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Departmental leaders have a pivotal function within the Seventh-day

Adventist Church. Upon them rest the weighty responsibility to fulfill roles that
guide the organization in its holistic thrust to address needs of human beings
in society of all ages, gender and efhnicity. To effectively fulfill their role, they

have to carry out both leadership and management functions. This seminar

will deal only with the four principal functions of effective departmental

management which are: planning, organizing, leading, and

controlling/quiding.
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In less than g years Millennials [Gen-Y] will account for nearly
half the employees in the world.

(Joe Collins, ECI Webinar —April 16, 2015, Surviving & Thriving In A Multi-generational Workplace)
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The Future

For the first time in
history we will soon
have 5 generations in
the workplace at one
time.

Joe Collins, ECI Webinar — April 16, 2015,

Surviving & Thriving In A Multi-generational
Workplace
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Managers/Supervisors have never had to manage such a
wide range of ages/generational groups.

O Adjusting to the change of promotions based on merit vs seniority

O Although generation gaps are as old as history, never has there
been such differing attitudes

O Getting employees to see past their biases and learn to work
together towards a common goal



= Planning

= Organizing
" leading
= Controlling/Guiding
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“Some managers can be greaf leaders, and conversely, some leaders can be
great managers. Occasionally, one can excel in both roles, but this is the
exception.”

Leadership sets new strategic direction and leads a feam to get there. Inspires
and rallies the team around common causes, shared values and a culture of
excellence to achieve a desired end-state.

O Management is for directing people and resources according to principles and
values that have already been established. It is the arrangement of resources in
space and tfime to be both effective and efficient.

O The best managers require leadership skills, a high degree of selt-
discipline, and a creative streak to fuel continuous improvement.


https://www.levelfiveassociates.com/2015/12/01/

Collaborative

O The creation of a collaborative environment where everyone feels heard, respected
and valued is a key step for new managers.

Growth-oriented

O Focus on helping your employees progress — individually and collectively. Get to know
your workers.

Excellent in communication

O Being a clear communicator is vital for a manager. Set clear expectations for your
employees, be transparent about important topics, and establish guidelines for giving
and receiving feedback.

Impact-driven
O Every worker wants to feel valued.



O Emotional intelligence O Gives clear, timely and
O Learner effective communication
regularly

O Approachable
O Treats team members as

O Political authority partners

O Good at delegating
O Flexibility

O Shows no favoritism

O A leader is ethical and
frustworthy



O Leadership

O Experience

O Communication
OKnowledge

O Organization

OTime Management
O Reliability
O Delegation

O Confidence
O Respect for Employees



From the Adventist University of Africa, Dr. Delbert Baker, Vice Chancellor




AUA University: Council

Wednesday, April 24, 2019




" INTENDED
BENE&FITS
UNINTENDED

. CONSEQUENCES -




GOOD INTENTIONS




A Python Swallows a Six Foot Alligator

ONational Geographic reported that a 13-foot
Burmese python swallowed a é6-foot alligator in
Florida.

OThe conseguences were lethal, as the alligator
split the snake open from the inside out, literally.
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“The best-laid plans of mice
and men offen go astray.”
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Unintended (or unanticipate

OThere are always unintended consequences to our plans.
OThe best intentions can have unexpected side affects.
O Sometimes the side affects are better than we expected.

OBut, sometimes, the side affects aren’t anything like we expected,
they are negative and bad, real bad.



Jesus ana Unintended Consequences

O Then Jesus began to tell them that the Son of Man must suffer many terrible things
and be rejected by the elders, the leading priests, and the teachers of religious law ().

O He would be killed, but three days later he would rise from the dead (2).

O As he talked about this openly with his disciples, Peter took him aside and began to
reprimand him for saying such things (3).

O Jesus turned around and looked at his disciples, then reprimanded Peter. "Get away
from me, Satan!” he said (4).

O “You are seeing things merely from a human point of view, not from God’s.” (5)
Mark 8:31-33



Law. of Jf)]fjf-JfJJs‘Cf Consequences

> “Unintended consequences” are outcomes that are not the ones intended
by a purposeful action.

> Unintended consequences can be grouped into three types:

1. A positive, unexpected benefit (usually referred to as luck, serendipity or a windfall).

2. A negative, unexpected detriment occurring in addition to the desired effect of the
policy or action.

3. A perverse effect contrary to what was originally intended (when an intended solution
makes a problem worse).



"HOW VWEARRIVE AT VVHERE

WEDOINOT WWANT 'O 'BE:

EE Deception - [Eve] - (Gen 3:1-19)

Immediate interest, without considering long-term interests -
[Lot pitching tent towards Sodom] (Gen 13:11)

Worry / unbelief - (Number 13,14)

Secret pleasure - [David & Bathsheba] - (2 Sam 11;
12)Presumption - [David & the ark] - (1 Chron 13; 15)

Error - [Jeroboam ’s calves] - (1 Kings 12:25-33)



A perverse effect contrary to what was
MODERN # DAY & &

originally intended (when an intended
solution makes a problem worse).

4 Medical Results

4 Political Choices

4 Career Decisions

4 Administrative Initiatives
4 Academic Outcomes




Five Possible Causes of Unintended Consequences

Sociologist Robert K. Merton (1934)

. Ignorance. It is impossible to anticipate everything, thereby leading to
an incomplete analysis.

. Incorrect analysis of the problem or following habits that worked in the
past but may not apply to the current situation.

. Immediate interest, which may override long-term interests.

. Basic values may require or prohibit certain actions even if the long-term
result might be unfavorable. These long-term consequences may
eventually cause changes in basic values.

. A self-defeating prophecy. Fear of some consequence drives people
to find solutions before the problem occurs, thus the non-occurrence of
the problem is not anticipated.



lake-Away.

1. Make decisions with an eye for desired benefits and
undesired consequences.

3. Make decisions consistent with the best methods and
principles you know.

Make decisions and plan to live with best and worse case
outcome.



AUA Vision and Mission

Mission

To deliver dynamic postgraduate education in a Christian context, fo
prepare graduates to provide competent leadership and service based
on infegrity, respect, and love, to meet the needs of church and society.

Vision
To be one of the best universities, fostering the highest standards of

postgraduate education in Africa, advancing knowledge and profes-
sional skills in a holistic contfext.

Core Values
knowledge. Truth. Service.




Janusian Thinking

The ability to imagine two
opposites or contradictory
ideas, concepts, orimages

existing simultaneously




AUA 2025: Forward Preparation

Purpose
Future focus
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* Internal, Externals
* Build a strong AUA to AUA (UC/GC,
* Facilitate mission focus etc)
¢ Be Future Focus * Divisions, Unions,
Conferences, etc.

¢ Division Education
Directors

* Faculty, Staff,
Students, Others

* Network with Friends
* Diversity, Inclusion

* Spiritual Synergy

* Providence

* Faith, Family * Creative Programs
* Diversity, Inclusion * Enrollment Plans
* Research, Evidence e Cohort Promotion

* Spiritual, Service * Extension Site Work
* Program Review * Program Review




Delbert W. Baker, PhD

Vice Chancellor

Adventist University of Africa
Nairobi, Kenya
www.aua.ac.ke
www.africansdahistory.org
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Bruce Tulgan, Rainmaker Thinking, 2019




O Who needs 1o be managed/guided more closelye

O Who needs a little more space?¢
O Who is likely to improvee Who is note Whye
O Who should be developed? Should anyone be fired?¢

O Who requires special accommodations and rewardse

Check in with yourself once every few months to ask these questions,
adjust your Manager'’s Landscape regularly, and become a better
manager for your team.



Bruce Tulgan. 2019. Management Fundamentals: Eight Steps Any Manager
Can Take To Become A Highly-Engaged Leader. Rainmaker Thinking




Dedicate at least one hour of your time each day to managing.

OHave a 10 fo 15 minute conversation with each of your people
once every two weeks (ideally).

OKeep these one-on-ones meetings brief, routine, and ask really
good questions:

OWhat do you need from me?
OWhat is your plane What steps will you follow?

OHow long will each step take?



OBe specific.

O Talk about work and performance using
-describing language, rather than naming language

O Naming: You're too slow.

O Describing: It's taking you 60 minutes to finish a task that takes most of your
coworkers 30 minutes to finish. Let’s figure out how we can get you 1o
complete it in less time.

O Naming: You need to have a better attitude.

O Describing: It's tough for your feam members 1o work with you when you are
often raising your voice, scowling, and complaining.



Everyone will need a different kind of support from you.

1. WHO is this person at work?

WHY do | need to manage this person?

WHAT do | need to talk about with this person¢
HOW do | need to talk to this persone

WHEN should | talk to this persone

e T

WHERE should | talk to this person?



WHO is WHY do | | WHAT do | HOW do | | WHEN WHERE
this needto |lIneedto |[needto |should!l |should I talk
person at | manage | talk talk to talk to to this
work? this about this this person?
person? | with this | person? |person?
person?

Sample:

The

Manager's
Landscape




Creating accountability follows this basic framework:

O Spell out clear expectations. Define what a good job, bad job, and
great job look like.

O Establish next steps or a project plan.

O Tie rewards, and consequences, to the performance expectations you
agreed on together.



ODon’'t wait until someone has a long track record of failure 1o
start coaching them.

OBegin when they need you from the start.

O Ask, “What do you need from me?” Understand the nature of the
problem. Figure out if the employee needs guidance, training, or
resources in order to improve.

OProvide standard operating procedures, checklists, or other planning
tools.

ODon’t be afraid of micromanaging when necessary. Provide more
guidance at the beginning and then scale back accordingly.



The key 1o success is having a simple system that can be routinely referenced
and edited.

O After stating expectations and guidelines, be as involved in monitoring
performance as is necessary for you to correct if needed.

O Watch employees work. Spot-check actual work.

O Ask for an account.

O Help employees use self-monitoring tools.

O Review work in progress. Ask for early drafts or samples of work.

O Ask around a little. Get opinions from coworkers and other managers.



O If you are engaged with your direct reports in ongoing, consistent one-on-
one dialogues, then you are already doing the hardest part of the work
necessary to stay on top of small problemes.

O The second step is being confident enough to step in and make sure
things are on the right track.

O Keep track in writing on agreed-upon expectations and guidelines.

O Focus on the behavior you want to see. Remember, use describing
language, not naming language.

O Follow up and provide support. Don't allow employees to sink-or-swim. The
team’s success relies on everyone.



O Don’'t buy intfo the myth that fairness means treating everyone the same,
regardless of their performance.

O Of course, the key is that you are providing the sufficient guidance, direction, support, and
coaching necessary for everyone on your team to succeed.

O Differential rewards really work if you adopt the philosophy of Control, Timing, and
Customization:

O Control. Put people in control of their own rewards by spelling out exactly what they must do in
order to earn them.

O Timing. The closer in proximity the reward is to the performance in question, the more powerful the
reward will be.

O Customization. The more you are able to identify non-financial rewards that matter to each
individual employee, the greater value for their best performance.



“When the righteous are in authority, the people rejoice: but when the
wicked bear rule, the people mourn.” proverbs 29:2 KJV

O There is tfranquility: 2 Samuel 23.3-4
O There is rejoicing: Prov 29.2

O There is justice: Isa 32.1

O There is peace: Gen 39.3-6

O There is satisfaction: Gen 39.3-6



“If there were more praying among us, more exercise of a living

faith, and less dependence upon someone else to have an
experience for us, we would be far in advance of where we are
today in spiritual intelligence. What we need is a deep, individual

heart and soul experience.”

White, E. G., Fundamentals of Christian Education, 1977, Page 531



OSpiritual intelligence is what we use to develop our capacity for
meaning, vision and values.

Olt allows us to dream and to strive.

Olt underlies the things we believe in and the role our beliefs and
values play in the actions that we take.

Mark O'Doherty, The Spirit of Laws in the Information Age: Synergizing spiritual intelligence with the legal philosophy, 2015, p. 18



Danah Zohar, 1997




Self-awareness: Knowing what | believe in and value, and what deeply

motivates me.

Spontaneity: Living in and being responsive to the moment.

Vision and value-led life: Acting from principles and deep beliefs, and living
accordingly.

[W]Holism: Seeing larger patterns, relationships, and connections; having a
sense of belonging.




Compassion: Having the quality of "feeling-with" and deep empathy for

others.

Celebration of diversity: Valuing other people for their differences, not despite
their differences.

Field independence: Standing against the crowd and having one's own
convictions.

Humility: Having the sense of being a player in a larger drama, of one's true
place in the world.



10.

11.

12.

Tendency to ask fundamental "Why?" questions: Needing to understand

things and get to the bottom of them.

Ability to reframe: Standing back from a situation or problem and seeing the

bigger picture or wider context.

Positive use of adversity: Learning and growing from mistakes, setbacks, and

suffering.

Sense of vocation: Feeling called upon to serve, to give something back.



O Spiritual growth is not an option for the Christian.

O Itis a requirement.

O It fills a lifetime.

Not that | have already attained, or am already perfected; but | press on, that | may
lay hold of that for which Christ Jesus has also laid hold of me. Brethren, | do not
count myself to have apprehended; but one thing I do, forgetting those things which
are behind and reaching forward to those things which are ahead, | press toward the
goal for the prize of the upward call of God in Christ Jesus. Phil 3:12-14



Jim Harris, Unleash These 4 Types of Kingdom Power

in Your Sphere of Influence, ministrytodaymag.com.
2/6/2018



https://ministrytodaymag.com/life/marketplace/24642-unleash-these-4-types-of-kingdom-power-in-your-sphere-of-influence

O "But you must remember the Lord your God, for it is He who gives you the
ability to get wealth, so that He may establish His covenant which He swore
to your fathers, as it is today" (Deut. 8:18).

O Koah means capacity
O ability to be firm; vigor, literally or figuratively
O abllity to produce,

Ofruits, substance and wealth

» It includes all the gifts you need to excel in your work, and in turn, produce fruits of
abundance to share with others.



O "He went up intfo the mountain and called to Him those whom He
desired, and they came to Hm. He ordained twelve to be with Him,
and to be sent out to preach, and to have authority to heal sicknesses
and to cast out demons” (Mark 3:13-15).

O Exousia means possessing authority, the right to act in power.

O authority in jurisdiction, authority (influence) and of the right (privilege) to
walk in the power of rule or government.

It tells us we walk in the same kingdom authority as Jesus, where He
took authority over ever situation the Father instructed him.



O "All the believers were of one heart and one soul, and no one said that
what he possessed was his own. But to them all things were in common.
With great power the apostles testified o the resurrection of the Lord Jesus,
and great grace was on them all* (Acts 4:32-33).

O Dunamis means with miraculous power, might and great force.
Oby implication, points to a miracle itself; power to perform miracles
Omoral power and excellence of soul

Opower and influence which belong to riches and wealth; resuorces



O "Finally, my brothers, be strong in the Lord and in the power of His might"
(Eph. 6:10).

O "But after you have suffered a little while, the God of all grace, who has
called us to His eternal glory through Christ Jesus, will restore, support,
sfrengthen, and establish you. To Him be glory and dominion forever and
ever. Amen" (1 Pet. 5:10-11).

O Kratos means effective power in reigning
O includes vigor, dominion, a work of power dominion

Jesus has given us keys to the kingdom (Matt. 16:19) to take back dominion over
ever societal sphere of influence (business, arts and entertainment, media,
government, education, family, faith).
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