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THESIS AND METHODOLOGY


Many management principles, especially effective church management principles, have their origin in biblical truth. This paper will focus on two authors and identify the scriptural foundation for their management principles from the life and teachings of the Apostle Paul.  The thesis question addressed in this paper is, how do the management principles of Ken Blanchard and Patrick Lencioni originate from and align with Paul’s teaching and action?
While there are numerous sources of principles and teaching regarding management, this paper will focus on the guidance provided by two leading authors; Ken Blanchard and Patrick Lencioni.  Both of them have written numerous best-selling books with widely accepted principles. They also profess Jesus Christ as their Lord and Savior. Therefore, their management principles have already been put through a filter of biblical truth. 
This paper will start by comparing management principles from each author with concepts and examples from Paul’s writings and actions. Since several of these principles relate to biblical truth from Ephesians 4, a summarized biblical exegesis is prepared for this chapter. This exegesis will help determine the appropriateness of correlating these management principles to specific biblical truth from Ephesians 4. The exhortations in this chapter are then used to develop a church management approach. Since this paper will not explore all areas, there will be additional questions proposed for further consideration. 
Paul’s life and teachings are considered to identify not only what Paul said but also what he did. The focus of this paper will be on how Paul responded to leadership challenges. The people Paul primarily addresses are believers or followers of Jesus, who can also be described as Paul’s followers because of his unique role in their conversion story.

AUTHORS’ MANAGEMENT PRINCIPLES WITH SCRIPTURAL SUPPORT
There will be four management concepts taken from both Blanchard and Lencioni. The following is a table that summarizes the author with the title or principle and the related scripture. The paper then looks at each of these principles and biblical references in greater detail.
	Management Author and Book
	Biblical Reference

	Ken Blanchard- Situational Leadership II
	Ephesian church and elders
Acts 18--20, Ephesians, 
1 & 2 Timothy

	Ken Blanchard- The One Minute Manager

	1 Thessalonians 1,5

	Ken Blanchard- The Servant Leader

	2 Corinthians 6, 12

	Ken Blanchard- Leadership by the Book

	Philemon

	Patrick Lencioni- The Advantage

	Ephesians 4

	Patrick Lencioni- The Motive

	1 Thessalonians 2

	Patrick Lencioni- The Ideal Team Player

	Ephesians 4

	Patrick Lencioni- The Truth about Employee Engagement

	I Timothy



Ken Blanchard- Situation Leadership II
As he begins his discussion on Situational Leadership, Ken Blanchard writes, 
“I think people want to be magnificent. It is the job of the leader to bring out that magnificence in people and to create an environment where they feel safe and supported and ready to do the best job possible in accomplishing key goals.  The responsibility is a sacred trust that should not be violated. The opportunity to guide others to their fullest potential is an honor and one that should not be taken lightly. As leaders, we hold the lives of others in our hands. Those hands need to be gentle and caring and always available for support.”[footnoteRef:1]  [1:  Ken Blanchard, Situational Leadership II, The Article. (The Ken Blanchard Companies, 2001), 2.] 



Leadership is an influence process. Leaders work with others to accomplish the followers’ goals as well as the goals of the organization. Situational Leadership is not something leaders do to people, but it is something leaders do with people. 
Blanchard identifies that situational leaders determine the right action based on what the follower needs instead of treating all people the same or in the same manner.  This approach is accomplished by analyzing the situation, identifying what the follower requires to function their best in a particular case, and then working to make it happen. As an individual develops in learning their role or responsibility, they move through different levels of competence and commitment. Blanchard distinguishes between competence, which is the demonstration of task-specific knowledge and skills versus commitment, which is about motivation and confidence. 
[image: ]
Figure 1. 
This development is illustrated in a Situational Leadership matrix by showing enthusiastic beginners in the lower right quadrant, disillusioned learners in the upper right quadrant, capable but cautious contributors in the top left quadrant, and self-reliant achievers in the lower left quadrant. A situational leader will adapt their approach to move from directing to coaching to supporting and finally to delegating to correspond with the development of the follower. Providing enough support at the directing level is key to helping the follower build competence. As the person moves to the next level where they are coached, the leader needs to re-energize and re-teach. At the level of supporting, the individual builds confidence in their competence. Finally, at the delegating level, there is an ongoing need to value the follower’s contribution.  See Figure 1.
These four quadrants can be looked at as a house with a first floor of directing and delegating and a second floor of coaching and supporting. The challenge is to become a “two-story” instead of a “one-story” manager and leader. The goal should be to move upstairs and not stay on the first floor of directing and delegating. A problem is to go from directing to delegating without coaching and supporting. This approach produces disillusioned learners. Unfortunately, an organization that is notoriously guilty of creating these disillusioned learners is the church.
The key to accomplishing the upward move is to engage the team member and then to listen. This engagement is an act of care or concern. The leader has to avoid the pitfall of not merely directing a follower and then leaving that individual to do it on their own, which, in essence, is an absentee delegation.  The leader needs to spend extra time walking with that individual and listening to what they are feeling as well as learning. It also takes a willingness from the coach to spend time re-engaging in the process and making sure that the follower is comfortable doing the work. This coaching and supporting is a sacrifice of time for the sake of another. 
Paul dealt with his followers by providing this same level of coaching and supporting. There are numerous examples from Paul’s epistles that identify Paul’s approach as a “Situational Leader” in dealing with those individuals who responded to the gospel through his ministry. As an example, let’s consider the Ephesian believers and leaders.  
Paul first encountered Ephesus at the end of his second missionary journey (Acts 18:19-22, NIV). On his third missionary journey, Paul stayed in Ephesus for three years (Acts 19:1-20; 20:31). When Paul was heading to Jerusalem at the end of his third journey, Paul gave a farewell address to the Ephesian elders who met him at the coastal town of Miletus (Acts 20:13-35).  Paul’s letter to the believers in Ephesus and surrounding areas was after these visits, and probably written from a Roman prison.  While there isn’t much detail of what Paul might have communicated with them in his first visit, Acts does record that he reasoned with the Jews. During his third missionary journey, Acts identifies miracles, baptisms, and conversions of sorcerers that took place. As Paul said, “I served the Lord with great humility and with tears and in the midst of severe testing by the plots of my Jewish opponents. You know that I have not hesitated to preach anything that would be helpful to you but have taught you publicly and from house to house. I have declared to both Jews and Greeks that they must turn to God in repentance and have faith in our Lord Jesus . . . For I have not hesitated to proclaim to you the whole will of God” (Acts 20:19-21,27). 
Paul was willing to give everything he had to make sure these followers understood “the whole will of God” and how to live their lives as followers of Jesus. Not only did he do that with what he said but also through his actions.  Paul evidenced how to live through his hard work and by warning them night and day with tears. He spent three years with them, followed up with the elders, and later wrote them a letter. Paul did all of this because of his great love for them, which he affirmed again when he wrote to Timothy that the goal of his teaching was “love, which comes from a pure heart and a good conscience and a sincere faith” (I Tim 1:5).  Paul’s concern was not just to direct and then delegate to these believers but to take the extra time to coach and support. 
While Paul may not have used the words coaching and supporting, this intent can be seen in how he cared for his followers. Words that Paul used that have some of the same meaning as “coaching” are; train, prepare, and instruct. The following scriptures are examples. “Fathers, do not exasperate your children; instead, bring them up in the training and instruction of the Lord” (Eph 6:4). “Preach the word; be prepared in season and out of season; correct, rebuke and encourage- with great patience and careful instruction” (2 Tim 4:2). “Give people these instructions, so that no one may be open to blame” (I Tim 5:7).  
Synonyms for “supporting” that Paul uses in his writings are encourage, help, assist, strengthen, and comfort. Paul was willing to coach and support his followers by training and caring for them so they would know how to live as God wanted them to live.  Paul taught and lived out Situational Leadership II throughout his ministry and, specifically, with these Ephesian believers. 

Ken Blanchard- The One Minute Manager
The One Minute Manager was first published in 1981. It is a bestselling book on managing work and life by Ken Blanchard and Spencer Johnson. In 2015, The New One Minute Manager updated the original text. The book begins by clarifying the false dichotomy that organizations and managers sometimes establish of emphasizing either a results-oriented or a people-oriented approach. Blanchard and Johnson clarify this confusion by saying, “How on earth can I get results if it’s not through people? I care about people and results. They go hand in hand.”[footnoteRef:2] Then they share their core belief, which emphasizes this practical truth, “People who feel good about themselves produce good results.”[footnoteRef:3] [2:  Ken Blanchard and Spencer Johnson, The One Minute Manager (New York: HarperCollins, 2003), 18.
]  [3:  Blanchard and Johnson. The One Minute Manager, 19.] 

To achieve these results, they focus on three things while recognizing that, “The best minute I spend is the one I invest in people.”[footnoteRef:4] These three tools are the One Minute Goal Setting, The One Minute Praising, and the One Minute Reprimand, which is called The One Minute Redirect in the updated version. The One Minute Goal Setting clarifies what a person is responsible for and what is expected of them. This step focuses the attention on the 20% of activity that will produce 80% of the most relevant results and then helps confirm the individual’s importance by clarifying their priorities.  [4: 
 Blanchard and Johnson. The One Minute Manager, 63.
	] 

The One Minute Praising encourages progress and makes it a priority to catch people doing something right. When the praising is shared, it is specific and includes an explanation of why it is important. The One Minute Praising also includes telling the team member how good the leader feels about what they did right and encouraging them to do more of the same. 
The One Minute Reprimand should be more of a correction and redirection. An essential clarification is that there should never be a reprimand if the follower is learning. In those situations, the manager should take the time to go back to goal setting and provide retraining.  However, when there is a concern about the follower’s attitude, immediate correction is needed. In those discussions, there should be a focus on the situation, issue, or behavior, but not on the person. This correction should never be directed at the individual personally or attack a person’s worth or value. The approach should include a specific description of the performance and the leader’s candid feelings. The leader then needs to encourage and remind the follower how much they are valued as well as make it clear that the issue is resolved. This feedback is key to a good management relationship.
These management principles that have been utilized for years convey the same truths that Paul communicated in his letters. In 1 Thessalonians, Paul encourages those believers “Now we ask you, brothers and sisters, to acknowledge those who work hard among you, who care for you in the Lord and who admonish you. Hold them in the highest regard in love because of their work. Live in peace with each other. And we urge you, brothers and sisters, warn those who are idle and disruptive, encourage the disheartened, help the weak, be patient with everyone. Make sure that nobody pays back wrong for wrong, but always strive to do what is good for each other and for everyone else” (I Thess 5:12-15).  These verses articulate the essence of the One Minute Praising and the One Minute Redirect. These verses include praising and encouraging people who are doing those things that are right and good. Also, these verses also include what could be called redirection by admonishing or warning those who are idle or disruptive.  
At the beginning of the epistle, Paul defined characteristics of the Thessalonian believers that also could be identified as goals. “You became imitators of us and of the Lord, for you welcomed the message in the midst of severe suffering with the joy given by the Holy Spirit. And so you became a model to all the believers in Macedonia and Achaia. The Lord’s message rang out from you not only in Macedonia and Achaia—your faith in God has become known everywhere” (I Thess 1:6-8). These principles would classify as appropriate goals for any disciple of Jesus; 	1. They imitated the Lord, 
2. Endured suffering with joy, and 
3. Became a model for other believers. 
These goals are consistent with the guidelines for One Minute Goals communicated by Blanchard and Johnson. Paul was providing clear clarification of how to manage or encourage these believers, so they could continue to grow as faithful followers of Jesus. His words on managing work and life are similar to the One Minute Goals, One Minute Praising, and One Minute Redirection in The One Minute Manager. 

Ken Blanchard- The Servant Leader
Ken Blanchard and Phil Hodges identify Jesus as the greatest servant leader the world has ever known and wrote their book, The Servant Leader, to give guidance on how to transform the heart, head, hands, and feet to be a leader like Jesus. Ken Blanchard chose to follow Jesus Christ as his Savior and Lord later in life. As he states in this book, “As my perspective on faith changed, so did my views on leadership change. I realized that Christians have more in Jesus than just a great spiritual leader; we have a practical and effective leadership model for all organizations, for all people, for all situations. The more I read the Bible, the more I realized that Jesus did everything I’d ever taught or written about over the years—and He did it perfectly. He is simply the greatest leadership model for all time.”[footnoteRef:5]   [5:  Ken Blanchard and Phil Hodges, The Servant Leader: Transforming Your Heart, Head, Hands 
& Habits (Nashville: J. Countryman, 2003), 10.
] 

A foundational concept in this book is the significant difference between Self-Serving Leaders and Servant Leaders. Self-Serving Leaders are individuals who are driven to lead, try to control, make decisions, give orders, are possessive about their leadership position, and don’t like feedback.  On the other hand, servant leaders are called to lead but aren’t driven, want to be helpful, view their role as stewardship rather than ownership, and love feedback.  To state the obvious, Jesus was the perfect example of a servant leader.  That is how he identified himself.  “Just as the Son of Man did not come to be served, but to serve, and to give his life as a ransom for many” (Matt 20:25-28). 
	The New Testament also provides another excellent example of a servant leader in Paul. On his missionary journeys, Paul shows the servant-leader mentality in his willingness to give his life in sharing the gospel with people. In most of his writings, Paul writes about his desire to give everything he had to serve the people he loved. He gets even a little more specific in his second letter to the Corinthians, where he summarizes his heart and commitment. “Rather, as servants of God we commend ourselves in every way: in great endurance; in troubles, hardships and distresses;  in beatings, imprisonments and riots; in hard work, sleepless nights and hunger; in purity, understanding, patience, and kindness; in the Holy Spirit and in sincere love;  in truthful speech and in the power of God; with weapons of righteousness in the right hand and in the left;  through glory and dishonor, bad report and good report; genuine, yet regarded as impostors;  known, yet regarded as unknown; dying, and yet we live on; beaten, and yet not killed; sorrowful, yet always rejoicing; poor, yet making many rich; having nothing, and yet possessing everything. We have spoken freely to you, Corinthians, and opened wide our hearts to you. We are not withholding our affection from you” (2 Cor 6:4-12).  
Paul gets even more specific later in the letter when he responds to those attacking his approach, motives, and authority. Although he doesn’t want to boast, he does want to make sure to set the record straight about his servant heart, desire to communicate the truth and importance of the gospel message, and his willingness to give everything he had in service to those God was calling him to reach.  Paul says in 2 Corinthians 12:19, “everything we do, dear friends, is for your strengthening.”  Paul followed the example of his Savior and provided the model of a servant leader and not a self-serving leader.

Ken Blanchard- Leadership by the Book
Ken Blanchard, working with co-authors Bill Hybels and Phil Hodges, identifies vital management and leadership concepts that the Bible teaches. The authors emphasize that effective leadership requires a transformation of the heart. “True leadership starts on the inside with a servant heart, then moves outward to serve others.”[footnoteRef:6] Since servant leadership was previously discussed in The Servant Leader, this section will consider another significant concept from this book. The authors identify that “there are two aspects of leadership—a visionary role (doing the right thing) and an implementation role (doing things right).”[footnoteRef:7] People look to a leader to take responsibility for establishing vision and direction, which is an essential aspect of their role. The authors then clarify that “effective implementation requires turning the traditional hierarchical pyramid upside-down so the customer contact people are at the top of the organization and can be responsible.”[footnoteRef:8]  The leaders in the organization need to be servant leaders who are responsive to their people and help them accomplish their goals.  [6:  Ken Blanchard, Bill Hybels, and Phil Hodges, Leadership by the Book: Tools to Transform Your Workplace (New York: William Morrow, 1999), 171.
]  [7:  Blanchard, Hybels, and Hodges, Leadership by the Book, 173.
]  [8:  Blanchard, Hybels, and Hodges, Leadership by the Book, 175.
] 

This responsive leadership is affirmed by Paul repeatedly in his letters. He identified himself as an apostle and would assert his leadership position for the sake of the gospel. However, he did not default to his authoritative position to dictate and direct his followers in all areas. 
In Paul’s letter to Philemon, he appeals to Philemon to take back Onesimus, a slave who ran away but has responded to Paul’s ministry and subsequently become a comfort to Paul. In his writing, Paul strongly suggests what Philemon should do but allows him to act voluntarily.  This responsiveness is indicated by the language that Paul uses. “Confident of your obedience, I write to you, knowing that you will do even more than I ask” (Phlm 21).  However, Paul does not order but prefers “to appeal to you on the basis of love” (Phlm 9), and he “did not want to do anything without your consent, so that any favor you do would not seem forced but would be voluntary” (Phlm14). Richard Ascough identifies that “we see here that Paul does not apply the model of hierarchical, command and control, top-down leadership. At the same time, Paul does not take an attitude of “anything goes” nor leave Philemon’s decision to chance . . . Paul gives strong direction to the one clearly under his authority without demanding obedience. The decision taken by Philemon will be ‘owned’ by Philemon as having been made independently.”[footnoteRef:9] [9:  Richard S. Ascough, Chaos Theory and Paul’s Organizational Leadership Style (Journal of 
Religious Leadership, Vol. 1, No. 2, Fall 2002), 34.
] 

Philemon provides an excellent example of how Paul balances the two aspects of leadership. He takes responsibility for communicating the appropriate vision regarding doing the right thing. He then leaves the decision of implementation to his follower, Philemon. Paul practices this leadership tension of balancing responsibility and responsiveness throughout his dealings with the churches.

Patrick Lencioni – The Advantage
“The single greatest advantage any company can achieve is organizational health. Yet it is ignored by most leaders even though it is simple, free, and available to anyone who wants it.”[footnoteRef:10] After proposing this idea, Patrick Lencioni says that to achieve health, an organization needs to establish the right team that creates, overcommunicates, and reinforces clarity around six simple but crucial questions. Clarity should start with four general questions;  [10:  Patrick Lencioni, The Advantage (San Francisco: Jossey-Bass, 2012), ] 

1. Why do we exist? - This area can also be identified as the purpose or mission of the organization.
2. How do we behave? - These are the values of the organization.
3. What do we do? - These are the priorities, approach, or differentiating service or product.
4. How will we succeed? – This area is a future vision.
There are then two specific questions that focus the attention on the immediate priorities.
5. What is most important, right now? and 
6. Who must do what?  
According to Lencioni, healthy organizations will take the time to encourage their team to provide clarity around these critical questions.  
Paul’s letters include numerous verses about what is necessary to live and grow together as a church body. One example is seen in Ephesians 4, where Paul talks about the organizational health of the church. The truth in this chapter answers the same questions that are raised by Lencioni in The Advantage. Here is how Paul answered these questions for the Ephesian church.
1. Why do we exist? – Unity and Maturity in Christ.
“Until we all reach unity in the faith and in the knowledge of the Son of God and become mature, attaining to the whole measure of the fullness of Christ” (Eph 4:13).
2. How do we behave? – Humility, Patience, Forbearance
“Be completely humble and gentle; be patient, bearing with one another in love. Make every effort to keep the unity of the Spirit through the bond of peace” (Eph 4:2,3).
3. What do we do? – Use the gifts Christ has given us.
”Christ himself gave the apostles, the prophets, the evangelists, the pastors and teachers” (Eph 4:11) and “But to each one of us grace has been given as Christ apportioned it” (Eph 4:7).
4. How will we succeed? – Become the mature body of Christ that builds itself up in love.
“We will grow to become in every respect the mature body of him who is the head, that is Christ. From him, the whole body, joined and held together by every supporting ligament, grows and builds itself up in love” (Eph 4:15,16).
5. What is most important, right now? – Equip God’s people for works of service by speaking in love. “Equip his people for works of service, so that the body of Christ may be built up” (Eph 4:12) and “Speaking the truth in love” (Eph 4:15).
6. Who must do what?  Everyone does what Christ has called him to do.
“As each part does its work” (Eph 4:16).
Paul knew what would work to form and maintain a healthy church, and his exhortations can fit the format that Patrick Lencioni has proposed in The Advantage.

Patrick Lencioni- The Motive
In The Motive, Patrick Lencioni identifies why people should be leading. “At the most fundamental level, there are only two motives that drive people to become a leader. First, they want to serve others, to do whatever is necessary to bring about something good for the people they lead . . . The second basic reason why people choose to be a leader—the all-too-common but invalid one—is that they want to be rewarded.”[footnoteRef:11]  [11:  Patrick Lencioni, The Motive: A Leadership Fable (Hoboken, NJ: Wiley, 2020), 131.
] 

Here is the distinction Lencioni makes between the two motives for leading,
“Reward-centered leadership: the belief that being a leader is the reward for hard work; therefore, the experience of being a leader should be pleasant and enjoyable, free to choose what they work on, and avoid anything mundane, unpleasant, or uncomfortable. 
Responsibility-centered leadership: the belief that being a leader is a responsibility; therefore, the experience of leading should be difficult and challenging (although certainly not without elements of personal gratification).”[footnoteRef:12] [12:  Patrick Lencioni. The Motive, 135.
] 

  No leader is always reward-centered or responsibility-centered, but some particular leanings and approaches show the primary motives of a leader. There are five situations where reward-centered leaders delegate, abdicate, or avoid, and that responsibility-centered leaders are willing to address. These five situations are; 
1. Developing a leadership team, 
2. Managing subordinates (and making them manage theirs), 
3. Having difficult and uncomfortable conversations, 
4. Running great team meetings, and 
5. Communicating constantly and repetitively to employees. 
Responsibility-centered leaders are servant leaders. A person can’t be a servant leader without being willing to regularly and consistently address all of these situations.
	Paul was a responsibility-centered leader. He was not interested in rewards, whether that came from what he had (possessions), what he did (accomplishments), or what others thought of him (popularity). His primary concern was to communicate the gospel and to please God. “I consider my life worth nothing to me; my only aim is to finish the race and complete the task the Lord Jesus has given me—the task of testifying to the good news of God’s grace” (Acts 20:24). Since Paul didn’t work in a structured management environment, all situations that indicate a responsibility-centered leader won’t apply, for instance, building a leadership team and running effective meetings. However, he was willing to do whatever was necessary to manage (or exhort) subordinates (or followers), have difficult conversations, and repeat key messages. 
	One example is from I Thessalonians where Paul shows his desire to work for the gospel and God. “but with the help of our God we dared to tell you his gospel in the face of strong opposition. For the appeal we make does not spring from error or impure motives, nor are we trying to trick you. On the contrary, we speak as those approved by God to be entrusted with the gospel. We are not trying to please people but God, who tests our hearts. You know we never used flattery, nor did we put on a mask to cover up greed—God is our witness. We were not looking for praise from people, not from you or anyone else, even though as apostles of Christ we could have asserted our authority. Instead, we were like young children among you. Just as a nursing mother cares for her children, so we cared for you. Because we loved you so much, we were delighted to share with you not only the gospel of God but our lives as well.  Surely you remember, brothers and sisters, our toil and hardship; we worked night and day in order not to be a burden to anyone while we preached the gospel of God to you. You are witnesses, and so is God, of how holy, righteous, and blameless we were among you who believed. For you know that we dealt with each of you as a father deals with his own children, encouraging, comforting and urging you to live lives worthy of God, who calls you into his kingdom and glory” (1 Thess 2:2-12).
	These verses emphasize that Paul was willing to treat the believers in Thessalonica with care like that of a mother or father, as well as having direct conversations that encouraged, comforted, and urged them to live lives worthy of God. His motivation was to live like a responsibility-centered servant leader. Paul didn’t care about reward or praise from men, but only what God had called him to do. 

Patrick Lencioni- The Ideal Team Player
	The Ideal Team Player identifies the three indispensable qualities that make some people better team players than others. Patrick Lencioni has written extensively about teams, specifically in his best-selling book, The Five Dysfunctions of a Team. In The Ideal Team Player, Lencioni identifies three virtues that help a person to be a good team player. He describes them as being humble, hungry, and smart. 
	Lencioni states that “Humility is largely what it seems to be. Great team players lack excessive ego or concerns about status. They are quick to point out the contributions of others and slow to seek attention for their own. They share credit, emphasize team over self, and define success collectively rather than individually . . . Humility is the single greatest and most indispensable attribute of being a team player.”[footnoteRef:13] [13:  Patrick Lencioni, The Ideal Team Player: How to Recognize and Cultivate the Three Essential 
Virtues: A Leadership Fable (San Francisco: Jossey-Bass, 2016), 157.
] 

	Lencioni’s definition of “Hungry” people is that they “are always looking for more. More things to do. More to learn. More responsibility to take on. Hungry people seldom have to be pushed by a manager to work harder because they are self-motivated and diligent. They are constantly thinking about the next step and the next opportunity.”[footnoteRef:14] [14:  Patrick Lencioni, The Ideal Team Player, 159.
	] 

	Lencioni clarifies that “in the context of a team, Smart simply refers to a person’s common sense about people. It has everything to do with the ability to be interpersonally appropriate and aware. Smart people tend to know what is happening in a group situation and how to deal with others in the most effective way. They ask good questions, listen to what others are saying, and stay engaged in conversation intently.”[footnoteRef:15] [15:  Patrick Lencioni, The Ideal Team Player, 160.] 

	The key with a good team player is that they display not just one or two, but all three of the attributes together.
	Paul wanted his followers to recognize their responsibility to work together with other disciples of Jesus. While they weren’t called a team and team players, he would be asking his followers to exhibit some of these same virtues.  An example of comparable qualities is from Ephesians 4.  
	Paul begins this chapter on Christian conduct with, “As a prisoner for the Lord, then, I urge you to live a life worthy of the calling you have received. Be completely humble and gentle; be patient, bearing with one another in love. Make every effort to keep the unity of the Spirit through the bond of peace” (Eph 4:1-3). Paul starts by urging them to live a life worthy of the calling they had received. To use Lencioni’s word, he is asking them to be hungry about their calling. Paul then encourages them to be humble and gentle, which corresponds to Lencioni’s indispensable virtue. Finally, he exhorts the believers to bear with one another in love and maintain unity. People who bear with others well are those who are interpersonally appropriate and aware. They understand others, and how to respond to them positively, what Lencioni describes as “Smart.”  These same characteristics of good team players identified by Lencioni were articulated by Paul as important virtues for followers of Jesus Christ many years ago.

Patrick Lencioni- The Truth about Employee Engagement
Lencioni writes The Truth about Employee Engagement as he often does by looking at the negatives. He identifies three underlying factors that make a job miserable; anonymity, irrelevance, and immeasurement. Employees want to feel noticed, and that their roles matter. Lencioni defines measurement as the need “to gauge their progress and level of contribution for themselves.”[footnoteRef:16]  [16:  Patrick Lencioni, The Truth About Employee Engagement: A fable about addressing the three 
root causes of job misery (San Francisco: Jossey-Bass, 2007), 222.
] 

Paul was a master in engaging his followers, particularly those he wanted to be leaders. His son in the faith, Timothy, is a good example. Paul includes this sick and timid young man, giving him recognition, and making sure he is not anonymous. He then gives him a position of significant relevance, leading the community of established Christians in Ephesus. In his epistles to Timothy, Paul describes the essential areas to handle well. Paul lays out some practical, specific guidelines to help Timothy restore order and maintain it until Paul visited. He knows that providing these specific, pastoral guidelines will help Timothy to lead this maturing church into sustainable, renewed patterns of community life. Paul is taking steps to make sure that Timothy knows he is recognized, and relevant, and has clear deliverables in the role that God has called him to complete. Paul practices these same principles of employee or follower engagement that Lencioni identifies in The Truth about Employee Engagement. 

BIBLICAL EXEGESIS OF EPHESIANS 4:1-16
Ephesians 4: 1-16 includes biblical truth that provides the basis for some of the fundamental management principles in this paper. The following section will give a summarized biblical exegesis of the passage and provide a framework for a church management structure discussed in the next section.

Historical, Cultural, and Literary Background
Ephesians was written to the Christians at Ephesus, who had come to faith through the ministry of Paul and his associates at the end of his second as well as his third missionary journey. Paul is the identified author of the epistle in Ephesians 1:1, 3:1. Although the Pauline authorship has been disputed in recent years, he was the recognized author by early century writers. Ephesians is considered one of the “prison epistles” written from a Roman prison.
Ephesus was a leading city in the Roman Empire as a major port on the western coast of Asia Minor. The Ephesians worshiped the goddess Diana, whose temple, considered to be one of the seven wonders of the ancient world, made the city famous. As a result of Paul’s persuasive reasoning in the synagogue on his second missionary journey, many Jews converted to Christianity.
Ephesians was either written to the church at Ephesus or to a group of churches. Walvoord and Zuck state that “the epistle may best be considered a circular letter, with Ephesus being the primary church addressed since Paul had stayed there so long and since it was the capital city of the province of Asia.”[footnoteRef:17] Undeniably, it was a letter written to followers of Jesus with whom Paul had previously provided significant counsel and teaching on his multiple visits.  [17:  John F. Walvoord and Roy B. Zuck, ed., The Bible Knowledge Commentary New Testament (Wheaton: SP Publications, 1986), 613.] 

Ephesians is an epistle written with the purpose of teaching the truth of unity in Christ. The first three chapters clarify the believers’ position in Christ, and the last three discuss how they should be conducting themselves as followers of Jesus.  Paul addresses questions about the relative position between Jews and Gentiles in the body of Christ. In this epistle, he also builds a strong case that there is unity in the body of Christ, the walls have been broken down, and the governing principle in relationships should be love. 
Ephesians, and specifically, Ephesians 4:1-16, can be identified as the spiritual template for the church, including church management and practice. Eugene Peterson says, 
“Ephesians is an inside look at what is beneath and behind and within the church that we do see wherever and whenever it becomes visible…”(It) provides our best access to what is involved in the formation of church, not so much the way the church appears in our town and cities, but the essence that is behind the appearances: God’s will, Christ’s presence, the Holy Spirit’s work. This . . . is what we simply must get through our heads if we are going to understand and participate rightly in any church that we are part of. This is the only writing in the New Testament that provides us with such a detailed and lively account of the inside and underground workings of the complex and various profusion of ‘churches’ that we encounter and try to make sense of.”[footnoteRef:18] [18:  Eugene H. Peterson, Practice Resurrection: A Conversation in Growing Up in Christ (Grand Rapids: Eerdmans, 2010), 14-15.] 


Ephesians 4:1-16 is the section of the letter that begins the practical instructions. It includes God’s plan for the Body of Christ’s growth to maturity and unity. 

Exegesis Proper

This pericope in Ephesians 4:1-16 has exhortations related to God’s plan for the Body of Christ to walk in unity and worthy of the calling from the Lord.
	3:1-3- Maintaining Unity
	3:4-6- Basis of Unity
	3:7-10- Preservation of Unity 
3:11-16- Practices for Unity in the Body of Christ


Ephesians 3:1-3
Four virtues are identified that should be evidenced in all followers of Christ as well as in the Body of Christ, the Church. These four virtues or values are humility, gentleness, patience, and forbearance. They parallel the truth in Philippians, “Do nothing out of selfish ambition or vain conceit. Rather, in humility value others above yourselves, not looking to your own interest but each of you to the interest of the others.” (Phil 2:3,4). As verse 2 concludes, these virtues are identified as flowing out of love, the attitude of seeking the highest good of others. Evidencing these virtues helps to maintain the unity discussed next.

Ephesians 3:4-6
Having talked about the spiritual blessings available to both Jewish and Gentile believers in chapter 2, unity is emphasized again by detailing what all believers have in common. There is one body, Spirit, hope, Lord, faith, baptism, and God and Father of all. Francis Foulkes says that this unity is “made possible by the cross of Christ, and is made effective by the working of the Spirit of God. It cannot be created by man; it is given to him, but his responsibility is to keep it, to guard it in the face of many attempts from within and without the Church to take it away.”[footnoteRef:19] The emphasis of these verses is not to separate what God has put together. [19:  Francis Foulkes, The Epistle of Paul to the Ephesians: Tyndale New Testament 
Commentaries, volume 10 (Downers Grove, IL: IVP Academic, 2009, eBook), 110.
] 


Ephesians 3:7-10
Christ has apportioned different grace or gifts to believers in the church. These gifts come from Jesus Christ, who rescued all believers by his work on the cross when he descended into the lower, earthly regions through his death and burial in the grave. He has also ascended and fills the universe with His presence, ultimately through His Spirit. Also, as Foulkes says, “we are to realize that the ascended Lord whom the Church now worships is the same as He who came down and lived among men, sharing their sorrows, trials, and temptations, and therefore, that He feels those of His people today.”[footnoteRef:20] [20:  Francis Foulkes, The Epistle of Paul to the Ephesians, 117.] 

Ephesians 3:11-16
In verses 11-16, Paul turns his attention to how the church should function, beginning with five specific gifts or roles; apostles, prophets, evangelists, pastors, and teachers. 
The purpose of these gifts is to “equip his people for works of service, so that the Body of Christ may be build up” (Eph 4:12). The ultimate objective is to reach unity, become mature, and attain to the whole measure of Christ.  Jesus Christ is not only the source of a believer’s growth but also the goal of his growth. As Walvoord and Zuck discuss, these verses indicate that “the perseveration of unity is the responsibility of God’s gifted people in the church . . . Paul emphasized body growth, not self-growth.  Each individual contributes to this unified growth as he allows his particular gift to function.”[footnoteRef:21] [21: 
 Walvoord and Zuck, The Bible Knowledge Commentary New Testament Edition, 636.
	] 



Synthesis and Application

In Ephesians 4:11-16, Paul discusses the appropriate conduct for the Body of Christ and God’s plan to help people grow in maturity. The Church has been given by God as the primary vehicle to help people put these concepts into practice. Each member of this church body has a gift to be used to build up and edify the body as a whole. This growth Paul describes come through love, as love moves that member to seek the building up of all. This section of Ephesians instructs individual believers about their appropriate conduct in the church. This paper proposes that there are several sound principles from this chapter that can provide the focus and direction for proper church management. These principles are in the next section. 

CHURCH MANAGEMENT STRUCTURE
There are three main areas of emphasis to be considered when establishing a management structure within a church; organizational health, management best practices, and people development. Paul’s guidance from Ephesians 4:1-16 can speak to these three areas and should be a part of a church management structure.


Organizational Health
Health is key to the growth of an organization. Healthy things grow.  Each church must identify those principles and practices that will help ensure organizational health. Patrick Lencioni lays out the six critical questions to address to achieve organizational health in The Advantage. In a previous section, these questions were discussed for a church environment by using these truths from Ephesians 4:1-16. 

Management Best Practices
One of the most critical determinants in a person’s enjoyment of his role in an organization or a church is their manager. Marcus Buckingham says that while there can be satisfaction in working for great organizations when it comes to an individual employee, “it is her relationship with her manager that will determine how long she stays and how productive she is while she is there.”[footnoteRef:22] Good managers create environments where people enjoy their work and want to stay. To have a church management structure that can be sustained, best practices need to be modeled by all managers. Situational Leadership is one of the leading tools for identifying the best way to manage people. Situational Leadership principles lived out through Paul in his dealings with the Ephesians were discussed previously. These principles are a starting point for managing people in churches. These principles are enhanced by the other management guidelines previously discussed from Blanchard and Lencioni and supported through Paul’s ministry. [22:  Marcus Buckingham and Curt Coffman, First, Break All the Rules: What the World’s Greatest Managers Do Differently (New York: Simon & Schuster, 1999), 36.
] 



People Development
People development is vital for every organization but especially for the church. A person may not be called a manager, or a director, or a pastor, but if they have the role of supervising people, helping their team develop should be at the top of their list. Three priorities that help team members grow and develop are in this passage, “Instead, speaking the truth in love, we will grow to become in every respect the mature body of Him who is the head, that is, Christ. From Him the whole body, joined and held together by every supporting ligament, grows and builds itself up in love, as each part does its work” (Eph 4:15-16).
The three priorities from Ephesian 4 are; 
1. A clear understanding of roles and responsibilities from verses 7, 11, and 16, 
2. Specific goals for a defined period from verse 16, and, 
3. Candid follow-up and evaluation from verse 16. 
The detail on these priorities is in Appendix 1. 
This paper has identified that many management principles, especially effective church management principles, have their origin in biblical truth. Ken Blanchard and Patrick Lencioni’s management principles were shown to originate and align with Paul’s teaching and action. Then a church management structure based on Ephesians 4:1-16 has been proposed.






QUESTIONS FOR FURTHER CONSIDERATION
There can be additional studies in a variety of areas related to this subject area of church management principles in connection with scriptural truth.
1. This paper looked at only two management authors, Ken Blanchard and Patrick Lencioni. There are other management and church leadership authors that could be considered, such as John Maxwell, Warren Bird, Craig Groeschel, Henry Cloud, and Bill Hybels.
2. Management principles were compared with only one example of Pauline truth or experience. Each of these principles has support from more than one scriptural passage or area from Paul’s life and teaching. Further examples could be explored.
3. Management principles could be compared with the life and teachings of Jesus. 
4. Management principles could be broken down by specific areas such as delegation, accountability, responsibility, and performance, and then reviewed further. 
5. Ephesians 4 is one passage that contains important truth that has been used by management authors in a variety of ways. However, there are passages, such as Romans 12, I Thessalonians 5:12-22, and others containing truths used by management authors. These could also be reviewed in greater depth. 
6. The hierarchical versus the chaotic style of leadership has been explored by other writers such as Richard Ascough. Paul’s leadership style could be explored in greater depth using the chaotic framework and guidance from current management authors.






APPENDIX 1: PEOPLE DEVELOPMENT APPROACH


Three priorities that should be included to help team members grow and develop are taken from Ephesians 4:7-16. These are also discussed in Blanchard’s Leading by the Book.

1. A clear understanding of roles and responsibilities
In verse 16, “As each part does its work” speaks to the reality that within the body of Christ, as well as in each individual church, there are different responsibilities and roles, but all of them are essential. Additionally, verse 11 identifies the different roles of apostles, prophets, evangelists, pastors, and teachers within the body of Christ and the church. In verse 7, Paul says that Christ has apportioned to each one of us a grace (or gift). This verse is further indication that the Spirit of God imparts a variety of different gifts to individual believers. Each person needs to identify and exercise their “work” or gifts to glorify God and enrich the whole body of Christ. In church management language, this can be called their role or responsibility. Generally, that information is captured in a good job description. A job description should be a living document that is updated annually. There should be a clear understanding by the staff member, their manager, and their team, of their individual role and thus help each one more effectively “do their work.”
A job description should include; a description of the role, the requirements for the job, and the individual’s specific responsibilities as spelled out using a tool like RACI.  RACI is an acronym; R=Responsible, A=Accountable, C=Consulted, and I=Informed.  It helps clarify who needs to do the work, who they are accountable to, and who else needs to be consulted before a decision is made, or informed after the decision is made. RACI is an approach that provides a framework for decision-making.  RACI can help clarify roles to determine who should do the work, who is the decision-maker, and ensures that the appropriate people are included. 
2. Specific goals for a defined period
Everyone who is part of a church team needs to identify what they should be doing at the present so that each specific body of believers “grows and builds itself up in love” (Eph 4:16).  A way to approach that is through SMART goals. SMART is an acronym for goals that are: Specific, Measurable, Attainable, Relevant, and Time-Bound.  These goals are not only a way to grow but also ensure that the leader and follower agree about priorities and expectations. 

3. Candid follow-up and evaluation
The statement “speaking the truth in love” is taken from verse 16 and occurs when there are honest, open, and caring discussions about work goals, performance, job satisfaction, and development. These open and clarifying conversations can happen through these three steps.

1. Regular discussions about roles and responsibilities
There should be “speaking the truth in love” conversations frequently. The One Minute Manager talks about one-minute praising and redirect conversations that should be happening regularly. In all of these situations, the leader must make sure there is clear communication as soon as possible. Leaders should articulate their viewpoint with the same measure of grace, understanding, and respect that they would want if they were in that situation. 

2. Periodic discussions about defined goals as ongoing conversations. 
At least every month, conversations should happen between a leader and follower, to determine how the team member is doing and the status of their goals. This discussion should include a wide range of questions that include professional, personal, and spiritual challenges. 
Here are three questions that the follower can fill out to start the conversation;
1. What actions have you taken?
These actions would be the performance since the previous meeting.
2. What discoveries have you made?
These discoveries can come from training classes, books read, work done, or insights from colleagues.
3. What partnerships have you built?
“These partnerships are the relationships formed. They might be new relationships or the strengthening of existing relationships. They might be relationships with colleagues or clients, professional relationships or personal ones . . . Whatever he decides, it is important that he takes responsibility for building his constituency.”[footnoteRef:23] [23:  Buckingham, Coffman, and  Coffman, First, Break All the Rules, 226.] 


3. The periodic formal review. 
A periodic review generally is conducted annually. This talk includes the staff member completing an evaluation form. This discussion consists of a review of the past year, including goals and an evaluation of performance. Additionally, a look to the future centered around a discussion about development and opportunities should happen. In all of these discussions, there should be an emphasis on speaking the truth in love.

Ephesian 4:15-16 provides the principles for a practical development approach that clarifies responsibilities, goals, and a caring discussion of progress.
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