
W a y  o f  D i s c i p l e s h i p  S m a l l  G r o u p s
L e a d i n g :  V i s i o n  3 : H a v i n g  a  g o o d
p r o c e s s  a n d  m a n a g i n g  c h a n g e

Open in prayer as is helpful for your group.
If this is your first session take time to introduce yourselves and set any
ground rules you want to for your time together.
If you met previously take the opportunity either as a group or in pairs
to check in with each other about how your response from last time has
gone.

Introduction: This is the third of three sessions on the need for vision in
leadership. 

Touching base (5 minutes)

What are the best ways to introduce changes?

Opening question(s) (5 minutes)

Share these thoughts in your own words or read them together:

How do we put our vision into practice effectively?

The process of putting a vision into practice is our strategy and may involve: Deciding
what needs to be kept, changed or ended from our existing situation. Good questions
might be: Which of our current activities help move us towards this vision?Which might
block it? If we need to end something how do we end well by celebrating it and thanking
people? Setting measurable goals by which we will know the vision is moving forward. A
good question might be: What do we hope to see happening and by when?   Putting
structures and resources in place which enable those goals to happen. Who will be
responsible for seeing this aspect of the vision move forward? What resources in terms
of place or finance might be needed? Making sure there is regular review and oversight.
How will we help each other be supported and accountable for the vision? When and
how shall we review it? Any team who is overseeing the vision might want to regularly
ask: What do we need to communicate, to whom and by when? When do we need to
revisit the vision in order to be doing it in a proactive way? While its detail need not be
something everyone needs to know about, an effective strategy will nevertheless be
accessible and able to be easily understood.

How do we help people to embrace change?
Most of the work in helping people adapt to change is done with those in the middle –
see the diagram. And most of the energy will be needed in helping late adopters to
adapt if the majority of the organisation is to come on board.

Understanding the information 
(20 minutes, 0r 35 if you want to look at the
checklist)



Communicating well The most important requirement in helping people embrace change is
good communication. When and how a vision is communicated is a key question, and will
depend on your context.  The next way to communicate vision after embodying it is sharing
it one on one in an informal way as much as possible. Not everyone needs this level of
communication but those who are overseeing the process might want to consider:  “Who
might be in the late majority who would appreciate being consulted personally?” “Which of
our innovators or early adopters might be good at influencing in this way?” Almost at the
same time the vision can be shared publicly. 

Being aware of the different stages in embracing change. Elizabeth Kubler-Ross analysed
how people respond to change and showed how after the initial momentum there is typically
a more difficult period as people begin to let go of what was before.

To finish these three sessions there is a complete checklist summary attached of a good
process.

Discuss: What stage of change is your church/organization at? What needs to come nexct?

Read Colossians 3: 12-17.

Discuss the Discovery Bible Study questions:
What does this passage teach me about God?
What does this passage teach me about people?
How does this passage call me to obey God?
What might I do in response to this this week?

Reading the Bible (15 minutes)

Give people an opportunity to think about, “What might God be
showing me and how might I respond?” They may like to write this down
and/or share it with the group and/or share it with one other person. A
friendly question is to ask each other, “Is there anything that would be
helpful to ask you next time?”

Responding to God’s leading (5 minutes)

There is no video, but you are invited to discuss your experience of
managing change.

Seeing how it looks in real lives 
(10 minutes)



It helps, now and then, to step back and take the long view.
The Kingdom is not only beyond our efforts; it is even beyond our
vision.
We accomplish in our lifetime only a fraction of the magnificent
enterprise that is God’s work.
Nothing we do is complete, which is another way of saying that the
kingdom always lies beyond us.
No statement says all that could be said. No prayer fully expresses our
faith. No confession brings perfection. No pastoral visit brings
wholeness. No program accomplishes the church’s mission. No set of
goals and objectives includes everything.
This is what we are about.
We plant the seeds that one day will grow. We water the seeds already
planted, knowing that they hold future promise. We lay foundations
that will need further development. We provide yeast that produces
effects far beyond our capabilities.
We cannot do everything and there is a sense of liberation in realizing
that. This enables us to do something and to do it well. It may be
incomplete, but it is a beginning, a step along the way, an opportunity
for the Lord’s grace to enter and do the rest. We may never see the end
results, but that is the difference between the master builder and the
worker.
We are workers, not master builders; ministers, not messiahs.
We are prophets of a future not our own.

From: http://www.romerotrust.org.uk/romero-prayer

Group prayer (5 minutes)



The process of putting a vision into practice is our strategy and may involve: Deciding what
needs to be kept, changed or ended from our existing situation. Good questions might be:
Which of our current activities help move us towards this vision? Which might block it? If we
need to end something how do we end well by celebrating it and thanking people? Setting
measurable goals by which we will know the vision is moving forward. A good question might
be: What do we hope to see happening and by when? Putting structures and resources in
place which enable those goals to happen. Who will be responsible for seeing this aspect of
the vision move forward? What resources in terms of place or finance might be needed?
Making sure there is regular review and oversight. How will we help each other be supported
and accountable for the vision? When and how shall we review it? Any team who is overseeing
the vision might want to regularly ask: What do we need to communicate, to whom and by
when? When do we need to revisit the vision in order to be doing it in a proactive way? While
its detail need not be something everyone needs to know about, an effective strategy will
nevertheless be accessible and able to be easily understood.

How do we help people to embrace change? Most of the work in helping people adapt to
change is done with those in the middle – see the diagram. And most of the energy will be
needed in helping late adopters to adapt if the majority of the organisation is to come on
board.

Communicating well The most important requirement in helping people embrace change is
good communication. When and how a vision is communicated is a key question, and will
depend on your context. The next way to communicate vision after embodying it is sharing it
one on one in an informal way as much as possible. Not everyone needs this level of
communication but those who are overseeing the process might want to consider: “Who might
be in the late majority who would appreciate being consulted personally?” “Which of our
innovators or early adopters might be good at influencing in this way?” Almost at the same
time the vision can be shared publicly. 

Being aware of the different stages in embracing change. Elizabeth Kubler-Ross analysed how
people respond to change and showed how after the initial momentum there is typically a
more difficult period as people begin to let go of what was before.

To finish these three sessions there is a complete checklist summary attached of a good
process.

W a y  o f  D i s c i p l e s h i p  S m a l l  G r o u p s  P a r t i c i p a n t ’ s  N o t e s

L e a d i n g :  V i s i o n  3 : H a v i n g  a  g o o d
p r o c e s s  a n d  m a n a g i n g  c h a n g e



T h e s e  s t a g e s  o f f e r  a  c o m p r e h e n s i v e  m e n u

w h i c h  c a n  b e  d r a w n  f r o m  t o  g u i d e  y o u  f r o m

t h e  s t a r t  o f  a  v i s i o n  j o u r n e y  t o  s e e i n g  i t  p u t

i n t o  p r a c t i c e  e f f e c t i v e l y .  H o w  m u c h  i s

h e l p f u l  w i l l  d e p e n d  u p o n  y o u r  s i t u a t i o n  a n d

c o n t e x t ,  s o  i t  m a y  w e l l  n o t  b e  n e c e s s a r y  t o

e n g a g e  w i t h  e v e r y  s u g g e s t i o n .  M o s t  o f  t h e

s u g g e s t i o n s  a r e  a p p l i c a b l e  t o  a n y

o r g a n i s a t i o n ,  b u t  t h e  m o r e  c h u r c h - s p e c i f i c

a r e  h i g h l i g h t e d  w i t h  a  .        

T h e  s t a g e s  a r e :

F O R M I N G  A  V I S I O N  T E A M

S E T T I N G - U P  T H E  P R O C E S S :
Q U E S T I O N S  F O R  T H E  T E A M  T O  A S K

S E E I N G  W H A T  I S :
L I S T E N I N G  A N D  B E I N G  R E M I N D E D  

S T A R T I N G  T O  F O R M  A  V I S I O N :
D R E A M I N G  O F  W H A T  C O U L D  B E .

W R I T I N G  T H E  V I S I O N  D O W N :  W H A T
W I L L  B E .  Q U E S T I O N S  F O R  T H O S E

C R A F T I N G  S T A T E M E N T S .

C O M M U N I C A T I N G ,  T E S T I N G  A N D
S T R E N G T H E N I N G  T H E  V I S I O N

D E V E L O P I N G  T H E  S T R A T E G Y  F O R
P U T T I N G  T H E  V I S I O N  I N T O

P R A C T I C E

M A K I N G  T H E  V I S I O N  S T I C K

D E V E L O P I N G
V I S I O N :  

Q U E S T I O N S
A N D
A C T I V I T I E S
F O R  E A C H
S T A G E .



Who are the people who might oversee the process? 
Do we have a good mix of right and left brained people, between imaginative and data-
analysing ways of thinking? 
Do we have a mix of those can help shape the vision, refine it or keep supportive watch
over the community/organization in the process of change?

How much does our team reflect the five “voices” of the picture of the church in
Ephesians 4? 

Is this the right time for this process?
Would creating a vision and/or joining a learning community be the best way forward?

How formal or informal should this be?
At what point should we announce it to the whole organization?

How many people should be involved in developing it?
How might we communicate a sense of urgency or the need for having a vision process at

this stage?
How far ahead are we looking?

How long shall we spend on this?
Do we have clarity on the meaning of the different terms we are using?

(Vision, mission, values, strategy etc.)

How will this process
be rooted in prayer and listening to God?

1 .  F O R M I N G  A  

V I S I O N  T E A M

Q U E S T I O N S  F O R  T H E
T E A M  T O  A S K  I T S E L F

2 .  S E T T I N G - U P  T H E  P R O C E S S  



What will help us reflect on our timeless identity and purpose?
Does this need to be done before or during the vision process?

What will help us to be reminded of who we are called to be (or who we aspire to be), what we
are called to do (what has to happen to get our job done) and what we value?

How can we be reminded of the story of our particular organization in our place and our time?
(Why did we start? How have we changed? What have we learnt?)

What do we need to remain faithful to in the story God is writing in and through us?)

Activities: Opportunities to share together, research into the history of the organization and
area.

Sermons on the nature of church and God’s mission across all time, Scripture studies.

Listening to God.  How are we giving people opportunities to pray and feedback any
insights along the way?

Listening to others.  How can we ask people who are already invested in our organization
these questions: “What are our current opportunities/challenges?” or “What needs fixing around

us?” or “What gifts, passions or resources do you/we have?” or “What do you think we stand
for?”

When and how would it be good to ask about future-orientated questions such as: “What would
you like to see in….years’ time?” 

What will help us approach a vision as a way to be fruitful, rather than as way to ensure our
survival?

How might we live into God’s preferred future (or in whatever language works)?

If we already have a vision: 
Are we sensing that this is a time reaffirming this original vision, but recognising that in order to
be faithful to it some practices need to be given fresh emphasis, adjusted or stopped? Or does

the vision itself need to be redrawn, and our current activities need to be re-examined?  Or
have we moved so far from the original vision that it needs to be brought to an end in order for

something new, which can faithfully express the vision, to come into existence?

L I S T E N I N G  A N D  B E I N G
R E M I N D E D

3 .  S E E I N G  W H A T  I S  



Listening to our context.  Where can we get perspectives that aren’t at the centre of our
organization?
Whose perspective might we be in danger of missing?
Who might be natural partners we could come alongside?

Where is God already at work and how can we join in? or What does God want for our area?

Activities: Group conversations, informal conversations, gathering statistics from local
organisations or questionnaires.

Activities:  
Writing a letter to a friend five years from now describing what has been happening in the
organization and sharing it.
Describing the story of the organization thus far in terms of book chapter headings. Having done
that people could be invited, alone or in groups, to write the chapter headings for the next few
years.
Using pictures from magazines, or words from newspapers, and getting people to choose them
and talk about them in relation to vision.
Describing the future of your organization as a kind of animal and exploring why. 

Picking a biblical story which says something about future vision and exploring why. 
Getting people to brainstorm future vision under the headings “Up” “In” or “Out”.

D R E A M I N G  O F  W H A T
C O U L D  B E .

4 .  S T A R T I N G  T O  F O R M  A  V I S I O N  

Questions and activities to help those formulating vision:

If resources were unlimited what would we like to see in ….years’ time?
What will have improved in…years if we are faithful to our calling…What problem(s) do we want
to see addressed for the greater good? 
What are our hopes and dreams? 
Who and what are we inspiring to change?
Who will draft our statements?

How might we live into God’s preferred future (or in whatever language works)?
What gaps are there between where we are now and where God would like us to be?



As we write our statements in general terms do they:

Answer the question, “If someone new was visiting what would they see as our priorities?”
Focus on being as specific and local as possible?
Help us take responsibility for the life we have been given?
Give us a clear rationale for determining priorities?
Prevent us from being pulled in too many directions by making clear what we are called to do, but
also what we are not called to do?
Respond to the issues that need addressing?
Communicate through clear language so that they able to be understood by 
everyone – putting into words what the group will be doing or look like 
in clear terms?

More specifically:

The vision: 
Does it express the main thing(s)?
Is it timeless, inspiring, compelling and memorable? 
Does it reflect who we will be/are becoming and/or how we want to see 
the world impacted?  
Does it summarize why we exist as a group?
Is it more attractive than the present?
Is it in the future tense (“To….” or, “This is who we are becoming…”)?

Does it express God’s preferred future for us?

The mission: 
Is it focussed on what we will do to get to the vision?
Are the actions laid out in the mission straightforward and easily understood, reflecting that it is
better to a few things well?
Are they feasible within the time frame or the vision - even if they require a step of faith and
commitment to new resources?
Does it outline what must happen for our “job” to be done?
Is it succinct, only stating the main things that are done?
Does it address these questions: What do we do? Whom do we serve? Whom do we work with? 

       Are they God-dependent aims?

Q U E S T I O N S  F O R  C R A F T I N G
S T A T E M E N T S

5 . W R I T I N G  T H E  V I S I O N  D O W N :  W H A T  W I L L  B E



S T R E N G T H E N I N G  T H E
V I S I O N

Once the first draft is in place (or after any strategic steps have been identified – see below)
those leading the process might want to ask these questions:

Can we personally give ourselves to living out this vision?
How do we start to breathe life into the vision by starting to embody it for the community?

How do we test the vision and get feedback? Who needs to be involved and at what level?
What are the different ways in which this could be communicated publicly – visual, spoken,
written? 
Where are we giving opportunities for dialogue to occur?
How are we listening with empathy and giving individual attention where needed?

How can we ensure people are able to engage with the vision in multiple ways?
Are we offering as much information to as many people as possible to ensure people can
understand?

Who might be in the late majority who would appreciate being consulted personally? Which of our
innovators or early adopters might be good at influencing in this way?

How can we anticipate anxieties and what might help?  
What do we need to do in order to continue to offer confident leadership?

6 . C O M M U N I C A T I N G ,  T E S T I N G  A N D  

Values: 
Are they focussed on the way the vision will be done?
Do they emphasise those we are more likely to forget? 
Are they all the things we will not compromise on, or sacrifice, in order to get to the vision?
Are they memorable and easily communicable? 



S T I C K
8 .   M A K I N G  T H E  V I S I O N

S T R E N G T H E N I N G
T H E  V I S I O N

6 . C O M M U N I C A T I N G

T E S T I N G  A N D  

Which of our current activities help move us towards this vision? Which might block it? 
What, in measurable ways, are the goals which are the real things we want to see as fruit of the
vision?
How long do we think they might need?
How can we organise ourselves in roles or teams to make these happen?
Who will be responsible for making sure different activities happen?
What resources we will need to carry them out in terms of finance and people?
Is the strategy accessible and able to be easily understood by those who need to?

7 . D E V E L O P I N G  T H E  S T R A T E G Y  

F O R  P U T T I N G  T H E  V I S I O N
I N T O  P R A C T I C E

Whether or not the more detailed work of how to put the vision into practice is drafted at the
same time as the vision or as a separate stage after the vision has been agreed will depend on
the size of the organization.  Those drawing up the strategy might want to use these questions:

How and how often will we help each other by reviewing, supporting and offering accountability
for the vision? 
If a previous activity needs to close, how do we end it well through celebration and thanks?
How can we give the opportunity for people to get involved?
How are we noticing the fruits of the vision? 
How can we continue to unpack what this vision means in terms of real changes?
How can we create markers for different stages of the vision which will help the community notice
these fruits, celebrate moving forward and thank those involved?

And finally…

When do we need to revisit the vision in order to be doing 
it in a time of fruitfulness, rather than a reaction to decline? W H A T

W I L L
B E


