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Member  Care Flows—Afr ica 
 

Welcome to Member  Care! 
  

Over the last 20 years, a special ministry has developed around the world which is called member 
care. At the core of member care is a commitment to provide ongoing, supportive resources to further 
develop mission/aid personnel. Sending organisations and churches, colleagues and friends, and spe-
cialist providers are key sources of such care. Several conferences and special training symposia, for 
example, have taken place over the last 10 years in countries like India, Singapore, Malaysia, Indone-
sia, Hong Kong, The Philippines, Korea, Ivory Coast, Cameroon, Nigeria, Cyprus, Germany, The 
Netherlands, Brasil, El Salvador, Canada, USA, New Zealand, and Australia. Member care has truly 
become international, plus a core part of mission/aid strategy! 
 

The member care ministry and movement did not develop easily. It was often through crises, mis-
takes, and failure that we began to realise that Christian workers needed quality support in order to 
help them in their challenging tasks. At first many of us thought that we were being unspiritual or 
weak, and not trusting the Lord enough. But we were overlooking our own humanness, sometimes 
trying to be something that we were not created or called to be. We began to realise our Biblical need 
for one another—as seen in the dozens of “one another”  verses in the New Testament (e.g., Hebrews 
3:13; I John 4:7,8). We began to understand that the issue was not so much our having a lack of faith, 
but rather our need to clearly see God’s plan and His provision of care.  
 

Member care is not about creating a comfortable lifestyle. Nor is it about trusting people instead of 
trusting the Lord. Rather, it is about further developing the resiliency and godliness to do our work 
well. We want to balance the realistic demands of suffering and sacrifice with the realistic needs for 
support and nurture in our lives. We can pray for stronger backs to endure, yet at times we must also 
find ways to lighten the load of ourselves and our colleagues. The call to take up our cross daily is 
also understood in light of the fact that we are to support each other as we bear our crosses together. 
And in light of the reminder from the Lord to come to Him for refreshment, as His yoke is easy and 
His burden is light.  
 

Psalm 46:4 says, “There is a river whose streams make glad the city of God, the dwelling place of the 
Most High.”  We like to think of these streams as  supportive flows of member care. So may these 
streams flow in you and from you. And may they be an increasing  source of encouragement for mis-
sion personnel within and from Africa.   
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Member  Care for  Afr ican Mission Personnel 
Naomi Famonure 

 
Overview: As with any new mission movement, the African sending groups are having to come to 
terms with the need for ongoing supportive resources to sustain their workers. In this article I  ad-
dress some of the current realities in African missions focusing on some of the main needs and re-
sources for member care. 
 
Africa is geographically vast with great ethnic diversity. It has 56 countries and covers an area of 
about 3o million square kilometers. The population is about 650 million or roughly 10% of the 
world©s population. Africa is the continent with the highest growth rate and is estimated to have over 
15% of the world’s population by 2025. It has over 3,000 ethno-linguistic people groups who speak at 
least 1,995 languages. There are four main and official languages: English in 22 countries, French in 
18 countries, Spanish in four countries, and Portuguese in one country. Six countries use an African 
language as the official, national language. 
 
Africa has an abundance of natural and human resources and yet no other continent in the world has 
suffered such a series of natural, political, and economic disasters. Food production over the past 30 
year has been on the decline and so unable to keep pace with the rapid population growth. As a result 
several places on the continent has and still is suffering acute famine. As rich and well-endowed as 
this continent is, 32 of the 40 poorest nations are there. Africa generates only 1.2% of the world©s to-
tal earnings. Other factors affecting the African economy include corrupt government policies, for-
eign debts, and unending senseless wars that have claimed millions of innocent lives. 
 
Into this context the African church has, in spite of the odds, continued to forge forward sacrificially. 
And lot had happened to God©s glory, both by African and non-African mission personnel. But as we 
look again at how the work was done, we see the lamentable need to have better managed our human 
resources. Thankfully, I believe this is and will be changing. 
 

Training and Selection 
 Indigenous mission societies that sprang up as offshoots of western missionary efforts in Africa ei-
ther saw little need for relevant missionary training or did not have the know-how to adequately pre-
pare their staff before sending them out to the mission field. The practice was to send everybody who 
had a call for ministry, regardless of the nature of ministry, to a Bible school for training, where 
available. In most cases the students of the Bible school or seminaries where equipped for pastoral 
work in organized church denominations rather than the rugged missionary work which the African 
mission field demands. The effect was that Christians trained in Bible schools plunged into missions 
and were ill equipped for the challenges they were faced with on the fields. 
 
Out of zeal to send tens of hundreds of missionaries to several fields in and around Africa, some have 
recruited indiscriminately, without reference to anybody or the home church and without relevant 
missionary training. Many have gone out not only without the necessary skills, but also without ade-
quate field supervision, mentoring, and appropriate care. In fact in some cases these missionaries 
went out by themselves to unreached and very difficult areas. 
 
Positive Changes 
After many faltering steps the mission enterprise in Africa over the years has, however, looked back 
in retrospect to see the "potholes" through which they stumbled and fell and have taken far-reaching 
measures in ensuring that the mistakes of the past are corrected. At least in the areas of training and 
selection, many mission agencies are now not only looking into the area of relevant cross-cultural 
training, but also seeking to work with church leaders to ensure that the right people are selected, 
trained, sent out to the field, and supported. Working together, the church has relied on the recom-
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mendations of the institution to determine whether or not the candidate is suitable, what kind of min-
istry the candidate will likely be most effective in, and whether or not the candidate will likely thrive 
in a pioneering situation. It is a slow process though, because some African church pastors do not yet 
see missions as the priority of the church; but we are progressing! 
 
African sending countries are putting in a lot of effort now in training their missionaries and espe-
cially to prepare and to equip them for the harsh realities of the African mission fields. For instance, 
the main sending countries such as Nigeria, Democratic Republic of Congo, Ghana, Cote d©Ivoire, 
South Africa, and Kenya have training schools for missions. The development of better training, to 
some extent, has served to reduce the occupational hazards of African missions. Churches with genu-
ine and authentic missionary thrusts who have hitherto used only their Bible schools to prepare their 
missionaries have been able to take advantage of these new missions training centers to better train 
and equip their missionaries 
 
Selection Procedures 
The training institutions each have their different selection procedures and criteria. The Agape 
School for Training in Discipleship and Missions, for example, requires candidates to fill forms, re-
ceive references from pastors (and other respected Christian leaders), write exams, and undergo oral 
interviews before candidates are accepted for enrollment for training. The training is three-fold: for-
mal, non-formal and informal. Evaluations are based on all these areas of training midway and at the 
end of training by a team of trainers made up of not less than five people. A lot of importance is laid 
on character building. With recommendations from the training center, a formal interview is con-
ducted by the leaders of the mission to determine whether or not a candidate should be accepted into 
the mission. A missionary is accepted into the mission on probation for one year initially and then 
full time after the period of probation, if found suitable. 
 

Family and MK Issues 
The typical African culture and religions have little regard for women and children. They are to be 
seen and not to be heard. They are usually not reckoned with when important decisions are made. 
And yet we know that strong nations are made up of strong family units, which include wives, moth-
ers and children. Healthy family units make healthy churches and healthy nations. A church or a na-
tion that does not care or have plans for its families, and especially for its children, is doomed to have 
problems of divorce, delinquency, crime and other undesirable things to grapple with. So it will be 
with any mission agency involved in sending out missionaries but not taking much thought about the 
family. 
 
The African mission slowly advancing in the area of the family. One especially important issue is the 
needs of children and the effect that they have on the mission as a whole. Some mission organizations 
in Africa consider only the man or the husband as the bona-fide missionary and have him posted to 
the field without any consideration for his wife and children. Experience has shown that either the 
wife or the children can destabilize work on the field unless the entire family needs are met.  
 
A prime example of the type of family care a missionary family needs is the kind of care Messiah 
College is giving. My husband, Bayo, and I were both missionaries before our three children were 
born. We had our first two children in a little village where we were serving. Vehicles could only go 
in there once a week—on market days only. There was no kindergarten except a low standard public 
school some miles away, too far for a child to walk. And Bayo and I had no means of transportation. 
The only option left was for me to teach our children basic reading and writing skills at home (there 
wasn©t any home school program in Nigeria then). This difficult experience led us to start a boarding 
secondary school for MKs a few years ago called Messiah College. It is our attempt to meet some of 
the teeming needs of MKs in Africa, starting with Nigeria. We of course were not the only mission-
ary and ministry family facing the predicament of lack of provision for children education! 
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Separation Issues 
As I have spoken with missionary parents and leaders about separation issues, I have been surprised 
by some of the things I have heard. Shocked too! For example, many denominational church-based 
missionaries get posted for missions not necessarily based on call or convictions. They are actually 
basically trained (in vernacular schools) as pastors, then become missionaries, and then are posted to 
remote, usually government-forsaken villages with no basic amenities for survival. Some pastors 
manage to lobby for better and favorable postings by playing and dancing along to the tune and dic-
tates of their leaders. Those who do not satisfy their bosses risk getting sent to difficult areas without 
consideration of their families© needs: such as school for kids, health matters, etc. These missionaries 
end up sending their children to live with relatives or friends who agree to help keep these kids while 
they attend school.  
 
Issues for  Missionary Wives 
Very few mission agencies prepare and make use of the wives of the men that have been accepted 
and sent out as missionaries. It is only the men that are recognized as bona fide missionaries. If the 
wife cannot accompany the husband then the family is forced to separate. The wife remains in a 
nearby town or city with the children so she can keep her job and the children can go to school. In 
addition, the majority of the wives of missionaries are unschooled. While their husbands were being 
trained they were usually tending the children and caring for their husbands.  
 
Thankfully, there are some changes happening. The trend now among agencies is to try to train the 
illiterate wives somehow. Many of them are taught how to be better wives and mothers, better home 
keepers and supporters of their missionary husbands. Some have added evangelism and other relevant 
courses to the pastors/missionaries© wives training.  
 
The new sending mission agencies are generally not prepared for unexpected and untimely deaths of 
serving missionaries. There are cases of missionary families (as in the previous case I mentioned) 
where the husband/father and bread-winner has died, and the wife/mother and children are left alone 
and forgotten. Because no plan had been made for such an unforeseen time as this, sending groups do 
not seem to know what to do or how to handle the family in their grief and need. Many wives of dead 
missionaries and their children get forgotten and so of necessity they pull out of the mission and the 
missions community in order to survive. A few, very few, really remain to continue with the ministry 
following their husbands death. 
 
MK Education 
Many African missionaries serving in countries where the lingua franca is different from the one 
spoken in their home countries (and usually where the educational systems are different too) are usu-
ally not able to afford international school fees for their children. The children either attend national 
schools and then cannot fit when they go back home or they are sent away to live with relatives. 
 
Six years ago my husband and I met two families in Togo who were doing an excellent job of plant-
ing churches. Today, however, they are no longer on the mission field. The first family had a 19 year-
old son who had dropped out of school at the age of 16. He had gone through the French system of 
education until the junior year of secondary level. The parents then felt he needed to continue in an 
English school, but because they could not afford the fees for an international school they sent him to 
Nigeria. His French schooling background could not allow him to fit into the English system of edu-
cation in Nigeria. Invariably he dropped out, and was also jobless. In fact, his younger sister had a 
similar problem and just settled into an early marriage. 
 
The second family, who had been instrumental in the planting of about fifty churches in northern 
Togo, had an equally pathetic experience. Knowing that they could not afford international school 
fees, they decided to keep their children in a city in Nigeria a couple of hours© drive away from the 
Togo capital city. They rented an apartment for their children where they lived all by themselves--
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about five of them of primary and secondary school ages. Each parent was paying a bi-monthly visit 
alternately. Eventually they understood the negative consequences and danger of this arrangement. 
Their best recourse, regrettably, was to resign their service as church planters and go back home. 
 
Some mission agencies and a few denominational mission boards are looking into the area of MK 
education and are offering what they call “children©s education allowance”  to missionary families. In 
some cases, these allowances offset most of the schooling bills of the MKs, depending of course on 
their grade levels. But in many cases it is for the parents to make up whatever differences there may 
be.  
 

Physical Health 
The health of African missionaries has not yet received much attention in many quarters. In general 
there is no organized, consistent, on-going health care provision. However in an emergency, there 
will be a "fire brigade" attention given to it. The African continent is largely a rural continent where 
basic amenities such as health delivery services are luxuries in many areas. This is especially true in 
the rural areas where missionaries are mostly found. It is a common fact that most missionaries hardly 
go for routine medical check-ups unless they are ill. And even then if it is a problem that they could 
manage on their own with self medication they will not hesitate to do so unless it become an emer-
gency.   
 
Malarial fever, thyphoid fever, dysentery are some of the common diseases in Africa with which mis-
sionaries have to contend. Malaria is so common so that many people just treat themselves with over-
the-counter drugs. Regular health checks-up are not common practice by agencies and so in many 
cases agencies have no particular physician specifically for the check-ups of the health of missionar-
ies. There may be Christian physicians in private practice who may volunteer their clinics or their 
time to help missionaries and will often offer discounts for consultancy and treatment. Some mission 
agencies may have particular hospitals, clinics or mission-owned hospitals where they will refer their 
missionaries for consultations and treatment, but I am not aware yet of a hospital or a clinic in Africa 
set up solely for missionaries and their families. 
 
The most threatening factor to the health of missionaries and their families is stress. This is so be-
cause most African missionaries do not take leave or vacations. They work and continue to work until 
they are no longer able to work. Many African missionaries work under very austere conditions and 
often they are stressed by many factors including long years of work without vacation, lack of ade-
quate provision, family and children issues, trauma from civil or religious wars, communal clashes, 
and so on. 
 
It is not uncommon to find one missionary doing the jobs of five people. Because of this missionaries 
need to go on vacation on regular intervals in order to maintain their physical, mental, and spiritual 
health and to avoid burnout. But that is not the case usually. Some consider themselves too busy to 
take a vacation or break. The work is too important. And where there are not enough people to cover 
the work, there is the fear that the work will collapse.  
 
Mission leaders who have had cases of burnout in personnel are beginning to think of the general 
health of the missionary. As a start, some leaders are recalling their missionaries for "refresher" 
courses. Hopefully this input/break will help missionaries develop and improve themselves intellec-
tually and spiritually, but also provide rest by getting them out of their work domain. For example 
member groups of the Nigerian Evangelical Mission Association (NEMA) send their missionaries for 
short courses or conferences organized by the NEMA owned institute—the Nigerian Evangelical 
Missionary Institute. These courses run for a couple of weeks or a few months. They are long enough 
to enable the missionary to learn and short enough to enable the missionary get back to base on the 
mission field. 
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Spir itual Warfare 
 Spiritual Warfare is commonplace in any typical mission field in Africa. In many cases the sending 
agencies or mission boards endeavor to set up consistent and effective prayer support for their mis-
sionaries (prayer support is covered more than financial support). Churches along with cell groups of 
various sizes and age groups have effectively mobilized for the prayer support of missionaries in the 
major sending countries. Women prayer groups are in the forefront of this kind of support. 
 
Missionaries from Pentecostal church backgrounds, for instance, are nowadays being trained to en-
gage in spiritual warfare, praying against the territorial spirits that rule the regions or the tribes in 
which the missionaries serve. In fact some schools of missions include spiritual warfare or power en-
counter as a course in the curriculum. Prayers with long days of dry fasts, that is fasting no eating and 
no drinking of water or any fluids are part and parcel of the missionary work in Africa. Missionaries 
whose church backgrounds did not prepare them for power encounter, have had to learn in the hard 
way. Some sending agencies and churches have learned from their casualties as a result of demonic 
attacks. They had no choice but to now believe and to take action in the area of adequate preparation 
for power encounter and spiritual warfare.   
 

The Way Forward 
In May 2000 at a continental missions conferences in Abidjan, Cote d©Ivoire called “Mission Africa”  
brought together missions and church leaders from around the continent. During this conference, the 
Evangelism and Missions Commission (EMC) of the AEA launched the member care track for Af-
rica. The track works to increase awareness about member care needs and resources, especially 
among mission leaders. A main strategy is to hold member care awareness seminars and consultations 
in each region of the continent for mission executives and leaders. Communication, travel, and fi-
nances to meet can be very difficult. These obstacles will need to be overcome for member care to 
continue to take root and spread throughout Africa.  
 
Nonetheless, African missions has come a very long way. There is a growing member care awareness 
and I believe that some significant changes will soon take place to better support mission personnel. 
We are praying for more people to become involved in member care and to raise the standard of care. 
Our mission efforts will thus improve because our staff will be better prepared and cared for as they 
serve the Lord in missions. 

  
Reflection and Discussion—Applications to Afr ica 

1. What are some of the main logistical obstacles to developing member care in Africa?  
2. What does a typical member care program/approach include for an African sending 

church/agency? How does it compare with the member care program/approach from your sending 
group? 

3. Review some of the challenges of African missionary wives or missionary children. What could 
be done to further support them and help them contribute to missions? 

4. List some ways that non-Africans could work with Africans to develop member care within or-
ganizations and at the regional level. 
 5. Recall some of the case examples in this article—-positive or negative. Which ones affected 
you the most and why?   
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ReMAP I I  M issionary Retention Survey 
Niger ia and Ghana  

 
(from Connections: The Jounal of the WEA Misison Commission, June 2004) 

Timothy Olonade and Sampson Dorkunor 
 

Par t One: Niger ia—Timothy Olonade 
The outcome of the Nigeria participation in the global study on missionary retention elicited extraor-
dinary-moon-light-story-time rapt attention from seventy five top missions leaders when it was pre-
sent during the 2nd Biennial Nigeria Missions Executives Congress in November 2003 in the city of 
Jos. The presentation was immediately followed by intense afternoon deliberations which brought far 
reaching decisions as well as long term commitment among these representatives of sixty missions 
agencies and denominations. Though forty five of these agencies had participated in the global survey 
called ReMAP II, sponsored by the WEA Missions Commission, thirty seven results were presented, 
analyzed and slated for discussion at the November 03 Congress. 
 
When the congress planners came up with the theme, “Gaining New leadership insight for Missions 
Enterprise”  little did they know that the ReMAP II result will be so apt as to add a discernable direc-
tion to their goal. The conference opened with a paper titled “Hot Potatoes: Burning Issues for Afri-
can/Nigerian missions Leaders” . Papers were also presented on several other salient issues like nar-
rowing the Church and Missions dichotomy, the 21st century leadership demand on the Nigerian 
missions enterprise, missions integrity, and others. Resource persons from the USA, Kenya, joined 
Nigerian leaders to give the congress a broad-based, quality expression.  
 
The ReMAP II report was jointly presented by Jim Van Meter of WEA Missions commissions and a 
member of the global facilitating team alongside Timothy Olonade, the NEMA Executive secretary 
and ReMAP II Nigeria coordinator. 
 
With dozens of transparencies, personal notes, the duo gave detailed report on what Nigerian agen-
cies had submitted at national level, which was fed into the global pool. There were most significant 
revelations in some parts of the report. For instance, Nigeria led the pack in appropriately dealing 
with candidate selection, scoring better than older and newer sending countries in the area of calling, 
health check, doctrinal acceptance and agency principles. The report also revealed the intense prayer 
back from home office in many agencies. The congress attention was punctured by a leader who was 
obviously disturbed by the seeming disparity between the report and his perceived day-today reality 
in Nigeria missions enterprise. “ Is this report from Nigeria?” , he blurted. In general Nigeria agencies 
showed superb retention rate. Another leader wondered: “ If we are this good in number of areas, how 
come we never shared this positive element with each other at national level?”  One leader contended, 
“How can this be? We are loosing some of our gems”.  
 
The poverty of the Nigeria missions enterprise is shown in the report as well. There is little to no 
home church involvement in the spiritual life of their sent missionaries, for Nigerian missionaries are 
hardly required to have ministry experience in the local church before being anointed and sent as 
missionaries by sending agencies. Nigeria also displayed little opportunity for ministry of young co-
worker, limited psychological assessment of candidates and lack of preventative member care. When 
the report rated unstable financial support, ineffective debriefing and reentry procedure as some of 
the weaknesses of the Nigeria missionary force, the participants knew it was time to face some real-
ity. “ It is amazing that our poverty in these areas has not collapsed the budding enterprise” , said a 
clearly exasperated member of the assembly. All these and more were part of the impact that fol-
lowed the presentations. ReMAP II has brought out issues that could no longer be ignored by the Ni-
gerian missions movement and the leaders swung into action discussing and deciding the way for-
ward. 
 



MANI , Nairobi 2006—Member  Care Mater ials  8 
 
 
In our society where documentation of missions and church life is still in its infancy it was such a dif-
ficult task getting the right figures from several agencies. Africa is essentially an oral communication 
society. Even at the top level of both government and church life, people do more talking than writ-
ing. So when we sent out one hundred and twenty questionnaires some never acknowledge its receipt. 
Some who wanted to participate could not provide the information needed. The reasons ranged from 
a lack of documented data (partly because the agencies are relatively new) to outright unwillingness 
to provide information since the mission founder himself had not to authorized the release of such in-
formation. I recall a leader who withdrew his agencies forms three times to ensure the accuracy of the 
information given. Another leader had delegated his administrator to work on the survey question-
naires only to discover the need for consultation with and verification by a number of ex leaders be-
cause the data in the files were not as specific as demanded in the survey. 
 
The thirty seven Nigerian agencies whose data were analyzed for this report at the summit represent 
about forty percent of registered members of the NEMA but are not necessarily limited to the mem-
ber bodies. These agencies pooled are responsible for some 2,422 or about63% of Nigerian mission-
aries. Following a general discussion the participants were broken into groups for specific delibera-
tion and suggestion of action plan to take advantage of their strength and mitigate against the 
weakness. Each group was asked to identify what hit home most about the report, and what could be 
considered as the most important issue for your group. And code of best practices that Nigeria church 
and missions could commit to in order to see improvement in all the areas of missions enterprise cov-
ered by this survey. The following were the observation, recommendation and action plan or best 
practices from the groups: 
 
1. Screening of Candidates 
There is a great need for increasing partnerships between agencies and the church, running as against 
the present trend in which agencies seem to see the church as a mining ground for missionaries and 
mission funds. This should begin at the screening level so that candidates are helped to retain strong 
commitment to the local church. This approach should be extended to serving missionaries. Other 
elements that will help this process included the fact that NEMA agency leadership must themselves 
commit to accountability and loyalty to the church and purposely recruit missionaries with the con-
sent of the candidates’  church. 
 
2. Education and Pre-Field Training 
To avoid a situation where candidates jump into field of service with little or no effective pre-field 
preparation, the agencies insist and encourage missionaries to pursue pre-field training as well as con-
tinuous in-service human resource development. Missions training schools across the nation begin-
ning with NEMI should be dynamic, set a high standard for Nigerian missionary training and help 
bridge the gap of lack of prior ministry involvement. The agencies also committed themselves to pro-
vide necessary means for in-service training. Every ministry should have an ongoing staff develop-
ment program. Such a programme should impact staff for both personal and ministry growth. 
 
3. Pastoral Member Care 
The leadership of NEMA member agencies committed themselves to pursue training that will em-
power them in this area of service. We will seek tangible ways to regularly encourage our missionar-
ies through quarterly visits, regular prayers, and financial provision for basic needs as well as two 
yearly medical examinations for physical fitness. 
 
4. Leadership Practices 
NEMA should encourage a leadership style among her member agencies that show pastoral care, ac-
countability in order to sufficiently and biblically enable their missionaries to develop their potential 
and be more productive. NEMA should encourage leaders of her member agencies to be pastoral to 
their people, understanding the context which they serve, adequately and biblically leading 
them to be more productive. Such leadership should show stewardship and accountability. 
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5. Communication 
Mission agencies should promote interministry and intra ministry prayer mobilization and effectively 
communicate the prayer needs of their work force. Board members should be exposed to what hap-
pens in the field. Missionary field personnel and executives need a regular forum to openly and freely 
supply enough awareness and information to enable the formation and execution of a realistic and 
fruitful mission strategy. 
 

6. Ministry 
We should seek to encourage tangible ways for missionaries to trust, believe and engage in under-
standing their ministry and assign missionaries according to their gifts and experience. Adequate ad-
ministration and practical support will help develop better ministry so as to be wholly committed to 
becoming followers of Christ as our “Core Call”  and ministry. 
 

7. Personal Care and Family L ife 
Information should be provided to missionaries about the educational opportunities available for their 
children’s education. Mission agencies should take up the challenge to educate missionaries’  children 
by providing parents with the necessary funds and training. Churches should establish missions 
committees which serve as a liaison for the missionaries and the church pastor. Missionaries should 
be exposed to the congregation in the church and challenge church leaders and members to get in-
volved in the lives of missionaries. The missions committee should promote interaction between the 
missionaries and the congregation by arranging regular visits to the field, helping raise effective mis-
sions support and promoting the welfare of the missionaries. 
 

8. Finance 
Mission agencies should use designated funds as requested by donors for those purposes only. This 
will encourage self-reliance, self- support consciousness among Nigerian churches. We must encour-
age viable investment by missionaries, mission agencies, churches and other missions support groups. 
Nigerian Christians should be enlightened to know that financially supporting mission means they 
play a role in fulfillment of the Great Commission. One striking outcome of this survey report, as dis-
cussed at the congress, is the resurgence of positive interest in missionary care by several agencies. 
Some have called a ministry-wide and regional consultation to discuss the picture painted in the Ni-
gerian research findings, but how to match the report with the manifest reality on the field of action. 
In one agency, the entire leadership committed to and re-wrote their guiding principles on staff re-
cruitment, management and deployment. Another agency felt the family life of their missionaries 
needed improvement, so they call a ministry wide seminar on the impact of raising kids and home life 
in the retention of missionary in long term service. 
 

Finally 
ReMAP II has been another invaluable contribution to the Nigerian missions movement, and we are 
able to make it along with 21 other national partners in this research. 

** ***  
Par t Two: Ghana—Sampson Dorkunor 

The survey of Ghana involved 30 mission agencies which could be classified into the various catego-
ries of church based missionary sending bodies, para-church agencies and a blend of church and para-
church networks. The indigenous missionary enterprise in Ghana is about 30 years and classified as a 
member of the Newer Sending Countries (NSC). 
 

The research has revealed that Ghanaian missionaries are assigned roles by gift and experience in-
stead of academic qualifications. The highest component of missionaries holds a bachelor/diploma 
(50.5%), followed by 6-10 years of education (17.4%). Interestingly, only 2.8% and 1.2% are respec-
tively holding masters and doctorate degrees. In the pre-field training requirements too, the agencies 
choose candidates with a minimum of 2 year Bible School average . Most of them are in evangelism 
and church planting among less than 1% evangelical fields. The key reason for this trend is the focus 
on the missionary’s personal/ministry maturity. 
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Other indicators which support the personal maturity and experience are evidenced by the following: 

·  A clear calling to missionary work 5.5  
·  Agreement with agency’s doctrinal statement 5.9 
·  Commitment to principles 5.4 
·  Character and discipline 5.6\ 
·  Character references on the candidate 5.2 
·  Contentment with marital status 5.1 

 
Interestingly, firm prayer support (4.2), family support (4.4) and local church support (4.2) rank 
lower on the scale. These are indicators that the process of maturation hasn’ t fully caught up with the 
people around the missionary, especially the local church which should be viewed as the main send-
ing agency (on a scale of 6). The research also indicates that the fledging indigenous missionary en-
terprise puts little emphasis on potential for financial support, health/ psychological assessment and 
ability to cope with stress as a basis for candidate selection and do not require crosscultural experi-
ences. The financial backup factor in selecting candidates is low, rating 2.2 on a scale of 6. That same 
lack of funds does not warrant risk assessment and putting of contingencies in place for any eventual-
ity in the field. 
 
A near zero re-entry arrangement is made for the missionaries who return or visit the agency of-
fices(debriefing is not common 1.6 on a scale of 6). Likewise, annual vacation ranks 2.9. These as-
sessments mark the potential for organizational development. In spite of these limitations, the popula-
tion of goers is increasing. The conclusion is not that these necessary conditions are not important. 
The fact is that the resources (human and financial) are not available to the nation as a whole. Provi-
sion for retirement of missionaries is non-existent in some cases. The national average however is 
9.4%. Meanwhile, the state does not have a welfare system in place for the aged. That is quite risky. 
The comparative rating of Ghana to the African, New Sending Countries and the global scene reveals 
that we are not doing well in terms of mission structures. However, a closer look at the situation re-
veals that the Ghanaian missionary enterprise is still operating along the pathway of the faith mis-
sions. The agency and missionary trust that with God, it shall be well. “We don’ t hope for anything 
evil when you arrive and operate in the field of choice. God will make a way and He will take care. 
We are trusting Him” seems to be the chorus at the time of appointing a missionary.  
 
Against this backdrop, however, is a brilliant performance record as indicated by the section on min-
istry and its outcome.  On achievement of set goals, Ghana scored 4.9 on a 6 point scale. The Ghana-
ian missionary has good relationship with the people served. The people become followers of Jesus 
Christ, and the communities value the missionary’s work among them. Another key element is that 
local leadership is raised among the indigenous people among whom the missionary works. All these 
rank above 5 on a 6 point scale. The missionary also has a sense of fulfillment. This is an encourag-
ing phenomenon and accounts for why the retention rate is quite high 95.3%. 
 
A point worthy of note however is the fact that there are indications that the Ghanaian missionary is 
quite overloaded. Their spouses also have a fair work role to play (4.2 on a 6 point scale). The mis-
sionary is committed to ministry and also loyal to the agency (5.5 and 5.3 respectively). On a clear 
note therefore, we can say that the missionary enterprise has very great prospects if such personal at-
titudes and practices should be maintained. A greater booster will be to adequately motivate the mis-
sionaries through satisfactory school opportunities, health care services and general financial pack-
ages.  
 
It is a forgone conclusion that the great performance in the field is not necessarily due to finance, pas-
toral care, nor language learning and enhancing techniques. The Ghanaian missionary has a relatively 
little problem in communication because of the near culture environment within which he/she oper-
ates. 
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Another critical factor which can be cited as the reason for the state of affairs is agency operations. 
Rated on a 6 point scale, the following are evident:  
 

·  Vision and job description are clearly communicated and understood 5.1 
·  Free flow of information between the field and home office 5.3 
·  Job descriptions are clearly communicated 5.2 
·  Effective communication between field and home 5.0 
·  Missionary’s inclusion in major decisions 5.2 

 
Some Basic Lessons: 
1.The Ghana ReMAP II study reveals a young and resilient missionary force in place. 
 
2. Most of the work done depends on the missionary’s personal commitment. 
 
3. There is room for improvement in terms of financial and human resource for areas of pastoral care 
for the missionary force. Health, psychological and educational facilities (especially for Missionary 
Kids and spouses) for the workforce should not be overlooked any more. Some 71% of missionaries  
have children below 21 years of age. 
 
4. The untapped resources of the local church, family and friends should be tracked through a con-
scious program of “awaretization”  and mobilization to form the support base of the missionary enter-
prise in Ghana.  
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



MANI , Nairobi 2006—Member  Care Mater ials  12 
 
 

An International Model for  Member  Care 
Kelly O’Donnell 

 
Overview: Is a user-friendly, international model possible for understanding and practicing member 
care? And what are some of the core best practice principles that are relevant across many national 
and organizational cultures? I launched out to explore these questions, pulling together some of the 
consolidated learning in this field, and calling upon 25 reviewers from around the globe to help re-
fine the resulting best practice model for member care. 
 

Member care is going international! Over the last six years (1997-2002), for example, interagency 
consultations on missionary care have taken place in India, Pakistan, Singapore, Malaysia, the Philip-
pines, the Netherlands, Germany, France, Hungary, Ivory Coast, Cameroon, New Zealand, USA, 
Peru, and Brazil. It is especially encouraging to see caregivers emerging from the Newer Sending 
Countries and their efforts to develop culturally-relevant resources. Email forums, web sites, written 
materials, interagency task forces, and missions conferences enable these and other member care per-
sonnel around the globe to communicate and contribute. The member care field is truly maturing. It is 
developing as an interdisciplinary and international handmaiden to promote the resiliency and effec-
tiveness of mission personnel, from recruitment through retirement. 
 

Best Practice and Member  Care 
In this article we will take a fresh look at the basic contours of care needed in missionary life. The 
aim is to present a practical, “best practice”  model to support mission personnel from different or-
ganizations and nations. The ideas that I present are based on the shared, practical experience of 
many colleagues working in this field. Although the article is conceptual in nature, most readers will 
find the material easily applicable. 

 

Best practice is a term used by many human service organizations. It refers to recognized principles 
and performance standards for the management and support of staff. These principles are written, 
public statements which are formed, adopted, distributed, and reviewed by several organizations. 
Each organization voluntarily signs and holds itself accountable to these principles. Organizations 
can further adjust the principles according to their settings and ethos. “Key indicators”  are also iden-
tified which serve as criteria to measure the extent to which each principle is being put into practice. 
Best practice is a relatively new term within evangelical missions, although the emphasis on the qual-
ity of care has been a growing part of evangelical missions thinking and practice for some time. 

  
This basic model for best practice is presented in Doing Member Care Well (O’Donnell, 2002). It 
consists of five permeable spheres which are able to flow into and influence each other. At the core 
of the model are the two foundational spheres of master care and self/mutual care. These are encir-
cled by a middle linking sphere called sender care, and then surrounded by the two outer spheres of 
specialist care and network care. Member care specialists and networks stimulate care in/from the 
other spheres. 

 

Each sphere includes a summary best practice principle related to the overall “ flow of care”  needed 
for staff longevity: the flow of Christ, the flow of community, the flow of commitment, the flow of 
caregivers, and the flow of connections. Note that the flow of care is initiated by both oneself and 
others, and that it is always a two way street. Supportive care thus flows into the life of mission per-
sonnel so that effective ministry/care can flow out from their lives. The model includes the sources of 
member care such as pastors from sending churches and mutual care between colleagues and the 
types of member care such as medical and debriefing care. Think of it as a tool that can be used by 
individuals, agencies, service organizations, and regions. The model is a flexible framework to help 
raise the standards for the appropriate care and development of mission personnel. Use it as “a grid to 
guide and a guide to goad.”  Here are its five best practice principles.  
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Sphere 1. Master  Care: Best Practice Principle 1—The Flow of Christ  
Our relationship with Christ is fundamental to our well-being and work effectiveness. Member care 
resources strengthen our relationship to the Lord and help us to encourage others in the Lord. As we 
serve/wait on Him, He in turn promises to serve/wait on us (Luke 17:5-10; Luke 12:35-40). A “God 
only/endure by yourself”  emphasis for weathering the ups and downs of mission life is not normative, 
although sometimes necessary (II Tim. 4:16-18).  
 
Sphere 2. Self and Mutual Care: Best Practice Principle 2—The Flow of Community  
Self care is basic to good health. Self-awareness, monitoring one’s needs, a commitment to personal 
development, and seeking help when needed are signs of maturity.  Likewise quality relationships 
with family and friends are necessary for our health and productivity. Relationships require work, and 
they are not always readily available nor easy to develop in various settings. Nonetheless staff are en-
couraged to form/maintain close and accountable friendships with those in one’s home and host cul-
tures. Colleagues who love and are loved form a key part of the “continuum of care”  needed for lon-
gevity, ranging from the informal care offered by peers, to the more formal care provided by 
professionals. 
 
Sphere 3. Sender  Care: Best Practice Principle 3—The Flow of Commitment 
An organization’s staff is its most important resource. As such, sending groups—both churches and 
mission agencies—are committed to work together to support and develop their personnel throughout 
the missionary life cycle. They demonstrate this commitment by the way they invest themselves and 
their resources, including finances, into staff care. Sending groups aspire to have a comprehensive, 
culturally relevant, and sustainable approach to member care, including a commitment to organiza-
tional development, connecting with outside resources, and effective administration of personnel de-
velopment programs. They thus root member care in organizational reality and vice versa. Sending 
groups also solicit input from staff when developing/evaluating policies and programs related to 
member care. 

 
Sphere 4. Specialist Care: Best Practice Principle 4—The Flow of Caregivers 
Specialist care is to be done by properly qualified people, usually in conjunction with sending groups. 
Specialists need to capitalize on their strengths—working within one’s competencies and maximizing 
contributions. They also need to capitalize on their “stretches”—going beyond one’s famil-

hhhh
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iar/convenient comfort zones in order to provide services in challenging contexts within one’s profes-
sional ethical limits. Specialist services are “ investments”  which build character (virtue/godliness), 
competence (cross-cultural/professional skills), and compassion (love/relationships) in culturally-
relevant ways. The goal is not just care, but empowerment—to help personnel develop the resiliency 
and capacities needed to sacrifice and minister to others. Specialists services collectively include four 
dimensions of care: prevention, development, support, and restoration. They are essential parts of an 
effective member care program and complement the empowering care that staff provide each other.  
 

Sphere 5. Network: Best Practice Principle 5—The Flow of Connections 
Member care providers are committed to relate and work together, stay updated on events and devel-
opments, and share consolidated learning from their member care practice. They are involved in not 
just providing their services, but in actively “knitting a net”  to link important resources with areas of 
need. Partnerships and close working relationships are required between member care workers, ser-
vice organizations, sending agencies, and regional member care affiliations. Especially important is 
the interaction of member care workers from different regions via email, conferences, and joint pro-
jects. 
 

Applications 
This best practice model is relevant for two main reasons. First because it is Biblical in its core con-
cepts, with its emphasis on our relationship with Christ, our need to minister to “one another” , and 
our responsibility for self-care. Second, it is general enough to be both culturally and conceptually 
applicable across many national and organizational boundaries. 

  
Different sending groups will emphasize different aspects of this model, yet each sphere is important 
to consider. There is so much to learn from each other with regards to how we “do”  member care! 
Sending groups, for example, represented by Sphere 3 in the diagram, play a significant intermediary 
role in linking staff with the resources from the other four spheres. Other groups emphasize different 
mixes between the self care and mutual care which comprise Sphere 2. Some opt more for the indi-
vidual’s responsibility for his/her well-being and others emphasize the community’s role. For many 
sending groups, there is much overlap between self and mutual care, thus we listed both in the same 
sphere. 

  
Life does not always work according to our best practice models. Likewise our best efforts for pro-
viding a flow of care can only go so far. We must remember that God is sovereign over any member 
care model or approach. His purposes in history often take precedent over our own personal desires 
for stability and order in our lives (Jeremiah 45:1-5). And this is frequently the case of missionaries, 
where hardship, disappointment, and unexpected events have historically been part of the job descrip-
tion. 

  
Member care is important not because missionaries necessarily have more or unique stress, but rather 
because missionaries are strategic. They are key sources of blessing for the unreached. Member care 
is also important because it embodies the Biblical commands to love one another. Such love is a cor-
nerstone for mission strategy. In so doing people will know that we are His disciples. 
 

Reflection and Discussion—Applications to Afr ica 
 1. How is our sending group’s approach to member care similar to and different from this model? 
 2. List a few of the greatest issues for mission personnel from your country. 
 3. Identify how you could work with others in order to improve member care in your setting. 
 4. In what ways do your skills/gifts and interests/preferences fit into the model presented? 
 5. Which parts of the model seem most relevant across national and organizational cultures? 
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Helping Senders Develop “ A Flow of Care”  
Dave Pollock 

 
Overview:The essence of member care is best understood as a “ flow of love” . Such love permeates 
the good programs, competent practitioners, mutual support between mission personnel, and the 
supportive resources needed throughout missionary life. Our love and unity demonstrate that we are 
His disciples. Love is the definitive apologetic and the core component of mission strategy. The Great 
Commandment and the Great Commission are inseparable.  

 
The flow of care begins with the prospective missionaries’  relationship to the local Body of Believers 
and moves to the relationship with the sending agency, whether it be the same local body or a mission 
agency. Ideally the local church has nurtured the individual and family and has thus functioned as a 
visible caring community. Basic spiritual and personal growth has been promoted through the men-
tors as well as through the general life of the Body. Now comes a new level of intentional care, re-
quiring a variety of caregivers, and moving from stage to stage in the life cycle of the missionary and 
the missionary family—from recruitment through retirement/end of service. 
 
Stage 1—Recruitment 
The “call”  must be from God, not from marketing or manipulative promotion. We must expose and 
even confront people with the needs of a real world but the decision to go must be in response to the 
question of the individual “Lord what do You want me to do?”  Each person needs to understand that 
their fundamental call is first to be with the Lord Jesus (1 Cor. 1:9), and from this place of fellow-
ship, to then launch out. 

 
Key to good recruitment is “honesty in advertising” . The likely cost as well as the needs and rewards 
must also be part of recruitment. Jesus directs His disciples to count the cost before building the 
tower. This does not mean that a high cost negates building the tower but rather by counting the cost 
one avoids discouraging and destructive surprises.  
 
Asking the appropriate questions of these potential missionaries is key for starting well. They are 
usually not in a position to raise all of the essential questions about themselves and thus need the 
guidance of those who from experience know what questions to ask and how to evaluate the re-
sponses. At the same time, it is also critical for the “candidate”  to ask the right questions about the 
sending agency. Giving permission, even encouraging questions and providing objective sources for 
answering those questions, sets the right tone for healthy communication over the long haul. The car-
ing recruiter/mobilizer, pastor, and friends are some of the main caregivers at this time. 
 
Stage 2—Screening 
The agency should be seeking the best possible people to do the task. They need to meet basic re-
quirements while acknowledging that the candidate will grow and learn with time and experience. 
The agency needs to be protected from bad choices for the sake of both the agency and its existing 
teams as well as those whom they would serve.  Sometimes the most loving response to those who 
are not qualified, prepared, or otherwise “ ready”  is a “no”  stated in genuine concern for the potential 
candidates as well as all the others involved. Screening out should be done as early as possible with 
great care and sensitivity before public announcements have been made, resignations from jobs sub-
mitted, or houses sold.  In most cases involving a “no”  or a “not yet” , counseling should be advised to 
assist the people to move ahead with their lives. 
 
Screening in is designed to discover as much as possible about the individual to be able to direct and 
place them (and the entire family) wisely and then to deliver appropriate care and support throughout 
their entire life experience both overseas and upon return to the passport country. Medical history is 
key in being able to predict possible needs, as are family history, child/couple issues, psychological 
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evaluation, and social and cross-cultural abilities. It is important that these areas of examination be 
integrated in order to get a composite and accurate picture of strengths and weaknesses. Physical 
problems may have a psychological basis, and social background, including family dynamics, may 
have a profound impact on the development of cross-cultural adjustment. The competent input from 
special caregivers at this stage—physicians, mental health professionals, personnel officers—is an 
early and essential part of the flow of care. 
 
Stage 3—Preparation and Pre-Departure Or ientation 
Proper education and training are obviously an important consideration. Professional competency 
must be closely examined both from the perspective of education and practical track record. If abili-
ties have not been mastered in one’s “home” territory it is difficult to customize them to new circum-
stances. Lack of ministry experience in one’s home culture is not a good indicator of success else-
where. 
 
Spiritual formation prior to going overseas is critical. Usually nothing dynamic of a spiritual nature 
occurs in flight across an ocean. The preparation process is in one sense the process of a lifetime. On 
the other hand, there are aspects of preparation, even fine-tuning, that must take place in the period of 
time prior to embarkation. 
 
Pre-departure orientation, properly developed, should accomplish several objectives.  First, it should 
assist people in “ leaving right” . Leaving right is key to entering right and to the correct process of 
re-entering when one returns to the place of origin. Secondly, this experience should assist in devel-
oping and defining expectations that are both realistic and sufficiently positive. Third in needs to in-
clude both cultural/living briefing and security briefing. Fourth, the orientation should help develop a 
frame of reference that provides basic understanding of one’s own reactions and responses to the new 
environment and helps to develop a positive attitude toward good adjustment and ability to learn. It 
should inform one’s perspective and produce patience with oneself as well as others. Good decisions 
are based on good preparation. Key caregivers at this stage include cross-cultural trainers, seasoned 
missionaries, and others who can further prepare the new missionaries.  
 
Stage 4—Depar ture 
An important aspect of the pre-field experience is the opportunity for proper farewells. The commis-
sioning of missionaries is an important step in the process, but often the less formal aspects of depar-
ture are just as critical. Being certain that a “RAFT”  is built to help one get to the new location is im-
portant. Reconciliation of any unresolved conflicts as much as possible is the first section of the 
transition raft. Affirmations are next, for both the departing and the remaining in order to express ap-
preciation to each other. The Farewells from family, friends, and body of believers need to be done at 
different times and in culturally appropriate ways, and these represent the third part of the raft. Fi-
nally, key to leaving and entering is the exercise of Thinking about one’s destination: developing ex-
pectations that are both realistic and positive will minimize disappointment and enhances resilience. 
Friends and family are especially important caregivers at this time. 
 
Stage 5 - Ar r ival 
Probably the most important aspect of arriving is to have healthy, proactive mentors. A mentor, who 
is an important type of caregiver, performs two tasks. First of all the mentors introduce the culture to 
the newcomer. They answer questions that are asked and questions that should have been asked. They 
make suggestions, correct errors, and generally guide through the uneasy experience of being foreign. 
The second task of mentors is to introduce the newcomer to the community, by serving as a relation-
ship bridge. After a few days the issues of schedule, job description, cultural practices, and relation-
ships beyond the mentors begin to impress themselves on the newcomer. A basic orientation/review 
addressing these issues and reminding the person of the elements in the pre-orientation that are now 
relevant, allows them to know that they are normal and they can be patient with themselves and oth-
ers during these days of initial adjustment.  



MANI , Nairobi 2006—Member  Care Mater ials  17 
 
 
Stage 6—Field L ife 
This stage involves the ongoing flow of care on-site. Support systems for physical, psychological, and 
emotional health will vary in usefulness and importance from person to person and time to time. 
Building quality relationships with team members along with nationals/locals are essential sources of 
support. Colleagues and nationals become the building blocks for mutual care. Crisis care in the face 
of traumatic experiences, including peer/professional crisis support, also becomes increasingly criti-
cal in our age of growing anarchy and the chaos it produces.  
 
Another aspect of the flow of care is how the organization handles its personnel on the field. On the 
down side, often the organizational system, removed from the conscious obedience to the Master’ s 
directives, can act more like a company than a community. The organization may become very imper-
sonal, and even those “ in charge”  can blame poor decisions and destructive behavior on the “system” . 
The flow of care, though assisted by intentional member care programs, is in reality dependent upon 
person-to-person consideration and care. 
 
Home churches and mission agencies have a responsibility to maintain communication on behalf of 
mission personnel. There should be clear understanding of expectations of all concerned—the 
agency’s expectations of the church, the church’s of the agency, and the missionary toward the 
church/agency and vice versa. Ongoing three way communication, visits from the church leadership 
to the missionary, support in crisis situations from the sending groups, and regular signs of genuine 
interest and concern contributes to the health of the mission personnel.  
 
Specialists with knowledge and experience in the international and missions community are critical in 
providing a flow of adequate care. A flow of caregivers who can deliver care through their specialties 
of medicine, psychology, crisis intervention, pastoral care, team building, conflict management, edu-
cation, training, fiscal support, and career development across mission agency lines is necessary. Per-
sonnel and human resource directors as well as mission specialists in local churches need to build re-
lationships with these specialists (and vice versa) and facilitate the connection with their mission 
personnel. Such a pool of specialists that are supported, promoted, and used by a variety of agencies 
reduces cost, assures availability of care when needed, and reduces the stress on the individual 
agency by making it unnecessary to develop and maintain their own group of specialized support per-
sonnel. 
 
Stage 7—Preparation for  Returning “ Home”  
For many the process of returning to one’s “home”  country is more challenging than moving to a new 
one.  Also, for many, the first such transition comes as a shock. Preparation for this change is both 
loving and necessary. The same process of leaving right via a “RAFT”  is just as necessary for return-
ing right. Personnel need to be assisted and at times admonished to reconcile and be reconciled; to 
affirm and be affirmed; to bid farewell to people, places, pets and possessions; and to think ahead in 
developing realistic expectations and strategies for reentry and re-adjustment. Materials, seminars, 
exit interviews, and peer counseling may all be employed to assist personnel of all ages to 
leave/return right.  
 
It is important that the returning missionary receive realistic information from their sending groups 
about the basics of the reentry process and support. They must know who will meet them at their 
point of entry, where will they be staying initially, what provision there is for transportation, school-
ing for the children, money for immediate use and other necessary living issues. It is critical that 
“promises”  made are fulfilled. 
 
Stage 8—Reentry 
As with the previous stage of preparation, reentry care (for furlough end of service, or retirement) is a 
team effort involving the mission agency, the primary supporting church or churches and, hopefully, 
the family. The mission agency in most cases must take the position of “coach”  in identifying what 
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must and should be done and then coordinating the process. Some churches have formed “home 
teams”  made up of several families to support the missionaries throughout their career. These teams 
interface with the mission agency, the church body as a whole, the missionary family, and the mis-
sionary as a key source of support including in the reentry process. Such proactive commitment 
minimizes miscommunication and prevents important issues from being ignored and people “slipping 
between the cracks.”  
 
Transition or reentry seminars are often a key source of support. Not only is the content and process 
of such seminars valuable, but meeting others and listening to their experience of reentry is also very 
helpful. One usually ends up feeling more “normal”  and becomes more patient and relaxed about the 
reentry process. 
 
Two types of debriefing are helpful around the time of reentry. The first is operational debriefing, 
which primarily reviews the work-related experiences and issues for the missionary. This is done by 
the sending agency and/or the sending church. The second is emotional debriefing, which explores 
the feelings and personal experiences of the missionaries. This is done more privately to allow the 
missionary to express him/herself freely and explore his/her life and work. Children and families 
benefit from this type of debriefing too. Depending on the type of debriefing, it could be done by a 
counselor, the head of the missions department at one’s church, a trusted/skilled friend, a pastor, or a 
personnel officer. 
 
Stage 9—Ongoing Support 
There are at least three special categories of people in the missions community who should have spe-
cialized and ongoing support. They are the “beginners” , the “ finishers”  and “ the injured.”   
 
Beginners. Third culture kids (TCKs) can be considered  “beginners”  when they experience signifi-
cant transitions as young adults: from living abroad to living in one’s passport country, from secon-
dary education to university or the work force, from being close to parents to distance from them with 
little or no familiar faces. Transition seminars, networking through the internet, publications, reun-
ions, return visits to family and “home” country, and coaching/counseling support are all important. 
 
Finishers. Helping returnees or retirees to reinvest themselves at a reasonable level of involvement is 
part of the support. Once again mission agency and church need to communicate with each other 
about expectations and provisions concerning financial planning, retirement housing, and useful 
post-retirement activity. Retiring missionaries or those who conclude their career because their par-
ticular task is finished or due to health reasons are not throwaways. They may be healthy and 
sharp-minded and obviously still possess language skills, an encyclopedia of cultural and ministry in-
formation, and a heart for Kingdom business.  
 
Injured. Personal growth takes time, as does helping someone who is weak or injured. There are con-
sequences to our Kingdom work and oftentimes there are significant injuries. We must thus prioritize, 
budget, and take the time necessary to walk mission personnel through the healing process and see 
them restored. This is not only applicable to active mission personnel, but also to those who are leav-
ing mission service. 

 
Summary Thoughts 

The flow of care is made possible only with a flow of caregivers. And missionaries themselves, 
along with their mutually supportive relationships with nationals/locals, are surely a major part of the 
care needed for longevity. But that is not, of course, all that is required. Personnel/human resource 
directors and church-based mission leadership, coupled with specialists in fields of medicine, mental 
health, education, crisis and conflict management, pastoral care finance and so on, must coordinate 
and integrate their activity. Training is required to hone the skills of people in these disciplines to the 
specific needs of the inter-culturally mobile mission population. A network for communication is re-
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quired to coordinate efforts, cross-pollinate the care disciplines, and communicate availability and 
accessibility of these services. It is encouraging to see the ongoing development of such networks 
within and between the Newer Sending Countries from Asia, Africa, and Latin America, and the Old 
Sending Countries.  
 
Member care is by its very nature the tangible expression of the love of Christ for us and our love for 
Him. It is not simply a program or a plan; it is the product of who we are because of our relationship 
to Him and our being His “new creation. The flow of caregivers, cooperating together to support mis-
sion personnel, is one more demonstration to the world of the God-produced unity for which Jesus 
prayed. Providing the flow of care is a Body effort of mission agencies, sending churches, supporting 
families, and committed caregivers who realize that the Great Commandment and the Great Commis-
sion are inseparable. 
 
Reflection and Discussion—Applications to Afr ica 

1. What is the rationale for stating that “ the Great Commandment and the Great Commission are 
inseparable”? 

2. List a few ways that the flow of care might be different for Newer Sending Countries and for 
Older Sending Countries. 

3. List a few ways that this overview of the flow of care is relevant for you personally, your set-
ting, and your sending organization. 

4. Who should coordinate/oversee each phase of the flow of care? 
5. What are appropriate expectations for care that mission personnel should have for his/her mis-

sion agency, sending church, field leadership, other missionaries, and oneself? 
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Sending and Car ing for  Our  Missionar ies: 
The Key Role of the Sending Church 

Marina Prins and Braam Willemse 
 

Overview: Sending churches have a lot to offer in terms of support for their missionaries. 
Missions is an extension of the ministry of the sending church and by sending and caring 
for our missionaries we ourselves are also reaching the unreached to the ends of the 
earth. People are ready to be sent out, but are we as a church ready to give them the sup-
port they need? 

 
The growing involvement in missions has confronted the sending church with unique challenges. Be-
cause so many sending churches are sending out missionaries and are taking full responsibility for 
them, member care in this scenario focuses not only on the care of the missionary as a total human 
being, but also has a strong emphasis on equipping sending churches to be effective in member care. 
The sending churches have taken responsibility for their missionaries, but they are not always certain 
what it entails. 
 
The term “member care”  is relatively new, but if we look at the core meaning of it, it is nothing new. 
Member care simply means to care for the members of the Body of Christ. That includes members 
sent out by the Church to reach the unreached. According to O’Donnell (1997:144) member care in 
this sense is not new. It is a New Testament practice. Yet what is new is the more organized attempt 
to develop comprehensive, sustainable member care approaches to support cross-cultural Christian 
workers. 
 
Sending churches have a lot to offer in terms of support for their missionaries. We want sending 
church members to really see missions as an extension of the ministry of the sending church and that 
by sending and caring for their missionaries they themselves are also reaching the unreached to the 
ends of the earth. As Herr (1987: 43) puts it: “The missionary is an extension of his1 local church.”  
People are ready to be sent out, but are we as a sending church ready to give them the support they 
need? The support of the missionary does not start when the missionary goes to the field.  It already 
starts when the missionary is evaluated and selected right at the beginning.  It is an ongoing support 
and involvement that continues even after the missionary has returned from the field.  In order to give 
the necessary support from within sending churches, two things are needed: (a) the sending church 
should understand the mission cycle and (b) a support team should be formed before the missionary 
goes to the field.  The support team consists of people committed to care for the missionary and to be 
involved in his life and ministry.  So let us look in more detail at these two areas: the mission cycle 
and the support team. 
 

A. The Mission Cycle 
In order for sending churches to develop a proper member care strategy, they first of all need to un-
derstand the stages and challenges of missionary life.  
 
The Pre-field Phase 
The Pre-field phase includes four areas: selection, personal preparation, formation of the support 
team, and field orientation. Simply stated, during the selection process information about the mis-
sionary candidate is gathered by questionnaires, references and psychometric evaluation. The purpose 
of this is to get relevant information and a profile of a candidate’s functional skills, personality- and 
behavioural characteristics. 
 

                                                           
1 For practical reasons the masculine gender is used for both male end female. 
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This information can be used to: 
·  identify emotional problems 
·  identify personality disorders 
·  identify and address areas of personal development 
·  assist in career planning 
·  determine whether a candidate is suitable for a specific environment, culture or position. 

The missionary should be well prepared spiritually, emotionally, and where needed additional skills 
should be acquired. 
 
Where a family is evaluated, it is essential that the wife and children should also be included in the 
evaluation. Thereafter they communicate their calling to the leadership of the sending church. After 
prayer and discussion the missionary candidate (and his family) is accepted by the sending church as 
their missionary.  
 

During the pre-field phase a support team should be formed, equipped, and should start to function 
within the sending church. A more detail discussion on the support team is given later in the article. It 
is also important that the missionary should visit his/her field of service to get first hand information 
on conditions on the field as well as his role on the field.  

 
The On-Field Phase 
During the on-field phase the missionary has to adjust to and become part of a new environment and 
lifestyle. It is important for the support team back home to understand what the missionary is experi-
encing (e.g. culture stress, language learning) to be able to give him the necessary support. He must 
orientate himself on the field, for example how to purchase something in the new culture and what is 
available where. Everything is new to him. Things are done in ways that differ from his own culture 
and he has to learn how to function in this new and foreign culture. The missionary should start with 
language and culture studies as soon as he arrives on the field.  
 
Similar to a new-born baby, all the missionary’s senses are bombarded with new sensations and ob-
servations and like the new-born baby, he is psychologically and emotionally ready to become part of 
his new environment. 

Pre-field phase 

·  Evaluation 
·  Communicate  
    calling 
·  Acceptance by 
    church/  
    organisation 
 

·  Spiritual 
·  Emotional 
·  Family 
·  Vocation 

·  Formation 
·  Training 
·  Development 

·  Cross-cultural 
     orientation 
·  Field visit 
·  Finalise field  
     of service &  
     agreement 
 

Selection PERSONAL 

PREPARATION 
The support Team Field Or ientation 
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What usually happens is that the new missionary – just as the new-born baby – does not get the op-
portunity to bond with his host culture. Too much time is spent with people from his own culture, liv-
ing on the same field and too little time with people from the host culture. He lives isolated from the 
host culture and goes “out”  a few times a week to the local people, but always returns to the security 
of people from his own culture. He does not get the opportunity to effectively bond with the host cul-
ture during this early stage. This tends to lead to a situation where the missionary does not become 
part of his host culture and does not get the opportunity to build relationships on the same level – as 
friend-to-friend.  
 
Language studies cannot be dissociated from culture and relationships. Mere knowledge of the lan-
guage without building relationships, is not of much value to the missionary. That is why it is impor-
tant that the new missionary should initially live, worship and buy things together with the local peo-
ple. The new missionary must portray an attitude of willingness to learn from the people in the host 
culture. 
 
It is advisable for the missionary to study the language and culture full time. The time to do this will 
vary depending on the language that must be learnt and whether he attends a formal language school.  
A general guideline is spending at least the first year on the field in full time language and culture 
studies. It is a process and takes time. If the missionary does not have the opportunity to start learning 
the language within the first year, chances are bleak that he will learn it at all. He learns to build al-
ternative ways to communicate, for example by using interpreters. Then he does not have to learn the 
language in order to survive. This is why the initial time together with his host culture is so very im-
portant. 
 
In many cases missionaries work in situations on the field where they get little spiritual input in their 
own lives. Most of the time they give out spiritually more than they receive. Therefore it is necessary 
to emphasise the maintenance of their own spiritual life. To assist them in this area, spiritual care on 
the field must focus on the following areas: spiritual warfare, pastoral care, equipment on how to 
maintain their own spiritual life and ways in which fellow missionaries could care for each other.  
 
Personal care includes aspects such as physical and emotional care and the continuous development 
of missionaries. Just as any person has a need for continuous development as a person, so the mis-
sionary has a need to develop continuously and such opportunities must be created. Regular debrief-
ing opportunities are also an important part of continuous development.  

On-field phase 

·  Adjustment and  
    Orientation 
·  Language and  
    Culture Learning 

·  Spiritual 
·  Personal 
·  Ministry 
·  Vocation 

Continuous development of 
the support team 

 
 

Culture Adjustment 
On-Field Care THE SUPPORT TEAM 
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As the missionary’s ministry is established and starts to grow, he will have specific ministry needs. 
He might need Bibles or other resources such as literature or film projectors. Or he might feel he 
himself needs to be better equipped in a certain area of his ministry. After a long time on the field, the 
missionary’s ministry might change as his work develops or circumstances change. In such a case the 
missionary’s ministry needs will change as well.  
 
Vocational care is specifically applicable to tentmakers. The interest group of the tentmaker can as-
sist with practical support such as material and resources that are needed. The interest group can also 
visit the tentmaker on the field and give assistance where needed.  
 
During this phase the support team must continuously develop and expand their member care strategy 
to meet the needs of the missionary. Where the support team itself cannot give the necessary support, 
alternatives should be found. For example, where someone from the support team cannot visit the 
field or does not have the expertise to give the necessary member care support on the field, other or-
ganisations that are already operating on the field might be asked to help the missionary on their be-
half. Regular communication via email and phone calls with the missionary is also essential. 
 
One of the best ways to do on-field care is through regular visits by members of the sending church. 
If missionaries know that their supporters actually know the living conditions in which they minister, 
and have met some of those with whom they are ministering, it will just be so much easier for mutual 
trust to develop. When we send missionaries out, we should not only care for them before they go, 
but also when they are on the field as well as when they return from the field.  
 
The Re-entry Phase 
 

 
 
 

 
 
 
 
 
  
 
 
 
 
 
 
Re-entry can be permanent or just for a short time (furlough). In both cases the missionary needs 
proper care and it is the sending church’s responsibility to care for these returning missionaries. As-
tronauts tell us that the most dangerous part of space travel is not getting into orbit, but getting back 
into earth’s atmosphere.  In the same way re-entry – returning to your home culture you left when you 
started with missionary work – can also be the most difficult part of any cross-cultural experience.  It 
should never be ignored or minimised.  This is true of both the missionary who returns for a furlough 
of a limited period, as well as the missionary who returns permanently, be it for practical reasons, 
prematurely or to retire.  It is nearly always accompanied by reverse culture shock, and if this is not 
managed with wisdom and care, you may be left with a wounded spiritual worker who might take 
years before reaching his optimum spiritual health again.  You might even have a person on your 
hands who is so hurt and disillusioned that he may never recover!  Sending a person out carries an 
awesome responsibility with it! 

Re-entry phase 

·  Adjustment to home culture 
·  Build relationships  
·  Time of rest and spiritual  
    refreshment 

·  Adjustment to home culture 
·  Finding a new role 
·  Integration 

FURLOUGH PERMANENT 
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Re-entry is normally a very difficult and stressful time for the missionary as he tries to come to terms 
with the fact that he is back home now and in some cases may never go back to the field.  What the 
missionary experiences is very much like a process of grieving.  
 
“To come home”  is difficult for many people – as a matter of fact it might not be at all like “coming 
home”. In many cases the missionary realises that “home” is no longer “home”  and the host culture 
feels much more like “home”  (cf. Fawcett, 1999: 41). Many times the missionary feels like a stranger 
in his own culture. 
 
The sending to and returning of missionaries from the field, is nothing new.  An example may be 
found in Scripture:  
 
Missionaries were sent out: Acts 13:2-3  
While they were worshiping the Lord and fasting, the Holy Spirit said, “ Set apart for me Barnabas 
and Saul for the work to which I have called them.”  So after they had fasted and prayed, they placed 
their hands on them and sent them off.  

Missionaries returned: Acts 14:26-28; 15:35 
From Attalia they sailed back to Antioch, where they had been committed to the grace of God for the 
work they had now completed. On arriving there, they gathered the church together and reported all 
that God had done through them and how he had opened the door of faith to the Gentiles. And they 
stayed there a long time with the disciples. 
But Paul and Barnabas remained in Antioch, where they and many others taught and preached the 
word of the Lord.  
 
According to Pirolo (2000:23) five issues of re-entry are modelled for us in these verses: 

·  They finished their assignment. 
·  They returned to their sending church. 
·  They received the church’s hospitality. 
·  They rehearsed all that God had done in and through them. 
·  They ministered again in their church. 

Although the missionary’s visit might just be for a short time, he still has to adjust to his home cul-
ture. The missionary as a person and his way of doing things change as he is working and living on 
the field. Furlough gives the missionary the opportunity to visit his supporters and strengthen rela-
tionships. His whole furlough must, however, not just consist of feedback opportunities. The mis-
sionary must also have a time of rest. 
 
In many cases when the missionary returns permanently, he returns to his/her sending church. Be-
cause re-entry is usually a difficult and stressful time for the missionary, it is extremely important that 
the sending church will be able to help the missionary. So many times neither the missionary nor his 
sending church is properly prepared for this phase. Often the missionary is not seen as the sending 
church’s responsibility after his/her return. In other cases the churches are willing to assist their mis-
sionaries, but simply do not know how to care for them during re-entry.   
 

The reasons why missionaries return from the field are often seen negatively. According to Taylor 
(1997:7) it is necessary that we reduce using negative terms related to the subject and start seeing the 
positive in attrition. He describes it as follows: “Returning missionaries are quickly labelled as drop-
outs, failures or quitters. Often this is an unfair judgement on the wrong people. A missionary might 
have returned because negative field leaders who felt threatened because of this young, gifted person 
have pushed him out. Or they return because of burnout, or because they did not receive pastoral 
care, or because they did not have a realistic expectation of themselves, their sending church or the 
sending organisation.”   
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The reasons why missionaries return from the field are not always negative and therefore premature 
return from the field should not be seen as a failure. “Sometimes it is for the best if the missionary 
leaves the field - sometimes even the will of God. It can happen that God allows a person to work in a 
cross-cultural situation in order to develop his character and skills. Thereafter He will send him to a 
new ministry and sometimes that will be within his own country. Sometimes it is necessary for mis-
sionaries to leave the field so that the indigenous church will have an opportunity to develop.”  (cf. 
Taylor, 1997: 7) 
 
At the end of the first mission trip, we read that Paul and Barnabas returned to their home church, 
Antioch, “where they had been committed to the grace of God for the work they had now completed.”  
(Acts 14: 26) At that time they had completed the work God had sent them to do in the churches they 
had planted, and it was God’s will that they should return to their home church where they “stayed a 
long time with the disciples.”  (Acts 14: 28) 
For more detail on re-entry support, see Re-entry Support in Section B. 

B. The Support Team 
“ Everyone who calls on the name of the Lord will be saved.”   How, then, can they call on the 
one they have not believed in?  And how can they believe in the one of whom they have not 
heard?  And how can they hear without someone preaching to them?  And how can they preach 
unless they are sent?  As it is written, “ How beautiful are the feet of those who bring good 
news!”   Rom 10:13b-15 

It is God’s will that “everyone who calls on the name of the Lord will be saved.”   Yet we see from 
Rom 10:13b-15 that there is a progressive development to get there.  It is like building blocks, one on 
top of the other: 

They are saved 

They call on the Lord 

They believe in the Lord 

They hear the good news 

The good news is preached 

Messengers are being sent 

The bottom block, on which all the other blocks rest, is “people are being sent.”   The whole process 
therefore starts with someone being sent!  The Greek word for “someone being sent”  is “apostolos,”  
which means “missionary.”  
 
The biggest need in terms of missions today is not to get enough missionaries.  There are hundreds 
who are ready to go -  and many more are preparing to go.  The problem is to get enough senders!  
We need senders to support those going out to proclaim the Good News close by as well as far off.  
This support is not only in terms of money, but includes every aspect of support.   
 
The local church holds the key to this support.  In the New Testament we read that the local church 
was the basis for missions (e.g. in Acts 13:2-3), and that missionaries like Paul and Barnabas reported 
back to the local church on their return (Acts 14:27-28).  But more than that -  there are enough re-
sources available in the local church to supply most of the needs of a missionary!  In fact, when it 
comes to moral, pastoral, prayer, logistical, financial, communications and re-entry support, the local 
church is better equipped to do it well than an organisation. 
 
Of course there are areas where mission organisations are better equipped, such as liaison with 
churches, governments, and other organisations -  because they are more experienced!  Yet the local 
church should be encouraged to take on themselves as much responsibility as possible for the support 
of missionaries. 
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Missions should be seen as part of the ministry of the local church. Sending a missionary as an exten-
sion of your church’s ministry, brings with it an awful responsibility.Missionaries live under im-
mense pressure. They are often living in less than ideal conditions, with less than ideal support.  Be-
cause they are often in the front-line of the onslaught against the kingdom of darkness, they are also 
under immense spiritual attack.  Unless their sending churches take full responsibility for them, they 
will not be able to remain standing on the long run. 
 
During the Falkland War the Argentinean military leaders placed many Argentinean soldiers on the 
Falkland Islands to occupy them.  These soldiers were not very well trained and poorly equipped. 
They also did not receive the logistical backup an operation of that nature required (cf. Zakheim, 
1985: 177 and 179). 
 
The Islands legally belong to Great Britain, who sent troops to the Islands to re-occupy them.  The 
British soldiers were well trained and although the Islands are thousands of kilometres from Great 
Britain, the British Navy supplied remarkably good logistical support.  The British soldiers’  moral 
was also much better than the Argentineans’  (cf. Zakheim, 1985:177 and 179).  Although totally out-
numbered by the Argentineans, the British were able to overrun the Argentinean defences within 
weeks, with great loss of life on the side of the Argentineans.   
 
After the war the Argentinean president and two members of his military government were brought to 
trial and found guilty of negligence during the war (Sapa-Reuter, 1986). They were sentenced to 12 
years imprisonment each. 
 
Are we not doing the same if we place missionaries in the front-line of battle against the kingdom of 
darkness, and then fail to give them the necessary support they require?  And will the Lord not hold 
church leaders and members accountable for our missionaries’  well being? 
By taking care of our missionaries’  needs, and by supporting them on all other levels of care that they 
need, we are setting them free to be so much more effective in the ministry to which God has called 
them.  After all, it is not their ministry they are involved in.  It is our ministry.  They might be the 
“ infantrymen” of God’s Kingdom, but those supporting them are just as much part of God’s Army.  
We are all equal partners in God’s Kingdom. 
 
One way of ensuring that missionaries are well cared for is to organise a support team for every mis-
sionary family, with one person on the support team responsible for each aspect or “portfolio”  of 
member care.  A support team co-ordinator or advocate holds the whole effort together. He is some-
one who represents the missionary family on every committee and presents their ministry to the 
church. In this way an effective support team will enable the missionary, as an extension of his local 
church, to fulfil the ministry of his church. 
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The support team can be illustrated graphically as follows: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
One of the biggest challenges that we are facing in the process of establishing support teams within 
the churches is to get church members to commit themselves and become involved.  A few ways to 
involve church members are as follows: 
1.  Support team co-ordinators get a speaking engagement in the church. 

2.  Use electronic screens/transparencies to keep the church up to date with events in the life of the 
missionary (and his family). 

3.  Perform a drama in church, to visualise the church’s mission involvement or the missionary’s cir-
cumstances and ministry. 

4.  Prepare a world map with photographs of the missionaries and put it in a prominent place in the 
church, together with a photograph of the support team. 

5.  Do a quiz about the country, culture and people group where the missionary works. This could, 
for example, be a good way to involve the youth.  

6.  Small groups e.g. cell groups/care groups/bible study groups within the church can adopt a mis-
sionary (single or a family). 

Por tfolios within the suppor t team 
As mentioned above, each member of the support team is responsible for a specific aspect or aspects 
of the support of the missionary. Let’s take a closer look at the different portfolios that we have 
within the support team.  There can be more or less portfolios, depending on the needs of the specific 
missionary. At the end of the discussion of every “portfolio”  we have included a list of ideas -  just to 
get you going.  It is by no means exhaustive and with a bit of creative thinking you may come up with 
a lot more good ideas. 

 



MANI , Nairobi 2006—Member  Care Mater ials  28 
 
 

Moral suppor t 
Moral support is the very foundation of the total support system.  So much so that it is not only 
treated as a separate “portfolio.”   It is part of every portfolio.   
 
The term has to do with the morale of missionaries.  “Morale”  is a military term, which means “cour-
age and endurance in supporting fatigue and danger, especially of troops in war.”  (Hayward & 
Sparkes, 1982: 747) Moral support in missions means to act in such a way towards those who are in 
the thick of spiritual battle, that they are encouraged because of our actions.  We have a good exam-
ple of moral support in 2 Corinthians 7: 4-7 and 13 where Paul writes to the church in Corinth: 
 
I have great confidence in you; I take great pride in you. I am greatly encouraged; in all our troubles 
my joy knows no bound. For when we came into Macedonia, this body of ours had no rest, but we 
were harassed at every turn — conflicts on the outside, fears within. But God, who comforts the 
downcast, comforted us by the coming of Titus, and not only by his coming but also by the comfort 
you had given him. He told us about your longing for me, your deep sorrow, your ardent concern for 
me, so that my joy was greater than ever. 
 
By all this we are encouraged. In addition to our own encouragement, we were especially delighted 
to see how happy Titus was, because his spirit has been refreshed by all of you. 
 
Paul was discouraged, he was tired, he experienced fear within, and conflicts on the outside.  But be-
cause the church at Corinth encouraged Titus, who, in turn encouraged Paul, Paul was lifted in his 
spirit.  Moral support is about encouragement.  That is why everyone in the church can be involved in 
this part of support, because everyone can encourage a missionary in word and deed.  It can be as 
simple as saying to them, “God bless you!  We are excited with you in your missionary venture!”   It 
is love in action.  This is why Paul said to Philemon (1:7): “Your love has given me great joy and en-
couragement, because you, brother, have refreshed the hearts of the saints.”  
 
Not only was Paul encouraged by Philemon’s love, but also so were “ the saints,”  in other words, the 
other believers. 
 
But moral support does not only come from individuals in the church.  The church as a whole can do 
a lot to either encourage or discourage a missionary.  It can be an attitude that your missionary will 
sense, or something you do.  A simple act of sending a missionary out by the laying on of hands, can 
be very encouraging. 
 
Another way your missionary will be greatly encouraged is by making him a staff member of the 
church.  If he is eligible for ordination, appoint him as a pastor of the church with a special portfolio 
-  maybe a missions pastor ministering to a specific people group.  It is very important that the church 
takes ownership of the missionary and his ministry.  It is just as important that the missionary must 
feel part of the local church. 
 
On the other hand there are hundreds of thoughtless ways of discouraging your missionary.  It can be 
an attitude of “Why over there, why not here?”  or simply the church leaders’  fear that the new minis-
try will adversely affect the local church’s budget.  
 
One aspect of moral support that is often overlooked in the local church is the identification of those 
gifted as missionaries and who are equipped as missionaries by the Holy Spirit.  In any healthy body 
of Christ there will be those gifted as missionaries, but often they have not been given the opportunity 
to discover this gift or to exercise their gift as a missionary.  It is the responsibility of the local church 
leadership (together with those responsible for world evangelisation) to take the initiative in identify-
ing those with a missionary gift.  One of the ways to identify a potential missionary is to see how he 
functions within a mission’s fellowship in the local church, and to send him on short-term outreaches. 
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And please note that a person gifted as a missionary doesn’ t only minister on a foreign “ field” !  He 
sometimes has to minister in his “sending church,”  so that he can plough back into the local church 
some of the insights he gained from his cross-cultural ministry (e.g. Paul in Acts 14:27-28). 
 
Practical guidelines for moral support 
1.  Encourage your missionary through personal talks or communication. A few words like:  “May 

the Lord bless you”  or “We share your excitement and pray for you”  can be a great encourage-
ment. 

2.  Give personal prayer requests through to your missionary. Remember your missionary wants to 
pray for you also. 

3.  Let your missionary feel part of the church. Share regularly with him what is happening in the 
church. 

4.  Visit your missionary on the field and give feedback to the church. 

5.  Subscribe your missionary to some magazines.  News magazines like Time Magazine will keep 
him up to date on world affairs. Also something like Reader’s Digest.  You can personalise it 
by asking different people to sponsor it. 

 
1. Pastoral suppor t 
Maybe the most important part of moral support is to give your missionary the necessary pastoral 
care that he needs to grow spiritually. The purpose of pastoral support is to ensure that the missionary 
(and his family, if married) develops and grows spiritually.  This means that we should ensure that 
the missionary gets the necessary fellowship with other believers, and that he has enough time and 
opportunities to study the Word and to develop spiritually.  One of the factors that plays a role in the 
premature return of missionaries is that they do not keep regular quiet times.    
 
Any person with the gift of shepherding can fill this portfolio of Pastoral care.  He or she does not 
need a degree in theology, but must have a heart for people.  Barnabas was such a person.  Maybe 
that is why he and Paul were initially sent out as a team. 
Just remember that your missionary as a person – together with his family – must be cared for. Do not 
forget the spiritual needs of missionary kids! 
 
Practical guidelines for pastoral support 
1.  Share with the missionary what the Lord is doing in your life. For example: “This is what the 

Lord has been saying to me in my quiet time the past few weeks”  or “This has really touched 
me during the sermon/bible study/cell group” . 

2.  Send your missionary really good sermons on tape.  Include some from your own church, but 
send others as well that are uplifting, good teaching, or just encouraging.  Missionaries are al-
ways giving out, and desperately need to be “ topped up”  spiritually on a regular basis. 

3.  Missionaries get “out of touch”  with the latest spiritual books being published.  Find someone 
-  or perhaps a bookstore -  that knows what is on the market, and send the missionary book re-
views.  Allow your missionary to choose books he is interested in and then buy them for him. 
Maybe you can involve people in the church to buy the books your missionary chooses.  As 
long as the person responsible for pastoral care just keeps track of which books are being sent 
to avoid duplication. 

4.  Encourage a few people with e-mail facilities to set up a Bible study group via e-mail with your 
missionary (if he is not working in a sensitive area). 

5.  If there are other missionaries working in the same area, encourage your missionary to fellow-
ship with them.  Write to these missionaries as well, and build relationships of trust with them, 
so that you can hear from them as well how your missionary is doing.  This is not to “spy”  on 
your missionary, but to get first hand feedback from the field.  You don’ t even have to ask 
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them formally for information.  If you have built positive relationships with them, they will 
communicate with you if necessary. 

6.  Find out which type of gospel music your missionary likes and send him a CD or cassette 
where possible. 

7.  Be on the lookout for good spiritual videos that your missionary will enjoy. 

 
2. Ministry suppor t 
The purpose of missions is to lead people to Christ, to disciple them and teach them to obey every-
thing He has commanded us.  But discipling people cross-culturally is a tall order indeed. It is neces-
sary that the missionary will help the new believers in a sensible way to apply the Word in their own 
culture and not just to duplicate Western Christianity. 
 
That is why it is necessary for you to give your missionary the necessary ministry support, so that he 
can reach his ministry goals. Get as much information as possible about your missionary’s ministry. 
How can you support him? Does he have applicable discipleship material? Are there other people on 
the field or in similar ministries that can support him? If your missionary is working together with 
another mission organisation, it is important that there will be close co-operation in this area between 
the missionary, sending church and the mission organisation. 
 
The person who will co-ordinate this is the person responsible for ministry care and support.  In a 
nutshell, his task is to help the missionary to reach his ministry objectives on the field. 
 
Practical guidelines for ministry support 
1.  Subscribe your missionary to a couple of magazines.  Theological magazines, like Evangelical 

Missions Quarterly would be a good place to start. It can be personalised by asking different peo-
ple to sponsor different magazines. 

 
2.  Ensure that he gets the necessary training and exposure to equip him for future ministry during 

home visits. 
 
3. Logistical support 
‘Logistics’  is again a military term.  It means “ the branch of strategy concerned with the moving and 
quartering of troops”  (Hayward & Sparkes, 1982: 689).   The essence of logistical support in this 
sense is to care for each other within the body of Christ.  In 1 Corinthians 12:24b-25 we are told: “But 
God has combined the members of the body... so that there should be no division in the body, but that 
its parts should have equal concern for each other.”  
 
There are a host of things that can be done by the support team.  Fact is, it makes a radical difference 
for a missionary if he knows that he has a support team he can trust to take care of all those practical 
little things that can make life so difficult.  This can be managed by a logistics co-ordinator.  At the 
same time a liaison person with a vocational support group (if it exists) can be very helpful, while a 
medical advisor can give the necessary medical support. 
 
Here are a few practical things once more.  But you will see they are only examples that can be ex-
panded ad infinitum:  
 
Practical guidelines for logistical support 
1.     Ministry needs 
1.1 Ask which ministry resources he needs such as Bibles, literature, film projectors, etc. 

1.2 Assist with the purchasing and transporting of resources to the field. (In some cases it is bet-
ter to buy Bibles on the field. In that case send some funds to your missionary to make the 
purchase). 
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2.     Family needs 

2.1 If your missionary family is home-schooling their children, you may be asked to be a contact 
person with a school or the education department to obtain curriculum materials and teaching 
aids. 

2.2 If they have children who are in boarding school or at university, a family or couple might 
provide a home for them.   

2.3 Someone might be the ideal person to visit or care for the missionary’s elderly parents.   

2.4 You might even be asked to be their children’s adoptive parents should death occur.   

2.5 It might also be something as simple as forwarding children’s videos or books on a regular 
basis.   

2.6 Find out which type of music (apart from gospel) your missionary likes and send him some 
CD’s or cassettes. 

2.7 Find out which type of magazines (apart from spiritual) your missionary likes and send him 
some of his favourites. 

3. Medical needs 
3.1  Identify someone who will help your missionary to put a good medical kit together and at the 

same time be his medical advisor.  This could be a GP. 

3.2 Make sure that your missionary has a medical fund and contributes to a pension fund. 

4.     Mater ial Needs 
4.1  This can include matters such as getting your missionary and his belongings to the area where 

he will be ministering and back again.   

4.2  This could include storing your missionary’s personal belongings, which he chooses not to 
sell or take with him.   

4.3  It might also mean sending necessary supplies to him, or even taking care of the car he could 
not sell before he left. 

 
4. Prayer  support 
It was Tennyson who said:  “More things are wrought by prayer than this world dreams of”  (Par-
rinder, 1990: 99) and Augustine: “Without God, we cannot; but without us, God will not.”  
 
Sometimes God just cannot allow us to succeed without prayer – because it will give us the impres-
sion that we can achieve things through our own efforts – and make us proud.  In His sovereignty 
God chose to make us co-workers in His Kingdom.  He chose to give us the opportunity to be in-
volved in His work through prayer, and so share in the blessing! 
 
“Prayer is not begging God to do something He is loath to do.  It is not overcoming God’s reluctance 
to act.  It is rather, enforcing Christ’s victory over Satan.  It is the effective, fervent communication 
with the Creator of the universe -  in line with His will -  which controls the balance of power in 
world affairs”  (Pirolo, 1991: 96). 
 
In his discourse on spiritual warfare in Ephesians 6, Paul clearly spells out the armour for our de-
fence.  But for attack he identifies two major weapons: “ the sword of the Spirit, which is the word of 
God” and prayer (cf. Pirolo, 1991:96):   
 
“ And pray in the Spirit on all occasions with all kinds of prayers and requests. With this in mind, be 
alert and always keep on praying for all the saints.”  (v. 18) 
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Someone needs to get prayer requests from the missionaries and communicate it to prayer warriors.  
This is the function of a prayer co-ordinator.  If the information is kept interesting and fresh, with 
up-to-date news, interesting photographs and stories, people will pray faithfully.  That is why we need 
a creative person here. If your missionary is working in a sensitive area, please be careful when shar-
ing information, both with the missionary and the church. 
 
Practical guidelines for prayer support 
1. Pray specifically for each missionary family — not only for the family as a whole, but also for 

every individual family member.  

2. Select a “missionary of the month”  or “missionary of the week”  and pray for him in all the church 
services, children’s church, prayer meetings, Sunday school, etc. Make use of overhead transpar-
encies with information and let someone explain it. 

3. Mention specific needs of your missionaries in the church bulletin. Please remember that per-
sonal and sensitive issues must be handled confidentially and must not be made known to the 
church at large without the missionary’s permission. 

4. Mention specific requests for prayer (e.g. for health problems, challenges in ministry, etc.) to 
groups, e.g. cell groups, youth groups, etc. 

5. Encourage individuals and families to pray at home for your missionaries and their families. 

6. Identify with your missionary.  When you are lonely, pray for your missionary to cope with lone-
liness; when you are hurt, pray for your missionary to cope with feelings of hurt; and when you 
are encouraged, rejoice with the successes of your missionary. 

7. Brighten up prayer meetings for missionaries with interesting information, maps, photographs, 
stories, and games — just be creative! 

 
5. Communication support 
It is not good enough just to pray for missionaries.  It is also necessary to tell them that you are pray-
ing for them – even what you are praying for them. This may be an encouragement to them as well.  
And what is more – they can read it many times – and be blessed by the same letter many times. 
 
Communication is a two-way channel.  It is not fair to put all the responsibility for communication on 
the missionary alone. You must try from your side to find out as much as possible about your mis-
sionary and the circumstances under which he is working.  This means you have to do what it takes to 
get a real, good, first hand report of what is happening where your missionary is ministering.  And 
what better way than going there yourself or sending someone from your church!  Exposing to the 
field those in decision-making positions, like a pastor or chairman of the missions committee, can of-
ten make a radical difference. On the other hand, it is necessary that the missionary will communicate 
with the support team on a regular basis. A two-way communication channel is then formed that 
should be maintained. 
 
There is also a host of other ways to communicate to your missionary.  This could be a video re-
cording with messages from people at home or a video of the place where your missionary is serving 
(which you as a church can initiate by sending someone over to make the video), an audiocassette (on 
which individuals greet and encourage the missionary), photographs, e-mail (which is a must nowa-
days, if it is possible on the field) or a “care”  parcel. 
 
It is also important that the support team should be well informed about the country and people where 
the missionary works. Information about the culture, people group and less reached groups in the 
country or region should be obtained and shared with the support team. 
A very important part of communication is a regular newsletter from the missionary.  A communica-
tions co-ordinator can make sure that the newsletters are distributed, keep the mailing list up to date, 
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ensure that the communication channels are kept open and that there are representatives of the mis-
sion organisation (if any) and of other churches supporting the missionary, serving on the support 
team. 
 
Practical guidelines for communication support 
1.  Communicate regularly with your missionary. Tell him that you pray for him. 

2.  Distribute your missionary’s newsletter. 

3.  Keep your missionary’s address list up to date. 

4.  Use a board on which to place photographs and information of your missionary. Place letters 
from the missionaries in a prominent place in the church for church members to read. 

5.  Visit your missionary on the field. Send those responsible for missions in the church, including 
the pastor, on a field trip regularly to encourage your missionary and so that both parties can 
get first hand information. 

6.  Videotape interesting events at the church and send it to your missionary.  Let your missionary 
videotape things about his life and ministry and send it to you.  (Of course if he does not have 
a video camera, you might consider buying one as a project.) 

7.  Remember the birthdays of your missionary and the children and their wedding anniversary. 

8.  Remember your missionary over Christmas and send him a gift – either a present or money.  
(Don’ t forget to check customs regulations to avoid a situation where taxes exceed the value of 
the present. And send it early – in some countries post takes more than six months!)  Don’ t 
even think of sending second hand clothes or any used item, for that matter. 

9.  You can supply stationery to church members (e.g. aerogrammes) and encourage them to write 
letters to your missionary. 

10.  Send the church bulletin to your missionary, if it is personalised with birthdays, anniversaries 
and some useful information.   

11.  Ask someone in the church to sponsor an amount of money specifically for telephone calls, so 
that the missionary will be able to phone friends and family while he is on the field. 

12.  Make sure your missionary has the latest copy of your church’s address and telephone list. 

13.  Make available a “Missionary Directory”  to members of the church with relevant information 
of your missionaries  – like dates of birth, anniversaries, interests, regular prayer items, etc. 

14.  Arrange a phone call, from within the church, to your missionary during a missions conference, 
so everybody present will be able to hear the conversation.  

15.  Display a world map in the church in a prominent place with photographs of your missionaries, 
indicating where they live and work. 

16.  Prepare a poster with photographs and information on your missionary’s life and ministry that 
can be put in a prominent place in the church.  

17.  Make key ring holders, fridge magnets, bookmarks, etc. with photographs of the missionary 
and distribute these in the church. 

18.  Compile a brochure about your missionary’s ministry that can be distributed in the church. 

19.  Compile a file with information about the country, geography, culture, people group and less 
reached groups in the area where the missionary works. Add new information continuously.  

20.  Encourage businessmen to visit your missionary while on overseas visits. 

 
6. Financial support 
Financial support is probably the most talked about of the areas of support.  In fact, when you talk 
about missionary support, most people think of nothing else but “paying and praying” . 
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There are few things that discourage a missionary as much as struggling to survive financially.  We 
should care for them to such an extent that worries about financial matters are not part of their strug-
gle, but of their victory.  One of the largest denominational mission organisation in the world is the 
Southern Baptist’s International Missions Board.  One of the major reasons for their success is the 
fact that they are caring so well for their missionaries.  Their policy is that a missionary must be on 
the same salary scale as an average Southern Baptist pastor in the United States. 
 
But that also came at a price. Lottie Moon was an early “Southern Baptist”  missionary who had 
worked for many years in China. She died in 1912 of hunger because she did not have enough funds 
and she gave what she had to the people around her (cf. Moore, 2000:6). She played a leading role in 
the founding of a special fund for missions in 1888, which still exists today (cf. Moore, 2000:6). 
 
Very few missionaries are willing to tell you directly that they are struggling financially.  So it is the 
responsibility of the sending church to make a comparative study so they can calculate the cost of liv-
ing in the country in which their missionary is ministering and how much he really needs to survive -  
and some more.   
 
An important aspect of financial support is fund raising.  That can include “101 ways to raise money 
for missions”  -  from boot sales to collecting waste paper.  That is, however, not what will be dis-
cussed here.  The fact is, if we are serious about tithing, these things will not really be necessary.  Not 
that it is wrong!  What is really needed is that Christians, who are serious about world evangelisation, 
should have simpler life-styles to make more funds available for the Kingdom.  It does not mean liv-
ing like a beggar.  But sometimes it means that you buy the least expensive item that can accomplish 
the job -  so that some missionary does not have to live like a beggar.  In other words, avoid status 
symbols! 
 
There is much more to financial support than just raising finances for missions.  Managing those 
funds, making arrangements with banks, foreign exchange controls, even paying taxes in South Af-
rica and the host country, and matters such as acting as an agent that lets a house for a missionary, 
fall into this area.   
 
Financial support includes mutual accountability from mission organisations, the church and your 
missionary. 
A financial co-ordinator, fund raising assistant, financial advisor and bookkeeper can make sure 
the missionaries are well cared for financially and that the finances are running smoothly. 
 
Practical guidelines for financial support 
1.  It is sometimes better not to make the missionary’s support part of the church’s budget.  Encour-

age members to contribute sacrificially to a specific missionary’s ministry -  above and beyond 
their normal tithing to the church.  This is called “Faith promise offering” , and it helps the mem-
bers to feel part of the missionary’s ministry, to take ownership and to be assured that their total 
giving to missions is used directly for the purpose it is allocated to.  You will also find that if the 
members realise all their contributions do not go towards the upkeep of the church structure, they 
will be willing to contribute much more readily. 

2.  Annually, together with the missionary, prepare a budget for his personal as well as ministry ex-
penses. The following expenses must be taken into account. It will differ depending on the mis-
sionary’s circumstances: 

Monthly expenses 
  Transport 
  Accommodation 
  Water & electricity 
  Telephone, fax, and email 
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  Personal (food, clothes etc.) 
  Pension/insurance 
  Medical scheme 

Annual Expenses 
  Travelling costs for furlough 

Additional furlough expenses, not included in the monthly expenses 
  Furlough arrangements and expenses 
  Tax obligations 
  Service and maintenance of vehicles 

3.  Make sure that your missionary contributes to a medical and pension fund. 

4.  Act as liaison person to help with bank affairs, foreign exchange and insurance arrangements. 

5.  Find out what the missionary’s tax obligations will be in South Africa and the host country. 

6.  How about a missionary theme for Christmas and then a special offering for missions -  espe-
cially towards your own missionaries?  After all, was not Jesus the greatest missionary of all 
times!! 

 
7. Occupational suppor t 
More and more emphasis is being put on tentmaker mission work.  That is when a missionary minis-
ters to people through his “secular”  occupation – and is then a witness where and when the Lord 
gives an opportunity. This model of mission work is especially strategic in countries where conven-
tional missionaries are not allowed.  
 
Almost any occupation can be of use in this strategy: teacher, engineer, doctor, farmer, businessman, 
or a nurse. A missionary in this ministry might need a group of people in the same occupation that 
will be able to assist him occupationally. Say, for instance, he is an engineer; he might need very spe-
cific technical information at some point.  A group of engineers at home can help him to find that in-
formation or just support him generally.  A teacher on the field might need information on a curricu-
lum or might need teaching material. A group of teachers here in South Africa can be of great help. 
Such an occupational support group may be called an interest group.  
 
Practical guidelines for occupational support 
1.  Experts here in South Africa can form an interest group to advise the missionary concerning, e.g., 

an agricultural or education project. 

2.  A person in the same occupation as the missionary can act as liaison person between the mission-
ary and his interest group. 

3.  Experts can go on a short-term basis to help on the field e.g. with a building project. 

 
8. Re-entry suppor t 
For more detail on re-entry see Section A, The Re-entry Phase 
 
Practical guidelines for re-entry support  
Re-entry Support can be divided into 3 phases: 
1. Preparation 
2. Arrival of the missionary 
3. Follow-up 

1. Preparation 
1.1 Preparation for  the missionary 
a. Where possible, the re-entry process should be discussed with the missionary in personal conver-

sations at least 3 to 4 months before he returns, so that he can prepare himself. The person who 
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discusses it with the missionary must have gone through re-entry himself. If personal conversa-
tions are not possible, make sure that the missionary has access to materials that describes the re-
entry process. 

b. Make the necessary arrangements for the missionary’s household effects and/or personal effects 
to be transported to South Africa. 

c. Give information to the missionary about school options for their children, prices of goods in 
South Africa and where needed, information about job opportunities. 

1.2 Preparation for  the suppor t team 
a. Invite a missionary who has already gone through re-entry to talk to the support team about re-

entry, 3 months before the missionary returns. Do follow up sessions where material about re-
entry is discussed. 

b. Prepare an action plan to provide in the immediate needs of the missionary when he returns. In-
clude aspects such as: Holiday accommodation, transport, accommodation, finances and school 
education for the children. 

2. Arrival of the Missionary 
a. Let your missionary feel special. Welcome him at the airport and/or house. 

b. Ensure that the missionary first has a time of rest. Make arrangements for his immediate practical 
needs such as transport, basic groceries and toiletries needed for the first few days and also an 
amount in cash in South African Rands if he cannot immediately change currency. 

c. Ensure that the church knows beforehand that he will first have a time of rest and will not be 
available for meetings. Make one person responsible to contact him regularly to determine 
whether he and his family have other needs. 

3. Follow up 
The follow up phase starts when the missionary returns from his time of rest and includes 5 areas: 
a. Practical help – purchasing of a vehicle, transport, financial arrangements, medical consultations. 

b. Debriefing – The missionary must have opportunities where he can talk about his field experi-
ence in a relaxed situation without any pressure on him. Please take note that these are not 
feedback sessions. 

c. Quality time with supporters – Create opportunities, both formal and informal, where the mis-
sionary can share his experiences. 

d. Special care – Be aware of problem areas that need professional care such as emotional problems, 
marriage problems and children having real problems with adjustment. 

e. Long term follow up – Be patient. Re-entry is a process and does not happen in one day. Do not 
forget the missionary after a few months. Visit him regularly and give help where needed. 

For a more detailed discussion on re-entry, see chapter 10. 
 
Support team co-ordinator  / advocate 
In the end the buck needs to stop somewhere.  Someone needs to take final responsibility to make 
sure everyone understands his or her function in the support team.  But it should be done with a light 
touch.   
 
The person responsible should also look after the interests of the missionary and represent him at 
every level of church life and in meetings. This support team co-ordinator forms a vital link between 
the missionary and the church.  There are many people in the church, trained in management skills, 
who could fulfil this function.   
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To Put I t All Together  
Can you imagine what would happen if every missionary sent out had such a support team that func-
tions well?  We would be so much more effective and much better stewards of the resources at our 
disposal. What is more, many ordinary church members who cannot go to China or Mala� i will feel 
that they can use their vocations and gifts to further the Kingdom of God “ to the ends of the earth” .  
They will become enthusiastic about missions like never before. 
 
In the end it is about body life -  under the Lordship of Christ.  And is that not what the body of 
Christ is all about?  The greatest need for many missionaries returning home is for genuine fellow-
ship and understanding.  They need fellow believers who are real and with whom they can be real.  
What is better than a support team that functions like a support fellowship -  as part of the body of 
Christ? 
 
Let us work together to make this a reality in your church! Each portfolio can be filled either by an 
individual or a team consisting of two or three people.  On the other hand it is also possible for one 
person to take up the responsibility of more than one portfolio.  The important thing, however, is that 
they must be able to work together as a team. 
 
It is therefore very important that much time is spent together, just building relationships. If at all 
possible, good relationships should be built before the missionary leaves for his area of ministry. 
The following possible portfolios will ensure that your missionary will be ministered to effectively. 
 

Moral support 

Pastoral support 
 Pastoral care 

Ministry support 
 Ministry support co-ordinator 

Logistical suppor t 
Logistics co-ordinator  
Medical advisor 
Prayer  suppor t 
Prayer co-ordinator 
Communication suppor t 
Communications co-ordinator 
Representatives of other churches supporting the missionary (if any) 
Representatives of the mission organisation the missionary works with (if any) 
Financial suppor t 
Financial co-ordinator 
Fund raising assistant 
Financial advisor 
Bookkeeper 
Occupational support 
Occupational co-ordinator 

People in the same occupation  

Re-entry support 
Deputation / furlough co-ordinator  (if the missionary is returning on furlough) 
Re-entry co-ordinator (if the missionary is returning permanently) 
To put it all together  
Support Team Co-ordinator / Advocate 
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How to Star t a Suppor t Team in your  Church 
The ideal is that missionary candidates will be involved in the formation and composition of their 
support team before starting their ministry. Situations are not always ideal and sometimes a church is 
already involved with a missionary, but does not have a support team. How do we then start a support 
team in the church? We give a few ideas: At first one or two persons can be asked to do the follow-
ing. If support team co-ordinators are already appointed, they must take the lead. 
 
1.  List the missionaries with whom the church is already involved.  

2.  Contact the missionaries and explain to them that support teams will be formed in the church, 
in other words, keep them informed. 

3.  Determine in which areas involvement and support for the missionaries already exist. 

4.  Identify people within the church who already support the missionary or have contact with 
him. 

5.  If the missionary is linked to an organisation, involve the organisation in the support team. 

6.  Invite al these people to a meeting where there will be an introductory discussion on member 
care and support teams. 

7.  Let everyone indicate which missionary’s support team he wants to join. 

8.  Organise a session where the groups will be equipped to function as support teams.  

9.  Identify a co-ordinator for each support team. 

10.  Let every one in the group indicate in which support area (portfolio) he wants to be involved. 

11.  Set a regular time for the group to meet. 

12.  Determine the immediate needs of the missionary. 

13.  Start with the immediate needs of the missionary and make sure that these needs are being 
met. 

14.  Effective support is built on relationships. Without friendship between the missionary and his 
support team and without a real effort to get to know each other, it will be extremely difficult 
and even impossible to care for the missionary effectively. 

15.  Do a planning session where each support area will be discussed and an action plan is drawn 
up. 

16.  If there are not enough people to take care of each support area, start with the most important 
ones. When the support team base is formed, it will grow as time passes. 

17.  In cases where other churches also support the missionary, a joint support team consisting of 
members of all the churches and organisations, should be formed. 

18.  The co-ordinator must communicate on a regular basis with the missionary and the leadership 
of the church, concerning the development of the support team. 

Conclusion 
The challenge today for sending churches is not just to send out more missionaries, but to ensure that 
these missionaries are effectively cared for from the pre-field phase right through to re-entry. 
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Questions for  Discussion 
1. List some of the challenges that your sending church is faced with in terms of the sending and 

caring of your missionaries. Which are the main ones at this time? 
2. List some practical ways in which members of your sending church can be involved in mission-

ary support.  
3. What resources are available for the care of your missionaries on the field? How can this type of 

care be improved? 
4. How does your sending church care for returning missionaries?  How can this be improved? 
5. What resources could your sending church offer to enhance member care development within 

your region/country?  
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Giants, Foxes, Wolves, and Flies: 
Helping Ourselves and Others 

Kelly and Michèle O’Donnell 
 
Overview: This paper is a collection of four short articles focusing on common areas of struggle and 
growth for mission personnel. Any of all of them can be used by individuals for personal reflection or 
by teams as part of team building sessions. 
 

Blessed be the Lord who trains my hands for war and my fingers for battle. 
Psalm 144:1 

 
Have you ever seen the movie, "The Wizard of Oz?" Filmed in 1939, this fantasy classic portrays the 
adventures of a young girl who tries to return home from a magic land lying somewhere over a rain-
bow. During one scene, Dorothy and her companions approach a dark forest en route to the Emerald 
City. Anxiously wondering what wild beasts might lie within, they begin to chant, "Lions, and tigers, 
and bears, oh my!" 
 
For cross-cultural workers, frequently beset with analogous challenges, a similar refrain can be heard: 
"Giants, and foxes, and wolves, and flies!" Who are these creatures, and what do they have to do with 
our life and work? In brief, they are Biblical metaphors representing the struggles that we often ex-
perience as we try to serve God in new ways or unfamiliar places. 
 
Here©s a quick overview. Giants seek to disable us by exploiting our vulnerabilities (2 Samuel 21:15-
22). Foxes try to distract us and cause us to drift off our primary tasks (Song of Solomon 2:15). 
Wolves endeavor to distress us, keeping our stress levels high and our lives out of balance (Matthew 
10:16). And flies purpose to disgrace us by the contaminating effects of sin (Ecclesiastes 10:1). The 
Enemy seeks to use all four of these creatures to sift us like wheat, and ultimately destroy our life and 
work for the Lord. Let©s take a closer look at these creatures and explore some ways to deal with 
them. 
 

1. Fighting Giants, Facing Vulnerabilities 
 There are some tall troublemakers lurking out there, waiting to take advantage of our vulnerabili-
ties. How do we prepare our workers to handle these troublemakers--and their own vulnerbilities? 
King David©s last battlefield experience highlights some strategies. 
 
Once again there was war with Philistia, Scripture tells us in 2 Samuel 21:15. And once again David 
and the men of Israel made the familiar trek down to fight at Gob, lying on the border area between 
the two nations. 
 
This time two things were different. First, David was probably an older man, without the robust 
strength of his youth. Second, a Philistine giant called something like Ishbi-Benob, was out to get 
David. The battle commenced. In the midst of the fighting, David became exhausted. It would seem 
that the giant had been waiting for such a moment--when David was the most vulnerable--in order to 
make his move. So his assault was likely a deliberate, premeditated act. You might say that Ishbi-
Benob wanted to shish-kebab David. 
 
Interestingly, the text points out that Ishbi-Benob was wearing something "new" on his waist, perhaps 
a belt or a sword. The interpretation of this is not entirely clear, but its inclusion in the account is sig-
nificant. One possible interpretation is that he was wearing a belt of honor, suggesting that he was a 
champion among the Philistines. Another possibility is that he wore a new sword, which may have 
been forged or dedicated for a specific task like killing David. 
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It©s Abishai to the rescue, though. He comes to David©s aid, surely at the risk of his own life, smites 
the giant and kills him. 
 
Now comes the important epilogue. David©s valiant men gather around him and make him swear that 
he will never go into battle again. Why? Well, not just for David©s own safety. Something even more 
important is at stake. It was "in order that the lamp of Israel might not go out".  
 
What does this phrase mean? As we understand it, David, as king, was like a lamp that reflected the 
character and purposes of God to Israel and the surrounding peoples. To extinguish this witness 
would be an assault on God©s redemptive purposes for the nations. Sound familiar?  
 
Christian workers likewise are lamps to the particular people groups and ministries in which they 
work. We are the light of the world, the Lord tells us (Matthew 5:14). As with David, the forces of 
darkness seek to prey upon our vulnerabilities in order to diminish the intensity of our light--our wit-
ness--among a people group (ministry to children, for example). It©s an age-old tactic whose only an-
tidote is to fight the giants and face our vulnerabilities with the strength of the Lord and with the help 
of close friends. 
 
Training Suggestions--Watching Over Our Hear ts 
We see training as a time to not only develop additional ministry skills, but also as an opportunity to 
reassess one©s strengths and weaknesses as a person. Indeed the former is often the primary item on 
our own training agenda, while the latter can be the primary one on the Lords! Like David and his 
men, we must rise to the challenge, and venture down again into the border areas within our hearts, to 
take a closer look at our own giants and vulnerabilities. Unwanted habits such as eating struggles, or 
a need to control others, self-hatred, depression, and many painful memories can meet us there, ready 
to assault us.  
 
These struggles are to be distinguished from more serious and long-standing patterns of depression, 
or significant marital problems, or sexual identity struggles related to, for example, childhood sexual 
abuse, or such struggles as addiction to pornography. These serious problems require professional 
help and can be identified through proper screening and selection procedures. Screening usually oc-
curs before the training phase, but in many programs they actually overlap. 
 
Even sharing about less serious struggles is risky, of course. And it is best done in training settings 
where there are caring people with big hearts and good helping skills, where confidentiality is hon-
ored, and where weaknesses are seen as opportunities for growth. If these are lacking, find another 
place! 
 
In light of this, we suggest that Christian training programs for cross-cultural ministries include the 
following member care components: a) include relevant personal growth opportunities--times to look 
at oneself, and share from one©s heart up-front with safe people; b) let applicants/trainees know in ad-
vance about this emphasis on both personal and skill development; c) use trainers and staff that 
model both vulnerability and strength; and d) thus demonstrate the overall organizational ethos 
(group culture) that allows for weakness, encourages appropriate self-disclosure with supportive peo-
ple, and offers mutual care opportunities between staff. These components not only help to prevent 
problems later down the road, but also reflect an important part of the Body life described in the New 
Testament (e.g., "bear one anothers’  burdens (giants!) and thus fulfill the law of Christ" Gal. 6:1ff). 
 
Proverbs 4:23 instructs us to watch over our hearts with all diligence, for from it flow the streams of 
life. Self-awareness with accountability are key for both personal growth and ministry effectiveness. 
We see the training phase of ministry as a critical time to encourage and model this process for our 
future workers. One practical way of doing this is via small group Bible studies on this passage about 
David and other passages with similar themes. Here are some questions to get you going. 
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Applications 
Let©s look at the Biblical text again in 2 Samuel 21:15-17 and do some self-exploration. Read through 
the eight items below and answer each question. Take time to discuss your responses. 

1. Like David, we all have vulnerabilities. These become even more visible for those who are in 
leadership positions. Sometimes we may not be aware of them until a crisis brings them to light. 
What are a few  areas of vulnerability for you?  

2. Apart from their literal meaning, what might the "giants" represent? Are they metaphors for 
spiritual forces, vulnerabilities, or what? 

3. It was said that Ishbi-Benob had a premeditated plan for killing David. Do you think there is a 
similar spiritual strategy to hinder God©s life in you and His work through you? If so, how? 

4. David, as the leader of Israel, was a lamp reflecting the character and purposes of God. How is 
this true of your life? List three ways that you are practically doing the same.  

5. Let©s look at mutual support between workers. What does this passage imply about teamwork, 
our need for each other, and our willingness to let others speak into our lives? 

6. David©s battlefield experience started with a giant (Goliath) and ended with a giant (Ishbi-
Benob). But these were not the last of the giants. Verses 18-22 of chapter 21 go on to talk about other 
encounters with giants. Which types of people and which type of gifts are needed to subdue the vari-
ous giants? Are giants ever finally vanquished? 

7. These giants did not just show up one day on the battle line in order to be promptly slain by a 
God-appointed warrior. Reading between the lines, there must have been many casualties inflicted on 
the Jewish army by the giants. Are casualties among workers inevitable? Which personal wounds are 
you aware of which have come as a result of your battles with giants? Take time to bring these areas 
before the Lord in prayer. 

8. Can you make any other applications of this passage for your life, family, or your team? 
** ***** ***  

 
2. Captur ing the Foxes--Help for  Cluttered L ives 

Have you ever wanted to unclutter your desk, room, house--or even your life? You know, do a major 
Spring cleaning? We sure have at times. If only we could just magically jettison the myriad of inter-
nal pressures that can plague us, and the multitude of external demands that can distract us! Such 
are the yearnings of many of us involved in cross-cultural work. Let©s take a closer look at some of 
these normal, though nonetheless unsettling sources of clutter, and look at a few ways to better or-
ganize our lives.  
 
Solomon said: "Capture the foxes, the little foxes, that ruin the vineyard, while the vineyard is in 
blossom" (SS 2:15). What are these foxes? In the context of cross-cultural work, we would say that 
they are metaphors for the everyday distractions that take workers away from their primary tasks. 
They are the daily chores, the frequent interruptions, the legal red tape, the time needed to set up a 
tentmaking business, communication inefficiencies, and so on. And they are the internal preoccupa-
tions that demand our attention--concerns about family and work relationships, self doubts from the 
past, loneliness, the impact of others© pain and misery, and anxieties about the future. These all eat up 
workers© schedules and energy, and often interfere with the very reason they are overseas. 
 
We like to refer to this distracting process as "worker drift"--the natural tendency whereby life©s "cur-
rents" divert one©s focus (time, activities, resources, and heart direction) to areas that are peripheral to 
his/her objectives. In other words, workers, families, teams, and even sending agencies succumb to 
the inevitable trend to "major on the minors". It is not simply an issue of time management, but some-
thing far more challenging: "drift management". Let©s take a closer look at these distractions--foxes--
to better understand what cross-cultural workers face. 
 
·  Doing Good. It has been aptly said that the good can become the enemy of the best. Many good 
things demand the attention of frontier workers--like playing host or tour guide to visitors or enter-
taining nationals who are not members of the population you are trying to reach or serve. It is a real 
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challenge to find the balance between involvement in such good activities (which may or may not 
help one connect more with the host culture) and pursuing one©s primary call. 

 
·  Demands of L iving. Basic subsistence realities are a constant energy-consumer. Some wives, for 
example, can spend much of their day taking their children to different schools, shopping, and cook-
ing, leaving little time for language study and other ministry-related activities. Tentmakers are fre-
quently stretched by the need to blend their work demands with family life, social obligations, and 
time with nationals. The problem is there just isn©t enough time! 

 
·  Developmental Push. This refers to the normal internal tugs that we experience during different 
seasons of our life. For example: the male worker in mid-life wanting to change careers and/or see 
something concrete established as a result of his work; the couple who meet in the host country, falls 
in love, and decides to return to the home country to get married and live; the push to return home to 
care for aging parents; the question of whether to accompany adolescent children back home as they 
enter into a secondary school. These and other inner yearnings must be acknowledged and prayer-
fully resolved. 

  
·  Deployment Issues. Many workers call this the "seven year itch"--the desire to move on, try 
something new, seek fulfillment by working in a different way. Some may feel underemployed (the 
person with graduate training who teaches six hours of English each week only), underutilized (the 
faithful full-time mom who wishes she had more time with nationals), or overworked (people in de-
manding jobs). Wrestling with the issue of personal fulfillment through one©s work and embracing 
the need for sacrifice are an ongoing experience for many. 

 
·  Defaulting to the Status Quo. There is a tendency in all of us to gravitate towards the familiar 
and the convenient. In a cross-cultural setting, this can present itself as a desire to speak/learn a trade 
language rather than a more difficult heart language; spending extra time with expatriates rather than 
pursuing relationships with nationals; or planning seemingly endless work strategies on a computer 
rather than seeking out additional time with nationals. It takes self-discipline, intrinsic motivation, 
accountability, and commitment to stay focused on difficult tasks.  

 
·  Differences between Team Members. Our individual variations reflect the creative genius of 
God. But these very differences in stressful situations could appear as deviance, leading to division 
and conflict. Differences in work expectations, lifestyle, and relationships, must be discussed, under-
stood, and harmonized as much as possible. No one wins when differences are either covered up or 
left unresolved. 

 
·  Discouragement. Each of the previous six foxes feed into this one, making it the most menacing. 
Two reasons for discouragement include slow progress in one©s work and having to say farewell to 
colleagues who move to another location. Although mourning a loss is healthy, unchecked discour-
agement frequently results in an inordinate self-focus that distorts one©s understanding of God©s per-
spective and decreases one©s faith that God will move. 

 
The above seven foxes (seven "D"s) in and of themselves are neither wrong nor necessarily problem-
atic. What is troublesome, though, is their unrecognized, ongoing, cumulative effects, which subtly 
prevent us from "fulfilling our ministry" (2 Tim 4:5). Remember too that internal pressures and ex-
ternal distractions, though natural, can be used in unnatural ways by demonic forces. Satan is as 
equally pleased to sabotage one©s work through distracting foxes as he is with ravenous wolves or 
fearsome giants. 
  
Strategies for  Captur ing the Foxes 
Have you ever seen a fox in the wild? We have--three of them, over a five year period, in the woods 
by our house. They just seem to pop up and then vanish before you can figure out what©s happening. 
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But if you think its hard to spot a fox, then just try catching one! In the same way distractions--the 
little foxes from the Song of Songs 2:15--can be difficult to identify and even more difficult to appre-
hend. Nonetheless there are some ways to capture these foxes. Here are two proven methods: con-
necting with ourselves (awareness) and connecting with others (accountability). 
 
·  Awareness. There is an Central Asian proverb that says "A bitter truth is better than a sweet lie". 
Looking within is not always convenient or pain-free, but it certainly is far better than the alterna-
tives: ignorance and denial. Take time to get quiet, and reflect.  

 
Often we need a person to help us in this process--listening to the Lord, sharing with a caring friend, 
speaking to a counselor. We can all learn from successful "recovery" programs (e.g., dealing with 
unwanted habits) which emphasize a disciplined commitment to self-reflection and honesty. This is 
not a selfish pursuit, but rather is an important spiritual discipline rooted in classic Christian wisdom 
(see Foster and Smith, 1993; Huggett, 1993). 
 
Keeping a journal is also helpful (see Shepperson and Shepperson, 1992), especially for those work-
ing in more isolated settings. One journaling exercise that we find useful was inspired by the book 
Connecting with Self and Others (Miller et al, 1988). Find a quiet place, take a few deep breaths, and 
then write a current concern in the middle of a piece of paper. Draw a large circle around it. Next re-
spond to the five questions below, jotting down notes--that is, what you are saying to yourself-- inside 
the circle. Pray about what you find and maybe share it with a friend. 

1. What am I sensing? (physical sensations in muscles, stomach, breathing, etc.) 
2. What am I feeling? (emotions) 
3. What am I wanting? (changes in self, in others, in situations) 
4. What am I thinking? (ideas, beliefs, themes, content) 
5. What am I doing? (action and behaviors that  I do related to the concern) 

 
·  Accountability. There©s a Jewish proverb which says "A true friend is the elixir of life. And 
those who fear the Lord make true friends." Mutual support on location, is a basic necessity. Strate-
gize together and pray through solutions to the natural drift process. Sadly, many folks do not priori-
tize time to build close friendships where they are. Often it seems we are either too busy or too 
scared. Or sometimes the "right" persons are just not available. In the latter case, we can stay con-
nected with confidants via letters and email. Friends help us see ourselves more clearly, and support 
us we set realistic limits around our work and lives (see Cloud and Townsend, 1992).  

 
Here©s an exercise that can help us build some more accountability. Get together with a friend, review 
this article, and talk about the five items below. You can also do this with your team and family. Dis-
cuss whether and how you would want to hold each other accountable for some of your "little foxes". 
Using a calendar/chart is helpful to daily record progress in changing your behaviors (e.g., praying 
with spouse, time with kids, use of leisure time, unwanted habits). 

1. In what ways might you have drifted off your primary tasks over the past six months? 
2. Which of the seven foxes previously described seem to pressure and distract you the most? Try 

your hand at drawing a quick picture of one of them--make it realistic, symbolic, or abstract. 
3. Why do you suppose it may be hard for you to catch your foxes? 
4. What helps you to stay focused on your work? List three practical steps you can take to help 

yourself. 
5. Are there any other thoughts you have about the "little foxes"? If so, discuss your ideas. 

 
A Final Thought 
So why not do a Spring cleaning, and declutter some of your internal pressures and external de-
mands? Connect with yourself more and with significant others. And as Gordon MacDonald (1989) 
encourages us to do, be sure to regularly seek out "still times, safe places, and special friends".  

** ***** ***  
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3. Prudence In The Presence of Wolves 
Mission personnel must find practical ways to be "shrewd as serpents and innocent as doves" in or-
der not to become prey to the stress-producing wolves of  ministry life. 
 
No one would want to become "lamb chops", right? Yet that is basically what Jesus said would hap-
pen to people if they did not exercise prudence in their ministry.  
 
Consider for instance, His warning in Matthew 10:16: "Behold I send you out as sheep in the midst of 
wolves. Therefore be wise as serpents and as innocent as doves." Notice that He did not send His dis-
ciples (or us) out as emboldened lions, but as vulnerable sheep needing the flock and needing the 
Shepherd. Why such a solemn warning? Because ministry life is neither easy nor always safe.  
 
When my husband and I first started working in missions as psychologists, we understood that the 
main struggle for missionaries was in the area of cross-cultural adjustment. Just persevere in language 
and culture learning and you will probably make it. Well we were right--sort of. 
 
In practically no time, though, we became painfully aware of another significant stressor for, those in 
ministry and one which proved to be our own greatest struggle during our first three years overseas:--
trying to harmonize one©s background/preferences with the organizational culture of the sending 
agency (Macnair, 1995). Like many fellow workers, we soon realized the draining impact of unre-
solved interpersonal conflict (Gish, 1973).  
 
Next we became more keenly aware of spiritual warfare. And to make a long story short, as we 
gained even more experience on the field, we began to see a host of other "wolves"--that is, stress-
sors--which affected us and others in cross-cultural ministry.   
 
We soon saw the need to develop a conceptual grid to help appraise the various wolves that are part 
of ministry life abroad. "CHOPS", as in lamb chops, is an acronym we gradually developed to help 
remember ten general categories of stress common to those in ministry overseas. We have included 
this inventory below and use it regularly as a member care tool as we work with mission personnel. 
 
Applications  
Read through the ten categories and then write down some of the stressors that you have experienced 
over the past several months. Put these under a column labeled "struggles." In a second column, "suc-
cesses," list some of the helpful ways you have dealt with stress during the last several months. Fi-
nally, under a "strategies" column,  jot down some of your ideas for better managing stress in the fu-
ture. Discuss your responses with a friend that can listen well and support you. 
 
It is important to also identify and discuss the stressors that affect families, teams, departments, the 
region, and the overall agency itself. The inventory, if completed and discussed once a year, for ex-
ample, is a useful means to understand and minimize stress at various levels of the ministry organiza-
tion. As we deal with the stressors we need to be reminded of Luke 12:32 "Do not fear, little flock, 
because your Father is pleased to give you the kingdom." 
 
Stress assessment and management, must not occur solely at the level of the individual missionary. 
Rather, it is vital to identify and discuss the stressors that affect missionary families, teams, depart-
ments, the region, and the overall mission agency itself. The CHOPS tool, if diligently done at least 
once a year, is a useful means to understand and minimize stress at various levels of the mission or-
ganization. 
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CHOPS Inventory 
 

Struggles       __________     Successes __________         Strategies 
               
Cultural (getting your needs met in unfamiliar ways: language learning, culture shock, reentry) 
Cr ises (potentially traumatic events, often unexpected: natural disasters, wars, accidents, political in-
stability)  
Histor ical (unresolved past areas of personal struggle: family of origin issues, personal weaknesses) 
Human (relationships with family members, colleagues, nationals: raising children, couple conflict, 
struggles with team members, social opposition)  
Occupational (job-specific challenges and pressures: work load, travel schedule, exposure to people 
with problems, job satisfaction, more training, government "red tape") 
Organizational (incongruence between one©s background and the organizational ethos: differing with 
company policies, work style, expectations) 
Physical (overall health and factors that affect it: nutrition, climate, illness, aging, environment) 
Psychological (overall emotional stability and self-esteem: loneliness, frustration, depression, un-
wanted habits, developmental issues/stage of life issues) 
Suppor t (resources to sustain one©s work: finances, housing, clerical and technical help,  donor con-
tact) 
Spir itual (relationship with the Lord: devotional life, subtle temptations, time with other believers, 
spiritual warfare) 
 

Answers apply to (circle): self, spouse, child, fr iend, depar tment, team, company, other  
 
Reflection and Discussion 
Stress is the response of the whole person to the internal and external demands that we experience. 
These questions will help you become more familiar with how stress affects you. It will also look at 
some ways that you can use to deal with stress. Respond to each of the five questions below and then 
discuss them as a group. What insights can you get from one another? 

1. How do you know when you are experiencing stress? What signals do you receive from your 
body, behavior, and emotions?  

2. How does stress affect your interpersonal relationships? 
3. When was the last time you went through a significant period of stress? What was it like? 

Briefly describe it. 
4. What did Jesus do to manage stress--to deal with the wolves and potential wolves of his minis-

try? There are at least 25 different things he did to manage stress which are recorded in the gospels. 
How many can you identify? 

5. What helps you to deal with stress, keep your life in balance, and keep the "wolves" at bay? 
What does not help? 

** ***** ***  
 

4. Folly from Flies 
Behind many of our inner struggles is the attempt to deny who we really are, and the attempt to be 
something that we are not. Personal problems often stem from our attempts to escape from legitimate 
suffering.  
 
Many cross-cultural workers live in places where flies are common. So it©s not too unusual to say, 
find a fly in one©s glass of water, which I did, one hot and humid day in Thailand. Maybe it was just 
going for a swim, I told myself. Or maybe this is someone else©s glass. Yet there I was, sitting around 
several tables in a conference room with 40 expatriate leaders, discussing work strategies and pray-
ing. This was the first time to be part of this group, and I was feeling, well, rather special. And every-
thing was fine, except for that wee pest in my glass. 
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Contamination from Flies 
Quickly I flashed back to my morning devotions, pondering the verse I had meditated upon that 
would help me make sense out of my unsolicited visitor: "Dead flies cause the ointment of the per-
fumer to putrefy and send forth a vile odor; so does a little folly (in him who is valued for wisdom) 
outweigh wisdom and honor" (Amplified). The application was apparent.  
 
Was I fancying myself to be just a bit too special by virtue of my inclusion now as a "leader"? You 
bet. And this attitude was folly. Talk about starting out on the wrong foot! Moreover, I knew from 
past experience that this attitude would eventually contaminate the fragrance of Christ in my life and 
work (2 Corinthians 2:15), just as dead flies putrefy precious perfume. This special envoy had done 
its job by getting my attention! 
 
Character istics of Flies 
No one deliberately adds flies, be they dead or alive, to valuable perfume. The two are incongruous. 
Likewise few of us deliberately try to pollute our own lives. Yet like flies in perfume, our folly--our 
sin--can alight in our souls, and wreak havoc on our wisdom, honor, and work. A little leaven leavens 
the whole lump of dough, as Paul says (I Corinthians 5:6). 
 
Some types of folly are more damaging than others. A few household flies for instance, will only pes-
ter us. They are a nuisance. Think of these, analogously, as things like unwanted habits in our life and 
minor character weaknesses of which we are trying to rid ourselves. But lots of flies, especially those 
that can bite, sting, and carry diseases, could really hurt us. Think of these as serious folly: uncon-
fessed sin, unrecognized arrogance, hidden compulsive addictions, and pervasive personality patterns 
that are unhealthy/unholy.  
 
Have you ever noticed how just one public or even private manifestation of such serious folly--these 
wrong behaviors and attitudes--can neutralize our work effectiveness, compromise our integrity, de-
stabilize our emotional life, and hurt others? "Wisdom is better than weapons of war, but one sinner 
destroys much good" (Ecclesiastes 9:18). This is true even for "Christian" sinners! 
 
Folly from flies comes in different frequencies and intensities. It can involve one-time events, in 
which we recognize the problem and then learn our lesson quickly. We can brush away such flies 
fairly easily. Folly can also take the form of intermittent events which can be hard to predict, and 
seemingly just creep upon us. Additionally, it can involve ongoing events in our lives, marked by a 
serious lack of self-control. These can feel like a host of flies swarming around us.  
 
The bottom line is that folly, in whatever form, leads to disgrace. Just a bit of it is all it takes to dam-
age our reputation--and God©s--no matter how virtuous our life or noteworthy our accomplishments. 
Disgrace not only results from the actual content of the folly (e.g., rash words, questionable financial 
dealings, physical and emotional affairs). It can also come in the aftermath of our inappropriate ac-
tions, in which we do not avail ourselves of God©s grace by either denying or minimizing our prob-
lem/sin or by not believing in God©s restorative desire to forgive and help us in our time of need (He-
brews 4:16). Think of the latter as more like falling into "dis-grace". 
 
Spotting Flies 
It often takes an outside source, such as a close friend, the Word of God, and the Holy Spirit to help 
us recognize the flies in our life. One of the biggest sources of folly is not to be in regular contact 
with these three "fly spotting" sources! Let©s give names to some of the more common flies. Sin--as in 
the lust of the flesh, eyes, and pride (I John 2:15-15)--takes many winged forms! 
 
·  Hidden Addictions (mosca compulsiva). These are closet compulsions that affect our time, 
judgment, and relationships. After awhile you can smell their stench, even though they may be cov-
ered up at first. Excessive behaviors involving exercise, sun-tanning, over/undereating, preoccupa-
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tion with one©s appearance/body, procrastination, withdrawing, shopping, TV watching, Internet use 
etc. are all part of this. We sedate and stimulate ourselves in many ways in order to avoid seeing our-
selves clearly and dealing directly with problems. Major addictions, such as pornography, gambling, 
and drug dependence, are even more crippling. 

 
·  Bitterness (mosca vinegari). Henri Nouwen has observed that in this life, "love and wounds are 
never separated". We hurt those we love and vice versa. Working through such hurts and forgiving, 
though challenging, is certainly more desirable than the alternative: harboring the hurt and develop-
ing a pervasive, entrenched bitterness that can defile our souls and those of others (Hebrews 12:15). 
Forgiveness, an act of mercy which pardons others for specific offenses, is the only sure antidote for 
such bittereness. 

 
·  Impropr ietous Comments (mosca maximus moutha). Our mouths are sources of honor and em-
barrassment for us. Surely no one can tame the tongue (James 3:8). Some of our greatest verbal 
"faux pas" include making hasty, inappropriate promises, especially to God (Proverbs 20:25, Eccle-
siastes 5:1-7); spewing out "brain sludge"--nonsensical things, questionalble stories or jokes, or 
coarse jesting--that does not edify (Ephesians 4:3,4); gossip, which involves repeating a matter that 
unfairly or unnecessarily damages other people; and insensitive (poorly timed and overly harsh) 
criticism. 

  
·  Ar rogance (mosca maximus rex). Some of us need and like to be the leader. Admired, in control, 
taking charge, leading the way. How easy it is to be seduced by our positions of influence, and our 
desires to be important. Inflated pride and self-aggrandizement are two of life©s greatest dangers. 
They are the insidious winged companions of those who believe that they are more special than they 
really are, and that their success has come more through their own efforts than through God©s favor 
and anointing (Deuteronomy 8:17). 

 
·  Personal Flies (mosca mia perpetua). The list of flies that can plague us is almost endless. Can 
you identify any flies, dead or alive, floating in the waters of your soul? 

 
Swatting Flies 
How do we rid ourselves of such fallacious menaces? It can be tricky. And it is a process. We hit 
some and we miss some. The first line of defense is to proactively attend to our personal growth: 
staying close to the Lord, in touch with oneself, aware of the influence of our surroundings, and con-
nected with confidants. 
 
When flies do come around, they are best dealt with through honestly admitting their existence and 
impact (confession), choosing to make serious changes and amends in order to limit their influence 
(repentance/restitution), and getting ongoing supportive input from others to help us deal with them 
(accountability). Guidance from the Holy Spirit, trusted friends, Scripture meditation, counseling, and 
a good support group/"12 Steps" program, are all important sources of help, especially to deal with 
some of the more lethal varieties of flies. Confession, repentance/restitution, and accountability are 
like strands of the three fold cord that is not easily broken (Ecclesiastes 4:12). We can use this cord to 
knit a protective fabric, which like a mosquito net can keep the folly out, and like a safety net, can 
catch us if we fall. 
 
We often wish to experience in this life what we can only experience in heaven. We ache for some-
thing more--to be clothed with the immortal. We yearn for our personal flies to leave us permanently. 
Even after experiencing the best that this life has to offer, we are still left with a deep longing for 
wholeness and a desire to be clothed with that which will never fade. Yet the aching soul is not evi-
dence of emotional problems, but a sign of our facing reality. It is a sign of health. 
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In closing, let©s consider Christ©s words to Peter right before Gethsemane. "Simon, Simon, behold Sa-
tan has demanded permission to sift you (plural) like wheat; but I have prayed for you (singular) that 
your faith may not fail; and you, when once you have turned, strengthen your brothers" (Luke 22:31-
32, NASB). Note that this is a prediction primarily of Peter©s faithfulness, not of His failure. I believe 
the Lord sees us much in the same way as we struggle through areas of folly. He sees the potential in 
us. And in spite of our weaknesses, He still entrusts us, as he did Peter, to feed His sheep and to be 
His faithful and refreshing fragrance among the nations (John 21). 
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Case Study 
 

Going to Tanzania—Ready or  Not, Here We Come! 
Marina Prins 

 
Paul and Janet are from Southern Africa and planning to move to Tanzania in six months. Paul will 
be involved in an agricultural project and Janet will home school their children, Danny (8 years old) 
and Sharon (11 years old).  
 
Paul will be working with an agricultural committee, consisting of local church and community lead-
ers on the field. The project will only start when Paul arrives on the field. The aim of the project is to 
empower people and to earn income for projects in the local church on the field. Janet also wants to 
be involved in projects for the local women. There will be three other missionary couples staying at 
the same place. One of these couples have been on the field for 12 years and the other two couples 
have been on the field for two and four years respectively. 
 
Paul and Janet will be sent out by their home sending church in co-operation with a missions organi-
sation.  The written contact between the sending church and the mission organisation is clear and 
helpful. Most of their support and care will be the responsibility of their sending church. The mission 
organisation will only assist with administrative matters like the transfer of money etc.  
 
Janet is not sure which home schooling system she is going to use. She has no experience in home 
schooling. She wonders about her overall role in Tanzania as well, in addition to her teaching and 
home-making responsibilities. 
 
Paul and Janet have done a two-week missions orientation course with another missions organisation. 
But they still feel that they need some more training, especially on a cross-cultural level. They have 
only been on two short-term outreaches before to two other Southern African countries. On the field 
they will have to learn to speak Swahili. 
 
Janet’s parents support their decision to go to Tanzania. However Paul’s parents are not at all happy 
about the decision and feel that Paul is “ throwing away his career” . Janet’s mom is not very healthy 
and Janet is worried about who will be taking care of her when she is away. Janet’ s brother and sister 
are not staying close to their mom either. 
 
Paul and Janet have recently undergone a full medical examination, but have not undergone any psy-
chological assessment. It seems that the church’s point of view is that a person’s calling is primary 
and that other forms of preparation and training are not as important. Paul and Janet started sharing 
their calling and vision with the church’s leadership and members of the church 12 months ago. It 
also seems that most church members think that giving a donation is all that is involved in their sup-
port.  
 
Paul and Janet fully understand that their sending church does not have enough funds to take care of 
them financially. However, Paul and Janet feel discouraged because no formal support structure has 
been formed yet and to them it seems that the church does not really understand what it entails to 
send out a missionary.  
 
NOTES: 
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WHAT IS THE MAIN ISSUE HERE? 

1. The fact that no formal support structure has been formed yet. 
2. The fact that church members think that they should only give money. 
3. Paul and Janet’s discouragement. 
4. The fact that the sending church does not understand the implications of preparing and sending 

out a missionary. 
 
ANSWERS 

1. This is not the main issue. A support structure is very important, but it will not be formed unless 
people understand the need for it. 

2. This is not the main issue, although it is an important issue. In many cases money seems to be a 
big issue. 

3. Although their discouragement is a concern, it is not the main issue here. 
4. This is the main issue: If the sending church understands what it entitles to prepare and send a 

missionary out, all the other three points would be resolved. 
 
GUIDELINES 

1. Determine the different areas in which they will need support. 
2. Prepare an action plan and time frame on what should be done in the next six months before they 

leave for the field. Also determine whether six months is enough time! 
3. Determine who will be able to take responsibility for which area of support and then form a sup-

port team and appoint a support team co-ordinator. 
4. Schedule regular times for the support team to meet, at least once a month. 
 
FOLLOW UP 

In each of the sections 1-4 below, try to determine: 
(a) the main issue/s 
(b) guidelines to improve the care of this mission family. 
 

1. After  Three months on the field 
Paul and Janet have been on the field for three months. They are still staying in a temporary house 
with no running water and electricity. Their permanent house will only be available in six months 
time. Communication with people back home is difficult. They have to drive half an hour to get to a 
place to send and receive emails. At first they felt that they are picking up a few Swahili words quite 
easily, but now after three months they feel discouraged by how little Swahili they know.  They also 
feel that they speak more English with their fellow missionaries than Swahili with the local people. 
They receive encouraging email from their supporters, but the church has informed them that they 
still do not have enough funds to support them monthly. 
 
2. ONE YEAR LATER 
Paul and Janet feel that they have made some progress with their language studies. They are still not 
fluent, but manage to express themselves in basic conversations. However Paul is worried about the 
agricultural project. He, together with the committee, is still struggling to find ways to encourage the 
local people to get involved. The maize harvest was not good due to a lack of rain. It seems that his 
sending church is expecting much more from the project at this point in time. Paul is also struggling 
with the fact that the local people have different agricultural practices to his own. He struggles to ad-
just to their way of doing things. 
 
On a personal level they are also struggling. Both Paul and Janet have had malaria a few times. The 
children are missing their friends back home a lot and struggle to adjust to the home school system. 
Janet feels she is not doing enough for them. Communication from the sending church is much less. 
Paul and Janet feel that the church is not really involved.  
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3. TWO YEARS LATER 
Paul and Janet are well established in the community now. Progress has been made with the agricul-
ture project, but still Paul would like the local people to be more involved and enthusiastic.  
 
Up to now nobody from home has come to visit them and they really miss their friends and family. 
Although the children have adapted to the home school system and made some local friends, they still 
miss their home country a lot.  
 
Communication with the sending church is very frustrating. They do not get answers on their emails 
and no feedback on financial matters such as funds coming in (from whom, which funds are for the 
agriculture project and which for them personally). They really feel as if they are alone in this project 
and the sending church is not taking their responsibility. 
 
Spiritually they are not doing well. They are feeling spiritually low and feel that they do not get 
enough input.  
 
Janet is struggling emotionally, because her mom is very ill at the moment. She feels guilty for not 
being there for her mom. She does not know if she must rather go back to her mom for a short while 
or wait until their furlough, which will be in three months’  time.  
 
4. ON FURLOUGH 
Paul and his family have just arrived in their home country for four months furlough. They were 
really excited to see their family and friends again. But they have been back in the country for three 
weeks now and it seems to them that nobody really cares that they are back. People are going on with 
their lives and Paul and Janet do not really know where they belong.  
 
It is not so easy for Sharon (now age 15) and Danny (now age 12). The children’s friends have made 
new friends and do not really want to spend time with them anymore. Not do Sharon and Danny seem 
to understand some of the latest fashions, music, and thinking of their friends. They feel awkward and 
“off-balance”  culturally.  
 
The sending church has arranged accommodation for them with another family. Paul and Janet enjoy 
the fellowship, but it is difficult for them to be in another person’s house all the time. They would 
have preferred to stay on their own. 
 
The support team does not seem to function well at all. Paul has tried a number of times now to ar-
range for a meeting, but has not yet succeeded. They were asked to share at the church service this 
coming Sunday, but only for five minutes. This is very frustrating to Paul and Janet. They wonder if 
the sending church still wants to be involved with them or whether they should be looking for another 
sending church. 
 
In short, Paul, Janet, Sharon, and Danny feel frustrated in their home country and it does not feel at 
all like “home” any more.  
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Case Study 

 

Family Scenar ios 
Kelly and Michèle O’Donnell 

 
 
Scenar io One—Field Or ientation  
A Nigerian family is having trouble dealing with stress while going through the orientation program 
of its agency. The program takes place in a North African country, and requires that the participants 
move to a new city every two to four weeks over a three-month period. The parents are concerned 
that they have been moving around too much, both pre-field and now during orientation, and that 
their two children are suffering as a consequence. The oldest is an eight-year old girl who has started 
wetting the bed three times a week at night, and the youngest is a boy, aged two, who is not eating 
very much food. 
 
� What could be done to help this family? 
 
 
 
Scenar io Two—Children’s Issues 
A five-year old boy from Ghana does not want to go to his Portuguese-speaking primary school in 
Luanda, Angola, which he has been attending for two months. He is in pre-school and complains that 
some of the kids make fun of him by sticking out their tongues at him and saying that his drawings 
are ugly. During the last month the boy often whines and complains as he rises to get ready for 
school. When he returns from school he is often hard to make contact with and acts mean towards 
other family members. 
 
� How would you help this boy? 
 
 
 
Scenar io Three—Couple Issues 
A couple with no children is having marital problems. They have been working on a team as agricul-
tural tentmakers among a Taureg group for the past five years. The husband is Kenyan and the wife is 
from the Ivory Coast. The work is doing well but the long hours needed to travel and provide assis-
tance has affected their relationship. Or so they say it has. Both acknowledge that they have come 
from difficult family backgrounds, in which there was alcoholism, some spiritistic practices, and poor 
parental modeling of conflict resolution. They have seen a counselor when back in Kenya on furlough 
and attended a marriage retreat on the field, but no lasting changes have occurred. The wife©s rela-
tionships with Taureg women are significant, and she is having a significant impact in their lives. The 
husband has few close relationships outside of his work and is wondering if he is going through a 
mid-life crisis. The agency decides to let them continue on the field and to do the best they can until 
they can get some more help somewhere. 
 
� How would you try to help this couple? 
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Case Study 
 

Suppor ting Local Staff in Humanitar ian Ministry 
Viola Mukassa 

 
Case One—Life for  National Humanitar ian Workers  
Emergency and development work is a strange business, sustained by equally unusual people from 
within or outside a country. These are people who respond to another’s cry for help and sometimes to 
their own cries. I choose to call them help-workers (HPWs). These people commit themselves for a 
time to help or even “save”  a particular piece of the world. This may often cost them their security 
and other luxuries, including personal relationships, but they gladly pay the price, usually in the name 
of altruism, for the sake of a mission task that is usually defined by others who are far off.  
 

I’m an HPW living in a location in Africa that is in prime need of help/missions. I’ve experienced 
many types of stress as I have worked in various mission programs. The most sustained tension I’ ve 
experienced has been related to the urgency and the amount of work to be done in a potentially ex-
plosive social and political environment. The challenge here is not only to produce expected results 
quickly, under tense and sometimes risky circumstances. The challenge is also to deal with the con-
stant worry about the security and health of those within my immediate world and where I, my fam-
ily, and friends fall within that world.  
 

There is tension from having detailed knowledge of the context and locale of the humanitarian set-
ting. I’m often quite familiar with the problem, the attitude, the threats within the community, and the 
fickleness of certain politicians in allowing for help. I often think about these issues— even ruminate 
about them—and have even worked out the “causes”  behind each.  
 

I have another line of sustained tension that comes from belonging and yet being apart. I belong to 
those who are helping and to those being helped, but I’m neither an expatriate nor a beneficiary. 
There is a tension between my life as a national, with blood and other deep ties to those around me, 
and my life as an aid worker coming from the outside to help those threatened by death. It is as if I 
am being followed by a ghost which constantly reminds me that the needy person —for example, the 
displaced person in the transit camp—could have been me. Oh yes. And there are all kinds of other 
tangible reminders of my own vulnerability and mortality, as I witness the life and death experiences 
that link me very closely to those I’m trying to save.  
 

The fact that emergency aid work does not directly influence conflicts, but instead responds to the 
devastation they cause, greatly affects national HPWs. It colors our attitude and often limits our en-
thusiasm. We can only do so much. The consequences of the conflict affect us strongly, because they 
mirror not only what could have happened but what could still happen to us and others close to us. 
 

Further, both national and international HPWs have a difficult working environment which allows 
little time to process personal experiences and manage stressful situations and issues. In such situa-
tions, I’m just glad for the speed with which we must execute our work. Responding quickly to others 
helps keep most of my anxieties out of focus and has made me tougher. These anxieties can over-
whelm an HPW, so we need to develop some emotional armor in order to last.  
 

I often wonder if my colleagues and I, consciously or otherwise, are trying to play God. Both the 
helpees and the helpers can view the latter as a type of savior. The brutality of reality can obscure the 
closeness of the true Lord and the fact that it is not we but He who is indeed still the real Savior and 
Shepherd.  
 

Since I am a committed Christian, a core part of my survival strategy is to keep in touch with God by 
communicating with Him and referring to His Word. We need His presence to encourage us and to 
remind us that we are not ultimately of this world. Yet we are called to love and help others in this 
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world, as His co-laborers. Maintaining this perspective is so important! It is so easy to lapse into 
pride, anger, wrath, malice, blasphemy, and filthy language as we encounter people’s pain. It’ s also 
easy to become pessimistic as we wonder why God allows wars and suffering. To keep sane, I con-
stantly have to pray for grace and wisdom, refer to God’s commands in Scripture, do my assigned du-
ties to the best of my ability, and let God be God. I also need the support of those around me and 
from the organization for which I work. 
 

Case Two—The Wor ld of Mako 
Let me now share some more practical realities for national staff workers. Here is a fictitious case 
study of Mako, a logistician with an imaginary organization called EXACT. 
 
I’m called Mako because I’m just about the only one who can remember my long, “ funny sounding”  
second name. It’ s the same for most of us local staff, though, especially as there’s so little time for 
personal things, such as second names. I’m the logistics officer of Express Action (EXACT), and I’ ve 
been working with them since the war broke out in the north over two years ago. I studied marketing 
and business administration, but I have now specialized in procurement, storage, and transport of aid 
supplies. I’ve learned much about EXACT on the job and, of course, from the numerous “emergency 
experts”  regularly sent out by headquarters in Milan. Some of these experts are good. The rest are too 
busy to get to know. They seem always to be in a hurry and are constantly talking to Milan and the 
field. They’ve developed a brilliant evacuation plan—for themselves and non-nationals.  
 

I like my job, and the pay is more or less adequate, given the situation in my country. But I am struck 
with how “cheap”  life is valued up north. It’ s threatened by land mines, rebels, and fighter planes. 
Hunger, disease, and death are also present. My family spent some great holidays there when I was 
growing up, and it’ s hard to imagine those happier, more peaceful times now. I’ve been trying to trace 
my uncles and grandmother to see if they are safe. Their village was evacuated after the bombing last 
month. It’ s not easy to juggle work with tracing people, so I’ve given their names to a friend of mine 
at the Red Cross tracing office. My mother expects good news from me every day about the search 
results. 
 

I basically enjoy the speed and urgency with which emergency operations are done. I am glad to be 
helping people suffering because of the war. These days, the national drivers talk more often about 
the risks we take, but always casually over their tea or as they pack their trucks to head out. We all 
worry, but we try to keep focused on our tasks. Sometimes the secretary and the cook—not many 
others— inquire about our journeys. They only have a vague idea of how it is for us in the field and 
at home. 
 

My family worries when I travel, not convinced about the thoroughness of the security precautions 
that I say we take. Sometimes I really miss my family. These days, I try to avoid telling people back 
home that I’m going to the field. At times, I’m not sure about things myself. The politicians keep do-
ing things more out of their own interests and not necessarily based on what is best for the people af-
fected. 
 

I don’ t share my concerns, though, with others. We all have our own share of troubles, and these risks 
come with the territory as an aid worker. It’ s enough to drink beer and joke together after a hard day. 
Sometimes I’m scared, and I know that the others are as well, but it’ s as if to acknowledge fear is to 
give it life. But when my anxiety becomes desperate, I try to think through my future. I stop and won-
der what my family would do if I were killed or disabled by a mine, and the war moved to where we 
now live. I also puzzle over why we’ re struggling to stop the bleeding when we can’ t repair the ar-
tery. I’ve started looking for another job. 
 

Reflection and Discussion 
1. How might your cultural background influence your understanding of staff adjustment and care? 
2. How does your mission/agency integrate local resources into existing support services? 
3. How does the support provided for local partner staff compare with that provided to expatriates? 
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Case Study 
 

Case Study for  Pastoral Care of Chr istian Workers 
Jane Rhoades 

 

The Challenge 
We have been pioneering and resurrecting member care for two regions of Youth With A Mission 
Africa. In some locations there has been a history of negative experiences with pastoral care. We 
needed to rethink how to produce buy-in and to help build an effective member care system.  In other 
countries there were no formal “pastoral care”  or member care systems in place. The needs were vast. 
 

Issues:   
·  leadership ignorance of member care and staff development concepts 
·  leadership misconceptions of pastoral care due to ignorance and negative experiences 
·  lack of resources in many locations 
·  decentralized nature of our ministry, loose-structured 
  (cannot just send out directives to put member care structures in place) 
·  lack of qualified personnel for member care and staff development 
·  very broad and scattered mission locations  

 

Strategic Plan 
PREVENTION THROUGH STAFF DEVELOPMENT FOCUS: We entered this task with the 
continental role of Staff Development Facilitators. So it was natural to begin from a training perspec-
tive.  But, we have found that the staff development approach provided a preventative aspect for 
member care.  We addressed issues of relationships, conflict, support raising, career planning, team 
building, etc. through training.  We can also approach the 7 S’s*  of member care through training 
leadership teams. In this way we can avoid a “ fix it”  and “put out the fire”  approach to member care.  
We have so many fires to put out that if we only focus on counseling or conflict management, we will 
run our selves ragged.  Just as quality medical programs focus on preventing disease, we will focus 
on preventing missionary crises through training. 
 

DEVELOPING REGIONAL STAFF SERVICE TEAMS:  We decided to focus on developing re-
gional teams to serve the regional missionary staff and to serve the concerns of regional leadership.  It 
is vital that these teams be seen in the servant role and not just as teams being imposed on leaders or 
staff!   
 

In the last two years we have traveled to many locations in these two regions.  Doing on-site visits 
has allowed us to observe missionaries first hand and in their own social and ministry setting.  We 
have been able to pick up a number of crucial issues simply by observation.  Our non-line leadership 
role has contributed to a greater foundation of trust.  The teams we develop will follow essentially the 
same pattern. These teams will serve regional leadership by providing on-the-ground input from staff 
and leaders they have visited and/or counseled.  They will also be able to serve the regional leader-
ship by helping to address unique regional issues as they travel around, primarily through training. 
 

The development of regional staff service teams requires several phases.  1) The first phase is founda-
tion building requiring frequent on-site visits to establish an excellent groundwork of relationships, 
understanding and buy-in.  The frequent visits also helped us to identify missionaries gifted in mem-
ber care.  2) The second phase was explicit discussion with regional leadership about the concept of 
raising up a team for serving the missionaries.  The leadership of one region has officially invited us 
to focus on their region for the next two years with the task of raising up such a team.  3) The third 
phase is recruiting and training team members after which we will train leadership teams in our mis-
sion locations about member care and introduce them to the regional staff service team members.  4) 
While the new team begins serving missionaries, we will provide the role of coaching and resourcing 
deeper training for them. 
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These regional staff service teams will provide for a broad spectrum of member care needs, just as we 
have been doing.  They will help provide these services on-site but will strongly emphasize the de-
velopment of these services in each mission location:  Member care (pastoral care issues), Staff de-
velopment, Personnel Management (structures on-site that facilitate member care) and Leadership 
Development (initial level on-site leadership development). 
 
STAFF DEVELOPMENT E-ZINE:  We decided that providing on-going input about staff devel-
opment and member care was an important part of our strategic plan.  Publishing an e-mail formatted 
bi-monthly magazine provides information on resources, staff training and member care events, and 
provides teaching articles with learning activities.  Publishing this e-zine has helped to raise the pro-
file of staff development and member care continent wide and has provided very short teaching arti-
cles to broaden understanding of member care and staff development and create buy-in.  It has also 
been a means of providing resources for those who do buy in to member care and staff development 
as well as expose leaders to the broader context of member care and staff development  
--- 
 
*  Savior Care, Self-Care, Staff Care (mutual care), Shepherd Care, Structural Care, Supporter Care, 
and Specialist Care 
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Member  Care: Perspectives from a South Afr ican 
Joy Chetty 

 
South Africa has its history of apartheid and has left many citizens scarred in various ways. Today 
many still grapple with repressed issues in their lives that are deep rooted hurt, pain, trauma. Our po-
litical system and all the huge issues we face as a nation, have also negatively affected the health of 
our families. We have the highest crime rate, the highest violent crime, the highest rate of HIV/AIDS 
sufferers, the highest unemployed people, we have the highest domestic violent crimes, we have high 
sexual crimes, we have high percentages of drug users... Very often we recruit new missionary candi-
dates whose backgrounds  are affected by serious wounds including  physically, sexually, and emo-
tional abuse.  We recognise that we all have some baggage of our past that needs to be cleared, before 
God can effectively utilise our full potential for His glory. Often the proccess is slow and painful to 
endure.  So we recognise that we cannot be doing ministry alone in our corners any more—  but we 
now need pastoral and/or member care. 
 
MEMBER CARE IS BIBLICAL   
"Brethren, even if a man is caught in any trespass, you who are spiritual, restore such a one in a spirit 
of gentleness; each one looking to yourself, lest you too be tempted.  Bear one another©s burdens, and 
thus fulfill the law of Christ, So then, while we have opportunity, let us do good to all men, and espe-
cially to those who are of the household of the faith"  Gal.  6:1,2 and 10 NASB. 
 
MEMBER CARE AND MISSION AGENCY RESPONSIBILITY: 
Dr Laura Mae Gardener writes, "Fundamental to this philosophy is the belief that leadership must not 
limit its concern to matters of productivity, but that it be active in fostering a climate where members 
are helped to develop and maintain spiritual, intellectual and emotional vitality, and optimal physical 
health".  Drs. Larry and Lois Dodds, founders and presidents of Heartstream Resources in the USA 
use the acronym "SPARE" for depicting the five dimensions of member care.  Namely:   
 
S - SPIRITUAL 
P – PHYSICAL 
A - ACTUALIZATION (achievement, learning, professional development) 
R – RELATIONAL 
E - EMOTIONAL 
              
With so much of brokenness in South Africa, our member care needs to touch various aspects of mis-
sionaries and the mission agency such as candidate preparation and on the field. Member care plays a 
vital role in ensuring healthy workers. The mission agency has a responsibility to the sending church. 
We know from experience that in reality in South Africa this needs to be worked on. We need to fos-
ter closer partnerships. 
 
MEMBER CARE AND A PERSONAL RESPONSIBILITY 
There needs to be a personal responsibility for personal, spiritual, physical and psychological health. 
For far too long we as South African©s have had a long list of do©s and don©ts and have only concen-
trated on the spiritual.  We need to learn to have balanced lives personally, for an even more effective 
ministry. 
 
MEMBER CARE IS EVERY FELLOW WORKERS RESPONSIBILITY 
The emphasis of member care is on prevention and not just crisis intervention. Therefore fellow 
workers need to work on maintaining good relations. This is a challenge to South African©s.  Al-
though we are a rainbow nation in ethnicity, language, etc. There remains the roots of xenophobia, 
class distinction, language articulation stigma, not being black enough or not being white enough ... 
our list still goes on.  As fellow workers we need to embrace the ©ALL PEOPLES© of our country and 
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those within our borders. We need to begin to unconditionally love, care, embrace, show grace and 
mercy and accept our differences in a Godly way. 
MEMBER CARE AND THE SENDING CHURCHES RESPONSIBILITY 
The sending church gives the go-ahead to the mission agency whether the candidate is ready to serve 
on the field or not.  The mission agency will not accept any candidate without the sending churches 
consent.  Presently, we find that the sending church has almost taken a back seat in some communi-
ties in South Africa. There needs to be the on going educating of the sending churches responsibili-
ties toward the missionary and take ownership as it where in serving as a sender and in particular 
prayer and financial support.  There are still far too many unsupported missionaries from within the 
South 
African church.   
 
MEMBER CARE FACILITATOR (MCF)  
"The MCF position should be validated by the field/sending base and the membership of the 
field/sending base.  The MCF must have a heart for people, be guided by God©s wisdom, flow with 
discernment, be of matured stature, be free from personal agendas.  Must show self-control, be trans-
parent, must be trustworthy, confidential, sensitive and warm, approachable.  The MCF must be crea-
tive in seeking solutions to problems and able to communicate strength, hope, courage and faith.  
Must be committed to neutrality and objectivity which will foster a climate of harmonious relation-
ships with leaders, as well as with disgruntled, hurting and confused members.  The MCF must be 
convinced that God is absolutely sovereign, His Word is absolutely true and can be trusted and hold 
the conviction that the grace of God is absolutely sufficient for every situation.  Thus, the MCF 
should be a person of prayer!" Dr Tom  Marks, USA. 
 
There is a challenge before us as South Africans to pray for MCF to be raised up by God and serve 
the body of Christ and be willing to be trained, familiarise themselves with the mission agencies vi-
sion, goals, personnel, policies and strategies.   
 
MEMBER CARE FACILITATOR INVOLVEMENT 
Here are some areas of involvement. Note that the areas of responsibilities will need to be negotiated 
and clearly stated in the MCF job description. 
   
*Conflict amongst team members  
*Depression, anxiety, phobias, post-traumatic disorders, eating disorders, etc  
*Education of children, especially those returning to their homeland for thigh school and college  
*Death or serious illness of family members in their home country  
*Crisis such as child being molested, kidnapping  
*Suicide of a family member  
*Retirement - helping those at retirement age look at options  
*Burnout  
*etc. 
 
MEMBER CARE AND CARING FOR THE CARER 
With our tract record in South Africa, we as pastors, missionaries, and Christian workers forget that 
we also need care ourselves. So we need to cultivate amongst ourselves the discipline, and account-
ability structures for ourselves and for each other as caregivers to have our own carers. Again, with 
those with whom you can speak in confidence, and off load, and pray for each other as care givers 
and give moral support. And indeed we are beginning to experience some real growth in this area. 
Hallelujah! 
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Developing Member  Care Affiliations 
Kelly O©Donnell  

 
Overview: How can mission organizations, sending churches, and member care groups work to-
gether to help provide the necessary "flow of care" for the increasing numbers of mission personnel? 
One important way is to form affiliations of experienced member care practitioners who are familiar 
with missions, who band together to intentionally develop important member care resources within a 
specific geographic region (e.g., North Africa), people group (e.g., tribal groups in North India), or 
type of ministry (e.g., trauma management). These affiliations, when set up and maintained properly, 
help complement the supportive resources that sending agencies are already providing (e.g., team 
building, crisis care, and pastoral field visits), and in many cases fill in important member care gaps. 
 
This article takes a closer look at a specific type of affiliation referred to by the acronym RIMA--
Regional Interagency Member-Care Affiliations. Rima is a Spanish word for a "rhyme". You know 
you have a good rhyme when you hear it. It takes time to get the right meter and words to flow to-
gether. And you know you have a good member care affiliation when you see it function well--time 
also is needed to get the right mix of people and projects to flow together.  
 

CHARACTERISTICS OF RIMAS 
RIMA Personnel  
What then are some of the essential ingredients of RIMAs? To begin, lots of things that begin with 
the letter "C". At the heart is a core group of men and women from different organizations, usually 
between five to 15 people. They are committed, compatible, competent colleagues with complemen-
tary skills, who sense the call of God to work together on concensually-derived, cutting-edge projects. 
Members of RIMAs are there because they want to be there--and  yearn to be there. They need not be 
coaxed, but recognize the privilege, value, and often sacrificial nature of their joint work.  
 
Most RIMAs are inclusive in their membership. They have a good representation of people from dif-
ferent organizations and nations, who have diverse mission and member care experience. Shifting 
from "C©s© to "R©s", members have extensive relationships with networks of colleagues and with mis-
sion leaders; are respected for their godly character, competence, and contributions; and have re-
sources to help accomplish the groups goals, such as time, skills, organizational backing, and some-
times access to funding sources.  
 
RIMAs work best when a number of their members have had a prior, trusting relationship. Going 
with a few "F©s" now, function (working on strategic joint tasks) usually brings friends and colleagues 
together, but friendship and Christian fellowship will keep them together. From this foundation of 
friendship and function will eventually emerge a more definite form (structure) to help support the 
affiliation©s efforts.  
 
Finally, RIMA members need to cultivate at least four different dimensions, or roles, within their 
group. I call these the "meta-fours" for member care developers. 
 
1. Scouts--to monitor what  is happening (trends, events, needs) and report back to others in the af-
filiation and the mission/member care community.  
 
2. Scribes--to make accurate notes and write and disseminate material about what is happening.  
 
3. Bards--to inspire others, point out future directions, and eloquently retell what is happening via 
discussions, presentations, and training. 
 
4. Brokers--to connect the right information about needs with the right people (resources) to help. 
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RIMA Projects 
Member care affiliations, whether they focus on regions (e.g., South Asia), people groups (e.g., un-
reached groups in Indonesia, China), or specific ministries (e.g., trauma care), identify a number of 
projects in keeping with the group©s goals. Each joint project usually has a coordinator, a written plan 
with an estimate of costs and funding sources, and an evaluation at the end. None of the RIMAs I 
have worked on have offered remuneration for our work, as we work as volunteers. However funds 
have been periodically available to cover many expenses, made possible through individual contribu-
tions, help from one©s organization, and funds from outside sources. 
 

At the heart of RIMA projects is the goal to really make a difference on behalf of mission personnel--
to develop relevant resources to fill in significant regional member care gaps. The intent is to go after 
needs/projects that are not being fully addressed, which individuals and groups are not able to handle 
on their own. For Collins and Porras (1994), who write about the successful practices of visionary 
companies, going after large and at times audacious goals is a necessary means to stay on the cutting 
edge in the marketplace, provided that such goals stem from the company©s core vision--its raison 
d©etre. In terms of RIMAs, this means that members must not just be content with discussing issues, 
sharing updates, providing mutual support, or helping each other with their organizational-related 
work. Rather, it means that members want to deliberately and ambitiously go after larger-scale pro-
jects that will strategically impact the mission community. 
 

Pulling I t Together  
RIMAs need four things to be relevant—to flow together well, like a good rhyme. First, they need the 
right platform upon which to solidly base themselves. For many this means being part of (and often 
birthed from) an existing mission structure, such as the Association of Evangelicals in Africa, the 
World Evangelical Fellowship, or COMIBAM (Iberoamerican Missions Cooperation). Such associa-
tions provide credibility and resources. Second, as mentioned earlier, they require the right personnel: 
members with important relationships (health care networks and connections with mission leaders), 
respect (godly character, competence, contributions), and resources (time, skills, funding). Third, 
they must pursue the right projects on behalf of  different groups or "levels" of mission personnel: 
agencies, nations, regions, and also globally. And finally they need some basic protocols—guidelines 
for things like managing conflicts, roles/responsibilities etc. Developing such protocols is a normal and es-
sential process for healthy affiliations, and parallels the processes outlined in Table 1 below. To quote 
Charles Handy in Understanding Voluntary Organisations (1988, p. 9): “Virtue does not have to be so 
painful, if it is sensibly organised.”  And simple recognized protocols area sensible ways to avoid unneces-
sary pain as well as to help guide and protect RIMAs. (See also point 10 in Table 2). 

_______________________________________________________________ 
Table 1 
RIMA Relevance Grid for Developing Member Care  

 

            LEVEL OF FOCUS 
             Agency       National Regional  Global 
PROJECTS (the r ight tasks) 
Coordinating group 
Consultations 
Centers (facilities, groups) 
Compilation of resources 
Courses/workshops 
Comprehensive study (research) 
Coalitions/networks  
(health care, counseling  care,  
crisis care, children©s ministries, etc.) 

^^^  

PERSONNEL (the r ight relationships, respect, resources) 
^^^  

PLATFORM (the r ight organizational backing) 
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RIMAS--PRACTICALITIES AND PITFALLS 
It  takes a lot of work for RIMAs to reach a point of viability. In my experience, it is a three to five 
year process to "knit the net"--to help organize a network of basic resources within a region. It is 
similar to the process of building a house, described in Proverbs 24:3-4, in which wisdom, knowledge 
and skill are needed to establish it and fill it with precious goods. 
 
Some people and projects start off with much enthusiasm, but then eventually fade largely due to 
time constraints. At times there can be relational differences and cultural misunderstandings which 
drain energy from projects. Different agendas and personalities can clash. There can also be different 
commitments to look at or go after "the bigger regional picture". A coordinator may not keep the 
communication flowing over time and over large geographic distances, both of which are so neces-
sary when people live in different countries and their work is done in cyber space via electronic mail 
(Koster, 1994). Sometimes the coordinator gets stuck with most of the work, or there is no true ac-
countability for the timely completion of projects, or funds are not available to do projects. The pos-
sible hindrances to RIMA viability, frankly, are legion. 
 
But the potential gains are worth the trouble. What has helped me persevere is the support and in-
volvement  of close friends, plus a basic road map to help guide my involvement in affiliations. With 
regards to the latter, I am indebted to the work of Phill Butler of Interdev for his suggestions on form-
ing strategic alliances between Christian groups in missions. I have mingled several of his ideas on 
forming ministry partnerships with my own thoughts for member care affiliations, and have summa-
rized these in Table 2. 

 
FOR EVERYTHING THERE IS A SEASON--AND A SUMMONS 

The reality of living in a global society calls each of us to seriously look beyond our own national, 
organizational,  and disciplinary borders. As Ray Fowler, the CEO of the American Psychological 
Association puts it, "To limit our information to developments in the United States now makes no 
more sense for psychologists than it does for economists, chemists, or political  
scientists. More than ever we are citizens of the world (1998, p. 3)". The same charge holds true for 
mental health professionals from other countries.  
 
Member care likewise continues to mature and internationalize. We in this field have the dual respon-
sibility of providing for those in our own cultures/organizations, as well as promoting cross-cultural 
understanding and cross-cultural cooperation to help fill in important member care gaps. This is no 
small task. People from other countries can see things very differently, whether it be how best to con-
ceptualize and resolve human problems (e.g., Zaman, 1998), or how best to form and maintain mem-
ber care affiliations.  
 
Member care workers, be they mission pastors, psychologists, or personnel directors, are encouraged 
"to capitalize on those aspects of their current professional life which are their greatest strengths, and 
to find some ways to translate those strengths into an effective contribution to the missionary en-
deavor (Richardson, 1988, p.6 )." For some, these contributions will take the form of working as part 
of RIMAs and other strategic member care groups, building upon and adjusting the suggestions made 
in this article. 
 
Will RIMAs become a passing trend, slated to go the way of many well-intentioned aspirations? I do 
not think so. The season for member care affiliations is just beginning. If the way forward to reach 
the unreached is to work cooperatively across organizational, cultural, and disciplinary lines, pulling 
our strengths, skills, and prayers together, then RIMAs are right on target. RIMAS, when carefully 
formed and maintained--when they are rhymed well--have already played, and will continue to play 
an important role in world evangelization. 
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______________________________________________________________________ 
Table 2 
Guidelines For Effective Member Care Affiliations 

 
1. Affiliations are built on friendship, trust, and mutual concerns. Function (tasks) usu-
ally bring people together but friendship keeps them together. Affiliations are spiritual 
entities as well as working groups, so both dimensions require attention. Prayer, wor-
ship, and sharing from Scripture are encouraged. 
2. Affiliations need at least one coordinator who functions by consensus to bring the af-
filiation together and keep the fires burning. Coordinators are like roving ambassadors 
that can articulate the purposes of the affiliation, while helping to bring people and re-
sources together.  They champion the group©s cause. 
3.  Affiliations exist in order to accomplish a specific vision and tasks. Partnership for 
partnership sake is a sure recipe for failure. Consensus is always involved in identifying 
tasks. Working together successfully on "demanding performance challenges" also helps 
to rally and hold the group together. 
4. Affiliations have limited, achievable objectives in the beginning, and become more 
expansive with time.  They start by identifying the most important needs and member 
care gaps among the people/region being served.  Members  
endeavor to get behind not in front of the mission community in a given region (empha-
sizing felt needs rather than one©s own agenda). 
5. Affiliations are a process, not an event. They may be birthed via a conference/special 
event, but they take time to form and reach viability. Lots of behind the scenes relation-
ship-building, exploratory meetings, and trust development occur before the groups are 
launched. They are even more challenging to maintain than to start. Making sure the vi-
sion stays alive, the focus clear, communications good, and outcomes relevant takes ef-
fort and long-term commitment--and not just from the coordinator! 
6. Affiliations are made up of members with different backgrounds and skills. They have 
relationships with mission leaders and networks, are respected, and have access to im-
portant resources. Inclusion, interdependency,  and cooperation are core values, hence 
other groups and individuals are invited to participate on projects.   
7. Affiliations acknowledge, even celebrate, the differences in their members© back-
grounds. They focus on a common vision and values to help fulfill the group©s objec-
tives. Members feel that they truly belong and can influence the group. People and 
groups participate because they want to be there and want to work together--there is a 
high level of ownership and participation. 
8. Affiliations remain focused on their ultimate goals or vision and are not overly dis-
tracted by day to day operational demands. Practical jobs are needed to be done, and 
members often  function in clerical roles. But nonetheless, the end product is kept in 
mind to guide and inspire. Mutual accountability is essential to make sure that plans are 
carried out in a timely fashion. 
9. Affiliations do not come free. Personal finances at first may be needed as well as 
funds from one©s mission organization/church. Ultimately, outside funding, especially 
for larger projects, is needed. 
10. Affiliations expect problems and plan ahead for them. They have an agreed-upon 
protocol for handling differing expectations, disappointments, and friction.  

 
(Adapted from "16 Key Partnership Principles", by Phill Butler, Evangelical Missions 
Quarterly, 31, 409, 410.) 
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  50+ Books for  a Member  Care L ibrary (2/06 update) 
Published originally in Connections: The Journal of the WEA Mission Commission (Feb. 2003). 

 

There is a growing body of materials being written in the member care field. This material is helping 
us to improve our member care programs, policies, and practices. Here is a compilation of 50+ ma-
terials, primarily books in English, that are a core part of my member care library. These publica-
tions are categorized into the eight specialty domains of member (based on sphere four of the best 
practice model). I have also included the extra category of “ general member care”  as well as several 
web sites. Note that there are several other excellent materials that are not included here due to the 
lack of space. For more information on most of these materials as well as additional references, see 
chapter 50 of Doing Member Care Well (2002). 
 

Pastoral/Spiritual 
1. Devotional Classics: Selected Readings for Individuals and Groups (1990)—Foster and Smith 
2. Too Soon to Quit: Reflections on Encouragement (1994)—Lareau Lindquist 
3. Formed by the Desert: A Personal Encounter with God (1997)—Joyce Huggett 
 

Physical/Medical 
4. Where There Is No Doctor: A Village Health Care Handbook (1992)—David Werner 
5. Travelers Guide to Good Health: A Guide for Backpackers, Travelers,  Volunteers, and Overseas 

Workers (1999)—Ted Lankester (revised 2001) 
6. Principles and Practices of Travel Medicine (2001)—J. Zuckerman and A. Zuckerman 
 

Training/Career 
7. Naturally Gifted: A Christian Perspective on Personality, Gifts, and Abilities (1991)—G and R 

Jones 
8. Reentry: Making the Transition from Missions to Life at Home (1992)—Peter Jordan 
9. On Being a Missionary (1995)—Thomas Hale 
 

Team Building/Interpersonal 
10. Cross-Cultural Conflict: Building Relationships for Effective Ministry (1993)—D. Elmer 
11. Teamwork (1995; revised 2003)—Gordon and Rosemary Jones 
12. Building Credible Multicultural Teams (2000)—Lianne Roembke 
13. Peacemaking: Resolving Conflict and Building Harmony in Relationships (2001)—Rick Love 
14. Materials from Ken William’s workshop/website on “Sharpening Your Interpersonal Skills”  

<www.RelationshipSkills.org> 
 

Family/MK 
15. And Bees Make Honey: An Anthology of Anecdotes, Reflections, and Poems by Third Culture 

Kids (1994)—Jill Dyer and Roger Dyer 
16. Raising Resilient MKs: Resources for Parents, Caregivers, and Teachers (1998)—Joyce Bowers 
17. The Third Culture Kid Experience: Growing Up Among Worlds (1999)—Pollock and Van Reken 
18. Kids Without Borders: Journals of Chinese MKs (2000)—Polly Chan 
19. Fitted Pieces: Parents Educating Children Overseas (2001)—Janet Blomberg, David Brooks 
20. Families on the Move: Growing Up Overseas and Loving It (2001)—Marion Knell 
 

Financial/Logistical 
21. Understanding Voluntary Organizations (1990)—Charles Handy 
22. Friend Raising: Building a Missionary Support Team that Lasts (1991)—Betty Barnett 
23. Serving as Senders: Six Ways to Care for Your Missionaries (1991)—Neal Pirolo 
24. Stop, Check, Go; A Short-Term Overseas Projects Checklist (1996)—Ditch Townsend 
25. Code of Good Practice for the Management and Support of Aid Personnel (2003)—People in Aid  
26. Human Resource Management (2002 rev.)—Robert Mathis and John Jackson 
27. Member Care for Missionaries: Practical Guide for Senders (2002)—Marina Prins, B. Willemse 
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Crisis/Contingency 
28. Safety First: Protecting NGO Employees in Areas of Conflict (1998 rev.)—Save the Children 
29. Operational Security Manual in Violent Environments (2000)—Konrad Van Brabant 
30. Materials from Mobile Member Care Team’s web site  on crisis/debriefing <www.mmct.org> 
 

Counseling/Psychological 
31. Christian Counseling: A Comprehensive Guide (1992)—Gary Collins 
32. Culture/Clinical Encounter: Intercultural Sensitizer for Health Professions (1996)—R. Gropper 
33. Ad-Mission: The Briefing/Debriefing of Teams of Missionaries/Aid Workers (1999)—G. Faw-

cett 
34. Honourably Wounded: Stress Among Christian Workers (2001 rev.)—Marjory Foyle 
35. Enhancing Missionary Vitality: Mental Health Serving Global Missions (2002)— Powell and 

Bowers  
 

General Member Care 
36. Helping Missionaries Grow: Readings in Mental Health/Missions (1988)—K. and M. O’Donnell 
37. Missionary Care: Counting the Cost for World Evangelization (1992)—Kelly O’Donnell 
38. Too Valuable to Lose: Exploring the Causes/Cures of Missionary Attrition (1997) —W.  Taylor 
39. Sharing the Front Line and the Back Kills: Peacekeepers, Humanitarian Aid Workers, and the 

Media in the Midst of Crisis (2002)--Yael Danieli 
40. Doing Member Care Well: Perspectives/Practices from Around the World (2002)—K. O’Donnell 

 

Additional Books/Materials and Web Sites: 
¨  Where There Is No Psychiatrist: A Mental Health Care Manual (2003)—Vikram Patel 
¨  Psychosocial Support: Best Practices from Red Cross/Red Crescent Programs (2001)—IFRC 
¨  Stress/Trauma Handbook: Strategies for Flourishing in Demanding Environments (2003)—John Fawcett  
¨  Refugees magazine, special issue on staff and recipient safety/security called Too High A Price?; United 

Nations High Commissioner for Refugees, (volume 4, Number 121, 2000). 
¨  Red Cross Red Crescent magazine, How Safe Are We? (Issue one, 2004) 
¨  Additional Materials from People in Aid (www.peopleinaid) on trauma care, debriefing for staff (Debbie 

Lovell); accident prevention, health care (Ted Lankester); and human resource management 
¨  Special Issue on member care in Connections Feb 2003  
¨  Special Issue on member care in Mission Frontiers from USCWM Sept 2002.   
¨  REMAP 2 Project on worker retention, book, in 2005. Some reports available on <wearesources.org> 
¨  MemCa web site has several updates and resources www.membercare.org; see also www.missionarycare.org 

*** **  
·  Mental Heath Workers Without Border offers a free handbook to download on how relief workers can pro-
vide community-based trauma care  www.mhwwb.org 

·  International Federation of the Red Cross offers three free helpful publications, available at: www.ifrc.org 
a. A short booklet for workers called “Managing Stress in the Field”  (English Spanish, French) 
b. Best Practices for Psychosocial Support includes brief case summaries in several humanitarian disasters 
c. Community-Based Psychological Support is a training manual that overviews six topics 
·  World Health Organisation has regular updates on many health issues/programmes      www.who.org 
·  Centers for Disease Control has good information on public health issues and materials related to disasters. 
e.g.,  “Health Information for Humanitarian Workers”  and “Traumatic Incident Stress”   www.cdc.gov 

·  Office for the Coordination of Humanitarian Assistance (OCHA) is the United Nations body to help joint 
efforts in times of human and natural disasters.   www.opchaonline.un.org 

·  Reuters Alertnet service provides updated information on crisis areas in the world   www.alertnet.org 
·  Aid Workers Network links relief/development staff to share support, ideas; www.aidworkers.net 
·  Humanitarian Practice Group provides various materials for free, and a series of links to relevant papers, 
websites and other sources, including research by UK’s Overseas Development Institute.   www.odi.org.uk 

·  National Center for PTSD is a gold mine of material and helps on crisis care and PTSD. Articles, research 
summaries, handouts, and information for both the public and health care professionals.  www.ncptsd.org 

·  International Society for Trauma and Stress Studies has four short pieces linked to its home page on mass 
trauma, helping children, the indirect effects of trauma etc.; also conference and training  info  www.istss.org 


