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“Someone’s sitting in the shade today because 
someone planted a tree a long time ago.”  
—WARREN BUFFETT

“Opportunities are usually disguised as hard 
work, so most people don’t recognize them.”  
—ANN LANDERS

“Entrepreneurs are simply those who understand 
that there is little difference between obstacle 
and opportunity and are able to turn both to 
their advantage.” 
—VICTOR KIAM

“A pessimist sees the difficulty in every 
opportunity; an optimist sees the opportunity in 
every difficulty.” —WINSTON S. CHURCHILL

The content of this PDF is taken from 
“How to Grow a Healthy Church” by 
Pastor James Boyd.

Learn more at:
www.GrowMyChurch.com



One of the most revealing and helpful books I 

read in the early days of leadership at Grow Church 

was titled The 4 Disciplines of Execution by Chris Mc-

Chesney, Sean Covey, and Jim Huling. The promotion-

al copy on the back cover of the book boldly declared 

that by adhering to the proven practices detailed 

within its pages, we could expect breakthrough re-

sults in achieving our most important goals and pri-

orities. After reading the back cover, I was sold. I pro-

ceeded to devour the book, after which the staff and 

I established at Grow Church some of the book’s con-

cepts from the four disciplines because we believed 

we would see results if we stuck to the guided steps.

Our experience in setting and measuring goals 

was based on the four disciplines outlined in the book:

• Focus on the wildly important goal (WIG)

• Act on the lead measures

• Keep a compelling scorecard

• Create a cadence of accountability

I press on toward the goal to win the [supreme and heavenly] prize 
to which God in Christ Jesus is calling us upward (PHILIPPIANS 3:14 
AMPC).

The premise of this discipline requires a pastor or leader to go 
against his or her leadership instincts to focus on less so that the 
staff can achieve more.

FOCUS ON THE WILDLY IMPORTANT GOAL (WIG)



Instead of working to make significant improvements 

in everything all at once, focus on the number-one, most-im-

portant goal—the wildly important goal, the WIG. Most orga-

nizations get so caught up in their day-to-day operations and 

tasks, they forget about their big goals they intended to achieve 

and that they built their staffs to meet. Make it clear to the staff 

that the WIG is the goal that matters most and that failure to 

achieve this big goal will make every other achievement seem 

inconsequential.

Oftentimes, when I’m asked to evaluate the efficacy of a 

church, leaders are surprised at the number of endeavors their 

staffs are engaged in—most all of them good—that fall outside 

the original purpose and calling of their churches. 

An organization that has anywhere from five to twenty 

goals makes it virtually impossible for the staff to maintain fo-

cus. By narrowing the focus to one (or possibly two) wildly im-

portant goals, staff members can easily distinguish what is truly 

top priority. I personally believe that where the local church is 

concerned, establishing the wildly important goal is something 

the staff should be involved in, rather than its being determined 

solely by the pastor. When staff members are involved, they will 

wholeheartedly participate in achieving the goal.

I personally believe that where the local church is con-

cerned, establishing the wildly important goal is some-

thing the staff should be involved in, rather than its 

being determined solely by the pastor.



ACT ON THE LEAD MEASURES

Then I raised my eyes and looked, and behold, a man with a measur-
ing line in his hand (ZECHARIAH 2:1).

The progress and success of any strategy will be based on two 
kinds of measures: lag measures and lead measures. 

The business world knows these measures as KPIs, or key perfor-

mance indicators. These KPIs guide a staff toward the vision of the organi-

zation.

The simplest definition of the word lag is “to stay behind”; therefore, 

a lag measure is a measure of performance of an event or occurrence 

that has already taken place. Let’s say, for instance, that a recording art-

ist agrees to perform at a benefit concert for a particular charity. The day 

after the performance, organizers report that ten thousand people pur-

chased tickets at $20 each, grossing $200,000 for the charity. The number 

of people who attended the event and the amount of money raised are 

lag measures; the performance that drove those numbers is already in the 

past.

Lead measures are the high-impact activities or strategies you and 

your staff must accomplish to reach your goal. They measure the new be-

haviors that must be established to drive success on the lag measures.

To understand the relationship between lead and lag measures, let’s 

examine them in the context of a goal of losing weight: The lag measure 

would be the number of pounds lost, while two lead measures might be 

a set caloric intake and a specific number of exercise minutes each day. 

Lead measures are predictive in that, by performing them, you can predict 

the lag measure the bathroom scale will give you at the end of the week.



Lead measures are the high-impact 
activities or strategies you and 
your staff must accomplish to reach 
your goal. They measure the new 
behaviors that must be established 
to drive success on the lag measures.



KEEP A COMPELLING SCORECARD

But you shall have a perfect and just weight and a perfect and just 
measure, that your days may be prolonged in the land which the 
LORD your God gives you (DEUTERONOMY 25:15 AMPC). 

In the world of sports, the highest level of performance comes 
from athletes who are emotionally engaged with their team as 
they work toward the common goal of winning the game. 

The highest level of their engagement comes from their knowing the 

game score, whether they are winning or losing. 

In applying this discipline of scorecard keeping in the non-sports 

world, we’ve found the kind of scorecard that drives the highest level of 

engagement of a business or church staff is one designed solely for—and 

oftentimes by—the staff. It is also a scorecard that enables staff members 

to keep score.

A clear scorecard keeps the staff engaged with the goal and greatly 

reduces the likelihood of their abandoning that goal for other pressing ac-

tivities. Any staff members who don’t know if they are winning or losing are 

probably on the way to losing.

Any staff members who don’t know if they are winning 

or losing are probably on the way to losing.



CREATE A CADENCE OF ACCOUNTABILITY

Nothing in all creation is hidden from God’s sight. Everything is un-
covered and laid bare before the eyes of him to whom we must give 
account (HEBREWS 4:13 NIV).

The cadence of accountability is a rhythm of frequent and regular 
meetings of any staff working toward a wildly important goal.

Accountability should always begin with the leadership of the orga-

nization and include every staff member, from top to bot-tom. Account-

ability brings encouragement to others and keeps the organization on 

track.

Accountability meetings should occur weekly and last between 

twenty and thirty minutes, during which time staff members should hold 

each other accountable for producing results. 

Establishing a repeated cadence allows staff members to create 

their own commitments to getting results. People will always be more 

committed to their own ideas than they will be to taking orders from 

someone else. By making commitments to fellow staff members, the rela-

tional emphasis shifts from professional to personal.

When fully engaged staff members, functioning comfortably in a 

cadence of accountability, see the lag measure of a wildly important goal 

moving as a direct result of their efforts, they know they are winning. And 

nothing drives staff morale and engagement more than winning.


