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This Assessment Pack from BuildingChurchLeaders.com is a collection of tools to 

use with your leadership team.  Each tool has been designed to help you and your 

team measure some dimension of ministry. 

 

Here’s how to use your Building Church Leaders assessments with your board, 

committees, or staff: 

1) Print and photocopy the assessment tool you’d like to use (you have 

permission to photocopy for church or educational use) 

2) Hand it to your team to complete 

3) Lead a discussion based on the team’s answers. 

 

For more assessment packs, complete training themes, or other training tools for 

church leadership, see our website at www.BuildingChurchLeaders.com. 

http://www.buildingchurchleaders.com/
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Finding Your Leadership Style 

10 ways to lead God’s people. 

Romans 12:8; Psalm 78:72 

I notice at least 10 major ways gifted leaders lead their teams: This describes me 

Yes No 

1. Visionary leader. These leaders have a crystal-clear picture of what they want to 

happen. They cast visions powerfully. They are future-oriented, usually idealistic, and full 

of faith. 

  

2. Directional leader. At the critical intersections of an organization, this leader is able 

to assess the values, mission, strengths, weaknesses, resources, personnel, and openness to 

change of an organization—then, with remarkable wisdom, point that organization in the 

right direction. 

  

3. Strategic leader. This person can break an exciting vision into achievable steps, 

forming a game plan everyone can understand and participate in. 
  

4. Managing leader. Certain leaders possess the unique ability to establish mile-

markers on the road to the destination, then organize and monitor people, processes, and 

resources for mission achievement. 

  

5. Motivational leader. These leaders possess insight into who needs a fresh challenge 

or additional training. They can sense who needs public recognition, an encouraging word, 

or a day off. 

  

6. Shepherding leader. This man or woman loves team members so deeply, supports 

them so consistently, and prays for them so diligently that the mission of the team gets 

achieved. 

  

7. Team-building leader. These leaders find or develop leaders with the right abilities, 

character, and chemistry with other team members. They place people in the right 

positions for the right reasons who will then produce the right results. 

  

8. Entrepreneurial leader. These leaders possess vision, boundless energy, and a risk-

taking spirit. They function best in a start-up operation. 
  

9. Re-engineering leader. Some leaders thrive in a situation that has lost vision or 

focus. They find out what the mission was and what it needs to be now. They decide how 

progress will be measured. 

  

10. Bridge-building leader. This leader brings a wide variety of constituencies 

together under a single umbrella so that a complex organization can achieve its mission. 

This feat requires enormous flexibility in a leader—the ability to compromise and 

negotiate, to listen, understand, and think outside of the box. 

  

—BILL HYBELS 

 1996 Willow Creek Association. Used with permission. 

 

Discuss 
1. What are my dominant leadership styles? 

2. How well does my leadership style fit the roles in which I serve this church? 

3. What leadership styles are lacking on our team? 

 

http://www.buildingchurchleaders.com/
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Holding People Back? 

10 unintentional approaches that keep leaders from emerging. 

2 Timothy 2:2; Titus 1:5 

Almost every leader says, “People are our greatest resource.” But it’s not 
uncommon to find leaders who don’t allow others to develop. I have seen 
leaders, perhaps unintentionally, do one or more of the following: 

I sometimes 
do this 

I don’t do 
this 

1. Magnify the risk. “I know you want this job, but remember: if you fail, you’re 

out.” 
  

2. Minimize the reward. Instead of talking about the sheer joy of accomplishment, 

they emphasize the drudgery. “How does your spouse feel about your not coming 

home for dinner? A lot of nights you’ll be working.” 

  

3. Create a threat. “You really don’t like people criticizing you, do you? As a 

boss, you’re going to have to get over that. Everybody in this place receives 

criticism.” 

  

4. Show a lack of confidence. “I doubt you’re the right person, but we haven’t 

got anybody else. Somebody has to fill the job.” Since every person beginning a job 

has never done it before, it’s easy to tell others they’re unqualified. 

  

5. Expect results too soon. “In a couple of weeks, you ought to be on top of this 

job.” The person knows he or she can’t get on top of the project in two weeks; the 

boss knows it too. 

  

6. Deny support. “I’m not going to be able to give you much help. You’re going 

to be out there by yourself.” 
  

7. Create an atmosphere of criticism. “You can’t do anything right.” Nobody 

wants to work for a boss who takes all the credit and transfers all the blame. 
  

8. Overstate the effort required. “You probably won’t have any leisure time 

anytime soon. You’ll go home with a headache, and your back will ache. That’s the 

price we pay.” 

  

9. Suggest peer rejection. “You’re not really a people person, and this is a 

people job. But I’m willing to give you a shot at it.” 
  

10. Emphasize the pressure. “The last person in this job couldn’t take the heat.” 

Leaders who don’t want others to grow assure them that failures will be fired. 
  

—FRED SMITH, SR. 

 

Discuss 
1. What motivates a person to say these things? 

2. How would these sentiments be expressed in a church setting? 

3. What is the balance between holding people accountable and allowing them to fail? 

4. What signals we are holding people back instead of developing them? 

 

http://www.buildingchurchleaders.com/
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Your Leadership Is Unique 

There is no one “leadership personality.” 

Romans 12:8; 1 Timothy 3 

All the effective leaders I have encountered know four simple things: 

I agree I disagree 

1. The only definition of a leader is someone who has followers. Some people are 

thinkers. Some are prophets. Both roles are important and badly needed. But without 

followers, there can be no leaders. 

 

 2. An effective leader is not someone who is loved or admired. He or she is 

someone whose followers do the right things. Popularity is not leadership. Results are. 
 

 3. Leaders are highly visible. They therefore set examples.  

 4. Leadership is not rank, privileges, titles, or money. It is responsibility.  

Effective leaders also behave much the same way: This is true of me 

 1. They do not start out with the question, “What do I want?” They start out asking, 

“What needs to be done?” 


 2. Then they ask, “What can and should I do to make a difference?” This has to be 

something that both needs to be done and fits the leader’s strengths. 


 3. They constantly ask, “What are the organization’s mission and goals? What  

constitutes performance and results in this organization?” 


 4. They are extremely tolerant of diversity in people and do not look for carbon 

copies of themselves. It rarely even occurs to them to ask, “Do I like or dislike this 

person?” But they are totally—fiendishly—intolerant when it comes to a person’s 

performance, standards, and values. 



 5. They are not afraid of strength in their associates. They glory in it. Whether they 

had heard of it or not, their motto is what Andrew Carnegie wanted to have put on his 

tombstone: “Here lies a man who attracted better people into his service than he was 

himself.” 



 6. One way or another, they submit themselves to the “mirror test”—that is, they 

make sure that the person they see in the mirror in the morning is the kind of person 

they want to be, respect, and believe in. This way they fortify themselves against the 

leader’s greatest temptations—to do things that are popular rather than right and to do 

petty, mean, sleazy things. 



—PETER DRUCKER 

From The Leader of the Future, The Drucker Foundation, F. Hesselbein, M. Goldsmith, and R. Beckhard, eds.  This material is used by permission of 
John Wiley & Sons, Inc. 
 

Discuss 
1. How is the spiritual gift of leadership (Rom. 12:8) different from the kind of leadership Drucker describes? 

How is it similar? 

2. What is the “mirror test” for church leaders? 

3. How does our church trumpet the value of leadership?

http://www.buildingchurchleaders.com/
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4 Myths about Leadership 

And the real story. 

Romans 12:3–8 

Myth 1: Leaders must have all the right traits. During a leaders’ forum at our church, we asked 

participants to list traits of a leader. Their list included: loving, kind, visionary, thoughtful, intelligent, 

articulate, courageous, godly, persuasive, wise, experienced, loyal, forgiving, hardworking, disciplined, 

prayerful. 

 Their list of the most famous leaders in history included Moses, David, Nehemiah, Julius Caesar, Genghis 

Khan, George Washington Carver, Adolph Hitler, Susan B. Anthony, and Nelson Mandela. When asked if 

these leaders had the traits suggested by the group, people admitted that while some of the leaders had many of 

the traits, some had almost none. 

 Traits are related to leadership and helpful to leadership but not essential to leadership. Having certain traits 

doesn’t guarantee effective leadership any more than lacking certain traits guarantees ineffective leadership. 

What the leader does with those traits is what matters most. 

 I often believe this     I sometimes believe this     I rarely believe this     I never believe this  

Myth 2: Leadership is all about leaders. Jonathan Edwards was a brilliant philosopher, theologian, 

writer, preacher, and educator. Yet this pastor was voted out of his church. In terms of church polity, Edwards 

was a poor leader; he couldn’t even convince his own congregation to retain him as pastor. However, if 

measured by his courage, spirituality, and impact on future generations, he was one of the greatest leaders in 

the history of the United States. 

 Leadership is about leaders, followers, organizations, circumstances, power, history, and more. It is the 

relationship of each to the other that makes the leadership matrix. Some aspects of leadership can be measured; 

others cannot. An effective leader at one time may also be an effective leader at another time if other factors 

are present to fuel his leadership success. But there are no guarantees. 

 I often believe this     I sometimes believe this     I rarely believe this     I never believe this  

Myth 3: Leaders are heroes. The cry for leaders is often the cry for heroes. While it is wonderful to have 

hero leaders, they are rare. Heroism is often the consequence of circumstances and opportunity, whereas 

leadership is a function of behavior. The truth is, very few leaders are heroes. Most leaders never risk their 

lives in battle or distinguish themselves by their courage. They work quietly, and their effectiveness comes as a 

result of a long series of wise decisions and good behavior. 

 I often believe this     I sometimes believe this     I rarely believe this     I never believe this  

Myth 4: Church leaders have the gift of leadership.  According to Romans 12, leadership is only one 

gift among many; it is not a “greater gift.” Furthermore, spiritual gifts are primarily given to the church, not to 

the individual. The emphasis is not on having the gift but on leading or governing “diligently.” 

 The practical conclusion is that the person in a leadership role should be diligent and coordinate with the rest 

of the body in doing what the body (church) is supposed to do.  

 I often believe this     I sometimes believe this     I rarely believe this     I never believe this  

—LEITH ANDERSON. Adapted from Leadership That Works (Bethany House, 1999). Used with permission. 
 

Discuss 
1. If traits aren’t enough, what else should determine whether a person is ready for church leadership? 

2. Have you ever been surprised by someone who didn’t appear to be a leader but turned out to be particularly 

suited to the role? Name some examples.  

3. How do we decide whether someone is an effective leader? 

 

http://www.buildingchurchleaders.com/
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Leadership at the Church Picnic 

You can find leadership styles in often-overlooked places. 

Matthew 20:20–28 

As you read the following, imagine which persons you would be most like: 

  

My family’s church is 153 years old and led by a patient pastor who has served us for 

over 20 years. Last Sunday we had 189 in worship, but more important, we had 136 for 

the annual church picnic later that afternoon. The picnic takes place at a picturesque 

park with grist mill, ball fields, picnic pavilion, creek-side swimming hole, trails, 

waterfalls, and swing sets. Every year, most of the church comes out to play, spread 

out the food, eat, talk, laugh, and goof around. 

 

I saw a lot of leadership that day: 
This isn’t 
my role 

I sometimes 
fill this role 

 There was Danny, who directed food to the right places on the tables. (You don’t 

want pie placed next to bean salad.) “Desserts go here, vegetables over there, and 

put all the drinks on that table.” 

 

 There was the pitcher of the all-hands softball game, risking life and limb to deliver 

a soft pitch to my six-year-old and then let her take first base on a foul ball. 
 

 There was the nine-year-old girl who, after the adult outfielders had chased the 

softball into the creek (a ground-rule double), went right in after it, water up to her 

waist. After all, it was our only ball. 

 

 There was the middle-aged man who carried the same nine-year-old off the field 

after she was shaken up—the ball had hit her and bounced off her chest. He hugged 

her until she stopped crying. 

 

 There were the old men who walked three-quarters of a mile up the hill to the field, 

just to “encourage the young people” in the game. 
 

 There was the youth who showed leadership by sitting up front and standing and 

clapping after each performer in the un-talent show. He waved to the crowd to join 

him. It didn’t matter if the performance was an off-key solo or a refined guitar 

piece. He felt everyone needed to be cheered. 

 

 There were the people who automatically fixed dinner plates for those in 

wheelchairs and the people who began cleaning up. No committees, no instructions. 
 

 The deacons, the elected servants of the church, held a brief meeting, primarily to 

pray over the needs and concerns of the church. Our deacons lead through prayer. 
 

The above acts are not merely acts of kindness; they are different styles of leadership 

visible in many churches. Wise leaders cherish and nurture these styles of leadership 

by recognizing and affirming them. 

  

— DAVE TRAVIS of Leadership Network (www.leadnet.org). Used with permission. 
 

Discuss 
1. As you read this, which person most reminded you of your leadership style? Why? 

2. How can someone with a strong, directive style of leadership be a servant, as Jesus teaches in  

Matthew 20:20-28? 

3. How can we recognize and affirm the often-overlooked ways that people demonstrate leadership? 

http://www.buildingchurchleaders.com/
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Who Am I as a Leader? 

A tool for finding your leadership style. 

Romans 12:3–6a 

1. List accomplishments. Make a list of what you accomplished in various phases of your life. List 2 or 3 

accomplishments in each of these categories: Ages 5 to 20; 21 to 49; 50 to 64; 65 to 69; 70 plus. 

 

2. Ask others for input. What do those accomplishments plus behavior on a team or board reveal about 

your leadership strengths? Use the following list to choose 6 strengths.  

 Thoughtful Experimenting Thorough Reserved 

 Helpful Forceful Analytical Quick to act 

 Flexible Idealistic Enthusiastic Receptive 

 Tenacious Practical Trusting Tactful 

 Seeks Change Self-confident Inspirational Adaptable 

 Animated Controlling Factual Economical 

 Loyal Risk-taking  Persuasive Cooperative 

 Socially Skillful Responsive  Competitive Methodical  

 

3. Identify your style. Circle your strengths on the following list to determine what type of leader you  are. 

(Note: since leadership styles are on a continuum, you may have more than one.)  

 Relaters: Thoughtful, idealistic, trusting, loyal, helpful, receptive, responsive, cooperative 

 Promoters: Flexible, experimenting, enthusiastic, tactful, adaptable, socially skillful, inspirational, 

animated 

 Analyzers: tenacious, practical, economical, reserved, factual, thorough, methodical, analytical 

 Directors: controlling, quick to act, self-confident, seeks change, persuasive, competitive, risk-taker, 

forceful. 

 

4. Analyze. Answer the following questions: How do I like to be given information? How do I make 

decisions? What do I need to feel comfortable with change? What do I need in my work environment to be my 

best self? 

 

5. Recognize characteristics of your style. Compare your answers in Question 4 to the following. 

 Relater: Learns by following directions. Is hesitant about making decisions. Needs information on how a 

change will affect him or her. Responds to gentle, specific, and harmonious approach. 

 Promoter: Learns by having fun. Makes decisions ambiguously. Wants to be associated with people in 

charge of a change. Responds to stimulating, open, and flexible approach. 

 Analyzer: Learns by figuring it out. Makes decisions slowly. Wants to know rationale for change. Responds 

to patient, organized, and logical approach. 

 Director: Learns by doing it own way. Makes decisions quickly. Needs to be assured he or she will not lose 

power or control with a change. Responds to businesslike, time-conscious, and factual approach. 

—Adapted from Who Am I as a Leader? (Leadership Training Network, 2000). Used with permission. 

 

Discuss 
1. What kind of leadership style do you suppose the following biblical characters had—Peter, Stephen, 

Samuel, Ezra? How were their gifts appropriate to the work they did? 

2. Describe some ways your leadership style has helped you in church ministry.  

3. What could you do to work better with leaders of a different style? 

http://www.buildingchurchleaders.com/

