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Dear Participants, 

It is truly our personal and professional joy and privilege to welcome you to the 2021 Nonprofit Leadership 
Certification Program (NLCP). 

The mission for nonprofits is to bring about changes in social values in order to make the world a better 
place. As nonprofit organizations serve as change agents in society, we must examine our: 

1. Mission –to look for ways to create long-lasting improvements in our community.
2. Opportunities – to have a specific vision for how to achieve our goals.
3. Service – the innovative ways to deliver and create social values and fulfill the needs of the

community.
4. Management – to employ skills and the ability to operate and manage nonprofit and para-church

organizations effectively.
5. Accountability – to produce results and make a difference in the name of our Lord and on behalf of

the supporters of the organization.

Therefore, the NLCP is designed to equip Adventist Church leaders of all levels, including administrators, 
pastors, and lay members to develop professional skills to lead and manage successful ministry in 
nonprofit operations in the 21st century. 

We would like to emphasize that this program is made possible by the partnership and collaboration 
between NAD Adventist Community Services, Adventist-laymen’s Services and Industries, Andrews 
University, Central California Conference, and Human Resources of the General Conference.  

It is our hope that all of you will have a rich experience in becoming equipped and developed in areas of 
your personal and professional life and learn how to become more effective servant leaders of our Lord 
Jesus Christ. Most of all, we challenge you to begin and continue being change agents in our society. 

Thanks again for your sacrificial commitment to learn and equip yourself and we will keep you and your 
family in our prayers!    

Sincerely, 

Philip Baptiste, Secretary/Treasurer W. Derrick Lea, Director          
Adventist Community Services          Adventist-laymen’s Services and Industries 





  

SCHEDULE 

TIME EVENT PRESENTER 
Monday – August 2, 2021 

8:30 AM – 9:00 AM Welcome and Announcements Philip Baptiste 

9:00 AM – 10:30 AM Inspirational Leadership Derrick Lea 

10:30 AM – 1:00 PM Urban Mission and Ministry: Jesus in the City Skip Bell 

(Lunch Provided) 

2:00 PM – 5:00 PM Ministering Cross-Culturally Erich Baumgartner 

 

Tuesday – August 3, 2021 

8:30 AM – 9:00 AM Devotion Derrick Lea 

9:00 AM – 10:15 AM Impactful Leadership Derrick Lea 

10:30 AM – 12:30 PM Conflict Management Jonathan Park 

(Lunch Provided) 

1:30 PM – 3:30 PM Human Resources and Volunteer Engagement Lori Yingling 

3:45 PM – 5:30 PM Marketing and Communication Kristi Jensen/Ruben Dias 

 

Wednesday – August 4, 2021 

8:30 AM – 9:00 AM Devotion Derrick Lea 

9:00 AM – 12:00 PM Strategic Leadership Derrick Lea 

 
 
Please Note: 

 Wear your identification badge at all times. 
 Be sure your cell phones are off or on vibration only.  
 We will follow the safety regulations with COVID-19 restrictions 
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Erich Baumgartner is Director of the Global Leadership Institute 

created by a partnership of the General Conference and Andrews 

University. He teaches leadership and intercultural communication at 

Andrews University. He still travels all over the world with his Austrian 

passport to teach what he is most passionate about: developing leaders 

who develop other leaders. He is also the editor of the Journal of Applied 

Christian Leadership, a peer-reviewed journal exploring what it means to 

be a growing Christian leader. His most exciting venture is a new 

program for world changers which he and a group of missional 

adventurers are piloting for people ready to go from merely making money to also making a 

difference. You can check it out at andrews.edu/go/global. 

 

 

Skip Bell is Professor Emeritus of Church Leadership at the Seventh-day 

Adventist Theological Seminary, Andrews University. He holds the 

Master of Divinity degree from Andrews University and the Doctor of 

Ministry degree from Fuller Theological Seminary. Dr. Bell has served 

the church as a pastor, departmental director, administrator, and 

university professor.  

Dr. Bell has authored A Time to Serve: Church Leadership for the 21st 

Century, published in 2003, is the editor and primary contributor for 

Servants and Friends: A Biblical Theology of Leadership, published in 2014, and the author of 

Christ in the City: Six Essentials of Transformational Evangelism in the City Center, published 

in 2018. He has contributed over 35 academic and professional articles, and several curriculums 

for professional pastoral development.  

While serving Andrews he directed the Doctor of Ministry program for nearly 15 years. He 

founded the Center for Christian Leadership at Andrews University, and the Journal of Applied 

Christian Leadership was launched under his leadership. He has served as a member of the 

Academy of Religious Leadership and the Association for Doctor of Ministry Education. 

Dr. Bell counts time with his wife, Joni, and family as one of his greatest joys and loves just 

about any pursuit that involves outdoor activity.  

 

Ruben Dias has tailored a unique approach to start-up investment and has 

launched numerous technology companies in the last 25 years. He is the 

owner of FastTrack VC offering start-up entrepreneurs value beyond 

funding. Ruben resides with his wife Nancy and their two children in 

Whistler, Canada. Their main passion is being involved in the Adventist 

mission around the world. 

 

http://andrews.edu/go/global
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Kristi Jensen is a graduate of Southern Adventist University with a 

degree in Business Administration. In addition to running her own digital 

marketing and market research business, she currently works as ASI’s 

Communications Coordinator and as a research consultant on a local 

political campaign. Kristi enjoys rock climbing, running, scuba diving, 

and traveling. She’s passionate about empowering others to share their 

stories to make the world a better place. 

 

 
 

W. Derrick Lea currently serves as the Director of North American 

Division Adventist Community Services (NAD ACS). He had previously 

served as the Associate Director of NAD ACS with focus areas on 

Disaster Response and Emotional and Spiritual Care ministries for five 

years. He retired as Deputy Chief over operations after 20.5 years of 

service for the Prince George’s Country Fire/ EMS Department in 2011. 

Using the background developed in Public Safety, Derrick began 

consulting and creating Development Plans for organizations. This led to 

the largest Muslim organization in the United States, Islamic Relief USA 

asking him to lead their effort in forming a Disaster Response Team. 

After three years of successful work assisting those experiencing crisis, the organization asked 

that he lead all of their US Programs, which included Community Engagement, Grants, and 

Disaster Relief work. 

Derrick’s additional service activities include serving on the Emotional/Spiritual Care 

Committee for the National Voluntary Organizations Active in Disaster (VOAD), working as a 

board member of the Community Blessings Center in Danville, Virginia, along with working as 

past chair of the Maryland Emotional/Spiritual Care Committee. Derrick also holds certifications 

as an EMT B, Hazmat II, and Executive Level credentials for County Government. Derrick has 

been married for 20 plus years, has two adult children, and his favorite Bible verse is Proverbs 

3:6, in all thy ways acknowledge him and he shall direct thy paths. 

 

Jonathan Park is a follower of Jesus who is passionate about being 

faithful to Him. He is called to Empower, Equip, and Enable others to 

live a transformational life that can only come from a relationship with 

the One who transforms. He is married to Ashley, and they share lives 

with their three children, Evelyn, Brandon, and Sydney. He is currently 

serving as the executive secretary at the Southeastern California 

Conference. He has completed the M.Div. degree and Doctor of Ministry 

with emphasis on leadership and administration. His dissertation was on 

conflict resolution from Andrews Theological Seminary.  
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INSPIRATIONAL LEADERSHIP
Presented by 

W. Derrick Lea, Director, Adventist Community Services 

1

Agenda

Dare To Be Great!

Live Your Mission!

Make a Difference!

Inspire Others!

2

LIVE THE MISSION!

1
3
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Objective –committed to providing the communities we serve with a wide selection of affordable, fresh items. help you bring 
home affordable groceries to your family.

Mission –Food Lion believes no one should have to wonder where their next meal will come from or have to make the choice 
between paying bills or buying food. That is why it is important for us to provide support to nourish our local communities through 

Food Lion Feeds, our philanthropic giving platform focused on alleviating food insecurity.

4

5

Objective – Sell clothing
Mission – Making current 
American fashion essentials 
accessible for every family
Example – The clothing 
outlet offers frequent sales 
for both kids and adults 
while adding some fun to 
the experience

6
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MAKE A DIFFERENCE!

2
7

Objective
build and sell homes

Mission 
promote sustainable eco-friendly homes 
to preserve and protect the environment

Example 
Each home built is sustainable and 

equipped to use less energy, gas and 
water, so buyers know they're moving 

into a property that's better for the 
environment. Also, a portion of all sales 
goes to the company's nonprofit arm, 

the Dream Builders Project, which 
provides services and monetary 

donations to select charities.

8

Objective – Sell pants, accessories, cardigans, and dresses
Mission – promote livable wages in Thailand, save elephants
Example – They pay 2x minimum wage and donate to 
organizations that work to save the elephants

9
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INSPIRE OTHERS TO 
GREATNESS!

3
11

Objective 
make and sell jewelry that inspires

Mission 

The Giving Keys is a pay it forward company and hand-stamps products with inspirational words like 
Believe, Love, Strength, or a personalized word. You're encouraged to embrace your word then pass it 
on, "paying it forward" to someone you feel needs the message more than you.
Example – employs people who are transitioning out of homelessness and provides full-time jobs at a 
living wage. With each job, the company offers benefits as well as paid time off for housing, education 
and case-management appointments.

12
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Objective 
Make and sell coffee

Mission 
“To inspire and nurture the human spirit — one person, one cup, and one 

neighborhood at a time.”

14

15



7/19/21

6

DARE TO BE GREAT!

4
16

ACTIVITY

• Examine the varying quotes in the 
middle of the table and select a few that 
are meaningful to you.
• Jot down your thoughts about greatness 

gleaned from the quotes you chose. 
• Share your ideas/thoughts with your 

table mates and generate a definition. 
• Assign a reporter from you group who 

will share your collective definition of 
greatness, based on the things shared. 

17

Module

HOW DO YOU 
DEFINE 

GREATNESS?
18
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Lessons Learned from Chik-Fil-A

LESSON 
#1

LESSON 
#2

LESSON 
#3

LESSON 
#4

Let your faith be your 
“WHY”. Stand firm in 

your convictions 
always. Let your 

“WHY” drive your 
“what”, “when”, “who” 

and “how.”

Create and cultivate a 
culture of love, hope 

and grace. 

Relationships with God 
and with  people come 

before product and 
profits. 

Stand firm on a 
foundation of Biblical 
truth. Don’t just learn 

it, live it. 

20

Lessons Learned from Chik-Fil-A

LESSON 
#5

LESSON 
#6

LESSON 
#7

LESSON 
#8

Value, grow and 
reward your 

employees. Value their 
spirit and their souls.

Value a good name 
over great riches 
(Proverbs 22:1).

Be consistent, reliable 
and trustworthy. 

Give over and beyond. 
Tithe. Invest in others. 

21
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Lessons Learned from Chik-Fil-A

LESSON 
#9

LESSON 
#10

LESSON 
#11

LESSON 
#12

Be good stewards of 
your business' talent, 
profit, resources, and 

influence.

Customers first always. 
Customers should 

encounter love, hope, 
grace and a smile 

every visit. 

If you want to walk on 
water, you’ll have to 
get out of the boat. 

Dare greatly and Godly. 

Be a surrendered 
leader everyday. 

22

23

ACTIVITY - Is God Glorified or Not?

Examine the following organizations who identify themselves as 
being “religious” or “Christian.” 
Based on their mission and their actions and/or products, do you 
believe they are “Great” as previously defined.

Forever 21 Timberland

Tyson Foods Alaskan Air

Tom’s of Maine Mary Kay

In-N-Out Burgers Marriott Hotels

Interstate Batteries JetBlue

Trijicon Hobby Lobby

George Foreman Grill Curves Gyms

Goldhen Eggs – Rose Acre Farms

24
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Urban Mission and Ministry: Jesus in the City 

Presenter – Dr. Skip Bell 

*No handouts – Presentation only
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INTRODUCTION 
This course addresses your competency as a leader called by God to manage people 
or minister to people with different cultural backgrounds. Diversity is God’s idea. 
He created diversity and he is the God of all nations (see Slide 3; cf. Matth. 28:19-20, 
Rev. 14:6-7). North America is becoming increasingly multi-cultural (Slide 4). Being 
you yourself is no longer enough. Chances are that you are called to lead a team of 
diverse people. That means that your effectiveness as a leader depends on your 
ability to understand and work with cultural differences (Slide 5). Welcome to 
adventure land!  

You ask, what do you mean by adventure land? Well, when we work with people 
coming from different cultural backgrounds we are entering a world whose rules we 
can no longer take for granted. Many organizations have paid a heavy price for 
cultural incompetence. It takes more than good intentions to work effectively with 
people whose background is different from our own.  Many of the leaders coming 
into this course already bear the scars to prove it. 

The purpose of this course is to help you (1) debrief some of your own experiences 
you have already had with people from other cultures; (2) develop an awareness of 
your own cultural conditioning;  (3) understand the foundational concepts of culture 
and cross-cultural communication, (4) improve your ability to lead increasingly 
multicultural groups; (4) and minister with cross-cultural sensitivity to people from 
different cultural backgrounds (see slide 7).  
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CULTURE: AN OVERVIEW 

Learning Task A: You Are a Culturally Diverse Person (see Slide 8) 

Task A: Take a moment to complete the following circle diagram. How do you identify 
yourself to others? Write in as many squares as you can a word that identifies an 
important way you are known to others, e.g.: Adventist, Christian, African-American, 
Democrat, director, mother, brother,  . . . . Share your circles with a learning partner.  

 
 

 

Adapted from Paige, R. M., Cohen, A. D., Kappler, B., Chi, J. C., & Lassegard, J. P. (2002). 
Maximizing Study Abroad: A Program Professionals' Guide to Strategies for Language and 
Culture Learning and Use. Minneapolis: Center for Advanced Research on Language 
Acquisition, pp. 39-40. 
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Task B:  Reflect on Your Experience (see Slide 8, overlay) 

The seven squares are an attempt to represent who you are. Think for a moment what 
just happened. How easy or difficult was this exercise for you? Why? Can you reflect for 
a moment on what you did and how you felt about it by answering the following 
questions? 

• If you had to pick just one square which one would it be? How about two squares? 
Why would you pick these particular ones? Why are they the most important 
aspects of your cultural identity? 

• Did you have difficulty filling in the seven squares? Did you need more squares?  

• What insights about yourself did you gain from this exercise? 

• Go back to the squares and add some of the values you attribute to the squares. For 
instance, values from being an American might be “freedom” or “equality.” Are 
there places where these values are in conflict? 

• How might these squares change when you are in another community or culture?  

• Did you list your social class? The languages you speak? Why or why not? 

• How would you feel if you were in another culture and people would see you just as 
one circle—such as American, or Nigerian, or African American, or Hispanic, or 
White American, or some other designation? 

 
This exercise helps us realize how culturally diverse, complex and unique we all are. It is 
important to realize that we cannot put any person we encounter into a box we can easily label. 
Thus when we speak about cultural differences in the pages that follow, keep in mind 
that a cultural difference between groups – while real and discernable – does not mean 
that everybody in a group behaves and feels the same way. Individual differences 
within a group are often greater than the average differences between groups.  
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The Hidden Dimension 

As we approach people of other cultures we will soon realize that what we see is not all 
that is going on in any given situation. But often it is difficult to sort things out without 
looking below the surface of what we can see.  

Learning Task: Culture Aspects Above and Below the Surface (Slide 9) 

Some aspects of culture are more visible than others. Take a look at the following list 
and place them above the waterline (by marking them A) or below the waterline (by 
marking them B). 

 

   ___Method of worship 

   ___ Clothing 

   ___ Rules of politeness 

   ___ Time management 

   ___ Sense of personal space 

   ___ Concepts of beauty 

   ___ Greeting rituals 

   ___ Gestures 

   ___ Status and power 

   ___ Degree of eye contact 

   ___ Views on equality 

   ___ Attitudes toward sexuality 

   ___ Relationship to nature 

   ___ Funeral customs 

   ___ Manners of eating 

   ___ Attitudes towards crises 

   ___ Tipping customs 

   ___ Religious belief 

 

Reflect  

Now take another look at the list you just categorized.  What item was most difficult to 
place for you? What items did you place (want to place) in both areas? Why? Where did 
you place “status and power”? If you do not have any visible signs of power (e.g., a big 
office, many employees, a big car. . . ) how do you know somebody is powerful? How 
would you express equality among women and men? Between social classes? 

 

 

 



Page | 6  Ministering Across Cultures 
 

  



Page | 7  Ministering Across Cultures 
 

Onstage and Backstage Culture (Slide 10) 

Can you see that you are dealing with at least two levels of culture: (1) something that is 
visible to you—some call it “onstage culture,” some aspects that are not visible but 
clearly present in the situation—some call it “backstage culture.” Take for instance the 
simple ritual of greeting. The visible behavior may be the extending of your hand to 
shake hands with the person you are being introduced to. Why do you do that? That is a 
strange question you say. That is what you do when you are introduced to somebody. 
You are right, that is what people do in your culture. But is that done in all cultures? 
Recently I was introduced to a new student, a woman from Kuwait. You guessed right, I 
did what I should have known not to do: extending my hand to a Muslim woman was a 
serious faux pas. Fortunately she was prepared and kind in this situation. “In my 
country, we don’t shake hands with men,” she said quietly. The onstage culture here is 
the shaking of hands as a greeting. But it is the backstage culture horizon that tells you 
why a culture does something or does not do something. Ignoring these deeper 
dimensions leads to problems.  

Backstage Culture & Misunderstandings 

“An American girl cleaned the room while her Thai roommate was having breakfast in 
the dormitory dining hall. When the roommate returned, she became upset, cried, and 
left the room. Later it became clear that the American girl had placed the Thai girl’s skirt 
on the pillow portion of the bed. In Thai culture, the head is sacred and putting a piece 
of clothing associated with a lesser part of the body on a place reserved for the head was 
one of the worst possible insults. Friends and advisors tried to explain to the Thai girl 
that the American girl’s intentions were only good, but the involuntary reaction was so 
deep that she refused to room with the American girl again.”  

(Taken from Sikkema and Niyekawa, Design for Cross-Cultural Living, Yarmouth, Maine: 
Intercultural Press, 1987) 

Reflect 

Notice how the backstage culture helps you understand the “why “of an otherwise very 
confusing situation. But think for a moment: if you were the American roommate how 
would you feel at this moment? Have you ever been in a similar situation where you 
offended someone unintentionally? How did you deal with that situation? Describe 
some of your feelings and thoughts. 

Culture – the Hidden Dimension (Slides 11-12) 

So what is culture? When meeting people of another culture we often assume that what 
we see means the same thing as in our own culture. But soon you find out that there is 
something else at work. What seems familiar to us seems to be strange to others. The 
reason for this condition is what the anthropologist, Edward T. Hall (1969), called the 
“hidden dimension” of culture. Culture is different than human nature and personality. 
Can you see how ((Slide 12)? It colors how we think and act. It so thoroughly permeates 
how we perceive the world that you ignore it only at your own peril. Let’s look at the 
concept of culture a bit more carefully.  
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The Culture “Onion” (Slide 13) 

Culture can be visualized as an onion with several layers. We will look at three:  

• The outer layer represents the visible things of a culture. It includes how people 
behave, dress, and act with each other; much of the physical features of a culture: 
its artifacts and institutions, its technology and tools.  

• Underneath the visible features lie those factors that shape our behavior: feelings, 
beliefs, and values. Values are those fundamental things that are important to us. 
They also reflect what we believe to be true and good. They also give rise to our 
preferences and determine our attitudes.  

• The deepest level of culture is worldview, our assumptions about what is real. It is 
largely unconscious, but the most powerful level that influences all other aspects 
of culture (Baumgartner, 1999). 

This last layer is even more elusive than the middle layer. It is largely taken for 
granted and not thought about consciously. We will talk about worldview a little bit 
later. In this context just notice that the layers become more and more invisible and 
thus more difficult to discern by the person without cross-cultural preparation.  

What is Culture? (Slide 14) 

 

Worldview 
Assumptions 
(Invisible)

Beliefs, Feelings, 
Values (Semi-
conscious)

Behaviors, Institu-
tions, Products 
(Visible)
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So far we have learned that culture is a complex phenomenon that is characteristic of a 
group. Some aspects of culture are visible, others are more elusive. We are now ready to 
attempt a definition. As you can imagine, culture has been defined in many different 
ways. But we already know that it encompasses the ways people act and their thinking, 
even the often implicit assumptions behind their acting, whether they are aware of them 
or not. Some have called culture the software of the mind (Hofstede). For our purposes 
we will use the following definition: 

“Culture is the more or less integrated system of learned behaviors, values and beliefs 
shared by a group” (Hiebert, 1985). Think about this definition for a moment.  

• “Integrated system”: Culture is a system. A system is something that is 
interconnected. When you change one part you also influence other parts in the 
system – often with curious consequences. Think of your car. It is a system. What 
happens when you run out of gas? It affects the whole system, and you can’t go 
anywhere, even though you have good tires and your battery is fine. One crucial 
element is missing and the whole system comes to a standstill because every part 
plays a role in the system. Some parts are more vital than others to the 
functioning of the system. 

• “Learned behaviors, values and beliefs”: Culture is learned. Before you 
developed your ability to analyze something rationally you already knew that 
stealing is wrong. How? Your parents modeled it, you accepted it as one of the 
values that drive a good society. Of course we all have a little wiggle room to 
shape our lives even when we grow up. But when we make the wrong choices 
we usually suffer some form of consequences that tell us that we are expected to 
act in a certain way. The same is true for many other values. As you grow older 
you have more and more freedom to make your own decisions. But most of the 
values of your culture are already part of you.  

• “Shared by a group”: Culture is characteristic of a group. Often we think of a 
whole country when we think of a culture: the French, the Chinese, the South 
Africans. Since countries often speak a different language there is some 
justification to a national approach to culture. Some of these national differences 
have given rise to stereotypes (Slide 15). But cultural differences also exist 
between subgroups, even religious groups. Adventists in France may greet each 
other with a typical French greeting, the kiss on the cheek, but they may differ 
from the larger population in some “Adventist” ways. Can you think of some? 

Learning Task: Adventist Behavior Based on Values and Beliefs (Slide 16) 

Give an example of an Adventist behavior that is learned, shared by the group, and 
integrated into deeper cultural values and beliefs that characterize Adventists in your 
country or region. 
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Implications of the Culture Concept for Ministry (Slide 17) 

• Culture is a total way of life that pervades everything: thinking, feeling, beliefs, 
attitudes, values. 

• Because culture is a holistic system, change in one area of life has ramifications in 
other areas.  

• Culture makes life meaningful and provides identity by giving people common 
reference points. 

• Culture makes communication possible so we don’t have to guess. 

• Every culture has its own logic. People feel comfortable with their own culture. Keep 
in mind that differences are not necessarily bad. 

• Change is not easy because culture is deeply ingrained to us and linked to what feels 
normal to us.  

 

How Do We Deal With Cultural Differences 

Learning Task: The Monkey and the Fish (Slides 18-20) 

Duane Elmer (2002, pp. 14-15) tells the following instructional story of the monkey and 
the fish . . .   

 

 A typhoon had temporarily stranded a monkey on an island. 
In a secure, protected place on the shore, while waiting for the 
raging waters to recede, he spotted a fish swimming against the 
current. It seemed obvious to the monkey that the fish was 
struggling and in need of assistance. Being of kind heart, the 
monkey resolved to help the fish. 

A tree precariously dangled over the spot where the fish 
seemed to be struggling. At considerable risk to himself, the 
monkey moved far out on a limb, reached down and snatched 
the fish from the threatening waters. Immediately scurrying 
back to the safety of his shelter, he carefully laid the fish on dry 
ground. For a few moments the fish showed excitement, but 
soon settled into a peaceful rest. 

Joy and satisfaction swelled inside the monkey. He had 
successfully helped another creature. 
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Think About the Story of the Monkey:  

Having read the story answer the following questions if possible in dialogue with your 
learning group: 

1. What was the monkey’s motivation? 

2. How would you describe the monkey as he went out on a precarious limb to 
“help” the fish? 

3. Why did the monkey help the fish by taking it out of the water? 

4. What did the monkey assume about fish culture? 

5. How do you think the fish felt about the help it received? 

6. What advice would you give the monkey for future situations where he would 
like to help? 

  



Page | 13  Ministering Across Cultures 
 

Understanding Your Own Culture Worksheet 

The following list of questions covers many of the issues we are dealing with in this 
handbook. Take time to answer each question by marking the number on the scale that 
most identifies your position between the two answers. Remember there are no right or 

wrong answers. 
 

1.  A person’s identity lies within: 
 

 The individual 1 2 3 4 5 6 7 The family 
   

2.  A person should place reliance on:  

 Others 1 2 3 4 5 6 7 Self 

          
3.  A person learns from:         

 Personal experience 1 2 3 4 5 6 7 The wisdom of others 
          

4.  I am motivated by the need to:         

 Improve myself 1 2 3 4 5 6 7 Be liked  
   
5.  I view other people’s motives as:  

 Suspicious 1 2 3 4 5 6 7 Basically trustful 
          

6.  I define friendship as including:         

 Many people  1 2 3 4 5 6 7 Few people 

   
7.  In a social situation I feel that friendly aggression (teasing, one-upmanship and so on): 

 Is acceptable and fun 1 2 3 4 5 6 7 embarrassing  
          
8.  I deal with conflict:         

 Directly 1 2 3 4 5 6 7 Indirectly though 
others 

   
9.  I approach activity with a concern for:  

 Doing things together 1 2 3 4 5 6 7 Being together 
          
10.  My usual pace of life is:         

 Fast, busy 1 2 3 4 5 6 7 Slow, relaxed  
          

11.  I solve problems by         

 Goal-based analysis 1 2 3 4 5 6 7 Past knowledge or 

experience          
12.  I define time in terms of the           
 Future  1 2 3 4 5 6 7 Past 
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13.   Nature is:         

 Mystical and fateful 1 2 3 4 5 6 7 Physical and 
knowledgeable 

   

14.   I feel ultimately that what is desired can be achieved:  

 If one works hard 1 2 3 4 5 6 7 In very limited 
measure 

          
15.   Youth should:         

 Show deference to wiser elders 1 2 3 4 5 6 7 Lead progress 
          

16.   Feelings should be:         

 Suppressed 1 2 3 4 5 6 7 Freely expressed 
          
17.   Personal beliefs should:         

 Conform 1 2 3 4 5 6 7 Be asserted 
   
18.   In your life direction you should:  

 Follow a self-determined 

course 

1 2 3 4 5 6 7 Do what is needed of 

you 
          
19.   Problem solving should be:         

 Deliberative and logical 1 2 3 4 5 6 7 Instinctive and 
impulsive 

          

20.   Manual labor is good for:          

 The lower classes 1 2 3 4 5 6 7 Anyone 
          
21.   With regard to the family:         

 Other relationships can be just 
as important 

1 2 3 4 5 6 7 There is a strong 
loyalty and priority 

        
22.   Authority is:         

 Resented and rebelled against 1 2 3 4 5 6 7 Respected and valued 
   
23.   The style of communication preferred is:  

 Tactful, indirect 1 2 3 4 5 6 7 Open, direct 
   

24.   For the underdog, there is a feeling of:  

 Empathy 1 2 3 4 5 6 7 Scorn 
          
25.   Elders receive:         
 Respect 1 2 3 4 5 6 7 Disregard  

(Taken from Lane, 2002, pp. 35-36.)  
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Universal Truths or Culturally Determined Rules 

Learning Task: Universal Truths or Culture Rules (Slides 21-22) 

Respond to the following statements by determining whether they are universal 
truths (true for everyone regardless of culture) or whether they are molded by 
culture. 

Statement 
Universal 

Truths 
Culturally 

Conditioned 

1.  People should always strive to arrive at 
the appointed time 

  

2.  It is best to tell a person if they have 
offended you.  

  

3.  Women should not wear makeup.   

4.  It is rude to accept an offer if only asked 
once. 

  

5.  It is better to be rich than to be poor.   

6.  One should choose one’s own spouse.   

7.  Polite men will allow women to walk 
through doorways first. 

  

8.  Being a good citizen means agreeing with 
your country’s leaders. 

  

9.  Individuals have the right to make 
decisions about their future, regardless of 
what the family wants. 

  

10.  Good children will agree with their 
parents. 

  

(From Lane, 2002, p. 46.) 
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CULTURE AND COMMUNICATION  
Communication is a process of transmitting meaning from a sender to a receiver with 
the goal of creating common understanding. The sender encodes ideas into symbols. 
Symbols can be words or nonspoken symbols. Messages sent using words are called 
verbal communication. Messages sent without using words are called nonverbal 
communication.  

Culture makes communication possible by providing a system that people of one 
culture can readily understand. In human communication ideas are not communicated 
directly from mind to mind. (Analogy: computers (hardware) do not communicate 
directly either, they need a compatible operating system and software.) Human 
communication uses symbols to communicate, that is, forms with meaning attached to 
them. For working with translators (or more accurately, interpreters) see Slides 67-70. 
 

Form & Meaning (Slide 24) 

Form: Something others can receive through their senses and attach a meaning to. 
Example: Physical touch with the right hand 

  
Meaning: The actual content communicated. 

Example: The meaning of a welcoming greeting 
  
Symbol: The link of a form to a specific meaning. 

Example: Extending the right hand to someone means a welcoming greeting. Not 
accepting the extended hand may mean serious trouble. Symbols may mean 
different things to different people: e.g.: the meaning of a car to a teenager or to 
the father. 

Learning Task: Symbols to Communicate Friendship (Slide 25) 

A specific symbol is always part of a larger symbol system. Take a look at the table of 
symbol systems below and list at least three different symbol systems how you could 
express “acceptance” or “friendship” in your culture? 

  
 
  

Barriers to Intercultural Communication 

• Different forms – same meaning 
 
 

• Different meaning – same form 
 
 

• Filters based on previous experience 
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Dimensions of Cross-cultural Communication (Slide 26) 

Even in monocultural situations we often run into communication problems. Just 
imagine how complex communication becomes when there is no common basis for 
understanding.  

 

 

 

 

 

 

 

 

 

 

 

• Cognitive: Words, . . .  
 
 

• Affective: Non-verbal dimensions  
 
 

• Evaluative: Judgments we make about the sender, the message, its meaning 

 

 

Non-Verbal Communication  

Messages sent without using words are called nonverbal communication. Nonverbal 
Communication may have several functions and forms: 

• Replacing spoken messages 

• Sending uncomfortable messages 

• Forming impressions that guide communication 

• Making relationships clear 

• Regulating interaction 

• Reinforcing and modifying verbal messages 

When making phone calls in another culture nonverbal aspect can be very important 
(see Slide 71). 

  

RS

Feedback

Cognitive

Evaluative

Affective

Filter Filter

Received message
Actual effectIntended message Static



Page | 18  Ministering Across Cultures 
 

Nonverbal Message Codes (Slides 27-28) 

When we learn to communicate, we do not only learn how to use language but also the 
various other ways people in that culture use to communicate.  

• Touch 

• Glance 

• Vocal nuance 

• Proximity 

• Pause (silence) 

• Intonation 

• Smell 

• Posture 

• Eye contact 
(gaze) 

• Volume 

• Gestures 

• Facial 
expression 

• Dress 

• Word choice 
and syntax 

• Sounds 
(paralanguage) 

 
 

Discomfort Clues that Signal Cultural Differences (Slide 30) 

Anybody who has traveled to another culture has stories of exiting new sounds and 
smells. The longer you work with people of other cultures or live in another culture the 
more these exciting aspects can become a source of irritation. What at first seemed 
friendly and deferential may seem now ineffective or even irresponsibly passive. What 
at first seemed relaxed and easygoing now seems like a total disregard for time and 
appointments. What is happening? 

You are experiencing discomfort with another culture. Using our own culture as our 
standard we are assuming that people ought to act and behave a certain way; our way. 
When they don’t we run the risk of attributing motives and negative intentions to those 
behaviors that violate our own cultural expectations. Read the following statements and 
ask yourself how a person from another might explain your discomfort (Prince & 
Hoppe, 2000, p. 12): 

“Why doesn’t she just say yes or no?”  

Issue: Indirect answers  
Meaning: May signal indecisiveness in one culture, while deference and respect in another. 

“Why is he always staring at me like that?”  

Issue: Staring 
Meaning: Can signal aggressiveness or intimidation in one culture; while eye contact may 

show attention and esteem in another.  

“Why doesn’t she tell me if she doesn’t understand something?”  

Issue: Asking questions 
Meaning: While accepted as an effective tool for communication in one culture questioning 

(esp. superiors) is seen as insolence in another. 

“Why does he sit there smiling when I am talking about his performance problems?”  

Issue: Smiling during a discussion about performance problems 
Meaning: Is it contempt and disinterest (culture x), or sincerity and attention (culture y)? 

“Why does he make a joke out of everything?”  

Issue: Glib nature 
Meaning: Can signal a lack of confidence or seriousness, in another it is a sign of deference. 
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Your own example from an uncomfortable cross-cultural encounter: 

 

 

 

The Johari Window (Slides 31-32) 

• How well do we know ourselves? Are you living in an ivory tower? 

• How do we diminish our blindspots? 

• What is the influence of the hidden area (unknown to others, but known to us on our 
leadership? 

• How does the unknown area of our life impact the effectiveness of our leadership? 

 

 

Summary: Reading Cultural Differences (Slide 33) 

When we are communicating with people from another culture we need to learn to pay 
attention to thing we usually understand without great effort. Prince and Hoppe (2000) 
suggest some questions that might be helpful to you: 

• What do I know about this person’s culture? 

• Do I take the time to understand where this person is “coming from”? 

• Do I pay attention to words and body language? 

• Do I listen for feelings and unvoiced questions? 

• Do I clarify and confirm what I have heard? 

• Do I check to make sure the other person has fully understood what I said? 



Page | 20  Ministering Across Cultures 
 

CULTURAL DIMENSIONS 
Let’s look at some ways how cultures are different. Each culture has unique ways of 
seeing the world, life, and relationships. These ways of seeing are like cultural 
lenses. We are often not aware of these lenses just as we do not usually notice our 
own glasses that we are wearing (unless they get dirty and we can’t see well with 
them anymore and need to clean them). Yet they influence how we relate to others 
and think about life and reality. (Slides 35-38) 

 

    
Low Context High 

    

Individualistic Identi ty Collectivistic 

    

Being Outlook on  L i fe Doing 

    

Universal Rules Particular 

    

Fixed Time Fluid 

   

Achieved Authority Ascribed 

    

Low Power Distance High 

    

Binary Logic Contextual 

    

 

In the following pages we will take a look at these dimensions to get a feel how 
radically different cultures can be. Like personality traits that make up a unique 
person, so these culture traits describe aspects of different people groups. But 
remember this rule: When looking at any of these descriptions the differences 
observed within a group are often more pronounced than the differences between 
groups and cultures.  

For examples, take the United States. In this country you can easily find examples in 
any given population group who will display opposite traits of a cultural dimension 
we will describe as “American” in the following pages. Keep in mind that we are 
dealing here with average differences between groups, not absolute differences 
everybody in the group exhibits. Still it is true to say that the United States are one of 
the most individualistic countries in the world.   
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Culture Dimension – Context: High or Low (Slide 39) 

When you interact with people from different cultures you will soon find out that 
cultures have different ways to give meaning to an event. In some cultures it is 
important to be very explicit about the meaning of what you are saying. It does not 
really matter where you are saying it, the meaning stays the same. These cultures have 
been termed low-context cultures. Their message tends to be very precise. In other 
cultures the meaning is not so much in the words as in the context in which the message 
occurs. These cultures are referred to as high-context cultures. In such cultures you will 
find yourself often reading “between the lines” in order to understand the real meaning 
of what is going on in an event. In some high-context cultures people will not tell you 
“no” in a direct way because it is considered rude to do so. Instead they will use non-
verbal clues to let you know that they mean “no.” 

“Context is the information that surrounds an event; it is inextricable bound up with the 
meaning of that event. The elements that combine to produce a given meaning – events 
and context – are in different proportions depending on the culture. The cultures of the 
world can be compared on a scale from high to low context. “ (Hall, 1995, pg. 66) 

 

Low Context Cultures High Context Cultures 

Expressing meaning thru explicit verbal 
messages (straight talk) 

Expressing meaning thru the context 
(positions, social roles) or nonverbal channels 
(pauses, tone of voice) 

Overt and plainly coded messages often given 
in more than one way 

Covert and internalized messages using non-
verbal codes extensively 

Speaker is responsible for giving a clear 
persuasive message 

Listener assumes responsibility to infer the 
hidden or contextual meanings   

Reactions are visible on surface  Reactions are reserved 

Individualistic Collectivistic 

Direct verbal style Indirect verbal style 

Informal verbal style Formal verbal style 

Matter-of fact Understated or exaggerated tone 

Life is compartmentalized Life is viewed holistically 

Verbal assertiveness or talkativeness Verbal reticence or silence  

Sees high context communication as chaotic, 
secretive, unreliable, emotional 

Tries not to bore you with step-by-step 
explanations and can get impatient with 
detailed steps 

 

Think of twins who have grown up together. They often can complete each other’s 
sentences and communicate much more economically than two lawyers working in a 
courtroom in a trial whose communication has to be very explicit to avoid any 
misunderstandings. 
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High-context cultures expect people to “read between the lines,” may not say “no” 
directly, instead may use apologetic expressions, delay decisions, or use indirect 
expressions.  

Examples: 

• High context cultures: Japan, Korea, most Arab cultures, Mediterranean peoples, 
Mexico, most African cultures 

• Low context cultures: Germany, Switzerland, Scandinavian countries, USA, 
Canada, UK, Australia 

 

Silence 

Korean proverb: “Empty wagons make the most noise.” (Ting-Toomey & Chung, 2005, 
p. 181) 

Importance of silence in Asian and Native American communication patterns.   

Silence is often used as a neutral communication process. E.g.: French tend to be silent 
when with strangers and preserve formal distance with silence. European Americans 
tend to “break the ice.”  

Application: Can you think of examples from your own culture? 

 
 

Implications for Ministry 

What implications do you see for ministering to low- or high-context culture people? 

One thing that should be clear to you is that you can’t assume that your message has 
come across unless you are intentional about using cultural clues that are familiar to the 
culture of that person. 

If you mean to honor somebody from a high-context culture, e.g.: an elder from the local 
Korean church, you may have to learn to express your appreciation in more formal high-
context ways instead of the more informal celebration style practiced by Anglo-
Americans. 

If you are from a high-context culture (e.g.: Asia) and know that you can’t attend a 
certain function, don’t assume that you have been understood unless you say so 
explicitly: “I am sorry I can’t come tonight.” It may seem a bit strange to you that you 
have to be that explicit. But that is the way it is in a low context culture. You have to put 
it into words to be understood.  
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Culture Dimension – Identity: Group or Individual (Slide 40) 

If you want to travel fast . . . go alone. 

If you want to travel far . . . go together. 

AFRICAN PROVERB  (Elmer, 2002, p. 135) 

Another important dimension of culture is the way people see themselves and develop 
their identity. In collectivistic cultures people view themselves primarily as belonging to 
a group, in individualistic societies each person sees him- or herself as an individual 
apart from its group or family. 

 

Individualism  Group-Orientation  

“I” identity “We” identity 

Nuclear family Extended family 

People achieve alone and assume personal 
responsibility 

People achieve in groups which assumes 
joint responsibility 

Individual decisions made on the spot and 
trump group expectations 

Decisions referred back to organization  

Frequent use of “I” More frequent use of “we” 

Direct communication patterns Indirect communication patterns 

Competition Cooperation & teamwork 

Be all you can be! The nail that sticks up is hammered down! 

West Two-thirds of the world 

 

Examples 
• Individualist cultures: United States, Australia, Great Britain, Netherlands, 

Canada, New Zealand, Belgium, Denmark, France, Sweden 

• Collectivist cultures: Guatemala, Ecuador, Colombia, Indonesia, Korea, China, 
Pakistan, Turkey 

Top Values 
• Individualistic: freedom, honesty, social recognition, comfort, personal equity 

• Collectivist: harmony, face-saving, filial piety (respecting parents’ wishes), 
equality in the distribution of rewards, fulfillment of others’ needs 

Implications for Ministry 

Negotiations: In community-oriented cultures you may have to show patience for the time 
it takes to come to a consensus decision that are acceptable to the whole group. 
When a negotiator is surrounded by helpers it indicates this person’s status. 
Representation happens through a group of people who are bound by the people 
who sent them. Remember the aim is to build lasting relationships. 
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In individualist cultures be prepared to make quick decisions or to receive offers that 
have not been discussed with a higher-up. Accept the fact that even important 
decisions are often delegated to one person who has the authority to negotiate on 
behalf of the group.  

Translators: In group-oriented cultures a translator may become an interpreter engaging 
in lengthy asides or mediating misunderstandings and may not act as a neutral 
person as is expected in the Anglo-Saxon negotiations. 

Decision-making: In communitarian cultures decision-making takes longer; it requires 
effort to achieve consensus; voting down dissenters is not acceptable practice; but 
implementation tends to go smoother due to prior broad agreement. 

Special Issue: Loss of Face (Slide 41) 
When life is viewed from a collectivist perspective is it extremely important to feel one 
fits in and brings honor to the group. Saving face is thus a big issue. To lose face is to 
bring shame to oneself or on the group or family to which one belongs. Loss of face can 
be caused by dishonoring oneself by not living up to certain goals, actions of a family 
member, not fulfilling another’s expectation, causing a person to be out of unity with the 
group, suggesting that one is responsible for a problem or a difficulty, losing in a real or 
perceived competition (Lane 2002, 89) 

How to Avoid Loss of Face (Slide 42) 

Don’t ask questions to force the other person to admit a mistake.  
• Not: Did you forget to bring in the mail? 

• But: I can’t find the mail, can you help me? 

Listen for the answer to yes/no questions 
• If the answer is no, it may not be stated. You may hear: “not yet,” “I don’t think so,” 

that’s fine.” Recognize an indirect no.  

Pay attention to cultural etiquette.  
• When you ignore a matter of protocol you assert that your ways are superior to theirs. 

You will be losing face in their eyes. For example: When going to a Japanese (Lao) home 
take off your shoes.  

Be complimentary.  
• Face saving cultures are effusive in their praise. Reciprocate. Also realize that their real 

opinion of you will be reflected in their actions more than in their words.  

Show respect 
• Use appropriate titles and formality. There may be many rules you don’t know. But an 

attitude of admiration and personal humility goes a long way. 

Do not set up competitions. 
• “Everybody is doing this. Would you like to do this too?” is an inappropriate strategy to 

motivate someone from a collectivist culture. 

Do not ask questions implying that the other is in need 

• Not: What do you need? But: How can we partner together on this? Or what do you 
think will be necessary? 
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Culture Dimension – Outlook on Life: Doing or Being (Slide 43) 

Some cultures are more action-oriented emphasizing the importance of living 
productive lives in terms of achieving goals. Other cultures are more being-oriented 
which see relationships as more important than individual achievements. While most 
cultures emphasize both ends of the spectrum in some settings, there are different 
orientations that tend to dominate the way they approach life and work.  

 

Doing Being 

Mastery over nature Harmony with nature 

Actively shaping their lives and surroundings Part of their environment, accepting what 
life gives them 

Focuses on results and materialism Focuses on relationships and quality of life 

Finds satisfaction in the tangible 
achievement of goals and completing 
planned projects 

Finds satisfaction in interaction with people 
and groups 

You are in control of your own destiny Seeks friends who are group-oriented 

Problems are the result of poor planning or 
laziness 

Deplores loneliness; sacrifices personal 
achievements for the sake of group 
interaction 

Life is often filled with many activities to 
make progress 

Enjoys a steady and relaxed way of life in the 
here and now. 

Social life is an extension of work activity Business relationships are ways for people to 
join each other.  

Social activities may be considered as 
unproductive time 

Spend significant time in fulfilling obligations 
of group membership 

“You get what you put into it.” “Work to live. Enjoy what you have.” 

Future oriented Tomorrow may be worse than today. 

(Based on Hofstede, 2001; Lingenfelter & Lingenfelter, 2003; Wilson, Hoppe, & Sayles, 1996)  

 
This orientation is related to many concepts found in different worldviews. In some 
Arab countries the concept of fate is dominant which has implications for how people 
see the value of individual efforts. Some religions stress submission to the will of God 
(Islam comes from the verb meaning “to submit”). Many cultures are more holistic in 
their outlook and do not separate between work and family, religion and public life in 
contrast to secularist views that dichotomize life into distinct spheres of activity.  
 
Examples:  

• Being: Buddhist cultures of Thailand, Bhutan, Laos, and Tibet; France, Sweden, 
Denmark 

• Doing: China, Japan, US, Philippines, Great Britain, Ireland 
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Culture Dimension – Relationships and Rules (Slide 44) 

All cultures try to give their people some guidelines on how to respond to moral 
dilemmas. When cultural rules do not fit particular circumstances cultures have an 
understanding how such situations are to be handled. Cultures differ widely however in 
the way they relate to rules. If they see rules as universal they assume that they apply to 
all people with few exceptions. If they approach life from a particularistic perspective on 
rules they favor treating situations case by case. Each approach has its strengths and 
weaknesses. But they tend to create very different approaches to reality and life at odds 
with each other. We will illustrate this cultural element in the learning task below.  

Universal Rules Particular Rules 

All have to adhere to standards & rules There are particular obligations to people we 
know 

Rules apply to all and there are few exceptions. Rules may have to be modified to fit the 
exceptional nature of the present 
circumstances. Exceptions are the rule.  

See particularistic rule bending as corrupt. See universalist rule-driven persons as 
corrupt. 

“They can’t be trusted because they will 
always help their friends.” 

“You can’t trust them; they would not even 
help a friend.” 

Contracts are definitive Contracts are rough guidelines. 

Contracts are preferred to be precisely worded Contracts are preferred to be as vague as 
possible 

A trustworthy person honors their word. A trustworthy person honors changing 
circumstances. 

Learning Task (Slides 45-47) 

The Dilemma (Trompenaars & Hampden-Turner, 1998) 
You are riding in a car driven by a close friend. He hits a pedestrian. You know he was 
going at least 35 miles per hour in an area of the city where the maximum allowed speed 
is 20 miles per hour. There are no witnesses. His lawyer says that if you testify under oath 
that he was only driving 20 miles per hour it may save him from serious consequences. 
Was right has your friend to expect you to protect him? 

Your response:  

___ A definite right to expect me to testify 
___ Some right  
___ No right 

Check if you would testify:   

___ Yes, I would.               
___ No, I would not. 
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For researchers of cultural behaviors it is fairly easy to predict how you have 
answered these questions (Slide 46). You “know” how these questions should be 
answered and consider anybody who disagrees with you at least strange, if not 
outright indecent. Contrary to what many believe how people view rules differs 
widely among cultures. Some see rules as universal, while other cultures focus on 
the situations to which rules are to be applied. 

Universalists respond that “as the seriousness of the accident increases, the obligation 
to help their friend decreases” (Trompenaars & Hampden-Turner, 1998, p. 34). 
Particularists see it differently: “My friend needs my help more than ever now that 
he is in serious trouble with the law” (p. 34).  

Interestingly, the universalist stance is more common in Protestant cultures, where an 
adherence to God’s written laws is more explicit and where contact with God is not 
mediated by a priest equipped with the power to make allowance for human 
weakness. In Catholic cultures seem to be more relational and more particularist.  

People can break commandments and still find compassion for their unique 
circumstances. God for the Catholics is like them, moreover; He will probably 
understand that you were lying for your friend, particularly one who had the 
bad luck to have the stupid pedestrian crossing in front of his or her car. (p. 36) 

Implications for Ministry and Organizations 

What does this mean for you as a leader of a Christian ministry working with people 
from different cultures? As you can probably sense, differences in this dimension can 
have far-reaching effects on how you need to structure a relationship. Here are some 
things to consider:  

• The more universalist a society is the more it feels the need for structures to 
protect the truth (US has the most lawyers of any society).  

• In such a culture people feel that a “A deal is a deal!” 

• Written detailed contracts in a US setting may signal distrust in another 
cultural setting.  

• US: “An honorable person honors their word.”  

• Japan: “An honorable person takes all circumstances into account.  

• In universalist cultures seek fairness by treating all like cases in the same way 

• In particularist cultures seek fairness by treating all cases on their special 
merits. 

 
Can you think of other implications? 
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Culture Dimension – Time (Slides 48-49) 

The way cultures relate to time may vary drastically and can create a lot of irritation. 
Leaders often have a hard time understanding the different “clock” of another culture. 
What can we do about that? The first step is to understand how cultures view time. 

Time – An Abundant or Scarce Resource? 

In the US time is a scarce resource to be used wisely. It is evolving from point A to 
point B in a line. For most of the rest of the world: time is abundant and cyclical. 
What you don’t get done today, you can get done tomorrow. This results in a more 
relaxed pace of life. 

 

Time Orientation (Trompenaars) 

Past  Present Future 

Importance of traditions 
& past achievement. 

Focus on the moment š 
regard of past or future. 

Focus on what’s ahead, planning for 
contingencies, anticipating events in 
time. 

Respect for age & 
ancestors 

Respect for present 
relationships 

Interest in the youthful and in future 
potentials 

Emphasize the history, tradition and rich cultural 
heritage as evidence of great potential. 

Emphasize the opportunity and limitless 
scope for the organization and its people 
in the future. 

Make sure internal relationships will sanction the kind 
of change you seek to encourage. 

Discover what core competence or 
continuity the organization intends to 
carry into the future. 

Agree to future meetings in principle but do not fix 
deadlines for completion. 

Agree to specific deadlines and do not 
expect work to be complete unless you 
do. 

Do your homework on the history, traditions, and past 
glories of the organization. Consider what re-
enactments you might propose. 

Do your homework on the future, the 
prospects, and the technological 
potential; consider mounting a sizeable 
challenge.  

 

Examples 

Past: Japan, China, many Eastern European cultures, Latin cultures 

Present: Bedouin tribes (North Africa), some Pacific Islanders, Maori (New Zealand) 

Future: Developed nations of the modern global economy 
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Time or Event Orientation (Lingenfelter) 

Some cultures are very time-conscious, others focus on the event.  

Time Event 

Time is money Relationships are what counts 

Be on time! Events can’t be predetermined in all detail 

Measuring/keeping time: the clock is master Time is elastic and determined by the 
unfolding of the event 

Don’t waste time. Use it wisely. The quality of the event is the issue 

Sequential or Synchronic (Polychronic) 

Sequential Monochronic  

Sees time as something linear More activity at a time 

One activity at a time 
 

Schedules are generally subordinate to 
relationships 

Importance to have a 
schedule/appointments 
 

Appointments are approximate subject to 
giving time to significant others 

Keep original plan 
 

Meetings tend to follow their own logic 
rather than a fixed outline 

 

Past, Present, and Future (Slides 50-51) 

Learning Task: Take a moment to think about how you see past, present and future 
related to each other by representing these three aspects of time by three circles. Draw 
three circles to represent the past, the present and the future.  
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Culture Dimension – Authority & Leadership (Slides 52-53) 

Cultures differ in the way they approach leadership issues, structure organizations, and 
how they give status to someone. The way we deal with leaders or with team members 
is embedded in cultural values. 

Power Distance (Carl, Gupta, & Javidan, 2004) 

The expected degree of social distance sanctioned by a community 

High Power Distance Low Power Distance 

Society differentiated into classes Society has large middle class 

Power bases are stable and scarce 
(e.g., land ownership) 

Power bases are transient and sharable 
(e.g., skill, knowledge) 

Power provides social order, relational 
harmony, role stability 

Power seen as a source of corruption, 
coercion, dominance 

Limited upward mobility High upward social upward mobility 

Information is localized Information is shared 

Different groups (e.g., women) have 
different involvement, democracy does 
not ensure equal opportunities 

All groups enjoy equal involvement, and 
democracy ensures parity in opportunity 
and development for all 

Civil liberties are weak and public 
corruption is high 

Civil liberties are strong and public 
corruption is low 

 

Achieved Status (common in egalitarian societies) (Slide 53) 

• Each person is responsible for his or her own fate. 

• Accomplishments earn status. 

• Recent achievements count more than old achievements. 

• Importance is linked to personal achievements. 

Ascribed Status (common in more hierarchical societies) 

• Power grows automatically with age and experience 

• Group decides who is important 

• An individual has little freedom to climb up the social ladder. 

• It is important to live within one’s assigned status. 

Implications 

How would you deal with a superior? 

How important are titles in organizations and society? 
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Culture Dimension – Logic: Binary or Contextual (Slide 54) 

Cultures value good communication expressed in “logical” ways. The problem is that 
cultures tend to differ in the way they present their case in a logical way. What seems to 
be logical in one culture may not always be understood that way right away. 

American Reasoning 

• Linear logic of cause and effect 

German Reasoning 

• Dialectic logic 
There is some truth in both positions. 
Neither position A or B has the full truth. 
A synthesis (C) of the best elements of both 
positions is the best approach. 

• That synthesis (C) now becomes the next starting  
point for a new dialectic step 

French Reasoning  

• Philosphical stance 
French teachers often digress eloquently into materials supporting the 
direction of their argument while raising interesting questions not directly 
related to the main argument. Such digressions, which are seen as 
meandering distractions in linear logic cultures, are respected as a sign of 
erudition in French cultures.  

Korean/Asian 

• Contextual logic 
Asian cultures see reality as an interrelated whole (cf. the yin-yong principle) 
and thus argue in a more holistical way than Western cultures. “Opposites 
may be both right, just different. Taoism, for example has a four-valued logic. 
Bad is the opposite of good but there may also be un-good and un-bad that 
are not necessarily the opposite of good and bad, and may actually shed light 
on the good and bad.”  

African 

• Illustrative logic of stories, metaphors, proverbs and pictures 
In a discussion different speaker may each contribute a story or a proverb 
that illustrates their point of view and contributes to the overall flow of the 
conversation.  

We do not all think the same way. As we learn to enter each other’s world we begin to 
understand better. This understanding can become the basis for developing more 
productive relationships that honor the person from another culture. The fact that the 
gospel has penetrated virtually every culture in the world indicates that at its heart the 
gospel can be translated into virtually any language in the world. Different cultural 
lenses see God in different ways emphasizing perhaps aspects that other cultures tend to 
neglect. For this reason we all need each other to gain a better understanding of who 
God really is. A great resource on this topic is Cheryl Doss’s article on Logic Systems. 

A B 

A B 

C 
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Approaching Cultures: Capture, Clarify, and Confirm  

(Slides 55-56) 

These different culture lenses help us understand in how many ways cultures differ. 
Our culture often “fills in details” automatically. Just try to read the text on slide 55. 
Most people manage without great difficulties. Amazing? Our brain does a lot for us we 
are often not conscious of. But in intercultural situations this ability of the mind gets us 
into trouble because the mind assumes that what looks similar or the same must be the 
same. But that is not true in intercultural situations. A behavior may look familiar to you 
(e.g.: a smile), but it may mean something very different (e.g.: a hidden embarrassment). 
When people have to deal with these differences they often feel annoyed. As community 
leaders we are called to see differences not only as annoyances, but as opportunities to 
enrich the community, allowing each culture to contribute and thus enrich our common 
pool of knowledge. This is not an easy, but a rewarding endeavor. Still, with all our 
good intentions, however, it may virtually impossible to avoid conflict. 

To facilitate better cross-cultural communication Prince and Hoppe suggest three rules: 

1. Capture. To avoid misunderstandings, injured feelings, and confusion, focus 
fully on the conversation. Capture what is said and refer to your knowledge 
about other cultures to make meaning.  

2. Clarify. If you aren’t completely sure you’ve understood what the other person 
is saying, look for nonverbal cues to explain the message. Alternatively, you can 
ask a knowledgeable insider to check your understanding. 

3. Confirm. To make sure the other person has understood you, give him or her an 
opportunity to paraphrase or clarify what you have said. You might want to 
write down your message or schedule a short follow-up conversation to repeat, 
in a different way, your original message.  

(Prince & Hoppe, 2000) 

 

 

Page 5: Iceberg of Culture 

Key to the list of issues above and below the surface: If an item is a visible behavior or an 
object it should be marked A. If you refer to the meaning associated with a custom or 
behavior it should be marked B. Note that people will vary in their way of categorizing 
based on these crucial differences in perspectives. Behind any visible item there is a less 
visible reason or meaning attached to the item. For instance, Rules of Politeness are 
expressed in visible behaviors (A) that show values and meanings that are implied (B). 
Taking off your hat in a church is the visible behavior (A), showing reverence is the 
implied meaning (B). 

Page 13: Check Your Answers 

Answer to the questions on page 13: All items are culturally determined.  
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APPLYING INTERCULTURAL INSIGHTS 
American and Western style management pop literature has often given the 
impression that the latest theory in management is based on a universal law of 
organizational behavior. But are these theories really universally true? Do American 
management theories and Robert’s Rule of Order apply universally? As we cross 
cultural barriers we soon become aware of the fact that cultural differences affect the 
way leadership and organizations work. Cultures differ in the way they approach 
many leadership issues including the way they approach conflict. For example:  

• How do you become a leader? 

• How do you plan and make decisions? 

• How wide is the power distance between leader and followers? 

• How important is it to avoid uncertainty? 

• How do you deal appropriately with conflict? 

Dealing With Conflict 

Learning Task:  

Read the following story and think about ways you would resolve the conflict 
experienced in this missionary home: 

A missionary family had hired some local household help in a high-context culture. 
One day they heard noise in the kitchen that sounded like a plate shattering on the 
tile floor. As the mother and children entered the kitchen to see what had happened, 
the evidence was clearly in sight on the floor: the broken dish. The helper was 
obviously distressed about the broken dish and picking up the pieces avoiding the 
eyes of the uninvited onlookers in silence. She did not say a word. One of the 
children finally broke the uncomfortable silence with an innocent voice saying: I am 
sorry, Rhonda, that you broke the plate.  

But Rhonda did not appreciate the sympathy of the child. I did not break the plate! 
was the rather short reply. 

Silence.  

What do you mean you did not break the plate? It is broken.  

Yes, but I did not break it. 

Then who did? The cat? 

This kind of exchange bears all the seeds of a potential cross-cultural conflict. What do 
you think is going on in this situation? Use insights from your study to describe several 
cultural elements that are at work in this situation: 
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Differences in Approaching Conflict (Slides 58) 

Take a look at the following table and the profound differences at play in the 
situation described above from a Western or non-Western viewpoint.  

The Issue In the Western World In the Two-Thirds World 

How do we 
communicate? 

Direct, face-to-face, forthright, 
verbal 

Indirect, parabolic, through 
third-party, non-verbal 

How do we express 
community? 

A group of individuals or 
independent beings 

Loyalty and connectedness to 
the in-group 

How do we relate to 
foreigners? 

Distant, somewhat suspicious, 
polite acknowledgment 

Courtesy, relational “yes” 

How do we approach 
conflict? 

Confront directly, expecting 
correcting of the situation 

The ultimate goal is to 
preserve relationships 

How do we expect 
people who have made 
a mistake to behave? 

Be accountable; take 
individual responsibility; own 
up to it 

Save face, protect honor; 
avoid shame 

How do we speak about 
mistakes with one 
another?  

Dominant use of the active 
voice 

Use passive, stative and 
reflexive voice 

Based on Elmer, D. (1994). Cross-cultural Conflict: Building Relationships for Effective 
Ministry. Downers Grove, IL: InterVarsity Press. 

The table above helps us understand some profound differences in approaching conflict 
that arise out of the cultural dimensions we have discussed before. Which insights 
would you apply in a conflict? Pay special attention to the difference between direct and 
indirect communication which has its roots in the way low-context and high-context 
cultures approach life (see Slide 59). Other dimensions apply here as well (e.g.: 
individualistic versus communitarian cultures).  

Application:  

What recommendations would you give to someone caught in a conflict arising out of 
the story described above? 
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Culture and Money Matters (Slides 60-63) 

Often even persons with cross-cultural experience are baffled by the way worldview 
and culture determines a people’s relationship to money and resources. The 
following financial principles have been distilled from experience in an extremely 
communal culture. Toubabs (Westerners or other expatriates) often see financial 
matters differently. Read the typical Senegalese attitudes on specific financial 
transactions listed in the left column. Then write down the corresponding belief of 
your home culture in the right column. Look at both sets of beliefs and place a check 
mark beside the beliefs that best reflect your understanding of ethical principles.  

Senegalese Financial Principles American Principles of Finance 

A loan is eligible to be repaid when the 
creditor’s need becomes greater than the 
debtor’s need. 

 

 

The repayment of loans is a subjective matter 
involving the weighing of social, economic, 
and time factors. 

 

 

A loan or rent is collected by the creditor; 
payment is not volunteered by the debtor. 

 

 

Typically people receive satisfaction from 
being asked for financial help, whether they 
are disposed to provide any help or not. 

 

 

A network of friends is a network of resources.  
Friendships are built with gifts. 

 

 

Loans of goods or things are tantamount to 
gifts. 

 

Rigor is to be avoided in accounting as it 
shows the lack of a generous spirit. 

 

 

Resources are to be used not hoarded.  

When people ask for help, they will usually be 
content with being given a part (sometimes a 
very small part) of what they are asking for. 

 

 

There is a strong sense in which people want 
to be owed money by their friends. 

 

(Adopted from Maranz, 2001.) 

Note that these principles arise out of the logic of one particular communal culture. Still 
they illustrate the enormous gap between the approaches of some cultures to money. 
What can you learn from this case study? 

For further study see Gibson, Ann. (2010). “I don’t lend money; it causes amnesia!” 
Money, culture and ethics. Journal of Applied Christian Leadership 4(1), 106-125.  
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Communicating Respect (Slide 64) 

Here are some ideas you can use to communicate your respect of people of another 
culture (from Prince and Hoppe, 2000): 

1. Study the cultures of people you work with. There are many books and 
electronic resources that can help you to know something about their culture. 
The Culture Shock or Lonely Planet book series are often helpful.  

2. Keep up with current events. Subscribe to at least one newspaper that reports 
international news. Read a weekly magazine that covers the world (e.g.: the 
Economist). Watch BBC News or other international news services. They cover 
different perspectives and events than the typical US news services. 

3. Learn some phrases from the language of your colleague. Knowing even a few 
words not only opens doors. It also builds bridges to the heart of people. If you 
work in another country, study the language seriously. Commit to learning 10 
new words, every day. Practice your new words with the people around you. 

4. Ask the people you work with about their countries. 

Dealing with Names (Slide 65) 

Make sure you get the names right, both, the sound and the correct spellings. Make a 
note of phonetic spelling for later use. In addition pay attention to titles, full names, and 
order of names.  

1. Use professional & honorific titles:  
Doctor, Herr, Signor, Professor 
Don’t jump to first name basis 

2. Don’t translate a name into the equivalent name in your language 
Nikolai (not Nick) 
Graciella (not Gracie) 

3. Understand the order of names 
In some Asian countries you first say the last name, then the first name. 
In Latin America the maiden name is part of surname. 
 

Using Humor (Slide 66) 

1. Humor is culturally dependent and does not translate well. Jokes usually do not 
translate into another culture.  

2. Avoid teasing.  
3. Don’t take yourself too seriously, yet don’t be so self-depreciating that others will 

lose respect. 
4. Watch for cultural signs that tell you that humor is out of place or acceptable. 

 

Working With Translators (Slides 67-70) 

This is an important issue outlined in Slides 67-70. See article by Pat Gustin (2010).  
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DEVELOPING BRIDGES 
In this final section I am including several charts and checklists that might be helpful 
to you as you are endeavoring to develop bridges to people from other cultures: 

1.  Ways to Develop Intercultural Relationships 
Ways to develop attitudes, aptitudes, and affinities and initiate actions towards 
greater intercultural cooperation. 

2.  A Checklist for Intercultural Church Relationships 
Churches are wonderful institutions to build new relationships with people from 
other cultures. Here is a great checklist for those of you who want to venture 
further.  

3.  Ranking Cultural Values 
A fascinating comparison of how different cultures rank different values.  

4.  Questions to Get to Know Different Cultures 

 

Ways to Develop Intercultural Relationships 

 

Attitude  Aptitudes Affinities Actions 

Be a learner.  Understand the 
cultural lenses.  

Look for common 
interests.  

Take initiative. 
Don’t be too direct. 

Show humility. Know your own 
culture. 

Find others who 
want to pursue 
crosscultural 
relationships.  

Show interests. 
Trust God. Enjoy a 
meal together. 

See God in the 
relationship.  

Learn the cultural 
specifics of each 
culture you interact 
with. 

Develop 
cooperative projects 
with other culture 
groups.  

Share your own 
culture. Ask 
questions.  

Focus on the 
relationship. 

Develop 
observational skills.  

Develop an 
emotional 
connection. 

Be flexible. Pray. 

Don’t think your 
culture is best or 
try to prove it.  

Learn appropriate 
ways to deal with 
crosscultural 
conflict.  

Connect with the 
whole family. 

Observe behaviors 
within the other 
person’s cultural 
setting.  

(Based on Lane, 2002, p. 172.)
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Checklist for Intercultural Ministry Relationships 

 

Goal Method 

Understand your cultural beliefs 
and values.  

1.  Answer questionnaire (see chapter two). 
2.  Look as the values expressed in idioms. 
3.  Discuss “Observations from Foreign Visitors”* 

Understand the other culture’s 
beliefs and values. 

1.  Read a book about the other culture written by 
someone of the culture.  
2.  Have someone from the culture come and 
speak on the culture. 
3.  Attend a cultural awareness conference or 
training session. 

Develop consensus on what you 
expect from each other.  

1.  Pray about your expectations.  
2.  Write/outline your expectations.  
3.  Discuss the expectations together.  
4.  Determine if these can be met by the others.  
5.  Agree to meet these for a set time period and 
then evaluate.  

Develop consensus on what you 
will work together to do. 

1.  Discuss what you both want to accomplish. 
2.  Recognize and value the cultural values 
represented in each culture. 
3.  Agree to assist each other in the 
accomplishment of goals.  

Fellowship together often. 1.  Pray together.  
2.  Share a meal together (pot luck, in homes, in 
restaurants).  
3.  Work on joint projects.  

Identify a course of action if a 
concern arises among one or both 
groups or individuals.  

1.  Explain how each group deals with conflict 
and why.  
2.  Agree on the steps each will take if a problem 
arises.  
3.  Notify those involved what the processes will 
be.  

Alternate or share leadership roles.  1.  Create situations for leadership to be shared or 
alternated.  
2.  Show Christlike humility as a leader. 

(Original source: Kohls & Knight, 1994 as cited in Lane, 2002, 196-97) Permission to photocopy for 
group use is granted by InterVarsity Press, Downers Grove, IL 60515 
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Ranking of Cultural Values  

 

Japanese American Malaysian Russian Swedish French 

Relationship  Equality Family 
security 

Family 
security 

Freedom Self-reliance 

Group 
harmony 

Freedom Group 
harmony 

Freedom Relationship Freedom 

Family 
security 

Openness Cooperation Self-reliance Cooperation Openness 

Freedom Self-reliance Relationship Openness Family 
security 

Relationship 

Cooperation  Cooperation Spirituality Material 
possessions 

Openness Time 

Group 
conscious 

Family 
security 

Freedom Cooperation  Competition Spirituality 

Group 
Achievement 

Relationship Openness Spirituality Self-reliance Material 
Possessions 

Privacy Privacy Self-reliance 
 

Equality Privacy Equality 

Equality Group 
harmony 

Time  Time  Equality Competition 

Formality Reputation Reputation Relationship Reputation Group 
consensus  

Spirituality Time Group 
achievement 

Reputation Time Risk-taking 

Competition  Competition Equality Authority Group 
achievement 

Authority 

Seniority Group 
achievement 

Authority Formality Material 
Possessions 

Group 
Harmony 

Material 
Possessions 

Spirituality Material 
Possessions 

Group 
Harmony  

Spirituality Cooperation 

Self-reliance Risk-taking Competition Group 
Achievement 

Risk-taking Group 
harmony 

Authority Authority Group 
Consensus 

Risk-taking Group 
Harmony 

Privacy 

Time  Material 
Possessions 

Seniority Seniority Authority Family 
security 

Openness 
 

Formality Privacy Competition Seniority Seniority 

Risk-taking Group 
consensus 

Formality Privacy Group 
Consensus 

Formality 

Reputation Seniority Risk-taking Group 
Consensus 

Formality Reputation  

(Taken from Lane, 2002) 
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Questions to Get to Know a New Culture 

1. What kind of government does your host country have? Can you name people 
prominent in the country’s affairs (politics, athletics, religion, the arts, etc.)? 

2. Who are the countries national heroes and heroines? Can you recognize the national 
anthem? 

3. What is your host country’s attitude toward trash? The environment? Conservation of 
resources?  

4. Are other languages spoken besides the dominant language? What are the social and 
political implications of language usage?  

5. What is the predominant religion? Is it a state religion? Are they tolerant of other 
religions? Have you read any of its sacred writings? 

6. What are the most important religious observances and ceremonies? How regularly to 
people participate in them?  

7. How are animals treated? Are they household pets? Which animals are household pets?  

8. What are the most common forms of marriage ceremonies and celebrations? 

9. What is the attitude toward divorce? Extramarital relations? Plural marriage?  

10. What is the attitude toward gambling? Toward drinking? Toward drugs? 

11. Do women work outside the home? In professional jobs?  

12. Is the price asked for merchandise fixed or are customers expected to bargain? How is 
the bargaining conducted?  

13. If, as a customer, you touch or handle merchandise for sale, will the shopkeeper think 
you are knowledgeable? Inconsiderate? Within your rights? Completely outside your 
rights? Other?   

14. How do people organize their daily activities? What is the normal meal schedule? Is 
there a daytime rest period? What is the customary time for visiting friends?  

15. What foods are most popular and how are the prepared? Who sits down together for 
meals? Who is served first? 

16. What things are taboo in this society? 

17. What is the usual dress for women? For men? Are slacks and/or shorts worn? If so, on 
what occasions? Do teenagers ware jeans?  

18. Are there special privileges of age and/or sex? What kinds of group social activities are 
there? Are they divided by sex? 

19. If you are invited to dinner, should you arrive early? On time? Late? If late, how late? Is 
being on time and important consideration in keeping doctor’s appointments? Business 
appointments?  

20. On what occasions would you present (or accept) gifts from people in the country? 
What kinds of gifts would you exchange?  

21. Do some flowers have a particular significance? 
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22. How do people greet one another? Shake hands? Embrace or kiss? How do they take 
leave for one another? What does any variation for the usual greeting or leave-taking 
signify?  

23. Can women vote? Travel alone? Drive a car? 

24. What are the important holidays? How is each observed? 

25. What are the favorite leisure and recreational activities of adults? Children? Teenagers? 
Are the sexes separated in these activities? Where are these activities held? 

26. What is the attitude toward adoption? Beggars? The homeless?  

27. What kinds of television programs are shown? What social purposes do they serve?  

28. What is the normal work schedule? Is it important to be on time?  

29. How will your financial position and living conditions compare with those of the 
majority of people living in this country? 

30. How are children disciplined at home? At school? Are they catered to?  

31. Are children usually present at social occasions? At ceremonial occasions? If they are 
not present, how are they cared for in the absence of their parents? 

32. How does this scarcity observe children’s “coming of age”? Are boys preferred over 
girls? 

33. What kind of local public transportation is available? Do all classes of people use it? 

34. Who has the right of way in traffic? Vehicles? Animals? Pedestrians?  

35. Is military training compulsory? 

36. Are the largest newspapers generally friendly in their attitude toward the United 
States?  

37. What is the history of the relationship between this country and the United States? 

38. How many people have emigrated from this country to the United States? Other 
countries? Are many doing so at present?  

39. Are there many American expatriates living in this country? Where do they live?  

40. What kinds of health services are available? Where are they located? 

41. What are the common home remedies for minor ailments? Where can medicines be 
purchased?  

42. Is education free? Compulsory? Are girls encouraged to attend high school? College? 

43. In schools, are children segregated by race? By cast? By class? By sex? 

44. What kinds of schools are considered best? Public? Private? Parochial? 

45. In schools, how important is learning by rote? 

46. Is there a strong belief in fate? 

47. Where are the important universities of the country? If university education is sought 
abroad, to what countries and universities to students go?  

(Taken from Kohls & Knight, 1994, pp. 65-69.)  
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Managing Conflict Across Cultures (Outline) 
 
Instructor: Erich Baumgartner, PhD 
Director, Global Leadership Institute 

Two Systems of Processing Reality 
Daniel Kahneman, the 2002 Nobel prize winner in Economic Sciences, introduces us in his book 
Thinking Fast and Slow (2011) to two systems of processing reality. 
 
System 1 (Fast): 
 
 
 
System 2 (Slow):  
 
 
 
Brain sciences help us understand that different networks in our brain process experience 
differently leading either to automated responses or managed responses. How do they differ?  
What do these insights tell us about how we can modify our approaches to conflict? 
 
Automated responses (Fast): 
 
 
 
Managed responses (Slower): 
 
 
 
Ruth Baer (2014) describes a five-dimensional process of “mindfulness”: observing, describing, 
not judging, checking your reactions, acting with awareness. The power of this process comes 
when we learn to check our automatic emotional reactions before we act. Here are three steps 
and questions to incorporate the insights of her research into any potential conflict situation. 
 
 
 
 
 
 
 
 
 

Describe 
Observable Facts:  

What I see? 

Interpret 
What do I think is 

happening? 

Evaluate 
How do I feel about 

what I think is 
happening? 
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Conflict is an intense disagreement process loaded with emotional reactions triggered by 
perceived threats. In cross-cultural situations we tend to ignore crucial cultural variations and 
stereotype others which tends to escalate conflicts. Instead, what can we do to challenge our 
automated responses with a deeper understanding of how other cultures process conflict? 
 

Intercultural Conflict Style Inventory 
Models of conflict management have often ignored cultural variations in approaching conflict. 
One of the most prominent models has been the model by Thomas & Kilmann (1974) based on 
the dimensions of assertiveness and cooperativeness. Its prominent use in the management 
literature is a testament to its usefulness. However, in cross-cultural situations this usefulness 
disappeared because it ignored other key factors that tend to lead to complications in cross-
cultural stereotyping. A breakthrough has been Mitchel Hammer’s research (2005) that has 
resulted in the Intercultural Conflict Style Inventory based on two cultural key dimensions that 
account for very different cultural approaches to conflict: (1) direct or indirect communication 
styles and (2) emotional restraint or expression.  
 
 

A Model of Intercultural Conflict Style 

 
 
Based on Hammer, M. (2005). The Intercultural Conflict Style Inventory: A conceptual 
framework and measure of intercultural conflict resolution approaches. International Journal of 
Intercultural Relations, 29(6), 691. 
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Conflict Style: Discussion 
Mode: Direct | Emotional Restraint 
Proverb: “Say what you mean. Mean what you say.” (US) 
 

Description of the Style 
• Differences or disagreements are asserted verbally and in a direct manner 

• Persuasion by use of logic and reason 

• Showing emotional restraint by holding back or disguising the display of emotion 

(necessary for credibility) 

• Fact-based reasoning; overt showing of personal feelings may be seen as unhelpful 

• Words are precise and carefully chosen 

•  

Behaviors 
•   

•   

•  

Values 
•    

•   

•  

 

Strategies for De-escalating Using This Style 
• Highlight facts or data. 

• Watch your body language (refrain from gesticulating, hands folded in your lap or in 

front of you); tone it down (limit the range of pitch/intonation). 

• Structure the time for debating and challenging opinions directly. 

• Ask for explanations. 

• Persuade with reasoned arguments. 

• Minimize showing personal feelings; if emotions fly high, take a break. 
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Conflict Style: Engagement 
Mode: Direct | Emotional Expressiveness 
Proverb: “What is nearest to the heart is nearest to the mouth.” (Gaelic Proverb) 
 

Description of the Style 
• Differences or disagreements are asserted verbally and in a direct manner  

• Demeanor expresses emotions (raised voice, gesticulation, varied pitch/tone of voice) 

• Sincerity is demonstrated through expression of emotion (verbally and non-verbally) 

• Emotion is controlled by externalizing: attempting to hide or contain feeling can escalate 
conflict rather than decrease tension 

• Relational trust is developed when demonstrating emotional commitment: saying “I 
care” is not enough; show it emotionally.  

 

Behaviors 
•   

•   

•  
 

Values 
•   

•   

•   
 

Strategies for De-escalating Using This Style 
• Don’t say “Calm down,” or “Let’s talk about this rationally” – this style is not “irrational.” 

• Address conflict directly. 

• Show how you feel to demonstrate that you care. 

• Affirm how the other is feeling: “I see that you must be frustrated by X; do I understand that by 
doing Y, you would feel better?” 

• Acknowledge and validate feelings and perspective: “I understand why you are feeling this way.” 

• Let the other vent without interruption. 

• Express nonverbally that you are hearing their concerns (e.g.: hand over your heart, eye contact) 
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Conflict Style: Accommodation 
Mode: Indirect | Emotional Restraint 
Proverb: “Silence produces peace, and peace produces safety.” (Swahili Proverb) 
 
 

Description of the Style 
• Uses an indirect approach and speech for dealing with areas of disagreement (uses 

stories, ambiguity, metaphors, third party intermediaries). 

• Maintaining emotional calm/reserve is essential as it enables interpersonal harmony. 

• Focus on maintaining relationship (review of the cooperative history between the 
parties and the deeper relational commitments) 

• Intense expression of emotion is seen as potentially dangerous for “effective” conflict 
resolution. 

 

Behaviors 
•   

•   

•  
 

Values 
•   

•   

•   
 

Strategies for De-escalating Using This Style 
• Show patience and use active listening when discussing an issue. 

• Pause before responding.  

• Control emotional expression as much as possible; use lower volume and intensity of 
expression; depersonalize the issues being addressed. 

• Find points of agreement 

• Use qualifiers like “perhaps” (“maybe)” even if you are sure of yourself. 

• Involve neutral third-party intermediaries when helpful. 

• Provide advance notice to discuss an issue. 

• Allow more time for processing and considering; do not rush to force the issue. 
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Conflict Style: Dynamic Style 
Mode: Indirect | Emotional Expressiveness 
Proverb: “It is good to know the truth, but better to speak of palm trees.” (Arab Proverb) 
 

Description of the Style 
• Use of indirect approach and speech for dealing with areas of disagreement (use os 

stories, ambiguity, metaphors, reliance on third party intermediaries, etc). 

• Emotionally intense expression (linguistic devices such as hyperbole, repetition, 
ambiguity, stories, metaphors, humor) 

• May use a more “associative” argument structure (which may seem unrelated to the 
dispute) 

• Comfortable with more overtly emotional discourse and expression 

• Credibility of each party is grounded in the degree of emotional expressivity toward the 
other party 

• Emphasis on building relational trust through expression and understanding 

 

Behaviors 
•   

•   

•  

 

Values 
•   

•   

•  

 

Strategies for De-escalating Using This Style 
• Give room: Avoid pressuring the person into any action or decision. 

• Show emotion in your voice, gestures, facial expressions, tone/pitch variations 

• Use stories, analogies, and metaphors in your argument. 

• Emphasize how much the preserving of the relationship means to you 

• Focus on decoding the indirect speech and nonverbal communication (Physical stance, eye 
contact, facial expression, etc.) 

• More listening, less speaking  
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Reflections: 
Cross-cultural conflict rocked even the Early Church: Acts 6:1-7. How did they solve the 
emerging conflict between the Hellenistic Jewish widows and the Hebrew Jewish widows? 
 
 
 
 
This story shows that cross-cultural conflict develops over time, takes on a history and a context 
that leads to conflict. The apostles were able to prevent the conflict to escalate into division. 
They were able to mobilize spiritual resources that brought resolution within the community, 
even though tensions continued to surface soon over other issues that forced the community 
to clarify the theological basis for treating Greek and Jewish Christian as equals. Paul’s writings 
on righteousness by faith were a theological response to a mission-caused problem and it 
ultimately became the hermeneutical key to integrate the two communities (see Eph. 1-3).  
 
Mission often is the mother of theology. Mission takes us across cultural boundaries and often 
creates situations which force us to reevaluate our theology in the light of God’s providential 
leading. This is what happened to Peter in Acts 10-11 and what drove Paul to vigorously resist 
those who insisted on making circumcision an issue for Gentile believers (Acts 15). 
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7

YOUR EMPLOYEES

Impacting Your Employees Can: 

• Improve their satisfaction
• Create a more positive 

company culture – improved 
morale, trust, respect and 
company pride

• Create authentic advocates 

8

YOUR CUSTOMERS

Impacting Your Customers Allow 
You To: 

• Lead by example
• Shift your focus from profits to 

relationships 
• Boost trust and loyalty 
• Reinforce the fact that quality matters, 

thus your customers matter. 
• Provide an experience like no other

9
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GEOGRAPHICAL 
COMMUNITY

Impacting Your Local 
Community Can: 
• Foster Community Development
• Help Community Members 

Succeed
• Foster a Sense of Belonging
• Highlight the Humanity of Your 

Business
• Help Create a Reliable, 

Trustworthy, and Generous Image

10

CAUSE CONNECTED 
COMMUNITIES

Impacting A Cause Can: 

• Provide an opportunity to 
raise your voice towards the 
advancement of societal 
change

• Provide an opportunity to 
align your purpose with your 
product and profit

11

Live in harmony 
with each other. 

Don’t be too proud 
to enjoy the 
company of 

ordinary people. 
And don’t think you 

know it all!

Romans 12:16 (NLT)

12
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2 DEFINE YOUR 
HOW

13

14

When are 
you at 

your best?

What are you 
most 

passionate 
about?

What is the 
core of your 
business or 
ministry?

Find the How of “Your” Why

What 
resources or 
capacity do 
you already 

have?

When are 
you at 

your worst?

15
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How can you 
authentically 

make a 
difference, 

being true to 
yourself and to 

the cause?

Are there 
opportunities in 
your direct area/ 

sphere of 
influence that 
you can help 
make even 

better?

What matters 
to the 

communities in 
which you want 

to serve?

Find the How of  “Their”  Why

16

How will you be 
accountable? 
How will you 

share the 
results of the 

impact?

How will you 
prioritize which 

projects/activities 
you will take on 
and when will 
they be rolled-

out?

What risks are 
you willing 

and ready to 
take?

Find the How of  “Their “ Why

17

3 WHO AND 
HOW 

COLLIDE

18
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Module 194

Ideas to Spark 
Your Greatness!

"All it takes is one person who is 
committed, focused, and on a 

mission to spark an entire team 
into believing in themselves." ~ 

Bruce Brown

19

20

EMPLOYEE 
INSPIRED IMPACT

21
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“You shall not oppress a hired 
servant who is poor and needy, 

whether he is one of your 
brothers or one of the sojourners 
who are in your land within your 

towns. You shall give him his 
wages on the same day, before 
the sun sets (for he is poor and 
counts on it), lest he cry against 

you to the LORD, and you be 
guilty of sin. 

Deuteronomy 24:14-15

22

Employee Inspired Impact

Employee 
Identified Donation 

Programs

Skilled-based 
Impact

Employee 
Growth 

Programs

Corporate 
Matching 
Programs

Employee 
Volunteer Credit 

Programs 

Second-Chance 
Hiring 

Employee 
Recognition 

Programs

Employee 
Compensation

23

24
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CUSTOMER 
INSPIRED IMPACT

25

“Do unto others as 
you would have 

them do unto you.”
Luke 6:31

26

Ways to Invest in Your 
Customers

• People over profit
• Create a customer experience plan
• Understand who your customers are
• Cultivate Relationships
• Capture Real-time Feedback
• Consider the customer’s journey
• Go above and beyond 
• Determine to make their lives better

27
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Ways to Inspire Your 
Customers

• Customer Exchange 
Programs

• Customer Matching 
Programs

• Customer Round-up 
Programs

• Customer Purchase-based 
Company Giving Programs 

28

LOCAL 
COMMUNITY  
IMPACT

29

”And let us 
consider how to 

stir up one 
another to love 

and good works”
Hebrews 10:24

30
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Ways to Impact Your 
Local Community

*   Partner with Those Already 
Engaged in the Work

*    Provide Grants to local 
Community Leaders and/or 
Organizations

*   Provide Direct Support and/or 
Services 

*    Mentor Other Businesses

*   Create a Contest for Your next 
Product or Logo

* Provide Free Educational Tools 
and Resources

31

32

CAUSE-BASED 
IMPACT

33
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”Learn to do good; 
seek justice, correct 

oppression; bring 
justice to the 

fatherless, plead the 
widow's cause.”

Isaiah 1:17

34

4 BE THE 
DIFFERENCE

35

• I am committed to fully and 
wholeheartedly loving, 
believing, obeying and 
serving Christ.
• I am committed to being an 

effective steward of the time, 
talents and treasures 
entrusted to me. 
• I am committed to building 

my family, my church and my 
community. 

EXAMPLE COMMITMENT STATEMENTS

• I am committed to fighting 
oppression, alleviating the 
burdens of the poor, and 
promoting a more just society. 

• I am committed to listening 
and following the leading of 
the Holy Spirit. 

• I am committed to giving my 
all in everything I do, all for 
the glory of God. 

36
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MAN SAYS IMPOSSIBLE
GOD SAYS “I’M  POSSIBLE”

Matthew 19:26

37
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Volunteer Engagement and 
Human Resources

Lori Yingling, SPHR, SHRM-SCP
Director, General Conference HR

Orlando, FL
August, 2021

1

Let’s talk

2

Volunteers- the right choice?

•What qualities do you look for in volunteers

•What’s in it for them

•What’s in it for your organization

• How do you recognize a good fit

•What rules do you need to follow

• Should you have employees or volunteers

3



7/15/21

2

Maslow’s Hierarchy of  Needs

1. Physiological Need for food and water

2. Safety Need to feel free from danger

3. Belonging and love Need for belonging and intimacy

4. Esteem Need to be respected and valued

5. Self-Actualization Need to realize one’s potential

4

Reasons for volunteering

General perspectives:
•Want to help others
• Sense of civic duty
•Want to make a difference in the world

5

Self-interest motivations:

•Want to gain work experience (will look good on 
resumé)

• To meet new friends and be involved, feel less lonely
•Make me feel needed

To do with families:

• Good way to spend time with my family

•Want to set an example for my children

6
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So Who are they?

• They should be people who are choosing to 
create meaning and maximize their potential 
in service to you

• People at various stages of  their lives and/or 
careers
• Young adults wanting to explore career or 

educational choices

• They want to give back to society
• They are committed

This Photoby Unknown Author is licensed under CC BY-NC-ND

7

Volunteers & stages of  life

• Pathfinders –age group is 9-13
• Recommendation is to utilize this group under the guidance of 

pathfinder programs rather than take them on yourself
• They love to contribute, to help

• Can have lack of focus to the task
• Like to work with their friends

• Adolescence – 14-19
• Capable of making independent decisions
• Capable of working through conflict management
• Helps with their volunteer hours
• Looks good on their college applications
• Innovative and creative

8

Volunteers & stages of  life

• Young adults – 20-39
• Have a sense of who they are and how they want to grow
• Their independence may make them crave helping others
• Short term projects work best for them too many life commitments

•Middle adults – 40-64
• Established in their families and careers and looking for meaning of life
• Good organizational skills
• Good professional skills

• Later adults – 65++
• Provides interaction with others
• Very dedicated
• Very spiritual

9

http://aconvowithgod.blogspot.com/2011/01/doing-dirty-work.html
https://creativecommons.org/licenses/by-nc-nd/3.0/
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Mission Statement-what you do!

• A formal summary of the aims and values of a company, 
organization, or individual.

•Memorize your mission statement

•Make sure your volunteers understand and are committed 
to your mission

10

Vision 
Statement

•What you want to 
look like in the 
future
•What you want to 
accomplish

This Photoby Unknown Author is licensed under CC BY-NC

11

What are your needs?

•Physical
•Social
•Spiritual

•Committed
•Long term vs short term
•Alignment

12

http://www.pieraldi.com/2013/10/vision-mission-values-goals/
https://creativecommons.org/licenses/by-nc/3.0/
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What categories of  people help you run 
your ministry?

• Volunteers

• Employees

• A mix of both

This Photo by Unknown Author is licensed under CC BY-SA

13

How do you distinguish between the two?

•Employees are individuals who you 
have hired to perform a measurable 
task for you in return for 
compensation. A person who works 
under your control, in your service.

•A volunteer freely offers their services 
and does not receive financial 
compensation

This Photoby Unknown Author is licensed under CC BY

14

Employee vs Volunteer

•Make sure the work being performed by your volunteers is not 
work that you are paying another person to perform
• Volunteers are not obligated to keep set hours

• Volunteers do not have to report in or out

• Volunteers should not commit your organization to anything
• Volunteers provide services that you have structured

• Verify that your liability coverage will cover your volunteers 
regardless of their age

• Volunteers are not compensated for their work

15

https://commons.wikimedia.org/wiki/File:Two_men_working_together_on_project_duriing_meeting.jpg
https://creativecommons.org/licenses/by-sa/3.0/
http://www.dpti.sa.gov.au/livingneighbourhoods/sharing-your-story
https://creativecommons.org/licenses/by/3.0/
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Governmental Rules
• The FLSA (DOL)recognizes the generosity and public benefits of 

volunteering and allows individuals to freely volunteer in many 
circumstances for charitable and public purposes. Individuals may 
volunteer time to religious, charitable, civic, humanitarian, or similar 
non-profit organizations as a public service and not be covered by 
the FLSA.

• Typically, such volunteers serve on a part-time basis and do not 
displace regular employed workers or perform work that would 
otherwise be performed by regular employees. In addition, paid 
employees of a non-profit organization cannot volunteer to provide 
the same type of services to their non-profit organization that they 
are employed to provide.

16

Other Guidance

• Verified Volunteers

• Background Checks

• References

• Church Membership

• Types of  perks you may offer This Photo by Unknown 
Author is licensed under 
CC BY-ND

17

Steps of  a well-designed Volunteer 
engagement program 

For Volunteers:
• Position design
• Cultivation/recruitment
• Agreement/selection
• Support/training
• Engagement/management
•Measurement of success
• Recognition

18

http://www.campbellpropertymanagement.com/blog/2015/08/10/covenant-enforcement-ceiling-may-not-be-part-of-unit/
https://creativecommons.org/licenses/by-nd/3.0/
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Position Description

• It is important for your volunteers to understand your 
expectations just as your employees do.

• Provide a one page description of what you want your 
volunteer to do so there is no confusion and no overlap 
with someone who may be compensated by your 
organization

19

Parts of  the Position Description

• Title
• Overview
• Key responsibilities
• Impact
• Training required
• Supervision/support
• Time commitment
• Qualifications, if any
• Benefits to the volunteer

20

Position Design, thoughts

• Groups tasks in some logical manner.
• Identifies knowledge, skills, and abilities (KSAs) that are 

required for the activity and links them to tasks.
• BUT, remember it is flexible, this is for volunteers, not 

employees
• Provide a copy 

• Feel free to post a copy in a visible spot so everyone 
knows the expectations

21
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Now you are ready to recruit

• Advertise at local churches on their bulletin boards, in the 
weekly church bulletin

• Advertise in the union paper, making sure to emphasis 
your mission 

• Advertise in locations that are frequented by the type of 
volunteer you need

• Ask your current volunteers to share with their friends

• Create excitement

22

Who are you looking for?

•Volunteers who share your mission
•Committed volunteers
•Positive outlook
•Spiritually committed
•Hard working
•Willingness to learn, to help
•Competent for the task at hand This Photoby Unknown Author is licensed under CC BY-NC-ND

23

A Mission or a task…..
Three people were at work on a construction site. All were 
doing the same job, but when each was asked what his job 
was, the answers varied. “Breaking rocks,” the first replied. 
“Earning my living,” the second said. “Helping to build a 
cathedral,” said the third. 

—Peter Schultz CEO, Porsche

24

http://samdailytimes.blogspot.com/2012_12_08_archive.html
https://creativecommons.org/licenses/by-nc-nd/3.0/
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Some Agreement/Selection questions 
to consider

• Do you currently match 
volunteer and employee 
qualifications with position 
qualifications?

• If so, how do you currently 
obtain the information you need 
to make this match?

• Do you have a volunteer form?

• What kinds of questions can you 
ask?

25

Good Support/Training

• Helps individuals learn what they need to know or be able to do to 
contribute successfully.

• Don’t just assign volunteers, interview them, match their skills to your 
opportunities. 

• Orient them to your expectations
• Include a greeting from the person in charge
• Provide a brief history of the organization

• Volunteer opportunities

• Tie it to your mission

• Take busy schedules into consideration 

26

Training – one approach

•Modeling – I do it, you watch
•Mentor – we do it together
•Monitor – you do it, I watch you

•Motivate – you do it, I encourage 
and then debrief
•Multiply – you do it and train 
someone else!

This Photoby Unknown Author is licensed under CC BY-NC-ND

27

http://leadinglearner.me/2013/12/01/when-didactic-met-co-operative/
https://creativecommons.org/licenses/by-nc-nd/3.0/
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Leadership Behaviors: 
how will you work best with volunteers

• Management
• Recruitment
• Placement
• Supervision
• Performance review
• Recognition
• Retention
• Training

From
• Engagement
• Cultivation and networking
• Negotiation and agreement
• Support
• Performance measurement
• Acknowledgment
• Sustainability
• Equipping/Develop

To

28

People Want a Vision Bigger Than 
Themselves…

“People want to make a 
commitment to a purpose, a goal, 
a vision that is bigger than 
themselves – big enough to make 
them stretch and assume personal 
responsibility for achieving.”

—John Naisbett,

Author of Megatrends

29

Orientation
Cause orientation – why volunteers should volunteer for you

System orientation – how does the organization work and 
how does this opportunity fit in

Social orientation – who will they work with

What will the volunteer gain from getting involved?

How can the volunteer measure their impact and the 
project goals?

A tour of the facility

30
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•“The challenge in the orientation is to provide enough 
information to give people the confidence to go to their 
assignments ready to work, and to help them feel willing to 
ask questions and listen to the experts, who are their 
supervisors and colleagues.”

•—Nancy Macduff
•Volunteer Today

This Photoby Unknown Author is licensed under CC BY-NC-ND

31

Management of  volunteers

• Delegate wisely- right person to the job

• Provide input as you see misalignment

• Do not micromanage

•Motivate often and sincerely

• Set desired outcomes and project checkpoints

• Provided needed resources to accomplish the job

32

•“If  you tell people 
where to go but not 
how to get there, 
you’ll be amazed at 
the results.”

•—Gen. George S. 
Patton

This Photoby Unknown Author is licensed under CC BY-SA

33

https://www.leader-values.com/wordpress/10-ways-management-can-make-meetings-matter-jp-george/
https://creativecommons.org/licenses/by-nc-nd/3.0/
http://www.flickr.com/photos/andrewhurley/6254407253/
https://creativecommons.org/licenses/by-sa/3.0/
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Measurement 

•Make it transparent 
•Make it relevant to the volunteer 
activity

•Who will see this information?
•What will you do with it?
•Statistics, questions, self  appraisal –
lots of  styles This Photoby Unknown Author is licensed under CC BY-SA

34

How to keep your volunteers

•Motivation is crucial 
•Don’t manage, engage
•Make sure they understand your 
mission
•Frequently acknowledge their efforts 
for your organization and the people 
they are helping

This Photoby Unknown Author is licensed under CC BY-NC-ND
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Recognition

•People want to be appreciated
•Thank them personally and 
collectively

•Support your volunteers
•Treat your volunteers

This Photoby Unknown Author is licensed under CC BY-NC-ND
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http://capreform.eu/public-goods-measurement-concerns-in-the-cap-post-2013/
https://creativecommons.org/licenses/by-sa/3.0/
http://lillian888.wordpress.com/2013/08/
https://creativecommons.org/licenses/by-nc-nd/3.0/
http://www.mazinga-world.com/forum/index.php?topic=8192.180
https://creativecommons.org/licenses/by-nc-nd/3.0/
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Recognition Ideas
• Provide snacks/meal

• Offer to drive to an offsite location
• Celebrate national volunteer week

• Bake a cake
• Create a photo album 

• Social media shout out
• Award pins

• Recognize their birthday
• Close in parking spot

• Volunteer T-Shirt

38

“There is no such thing as too 
much recognition. There is no 
such thing as saying ‘Thank You’ 
too many times.”

—Karla Henderson

Author 

39

So you’ve done all this and…

•BURNOUT 

40
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Volunteer Burnout Symptoms
• Change in personality

• Voice that they are overwhelmed

• They feel their work has no impact

• Changes in reliability or productivity

41

How to help with burnout
• Check in regularly with your volunteer

• Provide flexibility to their schedule

• Remind them of  the great impact they are having on the 
community

• Switch up what they are doing

42

•Paying attention to the 
design and 
implementation of  
each of  the volunteer 
engagement areas can 
help you attract, 
motivate and retain the 
kind of  volunteers that 
will help your 
community-based 
ministry be a success.

This Photoby Unknown Author is licensed under CC BY-SA-NC

43

http://techieteacherstricks.wordpress.com/2013/01/26/digital-storytelling/
https://creativecommons.org/licenses/by-nc-sa/3.0/
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The Colporteur Evangelist, page 26
He calls for volunteers who will put all their energies and 
enlightenment into the work, helping wherever there is 
opportunity. The Master calls for everyone to do the part 
given him according to his ability. Who will respond to the 
call? Who will go forth to labor in wisdom and grace and the 
love of Christ for those nigh and afar off?

Ellen G. White

44

Galatians 5:13

• …serve one another 
humbly in love

This Photoby Unknown Author is licensed under CC BY-NC-ND
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http://epitemnein-epitomic.blogspot.com/2012/08/taking-step-to-cross.html
https://creativecommons.org/licenses/by-nc-nd/3.0/
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STRATEGIC 
LEADERSHIP
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1

AGENDA

Praise Him For 
It ’s Already Done

Clarify Your Purpose

The Benefits of Planning

Goal Setting 

2

Strategic Planning is a tool 
that helps you define your 

goals, which are in 
alignment with your 

Vision and Mission, and 
to then help you organize 

your efforts to achieve 
the established goals. 

3
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4

WHAT ARE 
THE 

BENEFITS OF 
STRATEGIC 
PLANNING? 

We become clearer about what 
we are trying to achieve 

We figure out the best ways to 
achieve our goals 

We benefit from the input of others as 
we think the plan through 

The ownership of the goal and the 
tasks required to achieve the goal 
is increased 

5

The odds of a successful 
implementation improve

With specific target to achieve 
and celebrate, the sense of 
achievement is greater

We have a specific plan to 
change as the situation changes 
or we get better ideas. 

We discuss specifics and have 
less general discussions that 
lead to nowhere 

WHAT ARE 
THE 

BENEFITS OF 
STRATEGIC 
PLANNING? 

6
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PURPOSE

7

O
U
R

W
H
Y

8

“When you have a clear 
vision, you’ll stop wasting 
time on things that aren’t 

serving your dreams, your 
goals, or your aspirations. 

Your actions will have 
purpose and your hours 
will be spent achieving 

those goals.”
~ Dean Graziosi

9
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Having a purpose makes it impossible to merely 
exist. When you have a definite reason for living, 
a “WHY” behind every action, your passions and 
talents will drive you toward a happy, fulfilling, 

God-ordained destination.

10

Having a purpose makes it 
impossible to merely exist. When 

you have a definite reason for 
living, a “WHY” behind every 

action, your passions and talents will 
drive you toward a happy, fulfilling, 

God-ordained destination.

11

ACTIVITY 
Spend time reflecting on pages 1-4 in your 
handout. You will have 20 minutes. 

Then in your small groups, share your response 
to the statements (5 minutes): 
• What has God revealed to me about your 

organizations vision and mission? 
• What is your TRUE WHY (your micro why)? 

For those listening, be prepared to give 
feedback regarding the shared “why.” Listen to 
determine if it’s clear, is it succinct, is it 
actionable, could you or others get behind it, 
etc. Then spend time giving your feedback (10 
min). 

12
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GOALS
13

13

14

A goal is the object 
of your ambition or 
effort; it’s the aim, 

the target or desired 
result.

14

1. Start with Prayer
2. Check your Motives
3. Think in Categories
4. Be Specific
5. Write It Down

6. Include Others
7. Celebrate
8. Dream Big
9. Think Long
10. Pray Hard

10 Steps To Setting Goals 
Mark Batterson, The Circle Maker 

15
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“What you get by 
achieving your 
goals is not as 

important as what 
you become by 
achieving your 

goals.” 
~Zig Ziglar

16

PLANNING
17

17

18
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Faith is no excuse for disorder 
and chaos

Nehemiah 2:5-8 

19

20

GET IN THE      

GROOVE
21
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GET IN THE  

GROOVE

Goal: The object of your ambition or effort; an aim 
or desired result. The destination of your journey. 

Resources: Tangible and emotional assets that can 
be drawn upon to accomplish your goal.

Obstacles: a thing that blocks your way or prevents 
or hinders progress towards meeting your goal.

Options: Alternatives or choices to help you 
overcome your obstacles. 

Vision: God’s plan for your future. 

Execution: Your action steps to accomplishing your 
goals. 

22

ACTIVITY 
Choose one goal. Then spend time competing 
page 8. You will have 20 minutes. 

Then in your small groups, share your 
“GROOVE.”

For those listening, spend time giving your and 
help the person who shared think through 
potential revisions (10 min). 

After you have shared your feedback, on the 
index card provided, share one inspirational or 
motivating thought regarding the plan shared 
with the person who shared. 

23

BUY-IN
24

24
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A WILLING PEOPLE
Nehemiah 3:6 

Working with others to 
achieve the objective

25

PASSION
Nehemiah 3: 8-10 

Passionate people who 
show up can accomplish 

God’s work

26

PERSEVERANCE
Nehemiah 2:19 

Expect challenges 
and scorn

27
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PRAISE IN 
ADVANCE

28

28

ACTIVITY 
Think of at least one Bible 
Verse that could serve to 

motivate or inspire you when 
challenges arise. 

Be prepared to share the text 
as well as your reason for 

choosing it with the group. 

29

30
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