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Required Reading

The Call: Finding and 
Fulfilling the Central 
Purpose of Your Life 
by Os Guinness

The Call continues to stand as a classic, reflective work on life's purpose.  

Best-selling author Os Guinness goes beyond our surface understanding of God's 

call and addresses the fact that God has a specific calling for our individual lives.

Why am I here? What is God's call in my life? How do I fit God's call with my own 

individuality? How should God's calling affect my career, my plans for the future, 

my concepts of success? Guinness now helps the reader discover answers to these 

questions, and more, through a corresponding workbook - perfect for individual or 

group study.

According to Guinness, "No idea short of God's call can ground and fulfill the 

truest human desire for purpose and fulfillment." With tens of thousands of 

readers to date, The Call is for all who desire a purposeful, intentional life of faith.

Strengths Finder 
2.0 by Gallup  

Do you have the opportunity to do what you do best every day? Chances are, 

you don't. All too often, our natural talents go untapped. From the cradle to the 

cubicle, we devote more time to fixing our shortcomings than to developing our 

strengths. 

To help people uncover their talents, Gallup introduced the first version of its 

online assessment, StrengthsFinder, in 2001 which ignited a global conversation 

and helped millions to discover their top five talents. 

In its latest national bestseller, StrengthsFinder 2.0, Gallup unveils the new and 

improved version of its popular assessment, language of 34 themes, and much 

more (see below for details). While you can read this book in one sitting, you'll use 

it as a reference for decades. 

Use the StrengthsFinder 2.0 unique access code included with each book to 

take your strengths survey PRIOR to attending the event. Print a copy of your five 

strengths and bring with you to the session. 
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Required Reading

Soul Feast: An 
Invitation to the 
Christian Spiritual Life 
by Marjorie Thomas 

This resource will be used throughout the Certified Lay Ministry Academy. Use the 

below schedule for session required reading assignments. 

First released in 1995, this spiritual classic continues to be a bestseller, as 

thousands each year accept Marjorie Thompson’s invitation to the Christian 

spiritual life. Offering a framework for understanding the spiritual disciplines and 

instruction for developing and nurturing those practices, Soul Feast continues 

to be a favorite for individual reflection and group study. Many new additions, 

including a new chapter on keeping the Sabbath, make this newly revised edition 

of Soul Feast a must-have. 

Event 1: Forward and Introduction,pages ix-xiv and xvii-xxvii 

Event 2: Chapter 1 Spiritual Yearnings and Chapter 2 Spiritual Readings

Event 3: Chapter 3 Prayer and Chapter 4 Worship

Event 4: Chapter 5 Sabbath 

Event 5: Chapter 6 Fasting andChapter 7 Self-Exam, Confession, Awareness

Event 6: Chapter 9 Hospitality

Event 7: Chapter 8 Spiritual Direction and Chapter 10 Rule of Life

    1



1

Required Reading 

Wesleyan Essentials 
in a Multicultural 
Society by Ted 
A. Campbell and 
Michael T. Burns

Helps users understand United Methodist beliefs and tradition and what it  

means to function as a Christian in the context of a multi-cultural society.  

Thirteen sessions explore the Wesleyan essentials of original sin, the saving 

work of Christ, atonement, resurrection, salvation by grace through faith, trinity, 

prevenient grace, sanctifying grace, doctrine of the Holy Spirit, and living a 

transformed life.

Students will need to prepare responses to the review questions at the end of  

each chapter.

John Wesley: A 
Personal Portrait 
by Ralph Waller 

May 2003 is the 300th anniversary of the birth of John Wesley. This is a 

beautifully written biography intended for a general audience. While not at all 

hagiographical, the book leads one to admire Wesley immensely. He traveled 

throughout the British Isles more than anyone in history. Reviled early on during 

his plein air evangelical crusades, he became deeply loved in old age by all 

sectors of the population. While the book has a slightly British cast to it (which 

is unavoidable given the extent of Wesley's travels throughout Britain), it gives 

adequate coverage to his period in the American colonies. 
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Required Reading

Lead for God’ 
Sake! By Todd  
G. Gongwer      

If you’ve ever asked yourself why you do what you do, or wondered what your 

purpose is in life, this book is for you.

The lives of an intensely-driven basketball coach, an ultra-successful CEO, and 

an unassuming janitor all intersect in this captivating parable about leadership, 

relationships, and the pursuit of success. An unforgettable story packed with 

profound truths, LEAD . . . for God’s Sake! will challenge you to think deeply 

about who you are as a leader, what success means to you, and why you do what 

you do. Whether you’re leading a business, a team, or your own family, this book is 

the first and most important step to becoming the leader you were meant to be. 
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Required Reading  

Ultimately 
Responsible: When 
You're in Charge of 
Igniting a Ministry by 
Sue Nilson Kibbey 

It's not your own noteworthy, public accomplishments that inspire and encourage 

those around you to run the race with excellence. It's the practical, moment-

to-moment choices you make as their servant leader that God uses for spiritual 

growth and ministry deployment. Great leaders are willing to sacrifice ego, 

self-significance, and self-imagined importance in order to live downward into 

increasing effectiveness, no matter what it takes. It is the passionate, relentless 

commitment to learning this art that God uses to transform ordinary people into 

intentional leaders.
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Required Reading

The Journey 
Towards 
Reconciliation 
by John Paul 
Lederach

We live in a diverse, but interdependent world. Even with modern technology, 

communications, and travel, we still need to build relationships leading to 

reconciliation. John Paul Lederach shares insights gained from years of work in 

international mediation and deep spiritual reflection on the task of reconciliation. 

From personal experiences and the Bible story, he finds God seeking reconciliation 

throughout history. Here is help for conflicted families, communities, and nations. 
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Articles from "The Mediator Handbook: A 
Training Guide to Mediation Techniques 
and Skills"

The Negotiation Process
Negotiation is a conflict management process by which the parties attempt to resolve their own problems without 

the assistance of outsiders.  Mediation is simply a negotiation that is conducted with the assistance of an outsider. A 

neutral third party called the mediator. (Page 1)

Conflict and Its Management
Conflict is defined as a sharp disagreement or collision of ideas, values or interest, or competition for status, power, 

and resources.  While interpersonal conflict is inevitable, it need not be viewed as only a negative process. Conflict has 

both productive and destructive potential.  

Generally, conflict may be managed through six basic approaches:

1. Ignoring the conflict

2. Avoiding the conflict producing situation

3. Coercion/violence

4. Negotiation

5. Mediation

6. Adjudication/arbitration

Ignoring conflict can have detrimental consequences for both the individual and society. [Extended conflict can lead 

to violence.] Avoiding conflict is possible only when the disputants have the resources to remove themselves from the 

conflict producing situation.  When ignoring and avoiding conflict are not options for responding to it, and when the 

disputants do not wish to use coercion or violence as an alternative, they turn to the process of negotiation, mediation, 

and adjudication. (Page 2)
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Mediation

“a voluntary dispute resolving process in which a third-party—the mediator— facilitates and 
coordinates the negotiations of community centers, in schools, or in any setting where the disputants 
choose to use a third party to help them settle their differences.”

Mediation is not simply sitting around and talking about the problem. A mediation is an organized negotiation. It is 

a structured process in which the mediator guides the disputants through a discussion of their mutual problems and 

concerns, organizes the parties’ presentations of alternatives for resolving the problem, and aids the parties in arriving 

at a resolution of their dispute.

The mediator facilitates the process in numerous ways.  He [she] controls the flow of information and encourages 

behavior which makes it more likely that the parties will reach an effective compromise. At the same time, 

the mediator discourages non-productive behaviors such as defensiveness, rambling, anger, and reluctance to 

communicate. The mediator attempts to ensure that the disputants “hear” each other by clarifying language, 

information, and proposals.

A key to successful mediation lies in the neutrality of the mediator. He [she] maintains his [her] neutrality by not 

favoring either party or indicating that he [she] approves of one party’s proposal relative to those of the other.  The 

mediator does not take sides in the dispute. He [she] merely facilitates the process of achieving a resolution.

Unlike a judge, the mediator does not have the authority to impose a decision upon the disputants.  The parties 

themselves decide whether and how to settle the dispute.

While the mediator’s goal is to have the parties themselves arrive at their own mutually acceptable agreement, he [she] 

is concerned with the result of the mediation process. In particular, [the mediator] is concerned with the workability 

of the agreement.  The workability of the agreement involves a consideration of both the psychological and material 

resources of the disputants. For example, the availability of financial resources may be relevant to the settlement of 

a monetary dispute. In other cases, the psychological stability of the parties may determine whether they can comply 

with the terms of the settlement.  In any case the mediator does evaluate the likelihood that the parties can, in fact, 

adhere to the compromise agreement. If that likelihood is small, the mediator may wish to encourage an alternative 

plan that is more likely to be successful.

An effective mediator, on the other hand, does not attempt to substitute a compromise which suits his [her] set 

of values for one reached by the disputants. In general, a compromise reached by the parties is more likely to be 

successful than one imposed by the mediator. The disputants know their situation better than the mediator does. They 

have a better grasp on their own capabilities and a better understanding of what is likely to work for them.  People 

tend to resent being told what to do, and they are more likely to follow a course of action that they have suggested.

Mediation provides the parties with a unique opportunity to settle their dispute.  The parties can sit down in a 

controlled and, hopefully, calm setting and attempt to deal with the underlying issues that led to the dispute. However, 

this calm, controlled environment does not happen by accident. The stage must be properly laid to create a positive 

setting for the resolution of the dispute. 
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Summary of the Mediation Model
1. Introduction 

This is the first formal contact between the parties and the mediator. The mediator should identity the parties, 

define mediation, explain the mediation process, and establish the ground rules. Because first impressions are 

important, the mediator should pay special attention to this stage.

2. Problem Determination 

In this stage of the process, the mediator asks each party to relate his or her side of the story. During problem 

determination there is a flow of information from the disputing parties to the mediator.  The mediator’s 

function is to facilitate the flow of this information.

3. Summarizing 

After each party has completed his [or her] story, the mediator should summarize. The words used by the 

mediator in the summary must be neutral and nonjudgmental in nature. It is important however that the 

summary be an accurate statement of the essence of each party’s story.

4. Issue Identification 

In the issue identification stage, the mediator assists the parties in identifying those issues that need to be 

mediated if there is going to be a resolution of the dispute.

5. Generation And Evaluation Of Alternatives 

During this stage the parties propose alternatives for resolving the dispute. The parties proceed to discuss these 

alternatives in an effort to effect resolution of the problem.

6. Selection Of Appropriate Alternatives 

During stage six the parties agree on the alternatives which will resolve the dispute.

7. Conclusion 

The mediation should conclude with a final restatement and clarification of the terms of the resolution. (Page 14)

The Effective Mediator
An effective mediator is a person who combines personal human relations skills with mediation skills, techniques and 

information. Although there are many traits that an effective mediator can possess, the combination of the ability to 

be professional, to be sensitive, to be street smart, and to be a good communicator all increase the chances that an 

individual will be effective in the mediation process. (Page 52)

[In addition to the above mentioned skills and techniques, this class weaves the art of spiritual direction as the 

foundational basis for mediation through the practice of holy listening skills creating the Art of Mediation.]
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The Context of the Dispute
When the mediator understands the significance of certain factors about the situation, background, or environment 

relevant to a dispute, he [or she] is better able to assist the disputants in resolving their problems.  Further, 

this background information helps the mediator practice the likelihood of the parties reaching a settlement.  An 

appreciation of the context of the dispute involves a review of a number of factors.

1. Relationship to the Parties 

The nature of the relationship of the parties may range from individuals who have a long history of contact 

to individuals who are complete strangers.  The length and the intensity of the relationship may influence the 

parties commitment to resolving the dispute through mediation.  Parties with long standing relationships 

are more likely to mediate, compromise, and follow through on their agreement because of their interest in 

maintaining the relationship. However, the mediator should recognize that individuals with long standing 

relationships, as opposed to strangers, may bring to the mediation patterns of communication and behaviors 

that act as barriers to settlement. The effective mediator should learn to recognize how the nature of the 

relationship affects the mediation process.

2. Duration of the Problem 

The duration of the problem is a significant predictor of the probability that the parties will be able to 

successfully resolve their dispute and comply with the terms of a mediated agreement.  When problems have 

existed for long periods of time, the mediator may find that the parties’ positions have hardened and that 

they are more resistant to settlement.  Problems of short duration are generally easier to mediate. The parties 

have fewer communication, behavioral, and underlying problems to overcome in reaching a settlement.  The 

effective mediator should attempt to determine the duration of the dispute that exists between the parties.

3. Single Versus Multiple Issues 

The mediator should recognize that the resolution of most disputes is also influenced by the number of 

problems or issues that causes the dispute.  Complex disputes may be more difficult to mediate because the 

parties may emphasize the issues differently. The effective mediator will help the parties decide which issues 

take priority, and, therefore, which issues must be mediated in order to bring about a resolution of the dispute.

4. Cultural Influences 

The mediator will sometimes find that disputants have strongly held values regarding religion, class, race, or 

sex. These differing views are usually the result of social conditioning and environment and cannot be changed 

by the mediator. The effective mediator should be sensitive to these cultural influences and their effects on the 

disputants in the mediation process.1

1 For further research on cultural formation please read the book by Eric Law, The Wolf Shall Dwell with the Lamb: 

A Spirituality for Leadership in a  Multicultural Community; Chalice Press 1993.
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5. External Factors 

There are often outside factors or unrepresented interests that will influence an individual’s willingness or 

ability to mediate a resolution of the dispute.  The opinions of friends, relatives, spouses, or employers may 

affect the disputants in the mediation.  Preexisting legal obligations or economic realities may limit a party’s 

authority to agree. The effective mediator should identify and evaluate any external factors that are influencing 

the present negotiations.

6. Power Imbalances 

In certain mediations there may be an imbalance of power between the disputants. Parents and children, 

landlords and tenants, or employers and employees are all examples of relationships where one person may 

have the ability to influence or control the negotiations of the other. Economic factors, personality conflicts, 

or intimidating physical appearances are additional examples of sources of power that may alter one person’s 

participation in the mediation of the dispute.  The effective mediator should work to neutralize these power 

imbalances so that the disputants may mediate in a fair and equal manner. (Pages 53-54)

Ways To Facilitate Communication
The mediator’s role is to facilitate and coordinate the negotiations of the parties in order to increase the chances 

that the problem will be resolved.  To accomplish this, the mediator focuses, in particular, on fostering the parties’ 

communication.  [The Mediator] encourages the disputants to listen to each other and to talk openly about their 

perspectives of the problem and their suggestions for resolving it. [The mediator] further assists them in dealing with 

any barriers that block effective communication.

The mediator has a number of tools to use to facilitate the communication process:

1. Listening2

The mediator will spend most of the time listening to the parties. [The mediator] will listen as the parties discuss 

their problem, as they generate solutions for their problem, as they evaluate the solutions, and as they discuss 

an agreement.  When a disputant feels that the mediator is genuinely listening to his [or her] discussion of the 

problem, he [or she] will be more likely to honestly and thoroughly participate in the mediation process. Therefore, 

the mediator needs to be an effective listener.

Passive and active listening techniques improve the mediator’s effectiveness.

2  It is here in the art of listening that techniques in mediation and spiritual direction intersect and merge into 

an Art of holy listening and conflict resolution.  Spiritual Direction is defined as a three- way listening between 

individuals: speaker, listener and God. An illustration of this will be shared on the class power point. For the 

purpose of mediation the spiritual director will use techniques of holy listening to God, and the others to mediate 

resolution to the presenting conflict. 
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Passive Listening
Passive listening involves using techniques that do not interrupt the speaker but do indicate that the mediator 

is listening, is interested, and is comprehending what the speaker is saying. Passive listening techniques are 

sometimes also referred to as “attention responses”. Passive listening techniques encourage the speaker to 

continue to communicate.

Examples of passive listening techniques that can be used by the effective mediator are:

• Maintain eye contact with the speaker

• Nodding the head to encourage the speaker to continue

• Using phrases such as “uh huh”, and “I see.”

• Silence

Active Listening
Active listening techniques are statements made by the mediator which are designed to encourage more open 

communication and to facilitate the flow of information.  As the term implies, the mediator is more active when 

using the following listening techniques.

Echo Responses – the repeating of a word or phrase used by the disputant.

The echo response encourages the disputant to focus his [or her] attention on a specific word or phrase so that the 

mediator may obtain clarification about a word or phrase or gather more information about a certain subject. An 

echo response may be used to direct the flow of conversation to the subject raised by the word or phrase.  It may 

be used to communicate to the disputant that the mediator comprehends what he [or she] is saying.

Empathetic Listening – a statement by the mediator that sends back the content and /or feelings of the speaker in 

words other than those used by the speaker.

An empathetic listening response can be used to communicate the mediator’s genuine understanding of the 

feelings expressed by the disputant. It also permits the mediator to verify understanding of the accuracy of what 

the speaker said. Empathetic listening is also called non-judgmental listening because the mediator makes 

not value judgment about either the facts or the feelings expressed by the disputant. It is an important tool for 

creating an atmosphere of trust.

Summarization – a brief statement by the mediator that presents the essence of what the speaker has said.

A summarization allows the mediator to check the accuracy of what he [or she] has heard. 
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2. Questioning
The mediator will sometimes need to question the parties. The mediator can use questions to encourage, direct, 

organize and clarify communications of the disputants. 

Examples:

• Mediators encourage elaboration of a particular topic.

• Anything else?

• Clarification questions1

• To prompt reluctant speakers

• To focus ambling speakers

• To invite to “tell me more”

The form of the question can influence both the answer that is provided and the behavior of the disputant. The 

following forms of questions are those used most often by mediators.

• Open Ended Questions

• Narrow Questions

• Yes/No Questions

(Pages 56-61)

1 Clarification questions are often used in the spiritual formation process of a Clearness Committee.  A Clearness 

Committee is a process of discernment for resolving personal questions, conflict and ponderings which may be 

nudging an individual into a specific resolve for next steps.  For more information on Clearness Committee please 

read A Hidden Wholeness: The Journey Toward an Undivided Life by Parker Palmer, Jossey – Bass Publishing 

2004.
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Required Reading

Leading from the 

Second Chair: Serving 
Your Church, Fulfilling 
Your Role, and 
Realizing Your Dreams 

by Mike Bonem

Leading From The Second Chair will raise awareness of the need for strong 

leaders in secondary positions. It will describe the value they can bring to their 

organization and to primary leaders when they are serving at their full potential. 

It will reshape the way they view their role, with an emphasis on their own 

responsibility as leaders. It recognizes the unique challenges and frustrations of 

serving in a subordinate position and equips these leaders with the attitudes and 

skills that they will need to survive and thrive in this new paradigm. Because of 

the scarcity of resources for second chair leaders, particularly those in the church, 

this book will offer a practical way to improve the performance of any organization. 

Second chair leaders play a critical role in churches across the world. They serve 

in paid and unpaid capacities, and include laity, ordained clergy, bivocational, 

licensed local pastors and others who lead significant ministries, but who are not 

the lead or senior pastor.


