Hoop

Opening

Leier:  Wat is hoop?

Leser 1:
Wat ‘n mens al sien, hoop jy tog nie meer nie.  Wie hoop nog op wat hy reeds sien?  Maar as ons hoop op wat ons nie sien nie, wag ons daarop met volharding.  [ Rom 8:24-25 ]

Leser 2:
Om te hoop beteken dat ons elke oomblik ingestel is op dit wat nog nie gebore is nie.  Selfs al gebeur sekere dinge nie in ons leeftyd nie, beteken hoop dat ons nie desperaat en moedeloos sal raak nie.   Dit beteken nie veel om te hoop op dit wat reeds bestaan of op dit wat nie moontlik is nie.  Hulle wie se hoop swak is, gee hulle maklik oor aan gerief en self geweld.  Hulle wie se hoop sterk is, sien en koester elke teken van nuwe lewe.  Hulle is elke oomblik gereed om te help dat nuwe dinge onder ons gebore word. [ Erich Fromm ]

LIED

ons deel in tekens van hoop waarvan ons is die tyd bewus geword het.  [ Dit is belangrik dat ons alle tekens van hoop wat ons in ons alledaagse lewe en verhoudinge vind, sal koester en met mekaar sal deel. ]

Gebed  [ Almal saam ]

Here ons God, U weet hoe min hoop daar in ons lewe is.  Ons dae is dikwels vol van slegte nuus – berigte van lyding en dood, haat en onvrede, werkloosheid en bedrog.  Ons samelewing bloei steeds sonder ophou.  Ook in ons eie harte voel ons onseker en magteloos.  Soos die psalmdigter vra ons ook dikwels: waar is God vandag?  In so ‘n tyd wil ons opnuut aan Jesus dink.  Ons wil dink aan Sy kruis – hoe Hy gely en gesterf het.  Toe alle hoop verdwyn het, het U Hom uit die dood opgewek.  Selfs die dood kon U liefde nie keer nie.  Deur die opstanding van Christus skep U nuwe lewe, nuwe hoop.  Gee ons vandag weer tekens van U liefde en sorg.  Vul ons harte met nuwe verwagting.  Laat die hoop tog in ons groei.  En help ons ook om dit te vier.  Alleen so kan ons dissipels wees – mense vol blydskap, moed en hoop!

AMEN

Leier  Alhoewel ons hoop en verwagting nog nie ‘n vaste besit is nie, bevat dit tog ‘n element daarvan.  Die feit dat ons op iets wag, wys reeds dat ons dit op ‘n manier besit.  Indien ons met geduld en hoop op iets wag, is die krag van dit waarop ons wag reeds werksaam in ons lewe.  Hy wat in alle erns wag, is alreeds in die greep van dit waarop hy wag.  

Viering van hoop   [Almal saam ]

Te midde van hongersnood en geweld, vier ons die belofte van oorvloed en vrede.

Te midde van onderdrukking en tirannie, vier ons die belofte van diens en vryheid.

Te midde van twyfel en wanhoop, vier ons die belofte van geloof en hoop.

Te midde van vrees en ontrouheid, vier ons die belofte van vreugde en lojaliteit.

Te midde van haat en dood, vier ons die belofte van liefde en lewe.

Te midde van sonde en verval, vier ons die belofte van redding en vernuwing.

By die herinnering aan ‘n sterwende Heer, vier ons die belofte van ‘n lewende Christus.

LIED

AFSLUITING

Leier:  Mag die God van hoop julle vul met sy genade en vrede.  Mag julle deur die krag van sy Gees groei in hoop.

Wolfgang Greek:  Ten Lessions from the Future.

CEO of Future World, The Global Bisiness and Technology Think Tank

Verwerk deur Frederick Marais

The worlds of Horus and Seth

The Egyptian Museum in Cairo houses a mind-numbing number of artefacts that shed light on the way people lived and worshipped in the Nile Delta some three to seven millennia ago. In one particularly dimly-lit corner of the museum, I found a little-known statue of a pharaoh being counselled by two deities.

On the left is Horus, the god of structure and predictability. On the right: Seth, the god of chaos and disorder. Even thousands of years ago, the conflict between order and chaos, and the dilemmas created for those in authority, were well recognised.

In a very real sense, today’s business executive is in the same position as that stone pharaoh. Everything we have been taught about business was crafted in the Industrial Age - in an economy where central authority, predictability and control were the touchstones.

We are the sons and daughters of Horus. But we are living in Seth’s world!

Take a look at this table...


Industrial Age ‘Culture’                                 Information Age ‘Spirit’

Wolfgang Gruke:  Ten Lessions from the Future. CEO of Future World, The Global Bisiness and Technology Think Tank


     Learn a skill
   Lifelong learning

   


        Security
     Risk-taking

  


 Job preservation
     Job creation

 


 Capital equipment
   Intellectual capital

 


         Status quo
   Speed and change




Hierarchical and regulated   
Distributed and networked




          Zero sum
       Win-win

   


     Measure inputs
    Measure outputs

The great excitement of the future is that we can shape it

Charles Hardy

Tomorrows successful leaders will value principles more than they value their companies

Steven Covey

The important thing is to try to…take control over your own destiny

Michael Porter

The traditional concept of management is reaching the end of the road

Michael Hammer

We’re talking about changes in basic assumption…few traditional organizations ever go through the eye of the needle

Peter Senge

The major challenge for leaders in the twenty-first century will be how to release the brainpower of their organizations

Warren Bennis

Do we have corporate cultures that are anchors on change? Or cultures that enable us to adapt to the changing environment?

John Kotter

Marketers will move from focusing on large segments to targeting specific niches. In niches there are riches.

Phillip Kotler

My one-word messages for the twenty-first century is “Asia”

John Naisbitt

The dominant competitive weapon of the twenty-first century will be the education and skills of the workforce.

Lester Thurow

Corporations are starting to take on the complexity of biological systems. And at that point, they become out of our control.

Kevin Kelly

Opdrag aan die leiers:Groepsbespreking oor leierskap

1.
Kyk na die aanhanlings en neem tien minute om te se watter van die aanhalings het iets te se vir die kerk en watter ons liefs moet ignoreer.

2.
Kyk na Gulke se paradigmas as ‘n inleiding.  Skryf nou saam met die groep ‘n defenisie vir leierskap vir die finalejaarklas van 1979 op ‘n blaaibordvel

en dan een vir die die klas 25 jaar later: 2004 op die blaaibord

3.
As julle hiermee klaar is kan julle op die meeste 5 dinge op ‘n blaaibordvel neerskryf om met die groter groep te deel.  Less is more

Doel van die oefening:

a. Is om ons te laat nadink oor leierskap

b. Is om te leer by wat in die wereld om ons aan die gebeur is tov van leierskap

c. Isom begrip te ontwikkel dat daar ‘n groot verskil is tussen die styl van leierskap van 25 jaar gelede en vandag.
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Introduction:

Proposing future models is always going to be a risky business. Of course, get it right and one is potentially elevated to “guru” status and placed among the Nostrodamus and Faith Popcorn’s of the world. British management writer / broadcaster / economist, Charles Handy has said that we need to expend energy attempting to make sense of the future without allowing our past, however glorious, to get in the way of our future. He also makes the point that life can only really be understood backwards but has to be lived forwards. Certainly then, surveying the landscape of the future only serves to highlight the current paradoxes that populate our present. Understanding such paradoxes is what is important rather than attempting to resolve them, a futile endeavor by the very definition of the term “paradox”. In essence leadership will shift from, “having all the answers” to “framing the right questions”. In her dynamic book, Leadership and the New Science, Margaret Wheatly likens her attempt to charter the future as similar to that of the explorations of those early sea adventurers whose early maps and accompanying commentary were,  “descriptive but not predictive, enticing but not fully revelatory”. She adds, “They (the explorers) pointed in certain directions, illuminated landmarks, warned of dangers, yet their elusive references and blank spaces served to encourage explorations and discoveries by other people…they contained life-saving knowledge, passed hand to hand among those who were willing to dare similar voyages of their own” (Leadership and the New Science,XIII)

I would hope that this paper would serve to encourage you in your own voyage of discovery and perhaps contribute towards some “life-saving” knowledge in the process of mapping and living effective leadership in the domain in which you serve. 

The Context:

What is beyond doubt is that the future is not what it used to be. The rapid advances being made in the world of biogenetics (what the metaphor of “brain” was to moderns, “genes” will be to postmoderns), nanotechnology and vapor-phase technology are gathering revolutionary momentum. Artificial intelligence is already present in fifth-generation computers and the sociological scaffolding of belief is groaning under the strain of supporting an outdated worldview.

 Some futurists claim that at the current rate of urbanization (world cities growing at 8 million people per month with half the world’s current population living in cities) we are moving from a world made up of countries, to a world made up of cities. It has been said that not only will the life expectancy of today’s teenagers increase to 120 years but also that within their lifetime there will be people who won’t understand what “country” means. Writer / thinker / teacher Leonard Sweet makes the point that already science and technology make-up at least half of postmodern culture (adding that the church invests little of it’s energy in these areas except for, “periodic sloganish outbursts of critical concern” (Quantum Spirituality p.132). 

The current leadership models within our organizations and institutions with which we are familiar, are grounded in a particular context referred to as the “Newtonian” worldview, shaped primarily by the genius of Sir Isaac Newton and French philosopher / mathematician Rene Descartes during the course of the seventeenth century. In essence, Newtonian thinking held that the world was like a machine, the whole made up by the parts. To understand the machine one only had to remove the individual part, examine it and replace it. So too to fix it. It was this framework / worldview that informed the industrial revolution which in turn paved the way for our contemporary organizational hierarchies, establishing the “rules of the game” in so far as leading organized work is concerned. This represents a gross over-simplification of events and influences that have led us to our current context but are sufficient for the purposes of this paper.

Newtonian thinking led organizations to champion the twin towers of control and predictability – marshaling their energy and resources accordingly. In this context leadership evolved to be something that was always “at the top”, always visible, controlling, strong and the place where the “buck stopped”. The desired state was one of equilibrium and stability, achievable by imposing control, constricting people’s freedom and inhibiting local change. The ‘system’ in which this took place would be described as a ‘closed’ system. This was a system where information was controlled and chaos and change minimized. It is noteworthy that nature has taught us that the attempt to manage for stability and to enforce an unnatural equilibrium always leads to far reaching destruction. In essence (and ironically), managing for stability threatens the very system itself. 

However, as explorations into the subatomic world gathered momentum from the early part of this century, a growing dissonance with Newtonian thinking emerged. The “rules of the game” that held true in the Newtonian universe, collapsed in the subatomic world being explored. The subatomic world offered a new landscape of connections and paradox, of phenomena that could not be reduced to simple cause and effect, or explained by studying the parts as isolated contributors. The early pioneers / adventurers of quantum theory,

 Niels Bohr and Werner Heisenberg found that at the end of each question they asked in an atomic experiment, nature replied with a confusing paradox.

 Growing out of this new understanding emerged an alternative worldview, one that provide some critical reference points for the way in which we view organizations and leadership. For one thing, there appeared to be a fundamental “connectedness” in this new order which refuted the matter / persona dichotomy of the Newtonian worldview. A Swiss physicist, J.S. Bell proposed a theorem in 1964 (and confirmed experimentally in 1982 by Alain Aspect at the University of Paris) that proved that the world is fundamentally inseparable. In other words that matter could be affected by non-local causes and be changed by influences that travel faster than the speed of light. Wheatley makes the point that we have broken the world into parts and fragments for so long that we are not well prepared to see that a different order is moving the whole. Finding new ways to think about, to see, sense and comprehending the whole represents one of greatest challenges for today’s leadership.  Bohm makes the point that the notion that the “fragments” of our world exist separately is an illusion, one that leads to conflict and confusion. (Leadership and the New Science p42).  

Berkley University physicist, Henry Stapp, has described Bell’s Theorem as, “the most profound discovery in the history of science”. Bell proved that everything is connected to everything else. We are not sure how this connectedness works, but there is a certainty that there is “separation without separateness”. Nothing can be understood in isolation, everything has to be seen as part of the unified whole. The notion that the world and our universe are made up of ‘separate things’ is an illusion. In the language of this new science, this is referred to as the “butterfly effect”. Edward Lorenz, a meteorologist, first drew attention to this by asking whether or not the flap of a butterfly wing in Tokyo affects a tornado in Texas or a thunderstorm in New York? His answer was an emphatic,  “yes”. There is a Chinese proverb that states, “If you cut a blade of grass, you shake the universe”.

Understanding this connectedness has vast implications for our constructions of organizations and leadership now and into the future. Future leadership will be built on epigenesis: the formation of an organism out of genetic / memetic characteristics rather than generic principles, but one that advances in complexity of form and structure. (“Memes” is a term first coined by Richard Dawkins and refers to culturally transmitted ideas and customs that have been implanted in the human brain by social interaction and historical development). Ironically the Christian worldview and faith has catered for such all along but it has been our own lack of understanding / appreciation that has served to limit our knowledge / experience of such richness. Herein lies another irony. There is plenty of evidence to suggest that other cultures / worldviews, ones traditionally regarded as being outside that of the “Christian” perspective, have understood and lived out this deeper reality of our fundamental connectedness. It is a little like the triumphant sound of the early explorer who believes that he has discovered a “new land” only to find others for whom that place has been home for quite some time! In this regard there is much we can learn from cultures such as the Native Americans (the Circle of Courage), the Japanese (the concept of ‘Kyosei’) or in our own context, from the spirit of “ubuntu” as it is interpreted and practiced by different groupings. There is a common nervous system we all share. There is a Zulu proverb that states, “When a thorn is stuck in the foot, the whole body stoops to pick it up”.

The desire for mastery and prediction can never be satisfied in this newly discovered nonlinear world. In a nonlinear world the smallest variance has the capacity to change and impact the entire system. New science sight (or “New Lights” as Leonard Sweet refers to people with such 20/20 vision) sees organizations as holistic, open systems and not merely as parts that make up the whole. This fundamental connection / networking is the real nature of Nature as God made it. Sweet writes that, “Hierarchal or centralized control structures are not how things will get done in the future…Postmodern religious communities will be constructed, less as independent separate parts, and more as networking centers and social organisms constituting an indivisible whole in which relations to other people and things are constitutive of actual entities” (Quantum Spirituality p143). 

Learning to view the whole system is difficult. Most scholars of leadership are in agreement that the one common characteristic of leadership is that of ‘vision’. In any leadership context, seeing the ‘big picture’ is vital. Richardo Semler, in his book Maverick states that every organization should pay somebody to “look out the window”. However our traditional analytic skills can’t help us in this quest as analysis only serves to narrow our field of awareness and actually prevents us from seeing the whole system – the panoramic view. Seeing the big picture is reliant on work involving the whole group. Wheatley makes the point that as people engage together to learn about their collective identity they are able to see how their personal patterns and behaviors contribute to the whole. This then empowers them to take personal responsibility for changing themselves. (Leadership and the New Science, p144). 

This type of ‘collective inquiry’ is reflected in the Quaker practice of the ‘Clearness Committee’ and has some important lessons for leadership in the new paradigm. Leaders need to be able to see what they are doing as they are doing it, this is where the true learning is. Scott Peck refers to this as the ability to, ‘metamood’. (Metanoia comes from a Greek word meaning a “fundamental shift of mind”). To develop this ‘observer self’ requires patience, practice and no small amount of curiosity. This provides the raw materials from which to fashion the tools that enables the leader to deal with diversity. Dealing with diversity is a challenge inherent with open systems and a prerequisite of future leadership. Leaders can’t deal with the challenge of diversity because someone has told them along the way that it is, “the right thing to do”. Leaders embrace diversity because of how they ‘see’, how they ‘view the whole’, coupled with a fundamental belief in people, something that will be elaborated on later.  

In Greek mythology, the creation of the world was attributed to two primal forces: Gaia, mother of the earth who brought form and stability and Chaos, the endless, yawning chasm devoid of form or fullness. According to Greek myth it was the engagement and opposition of these two primordial powers that created everything we know. These two mythological figures inhabit our contemporary imagination and science as we explore more deeply the working of our universe. 

Chaos it now appears is a vital and necessary ingredient in the process of change, change which leads to a greater / higher evolvement. It is chaos’ great destructive energy that dissolves the past and gifts us with the future. This is true at both the personal and organizational level. When we concentrate on individual moments or fragments of experience, we see only chaos. However, when we stand back and look at what is taking shape, we see order. Ancient myths and new science both teach that every system that seeks to stay alive must hold within it the potential for chaos. As organizational planner / author T.J. Cartwright frames it, “Chaos is order without predictability” (Planning and Chaos Theory p44). Stacked against this reality the leader who tries to control and ensure a predicable, chaos-free environment is heading for a leadership abyss. 

Coming to terms with this on a personal level is essential before living it out as a leader. Of course both are a   never-ending process. Put simply, leadership into the future, without a willingness to engage in the often painful interior excavation / work / soul-searching, will not withstand the shift or change in paradigm / worldview. Danish philosopher / writer, Soren Kieregaard said, “To venture causes anxiety, but not to venture is to lose one’s self…And to venture in the highest is precisely to be conscious of one’s self”. Kets de Vries, in his book Leadership Mystique  (which he subtitles, “a users manual for the human enterprise”) puts it this way, “If leaders don’t reinvent themselves, they may lead the organization down the drain.” (p114). It reminds me of my experience recently with the CEO who wanted all the benefits of a “participative” management style but was blind to his own overt autocratic leadership. It would be this “blind spot” of his that would first have to be seen / identified and then challenged before any meaningful progress could be realized.

 Author / Quaker / contemplative Parker Palmer, makes the point that the institutions and culture of the day reflect the dominant worldview of the time. As a shift in a worldview occurs, the culture and institutions experience a “cultural lag” meaning that they don’t immediately reflect the shift that is taking place. An illustration of this would be that in the old worldview of Newtonian thinking, competition was central to the paradigm.

 This of course was fuelled by social Darwinism’s “survival of the fittest” mantra or as the poet Tennyson put it, “red in tooth and claw”. Accordingly, the institutions and culture reflected this reality. However in a quantum worldview, the dominant metaphor is one of connectedness. The rate at which this is reflected and represented in our current institutions and culture lags behind the pace at which the quantum worldview is replacing the old Newtonian paradigm. So too would this hold true for leadership as new expressions and metaphors are being sought and grappled with to reflect the fundamental shifts taking place. (Although not the focus of this paper it is worth noting that this is an absorbing point to expand on within the context of evangelism now and into the future). 

The Model:

So what then is “Invitational Leadership” and why is it that, against this backdrop, I am confident that it will emerge as the leadership model for the future?

Invitational Leadership has been cultivated directly from Invitational Theory, a theory embedded in an educational context and worthy of elaboration in order to understand it in the context of leadership.  

The term "invitational" was chosen for its special meaning. The English invite is a derivative of the Latin word invitare, which means ‘to offer something beneficial for consideration’. Translated literally, invitare means to ‘summon cordially, not to shun’. Implicit in this definition is that inviting is an ethical process involving continuous interactions among and between human beings. 

Invitational theory is a collection of assumptions that seek to explain phenomena and provide a means of intentionally summoning people to realise their relatively boundless potential in all areas of worthwhile human endeavour. It is based on two successive foundations: The ‘perceptual tradition’ and the ‘self-concept theory’. These two foundations, each supported by decades of scholarly research and writing, provide invitational theory with both substance and structure.
In applying invitational theory, a most important question is "What is the fit among perceptions of various individuals?" The perceptual tradition maintains that human behaviour is the product of the unique ways that individuals view the world. The perceptual viewpoint places consciousness at the centre of personality. It proposes that people are not influenced by events so much as their perception of events. The perceptual tradition was beautifully presented in the 1962 Yearbook of the Association for Supervision and Curriculum Development, Perceiving, Behaving, Becoming, edited by A. W. Combs. 

A second important question in applying invitational theory is “Who am I and how do I fit in the world?” This question derives from the second foundation of invitational theory: self-concept theory. Self-concept is a complex and dynamic system of learned beliefs that each person holds to be true about his or her personal existence. 

The theory maintains that behaviour is mediated by the ways an individual views oneself, and that these views serve as both antecedent and consequence of human activity. Self-concept theory was developed by Jourard (1968), Rogers (1969), Purkey (1970) and many others. 

Invitational leadership offers a logical extension to the perceptual tradition and self- concept theory and builds on these two foundations. These foundations provide a rationale for the four basic assumptions made in the theory and are the means by which invitational leaders  ‘take guard’ in order to face the challenges of leading. 

These four assumptions provide the ‘character challenge’ for Invitational leadership and provide the personal raw material from which purpose, direction and behaviour can best be shaped. The four assumptions, which take the form of four propositions, are: trust, respect, optimism, and intentionality. 

Trust 

Human existence is a co-operative activity where process is as important as product. A basic ingredient of invitational theory is recognition of the interdependence of human beings. Attempting to get others to do what is wanted without involving them in the process is a lost cause. Given an optimally inviting environment, each person will find his or her own best ways of being and becoming. 

Respect 

People are able, valuable, and responsible and should be treated accordingly. An indispensable element in any human encounter is shared responsibility based on mutual respect. This respect is manifested in the caring and appropriate behaviours exhibited by people as well as the places, policies, programs, and processes they create and maintain. It is also manifested by establishing positions of equality and shared power. 

Optimism 

People possess untapped potential in all areas of human endeavour. The uniqueness of human beings is that no clear limits to potential have been discovered, in the same way that a skilled sculptor (Michelangelo) “uncovers” the image (the David) in the marble. In his book, Synchronicity, The Inner Path of Leadership, Jaworski states that, “leadership is all about the release of human possibilities”(p66). For Invitational leaders optimism regarding human potential is not an option, it is a prerequisite. It is not enough to be inviting; it is critical to be optimistic about the process. No one can choose a beneficial direction in life without hope that change for the better is possible. From the standpoint of invitational theory, seeing people as possessing untapped potential determines the policies established, the programs supported, the processes encouraged, the physical environments created, and the relationships established and maintained. It was this point that was referred to in earlier discussion on the leaders need to lead in the midst of diversity.

Intentionality 

Human potential can best be realised by places, policies, processes, and programs specifically designed to invite development and by people who are personally and professionally inviting with themselves and others. An invitation is defined as an intentional act designed to offer something beneficial for consideration. Intentionality enables people to create and maintain total environments that consistently and dependably invite the realisation of human potential. 

The four essential propositions of invitational theory: trust, respect, optimism, and intentionality, offer a consistent stance through which leaders can create and maintain an optimally inviting environment. While there are other elements that contribute to invitational theory, these propositions are the key ingredients. 

What then would be the possible application areas for such leadership? There are five areas that exist in practically every environment, all of which can contribute to the success or failure of every leader. In the same way as everyone and everything in hospitals should invite health, so everyone and everything in every setting should democratically and ethically invite the realisation of human potential. These five areas are the, people, places, policies, programmes and processes. These five "Ps" make up the ‘ecosystem’ in which individuals continuously interact and in which leadership occurs. 

While everything in life adds to or detracts from success or failure, nothing is more important in life than people. It is the people who create a respectful, optimistic, trusting and intentional society. In the past much of leadership was seen to have to do with accomplishing certain tasks, achieving predetermined goals regardless of the people concerned. The invitation leader consciously and consistently invites others to participate in creating their own future, giving them the space and opportunity to do so. It has been said that no person on their deathbed wishes they had spent more time at the office. During the course of 2001 I had the privilege of being a travel companion with a friend dying of cancer. Days before his death I asked him what had been the greatest gift he had received as a result of his illness. “The importance of relationship” was his immediate answer. An invitational leader leads with this awareness, even when called on to make tough decisions and see a task achieved.       

The physical environment (place) offers a practical starting point for Invitational leadership because places are so visible. Almost anyone can recognise smelly restrooms, cluttered offices, peeling paint, or unkempt buildings. Fortunately, places are the easiest to change because they are the most visible element in any environment. They also offer the opportunity for immediate improvement. Richardo Semler provides some challenging examples of this in his story of transforming his company (Semco) in San Paulo, Brazil. 

Policies refer to the procedures, codes, rules, written or unwritten, used to regulate the ongoing functions of individuals and organisations. Ultimately, the policies created and maintained communicate a strong message regarding the value, ability, and responsibility of people. The invitational leader constantly questions and invites the review of these policies to ensure they serve the current environment and needs and are working towards what is trying be achieved. Stories of policies that are intended to serve the customer / client but which accomplish the exact opposite are of course legend in customer care training.

Programmes have an important part to play in leading in an inviting way because programmes often focus on narrow objectives that neglect the wider scope of human needs. For example, special programmes that label people can give individuals ideas about themselves that negate the positive purposes for which these programmes were originally created. Open system leadership uses networks; Newtonian mindsets still rely on boxes. Invitational leadership requires that programmes be monitored to insure that they do not detract from the purposes for which they were designed. 

The final P, processes, addresses the ways in which the other four P’s function. From the early Greek Heraclitus to the most recent thinking in science, life has been described as a process. Process looks ‘backstage’, at the forces behind what is seen on the stage of life itself. Processes address such issues as co-operative spirit, democratic activities, collaborative efforts, ethical guidelines, and humane activities. They focus on how the other P’s are conducted. It is the role of the Invitational leader to be the ‘Gatekeeper’ but not sole custodian for the processes at work within his / her organization. Although we see change at the material level, processes that are immaterial invariably cause the change. The invitational leader learns to develop a sixth sense for these invisible processes rather than the things they engender. Learning to live in a process world that defies employing a ‘methodology’ to cope with such a reality is a challenge for the invitational leader. 

Wheatley captures the required role change for leadership in these areas as being one from, “master creator” to moving into the, “dance of life”. It is then an invitation to hear the music and then dance! Priest / scholar / author Henri Nowen, in his book Clowning in Rome, plays on the metaphor of the circus, suggesting that the movement needed for authentic leadership is one from being (or trying to be) the highly admired and skilled trapeze artist (who performs high above everyone and which requires one to crane their neck in order to catch a glimpse of their breathtaking stunts) to that of the clown. The role (in the circus context) with whom we can so readily identify and with who we are invited to share in both their tears and laughter. Nouwen’s perspective on leadership (In the Name of Jesus) represents a challenging shift for the ‘Newtonian’ leader and yet sits easily with the concept of invitational leadership. This of course would also hold true for Robert Greenleaf’s ‘servant leadership’ yet, invitational leadership goes even further than Greenleaf’s notion of the leader as a servant.

In addition to its focus on the five areas of people, places, policies, programmes, and processes, invitational theory identifies levels of functioning for the leader. Being human and less than perfect, everyone functions at each level from time to time, but it is the level at which people typically function that determines their approach to life and their ultimate success in personal and professional living. 

It is useful here to contemplate the complexity of invitational theory. Many people think they already understand the concept of "inviting." They see it as simply doing nice things--sharing a smile, giving a hug, saying something nice, or buying a gift. While these may be worthwhile activities when used caringly and appropriately, they are only manifestations of an invitational stance one takes. This invitational stance determines the level of personal and professional functioning. 

The following levels provide a check system to monitor each of the Five Ps (places, policies, programmes, processes, and people) found in and around any human endeavour and that reflect invitational leadership in action. 

Intentionally Uninviting 
The most negative and toxic level of human functioning involves those actions, policies, programs, places, and processes that are deliberately designed to demean, dissuade, discourage, defeat and destroy. Intentionally uninviting functioning might involve a person who is purposely insulting, a policy that is intentionally discriminatory, a programme that purposely demeans individuals, or an environment intentionally left unpleasant and unattractive.

Unintentionally uninviting 

People, places, policies, programmes and processes that are intentionally uninviting are few when compared to those that are unintentionally uninviting. The great majority of uninviting forces that exist are usually the result of a lack of an invitational stance. Because there is no philosophy of trust, respect, optimism, and intentionality, policies are established, programmes designed, places arranged, processes evolved, and people behave in ways that are clearly uninviting although such was not the intent. 

Individuals who function at the unintentionally uninviting level are often viewed as uncaring, chauvinistic, condescending, patronising, sexist, racist, dictatorial, or just plain thoughtless. They do not intend to be hurtful or harmful, but because they lack consistency in direction and purpose, they act in uninviting ways. Leaders who function at the unintentionally uninviting level may not intend to be uninviting, but the damage is done. Like being run over by a truck: intended or not, the victim is still dead. 

Unintentionally Inviting 
People who usually function at the unintentionally inviting level have stumbled serendipitously into ways of functioning that are often effective. However, they have difficulty when asked to explain why they are successful. They can describe in loving detail what they do, but not why. 

An example of this is the "natural born" teacher. Such a person may be successful in teaching because he or she exhibits many of the trusting, respecting, and optimistic qualities associated with invitational theory. However, because they lack the fourth critical element, intentionality, they lack consistency and dependability in the actions they exhibit, the policies and programmes they establish, and the places and processes they create and maintain. 

Leaders who are unintentionally inviting are somewhat akin to the early barn- storming aeroplane pilots. These pioneer pilots did not know exactly why their planes flew, or what caused weather patterns, or much about navigational systems. As long as they stayed close to the ground, followed a railway track, and the weather was clear, they were able to function. But, when the weather turned bad or night fell, they became disoriented and lost. In difficult situations, leaders who function at the unintentionally inviting level lack dependability in behaviour and consistency in direction. 

The basic weakness in functioning at the unintentionally inviting level is the inability to identify the reasons for success or failure. Most people know whether something is working or not, but when it stops working, they are puzzled about how to start it up again. Those who function at the unintentionally inviting level lack a consistent stance--a dependable position from which to operate. 

Intentionally Inviting 

When individuals function at the intentionally inviting level, they seek to consistently exhibit the assumptions of invitational theory. Mizer who described how schools could function to turn a child “into a zero” presents a beautiful example of intentionality in action. Mizer illustrated the tragedy of one such child, then concluded her article with these words: “I look up and down the rows carefully each September at the unfamiliar faces. I look for veiled eyes or bodies scrounged into an alien world. "Look, Kids," I say silently, "I may not do anything else for you this year, but not one of you is going to come out of here a nobody. I'll work or fight to the bitter end doing battle with society and the school board, but I won't have one of you coming out of here thinking of himself [sic] as a zero”. (Cipher in the Snow, p10). 

In invitational theory, everybody and everything adds to, or subtracts from, human existence. Ideally, the factors of people, places, policies, programmes, and processes should be so intentionally inviting as to create a world where each individual is cordially summoned to develop physically, intellectually, and emotionally. Leaders who accept the assumptions of invitational theory not only strive to be intentionally inviting, but once there, continue to grow and develop, to reach for what is referred to as the ‘Plus Factor’. 

When people watch the accomplished musician, the headline comedian, the world-class athlete, the master teacher, what he or she does is made to seem so simple. It is only when people try to do it themselves that they realise that true art requires painstaking care, discipline, and deliberate planning. 

At its best, invitational theory becomes "invisible" because it becomes a means of addressing humanity. To borrow the words of Chuang-tse, an ancient Chinese philosopher, "it flows like water, reflects like a mirror, and responds like an echo." At its best, invitational theory applied to leadership requires implicit, rather than explicit, expression. When the leader reaches this special plateau, what they do appears effortless. Football teams call it "momentum," comedians call it "feeling the centre," world class athletes call it "finding the zone, fighter pilots call it "rhythm." In invitational theory it is called the, “Plus Factor”. A good example of this factor was provided by actress/dancer/singer Ginger Rogers when describing dancing with Fred Astair. She said, "It's a lot of hard work, that I do know." Someone responded: "But it doesn't look it, Ginger" to which she replied, "That's why it's magic." 

Invitational leadership, at its best, works like magic. Those who function at the highest levels of inviting become so fluent that the carefully honed skills and techniques they employ they become invisible to the untrained eye. They function with such talented assurance that the tremendous effort involved does not call attention to itself. 

Invitational leadership encourages individuals to enrich their lives in each of four basic dimensions: (1) being personally inviting with oneself; (2) being personally inviting with others; (3) being professionally inviting with oneself; and (4) being professionally inviting with others. Like pistons in a finely tuned engine, the four dimensions work together to give power to the whole movement. While there are times when one of the four dimensions may demand special attention, the overall goal is to seek balance and synchronicity between personal and professional functioning. 

Being Personally Inviting With Oneself 
To be a beneficial presence in the lives of others it is essential that invitational leaders first invite themselves. This means that they view themselves as able, valuable and responsible. They are the kind of leaders who remain open to new experiences and who adopt a positive learning attitude throughout their entire life. These leaders see the need to reinvent and renew themselves on a regular basis and take the opportunities and develop the disciplines to do so.  

Being personally inviting with oneself takes an endless variety of forms. It means caring for one's mental health and making appropriate choices in life. By taking up a new hobby, relaxing with a good book, exercising regularly, learning to laugh more, visiting friends, getting sufficient sleep, growing a garden, or managing time wisely, people can rejuvenate their own well-being. Much is currently on the shelves in the leadership section of bookstores on precisely this aspect of leadership. It is well documented from a variety of standpoints that without being inviting with oneself, it is not possible to be truly / authentically inviting towards others.  

Being Personally Inviting With Others 
Being inviting requires that the feelings, wishes, and aspirations of others be taken into account. Without this, invitational leadership could not exist. In practical terms, this means that the social committee might be the most vital committee in any organisation. 

Specific ways to be personally inviting with others are simple but often overlooked. Getting to know colleagues, sending friendly notes, remembering birthdays and significant anniversaries, enjoying a staff social, practising politeness, being vulnerable, celebrating successes are all examples of invitational leadership in action. 

Being Professionally Inviting With Oneself 
Being professionally inviting with oneself can take a variety of forms, but it begins with ethical awareness and a clear and efficient perception of situations and oneself. In practical terms, being professionally inviting with oneself means trying a new method, seeking certification, learning new skills, returning to graduate school, enrolling in a workshop, attending conferences, reading journals, writing for publication, and making presentations at conferences. 

Keeping alive professionally is particularly important because of the rapidly expanding knowledge base. Perhaps never before have knowledge, techniques, and methods been so bountiful. Canoes must be paddled harder than ever just to keep up with the knowledge explosion. 

Being Professionally Inviting With Others 
The final dimension of invitational leadership is being professionally inviting with others. This involves such qualities as treating people, not as labels or groups, but as individuals. It also requires honesty and the ability to accept less-than-perfect behaviour of human beings. 

In everyday practice, being professionally inviting with others requires careful attention to the policies that are introduced, the programmes established, the places created, the processes manifested, and the behaviours exhibited. Among the countless ways that leaders can be professionally inviting with others are to have high aspirations, fight sexism and racism in any form, work co-operatively, behave ethically, provide professional feedback, and maintain an optimistic stance. 

Leaders who combine the four dimensions of invitational theory into a seamless whole are well on their way to putting the theory into practice. 

Major Components of Invitational Leadership

	PRIVATE
Foundations
	The Perceptual Tradition
	Self-Concept Theory



	Assumptions
	Trust
	Respect
	Respect
	Intentionality



	Five Areas
	People
	Places
	Policies
	Programmes
	Processes



	Four Levels
	Intentionally Uninviting
	Unintentionally Uninviting
	Unintentionally Inviting
	Intentionally Inviting



	Four Dimensions
	Being Personally Inviting with Oneself
	Being Personally Inviting with 

Others
	Being Professionally Inviting with Oneself
	Being Professionally Inviting with 

Others


Concluding Thoughts:

Invitational leadership is the intentional invitation to others to participate in / create their own future, a future that is connected. In the same way that Robert Greenleaf’s groundbreaking work on servant leadership sits comfortably within a Christian ethos, so too does Invitational leadership. Sadly, the very community that should be modeling this form of leadership is still grappling with the implications of servant leadership. Biblical invitations are long-standing, lifelong events that more often than not begin with the verb, “come” (Come into the ark, you and all your household – Gen 7:1 / Come now let us reason together – Isa 1:18 / Come to me, all you that are weary…- Matt11: 28). So we come to realize that the author and model of servant leadership is the same source of invitational leadership. 

Leonard Sweet makes the point that New Light leaders will be “playing away” in this postmodern culture (p.194). The need for an “away strategy” amongst postmodern Christians becomes paramount. For those placed in positions of leadership the challenge is there: the leadership of the future ought to be the leadership of your present! Whilst explaining one’s faith in the postmodern context will require some verbal and mental nimbleness and dexterity, living it will serve as an appropriate leadership model. Christian leaders will need to be prepared to ‘exercise’ their theology; their faith must become streetwise. Confucian philosopher, Meng-Tzu said, “If the King loves music, there is little wrong in the land.” Christian leaders will need to actively recognize and embrace invitation and participation as the way to lead into the future, confident that as they do so and untidy as it certainly will be, ‘little can go wrong in the land’.
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Kom ons skep ruimte vir koinonia

Strategie om die Koinonia-plafon in die gemeente te lig

Frederick Marais

Dit gaan oor koinonia en nie kleingroepe nie

Dit gebeur so maklik dat ons die program of die resep verabsoluteer in die bediening en vergeet waarom ons daarmee besig is in die gemeente.  Kleingroepe is ‘n metode waarop die gemeente ruimtes kan skep waarbinne koinonia kan plaasvind, maar dit bly net ‘n metode en nie ‘n doel insigself nie.  Dt is belangrik om dit te onthou in ons poging om ruimte te skep sodat koinonia kan plaasvind.

Ons kan nie koinonia skep deur ons bediening nie,ons kan alleen ruimtes oopmaak sodat die goddelike gebeure wat ons koinonia noem kan plaasvind. Die waarheid is dat ons nie koinonia kan skep nie, ons kan ons oopstel om dit van God te ontvang. Koinonia is in die eerste plek ‘n manier waarop God na ons toe kom.  Saam met die ander bedieninge vorm dit deel van die kragveld, die energie wat ontstaan wanneer gemeentes binne die kragveld van die Gees lewe.  Ons taak is dus nie om dit te skep nie maar om die koinonia-energie wat die Gees skep te volg en ons bediening daarmee daarop te rig. Hierdie oopstelling van die gemeente se bediening vir die dinamiese werk van die Gees kan ons herken uit ‘n aantal Bybelse perspektiewe of kwaliteite van liefde(Kragveld:232ev):

Ons moet ander liefhe soos wat die Vader en veral Christus ons liefhet.(1Joh41-17) Christus is beide die bron van ons liefde- liefde kom immers van God- maar ook die leermeester oor wat dit beteken om lief te he(Fil2) Ons lief te he en te sorg vir ander is nie ‘n keuse nie, dit is ‘n opdrag wat dissipels ontvang indien hulle in navolging van Jesus Christus leef:

· Dit beteken dat die grense van ons liefde ge-herdefinieer word. Wat besonders is aan Christelike liefde is dat dit begin daar waar gewone menselike liefde ophou. Christelike koinonia is nie ‘n mislukking wanneer daar konflik ontstaan nie.  Dit is anderkant die konflik of die verskeurdheid wat ons opgeroep word om lief te he.  Dit is maw nie liefde wat begrens word deur enige vorm van natuurlike aangetrokkenheid of eendersheid nie, maar wat juis oor gense liefhet.  Dawid Bosch het op ‘n keer gese, ons ontmeot God wanneer ons grense oorsteek. Koinonia sluit dus op ‘n besondere manier die vreemdeling en die verontregte in. In ons samelewing beteken dit dat ons die grens tussen

· Kulture

· Taalgroepe

· Ekonomiese stande

· Generasies

· Geslagte sal moet leer oorbrug.

· Christus herdefenieer ook die intensiteit en radikaliteit van ons liefde. Christus se liefde vra selfverloening en die bereidheid om die kruis op te neem vir ander. Om laste te dra, om nie aan ou eie belang te dink nie, om bereid te wees om soos Christus jou lewe af te le vir ander, is alles deel van hierdie radikaliteit.

· Paulus moedig ons verder aan om eg en opreg te wees in ons liefde en sorg aan ander mense.

Ons taak is dus om ruimtes oop te maak vir waarbinne koinonia kan plaasvind. Ons het vier sisteemmerkers ge-identifiseer wat onderstuenend is tot die bou van ‘n koinoniakulutuur in die gemeente.

Om die koinoniale-pafon te lig moet  ons die volgende pilare verstrek:

Leierskap

Strukture

Interaksiepatrone

Samekomste

	Geloofsonderskeidende Leierskap en Disoriëntasie of Vertigo”     

In tye van aanpassende verandering (disorientasie) sal bestande kennis en vaardighede die proses mislei

Allan Roxburgh: The Sky is falling!?
Lees die onderstaande uittreksel uit die opleidings handleiding van vlieniers en kyk dan na die vrae aan die einde.


	An archaic definition of disorientation literally meant "difficulty in facing the east." To the pilot, it more often means "Which way is up?" Disorientation, or vertigo, is actually a state of temporary spatial confusion resulting from misleading information sent to the brain by various sensory organs. The body's elaborate navigational system was superbly designed for locomotion on the ground at a normal gait, but in an aircraft, during sudden acceleration or radial flight, it can trick you.

The most difficult adjustment that you must make as you acquire flying skill is a willingness to believe that, under certain conditions, your senses can be wrong. When you are seated on an unstable moving platform at altitude (and your vision is cut off from the earth, horizon, or other fixed reference) and you are exposed to certain angular accelerations or centrifugal forces (which you cannot distinguish from gravity forces), you are susceptible to innumerable confusing, disorienting experiences.

In a level turn, you may think you are in straight flight or climbing. In a coordinated, banked turn you may believe yourself to be in straight and level flight. In recovery from a level turn, you may feel as though you are diving. In a left turn-if you suddenly bend your head forward-you may think you are falling to the left.

These alarming sensations are due primarily to misinterpretation of messages sent to the brain by the two primary sensory organs: (1) the semicircular canals of the inner ear, and (2) groups of pressure-sensitive nerve endings located mainly in the muscles and tendons. These organs tell you where you are in relation to the ground, your normal environment. When your eyes are open and your feet are on the ground, they serve you well. You have little trouble deciding which direction is up or down. In an airplane, though, these organs may send your brain inaccurate reports.

Here's where trouble begins! Inside the airplane, if you are unable to see the ground and establish a visual reference you are just seconds away from the famous graveyard spiral. You're in a turn but your inner ear machinery tells you that you're straight and level. Now, as the airspeed builds up in the turn you may think you are in a level dive and pull back on the control column. Increased back pressure on the controls will only tighten the turn and cause structural failure or a curving flight path into the ground. But suppose, by either a glimpse of the horizon or a recall of some "needle-ball-airspeed" technique. you are able to get the airplane squared away again to straight and level flight.

The fluid, which continues to turn while you are returning to level flight, begins to creep back to neutral after you level the airplane. Because of its momentum, the fluid continues to flow after the canal has come to rest-bending the hairs along with it. You really are straight now, but you have the sensation of turning in the OPPOSITE direction from which you have just recovered. You instinctively bank away from the imaginary turn-and the cycle starts all over again.

Without instrument training, the chances of maintaining normal aircraft attitude in limited visibility are extremely rare. Repeated small control movements may eventually create a sensation of gradual turning. You may misinterpret the degree of bank and have a false impression of tilting when in a skid or a slip.

Spatial disorientation occurs most often in instrument conditions created by rain, fog, clouds, smoke or dark nights. You can overcome the effects of vertigo by relying upon your aircraft's instruments. Read your instruments! They are the best insurance you will ever have. 

Bear in mind that vertigo can occur ANYTIME that the outside visual reference is temporarily lost during map reading, changing a radio channel, searching for an approach plate, fuel managing, computing a navigational problem, or whatever else you might need to do insole the cockpit. Nearly all experienced pilots have had a brush with vertigo-usually minor and of short duration. It CAN he disastrous, however. Pilot error," resulting from vertigo, has been identified beyond any doubt as the direct contributing cause of many accidents.

The danger of vertigo may be reduced by:

1. Understanding the nature and causes of the condition.

2. Avoiding, if possible, the flight conditions which tend to cause vertigo.

3. Obtaining instrument flight instruction and maintaining proficiency.

4. Having faith in the instruments rather than taking a chance on the sensory organs.

5. Remembering that it can happen to ANYONE!

Finally, you should be constantly aware of the danger in shifting between the instrument panel and the exterior visual field when the latter is poorly structured or obscured. Avoid sudden head movements, particularly when the aircraft is changing attitude. Don't fixate too long on the instruments. And most important, when your senses seem to disagree with the instruments, trust the instruments-they may save your life.

Afgelaai by www.pilotfriend.com/aeromed/medical/vertigo


Enkele Bybelse begrippe wat dui op die verskillende maniere waarop geloofsonderskeiding in die Nuwe Testamentiese gemeentes gefunksioneer het.
Frederick Marais
(Luisterryke Vergaderings 34-35)
Ef 4:4 herinner ons dat dit net een Gees is wat ons lei en dat daar net een Hoop is waartoe ons gelei word!  Ons kan dus verwag dat daar in ons Luisterende Geloofsonderskeiding helderheid sal kom oor hierdie een Hoop.

Lees weer Vergaderings pp34-35 en dink na oor die gesig van hierdie Hoop in die spesifieke saak waaroor dit gaan in jou gevallestudie.

Is die spesifieke gesig van konsensus wat julle nou moet vind soos in

	1 Kor 12:10 om tussen die geeste te onderskei dan gekonfronteer te word met die waarheid...”diakrisis”

	

	I Kor 4:5 om dinge wat in die duisternis verborge is aan die lig te bring en die bedoelings van die hart bloot te lê...”Krino” is om regspraak te doen

	

	Lukas 1:17 en Ef 1:8 gebruik die woord phronesis om na te dink met die doel om die regte pad te vind of om met Wysheid te lewe

	

	In Fil 2:2 word phroneo gebruik om aan te toon dat ons saam strewe...letterlik om saam te stoei en nie noodwendig by ’n antwoord te kry nie!

	

	In Fil 2:5 koppel Paulus proneo aan Christus- om dieselfde gesindheid van Christus te hê....

	


Voorbeelde van “God-vrae”

(Vergaderings pp46-53)

Lees pp46-39 met aandag deur oor hoe belangrik dit is om in ons geloofsonderskeiding te begin by die vrae oor God en maak die vrae dan van toepassing op die verhaal wat jy neergeskryf het.  Is daar dalk een of meer van die vrae wat die proses positief sou kon beinvloed?

· Wie is God?

· Onderskeiding begin eintlik elke keer by hierdie eenvoudige vraag: Wie is God in hierdie situasie? Wie wil God vir ons wees in hierdie situasie. God openbaar homself verskillend in elke konteks.  Geloofsonderskeiding is om God weer nuut te ontdek in die situasie waarin ons nou is.

· Waarmee is God nou besig?

· ‘n Belangrike vraag as mense dink dit gaan baie sleg.  Dit help hulle om raak te sien dat God in “slegte” tye juis besig is om deur sy Gees vernuwingswerk te doen. Is God nog die subjek van ‘n aktiewe werkwoord in ons taal? Pat Keifert is bekend daarvoor dat hy in sulke moeilike situasies aan leiers wat hom sou vra: We really do not know what the hell is going on,” ‘n wedervraag te vra: “Lets talk about what in heavens name God is up to?”

· Wat is God besig (herhaaldelik) om vir ons te sê?

· Ons het almal die ervaring dat die Here in ‘n sekere tyd van ons lewe byna oor en oor dieselfde ding vir ons sê.  Dit is een van die wonderlike ontdekkings wat gemeentes maak wanneer ons stil genoeg raak om na God se stem te luister. Omdat ons weet dat dit één Gees is wat ons lei, kan ons met vrymoedigheid as leiers luister na die getuienisse van die gemeente, en sal ons die ontdekking maak die Gees in ‘n spesifieke tyd ‘n spesifieke boodskap bevestig (Ef 4)

· Aan wie behoort die gemeente?

· Hoewel hierdie vraag nie direk na God verwys nie, is dit ‘n uiters belangrike vraag wat ons help om weer te verstaan dat die gemeente nie aan ons behoort nie maar aan God; dat Christus die hoof is van die gemeente. Een gemeentegroep aan wie ek die vraag gevra het, het met hierdie verrassende verandering gekom: Hierdie gemeente behoort aan dié mense wat nog nie deel van ons gemeente is nie, maar wie God na ons stuur. As dit hulle oortuiging is en hulle begin daardie antwoord konsekwent toepas op al die besluite wat hulle moet neem,  verander dit nogal die prentjie dramaties. Nou gaan dit skielik nie meer in die eredienste oor hoe ons die gemeentelede gelukkig kan hou nie, maar hoe kan ons ‘n erediens hou sodat hierdie vreemdelinge maklik tuis voel by ons, dit is mos hulle gemeente. Om nie eers van die gemeente se geld te praat nie.  Laat ‘n mens nogal dink aan die gemeentevergadering in Hand 15!

· Wat is God se droom vir die gemeente?

· God het ‘n droom dat die gemeente ‘n verskil sal maak in die wêreld, ‘n groter en beter verskil sal maak. Ons kan nie na die wil van God vra sonder om nie ook stil te staan hierby nie. Gemeentes het net bestaansreg indien ons vroedvroue is om geboorte te gee aan iets wat groter is as onsself, eenvoudig omdat God en Sy drome vir die wêreld altyd groter is as wat ons verstaan of wie ons is.

· Is daar enige ander “Godsvrae” wat jy geleer het om te vra in onderskeidingsprosesse?

------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Die Godsvrae in praktyk: Om ons agenda te belyn met God se Agenda

Hierdie is ‘n prosesvoorstel vir leiersgroepe wat gereeld bymekaar kom om saam in die geloof te onderskei:

1. Gee tyd om stil te raak en in die teenwoordigheid van die Here te kom

2. Wandel in die Woord in die lig van die volgende Godsvrag: Wat het die Here gedoen gedoen sedert ons die vorige keer bymekaar was?
3. Skryf  die response neer op halwe A4 velletjies en groepeer dit romdom temas teen ‘n bord of ‘n muur.

4. In die lig van die response vra ons die voglende vraag:  Watter beweging (s) van die Gees het ons waargeneem.  (Sien vergaderings pp120-125)

5. Op watter manier behoort bg ons agenda vir die vergaderin of byeenkoms te verander?

a. Is daar ‘n saak wat op die agenda is wat groter prioriteit behoort te kry?

b. Is daar  ‘n saak wat nie op die agenda is nie, maar waaroor ons behoort te praat?

c. Watter sake is in die lig van die getuienis oor wat die Here onder ons doen nie nou belangrik nie?

6. Gaan oor tot die behandeling van die Agenda
Drie luister-praktyke om die verhoudings tussen leiers in vergaderings te verbeter en so tot rus te kom by mekaar:

(meer volledig beskryf in Vergaderings 107-110)
1. Eggo: Om te beweeg van luister-arm debat na ’n luisterryke dialoog
[image: image3.png]



----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Nota: Kyk gerus na die aantekeninge by stasie 3 in hierdie handleiding waar daar verduidelik word hoe om die eggo-gewoonte te be-oefen wanneer ons wandel in die Woord.

2. Van Beskaming na Bevestiging van mekaar

[image: image4.png]



--------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Oefening in die bevestiging van mekaar:

Prosesnota:

Hierdie is ’n oefening wat in kleiner groepe van 3-10 baie goed werk.  Indien die vergadering groter is as 10 verdeel dan op in kleiner groepe. Dit neem ongeveer 60 min om ’n groep van 6 mense deur die proses te neem. Dit is baie belangrik om die stappe noukeurig te volg, aangesien dit so ontwerp is dat dit ’n veilige ruimte skep waar mense mekaar kan bevestig.  Die proses kan ook oor ’n tyd versprei word deur by een geleentheid een van die lede te bevestig.  Na die aanvanklike bevestiging van die groeplede kan dit deel van die kultuur van die groep gemaak word deur by elke vergadering aan die begin of die einde of deurlopend geleentheid te gee om waarderende opmerking teenoor mekaar te maak.  Natuurlik moet ons mekaar ook vermaan, maar indien daar nie ’n kultuur van bevestiging is nie, word vermaning gewoonlik beleef as beskamend.  Vermaning in ’n groep waar daar dikwels bevestiging plaasvind, is egter gewoonlik konstruktief.

1. Identifiseer iemand in die groep wat julle wil bevestig- elkeen moet ‘n geleentheid kry

2. Die persoon draai sy/haar stoel om(die persoon moet nou luister maar mag nie praat nie)

3. Julle maak ‘n lysie van die eienskappe en gawes wat julle wil bevestig in die persoon

4. Die persoon draai sy/haar stoel terug en die lysie word aan die persoon voorgelees en verduidelik

5. Die persoon ontvang die lysie sonder om daarop kommentaar te lewer.

6. Die groep bid vir die persoon

7. Proses word herhaal met elke groepslid

3. Van ’n fokus op die inhoud na ’n Empatie met die emosies


Om werklik empaties te kan luister moet ons in die gewoonte kom om ons insigte en antwoorde te “kruisig”. Peter Senge noem dit die dissipline van “suspendering”. Wanneer ek my voorveronderstellings, veral oor ander suspendeer, verander diskussie in dialoog en ontstaan “deep (emthatic) listening”.To suspend one’s assumptions means to hold them, “as it were ‘hanging in front of you,’ constantly accessible to questioning and observation.” Peter M. Senge, The fifth discipline

------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
Waardes wat ’n veilige empatiese luister bevorder ...

· Daar kan oor enigiets gepraad word, solank dit deel van die groep se ervaring is. (Die agenda is oop en word nie net deur die ampsdraers bepaal nie)

· Ons hanteer alles vertroulik, selfs as die groep ontbind.

· Ons luister waarderend sodat ons die ander deur God se genadige oë kan sien.

· Ons onderbreek nie mekaar nie en ons gee nie raad nie.

Oefening in die suspendering van standpunte sodat ons Empatie met mekaar kan hê:

1. Identifiseer ‘n onderwerp waarvan julle weet daar verskillende opinies en emosies is in die groep.
2. Elke persoon het ‘n skoon papier om op te skryf en ‘n pen gereed.
3. Voordat ons begin praat skryf elkeen sy/haar idees of uitkomste tov die saak neer op die papier. 
4. Ons steek hierdie idees op teen ‘n bord vas as ’n simbool van ons suspendering en onderneem om dit nie deel te maak van ons response op die verskillende standpunte 
5. Elke persoon kry geleentheid om sy/haar standpunt te stel.
6. In ons respons be-oefen ons die gewoontes van “eggo” en “bevestiging”
7. Indien dit nodig is om konsensus te kry kan ons aan die einde na die gesuspendeerde idees kyk en die wysheid daarin soek
8. Dieselfde gewoonte kan geld wanneer daar ‘n 1-1 situasie is indien die persoon wat luister sy/haar idees suspendeer deur dit neer te skryf  eerder as om die persoon te onderbreek terwyl hy/sy praat.

Industrial Age “Culture”             Informational Age “Spirite”





Wanneer iets betekenisvol in ‘n vergadering gebeur, dikwels omdat iemand iets van sy/haar emosies of gebrokenheid wys, en dit word ge-ignoreer, kan daar niks betekenisvol daarna gebeur nie.


Lees weer die verhaal van die gemeenteleier p71 in Vergaderings








