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PREFACE

There’s nothing quite like a leisure suit, is there? With that sentence read, I probably lost you for a few 
moments as pictures popped into your head. Maybe of a suit you had to wear as a child. Or one that your 
father used to wear way too often. But I bet there is no more memorable leisure suit than the eye-blinding 
white number John Travolta wore in the 1977 blockbuster Saturday Night Fever. And now I’m sure the 
song “Stayin’ Alive” is stuck in your head too. Sorry!

That movie is a classic, but I bet you haven’t watched it in years, if ever. And it’s probably been a while 
since you wore a leisure suit or listened to that Bee Gees music unless you recently attended a 70s-themed 
party. It’s all nostalgia—that’s it! People from this era like to talk about the music and the clothing, but 
they don’t want to live there anymore. And if they did, others would think they are crazy.

The first eBook in the Leisure Suit Series, The Leisure Suit Trap: 8 Reasons Your Church Is Stuck, focused 
on why churches are stuck, defining the challenge at hand. The second installment, Hanging Up the 
Leisure Suit: How to Get Unstuck, addressed out-of-date, out-of-touch, or just plain every-day-as-normal 
church environments, systems, or tactics. 

In this third book in the series, I turn my attention to how you lead when you’re off the platform, Monday 
through Saturday. Why do we often insist on wearing the same leadership style and listening to the same 
leadership “tunes” over and over when they’re so out of date and out of touch with reality? Through this 
eBook, I hope you will consider how effective you are in your role and decide what leadership changes 
are long overdue.
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INTRODUCTION

What Will Be Your 
Leadership Legacy?

Reading the headlines in recent days, I was reminded of how vulnerable our legacies can be. It’s 
challenging to see ministries that once had a huge impact finding themselves marginalized or on the 
verge of extinction.

I started to think about some of the similarities that appear to be consistent in these stories. Like the 
“check engine” light in your car, the following warnings may be signs that your legacy is at risk:

•	 You talk about leadership but are unintentional about leadership development. Attending (or 
speaking at) conferences and reading (or writing) leadership books is not enough. Is there a path 
in place to help young, gifted leaders grow and gain responsibility and authority over time?

•	 Your success rests on the shoulders of one personality.As I get older, I become more and more 
convinced that God designed us to be in community and for ministry to be accomplished in 
teams. That includes leading the ministry. Is there any one person who, if he left for an extended 
period of time, would put your organization at risk?

•	 You begin making decisions based on past success rather than present reality. Rarely do 
organizations spend themselves into a turnaround. If your ministry isn’t having the same impact 
it experienced in the past, are you addressing leadership, vision, or strategy gaps, or are you trying 
to buy a better future?

•	 You avoid the truth about the health of your organization. It’s one of the risks of never considering 
“the numbers.” If you ignore or explain away trends over time, how in the world will you know if 
what you’re doing is actually working?

•	 You would rather close your doors than make uncomfortable changes. It truly amazes me. I 
routinely see churches holding on to practices that aren’t prescribed in Scripture, even if 
it jeopardizes their very existence. With the exception of rare instances, do your personal 
preferences almost always trump ministry impact?
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•	 You invest more effort in public perception than in private integrity. It doesn’t matter how gifted the 
leader or how God-ordained the vision or how effective the strategy—in the end, our personal 
and relational health will make or break our legacy. Are your personal disciplines and priorities 
establishing the foundation for future ministry impact?

One generation of ministry doesn’t make a legacy. What are you doing to prepare the next generation for 
continued impact? Leadership expert John Maxwell says that “everything rises and falls on leadership.” 
I hope this book injects new life and ideas into your life and ministry so the legacy of your leadership 
remains alive and well for generations to come.
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1

Are You Really
the Leader?

One Friday night my son, Jacob, had a basketball game so the whole family went to watch. Midway 
through the game, our then-four-year-old Brooke started pestering her sister Abby, who was eight at the 
time, which went on for quite some time. Now, Abby has great patience, but she’s also very human and . . . 
a few minutes later she basically kneed Brooke in the chest. 

I guess as the father I was supposed to reprimand Abby for that reaction, but I didn’t. Brooke immediately 
started yelling at her sister and letting the whole gymnasium know that she had been wronged. Because I 
thought I would have reacted the same way Abby did, I decided to just pick up the little, agitating twerp 
and plop her a safe distance from Abby. 

At that point, Brooke folded her arms across her chest, looked me square in the eyes, and said in the 
sternest voice a little girl could muster, “You’re not in charge of me.” What do you do in a situation like 
that? I just snickered and then reminded my wife that Brooke was her daughter. 

Let me just clarify for you that I am, indeed, Brooke’s father. I’m the leader—at least on paper. Just 
because I have positional leadership in our family, though, doesn’t necessarily mean I’m always the leader 
in my kids’ eyes.

The same thing is happening on a different scale in organizations everywhere. People are in positional 
leadership roles who aren’t necessarily the leaders of their organizations. The days are behind us for those 
situations when someone gets out of line and the head-honcho just takes their subordinate out to the 
woodshed for a reminder of who’s the boss. Leadership is no longer a title on a business card. (Do people 
still carry those things?)
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Leadership looks a lot different these days.

•	 It	doesn’t	necessarily	reside	in	the	corner	office.
•	 It’s	something	that’s	earned	rather	than	bestowed.
•	 It	rarely	tells	people	what	to	do,	but	rather	asks,	“How	can	I	serve?”
•	 It	can’t	be	bought,	because	most	people	ultimately	care	very	little	about	the	money.
•	 It’s	focused	more	on	the	mission	than	the	tasks.
•	 It’s	concerned	more	about	fostering	influence	instead	of	wielding	power.
•	 It	recognizes	the	next	new	idea	will	come	from	someone	else.
•	 It	doesn’t	necessarily	require	words.

I’m hopeful that one of these days Brooke will acknowledge and respect my leadership in her life. 
Needless to say, we both probably have some maturing to do before that comes to fruition. Until then, 
I may need to remind her from time to time who’s in charge. As long as she’s a little girl, I think that 
strategy is going to work. When she becomes a teenager, probably not so much.

One generation of ministry doesn’t make a legacy. What are you doing to prepare the next generation for 
continued impact?
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2

Management Is Not
Leadership

I recently read Anne Jackson’s book Mad Church Disease. In it, she quotes Wayne Cordeiro, the senior 
pastor of New Hope Christian Fellowship in Oahu, Hawaii, whose words keep reverberating through my 
brain. In describing some practices he changed as a result of dealing with ministry burnout, he offered this:

I’ve learned that God has made me to be a leader, not a “manager.” I was pulled 
in to “managing” for a few years as my main course. That diminished my 
leadership immune system, and I became susceptible to contagious maladies 
such as discouragement, exasperation, and being demotivated by others.

There is a distinction between leading and managing. They are two entirely different roles. Both are 
valuable to an organization, but rarely is a person gifted to both lead and manage. They are typically 
wired up to do one or the other.

In their book, First, Break All the Rules, Marcus Buckingham and Curt Coffman defined both roles like this:

•	 Managers—“Great managers look inward. They look inside the company, into each individual, 
into the differences in style, goals, needs, and motivation of each person. These differences are 
small, subtle, but great managers need to pay attention to them. These subtle differences guide 
them toward the right way to release each person’s unique talents into performance.”

•	 Leaders—“Great leaders look outward. They look out at the competition, out at the future, out at 
alternative routes forward. They focus on broad patterns, finding connections, cracks, and then 
press home their advantage where the resistance is weakest. They must be visionaries, strategic 
thinkers, activators. When played well, this is, without doubt, a critical role. But it doesn’t have 
much to do with the challenge of turning one individual’s talents into performance.”
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The Bible also distinguishes these two roles. The spiritual gift of leadership found in Romans 12:8 is very 
different from the spiritual gift of management (or administration) found in 1 Corinthians 12:28. Few 
people have both of these gifts, but both are needed within a healthy church body.

If we are trying to be a manager when we’re actually a leader, we will be unfulfilled and face ministry 
burnout as Wayne described. Likewise, if we’re forced into a leadership role when we’re actually a 
manager, we will face the same challenges.

I consider this a big topic that churches, generally, have failed to address. I challenge you to prayerfully 
consider this in the coming days for yourselves and your teammates. The health of your ministry, both 
personal and corporate, is at stake. And, while you’re at it, invite your ministry team to press into this 
conversation as well. 

Here’s a simple exercise you can do with your leadership team. List every staff member or key volunteer. 
Next to each name, label the person as a leader, a manager, or a doer. Force yourself to put people in only 
one category based on their primary bent. Then ask yourselves: Are the right people in the right roles? 
Do we have the right mix? Are there any gaps?

Take a staff meeting to discuss the differences and challenge your team to make sure they are in a position 
that	best	reflects	the	way	God	created	them	.	.	.	whether	they	are	leaders,	managers,	or	neither.	God	wants	
you serving where he designed you to be serving; to do otherwise is to disobey God.
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3

Micromanagement 
Hurts Everyone

Typically, leaders are control freaks. They want the whole picture. They want to know the end game. The 
problem is, of course, most times that’s not how God operates. God wants us to hear from him and trust 
him enough to be willing to just take the very next step.

Joshua	and	the	Israelites	were	camped	along	the	Jordan	River,	which	was	at	flood	stage.	As	if	that	wasn’t	
enough of a challenge, he then informed this large group of people, “You have never gone this way 
before.” Talk about a change management challenge!

At this point, God tells Joshua to send the priests out ahead with the ark of the covenant. He also explains 
that as soon as the priests take their first step into the river, the water will part. Everyone will be able to 
cross on dry land.

So let me summarize where we are at this point:

•	 We	have	a	leader.
•	 The	leader	is	trying	to	take	a	large	group	of	people	to	a	place	they’ve	never	seen	before.
•	 There	are	what	appears	to	be	insurmountable	barriers	in	the	way.
•	 Then	you	have	God	telling	the	leader	to	do	something	that’s	going	to	require	a	miracle.

If you ask me, this is not only a leadership crisis—this is a crisis of faith. Or maybe I’m just interpreting 
it that way because I know me too well. Here’s what I don’t like about who I am—I always want to know 
where I’m going to end up. I like to be in control. And micromanaging comes easy to me. The problem is 
that God typically doesn’t operate that way.
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God: “Put your foot into the water.”
Tony: “I’ve never put my foot into the water before.”
God: “You need to put your foot into the water.”
Tony: “If I do that, what’s my next step?”
God: “I’ll reveal that after you put your foot into the water.”
Tony: “I want to know where I’m going to end up?”
God: “Don’t you trust me?”

We may say that we trust God to lead us where He wants us to go and to do what He wants us to do, but 
when we micromanage, we communicate something quite different. When I get together with leaders 
around the country, our conversation often takes us to the leadership trap. You’ve probably experienced 
this before. It’s that feeling in your gut that says:

“IF I DON’T DO IT, NO ONE WILL.”

Every leader experiences it—especially in ministry where we’re dependent on volunteers to carry out the 
mission. Either we have the sense that nothing will be accomplished if we are not doing it ourselves . . . or, 
at least, that it won’t be done right. Here’s what’s crazy about that. Your mind says it’s true, but it’s actually 
a lie. Here’s the truth:

“IF I DO IT, NO ONE WILL DO IT.”

Did you catch that? Whenever you decide to step in and do it, you’re taking away the opportunity for 
someone else to do it. Whenever you step in to do it right, you’re denying the opportunity for someone 
else	to	do	it	better.	Until	we	embrace	that	reality,	our	impact	and	influence	as	a	church	will	be	limited.	
 
What type of leader are you going to be? Are you going to deny the power of God working through 
others, or are you going to empower people to live out their God-given purpose?
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4

Consensus Sucks

I’m growing more and more convinced that the worst thing an organization can do is try to reach a 
consensus about something. Think government. Think church committee meetings. Think declining 
big business.

On the surface, reaching a consensus seems like a positive thing because it means people have agreed to 
move in the same direction. That’s a good thing isn’t it? Before you answer that, consider these . . . 

5 Reasons Why Consensus Sucks

1. Consensus embraces the status quo. It’s human nature to prefer that things remain the same. 
So, when people get together to discuss the possibility of doing something a little different, it’s 
normal for the majority to avoid making changes.

2. Consensus gives malcontents an equal voice. When everyone gets an opportunity to speak into the 
decision-making process, even the negative, bitter folks who don’t embrace the vision have the 
opportunity to pull the rest of the group away from what would be best.

3. Consensus short-circuits the radical ideas that lead to the biggest breakthroughs. The big, bold 
ideas won’t see the light of day. Yet those are the ideas that could potentially lead to the best 
innovations. Consensus brings people back to the middle where the majority resides but 
mediocrity reigns.

4. Consensus leaves unresolved conflict on the table. At the opposite ends of a decision are distinct 
opinions that, if left unresolved, could potentially lead to division.

5. Consensus discourages people from dreaming big dreams. Want to neuter the creative thinkers, 
entrepreneurs, and visionaries in your organization? Though they make you uncomfortable and 
drive you crazy, they’ll just go work someplace else if you keep forcing them to compromise their 
dreams.

In an interview with the Economist (April 2010), Ed Catmull, president of Pixar, talked about how 
managers like to be in control. He said that any manager has to get over this feeling quickly if he or she is 
going to survive in that role. 
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The notion that you’re trying to control the process and prevent error screws 
things up. We all know the saying “It’s better to ask for forgiveness than 
permission,” . . . but I think there is a corollary: If everyone is trying to 
prevent error, it screws things up. It’s better to fix problems than to prevent 
them. And the natural tendency for managers is to try and prevent error and 
over plan things.

Things happen out of order all the time, Catmull says. And nothing goes as planned within churches, as I’m 
sure you have discovered. What consensus is for the most part—almost all the time—is an attempt to overly 
manage outcome, which unfortunately holds you back from going to where God wants you to move.

What do you think? Do you agree? Or, have you actually seen consensus work? What would you add or 
delete from the list? Let’s try to reach a consensus on whether or not consensus sucks.
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5

Stop Doing Ministry

I’m guessing you’re familiar with the story from Acts 6 where the widows in the church were not getting 
fed. That’s a bad situation. I know how grumpy I get when I’m hungry. I can’t imagine how grumpy a 
group of hungry, older women can be. That can’t be good.

These widows weren’t getting fed because the apostles were not getting the job done. These leaders were 
supposed to be focusing on prayer and teaching God’s Word (see Acts 6:4), but instead they were stuck 
trying to pull off a not-very-effective food distribution effort.

So who was at fault? It could have been the people in the church who were just showing up for services 
on Sunday morning but not engaging in ministry. Maybe they hadn’t studied the Bible enough to learn 
that it’s not biblical to pay pastors to do all the ministry of the church.

It could have been the fault of the leaders. Maybe they had fallen into the “I can do it better” trap. Maybe 
they weren’t really leaders, so they weren’t spiritually gifted to empower other people in ministry.

Either way, here’s what strikes me about this passage. The apostles were engaged in ministry. In that day, 
food distribution was just as much a part of the ministry of the church as praying and teaching. They 
were doing ministry; they just weren’t doing the right ministry. In other words . . .

It’s possible to do the work of God without doing the work God has called you to do.

That should be alarming for us. Because as the church grows, it requires us to prayerfully consider 
questions like this:

•	 Am	I	encouraging	people	to	serve	in	ministry?
•	 Am	I	helping	people	determine	their	gifts?
•	 Am	I	empowering	new	leaders?
•	 Am	I	a	leader,	or	am	I	just	in	a	leadership	position?
•	 Am	I	doing	what	God	designed	me	to	do?
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Fortunately, the apostles decided to empower seven other leaders to take responsibility for the food 
distribution. That allowed the apostles to get back to focusing on prayer and the teaching of God’s Word. 
I guess you could say they stopped doing ministry and encouraged others to do it instead. As a result, 
“God’s message continued to spread. The number of believers greatly increased in Jerusalem, and many of 
the Jewish priests were converted, too” (Act 6:7).

People pay me to figure this out for them, but let me share this advice for free: If you’re doing everything, 
you’re probably going to lead a small, ineffective ministry that’s not consistent with God’s plan for your 
life. So what are you going to do? You can continue to do the work of God, or you can . . . 

Do the work God called you to do!
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6

Focus on the Team,
Not Your To-Do List

If you’re the “complete the right task” type of leader, you better be extremely smart. You’ll need to know how 
to do everything. Then you’ll have to make sure your subordinates know how to do everything too. You’ll be 
the one that has to come up with all the ideas. You’ll be the person that is responsible for policing the troops 
to make sure they’re staying in line. Ironically, if something goes wrong, you’ll probably blame it on people.

If you’re the “find the right people” type, you are constantly trying to build the right team and then get 
out of the way. When you have talented people around you, you don’t need to know all the answers. The 
team generates the ideas, so it’s not all on your shoulders. The right people are as concerned about the 
mission as you are, so you don’t have to spend time keeping them in line. If something goes wrong and 
you have a great team, you see it as a systems or communications problem rather than a people problem.

Not getting the results you desire? Maybe it’s time for a little self-assessment. Look at the diagram below 
to determine what path you are on. You may want to change your leadership focus.

Complete the Right Task

Hire someone willing to show up to 
work by 8:30 a.m. every morning.

Give them specific tasks to complete with 
instructions on how they should do them.

Routinely check up on them to make 
sure they’re doing their job correctly.

Periodically ask for their input to give them the 
impression they have a say in what happens.

Provide bonuses to the people 
who get the most tasks right.

Hire the Right People

Build a team more talented than you.

Define the end goal and the current objectives 
and give them the freedom to make it happen.

Routinely monitor the metrics to make 
sure they’re hitting the mark.

Create space to let them dream 
and implement new ideas.

Hold on to the all-stars and make 
sure they’re compensated appropriately.
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Part of the discussion I once had with some coaching network guys was related to the differences between 
empowerment and delegation. We took about fifteen minutes to brainstorm a list of the differences 
between the two. Here’s part of where we landed:

Delegation     Empowerment
•	Here’s	what	I	need	from	you.	 •	What	do	you	need	from	me?
•		This	is	how	you	do	it.	 	 	 •		This	is	your	role.
•		This	is	what	I	want	it	to	look	like.	 	 •		This	is	where	we’re	going.
•		This	is	what	you	need	to	do	next.	 	 •		This	is	how	it	fits	in	the	big	picture.
•		I’ll	give	you	the	last	5	percent.	 	 •		I’ll	let	you	contribute	the	last	5	percent.
•		I	own	it.	 	 	 	 	 •		You	own	it.
•		Here’s	where	I	see	this	going.	 	 •		Where	do	you	see	this	going?
•		Concrete.	 	 	 	 	 •		Fluid.
•		Toe	the	company	line.	 	 	 •		Pushback	is	encouraged.
•		Tasks.	 	 	 	 	 •		Results.
•		No	room	for	other	leaders.	 	 	 •		Room	for	other	leaders.
•		Guided	by	preference.	 	 	 •		Guided	by	values.
•		Here’s	my	opinion.	 	 	 	 •		What’s	your	opinion?

Here’s the reality: empowering other leaders is the way to build healthier organizations. It will be messier 
along the way, but you will end up in a place where your organization can have a much bigger impact and 
more people will be fulfilled in their roles.
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7

Don’t Lead Everyone
the Same

I’ve had the opportunity to lead a number of creative people over the last fifteen years both in ministry 
and in the marketplace. And, from time to time, I’ve been known to be a “creative” myself. Creatives are 
different. They deliver new ideas and approaches, but they come with their quirks. You can’t lead creatives 
like you lead “normal” people.

Within the church, don’t assume creative people only work in your worship arts area. They’re likely to 
hang out there, but it’s also very possible they’re on just about every ministry team at your church. They 
may not sing songs or draw pictures, but they’re still creative. And if you don’t learn how to lead them, 
they’ll find someplace else to take their creativity.

Here are some tips for leading creative people:

1. Tell them what to do, but not how to do it. You can hold them accountable for the results, but 
don’t force them to embrace a certain process.

2. If you want their input, you’ll need to ask. If you stop asking, they’ll stop contributing.
3. If you ask, you better consider their input. If you’re not really going to use their input, it’s better 

not to even ask.
4. Know that they’ll be emotionally attached to what they create. So, if you decide not to use their 

creation, you’ll have to process that appropriately and not abruptly.
5. You need to give them a deadline, but it better be reasonable. Creative people need room to 

dream and let their ideas percolate.
6. Don’t try to motivate them with money, but they do want your praise. They’ll react when the 

extrinsic rewards are taken away, but they’re really intrinsically motivated.
7. They’ll get easily bored if they find themselves stuck in a routine/maintenance role. They need the 

freedom to take on new challenges and opportunities.
8. They deliver new ideas, but they dread the details. To bring the best out of them, you need to 

protect them from the bureaucratic structure and administrative tasks.
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9. They need a creative and participative environment. Creative people need the fuel that other 
creative people generate.

10.  You need to provide boundaries, but they need to experience freedom. Boundaries force people 
to get creative. That’s when the best ideas are generated. But if creative people ever feel restrained, 
at best they’ll start to sulk and at worst they’ll join another team.

Do you consider yourself to be a creative person? If so, think about the best leader you’ve worked for. 
What did he or she do that brought the best out in you? Do you lead creative people? If so, think about 
your most creative people on the team. How do you lead them differently to get the biggest impact from 
their contributions? Let’s get creative about leading creative people.
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8

Don’t Focus on
Fixing Your Boss

It may or may not surprise you that the most frequently asked question during my book tour for Killing 
Cockroaches: And Other Scattered Musings on Leadership was, “How do I change my boss?”

In a couple of instances where I knew the person was married, I responded to that question with this 
question: How do you change your spouse? (Hint for marital bliss: Don’t try to answer that question. You’ll 
find yourself sleeping on the couch tonight.) If you’ve been married longer than a few weeks, you know 
that you can’t change your spouse. You’re really fighting a losing battle if you think you will.

You can’t change your spouse. You can’t change your boss. The only person you have any hope of 
changing	is	yourself—and	that,	I’ve	learned,	is	a	little	difficult	without	a	move	of	God.	It	could	quite	
possibly be the case that if you think your boss needs to change, maybe your perspective needs to change. 
Here are some ideas to consider:

•	 Look in the mirror. You may be thinking your boss is unhealthy, but is it possible that you’re the 
one who really needs to make some changes? That’s the easiest place to start.

•	 Support your boss. He or she is human. Your boss is learning how to lead just as you are. How can 
you provide encouragement? What can you do to make his or her life easier? Have you prayed for 
your boss recently?

•	 Model healthy leadership. If it works for you, and people acknowledge that you’re helping the 
organization fulfill its mission, others may want to learn from you.

•	 Focus on the relationship. People don’t like change unless they’re initiating the change. None of 
us like being changed or receiving change. We all need relationships with people we can trust, 
though. It’s amazing what you’re willing to do for someone you trust.

•	 Move on. If you can’t support your boss, then you’re only pulling yourself and others down by 
sticking around. (Before you do that, though, make sure you’ve worked through the first four 
bullets above.)
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I know. This is easy for me to write since I’ve worked for some great bosses along the way. I’ve been pretty 
fortunate. That said, we all face instances in even the healthiest of relationships where there is tension. The 
natural reaction is to want to fix the other person. Just thought it would be helpful for you to know . . . 

You can’t fix your boss! . . . But you can do a little coaching (even if you do it covertly). 

But also remember that  if you are THE BOSS, there may be people out there who want to fix you. 
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CONCLUSION

Are You Comfortable
Being Uncomfortable?

During a worship service a few years ago, we had an older couple, probably in their sixties, accept Christ. 
That’s worth celebrating. I love to watch life change happen. Here’s what’s amazing about that—our 
services aren’t designed for people in their sixties. 

Our services are designed for a much younger audience. It’s an audience that loves loud music. Most 
people who attend it are comfortable with video teaching, because video is already a huge part of their 
lives. They love the coffeehouse atmosphere.

Here’s what we’ve learned. If we design our service experiences for a younger audience, we’re more likely 
to reach that younger person and we’ll also reach older folks. The reverse is not true. If we designed our 
service experience for an older audience, the younger crowd would not show up.

Now, here’s the reality. Most churches in America are designed for an older audience. In fact, the more-
seasoned folks in those churches are sitting on committees telling the students and young adults how 
they can and can’t do ministry. The result? Younger people are leaving churches in droves.

Here’s what I know to be true. As a leader, if I’m going to see the church continue to reach the next 
generations, I must:

•	 Give	leadership	to	people	younger	than	I	.	.	.	and	let	them	make	mistakes.
•	 Let	younger	folks	lead	me	in	worship	.	.	.	even	when	it’s	not	my	favorite	style	of	music.
•	 Embrace	new	methods	of	ministry	.	.	.	even	when	it	makes	me	uncomfortable.
•	 Pray	and	encourage	and	finance the next-generation church . . . and stop trying to make church a 

place that I would like to attend.

It’s not about me. It’s about the people who desperately need to know the hope, love, and forgiveness 
found only in Jesus Christ. For the ministry of the local church to remain effective, I need to be a leader 
who is comfortable with being uncomfortable.
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DISCUSSION QUESTIONS

1. In what ways are you “stayin’ alive” as a leader—not just existing but thriving?
2. What path do you have in place to help young, gifted leaders grow and gain responsibility and 

authority?
3. If leadership is no longer a title on a business card, what is it? How have you seen it played out 

around you?
4. So, what are you doing to prepare the next generation for continued impact?
5. Are you a leader or a manager? Are those around you leaders or managers?
6. Whether you and those around you are leaders or managers, how are you fulfilling your roles 

according to your gifts?
7. How close are you to experiencing ministry burnout? How do you ensure that you keep doing 

what God created you to do?
8. How would you have responded had you been Joshua about to lead the Israelites through the 

Jordan River? Not knowing the outcome? Not fully in control?
9. What’s your unspoken motto as a leader: “If I don’t do it, no one will” or “If I do it, no one will do 

it”? Why? What necessary steps do you need to take in order to be less of a control freak?
10. Why do you agree or disagree that “consensus sucks”? In what situations have you witnessed 

consensus being a help or a hindrance in your ministry?
11. Why is it “better to fix problems than to prevent them,” as Pixar president Ed Catmull says? What 

opportunities have you missed out on because you overplanned and missed the mark?
12. In what ways have you ever caught yourself doing the work of God without doing the work God 

has called you to do? What is the difference?
13. What changes do you need to make in your own leadership style that allows you to do what you 

need to do and others to do what they need to do?
14. Are you a “Complete the Right Task” or “Hire the Right People” type of leader? What’s the 

difference you’ve seen in your ministry?
15. Would you add anything else to the list of differences between delegation and empowerment? In 

what ways can you empower other leaders around you?
16. What challenges have you faced in leading creatives? 
17. After looking over the list of tips for leading creatives, what changes do you need to make 

with specific people on your staff? How do you think they’ll respond to you leading them in a 
different way?

18. When have you ever tried to fix your boss? And is anyone on your staff trying to fix you right now?
19. How comfortable are you at being uncomfortable? 
20. How can you force yourself into some less-comfortable situations in order to grow as a leader?
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