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A. Areas where I agree and disagree with the authors, and areas the authors should have spent more time on 

Areas where I agree with Reiland:
	In Chapter 4, Reiland focuses on inspiring people to follow the vision. Of the five more common means through which he suggests people follow, I found the ones that have fit me best have been a combination of relationship, passion and competence. Relationship is a familiar path of inspiration in small and midsize churches, where the leader is a great shepherd, people know they are loved and cared for, and they follow and serve wholeheartedly.[footnoteRef:1] The various teams I lead are between the size of nine to thirty people. Member care is a priority. Outside of working together, we also celebrate significant life events and have fun with each other. For all of us, our team is our family away from our passport countries. Many have commented one of the main reasons for joining our team was the care we display for each other, particularly during the difficult seasons on the field. My passion and competence (through leadership and teaching) in communicating vision have often been cited by members as my strengths. I have also experienced firsthand what Reiland notes as the downsides of inspiring through passion and competence; that I may offer unclear direction and am typically more focused on my abilities.[footnoteRef:2] I have filled each of those gaps on the teams I lead with individuals who are gifted to think through and implement strategically. I am also entering a season of increasingly ministering through the Spirit’s anointing, and not just giftings.  [1:  Dan Reiland, Amplified Leadership: 5 Practices to Establish Influence, Build People, and Impact Others for a Lifetime. (Lake Mary, FLCharisma House, 2011), 63-64. Kindle edition.]  [2:  Reiland, Amplified, 64-65.] 


	In Chapter 7, I found the author’s thoughts on selecting the best potential leaders to be insightful, challenging and an area of growth for me. He writes that “it is more common for a leader to underestimate someone’s capacity than to overestimate it … something within the human nature often assumes less about someone than more.”[footnoteRef:3] I will admit that when I receive requests from potential leaders to mentor them, I look for what I think should already be present, instead of what could be if they were developed. My evaluation is usually based on my first impressions of their historical ministry effectiveness and current giftings, and a “gut” feeling that’s biased according to how well I get along with them. The author provides very helpful guidelines on discerning a potential apprentice’s character and ability, which I intend to refer to in considering possible future apprentices.  [3:  Ibid, 132.] 


Areas where I disagree with Reiland:
	In the section on Discerning Ability in an Apprentice (Chapter 7), Reiland listed intelligence as a quality to look for in potential apprentices, though it’s a sensitive one.[footnoteRef:4] I think it would be ideal if potential apprentices are intelligent, but this may not be the case, particularly in international settings where mission leaders of the majority world haven’t had access to higher education and training. Neither were most of Jesus’ disciples educated nor particularly intelligent by their culture’s standards. The three closest to Jesus, Peter, James and John, were fishermen. While I disagree with the author, I will also have to admit that I have used intelligence, or the lack thereof, in assessing whether I would mentor and develop others. Our team is mostly made up of those with at least a Bachelor’s degree and above. The majority of them are professionals. However, as I increasingly receive requests from potential leaders of the majority world, I am realizing that intelligence is a quality that may need to be held loosely, or at least redefined in cross-cultural contexts.    [4:  Ibid, 139.] 


Areas Reiland should have spent more time on:
	I would have appreciated some articulation on how the five steps of amplifying one’s leadership can and should be adjusted for cross-cultural contexts. The leaders that recommended the book are all Caucasian and overwhelmingly male, and North American. Some illustrations on how the author’s principles have transferred across cultures would lend greater credibility of his work among the international worker community. What does intimacy look like, for example, in South Asian and Arab cultures where vulnerability is viewed as a weakness and decreases a leader’s credibility? How does a senior leader develop and release a young apprentice to lead in a worldview where a person’s level of influence is based on their age and seniority in ministry? 
We also serve in an international context where leader and apprentice relationships are not only based on the sending organization, but also on the ministry networks that we are a part of. Young leaders typically have no issue with following their sending organization’s leaders if they exemplify the principles espoused by Reiland. Complications arise when their direct reports do not prioritize leader development and even abuse their authority, which occurs regularly in the high-power distance and highly collectivistic environments of our context. As a network leader, I am then faced with navigating the complex process of developing these leaders while not having the authority to fully empower and release them within their sending organizations. 

Areas where I agree with the Fergusons:
	Back in Module 1 of this program, I articulated my life dream as: 
“To develop next generation leaders through my ability to lead, teach, shepherd, cast vision that will result in a movement of Christ-following, reproducing, emotionally-healthy world changers committed to planting Christ-centered communities in the hardest and darkest parts of the globe.”

In Chapter 3, the Fergusons challenge their readers that “being an apprentice of Jesus means learning to dream BIG.”[footnoteRef:5] It’s took me some time to articulate my life dream because it was overwhelming and I feared failure. The Fergusons are right in that this dream has changed the questions I ask. What parts of my character need to be refined? What spiritual disciplines do I need to embrace? What skills do I need to pick up? Do I remain serving with the C&MA? Who are the people I need to surround myself with? Do I attach a specific number of leaders to my life dream? What kind of system of structure do I need for this dream to become reality? [5:  Dave Ferguson and Jon Ferguson, Exponential. (Grand Rapids, MI: Zondervan, 2010), 46. Kindle edition.] 

	
	The Ferguson’s teaching on reproducing leaders (Chapter 4) was an affirmation of my current context. In articulating the four relationships that every reproducing leader needs, I was encouraged to realize that I do have within my sphere followers, apprentices, peers, and several coaches.[footnoteRef:6] However, I will need to be more intentional in communicating expectations in my apprentice and coach relationships. There currently isn’t a plan that outlines what each party is hoping for in terms of outcomes.  [6:  Ferguson and Ferguson, Exponential, 60-66.
] 


	In terms of the format of the book, the Fergusons did a great job starting each chapter with a “BIG IDEA.” They provided practical, relatable real-life illustrations for each principle, and Jon Ferguson’s notes at the end of each chapter were actually funny. It was obvious the brothers had fun writing the book together, which is an added bonus for the reader. 

Areas where I disagree with the Fergusons:
	While I agree that missional movements of reproducing churches require us to reproduce more and better leaders, I disagree that they require us to reproduce more and better artists.[footnoteRef:7] Perhaps this is a requirement within urban North American or European contexts, where levels of education are higher and there is an appreciation and desire for the expression of the arts. I would propose that this is a luxury of first-world churches. There are elements of the “attractional church model” in the Fergusons’ Exponential principles, including high quality teaching and children’s programming, media and technology, marketing, paid and unpaid staff, and significant seed funding. Many of these resources just aren’t available to the indigenous church of the majority world. In my readings of the proliferation of the underground churches in China, Iran, and North Korea, including initial research into the growing church in Yemen, none so far have mentioned the role and importance of artists. Common among these fellowships are the centrality of Scripture, prayer, evangelism, leadership development, and persecution and suffering. Even the Fergusons’ interviews with leaders of church movements in India (over 1,000 churches) and South Korea (over 60,000 believers and 1,000 missionaries) revealed their top three priorities were prayer, evangelism, and the training of leaders.[footnoteRef:8] Neither one mentioned the importance of reproducing artists.  [7:  Ibid, 71.]  [8:  Ibid, 195.] 


Areas the Fergusons should have spent more time on:
The Fergusons should have spent more time explaining how their principles have impacted church communities in other cultures of the majority world. They made several comments on their network having reproduced churches around the world and having taught hundreds and thousands of leaders world-wide who have started new venues and sites.[footnoteRef:9] Yet, all of their illustrations were within the urban, American, Judeo-Christian, individualistic, low-power distance context. I do not doubt the validity of their statements. But I do wonder how transferable their principles are within contexts that are high-power distance, collectivistic, and majority Muslim, Buddhist, or Hindu. Our brothers and sisters in places like Yemen, China, and Iran are often the “losers” and suffer greatly in their contexts. Hence, I would also have appreciated more vulnerability, transparency, and examples of the failures and mistakes in the Fergusons’ journey. Some stories of how they have suffered and paid the price for following God’s call would have been welcomed. There almost seemed to be an air of triumphalism throughout the book, and it left me wondering if Exponential was the culmination of the right people, getting together at the right time, with the right resources, doing the right things, for a right purpose.  [9:  Ibid, 26, 148.] 


B. My biblical theology for leadership development

Jesus said that whoever believes in him would do the works that he did (John 14:12), and that whoever loves him would obey his teaching (John 14:23). As a follower of Christ, I develop leaders because Jesus developed leaders. This process is selective, intentional, and purposeful. At the start of his public ministry, Jesus called to himself twelve disciples, men that he “wanted” to be “with him.” (Mark 3:13-14). They would spend the next three years by Jesus’ side, learning from him firsthand. He called fisherman to “come, follow me” and then sent them out to fish for people (Matt. 4:19). He appointed these men that that he might send them out to do the very things he did, to preach, to have authority to drive out demons and to heal every sickness and disease (Mark 3:14-15, Matt. 10:10). Jesus also appointed seventy-two others and sent them out two-by-two to heal the sick, drive out demons, and proclaim that the kingdom of God had come. (Luke 10:1-17)

From the twelve disciples, Jesus would seem to choose three that would form his inner circle, Peter, James and John. They had access to experiences with Jesus that the other disciples did not. These men accompanied Jesus up a high mountain as he was transfigured before them (Matt. 17:1-2). He took them with him into Gethsemane to pray as he was filled with sorrow before his arrest (Matt. 25:37). Jesus declared that Peter would be the rock upon which he would build his church (Matt. 16:18). On the cross, Jesus entrusted the care of his earthly mother to John (John 19:26-27). Peter and John were the first of the disciples to witness the empty tomb (John 20:3-8).

Leadership development is essential to fulfilling the Great Commission and the establishment of Christ’s church. Before his ascension, Jesus commissioned his disciples to pass on everything he had taught them to future disciples (Matt. 18:18-20). They recognized the need to replace Judas with Matthias as one who was to become a witness with them of Christ’s resurrection (Acts 1:22-26). It was immediately after the Holy Spirit came at Pentecost that three thousand people believed through Peter’s message. The new believers devoted themselves to the apostles’ teaching, to fellowship, the breaking of bread and prayer; they witnessed the wonders and signs performed by the apostles; they lived together and shared their possessions. (Acts 2:42-45) The apostles learned all this from Jesus, and they were teaching the early church to do the same. When food distribution became a logistical burden, the Apostles empowered the believers to choose seven men full of the Spirit and wisdom to turn the responsibility over to them so that the twelve could concentrate on prayer and the ministry of the word. (Acts 6:3-4) 

As the early church grew among the Gentiles through the ministry of Paul and Barnabas, they appointed elders in each of the churches they visited. (Acts 14:23). The reason Paul left Titus in Crete was so that Titus might finish the work of appointing elders in every town. (Titus 1:5) Paul instructed both Titus and Timothy on the character qualities to look for in selecting church elders. (Titus 1, 1 Tim. 3) The Apostle Paul would proceed to reiterate that church leaders (apostles, prophets, evangelists, pastors and teachers) are to equip God’s people for works of service, that Christ’s body may be built up, reach maturity, and attain the whole measure of the fullness of Christ. (Eph. 4:11-13) Biblically, leadership development is a requirement as it ensures ongoing generations of leaders are identified, trained, empowered, and released to continue equipping God’s people to advance His mission in the world. Paul also exhorted Timothy to entrust what he had learned from Paul to reliable people who would also be qualified to teach others. (2 Tim. 2:2) Successful leadership development, in Paul’s estimation, would then need to transcend four generations of leaders. 

C. Assessment of the leadership development I have done in my context

Reflecting over the course of my ministry, I’m realizing that I prefer a more organic approach to leadership development. It’s easy for me to establish relationships with those that I identify have leadership potential and gifts. I enjoy investing time and energy into those who are passionate about maximizing their God-given resources to advance Christ’s mission in the world. A year before leaving the local church for the field, I had invited eight millennial men to meet weekly over the course of a year, with the intention of passing on to them the faith and leadership lessons I’d learned over the years. I felt God leading me to do this in preparation for my departure from this body of Christ. For our final get together, we had a celebratory dinner, I spoke a word of blessing into their future based on their names and ended the evening by washing their feet. Since then, two of the men now serve with significant influence on the Board of Elders, another is a Director with Athletes in Action (Power to Change), while another and his family have joined us on the field. We are preparing this couple to step into the role of Assistant Team Leaders in the next year.   

Because I lead competently through passion, clarity of vision, and clear teaching, I tend to attract potential leaders through these gifts as well. The men and women on the teams I lead have typically been high achievers and professionals; surgeons, dentists, engineers, teachers, and a pilot trainer. I establish relationships easily and well with these men and women. I can honestly say that I love them and desire God’s best for them. Their thoughts on my leadership development skills can partially be summarized in their agreement to the following statements my on 360 assessment: listens will to others (over 95% Advanced/Mastery); displays the authentic love of God towards others (over 94% Advanced/Mastery); welcomes and provides constructive, healthy feedback (over 94% Advanced/Mastery)); pushes others to develop their gifts and skills (over 89% Advanced/Mastery); sees and encourages potential in others (over 94% Advanced/Mastery). Individual comments on my strengths included: releasing others to do what they’re called to do; seeing, communicating, and maximizing the potential of others; wisdom and love for people. 

One of the strengths of my leadership development style has been the opportunity to move beyond an organization mindset (C&MA) towards a kingdom mindset. Of the five people I am intentionally developing at the moment, two (a man and woman) serve with C&MA Global Ministries. The remaining three are a female Arab media company director, a male American pilot trainer, and a male Australian leader with OM in the Middle East. I have invested both time and financial resources into these individuals, with the recognition of the potential impact they have in each of their respective spheres, particularly among the Gulf Arabs of this region. We encouraged and made resources available for all of them to go through Soul Care equipping. The female Arab recently registered for the Empower program at my suggestion and has asked that we conduct Soul Care equipping for several Arab couples towards the end of the year. The Australian male has now made it a requirement for all the short-term teams he overseas to be Soul Care equipped, with the latest group of seven having registered online when Rob delivered it last month via Zoom. 

There are, however, several gaps in my leadership development skills. On a personal level, over 47% of respondents of my 360 assessment rated my ability to express anger and frustration in a healthy manner as “intermediate / N/A.” Over 26% of respondents assessed my ability to show patience, speak and act with kindness and gentleness towards others as “intermediate.” A summary of their comments revealed that I can be impatient with people who struggle or aren’t as gifted as me, that I tend to make quick judgements (being critical rather than insightful), and that I need to be less cold, and more gracious and gentle in dealing with others. I have identified and addressed several of the underlying soul issues connected to the above since this assessment in July 2019, such as the implementation of a spiritual disciplines rhythm and seeking spiritual direction and mentoring.

I prefer a more organic approach to leadership development through one-on-one informal meetings over coffee or a meal. These appointments have ebbed and flowed based on the rhythm of ministry and my travel schedule. I do not typically have a plan for those that I am developing, at least not one that I can articulate clearly. For the most part, these meetings are initiated by individuals who have sought me out for direction regarding their spiritual life or matters related to leadership in their vocational spheres. I haven’t really sought out leaders to develop because I’m usually responding to requests for input from those directly impacted by my current leadership roles, whether it’s the AP Team I lead, the AP Network I facilitate, or the International church where I provide leadership advice and preaching. Over 26% of respondents in my 360 assessment rated my intentionality in developing potential in key individuals as “intermediate/ N/A.” 

I tend to be overly optimistic of those that I lead. I rarely communicate what my expectations are. My personality is not perfectionistic, nor do I tend to seize control when projects or initiatives encounter roadblocks. I freely release and empower upcoming leaders to experiment and cheer them on in success or failure. However, I do not typically provide clear instructions, assuming that as leaders, they will either know what to do, or they will figure it out on their own. Those that require more structure from my leadership development are usually frustrated by such ambiguity. Over the years, some have commented on my lack of communication and follow-through, desiring greater clarity in my expectations of them and more frequent touch points along the way. This highlights my weakness of not leading as well alongside younger leaders because of the increased amount of time and effort required by such a process.  

Contrary to what has been suggested by Reiland, I intentionally move away from developing difficult people.[footnoteRef:10] All the people that I’m currently developing are those that I like. I can recall half a dozen or so individuals in the last two years that have approached me to either join our team or for individual mentoring. I would like to articulate that they did not fit a certain discernment matrix that I have developed for such requests. In actual fact, they were just too different from those I’m used to leading, and I politely rejected them, or simply declined to follow up. Moving forward, I will need to sincerely bring such requests before the Lord and discern the role He would have me fill in their lives. I can think of one young church leader at the moment who desperately needs development, has asked me several times for input, and does not have anyone else in the city that can help him get to the next level. I intend to give him a call. [10:  Reiland, Amplified, 35. 
] 
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