


Vision focuses the church on the critical issues.  It answers the question, "Do I believe this MUST be?" with a resounding "Yes!"  Because of this, vision fosters experimentation and taking risks.


Visions empower people and the organization.  The same Spirit who imparts vision also empowers the church to achieve the vision.  Tichy and Devanna, in The Transformational Leader, write, "the vision provides the basic energy source for moving the organization toward the future." (p. 146)


The church planter faces four significant tasks in relation to the process of visionizing.  The first is the development of the vision.  The second is the casting of the vision; the third is clarifying the vision.  The fourth task is the development of shared vision in the ongoing life of a congregation.  Malphurs in Ministry Nuts and Bolts explains it this way,

The visionary role of point leaders is threefold.  First, they are to continually craft, communicate and clarify the vision for the ministry.  I am arguing in this section that the point leader has the main responsibility for the development of the ministry's vision.  He or she is the main vision crafter or cultivator.  (p. 117)  


Visionizing is often a difficult task for persons in leadership roles.  Culture, education and environment in North America encourages the use of linear and analytical thought process--activities attributed to the left brain.  The more creative, intuitive and instinctive processes are attributed to the right brain.  Tichy and Devanna say, 

It is in the right brain that fantasy and dreaming take place.  Vision implies the ability to picture some future state and to be able to describe the state to others so that they begin to share the dream.  Managers are not encouraged to fantasize and visualize.  As a matter of fact, the environment they operate in discourages these activities…Even the strategic planning process in most organizations is linear, left-brain activity that does not lead to a vision of a future state but rather results in an extrapolation of the current…into the future. (p. 138)


How does the church planter develop the vision for the new church?  Often it begins with dissatisfaction with what is and thus begins asking, "What could be?"  Kouzes and Posner write of the process, 

Discovering a vision for your organization is similar in many ways to the initial stages of preparing for an expedition.  You feel a strong inner sense of dissatisfaction with the way things are in your community, congregation or company and have an equally strong belief that things don't have to be this way.  Envisioning the future begins with a vague desire to do something to challenge yourself and others.  As the desire grows in intensity, so does your determination…You begin to get a sense of what you want the organization to look like, feel like and be like when you and others have completed the journey.  You begin to write down your image of the future.  (Leadership Challenge p. 96)       


Aubrey Malphurs gives the planter some coaching tips in the process of developing the vision: 

1. Begin by asking over and over the question, "What do I see?"  

2. Pray because prayer is vital to the process.  

3. Think big, outside the lines, off the page.  

4. Brainstorm verbally and in writing, reserving evaluation of the ideas until later.  

5. Question the dream with these questions: Is it clear?  Challenging?  Does it create a picture in my mind?  Is it futuristic?  Are you convinced it must be?  Is it a God-sized vision?  

6. Demonstrate patience because visionizing takes time.  (Ministry Nuts and Bolts pp. 120, 121) 


In Advanced Strategic Planning he writes,  "You must be patient with the vision-development process.  You cannot rush it, but give it whatever time it takes.  Sometimes a vision will pop fully formed into the visionary's head in a matter of days…More often, a vision takes weeks and even months to develop fully."  (p. 147)


Malphurs says, "the point person must also be the primary vision caster.  This must be done on a regular basis." (Ministry Nuts and Bolts, p. 117)  James Belasco in Teaching the Elephant to Dance, gives two suggestions on casting the vision: first, live your vision consistently and second, communicate it compulsively.  (pp. 129, 130)  For the church planter, a critical part of communication is that his actions must demonstrate his commitment to the vision.  A common means for communicating vision is the sermon.  But prior to the sermon, the vision will often be shared one-on-one as a testimony of the future organization.  It also must be cast in a variety of formal and informal settings, information meetings, new member classes, leadership team meetings, et  cetera.  Also, it must be shared in a variety of formats--stories, bulletins, brochures, videos, skits, et cetera.


There is a process that occurs in visionizing.  With the planter, the process moves from developing to owning the vision; to the vision owning the planter.  In the casting process and moving to shared vision, the process moves from the people talking about the vision as "the pastor's vision for our church," to talking about "our vision for the church."   


The clarification of the vision is a constant and critical struggle.  In the development stage, the vision often begins as a hazy, unfocused image.  Through prayer, study and struggle, the vision clarifies.  Remember, in Built to Last, Collins and Porras state that the core ideology remains relatively fixed over long periods of time.  Malphurs states the same thing, "Over time, the vision must be renewed, adapted, and adjusted to the cultural context in which the congregation lives.  The change takes place only at the margins of the vision, not at its core." (Advanced Strategy Planning, p. 133)  


There are three factors that can impact the clarification process.  First, the planter's ego can cause him to become extremely possessive of "his vision."  Often when this is happening, he will see anyone who questions the vision or its appropriateness, as questioning him and his leadership authority.  Second, on some occasions the Holy Spirit sends others into the planter's life as ways of balancing a limited vision, enlarging the vision or opening the planter's eyes to unseen areas of ministry opportunity.  Third, on the other extreme, the unholy spirit may send others to subvert or pervert the vision.  There is no easy answer to which messenger some individual may be as the planter struggles through the process of developing, casting and clarifying the vision.  Prayer must be a constant part of the whole process.  Not only prayer for discernment but humility and a teachable spirit.


For the planter who comes into an already gathered core group,  for the planter who has not developed the vision prior to gathering or launching the new church, for the planter who has neglected the ongoing vision casting job for several months or even years or for the pastor of an established church, the process might be better understood as building shared vision.  There is no formula on how to develop shared vision, but the following are principles gleaned from The Fifth Discipline and The Leadership Challenge.   As noted earlier, Senge states that building shared vision is the central element in the daily work of leaders.  He further states that a vision is not truly shared until it connects with the personal vision of the people within the organization or congregation.  He emphasizes "Visions that are truly shared take time to emerge." (p. 217)


Shared vision emerges from the personal vision of members of the congregation.  Therefore, if you plan to develop shared vision the following five steps are critical:

1. Encourage people to develop their personal vision.  "Organizations intent on building shared visions continually encourage members to develop their personal visions.  (Fifth Discipline. 211)  "It is not a truly "shared vision" until it connects with the personal visions of people throughout the organization.  Malphurs' Maximizing Your Effectiveness is a good resource for working with people through the process.  

2. Senge writes,  "Personal mastery is the…discipline of personal growth and learning…(it) goes beyond competence and skills…it requires spiritual growth.  It means approaching one's life as a creative work." (p. 141)  He adds, "Personal mastery is the bedrock for developing shared visions--organization that do not encourage personal mastery find it very difficult to foster sustained commitment to a lofty vision." (p. 229)

3. The leader who is trying to build shared vision must be willing to share his personal vision and remember that at this stage it is still a personal vision.

4. In the midst of sharing his vision the planter or pastor must be involved in ongoing conversations with members.  

Listening is more difficult than talking, especially for strong willed managers with definite ideas of what is needed.  It requires extraordinary openness and willingness to entertain a diversity of ideas…As one highly successful CEO expressed it, 'My job, fundamentally, is listening to what the organization is trying to say, and then making sure that it is forcefully articulated.' (p. 218)

Kouzes and Posner write, 

Leaders inspire a shared vision.  To enlist people in a vision, leaders must know their constituents and speak their language... Leadership is a dialogue, not a monologue.  Leaders speak to people's hearts and listen to their heartbeats because in the final analysis, shared visions are simply about common caring. (Leadership Challenge pp. 11, 132)

5. There is a difference between compliance with a vision and commitment to making the vision reality.  As Kennon Callahan points out, commitment is the fruit born by roots of community and compassion.  People become committed to organizations where they feel they are valued as persons and cared for.  Senge warns, "A vision can die if people forget their connection to one another…One of the deepest desires underlying shared vision is the desire to be connected, to a larger purpose and to one another."  (Fifth Discipline, p. 230)  There is much discussion in our culture about empowerment of people.  Senge warns that without a commonly shared vision empowerment does not work.  It only increases stress in people's lives and a burden on leadership to maintain direction.   


In seeking to identifying the core values, the church planter needs to understand what core values are and what they do.  Begin this process with this simple Bible study.


Several of the following verses not only use the word "value" but express a significant value to the speaker.  What value do you find the speaker expressing?

"Therefore do not fear; you are of more value than many sparrows."  (Matt 10:31 NAS)

"Of how much more value then is a man than a sheep! So then, it is lawful to do good on the Sabbath." (Matt 12:12 NAS)

"And upon finding one pearl of great value, he went and sold all that he had, and bought it." (Matt 13:46 NAS)


4 And when they had come to Jesus, they earnestly entreated Him, saying, "He is worthy for You to grant this to him; 5 for he loves our nation, and it was he who built us our synagogue."  6 Now Jesus {started} on His way with them; and when He was already not far from the house, the centurion sent friends, saying to Him, "Lord, do not trouble Yourself further, for I am not worthy for You to come under my roof; 7 for this reason I did not even consider myself worthy to come to You, but {just} say the word, and my servant will be healed. (Luke 7:4-7 NAS)

More than that, I count all things to be loss in view of the surpassing value of knowing Christ Jesus my Lord, for whom I have suffered the loss of all things, and count them but rubbish in order that I may gain Christ,   (Phil 3:8 NAS)
What are core values?  First, they often are unwritten assumptions that guide who we are and what we do.  These personal values guide our lives. They are generated by the sociocultural context within which we were raised and including the religious environment, the generation into which we were born, the family environment in which we were nurtured or, to the other extreme, abused and our own individual response to all the stimuli about us.   Some one has said that we pick our values up as germs off the street and take them in unexamined.  Many times because of the indiscriminate nature of the collection of values, we often hold values that are in conflict with one another.  Think of the values expressed by the two bumper stickers seen on the back of a BMW in a church parking lot.  One proclaimed, "Man's life consists not in the abundance of things he possesses."  The other bumper sticker noted, "He who dies with the most toys wins!" 

If core values remain unwritten, the act as land mines waiting to be stumbled over.  Aubrey Malphurs laments "…not many seminarians and practicing pastors have taken time to unearth and articulate their ministry values.  And not many churches have busied themselves with the same."  (Values Driven Leadership, p.9)  Kouzes and Posner in Encouraging the Heart, state, "The first step toward credibility as a leader is to clarify personal values." (p. 50) Writing out core values provides the  opportunity to put these issues on the table for all to see and discuss.


They underlie our words and actions.  Values are foundational to everything we do whether or not we know what they are. Personal values underlie our words and actions all the time. Values are more about deeds than words and determine what we are to do and not do.  Core values need to be expressed in terms of acceptable and unacceptable behavior.   "Values help us determine what to do and what not to do.  They're deep-seated, pervasive standards that influence every aspect of our lives: our moral judgments, our responses to others, our commitments to personal and organizational goals.  Values set the parameters for the hundreds of decisions we make every day."  (Leadership Challenge, p. 212)


Peter Senge says, 

Core values are necessary to help people with day-to day-decision making.  Vision is long term.  People need 'guiding stars' to navigate and make decisions day to day.  But core values are only helpful if they can be translated into concrete behaviors.  For example one of our core values is 'openness,' which we worked long and hard to understand—finally recognizing that it requires the skills of reflection and inquiry within an overall context of trusting and supporting one another. (5th Discipline, p. 225)


Core values for church planting are convictions about how a church operates not doctrinal statements about what it believes.  An example of a doctrinal statement is "Jesus is the Son of God" or, "every person is a sinner."  An example of a church planting core value might be "Involvement."  How will the value of every person's involvement in church life affect the process of leadership enlistment and training?  How will the value of involvement affect the planning for worship services and design for church government?  These critical issues need to be thought through because sometimes a church espouses one value but then operates in ways that are incongruent to the stated value.  The difference between aspirational values and operational values is one of the critical issues reflecting on the credibility problem faced by many organizations including churches.


Core values are the foundation for developing relationships, church systems, ministries, and strategies.  Upon a foundation of values the church’s design will be built. Identifying values upon which the particular church is being built will enhance the development of a church.   Values are revealed in the development of the church' programs, action plans, calendar, and budget.  These must be consistent with and supportive of the values.  The stories, language, symbols, and measures used in the church must be congruent with the values.  Activities rewarded (and punished) must reinforce the core values of the church.  "Values are the foundation for building productive and genuine working relationships." (Credibility, p. 121) 


They are four to seven key statements that distinguish a church.  Most people have difficulty remembering more than seven things in a list. At least four things are required for balance. To have less than four there will not be enough balance underlying your actions. The new church will become lopsided in expressing the life of Christ in society. It will provide a less than complete approach to discipleship. 


If there are more than seven the new church will loose focus on what is truly core.  Not that there aren't more than seven values. One church-planter practitioner has listed 42 potential core values. But not all values can be core.  As I will point out later, you need to begin by brainstorming as many church-planting values as you can. Then narrow the list to between four and seven core values.


What do core values do?  Identifying your core values in planting your church provide three significant contributions to your efforts. These are three things that values do.

             First, they clarify expectations.  When you value something, and you know you value it, when it happens you are not surprised. And, when the value is communicated with those with whom you work and among whom you work, they will not be surprised. Furthermore, if they share the same value, potential for disappointment is lessened, synergism is created, and momentum is fueled.  Values need to be explained in new members' orientation prior to people joining the church.  

Leaders must be prepared to discuss values and expectations in the recruitment, selection and orientation of new members.  Better to explore early the fit between person and organization to have members find out late some sleepless might that they're in violent disagreement over matters of principle.  (Kouzes and Posner, Leadership Challenge, p. 219.)

            Second, core values provide a compass for strategic planning. Since who we are and what we do is directed by the values we hold, planning for future actions should be governed by those same values.  "Shared values are the internal compasses that enable people to act independently and interdependently." (Kouzes and Posner, Credibility, p. 122)  All planning must not contradict these values but rather be directed by them. Again, because they are focused on church planting they will keep the strategy focused on church planting. There are many good things that could be put into a strategic plan, but if these good things are not supported by the values held by the church planter and, subsequently, shared by all who become involved in the church, it will be difficult for the church to carry out its ministry. Therefore, know your values and build your strategy upon them.


Third, they assist in sharpening the new church's mission statement.  Your mission statement, what you will do to accomplish your vision, will fall into place easier, be clearer, and more focused by working on your core values now.  


You can identify your core church planting values by completing the following steps. First, think through the following questions carefully and write out your answers.

1.
What should the church really be doing?  Have you ever said, "The church should____."

Or have you ever asked, "Why doesn't the church ______?"

2.         What are the essential functions of the church?  Look at the pictures of the church in the New Testament.  How do those impact the church?  What were the things Jesus said and did that give you clues about the functions of the church?  What did the church do in Acts?

3.        What excites you to the degree of becoming passionate about it?  Stated another way, 

what are the things you are willing to fight over?  (You probably already have scars from fights over those issues.)

4.        Where and how do you currently invest your time, energy and resources? Look at your calendar and checkbook for clues on this.  If you were free to follow your passions, where would you make your investments?  

5.
How does the church want to be known in the community?


Now review these answers for clues about your core values.  In brainstorm fashion list all potential core values you can think of.  Don’t worry about proper words, grammar, how they sound.  Just list them. They may be phrases or single words. The idea is to list as many as possible.  In the process, a poor value might give birth to a great one. 



Begin to refine the list and identify four to seven that are top priority. These are the ones that grip your imagination.  They cause your heart to beat faster.  They excite you to the degree that you become energized. You will quickly see that some in the list will fall to the bottom; others can be grouped together to form a single- focused value.  Others, even though they are important, just do not rise to the top. As you prioritize your list, be concerned about the core church-planting value and the behavior that underlies the words, not about making them sound good.


Transfer the four to seven core values to the following chart.  Link each core value to specific behaviors. Take each value you’ve identified and list one or more ways it will be expressed in the life of the church. What specific behavior will result from the core church-planting value? Write out your values in the space provided and then write out one or more resultant behaviors.

______________________________________________________________________________

Value 1:

Behaviors:

______________________________________________________________________________

Value 2:

Behaviors:

______________________________________________________________________________

Value 3:

Behaviors:

____________________________________________________________________________

Value 4:

Behaviors:

______________________________________________________________________________

Value 5:

Behaviors:

______________________________________________________________________________

Value 6:

Behaviors:

______________________________________________________________________________

Value 7:

Behaviors:

Use the following questions as a brief checklist to evaluate your core church planting values.

1.
Are they behavior oriented?

2.
Do essential ministries of the church logically flow from one or more of them?

3.
Are they true to who you are?

4.
Are they truly value statements or are they doctrinal statements?

5.
Have you limited your list to four to seven core values?


As with visionizing, in the initial stages of church planting, the planter must develop and communicate the new churches core values.  Along with the vision statement the core values become part of the critical screening agents for the new church.  But planter or pastor, as truly visionary leaders, help people identify their own personal values.  In Encouraging the Heart, Kouzes and Posner point to research that indicates there is a significant correlation between a person's knowledge of his/her personal values and an understanding of the organization's core values and the person's level of commitment to the organization.  The higher the congruency between the two, the higher the commitment.  In the chart below 

the four cells represent four degrees of clarity about personal and organizational values.  The numbers indicate the extent of people's commitment to their organizations, measured on a 7-point scale with 1 being low, 7 being high…Shared values make a difference… individuals most clear on personal values are better prepared to make choices based on principles, including the principles of the organization fit with their personal principles. (p. 50)

High clarity of 

Organizational values


4.87
6.26

Low clarity of 

Organizational values


4.90
6.12


Low clarity of 

Personal values


High clarity of 

personal values


Again, reread the words of Collins and Porras from Built to Last,

Our research showed that a fundamental element in the…visionary company is a core ideology—core values and a sense of vision beyond just making money—that guides and inspires people through the organization and remains relatively fixed for long periods of time.  (p. 48) Second, visionary companies seek through both formal and informal processes to thoroughly indoctrinate employees to the core ideology.  Third, they careful develop and select key leadership (management) who is in agreement with the core ideology. Fourth, these companies seek to align their organization and strategies with the core ideology.  

The role of core ideology is to guide and inspire…it is not the content of the ideology that make a company visionary, it’s the authenticity, discipline and consistency with which the ideology is lived—the degree of alignment—that differentiates visionary companies from the rest of the pack. (p. 229)


This activity is not optional.  You do not pass "Go" or collect $200 until you complete

this foundational element of identifying core values.  
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