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Imagine two congregational leaders. The first is a tall, white male in his forties; an attractive, confident man with presence.
This leader has no trouble being seen and heard in a group, it's something he has unconsciously come to expect in life.
People might say of him that he was “born to lead.” He is the type that centuries of cultural privilege has directed our
collective attention to as “the one who knows, who has the answer, who has access to the resources we need.” It seems
only natural that he would rise to the top.
The other congregational leader was not born into such a privileged position. She is a woman of color, whose confidence
is interpreted as haughtiness, assertiveness as anger, ambition as ruthlessness. She has had to earn every ounce of respect
that she is granted at an lopsided rate of exchange. Every mistake, no matter how small, proves to her detractors that she
is not up to the task of steering the ship. While her more privileged peers might take respect and deference for granted,
she knows that wary eyes are watching her constantly, anxiously expecting her to stumble.
While it may be that these two leaders are equal in their knowledge and
skill, their experiences and outcomes may vary a great deal. It may be the
case that his errors go unrecognized because of the way the group
perceives and responds to him, leading to a lack of growth or
improvement. While it may be that her tenure could mark a highly
productive period for the organization because of the constant demands
on her for competence (as well as the vigilance of the organization).

Leadership is not simply an action or
skill performed by an individual but
an outcome of a complex relationship
dynamic between the leader and the
body.

Many people by now are somewhat aware of the disparity with which people are judged based on their color, gender,
nationality, age, social status, physical appearance, etc. While these are truthful and relevant points in any discussion on
leadership, it is not the intended purpose of these descriptions here. What these descriptions are intended to point out is
that leadership is not simply an action or skill performed by an individual but an outcome of a complex relationship
dynamic between the leader and the body.
Relationships are not governed by objective evaluations of facts but by subjective narratives colored by varied and collective
emotional tides. Communities are systems that ebb and flow from anxiety to calm and from creative innovation to status
quo. The design on the cover indicates the nature of this ebb and flow: from “the bomb” to “the loop” to “the pause” to
“the new normal,” communities regularly experience what marital counselors call “rupture and repair.” The key is to make
sure that, after the rupture, there is repair. Understanding the nature of the rupture helps.
The Four Horseman of the Apocalypse: Stumbling Blocks to Congregational Health reviews four common and potential sources of
rupture:
1. Getting Triggered: Personal Reactivity
2. Anxiety I: Interpersonal Reactivity
3. Anxiety II: System Reactivity
4. Triangulation: The Games We Play
Most of the time, those involved in the community are unaware of the current status of rupture in relationships they are
in. It is hard to read the “signs of the times” when one is caught in the middle of a situation. This resource is intended to
help leaders become more aware of the ebb and flow of the emotional tides that they and their congregations get caught
in. This is not an easy skill to develop. It takes patience, courage, and humility. But the benefits are enduring. The leader
who can stand back and observe (first) their own reactivity and (second) the communities’ reactivity, will gain a wider
perspective, greater clarity, increased creativity and a deeper sense of calm. And calm, clear, courageous leadership is what
is needed now as never before.
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Getting Triggered: Personal Reactivity
The human brain developed in stages. The technical terms for these different parts of the
brain are the limbic system, the amygdala, and the neocortex. From a layperson’s perspective,
these three portions of the brain can be called the frog, dog and human brain. Each of
the three parts of the brain have a dominant reaction to stress in one’s environment.
The limbic system, or frog brain (also sometimes called the reptilian
brain), is the oldest evolutionary portion of the brain and stimulates
the survival instinct. The default behavior of the frog brain is fight,
flight, or freeze.
The amygdala, or dog brain, evolved in our earliest stages as mammals. The dog brain is responsible
for memory, emotion, and connection. The default behavior of the dog brain under stress relates to
human connection: to either draw closer to or more distant from those in our community. Family
systems theory uses the term “fusion” to describe the instinct to draw closer to others and the term
“cut-off” to describe the instinct to move away from others.
The neocortex, or human brain, evolved last in humankind. The human brain is
responsible for complex thought, especially rational thought. The default behavior
of the neocortex under stress is to justify ourselves. That is, the neocortex is an
expert at creating reasons why our actions, feelings, or ideas are acceptable in the
community.
When triggered, the default reactions that occur are neither conscious nor intentional but occur at the level of instinct.
Becoming aware of when we are triggered, what situations tend to trigger unconscious reactions, and how we tend to
respond to being triggered is helpful in our day-to-day relationships. By becoming aware of our “triggers,” we can learn
how to respond thoughtfully, consciously, and intentionally, choosing our behavior toward others, even under stress.
There are a variety of ways we can be triggered. We can talk about triggers both in terms of types of triggers as well as patterns
of being triggered. The types of triggers refer to the kinds of things that cause people stress such that they unconsciously react.
Here is an illustrative, but certainly not exhaustive, list of types of triggers. Which of these common types trigger you?
1.
2.
3.
4.

Abuse (real or perceived).
Change in our environment (e.g. family, work, church, community, or nation)
Certain people or personality types.
Certain issues, particularly if the issue is reoccurring and creates social, emotional or
physical discomfort.
5. Cultural disconnection, which is more likely to occur when we enter into a social
setting as a minority and may be both chronic and pervasive for someone who is a
minority member living in a majority culture.
In addition to types of triggers it is helpful to notice our patterns of being triggered. The patterns of being triggered refer
to the effects produced by the triggering event. It is helpful to become aware of our habits, or patterns, in reaction to stress.
Listed below are some of the more common patterns of being triggered. Which of these patterns do you notice in yourself?
1. Thought patterns
a. Ruminating
b. “Awful-izing” – (everything seems worse than it is; self-talk is excessively negative)
c. Fantasizing revenge (or at least the snappy comeback)
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2. Physical patterns
a. Blushing
b. Shallow breathing
c. Sweating (palms or pits)
d. Shaking
3. Behavioral patterns
a. Over/Under eating
b. Over/Under sleeping
c. “Numbing”
4. J.A.D.E. (Al-Anon acronym describes what tends to happen when one is
triggered):
a. Justify
b. Argue
c. Defend
d. Explain

Discussion
Divide into groups according to your most common reaction when triggered: thinking patterns, physical
sensations, coping behaviors, JADE or another cluster you choose to create.
1. How do you become aware that you have been triggered?
2. What clues, signs, or symptoms make it easier for you to notice in the moment that you are triggered?
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Anxiety I: Interpersonal Reactivity
It is helpful to become aware of our own emotional tendencies. Equally necessary is the ability to notice when a group is
triggered, as there are common patterns that groups express when reacting to stress. As with individuals, group responses
to stress often express themselves unconsciously and without rational intent. This is why it is helpful for you as a group
leader, especially, to notice the patterns in your church. What are your church’s “go-to” patterns when stressed? The list
of group responses below is illustrative but not exhaustive. The list is given in condensed form on this page and with
examples on subsequent pages.
Communication Category
General rather than specific communication
Rumors and triangles / triangles and rumors!
Silence and violence (in communication)

For each category, name your church’s most common
“go-to” when stressed?
What do you do well? What needs improvement?

Focused on convincing and compelling others
Relational Category
Factions developing

Reacting Category

Side-taking

Advising

Judging

Playing the blame game

Questioning

Analyzing

Hoarding hurts and grievances

(False) Supporting

Fusion (too close) or cut-off (too distant)
Perspective Category
Assuming facts
Assuming motivations of others (Fundamental Attribution Error)
Confirmation and/or recency bias
“We are too different” and “We are exactly the same”
Historical / Habitual Category
References to past patterns
Litigating the past
Building impermeable walls around ideas, practices and relationships
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Communication Category
General rather than specific communication
“The church has no energy.”
vs. specific: “The church is averaging 3 fewer people in worship
compared to last year. I wonder if this is a trend?”
“We always seem to do this.”
vs. specific: “This is the second time the church picnic was scheduled at an inconvenient time. I prefer we look at
the calendar before we schedule our next one.”
“We never seem to do this.”
vs. specific: “It has been two years since our last church picnic. I’d like us to schedule one for this July.”
“The young people aren’t interested.”
vs. specific: “I have spoken with the youth group. Three of them can help with VBS but five of them either have
sports or band or other commitments.”
“The older folk are feeling neglected.”
vs. specific: “The change in the pastor’s hours means she has less time to visit in nursing homes. I wonder if the
deacons or Stephen ministers can help with this?”
Rumors and triangles / triangles and rumors!
“I heard people are upset about….”
“Jen asked me to let you know….”
“Brad said he is concerned about….”
“I hear the deacons are going to protest directly to the presbytery.”
“Would you be willing to mention this to the youth leader? I would but don’t really know her that well.”
Silence or violence (in communication)
Example of silence in communication: Me: “Everyone knows you don’t like the pastor. That’s okay. I don’t like her either.” You:
“Well, I didn’t really mean…(voice trails off).” Me: “Exactly! I knew you’d agree with me.”
Example of violence in communication: Me: “Everyone knows you don’t like the pastor. That’s okay. I don’t like him either.”
You: “How dare you put words into my mouth! Speak for yourself, and don’t you ever speak for me again.”
Example of silence in communication: You: “My goodness. That worship service today was a train wreck. The pastor’s sermon
rambled and don’t even get me started on the choir.” Me: “Umm…(inner monologue: “But I liked the sermon”)…yeah,
sure.”
5

Example of violence in communication: You: “My goodness. That worship service today was a train wreck. The pastor’s sermon
rambled and don’t even get me started on the choir.” Me: “Speak for yourself. What’s your problem anyway. Why don’t
you like anything?”
Focused on convincing and compelling others
“The only way our church gets through this is if we stick together and don’t raise a stink!”
“Why can’t you see that I have the best interests of the church at heart?”
“I really need your support on this. Do you remember last year when you wanted my support on that VBS issue?”
“How long have we known each other? I think you know you can trust me when I say the deacons are totally off base.
That’s not what deacons are supposed to do. Here, just read this email from my friend in Oregon about what happened in
his church when the deacons started down this path.”
“We’ve been friends a long time. I just need you to do me a favor on this one.”
Reacting Category
Advising
“Why don’t you just….”
“Well, I think you should….”
Judging
“You shouldn’t have…,”
“I can’t believe you did/said….”
Questioning
“Have you ever considered….”
“Why did you do that?”
Analyzing
“What’s really bothering you is….”
(False) Supporting
“Just trust yourself…,”
“Oh, don’t say that…,”
“You shouldn’t worry about this.”
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Relational Category
Factions developing
“The long-timers will support the pastor no matter what he says or does. Those of us who
are new need to stick together if we are to get our voices heard.”
“This church is made up of two different kinds of members: those who like the stodgy
old hymns and those who want to energize the worship service a little.”
“The ‘blue hairs’ are all up in arms again. When will we stop catering to their demands?”
Side-taking
“I don’t see why Grace should send her minutes to the secretary. As the chair, she has the right to send them out herself.”
“The deacons have been complaining about the pastor during their meetings. They have no idea about all that he puts up
with and they need to stop.”
“Juan is an expert in finances, and I think Jim needs to stop questioning him.”
Playing the blame game
“Are you telling me you lost the receipts again! We could do so much more as a
committee if we weren’t always cleaning up your messes.”
“I think we would have much better attendance if the organist didn’t play so slow.”
“If he keeps preaching about these touchy subjects, people are going to stop their
pledges, and we won’t be able to keep the lights on.
Hoarding hurts and grievances
“Back in 2008, when my mother was dying, he sent the associate pastor to see her in the hospital. She deserved better.”
“I keep remembering the time she started that petition to get me fired. She said she regretted it, but I still can’t trust her.”
“This church let me down when I needed it the most. I’m still here in body, but my heart is closed off to them.”
Fusion (too close) or cut-off (too distant)
(Fusion) “If George and the others think that we need a youth pastor then I
agree with them,” or (cut-off), “If George and the others convince the
congregation to hire a youth pastor, then I’m out of here.”
(Fusion) “Sometimes I think it doesn’t matter what the associate pastor says, I just love the sound of her voice,” or (coutoff), “Whenever the associate pastor gets up to preach, I just tune her out. Something about her voice rubs me the wrong
way and its all I can do to not walk out.”
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(Fusion with an idea) “All of us here at First Presbyterian believe that the tax system in this region is un-Christian,” or (cutoff from an idea), “I love this church because we don’t ever talk about political stuff.”
Perspective Category
Assuming facts
“Men make better leaders. It’s just a matter of biology.”
“After the pastor retires the pledges will drop.”
“If we build a larger sanctuary, we will get better attendance.”
Assuming motivations of others (Fundamental Attribution Error)
“I heard the Session voted to let go of the parish nurse. They are more concerned with getting young people than caring
for the older folks.”
“I’m certain the pastor said that just to make me look bad.”
“Sean wanted to embarrass me by making me look foolish in the meeting.”
Confirmation and/or recency bias
“Apparently nobody showed up for the annual Spring potluck. I think potlucks are a thing of the past.”
“Ken called before the meeting to report the building fund donations have slowed down significantly. This would suggest
that we don’t have the kind of support we need if we are going to build a new sanctuary.”
“Only four youth showed up for game night. See, I told you Sundays are a bad choice for youth events.”
“We tried a modern hymn and it fell flat. Given the choice, our people will always choose the good old traditional hymns.”
“We are too different” and “We are exactly the same”
“We have argued this issue over and over again. I just don’t think we are ever going to
find a resolution.”
“You can’t be a Christian and a Republican, we all agree on that.”
“You can’t be a Christian and a Democrat, we all agree on that.”
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Historical / Habitual Category
References to past patterns
“Well, we’ve seen this before, haven’t we?”
“I seem to remember this happening under pastor Jones, too. Am I right about that?”
“Pastor Jones did the same thing! It’s got to stop!!!”
“I was reading the minutes from the 1980s and again in the early 2000s. This happened under Pastor Nolte and again
during Pastor Cuccini’s ministry.”
Litigating the past
“I know what the Commission on Ministry report said, but I’m telling you that’s not what really happened!”
“The last time this happened, the Session screwed everything up with the way they handled the issue.”
“I know what Claudio said but that’s not what I did. What I did was….”
“I was here back then and that’s not what the pastor at the time said or did. What he actually said was….”
Building impermeable walls around ideas, practices and relationships
“The only way to look at this is….”
“If we don’t do the plan I laid out, we’re doing it wrong.”
“There’s only one way to get this done, but everyone else doesn’t know what they’re talking about.”
“Here’s what we need to do. Anyone want to argue with anything I said?”
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Anxiety II: “System” Reactivity
People taking sides in an argument: Problem. People playing the blame game and developing factions: PROBLEM! People
hoarding hurts and walking away if they don’t get their way: BIG PROBLEM!!! These problems are easy to spot.
When a group gets emotionally triggered, often communication fractures in a variety of ways, and it’s often easy to spot.
It is easy to notice a lack of clarity and charity in a parishioner’s behavior. It’s a little more difficult to notice when people
start to communicate with a lack of specificity and directness, but eventually you will detect it. However, along with these
easy-to-see signs of a group being triggered, there are a host of less obvious signs. These less obvious signs of a grouptrigger event can lead you as a church leader to wonder how you missed seeing the land mine you just stepped on. OUCH!
Among the most common events that occur when a congregation is triggered is the escalation of “anxiety” throughout the
congregation as a system. Anxiety here is not general anxiousness requiring prescription medicine but as family systems
theory uses it: to reflect an increase in emotional intensity within an individual or group. (To understand how “system” is
defined here, imagine a murmur of starlings in flight: each individual starling is being influenced in ways that direct the
whole flock. “Anxiety” here is akin to the influence of the wind currents upon the murmur of starlings.)

The Spooked Herd
The presence of anxiety evokes what some call the “Spooked
Herd” effect, where one in the herd gets spooked and the whole
herd reacts. When anxiety escalates in a congregation virtually
everyone is affected. When anxiety escalates people become
more rigid in their thinking and more reactive to those who hold
a different opinion. You might begin to hear name-calling (“He’s
such an a**hole”) or labelling (“She’s just neurotic”). You might
also start to feel stuck as a leader and wonder why you can’t get
beyond what seems like an easy issue to address. These are all signs your flock has become a herd—ready to stampede.
Name calling and labelling of others are still fairly easy to spot. Unfortunately, there are still more signs your congregation
has been triggered, and some of them are so subtle as to be sneaky. What makes the work of discernment difficult is that
some of these sneaky, subtle signs a congregation has been triggered can seem like good things!

Over-Focus
For example, triggered congregations often will over-focus on an issue. That is, the congregation will spend an abundance
of time, effort, energy, and (sometimes) money on the problem. This may seem like a good thing: “When the going gets
tough, the tough get going,” “If at first you don’t succeed, try, try again!” However, often the effort comes at the expense
of neglecting other significant concerns.
Over-focus shows up in a congregation when members spend too much time on the substance and content of their
arguments while remaining blind and deaf to the processes they are using to discuss the issue. Here’s an example: a pastor
argues for one thing, half the elders argue for its opposite, and church members choose a side to support. No one notices
(1) whether or not people are being listened to, heard, and validated; (2) whether all voices are being given a fair opportunity
to express themselves; and (3) whether the leadership is being thoughtful, prayerful and reflective about the decision before
them. Over-focus on content at the expense of process is a sure symptom of anxiety.
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Over-Functioning
A cousin phenomenon to over-focus is over-functioning to solve a problem. Over-functioning occurs when you or another
take on responsibilities and control of a ministry that should be delegated to others. If you are doing someone else’s job
rather than holding them accountable to do the work assigned to them, you are over-functioning. Over-functioning, like
over-focus, is sneaky. It can seem like a good thing: “Look at how hard the pastor works,” or, “Betty is so committed to
this church.” Unfortunately, when one person over-functions, (perhaps because she or he is anxious to see something
happen), those around that person will inevitably under-function.

Under-Functioning
As a symptom of anxiety in the congregation, under-functioning seems less commendable. Rarely do we hear someone
say, “Isn’t it great that our pastor dropped the ball on that project?” But rather than attribute some character flaw to the
pastor or a committee chair, the perceived laziness or neglect is more likely a part of the influence of anxiety at work. When
church leaders and the people they serve shut down, stop cooperating, or back away from fulfilling assigned tasks to which
they have agreed, anxiety is acting to repress motivation and action.

Epicenter versus Episode
A final sign that a congregation has been emotionally triggered may
be the sneakiest of all. It’s certainly the most difficult to spot. This
final sign uses language from geology to describe congregational
anxiety: Epicenter versus Episode. Just as an earthquake’s epicenter
may show up as an episode in a town hundreds of miles away, so the
epicenter (root cause) and the episode (apparent issue) may only be
distantly related.
You can sense that the episode is not really the epicenter when a
situation seems out-of-balance in intensity compared to the relative
merit of the issue. In such circumstances, you may find yourself
asking, “Are we really arguing about the font style for the bulletin?”
In these kinds of moments, you may feel as if you have followed Alice down the rabbit hole—but you haven’t. More likely
is that you, someone in the church, or an event in the community has triggered a deep congregational memory, and past
problems are fusing with present concerns. In such instances, it will help to wonder if the emotional intensity has its
epicenter in another situation, relationship pattern or even a past event.
Like I said: this last sign of congregational anxiety is sneaky. And the land mine hard to see until we step on it.

Discussion
1. Which of these symptoms of group anxiety do you find easiest to notice in the moment and which is most difficult for
you to spot?
2. Which of these symptoms of group anxiety are you most prone to express when you are anxious?

11

Triangulation: The Games We Play
Binding the Anxiety
When the intensity between two people rises, it is normal and natural for a third
person to insert him or herself in order to relieve the intensity. It happens all the
time as a part of human relations. So whenever there is anxiety in a system in
which differences create a great deal of discomfort, what happens when one of its
members reacts in opposition? Someone is required to calm the energy down or
to “bind the anxiety” so to speak. Binding the anxiety can be accomplished,
1. by joining one of the parties to attack the offender and cut her or him off,
2. by using humor to deflect attention,
3. by offering solutions in order to placate everyone’s concerns,
4. by abruptly changing the subject, or
5. by distancing oneself from others and the situation.

Unhealthy Emotional Triangles
Church members have complicated relationships that sometimes call for peacekeeping and accommodation. And the truth
is there is nothing really wrong with inserting ourselves as the third person in a relationship in order to “bind the anxiety.”
But it does become a problem when the anxiety in the emotional system is so pervasive that “binding the anxiety” is a
constant (though unconscious) need. As a chronic state of being among a group of church members, binding the anxiety
leads to unhealthy triangulation. Here are some examples of such unhealthy triangles:
1. Someone is invited to “carry” the emotional weight another is feeling.
2. Someone is invited to take responsibility for action that more
properly belongs to another.
3. Someone is invited to share a conviction they do not actually believe.
Unhealthy triangles deflect and redirect responsibility where it does not
belong—unhealthy triangles diminish the emotional energy of those who
participate in them. When all the emotional energy in a system is being poured
into preventing intensity or conflict and restoring closeness, then there is no
energy left over for creativity, innovation, clear thinking or higher-level
relationships.

Healthy Emotional Triangles
So how, exactly, does one move toward generative relationships? The answer to that question is not an easy one. If someone
proposes a simple exercise for detriangling out of an emotional conflict, chances are, while it may provide temporary relief,
it will not contribute toward resolving the system’s anxiety. Detriangling requires a few unique qualities:
1. it requires that one develop a high level of tolerance for discomfort in oneself and in others,
2. it requires that one develop an ability to see/hear past the foreground noise of the particular issues being discussed
(or fought over) in order to observe the emotional dynamics, and
3. it requires a willingness to respond to people in an unfamiliar way and to endure the sometimes hostile reaction to
this lack of familiarity.
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There are a multitude of responses that would serve the purpose of detriangling. Here are three examples of relating to
triangles in a healthy way:
1. The person being triangled clearly articulates her or his thoughts, values or convictions.
2. The person being triangled declines to carry the emotional weight or take responsibility for another.
3. The person being triangled converts a “closed triangle” into an “open circle” to facilitate healthy, communication.
Detriangling is not a technique; it comes as a result of insight and an act of self-differentiation (remaining a self in the midst
of an emotional system). It offers the hope of increased health in individual, group, and congregational relationships.
Discussion
1. Choose one of the unhealthy triangle scenarios below and, without naming anyone by name, describe a time when you
allowed yourself to relate in an unhealthy triangle:
a. I accepted the invitation to “carry” the emotional weight another is feeling…
b. I accepted the invitation to take responsibility for action that more properly belongs to another…
c. I accepted the invitation to share a conviction they do not actually believe…
2. Choose one of the healthy triangle scenarios below and, without naming anyone by name, describe a time when you
successful “detriangulated” or “detriangled” yourself:
a. I chose to articulate clearly my thoughts, values or convictions when...
b. I chose not to carry the emotional weight or take responsibility for another when....
c. I chose to conver a “closed triangle” into an “open circle” to facilitate healthy, communication when…
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APPENDIX A: MATCH GAME!
Match the descriptions of communication practices to the photos below. How many can you find?

Listening Stance
#___ Mirror / Paraphrase words: “I hear you saying….”
#___ Reflect feelings: “You feel that….”
#___ Clarify: “Let me make sure I understand you….”
#___ Validate: “I understand how you might feel/think/believe….” “It makes sense that you might feel/think/believe….”

Speaking Stance
#___ I statements: “I think….” “I feel….”
#___ Preference statements: “I prefer….” “My preference would be / is….”
#___ Impact statements: “The impact on me is….” “When you say/do, I
experience….”
a. Be specific
b. Turn concerns into requests/proposals for action
c. Agree when you can!
#___ Laundering language: (following a provocative statement)
d. “Trump/Obama is the devil!” is laundered to become, “So you have concerns about our president.”
e. “The pastor’s support of abortion is why the church is dying!” is laundered to become, “I hear your concern
about the pastor’s views regarding this contentious debate.”
f.

“The organ is so loud I won’t be surprised if my ears start to bleed,” is laundered to become, “I hear you would
prefer the organist to play with less volume.”

Wondering Stance
#___ Bracket: “Hmmm, let me set aside my own thoughts to listen…”
#___ Plan: “Hmmm, is now a good time to have this discussion, or would scheduling another time
be better?”
#___ Invite: “Say more about….” “Spell that out further, please.” “Help me understand your
reasoning about that.”
#___ Generate: Brainstorm multiple options before deciding.
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Reacting Stance
#___ Advising: “Why don’t you just….”
#___ Judging: “You shouldn’t have…,” “I can’t believe you did/said….”
#___ Questioning: “Have you ever considered….”
#___ Analyzing: “What’s really bothering you is….”
#___ (False) Supporting: “Just trust yourself…,” “Oh, don’t say that…,” “You shouldn’t worry about this. You can do
this, no problem.”

1 _______________

2 _______________

3 _______________

4 _______________

5 _______________

6 _______________

7 _______________

8 _______________

9 _______________
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10 _______________

11 _______________

12 _______________

13 _______________

14 _______________

15 _______________

16 _______________

17 _______________

The Office: https://www.youtube.com/watch?v=Xg3dAmhFJdE
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