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Qualities or
Qualifications?
As a church facility manager most of the time I feel fully capable
of doing my job; other times I’m hit with feelings of inadequacy.
This often causes me to struggle to perform. Do you ever feel
this way? With doubts come questions: Was I totally prepared
for this job? Are there shortfalls in my skills I can’t see? Have I
been distracted by things outside of work? All good questions.
Most of us have varied backgrounds coming into work as a
manager of facilities, and never imagined ourselves as “keepers”
of a church. Was the path to facility management just some
bazaar occurrence or was it “planned” for us? What is it that gives
us the confidence required to be a keeper of the Lord’s House?
I believe God looks for qualities, not qualifications. He desires to
know that His man or woman is a person of character; someone
with conviction, quick to forgive, and eager to serve. You can
add to this job description God’s desire for a heart sensitive to
His leading, a teachable spirit, devotion to integrity, concern
for others, and a promoter of teamwork. We’re not perfect but
neither was King David.
In the Bible it’s obvious that David didn’t suddenly become king
the minute he was recognized by Samuel. There were events in
his life that prepared him for his role as king. God certainly saw
the qualities in David, not necessarily the qualifications. As the
youngest brother, David was placed in the role of servant simply
by birth order. David was shepherd over his father’s sheep; a big
responsibility that on occasion included fighting to protect the
sheep. Now, it would have been easy for him to tell his father
that a bear or lion attached the sheep and most likely the story
would have been over. There was something inside of David,
however, that would not allow harm to come to his sheep. His
character and integrity were such that he took his job seriously.
This God-given sense of character, integrity and courage
prepared him to fight the giant Philistine, become king and
face many other trials and battles. He was prepared by God.
No matter the different careers each of us have had prior to
becoming a facility manager, be assured that God has used it
all to prepare us for our current roles.
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“I believe God
looks for qualities,
not qualifications.”

How equipped are you to handle issues at work? Have
you really prepared yourself? It’s said that failure is
a great teacher and can certainly add to the learning
curve. I know this is true but still hate to fail. It’s critical,
however, to understand that failure is not defeat; it can
readily be a pathway to learning to become better. This
benefits our personal and professional lives as well as
our churches.
So how do we continue to improve, find new sources of
learning and grow in our spiritual and business arenas?
For one thing, I’d highly recommend that you attend
this year’s NACFM National
Conference. If you’ve never
attended or have been at
the last ten conferences,
you are in for a treat
packed full of professional
enrichment, personal
encouragement and
fellowship. The camaraderie
alone is worth the trip as
you make friendships that
will last a life time. Get
plugged into the current
topics, learn from industry
experts and make a huge step forward with your skills.
Check it out today and join us in Charleston this summer.
Here’s the link to get started.
This is your conference; a time for learning and
growing as well as building your network of support and
encouragement. We’re all about a gathering for church
facility managers that focuses on body, soul, and spirit.
Our goal is that you return home and to work refreshed,
refilled, and prepared.
Bless you all,
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8 Tips to Improve
Your Workplace

Communication
Skills By Guy Farmer

Have you ever endured a long conversation
where someone spent the whole time
talking at you? Have you ever done the
same thing? We’ve been conditioned to
believe that we need to talk a lot and fill
up all the free space in the universe with
noise in order to demonstrate competence
or credibility. This encourages people to
talk a lot, keep talking and then talk some
more at all times. We end up in frantic
conversations that are complete traffic
jams of people all trying to outdo each other
with bigger and better stories and facts.
Effective communication isn’t about talking;
it’s about exchanging information so that
everyone gets something valuable out of
the conversation. We’ve all interacted with
people who love the sound of their own
voice and rarely let us speak. There are
many reasons for this type of behavior but
the main one is that they don’t know any
other way to communicate and just don’t
realize they’re doing it. What they might
not understand is that communication is
over 90% non-verbal, which means that
talking is just a small part of what would
get them better results.
Excellent communication in the workplace
begins with us. We each have the ability to
either encourage a two-way exchange of
information or slam the door in someone’s
face. We can choose whether we spend
our time spitting out our stories rather
than gaining more insight into others’
experiences. Think about your own
communication style: Do you talk more
or do you listen more? What would happen
if you shifted your style just slightly?

Highly effective communicators understand that getting their point
across is often as much about understanding someone else’s perspective
as it is putting one’s own input into the mix. Here are some tips to help
you fine-tune your communication skills:

1. Listen more than you talk.
2. Ask open-ended questions to get more information
and listen to the answers.
3. Stay away from questions that lead the conversation in
a certain direction or only lead to a yes or no answer.
4. Try not to think of the next thing that you want to say.
5. Avoid thinking about the perfect rebuttal
or your next fantastic anecdote.
6. Allow people to say what they want and give them
the space to do so.
7. Learn how to listen actively. Search online under
“active listening” to learn how to do it.
8. D
 id I mention listening?
We spend so much time running our mouths
that we ignore the most important element of
effective communication: listening. It’s incredible
what we can learn when we take the time to
really listen to someone carefully. We understand
them better and can make decisions based on
deeper, more detailed information. We avoid
misunderstandings and we connect with people
on a more significant level. People also trust us more because they can
confide in us and tell us what’s important to them.
It’s always up to us how we communicate in the workplace. Excellent
communicators understand the value of listening and use it to create
happier workplaces. Listening improves our interactions and allows us
to relax more often. We don’t have to fill up every space and constantly
think of brilliant things to say, and we get to learn all kinds of cool things
about others. Try the ideas we’ve mentioned here and you’ll begin the
process of building excellent communication skills.
Click here for the original online article.
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7 Tips for
Supervising
Troublesome

Employees
By Business Management Daily
Think about your workforce. Do some of your employees require more
“managing” than others? Do some enjoy pushing the limits, while others
seem totally clueless about the problems they cause?
From emotional drama queens to lazy slackers, all of these aggravating
folks can be considered “challenging employees” — people who consume
an inordinate amount of your time and energy, but are not really bad
enough to fire.
Have you been tolerating their behavior? How long has this been going on?
Put a stop to it!

4 Reasons Managers Hesitate to Confront
Obnoxious Employees
Sometimes managers recognize why they tolerate habitually impolite
employees and sometimes they don’t. Here are four reasons managers
put up with such behaviors:
1. “But he/she is one of my top performers.” Managers may fear
productivity would drop and the worker would be difficult to replace.
Perhaps the employee has a special technical skill or valuable
institutional knowledge. None of these are good reasons to tolerate
unprofessional behavior.
2. “It’s not worth the conflict.” Management, when executed correctly,
involves plenty of face-to-face conflict. But if those interactions are
handled correctly, both sides walk away feeling satisfied. Managers
can always seek advice from HR before initially bringing up the issue
to the employee.
3. “Maybe he/she will change.” Don’t count on it. Use HR as a partner to
point out the employee’s errors and deliver the appropriate warnings.
4. “His/her skills are worth the headache.” Don’t look at this person’s
poor behavior in a vacuum. While he or she may still be productive,
it’s quite likely an employee’s obnoxious behavior is pulling down the
morale and performance of co-workers. Don’t cling to the notion that
any employee is too talented to be disciplined or even fired.
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7 Tips for Supervising
‘Difficult’ Personalities
1. Focus on what you want
to happen, not on how
you feel. The emotional
response will kick in first,
but the trick is not to act
on it.
2. Be assertive. Don’t expect
an employee to read
your mind. Let him or
her know when you’re
annoyed, upset or
disappointed.
3. Give and request frequent
feedback. Don’t stew over
what an employee may be
thinking. Ask.
4. Model the type of
behavior you want.
Exhibit the kind of
upbeat, forward-looking
professionalism you
expect from your staff.
5. Deal directly and
discreetly. Choose
face-to-face talks in
private to discuss an
employee’s attitude or
behavior.
6. Always document.
Keep a record of all
communications to
prevent lies or faulty
recollections from taking
over later.
7. Be gracious. Someone’s
rudeness doesn’t give you
the right to respond in
kind.
Continued on next page
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7 Tips for
Supervising
Troublesome

Employees
By Business Management Daily
Don’t think it’s worth it to single out a struggling
worker and take time out of your busy schedule
to help? Consider the potential results if you
DON’T confront problems:

• Loss of productivity. Poor
performers do only about a
third of the work of average
employees.
• Loss of business. Clients who
have to deal with difficult
employees may take their
business somewhere else.
• Loss of time. It can take you
twice as long to supervise a
poor performer.
• Loss of talent. If your other
employees don’t think you’re
managing well, they might
find other work.
• Loss of self-esteem. Managers
who blame themselves for
workplace problems can feel
less self-confident.
• Rule violations. Certain
behaviors can put employees
at risk.

How to Develop
an Effective

Relationship
with Your Boss
By Susan M. Heathfield

These steps will help you develop a
positive, ongoing, supportive relationship
with your boss - a relationship that serves
you well, your manager well, and, as a
consequence, your organization well.
•	The first step in managing up is to develop a positive relationship with your boss. Relationships are based on trust.
Do what you say you’ll do. Keep timeline commitments.
Never blind side your manager with surprises that you could
have predicted or prevented. Keep her informed about your
projects and interactions with the rest of the organization.
Tell the boss when you’ve made an error or one of your
reporting staff has made a mistake. Cover-ups don’t
contribute to an effective relationship. Lies or efforts to
mislead always result in further stress for you as you
worry about getting “caught” or somehow slipping up in
the consistency of your story. Communicate daily or weekly
to build the relationship.
Get to know your manager as a person - she is one, after all.
She shares the human experience, just as you do, with all of
its joys and sorrows.
•	Recognize that success at work is not all about you; put your
boss’s needs at the center of your universe. Identify your
boss’s areas of weakness or greatest challenges and ask what
you can do to help. What are your boss’s biggest worries;
how can your contribution mitigate these concerns?
Understand your boss’s goals and priorities. Place emphasis
in your work to match her priorities. Think in terms of the
Continued on next page
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Develop an Effective
Relationship with Your Boss
How to

By Susan M. Heathfield
overall success of your department and
company, not just about your more narrow
world at work.
•	
Look for and focus on the “best” parts of
your boss; just about every boss has both
good points and bad. When you’re negative
about your boss, the tendency is to focus on
his worst traits and failings. This is neither
positive for your work happiness nor your
prospects for success in your organization.
Instead, compliment your boss on something
he does well. Provide positive recognition for
contributions to your success. Make your boss
feel valued. Isn’t this what you want from
him for you?
•	Your boss is unlikely to change; she can
choose to change, but the person who shows
up to work every day has taken years and
years of effort on her part to create. And, who
your boss is has worked for her in the past
and reinforced her actions and beliefs.
Instead of trying to change your boss, focus
instead, on trying to understand your
boss’s work style. Identify what she values
in an employee. Does she like frequent
communication, autonomous employees,
requests in writing in advance of meeting,
or informal conversation as you pass in the
hallway. Your boss’s preferences are important
and the better you understand them, the
better you will work with her.
•	
Learning how to read your boss’s moods
and reactions is also a helpful approach to
communicate more effectively with him.
There are times when you don’t want to
introduce new ideas; if he is preoccupied with
making this month’s numbers, your idea for a
six month improvement may not be timely.
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Problems at home or a relative in failing health affect each of
your workplace behaviors and openness to an improvement
discussion. Additionally, if your boss regularly reacts in the
same way to similar ideas, explore what he fundamentally
likes or dislikes about your proposals.
•	
Learn from your boss. Although some days it may not feel
like it, your boss has much to teach you. Appreciate that she
was promoted because your organization found aspects of
her work, actions, and/or management style worthwhile.
Promotions are usually the result of effective work and
successful contributions. So, ask questions to learn and
listen more than you speak to develop an effective
relationship with your boss.
•	
Ask your boss for feedback. Let the boss play the role of
coach and mentor.
Remember that your boss can’t read your mind. Enable him
to offer you recognition for your excellent performance.
Make sure he knows what you have accomplished. Create a
space in your conversation for him to praise and thank you.
• V
 alue your boss’s time. Try to schedule, at least, a weekly
meeting during which you are prepared with a list of what
you need and your questions. This allows him to accomplish
work without regular interruption.
•	
Tie your work, your requests, and your project direction
to your boss’s and the company’s overarching goals.
When making proposals to your boss, try to see the larger
picture. There are many reasons why your suggestion may
not be adopted: resources, time, goals, and vision. Maintain
strict confidentiality.
•	In your relationship with your boss you will sometimes
disagree and occasionally experience an emotional
reaction. Don’t hold grudges. Don’t make threats about
leaving. Disagreement is fine; discord is not. Get over it.
You need to come to terms with the fact that your boss
has more authority and power than you do. You are unlikely
to always get your way.
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Faith Bible Chapel
International
Arvada, CO

Patrick Hart
Vice President
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Spring, TX

Josh Euerle
VP of Communications
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Church
Centennial, CO
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Congratulations!...

We’re proud to announce that the
following members have completed the
Spring 2016 Certification Session.
Victor Adler
Jeb Anderson
Christopher Barron
Stephen Booth
Catherine Carvey
Tim Davis
Robert Hammond

Erik Hilder
Douglas Rogers
Donald Scott
Christopher Shoff
Stephen Simmons
Ronald Thompson

These NACFM members are now one (big!) step closer
to becoming a Certified Church Facility Manager.
The Fall 2016 Certification Session is scheduled for the first week of
October; again to be held at Brentwood Baptist Church in Nashville.
Look for more details soon in the newsletter and on the website.

Welcome New NACFM Members
Richard Elliott
Park Street Church
Boston, MA
Rick Sherbert
Floris United Methodist
Herndon, VA
Sandy Walker
Brentwood United Methodist Church
Brentwood, TN
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