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CHAPTER 1 

INTRODUCTION 

One problem present in many churches is not the pastor's preaching but his 

personality and conflict management style. Often the result is conflict which leads to 

forced termination. 

In a 1988 survey compiled by Norris Smith, of the former Baptist Sunday 

School Board of the Southern Baptist Convention, it was reported that pastors were being 

forcibly terminated as described in Table 1 (Smith 1988, 1-4): 

Table 1. Smith Forced Termination Rate 

'--' 
Pastors Every 6 Hours Per Day Per Week Per Month Per Year . 

Terminated 
1 4 28 112 1233 

Information for this survey was compiled by Directors of Mission from across 

the Southern Baptist Convention. The Directors of Missions reported the findings with 

their respective state conventions which reported the information with Norris Smith. 

In the year 2000, in a survey compiled by Jan Daehnert, of the Baptist General 

Convention of Texas, in conjunction with LifeWay Christian Resources of the Southern 

Baptist Convention, Daehnert revealed that minister terminations were occurring at a rate 

of (Daehnert 2001,7): 

1 
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Table 2. Daehnert Minister Termination Rate 

-~ 

Pastors Every 8 Hours Per Day Per Week Per Month Per Ye 
Terminated --

I 3 20 82 987 
-

The Directors of Missions across the Southern Baptist Convention reported 

terminations in their associations with their respective state convention offices. The state 

convention reported the termination to Lifeway Christian Resources of the Southern 

Baptist Convention. Daehnert report is a reflection of the Southern Baptist Convention 

report. 

While the numbers have declined, they still represent a crisis in our churches. 

In 1990 an article in Church Administration, a publication of Life Way Ch.ristia..fl 

Resources of the Southern Baptist Convention, it listed personality ISsues as one of the 

reasons for forced termination among ministers. The author of the article, NOlTis Smith, 

noted that conflict often involves different personality types (Smith 1994, 3-7). Stephen 

Howard, in his dissertation abstract, references another survey, "Survey to Learn How 

Churches Respond to Conflict," dealing with conflict factors where the majority of 

respondents (58 %) listed "personality" as a contribution to conflict (Howard 1998,2). 

In 1999 the Ministers/Church Relations office of the BGCT reported that the 

top three causes of forced termination were: control issues, poor people skills (on the part 

of the pastor), and the pastor's leadership style (Daehnert 2001,3). 

Each of these causes involves pastors' personality issues. Today's pastor must 

come to grips with who he is, gain an understanding of his personality, and evaluate his 



conflict management style. It is essential that today's pastor be equipped to manage 

conflict. 

George Barna, a well-known researcher, says, "I have witnessed pastor after 

pastor extensively trained to exegete the scriptures and are gifted to communicate God's 

truth, undeniably fail when it comes to guiding the body of believers" (Barna 1997, 18). 

Pastors are often called to a church because of their preaching skills. Once the 

"honeymoon" is over and conflicts begin to occur, the real pastor and congregation are 

unmasked. This unmasking often reveals personalities that clash. If the gap between 

perceptions and reality can be identified by both the congregation and pastor before the 

issue of a call, conflict may be prevented (Purcell 2000, 2). An honest evaluation of 

personalities might prevent the embarrassment of serious damaging conflict The saying 

"one size fits all" certainly does not apply to pastors (Purcell 2000, 1). 

The way we look at ourselves and at conflict strongly influences the way we 

respond to conflict (Sande 1991, 16). Ken Sande, Executive Director of the Institute for 

Christian Conciliation, says that most people develop an automatic response to conflict 

(Sande 1991, 17). These responses often fall into five identifiable patterns or conflict 

management styles (Sande 1991, 17). These styles will be discussed at length later. We 

can live more at peace with ourselves and others when we better understand our own 

personality and the personalities of others. The DISC letters represent the personality 

styles. (D)ominance, (I)nfluencing, (S)teadiness, and (C)ompUance). 

(D)ominance personality type people tend to take an active, assertive, direct 

approach to obtain results (Voges and Braund Workbook 1990, 19). The goal ofthis type 

person is authority and action. This type person emphasizes task and results (Voges and 

3 
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Braund 1990, 19). (D)ominance people prefer to be in control and are often characterized 

as egocentric, direct, daring, domineering, demanding, decisive, competitive, quick, self

reliant and self-assured (Voges and Braund Workbook 1990,24). 

(I)nfluencing personality type people tend to approach new people in an 

outgoing, gregarious, socially aggressive manner. They tend to be impulsive, emotional, 

and reactive(Voges and Braund Workbook 1990,19). 

The goal of this type personality is persuasion and motivation. This type 

emphasizes ideas and people (Voges and Braund Workbook 1990, 18). (I)nfluencing 

people prefer involvement with people and are often characterized as enthusiastic 

gregarious, persuasive, impulsive, emotional, self-promoting, trusting, influential, 

sociable, generous, charming, confident, convincing, reflective, and factual (Voges and 

Braund Workbook 1990,24). 

(S)teadiness personality type people tend to prefer a deliberate, predictable 

environment. They like secure situations and value disciplined behavior (Voges and 

Braund Workbook 1990, 19). 

The goal of this type person is specialization and cooperation and the focus or 

emphasis is on maintaining the environment (Voges and Braund Workbook 990, 18). 

(S)teadiness people prefer a predictable team-person, serene, possessive, complacent, 

inactive, relaxed, non-demonstrative, deliberate, stable, mobile, outgoing, alert and eager 

(Voges and Braund Workbook 1990,24). 

(C)ompliance personality type people tend to prefer that things are done the 

"correct way" according to tested procedures and precise standards (Voges and Braund 

Workbook 1990, 19). This type person's goal is consistency and standards. They focus or 



have an emphasis on maintaining the environment (Voges and Braund Workbook 1990, 

18). (C)ompliance personality type people prefer procedures and order and are often 

characterized as being perfectionists, accurate, fact-finding, diplomatic, systematic, 

conventional, courteous, conscientious, restrained, observe high standards, analytical, 

sensitive, mature, evasive, persistent, and rigid (Voges and Braund Workbook 1990,24) 

Whenever a Christian is involved in a conflict, God will give that person an 

opportunity to manage himself in a way to glorify Him, benefit others, and grow in 

character (Sande 1991,29). When a Christian responds to conflict with a desire for 

biblical resolution, it reveals a lot about that person's personality and the fact that God is 

at work in that person's life. Jesus has called us, as His followers, to be peacemakers. 

"Blessed are the peacemakers for they will be called sons of God" (Matt 5 :9; all 

quotations of Scripture are from the Authorized Version). Pastors vvho gain an 

understanding of their personality and their conflict management style will be better 

equipped to model biblical peacemaking. 

Research Purpose 

5 

The purpose of this research is to give an analysis of the relationship of 

selected pastors' personality profiles and their conflict management styles. This study will 

benefit pastors and churches alike. Misunderstanding contributes to conflict. As pastors 

better understand their personality and their conflict management style, this will decrease 

both conflict within themselves and with the church members they seek to serve. Search 

committees could use this study in their search for a pastor. Denominational entities, such 

as associations, could use this study to develop an associational conflict management 

team equipped to serve as a resource to churches. 
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Delimitations of the Study 

The purpose of this study is to influence the pastors and churches of The 

Southern Baptist Convention. 

1. The study was delimited to pastors. This therefore excluded ministerial staff serving 
in other positions such as associate pastor, church administrator, and minister of 
recreation. The study was delimited in this way because the research was mainly 
concerned with pastors who manage conflict. Generalizing results of this study to 
other church members may not be possible because of this limitation. 

2. The study was limited to pastors of predominately Anglo, Hispanic, and African·· 
American congregations. Generalizing results of this study to other populations may 
not be possible because of this limitation. 

Research Questions 

The following questions guided this study: 

1. What is the relationship between pastors' personality profiles and their conflict 
management styles? 

2. What is the relationship of pastors' length of service in the pastorate \vith their 
personality profiles and conflict management styles? 

3. What is the relationship between pastors' frequency of experiencing conflict and 
their conflict management styles? 

4. What is the relationship betweE;n pastors' education and their conflict management 
styles? 

5. What is the relationship between pastors' training in conflict and their conflict 
management styles. 

Terminology 

For the purpose of this study the following definitions are provided: 

Coriflict. Conflict is derived from a compound Latin word "cont1ictus," which 

means "to strike together" (Thomas 1994, 5). Conflict is when two or more humans 

desire the same goal which they perceive as being attainable by one or the other but not 
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both (McSwain and Treadwell 1981, 25). Norris Smith shared that DO'uglas Lewis defines 

conflict as "two or more objects aggressively trying to occupy the same space at 

the same time" (Smith 1995, 8). 

Conflict Management Styles. In this study, when reference is given to conflict 

management style, it describes a person's response to contliet (Sande 1991, 17). The 

styles will be discussed in terms of one of the following identifiable patterns: 

Persuade. Persuade is where one person attempts to change another's point of, 

view, way of thinking, feelings, or ideas (Leas 1984, 8). 

Compel. Compel is the use of physical or emotional force, authority, or 

pressure to constrain one person to do something that another person wants done (Leas 

1984, 11). 

Avoid/Accommodate. When one avoids .conflict, one evades it or stays mvay 

from it. When one uses the Accommodate style of conflict management, one goes along 

with the other, with the opposition. A person who is using Accommodate style often 

believes that the relationship is more important than the issue and therefore will avoid a..'1Y 

confrontation (Leas 1984, 15). 

Collaborate. When using Collaborate, one co-labors, works together with 

others on the resolution of difficulties that are being experienced. In a conflict situation, 

Collaborate means that one works together with the people with whom one disagrees 

(Leas 1984, 17). 

Negotiate. Negotiate refers to a strategy that is very similar to collaborate. 

Instead of seeking solutions which are mutually fulfilling to all groups, the person who 

uses Negotiate will try to get as much as he can (Leas 1984, 18). 



Support. The support strategy calls for communication skills and active 

listening. The major assumption of this strategy is that one does not share ownership of 

the problem with another, but that the other is the one with the problem (Leas 1984, 21). 

DISC Model. The DISC model of behavioral styles was developed by \Villiam 

Marston, giving a trait-based description of four behavioral Styles into which he believes 

all persons fall (Voges and Braund 1990,38). 

D. The letter D in DISC stands for people with a behavioral style described as 

(D)ominance (Voges and Braund 1990, 40). 

1. The letter I in DISC stands for (I)nfluencing. Those manifesting this 

behavioral style bring others into an alliance to accomplish results (Voges and Braund 

1990,40). 

S. The letter S in DISC stands for (S)teadiness. This behavioral style has an 

emphasis on working with others in a team effort (Voges and Braund 1990, 40). 

C. The letter C in DISC stands for (C)ompliance. Persons who are Cs in 

behavior lead with a more bureaucratic approach (Voges and Braund 1990, 40). 

East Texas. East Texas will be defined as the geographical area east of 

Interstate highway system 45 from Dallas to Houston and south, of the Red River to the 

Gulf of Mexico and east to the Louisiana border. 

Management. Management is used in this study in the sense of guiding, 

directing, and being a servant. In church conflict management, rarely does the person 

managing have authority or power. When Jesus talked about managing something, He 

was usually referring to a servant who had been entrusted by his master with certain 

resources and responsibilities (Sande 1991, 25). 
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Personality. Psychologists define personality as enduring, distinctive thoughts, 

emotions, and behaviors that characterize the wayan individual adapts to the world 

(Santrock 1986,433). Abraham Maslow referred to personality as self-actualization 

(Maslow 1962, 3). 

Personality Proll/e. Personality Profile in this research will refer to a 

behavioral style. 

Pastor. For the purpose ofthis research, the term pastor will be limited to full-

time or bivocational pastors as opposed to all ministerial staff or to church leaders in 

general. This definition excludes ministerial staff serving in positions such as associate 

pastors, church administrators, and minister of recreation. 

Southern Baptist Churches. Southern Baptist Churches are churches that are 

. . 
members of local Baptist associations and that qualify to have duly elected messengers to 

the Southern Baptist Convention. 

Procedural Overview 

The DISC personality model instrument, developed by Ken Voges, and Speed 

Leas,' "Discovering Your Conflict Management Style" will be given to selected pastors. 

A one page demographic sheet will be prepared to establish their size of church, length of 

years in ministering, education and experience in conflict. This one page demographic 

material will be incorporated with the DISC profile and "Discover Your Conflict 

Management Style" inventory to form a four-sided single instrument. Data from the 

survey instrument will be analyzed in light of the research questions. (See Appendix 1.) 



Research Assu.mptions 

For the purpose of this research the following assumptions will be made: 

1. It is possible to analyze pastors' personality traits in relationship to their approach to 
conflict management. 

.2. A pastor who develops an understanding of his personality trait and conflict 
management style will be better equipped to manage conflict more effectively. 

3. A Pastor Search Committee's knowledge of a pastor's personality traits and conflict 
management style could assist them in a successful search. 

It will be assumed that the results of this research can in no way be totally 

conclusive. It is hoped that this will encourage others to do further research in this area. 
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CHAPTER 2 

PRECEDENT LITERATURE 

The literature review provides a theological and educational foundation for the 

understanding of a pastor's personality and conflict management style. The fIrst section 

will deal with the theological presuppositions of conflict and personality as found within 

the Bible. The second section will deal with educational assumptions as fOlmd in a 

literature search dealing with conflict and personality. 

Theological Presuppositions 

Fromwhence come wars and fightings among you? Come they not hence, even of 
your lusts that war in your members? Ye lust, and have not: ye kill, and desire to 
have, and cannot obtain: ye fight and war, yet ye have not, because ye ask not. Ye 
ask, and receive not, because ye ask amiss, that ye may consume it upon your lusts. 
(Jas 4: 1-3) 

James was the brother of Jesus and pastor of the Jerusalem church in 45 AD 

when he spoke these words. The church was barely fifteen years old. This passage reveals 

to us that conflict within the church and conflict within individuals have been around as 

long as humans have existed on the face of the earth (Thomas 1994, 3). The follo\ving are 

theological truths and examples as presented in Scripture. 

Truth 1 

Conflict is a reality of life. Examples of the continuation of conflict can be 

found in word and example 133 times in the Bible (Thomas 1994,6). 
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Conflict Word Stu.dies 

Rib. Two Hebrew words are found where the English version reads "dispute" 

or "conflict." Rib means "controversy." This describes a fight, quarrel, or conflict. This 

could easily be extended to a dispute between two or more people that requires some kind 

of adjudication (Richards 1985, 230). 

Dabar. The second Hebrew word for conflict or dispute is dabaL It simply 

means "word." In verb and noun form it occurs over 2,500 times in the Old Testament. 

The particular nature of the "word" is determined by its context (Richards 1985, 230). In 

today's vernacular dabar could be used in context of one person saying to another person 

with whom he had a conflict, "Let me have a word with you." 

Dialogismos. In the New Testament we find various renderings of "dispute." 

The noun form of dispute, dialogismas, denotes primarily an inward reasoning. In Luke 

24:38 we find this word used, "and he said unto them, Why are ye troubled? And why do 

thoughts arise in your hearts? (Luke 24:38) (Vine 1981,322). This word comes from two 

Greek words: logos, a word, and mache; a fight. Logomachia is a word fight. Paul uses 

this in 1 Timothy 6:4, "strafes of words" (Vine 1981,323). 

Paroxosmus. Another example of the word "conflict" or "disputes" is seen in 

Acts 15:39. The Greek word isparoxosmus. It is only used twice in Scripture. Here in 

Acts 15 and in Hebrews 10:24 the word means to sharpen as a blade. Paul and Barnabas 

had a dispute over John Mark. Sharp words were used and a separation took place 

(Robertson 1930,241). 



Conflict Biblical Examples 

Cain and Abel-Gen 4. Cain and Abel were two brothers in conflict. Cain 

allowed his jealousy to tum to anger which led to murder. This conflict resulted in the 

first murder in the Bible. 
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Jacob and Esau-Gen 25. The struggle between these twins began within their 

mother's womb. It was a conflict foreshadowing the conflict between two nations - the 

Edomites and the Israelites. 

Joseph and his brothers-Gen 37. Joseph was his dad's favorite. His brothers 

became jealous and sold him into slavery. 

Moses and Miriam-Num 12. Moses was God's chosen leader for Israel. 

Miriam was Moses' sister. She opposed him for marrying a black woman, a Cushite. As a 

result of this conflict she became leprous. 

David and Saul-l Sam 16. Saul was Israel's first king. David was a little 

shepherd boy. God enabled David to become a mighty warrior. This made Saul jealous 

and he sought to kill David. 

Northern and Southern Kingdom-I Kgs 12. When King Solomon died, his son, 

Rehoboam, became king. The people elected a spokesman, Jeroboam, to ask the king to 

lighten the workload. The king would not listen and the result was a divided kingdom. 

Jesus and the religious leaders-Mark 3. Jesus healed a man on the Sabbath. 

The religious leaders got angry and plotted with their enemies, the Herodians, to kill 

Jesus. 

Grecians against the Hebrews-Acts 6. In the early church, conflict arose over 

neglect, poor administration, and insufficient number of servants. 



Doctrinal dispute-Acts 15. The early church faced a doctrinal dispute that 

opened the door for evangelization of the Gentiles. Paul had seen this truth in action on 

the first missionary journey and stood for salvation by grace for all men. 
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Paul and Barnabas-Acts 15. After their first missionary journey together, a 

conflict arose over John Mark which resulted in these two missionaries parting company. 

The above are just a few of those 133 conflict cases found in the Bible 

(Thomas 1994, 6). From biblical times through today we see that conflict is a reality in 

life. 

Truth 2 

A Christian's response to conflict is to manage conflict so that it results in 

resolution and restorati0Il:' The Bible is clear in admonishing Christians to be 

peacemakers and to have ministries of reconciliation. Pastors need to manage conflict in a 

way which will produce a biblical resolution. 

Conflict Management Word Studies 

Steward. "And the Lord said, "Who then is that faithful and wise steward, 

whom his lord shall make ruler over his household, to give them their portion of meat in 

due season?" (Luke 12:42). The word "steward" means manager. When Jesus talked 

about being a manager he was specifically referring to being a servant. A servant vvas one 

who had been entrusted by his master with certain resources and responsibilities (Sande 

1991, 26). This concept of stewardship is relevant to peacemaking. \\Then a pastor is 

involved in a conflict, God has given him a management opportunity (Sande 1991,26). 



God gives pastors natural abilities and spiritual gifts to manage conflict. The Bible 

provides a description of the character traits needed to manage conflict. 
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Informed. A steward, or manager, of conflict must be informed of God's will 

(Sande 1991,26). Luke 12:47 reminds us "And that servant, which knew his lord's will, 

and prepared not himself, neither did according to his will, shaH be beaten ,yUh many 

stripes" (Luke 12:47). The better one is informed ofthe Bible which expresses God's 

will, the more effective one can be in managing conflict (Sande 1991,26). 

Dependent. In conflict, pastors need to remember that God provides strength 

through the Holy Spirit (Sande 1991,26). 

Faithful. The most important characteristic of a steward is faithfulness. "Now 

it is required that those who have been given a trust must prove faithful" (l Cor 4:2). 

Faithfulnessis a matter of obedience: "His lord said unto him, Well done, thou good and 

faithful servant: thou hast been faithful over a few things, I will make thee ruler over 

many things: enter thou into the joy ofthe lord" (Matt 25:21). God knows that a pastor 

cannot control his members. He will not hold a pastor responsible for the outcome of a 

conflict (Sande 1991, 27). "If it be possible, as much as lieth in you, live peaceably with 

all men" (Rom 12:18). 

Peace. Peace is another key word in conflict management. God taught His 

people to use the word peace. Peace in Hebrew is "shalom" and in Greek it is "eirene." 

Both were standard forms of greeting (Sande 1991, 30). There are three dimensions of 

peace to be considered in conflict management. One is peace with God. This is possible 

only through Jesus. "Jesus saith unto him, I am the way, the truth, and the life: no man 

cometh unto the Father, but by me (John 14:6). The second type of peace is peace with 



others. This peace is often referred to as "unity" (Sande 1991,·31). Unity is an essential 

part of giving a Christian witness (Sande 1991,31). Verses that remind us of this are: 

"Behold, how good and how pleasant it is for brethren to dwell together in unity!" CPs 

133: 1). "If it be possible, as much as lieth in you, live peaceably with all men" (Rom 

12: 18). "And the second is like unto it, Thou shalt love thy neighbor as thyself' (Matt 

22:39). The third dimension of peace is peace within yourself. It is difficult to manage 

conflict between others if one does not have peace within oneself. This inner peace is 

only possible when one is at peace with God and at peace with others (Sande 1991,32). 

Conflict Management Biblical Examples 
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Acts 6: 1. "And in those days, when the number of the disciples was multiplied, 

there arose a murmuring of the Grecians against the Hebrews, because their widows were 

neglected in daily ministration" 

The early church encountered conflict very soon after its start. The Grecians 

and Hebrews had cultural differences. There were prejudices among them. There was a 

"party spirit" where one side felt their widows were being neglected and the other side 

was being given priority. The pastor of the church requested servants, or deacons, to help 

in managing conflict. 

Acts 15:1-2. "And certain men which came down from Judea taught the 

brethren, and said, except ye be circumcised after the manner of Moses, ye cannot be 

saved. When therefore Paul and Barnabas had no sman dissension and disputation with 

them, they determined that Paul and Barnabas, and certain other of them, should go up to 

Jerusalem to the Apostles and elders about this question." When Paul and Barnabas 

returned from their first missionary journey they learned that some men in the church 



were saying that for Gentiles to be saved they needed to become Jews first. This doctrinal 

dispute required some strong pastors serving as conflict managers. 

Acts 15:39-40. "And the contention was so sharp between them, that they 

departed asunder one from the other: and so Barnabas took Mark, and sailed into Cyprus; 

and Paul chose Silas, and departed, being recommended by the brethren unto the grace of 

God." 

When Paul and Barnabas started on their second missionary journey they had a 

conflict over John Mark. Though they disagreed, they managed the conflict by separating 

for a period of time. Conflict is as old as the human race. Conflict in the church is 

therefore unavoidable (Dobson, Leas, and Shelley 1992, 15). Ken Sande says that the 

church must learn to deal with conflict in a biblical way (Sande 1991, 19). Halverstadt, 

along with others, contends that the church needs trained conflict managers to intervene 

in church disputes (Halverstadt 1991, 10). 

Truth 3 

A pastor's personality type will affect how he responds in contliet. 

o Lord, thou hast searched me, and known [me], thou knowest my downsittingsand 
mine uprising; thou understandest my thought afar off. Thou compassest my path 
and my lying down, and art acquainted [with] all my ways ... For thou hast possessed 
my reins: thou hast covered me in my mother's womb. I will praise thee; for I am 
fearfully [and] wonderfully made: marvelous [are] thy works; and [that] my soul 
knoweth right well. (Ps 139:1-3, 13-14) 

The psalmist, King David, recognized that God was involved in all aspects of 

his development. Verse 13 emphasizes that God, in creation, had more to do with man 

than just his physical makeup. God made one unique and different from every other 
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human being. A person's deoxyribonucleic acid (DNA) profile is a detailed blueprint that 

answers questions about one (London and Wiseman 1994, 158). 

But when it pleased God, who separated me from my mother's womb, and called me 
by his grace, to reveal his son in me, that I might preach him among the heathen; 
immediately I confirmed not with flesh and blood. (Gall: 15-16) 

The apostle Paul proclaimed that even while he was in his mother's womb, 

God set him apart to reach the Gentiles. God was aware before Paul's conversion that 

Paul's personality style would be suited for his mission (Voges and Braund 1990, 29). 

Train up a child in the way he should go; and when he is old, he will not depart from 
it. (Pro v 22:6) 

This verse suggests to parents that a part oftheir responsibility is not to mold 

or shape a child to be like themselves, but to train a child in harmony with his or her 

natural bent. To put it another way, a parent is to create a healthy environment in which a 

child can mature in accordance with their God-given personality profile (Voges and 

Braund 1990,28). James Dobson, the popular Christian psychologist, in his book 

Parenting Isn't for Cowards, says, "It is my supposition that these temperaments are pre-

packaged before birth and do not have to be cultivated or encouraged" (Dobson 1987, 

24). 

The following is a briefword study followed by a few biblical examples of 

characters whose personalities illustrate notorious personality profiles. The personality 

profile illustrations will be limited to the use of the four styles of (D)ominance, 

(I)nfluencing, (S)teadiness, and (C)ompliance (Voges and Braund 1990, 69). 

Personality Word Studies 

Nephesh. The Hebrew word nephesh has traditionally been translated "soul." 
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The soul is a spiritual being inside the human body, but also refers, in Scripture, as the 

whole person (Lint 1996, 181). Nephesh is used in Scripture in a variety of ways. The 

most common uses are those of the life of a person and of the person himself (Lint 1996, 

182). The nephesh is the life or self of an individual as marked by vital drives and desires. 

It is the seat of emotion and will (Richards 1985, 525). 

Ruah. Ruah is Hebrew for "spirit." Ruah is used in ways that overlap with 

nephesh, yet it is more likely than ruah to be associated with words that emphasize 

responsible choice or basic personal attitude (Richards 1985,57). It is particularly 

important to note that ruah is ascribed to God as well as to human beings, while nephesh 

is uniquely human. 

Psuche. The Greek word psuche is translated "breath"or "life." It also came to 

be regarded'as the seat of the individual's conscience (Harris 1991,554). Psuche is the 

human personality, for it stands for the entire person. 

Personality Biblical Examples 

(D)ominance personality. Solomon is an example of a (D)ominance personality 

who displayed very individualistic emotions in meeting personal needs. He feared loss of 

control. "I said in my heart, go to now, I will prove thee with mirth, therefore enjoy 

pleasure; and, behold, this also is vanity" (Eccl2: 1). The term mirth stands for things that 

can make a person glad or happy (Leupold 1952, 59), The Hebrew style of writing 

employed here is where the outcome is given with the pursuit. Solomon, in the pursuit of 

pleasure, found it to be empty (MacDonald 1975,21). People such as Solomon who have 

a strong (D)ominance personality style are very individualistic in meeting personal needs 

(Voges and Braund Workbook 1990,48). In 1 Kings 2, David chose Solomon as his 
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successor. By tradition, Solomon's older brother Adonijah should have been made king. 

Later Solomon had Adonijah killed as he feared losing control. In dealing with people 

with (D)ominance personality, remember they are quick to take the offensive against a 

challenger. One should not cross a high (D)ominance personality unless one is ready for 

battle (Voges and Braund 1990, 86). 

Paul displayed a (D)ominance personality by aggressively setting the pace, 

giving value to organization and creating change. Paul, in Galatians 2: 1-21, sought to 

prove the independence of his gospel. He clarified the fact that this independence was not 

sectarian or self-seeking. He defended his gospel as the faith in God's grace which was 

sufficient for all, both Jews and Gentiles. Paul was totally committed in his mission to 

take the gospel to the Gentiles. His passion was like an intense fire (Ogilvie 1982, 32). 

(l)njluencing personality. Peter is an example; of an (I)nt1uencing personality 

who displays spontaneity and uses this style often. Peter, in Acts 2, took the opportunity 

to preach. This impromptu sermon resulted in three thousand people being saved. This 

ability to speak quickly can be a weakness, but its strength is for possessing a skill in 

getting others to make a favorable decision (Voges and Braund 1990, 137). 

The name Barnabas means affectionate and encouraging. "But Barnabas took 

him, and brought him to the apostles, and declared unto them how he had seen the Lord 

in the way, and that he had spoken to him, and how he had preached boldly at Damascus 

in the name of Jesus" (Acts 9:27). It was Barnabas who took this new convert, Saul, to 

the apostles and befriended him. The name Barnabas means "son of consolation" or 

"encourager" (Phillips 1986, 187). While Peter int1uenced by quickly speaking, Barnabas 

influenced by quietly speaking. 
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(S)teadiness. Abraham is an example of a personality described as exhibiting 

(S)teadiness. He was steady in his faith, hospitality, and fears of conflict. Abraham had 

settled with his nephew, Lot, in Bethel. In time, the livestock began to crowd the land. 

The herdsmen of Abraham and Lot began to quarrel. Abraham, the steady peacemaker, 

responded by being willing to allow Lot to choose where he wanted to settle. Abraham is 

an example of a personality of (S)teadiness and Support personality (Voges and Braund 

1990; 168). 

Nehemiah is another example of a (S)teadiness personality. A major task of 

rebuilding the town walls of Jerusalem laid before Nehemiah. On the one hand, 

Nehemiah prayed, seeking God's help, realizing it was impossible for him to solve the 

problem on his own. On the other hand, Nehemiah applied himself diligently to all he 

could do. He was steady in his task, with both prayer and action (Getz 1981, 31). 

(C)omp/iance personality. Luke, the "beloved physician" and companion of 

Paul, represents a (C)ompliance personality. Luke was one of the most scholarly New 

Testament writers. Luke took great care to present accurately his version of the gospel 

story. Perfectionists such as Luke are extremely thorough and loyal to completing the task 

at hand (Voges and Braund 1990, 216). 

Moses is another example ofa person with a (C)ompliance personality. "And 

the Lord saith unto him, Who hath made man's mouth? Or who maketh the dumb, or 

deaf, or the seeing, or the blind? Have not I the Lord?" (Exod 4: 11-12). God gave Moses 

the assurance of divine assistance to undertake his mission (Keil and Delitzsch 1983, 

442). While Moses was self-effacing and presenting factual information to God, he 

became competent with God's assurance. 



22 

Edu.cational Assu.mptions 

Conflict Management. Conflict management has been a theme in secular 

literature for over thirty years. It began appearing in Christian literature in the early 1980s 

with the writing of Speed Leas and a few others (Thomas 1994, 43). A barrier to conflict 

resolution is that one or both parties lack the willingness and/or ability to manage their 

differences or resolve their dispute (Ferrell 1995, 16). Assumption one is that no single 

method for managing conflict is always superior to other management styles. There are 

times when all five basic conflict management styles must be employed (Thomas 1994, 

44). 

Personality. Think about yourself for a moment. What are you really like? Are 

you aggressive, shy, or calm? (Santrock 1986, 433). Most people feel like their 

personality changes with time,yet they do have some enduring personality characteristics. 

Psychologists define personality as enduring, distinctive thoughts, emotions, and 

behaviors which characterize the wayan individual adapts to the world (Santrock 1986, 

433). Assumption two is that everyone has an identifiable personality trait in which they 

portray indefinable characteristics. 

Ken San de-The Peacemaker 

Ken Sande, author of The Peacemaker, and Executive Director of the Institute 

for Christian Conciliation, states, "Most of us develop a somewhat automatic response to 

conflict. These responses often fall into five identifiable patterns, or styles of conflict 

management." (Sande 1991, 17). He goes on to explain these five styles as: 
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Avoiding. A voiding is a style where a person does not want to deal with 

conflict. A voiding is appropriate when trivial issues and minor offenses are involved. In 

most situations, avoiding a conflict only postpones dealing with the problem. 

Accommodate. A person who accommodates wants to preserve relationships at 

all cost. This style is appropriate when issues are of lesser value than relationships. When 

a person always accommodates, it may give the other person a sense of vindication even 

when they are in the wrong, which may lead to future conflicts. 

Compromise. The compromising style of conflict management is willing to 

meet the other side halfway in order to find a solution to the differences. This style is 

appropriate when no sin or evil is involved and when it is difficult to determine a clear 

solution. Compromising may lead to manipulation and result in strained relationships 

(Sande 1991, 17). 

Compel. A person with a competing style of conflict management assumes 

there are only two possible outcomes to a conflict - a winner and a loser. This style 

requires a person to be aggressive and domineering in the pursuit of a solution. This style 

is appropriate when quick vital solutions are needed, but more often than not it produces 

unsatisfactory solutions and hurts relationships. 

Collaborate. A collaborating style accepts teamwork and works at finding a 

mutually satisfactory solution to problems. This style often produces solutions that 

protect relationships. The weakness of this style is that it often fails to deal biblically with 

the underlying causes of conflict (Sande 1991, 18). 

The strength of Ken Sande's approach to conflict management is the biblical 

application. The book The Peacemaker presents solid biblical wisdom which is very 
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practical in resolving conflict. The weakness, which is minimal, can be found in some use 

of Scripture which is questionable in its interpretation and application. The book deals 

with issues wider than the scope of conflict management. The final evaluation is that this 

book is a classic in conflict management. 

Marlin Thomas-Resolving Disputes in Christian Groups 

Marlin Thomas is Director of Resources for Living. His book, Resolving 

Disputes in Christian Groups is well organized and gives a great overview of various 

issues in conflict management. His section on conflict management styles is brief but 

supported with biblical and theological foundations. He presents the following conf1ict 

management styles. 

Avoidance. Thomas gives numerous examples of avoidance. Adam and Eve at 

first avoided confrontation with God. David avoided confrontation with Saul. Jesus 

avoided his brothers' challenge to go up to Jerusalem that all men would see Him. Paul 

and Silas, at first, avoided the loud cries of the Philippian girl in Acts 16. Avoidance is a 

natural way to cope with conflict. It is impossible to interact with every conflict every 

day. We must block out or avoid some conflict to serve (Thomas 1994,45). 

Accommodate. If avoidance does not effectively deal with all the stress points 

of our life, it is possible to accommodate some of them. Thomas uses the example of a 

teddy bear. "Like the lovable teddy bear, we are able to absorb some negative aspects of 

other people and love them in spite of themselves" (Thomas 1994,47). Abraham 

accommodated Lot when their servants quarreled over graze land. Jesus accommodated 

Mary at the wedding feast. While avoidance and accommodation have their place, they do 

not work well in keeping the peace long term (Thomas 1994,48). 
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Compel. It is rudimentary to compete against that problem that bothers or 

annoys us. Competition is not always bad but it often reaps a whirlwind (Thomas 1994, 

48). Moses killed an Egyptian. Paul and Barnabas disagreed about taking John Mark. 

David withstood Goliath in competition and won. The key is to YJIOW when to compete, 

how to compete, and how to manage the conflict. An inappropriately competitive spirit 

can destroy churches, cripple ministries, drive people away from Christ and stifle 

progress in the church (Thomas 1994, 49). 

Compromise. It is not spiritually healthy for anyone to compromise his or her 

doctrinal or ethical standards. It is important to be open to new areas of truth in every area 

of life. This is why compromise can lead us to a higher plane. Esther compromised with 

Mordecai. The early church compromised in Acts 15 in doctrinal distinction (Thomas 

1994,50). 

Collaborate. The essence of collaboration is cooperation. Collaborate brings us 

to the point of maturity. Collaborate has great biblical precedent. Abraham and 

Abimelech negotiated over their wells and Jethro and Moses talked together about how to 

govern Israel. Nehemiah helped the"lewish leaders' see the need to rebuild the temple 

walls. Collaborate follows the biblical principle of placing the thoughts, ideas, and 

feelings of others on par with your own (Phil 2:3-4). Thomas uses the fictional example 

of an owl who spends his time asking the question, who, what, how, when, where, and 

why (Thomas 1994, 51). The book Resolving Disputes in Christian Groups is an 

adequate book in presenting an overview of conflict management but lacks in any detail 

of process. 



Richard Blackburn-Lombard Mennonite Peace Center 

Richard Blackburn is a leading facilitator in conflict management, traveling 

across the nation conducting mediation seminars and training events, The Mennonite 

material is rich in biblical examples. The material and training uses numerous role play 

learning methods to allow the learner to experience the material first hand. 
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The material and seminars provide skills and strategies to help improve one's 

conflict management skills (Blackburn 1999, v). Blackburn has developed a conflict 

management assessment instrument entitled "How Do I Manage Difference?" (Blackbu.m 

1999, B-1). This instrument is a set of thirty statements where one must decide on a 

choice of A or B, whichever describes best how one would respond. The result is that it 

reveals if one's conflict management style is forcing (competing), collaborating (problem 

solving), compromising (sharing), avoiding (withdrawing), or accommodating 

(smoothing) (Blackburn 1999, B-3). Blackburn provides an excellent comparison chilli 

which he entitles Individual Difference/Styles Chart and Excesses of Styles Chart. 

Richard Blackburn, has contributed both in his material presentation and in personal 

mentoring in the area of conflict management. If there is any weakness in the material, it 

would be that it presents so many different aspects of conflict management that one tends 

to feel overwhelmed with the process. That is probably more reflective of the learner than 

presenter. 

Speed Leas-Discover Your Conflict Management Style 

Speed Leas has been recognized as being a pioneer in conflict management. He 

has been associated with The Alban Institute of Washington, D.C. The Alban Institute 

began in 1974 to assist churches and ministers. It is a multi-denominational membership 
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organization which provides training, consulting, research and publications for hundreds 

of churches across the country. Speed Leas developed the instrument, "Discover Your 

Conflict Management Style," which is published by The Alban Institute. The instrument 

has been developed with the following two objects in mind: 

1. To help individuals become aware of the range of appropriate conflict strategies 
available to them and when it is fitting to use each. 

2. To help individuals become aware of their own preferred styles and to reflect on 
other possible styles that they might choose to use more fi·equently. (Leas 1984, 1) 

Speed Leas admits he is indebted to two other conflict management 

instruments (Conflict Management Survey, by Jay Halls and Thomas-Kilman Conflict 

Mode Instrument by Kenneth W. Thomas and Ralph H. Kilman) assisted in the 

development of his instrument. The strength of this instrument is that a person can 

administer the instrument to .himself or herself, and assess hisoT her own score. One is 

not required to attend a seminar or have an "expert" administer the instrument. The score 

indicates one's favored and less preferred styles in dealing with conflict. The instrument 

was not meant to be a scientifically valid instrument which can be relied upon to probe 

the inner workings of a person's mind or emotions (Leas 1984, 1). Its purpose is to help 

the user develop some understanding of conflict management. The instrument consists of 

forty-five sets with an A or B choice, for each set. Each question set contains a pair of 

statements describing possible behavioral responses. The user must choose by circling the 

"A" or "B" statement which is most characteristic of his or her own behavior. The 

instrument identifies six different styles for managing conflict. A summary of each 

follows. 
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Persuade. Persuade is a style that Leas contends is most often used or misused 

in conflict management (Leas 1984, 8). Persuade strategies are those where a person or 

group attempts to change another's point of view, way of thinking, feelings, or ideas. 

Persuade strategies are often inappropriate, especially in higher levels of conflict. They 

tend not to work in situations oflow trust (Leas 1984, 10). The Persuade style can be 

effective where there is trust andlor the other person is unclear about what he or she 

wants. 

Compel. This style is where force, authority or pressure is used. Authority 

comes through a tacit or explicit contract one makes with others. The example Leas gives 

is that when people join an organization they discover it has an explicit contract 

(constitution or bylaws) by which the members are to abide (Leas 1984, 11). Tacit 

contracts. are unwritten contracts such as "We've alwaysdoneitthat ·vvay." Ther~ are 

appropriate times for Compel strategies in conflict management, such as a consultant 

telling members of a group to be quiet so that they can hear one another or an arbitrator 

telling each side what it will get out of a particular settlement. The pr6blem with Compel 

is that Compel individuals or groups are not likely to continue doing what has been 

demanded of them when they believe the sanctions have been removed. Morale will be 

low in groups that are continually compelled (Leas 1984,94). 

Accommodate. Leas has combined four styles into one when each could stand 

alone. Leas contends that to have done so would have required the learner to remember 

too many categories and answer too many questions, so he labels the four under one 

heading of "Accommodate" (Leas 1984, 15). This style is as it states. This is where one 

evades or stays away from conflict. Procrastination is a common approach taken by some 
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in conflict. There are times when this is a good and acceptable approach. Some examples 

of when to avoid conflict are when people need time and space to "cool down" or when 

relationships are valued more than issues. The most serious problem with this style is that 

it does not change anything. When one avoids a conf1ict, the conflict still remains. 

Collaborate. Collaborate conflict strategies are frequently held to be the best 

strategy. Leas contends it is only the best when the situation appropriately cans for its use. 

Collaborate means that people are working together. In true Collaborate style, all the 

parties walk away with a sense of satisfaction and success (Leas 1984, 18). 

The Leadership Genius o/George W Bush presents the President as a 

col,laborator. The author reports that supporters and critics alike praise Bush for his skill 

atbuilding alliances (Thompson and Ware 2003, 149). One of Bush's classmates 

compared Bush to Tom Sawyer, 'the Jiterary character who not only got his friends to 

whitewash a fence for him, but also made them feel lucky for getting to do it. 

Some of the skills needed to collaborate are building trust, communication, and 

intuition. Building trust, for example, is a key skill in fomling alliances. It encompasses 

the ability to get results and maintain personal integrity (Thompson and Ware 2003, 159), 

Communication includes skills such as listening, talking straight, providing appropriate 

feedback, and using language that inspires and unites rather than deflates and divides 

(Thompson and Ware 2003, 159). Executive coaches around the country teach 

collaborative skills to their clients. The authors contend that the world has changed. There 

is simply too much information out there to assume that you can make good decisions by 

yourself. After 9111, Bush knew that he would have to make decisions in concert with 

other nations (Thompson and Ware 2003, 160). 



Negotiate. This is similar to Collaborate except the parties Negotiate with 

lower expectations. Rather than seeking mutually Collaborate solutions in bargaining, 

they are trying to get as much as they can (Leas 1984, 18). 
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Support. Support strategy is usually learned by developing communication 

skills or active listening. The major assumption of this strategy is that one does not have a 

problem the other person does. One's task is to assist that person to deal with his or her 

own problem. This approach is an empowering or encouraging approach (Leas 1984, 21). 

There are many pluses to Leas' instrument and it has probably been used as 

widely in church organizations as any other single instrument, with a high degree of 

satisfaction. The weakness is in taking the instrument and not having any prior training in 

the language of conflict management. 

Precedent Literatu.re on Personality Profile 

There is diversity in theories of personality. This paper will examine a few. As 

early as 400 BC, Hippocrates classified individuals in terms of their body type and 

accompanying personality profiles. William Sheldon, in 1954, proposed a well-known 

theory of body types and personality. Sheldon's theory was the Somatotype Theory, in 

which precise charts of individual's bodies revealed distinct body types, which, in turn, 

were associated with certain personality characteristics. He concluded that people are 

basically one of three types. Endomorph was the term for a soft, round, large-stomached 

person who is relaxed, gregarious, and food-loving. Mesomorph was for a strong, athletic, 

muscular person who is energetic, assertive and courageous. Ectomorph was Sheldon's 

term for a tall, thin, fragile person who is fearful, introverted, and restrained (Santrock 

1986,454). 
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Trait theories state that personality consists of broad dispositions which 

respond in particular ways (Santrock 1986, 455). People can be described in terms of 

their basic ways of behaving. For example, a person is outgoing and friendly or a person 

is dominant and assertive (Santrock 1986, 455). Trait theorists disagree on the issue of 

which traits make up personality. They all concur that traits are the fundamental building 

blocks of personality (Santrock 1986,455). Gordon Allport, in 1937, tried to detemltne 

what traits make up personality by taking the dictionary and counting almost 18,000 

words which could be used to describe people (Santrock 1986,455). Raymond Cat1;ell, in 

1976, and Hen Eysenck, in 1967, gave personality tests and analyzed the responses and 

then reduced the number oftrait categories to thirty basic traits (Santrock 1986,455). 

Today, most people accept the premise of determination, which is that present 

behavior is determined by past/events (Weiten 1986, 48). Freud popularized this, and 

while it has a measure of merit, it has been extremely difficult to investigate. Freud was 

the first to recognize the role of conflict in generating psychological distresses and 

disorders. There is little doubt that conflict is a contributor to psychopathology (\\leiten 

1986, 48). For the purpose of this paper various literature searches, personality tests, or 

instruments will be examined as they relate to pastors and conflict management. 

Type AlType B--Minnesota Multiphasic 
Personality Inventory (MMPI) 

In 1956, Dr. Meyer Friedman of San Francisco began researching the question 

of whether certain personality traits affected heart disease. His research spanned more 

than twenty years. He labeled two behavior patterns. Type A persons were lonely, 

unfulfilled persons who were very demanding. Characteristics of Type A behavior were 

(l) domination by covert insecurity of status; or (2) hyperaggressiveness, or both, which 
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cause the struggle to begin; (3) a sense of time urgency designated as hurry sickness; 

(4)easily aroused anger, termed free-floating hostility; and (5) a tendency toward self

destruction (Thomas 1994, 90). The opposite pattern was labeled Type B. The Minnesota 

Multiphasic Personality Inventory (MMPI) was a widely used personality test for many 

years. Seminaries, including the one attended by this writer, required it for incoming 

students. 

The content scales focus on substance abuse, eating disorders, and Type A 

behavior (Santrock 1986, 465). While such tests as MMPI can be useful, they do not get 

to the underlying core of personality and rarely do they capture the situational variation in 

personality. From a spiritual foundation, they do not take into account personality 

changes. There have been over 9,000 books and articles published on the :rvrMPI. John R 

Graham bfKentState University has written The MMPJ:.A Practical Guide; which can 

be of help in understanding the MMPI (Graham 1977, 7). 

Myers-Briggs Type Indicator 

Early psychologists such as Sigmund Freud, Alfred Adler, Carl Rogers, and 

Abraham Maslow thought that people were fundamentally alike (Keisey 1998, 3). In 

1923, Swiss psychologist Carl Jung (who later became known as "the father of analytical 

psychology") wrote the book Psychological Types. He disagreed with early psychologists 

when he proposed that people were different (Flippin 2000, 40). 

In the early 1950s, Isabel Myers and her mother Kathryn Briggs took Jung's 

original work and began to devise a questionnaire which would identify different 

personalities (Flippin 2000, 4). The result was The Myers-Briggs Type Indicator. This 

instrument identifies sixteen personality patterns of action and attitude. While the test has 
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some merit, and this writer found it helpful, the weakness is in its sixteen different 

patterns. That large number is difficult for the average person to absorb. This instrument 

did lay the ground work for other personality tests. One such test was the Keirsey 

Temperament Sorter by David Keirsey and Marilyn Bates, which was developed in 1984. 

This can be found in the book Please Understand Me 11 (Keirsey 1998, 1). 

The Four Temperaments-Tim LaHaye 

In 1966, Tim LaHaye published Spirit-Controlled Temperament. LaHaye 

admits that the four temperaments are not perfect, but it is the oldest such grouping on 

record (LaHaye 1966, 8). 

There is a generation that curseth their father, and doth not bless their mother. There 
is a generation that appear in their own eyes and yet is not washed from their 
filthiness. There is a generation, 0 how lofty is their eyes! And their eyelids are 
lifted up. There is a generation, whose teeth are as swords, and their jaw teeth as 
knives, to devour the poor from off the earth, and the needy from among men. (Prov 
30:11-14) 

In the above passage, LaHaye saw four kinds of people. Five htmdred years 

earlier, these four were given names by Hippocrates, who is described as the father of 

modem medicine. Galen, a Greek doctor, came up with a list of strengths and weaknesses 

around AD 200 to describe these four kinds of people (LaHaye 1966, 8). Galen attributed 

physical reaction to the "four fluids" of the body. These were called blood, water, black 

bile, and yellow bile (Thomas 1994, 93). LaHaye's Spirit-Controlled Temperament was 

the first modem book written on temperaments, in English, for Christians and it is a 

resourceful book in this area. The temperaments are another way to aid us in 

understanding the differences in people. 



Sanguine. The Sanguine (blood) person is warm, lively, and full of life,. This 

person is extroverted, bouncy, and positively oriented (Thomas 1994,93). 

Choleric. The Choleric (water) person is hot-tempered, active, quick to react, 

and strong-willed. Choleric people are not frightened by obstacles and are workaholics 

(Thomas 1994, 93). 
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Melancholic. The Melancholic (black bile) person is a perfectionist, analytical, 

self-sacrificing, gifted, and very sensitive. He or she is usually very faithful and 

dependable. He or she is able to diagnose problems and find solutions (Thomas 1994, 

Phlegmatic. The Phlegmatic (yellow bile) person is calm, cool, collected, and 

easy going. He or she is well-balanced, with a low boiling point. Pressures do not upset 

them and they are very interested in enjoying people. They have a strong sense of humor 

(Thomas 1994,94). 

LaHaye has done a good job in associating a biblical character with each of 

these temperaments. They are as follows: The Sanguine is Peter; the Choleric is Paul; the 

Melancholy is Moses; and the Phlegmatic is Abraham (LaHaye 1966, 9). LaHaye has 

developed a word association test by which one can discover one's own temperament 

The book and its study are well worth the effort. This writer benefitted early in his 

Christian life by reading this book. The weakness is that people usually do not use these 

Greek words in normal conversation and sometimes feel that they cannot understand what 

the author is trying to explain. Others have gone on and developed simpler books on 

temperament differences, yet they owe much to LaHaye. 



Kay Coulter, of Lovebound Ministries, has taken the four personality traits 

presented by Tim LaHaye and expanded them with passages from Proverbs. 
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Sanguine. Characteristics of a sanguine are as follows: Image-conscious, 

cheerful, enthusiastic, encouraging, idea person, lacking in discretion, big pictme 

mentality, fun-oriented, easily distracted, inesponsible, talkative, impulsive, dramatic, 

hot-tempered, and impatient (Coulter 1996, 5). The sanguine's basic desire is for fun. An 

example of a sanguine would be the stereotypical party person, Coulter contends (Coulter 

1996, 5). Coulter explains that the sanguine tends to be self-centered and is always in 

great need of affirmation from others. A Sanguine peppers his speech with superlatives 

(the most, the best, the greatest). This often causes one to doubt the accuracy of a 

sanguine's account. A sanguine is forgetful and easily distracted. A sanguine often gets 

into trouble due to his impulsiveness, especially in spending inoney (Coulter 1996, 6), 

Since the sanguine wants to be sun-ounded by happy people and pleasant circumstances, 

Coulter shares certain proverbs that will particularly appeal to a sanguine, such as, "For 

wisdom will enter your heart and knowledge will be pleasant to your soul" (Prov 2: 1 0), 

The prospect of the righteous is joy ... " (Prov 10:28), and "He who seeks good finds 

goodwilL .. " (Prov 11 :27). 

Choleric. The characteristics of a choleric are as follows: Authoritative, self

sufficient, no-nonsense, proud, dynamic, unemotional, goal-oriented, harsh, intolerant, 

opinionated, decisive, aggressive, and fair. A choleric is a born leader, who is definite 

about being in charge, who is very decisive, and who is good at conecting \vrongs, 

according to Kay Coulter (Coulter 1996, 21). An example of choleric is a person who is 

quick to take charge of whatever group they are a part. Coulter shares that cholerics love 
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to fill a void in leadership, in a committee, work group, or classroom. A choleric is the 

one who gets elected president and organizes everyone else because a choleric thinks his 

way is the only way (Coulter 1996,22). If you give an assignment to a choleric you can 

be sure it will get done. A choleric has a way of discerning what the bottom line in any 

given circumstance will be, and is very "black and white" in his approach to problem 

solving. Cholerics tend to have a strong sense of justice. A fitting proverb for a choleric 

would be Proverbs 1 :36 " ... doing what is right and just and fair..." The choleric is very 

goal-oriented. Proverbs 4:25 is fitting for a choleric-"Let your eyes look straight ahead, 

fix your gaze directly before you." 

Phlegmatic. Characteristics of phlegmatic are as follows: low-key, slow, 

peaceful, lazy, diplomatic, undisciplined, calm, untruthful, patient, indecisive, kind and 

fearful. A phlegmatic is a background person, preferring not to draw attention to herself 

or himself according to Coulter (Coulter 1996, 34). "Blend" and "bland" Coulter says, 

characterize a phlegmatic (Coulter 1996, 34). The following proverbs are fitting for a 

phlegmatic: "Her ways are pleasant ways, and all her paths are peace"-Proverbs 3: 17. 

"Better is a patient man than a warrior, a man who controls his temper than one who takes 

a city" (Prov 16:32). 

Melancholy. Characteristics of a melancholy are as follows: perfectionistic, 

creative, focused, moody, intense, negative, deep-thinking, critical, diligent, loyal, hidden 

agenda, and trustworthy. Coulter says that melancholy people like things "just so" and are 

very detail-conscious artists (Coulter 1996, 42). An example of a melancholy is the 

bookkeeper. You can trust a melancholy to keep things in order and accurately recorded. 
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Coulter contends that melancholy people above all others are the most sensitive, caring, 

compassionate, self-sacrificing people (Coulter 1996,43). Mela.'1choly takes every facet 

oflife seriously and is very diligent. Some fitting proverbs for a melancholy are: " ... the 

desires of the diligent are fully satistled"-(Prov 13:4). "The plans of the diligent lead to 

profit"-(Prov 21 :5). 

The Taylor-Johnson Temperament Analysis 

The Taylor-Johnson Temperament Analysis (T-JTA) measures nine personality 

traits. They are as follows: 

Trait A-Nervous vs. Composed. The items measured on this scale can tell the 

degree to which a person is disturbed by trying circumstances and governed by fear and 

apprehension. 

Trait B-Depressive vs. Lighthearted. An analysis of these questions can shed 

light on the nature and seriousness of depression. 

Trait C-Active/Social vs. Quiet. This scale consists of ten items that measure a 

person's activity level. The extremes are very active to very quiet. 

Trait D-Expressive/Responsive vs. Inhibited. These questions measure the 

degree to which the person taking the instrument will demonstrate his or her feelings of 

warmth and affection. 

Trait E-Sympathetic vs. Indifferent. These questions measure a person's level 

of compassion. 

Trait F-Subjective vs. Objective. This trait measures a person's ability to think 

and react clearly and logically. 
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Trait G-Dominant vs. Submissive. These questions measure confidence, self

assuredness, self-motivation, and the ability to assume a leadership role. 

Trait H-Hostile vs. Tolerant. Questions on this scale are concerned with overt 

manifestations of hostility including the tendency to be critical, argumentative, and 

overbearing. 

Trait I-Self-disciplined vs. Impulsive. The questions in thisoltategory are 

concerned with characteristics of self-discipline such as neatness, orderliness, 

organization, and inclination to set goals (Taylor and MOlTison I 984, 39~41). 

The T-JTA has served as a resource for pastors in the area of premarital 

counseling for years. When still new, it was considered by some to be the "Cadillac" of 

personality tests. The weakness of this instrument is its length of time necessary for 

administering and evaluating. There are many instruments on the market today that 

accomplish the same purpose as the T -JT A, yet are much quicker to administer and easier 

to interpret. 

DISC 

The DISC is another personality instrument in which the letters DISC stand for 

the four temperaments of (D)ominance, (I)nfluencing, (S)teadiness, and (C)ompliance 

(Flippen 2000,38). The author, psychologist, William Marston, developed this four·,fold 

trait-based description of behavioral styles (Thomas 1994, 94). Marston published this 

material in The Emotions of Normal People in 1928. Marston took Hippocrates' Greek 

titles and assigned one of the letters, DISC, to each temperament (Carbonell 1998, 7). The 

work was further refined by John Greer and Dorothy Downey in the 1970s (Thomas 

1994, 94). Since DISC was never copyrighted, several versions and instruments under 
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this name appear. Two ofthe most widely used DISC instruments are Uniquely You by 

Mels Carbonell and Understanding How Others Misunderstand You by Ken Voges and 

Ron Braund. 

The strength of Uniquely You is that it combines a spiritual gifts inventory with 

the four DISC personality types. Churches seem to enjoy this approach. Some churches who 

would not normally be interested in a personality type instrument are interested in a spiritual 

gifts inventory. After taking Uniquely You primarily for its spiritual gifts inventOlY, they take 

the DISC personality instrument and are usually pleased with its approach. 

Ken Voges and Ron Braund have likewise developed a DISC instrument. Their 

instrument is much shorter than Carbonell's, but it does not have the gifts inventory. Gary 

Smalley and John Trent took the DISC and associated its temperament profiles with 

characteristics of animals (Voges 1997, 223). 

Lion. The leader who wants to be in charge. 

Beaver. The hard working conscientious person who gets much accomplished. 

Otter. The playful individual. 

Golden Retriever. The person who exhibits great loyalty. 

This can be viewed in Table 3 below (Flippen 2000, 40). 

Historic 

Choleric 

Sanguine 

Phlegmatic 

Melancholic 

Table 3. Temperament and DISC Profile with Biblical 
Characters and Animal Characters 

DISC Biblical Character 

(D)ominance Paul 

(I)nfluencing Peter 

(S)teadiness Abraham 

(C)om Hance Moses 

Animal 

Lion 

Otter 

Golden 
Retriever 

Beaver 
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Ken Voges and Ron Braund, in Understanding How Others Misunderstand 

You, give a detailed explanation of the DISC personality profile with multiple 

combinations (Voges and Braund 1990a, 40). A selected explanation will be given below. 

Representative Patterns 

(D)ominance. The letter "D" in the DISC language stands for people with a 

behavioral style described as (D)ominance. People with this behavioral style tend to 

shape their environment by overcoming opposition. "D" people prefer to be in control 

and get results. The four representative patterns are as follows: 

Director. Dominance oriented D 

Organizer. Dominance combined with D/I 

Motivator. Dominance equal with Influencing D/I 

Pioneer. Dominance combined with Compliance Die (Voges and Braund 

1990a, 40). 

(I)njluencing. The letter "I" stands for the (l)nfluencing of others. Those who 

display this behavioral style shape their environment by bringing others into alliance with 

them to accomplish results. "I" people focus on relationships rather than performing 

tasks. The four representative patterns in this style are as follows: 

Affiliator. Influencing oriented-I 

Persuader. Influencing combined with Dominance lID 

Encourager. Influencing combined with Steadiness IIS 

Negotiator. Influencing combined with Compliance IIC (Voges and Braund 

1990a, 40). 



(S)teadiness. The letter "S" stands for (S)teadiness. This behavioral style has 

an emphasis on cooperating with others to accomplish the task. "s" people prefer to be 

part of a team rather than working alone. They have the ability to handle repetitive 

functions. The four representative patterns in this style are as follows: 

Persister. Steadiness oriented-S 

Investigator. Steadiness combined with Dominance SID 

Advisor. Steadiness combined with Influencing S/I 

Strategist. Steadiness combined with Compliance and Dominance S/OD 

(Voges and Braund 1990a, 41). 
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(C)ompliance. The letter "c" stands for (C)ompliance. "c" people are driven 

by quality control and prefer structure and order. "C" people like to work with groups that 

emphasize quality in products or, service. The four representative patterns in this style are 

as follows: 

Perfectionist-Compliance oriented is C. 

Analyst-Compliance combined with Steadiness and Dominance is CiS/D. 

Cooperator-Compliance is Influencing and Steadiness or cms. 

Adapter-Compliance combined with Steadiness is CIS. (Voges and Braund 

1990a, 41). 

The following is an overview of DISC styles in relation to several components: 

goals, characteristic focus, distinctive emphasis (Voges and Braund 1990, 48). 

DISC Overview 

(D)ominance tend to take an active, assertive, direct approach to obtain results. 

A representative biblical character is Paul and the case study involved is Acts 9:3-19. The 



most appropriate way to respond to Ds is to provide direct answers, be brief and to the 

point. Confrontation may be necessary to gain their attention. 
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(I)njluencing tend to be outgoing, friendly, impulsive, emotional, and reachve. 

The representative biblical character is Peter, the case study being John 21: 1··22. One 

should respond by providing a friendly environment and never use confrontation if you 

desire feedback. Allow them to express their ideas. 

(S)teadiness are likely to prefer a deliberate, predictable environment. They 

like secure situations and value disciplined behavior. The representative biblical character 

is Abraham, and case study was Genesis 12-22. The best way to respond to Ss is to 

provide a sincere, personal, and agreeable environment. Show a sincere interest in the 

person and ask "how" questions to get an opinion. 

Last is (C)omp/iance who typically prefer that things are conducted in the 

"correct way" according to tested procedures and precise standards. The representative 

biblical character is Moses and the case study is Exodus 3·-4. The best way to respond to 

Cs is to prepare your case in advance. Provide straight pros and cons of ideas and support 

ideas with accurate data. Provide an exact job description with a precise explanation of 

how it fits into the big picture. Disagree with the facts but not the person (Voges and 

Braund 1990b, 19-29). Minatrea has a helpful table on DISC blends (Minatrea 1998, 

108). 
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Table 4. DISC Blends 

DISC Blend Biblical Model Potential Gift --
D Solomon tion wisdom, administra 

, 

DII Joshua leadership 

D=l Stephen evangelism 
-

DIC Paul apostle 

I Aaron servIce 

liD Peter exhortation ------
liS Barnabas giving, helps 

---
llC David faith, leadership . 
S Isaac servIce, mercy 

SID Nehemiah administration -
S/! Abraham I service, fa!th . 

--'-1 
I 

S/C/D Jacob helps 
. 

:' 

C Luke teaching -
C/S/D Moses leadership 

---
CIIJS Elijah exhortation 

C/D John service, teaching 

The next illustration, the DISC Responses to Conflict, will look at the 

comfortable and fearful response of each DISC trait. Example: The comfortable response 

to a D person is decisive. The fear response of a D person is losing (Minatrea 1998, 21). 



44 

Table 5. DISC Responses to Conflict 

-
D- Comfortable Decisive 

Fear Losing 

1- Comfortable Enthusiastic 
Fear Rejection 

------, 
-j 

S- Comfortable Supportive 
Fear Change 

C- Comfortable Stn.l.cture 
Fear Being wrong 

-~ 
. __ J 

Table 6. DISC Authority Styles 

--,--._-
Strength Weakness -l 

-------
D strong, direct too autocratic --
I open, positive too permissive 

-~-. ----
S order, respect too perfect 

---

C calm, affirming too soft 

Profile of the Current Study 

How valid is the DISC instrument? In 1982, psychologists Sylvan Kaplan and 

his associates took five separate instruments, along with the DISC, and administered them 

to see validation (Voges and Braund 1990, 48). The five instruments used 'were the 

Myers-Briggs Type Indicator (MBTI), Wechsle Adult Intelligence Scale (WAIS), the 

Cartel 16 PF, the Minnesota Multiphasic Personality Inventory (MMPI), and the Strong-

Campbell Interest Inventory (SCn). Kaplan and his workers concluded that the DISC 

correlated with the other instruments (Voges and Braund 1990, 49). 
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The DISC inventory is considered much easier to administer and evaluate than 

any of the previous personality inventories that he has used. Admittedly tht:re are 

weaknesses. The instrument at times will fail to portray the correct temperament of a 

person. As a whole, however, it is a valuable tool for ministry. 

In 1995, Lucille Ann Marion of New York State University "'Tote a dissertation 

which studied the conflict management and personality type among community college 

executives. She used the Myers-Briggs Type Indicator and the Thomas-Kilman Mode 

Instrument. Marion surveyed administrators of community colleges. The response rate for 

both institutions (56%) and respondents (77.4%) was large enough to eliminate concem 

for non-response rate bias and to substantiate the findings. The result of this study was 

that a relationship clearly exists between the personality type and conflict management 

style (Marion 1995,217, loclc.org). The precedent literature certainly gives support to 

Marion's findings. There is a relationship between personality types and conflict 

management styles. Lucille Marion established that there is a relationship between 

personality types and conflict management styles by comparing the Myers-Briggs Type 

Indicator and the Thomas-Kilman Mode Instrument. This research will compare the DISC 

personality profile with Speed Leas' Discover Your Conflict A1anagement Style and report 

the relationship. Marion said, as the result of her research that, "those scoring high on 

feeling tended to be less assertive. Those with strong sensing perceptions tended toward 

avoidance, and intuitives showed less avoiding and more assertive conflict behaviors." 

Marion also made an observation, "There exists an idealized personality and conflict type 

suggesting the need for greater emphasis on self understanding." She further comments 

that "such understanding would improve communication and minimize 
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misunderstandings between individuals. Conflict management, its principles and practices 

can benefit from the improved understanding of individual propensities and behaviors" 

(Marion 1995, 217, locle.org). 

Another way to understand DISC is to examine how Jesus displayed DISC. 

(D)ominance. It may seem hard to accept or perceive that Jesus projected this type. Mark 

1:21-28 and Mark 5:2-20 record such an account. 

And they went into Capernaum; and straightway on the sabbath day he entered into 
the synagogue, and taught. And they were astonished at his doctrine: for he taught 
them as one that had authority, and not as the scribes, and there was in their 
synagogue a man with an unclean spirit; and he cried out, saying, "Let us alone; 
what have we to do with thee, thou Jesus of Nazareth? Art thou come to destroy us? 
I know thee who thou art, the Holy One of God." And Jesus rebuked him, saying, 
"Hold thy peace, and come out of him." And when the unclean spirit had torn him, 
and cried with a loud voice, he came out of him. And they were aU amazed, 
insomuch that they questioned among themselves, saying, "What thing is this? What 
new doctrine is this? For with authority commandeth he even the unc~lean spirits, 
and they do obey him." And immediately his fame spread abroad throughout an the 
region round about Galilee (Mark 1:21-28). 

And they came over unto the other side of the sea, into the country of the Gadarenes. 
And when he was come out of the ship, immediately there met him out of the tombs 
a man with an unclean spirit, who had his dwelling among the tombs; and no man 
could bind him, no, not with chains: Because that he had been often bound with 
fetters and chains, and the chains had been plucked asunder by him, and the fetters 
broken in pieces: neither could any man tame him. And always, night and day, he 
was in the mountains, and in the tombs, crying, and cutting himself with stones. But 
when he saw Jesus afar off, he ran and worshiped him. And cried with a loud voiee, 
and said, "What have I to do with thee, Jesus, thou Son of the most high God? I 
adjure thee by God, that thou torment me not." For he said unto him, Come out of 
the man, thou unclean spirit." And he asked him, "What is thy name?" And he 
answered saying, "My name is Legion: for we are many." And he besought him 
much that he would not send them away out of the country. Now there was there 
nigh unto the mountains a great herd of swine feeding. And all the devils besought 
him, saying, Send us into the swine, that we may enter into them. And forthwith 
Jesus gave them leave. And the unclean spirits went out, and entered into the swine: 
and the herd ran violently down a steep place into the sea, (they were about two 
thousand) and were choked in the sea. And they that fed the swine fled, and told it in 
the city, and in the country. And they went out to see what it was that was done. And 
they came to Jesus, and see him that was possessed with the devil, and had the 
legion, sitting and clothed, and in his right mind: and they were afraid. And they that 
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saw it told them how it befell to him that was possessed with the devil, and also 
concerning the swine. And they began to pray him to depart out of their coasts. And 
when he was come into the ship, he that had been possessed with the devil prayed 
him that he might be with him. Howbeit Jesus suffered him not, but saith unto him, 
"Go home to thy friends, and tell them how great things the Lord hath done for thee, 
and hath had compassion on thee." And he departed, and began to publish in 
Decapolis how great things Jesus had done for him: and all men did marvel (Mark 
5 :2-20). 

Jesus displayed this type when he came into contact with demons and 

Pharisees. Voges and Kempainen contend that when Jesus came into contact with 

demons, He consistently reflected the traits of a (D)ominance, having the power to 

control with absolute authority (Voges and Kempainen 2001,37). Jesus was perfect so He 

recognized what type of expression of power and control was needed. His power, control, 

and victory over sin required that He defer to the Father's will and give His life so that we 

might be forgiven of our sins. 

(I)nfluencing. 1be authors contend that Jesus verbally projected His skills of 

(I)nfluencing in His use of parables or stories related to common experiences but with a 

moral or spiritual meaning (Voges and Kempainen 2001,62). 

Matthew 14:20-21 records one of these examples. "And they did aU eat, and 

were filled: and they took up the fragments that remained twelve baskets full. And they 

that had eaten were about five thousand men, beside women and children." 

Jesus' tone and style with the crowd tended to be both relaxed.and friendly. 

Jesus was a master at using words to create pictures. He would focus on each facet of a 

person's life. Jesus' passion was to develop a relationship with each individual by 

meeting whatever need was presented (Voges and Kempainen 2001,65). 

(S)teadiness. "You will all fall away because of me this night, for it is written, I 

will strike down the shepherd, and the sheep of the flock shall be scattered, but after I 
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have been raised, I will go before you into Galilee" (Matt 26:31-32). Jesus was preparing 

His disciples with a warning yet with hope. Jesus was steady in His approach oflife. 

Jesus is an example of patience, grace and forgiveness (Voges and Kempainen 2001, 

107). 

(C)ompliance. An example of Jesus displaying (C)ompUance is seen in Matthew 

26:50-56 and Luke 22:51. 

And Jesus said unto him, "Friend, wherefore art thou come?" Then came they, and 
laid hands on Jesus, and took him. And, behold, one of them which were with Jesus 
stretched out his hand, and drew his sword, and struck a servant ofthe high priest's 
and smote off his ear. Then said Jesus unto him, "Put up again thy sword into his 
place: for all they that take the sword shall perish with the sword. Thinkest thou that 
I cannot now pray to my Father, and he shall presently give me more than twelve 
legions of angels? But how then shall the scriptures be fulfilled, that thus it must 
be?" In that same hour said Jesus to the multitudes, "Are ye come out as against a 
thief with swords and staves for to take me? I sat daily with you teaching in the 
temple, and ye laid no hold on me." But aU this was done, that the scriptures of the 
prophets might be fulfilled. Then all the disciples forsook him, and fled (Matt 26:50-
56). 

"And Jesus answered and said, 'Suffer ye thus far.' And he touched his ear, and 

healed him" (Luke 22:51). 

Jesus was arrested by a mob and led to death yet He was (C)ompliant. The 

authors remind us if it had been Jesus' desire to be rescued, He could have had twelve 

legions of angels but that was not the plan (Voges and Kempainen 2001, 124). Jesus 

continued to display incredible restraint. This incredible restraint is representative of a 

(C)ompliance personality style. Jesus had the strength of all four basic personalities 

(DISC) held in perfect balance. 



CHAPTER 3 

METHODOLOGICAL DESIGN 

Research Problem 

The research methodology for this topic was directly influenced by the research 

questions related to personality profile and conflict management style. The following 

questions were investigated: 

Research Questions Synopsis 

1. What is the relationship between pastors' personality profiles and their conflict 
management styles? 

2. What is the relationship of pastors , length of service in the pastorate with their 
personality profiles and conflict management styles? 

3. What is the relationship between pastors' frequency of experiencing conflict a.l1d 
their conflict management styles? 

4. What is the relationship between pastors' education and their conflict management 
styles? 

5. What is the relationship between pastors' training in conflict and their conflict 
management styles? 

Design Overview 

Data gathering for this study consisted of one four-page survey instrument with 

three sections: (1) Demographic questions, (2) Personality Profile instrument using Ken 

Voges' DISC version, and (3) Conflict management style instrument using Speed Leas' 

49 
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"Discover Your Conflict Management Style." The survey instrument was mailed to 1532 

pastors in a selected area. The response resulted in 763 usable surveys. 

The data obtained from the survey instruments was scored and compiled. 

Descriptive statistics were computed using the computer program Excel. The resulting 

analysis was determined from the research questions. 

Population 

F or the purpose of this research, the population included pastors of Southern 

Baptist churches. The definition of a pastor is a full-time or bivocational pastor, as 

opposed to other ministerial staff or church leaders in general. Associate or assistant 

pastors were not surveyed. There was one minor exception to the population description. 

The researcher became aware in the process that fewer than ten of those who completed 

the survey were not active pastors. These men were retired, interim, supply, or associate 

pastors. They received and completed the survey because their names were on a pastor 

mailing list received from their respective association offices. 

Sample and Delimitation 

For the purpose of this research it was necessary to determine a specific group 

of pastors to draw as a sample from the population. The sample was pastors of Southern 

Baptist churches in the East Texas area. The East Texas area is defined as the 

geographical area east of Interstate highway system 45 from Dallas to Houston and south 

of the Red River to the Gulf of Mexico and east to the Louisiana border. The cities of 

Dallas and Houston were excluded. The minor exception to the geographic description 

was the inclusion of fewer than twenty churches located west of Interstate highway 
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system 45. The reason they received and completed the survey was that their names were 

on the associational mailing list received by the researcher. 

The delimitations of the study were as follows: 

1. Delimited to pastors as opposed to all ministerial staff or to church leaders in 
general. The reason is that the research questions in this study only pertain to 
pastors. 

2. Delimited to pastors of predominately Anglo, Hispanic, and African-American 
congregations as opposed to an ethnic groups. The reason is that other ethnic groups 
are few in number within the sample area. 

3. Delimited the study to the East Texas geographical area, because it was a convenient 
sample for the researcher. 

Limitations of Generalization 

The design of this research created some distinct limitations on the 

"generalization" of the research findings. One of the primary limitations of the study was 

that it was confined to pastors of Southern Baptist churches in the East Texas area. The 

decision to limit this study to Southern Baptist pastors in the East Texas area obviously 

limited the results. Resulting data were not generalized to Southern Baptist churches 

located outside the East Texas area. 

A further limitation could be described as a personal bias of testing. There was 

no way to guarantee total objectivity in responses. For example, a pastor may perceive 

himself in a particular way, while others might differ in their evaluation. Likewise, a 

pastor's response to questions might be temporarily skewed due to an isolated experience. 

Instrumentation 

For the purpose of gathering information most pertinent to the research 
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purpose, one instrument with three sections was given. The first section dealt with 

general demographic questions to give insight as to the pastor's age, education, pastoral 

income (full-time or bivocational), length of years in pastoral ministry, monthly conflict 

frequency, training in conflict management, church size (in terms of moming worship 

attendance) 

The other sections were two published and widely used testing instruments, the 

first being the DISC profile developed by Ken Voges. This instrument is one sheet of 

forty-eight words arranged in twelve rows. For each row, the pastor taking the survey was 

instructed to rank each word on a scale from one to four, with four being the word best 

describing himself and one being the least descriptive of himself. The results revealed the 

pastor's personality as (D)ominance, (I)nfluencing, (S)teadiness, or (C)ompliance. 

The last section of the instrument was Speed B. Leas' Alban Institute 

publication, "Discover Your Conflict Management Style." The pastor taking this 

instrument was instructed to choose a conflict "setting," such as his church ministry. The 

survey contained forty-five questions, and each question contained a pair of statements 

describing possible behavior responses. For each question, the pastor selected either the 

"A" or "B" statement, whichever was most characteristic of his own behavior (see 

Appendix 2). The results revealed the pastor's conflict management style: either 

Persuade, Compel, Accommodate, Collaborate, Negotiate, or Support. 

Procedures 

The following is a description of the process of gathering the data for the 

research. The data collected helped the researcher analyze the relationship between 

pastors' personality profiles and their conflict management styles. 
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Instrumentation Development 

The survey consisted of one four-page instrument with three sections. Section 1 

was a general demographic section. Questions asked were designed to provide insight 

into the pastor's age, education, pastoral income, length of years in pastoral ministry, 

monthly conflict frequency, training in conflict management, and church size. These 

questions were necessary to ask as they related to the research questions. The instrument 

was designed so the pastor could respond quickly. There were seven demographic 

questions and the pastor responded by darkening the oval next to the appropriate answer 

(see Appendix 1). 

Section 2 was the published DISC profile, developed by Ken Voges. This 

instrument was one sheet of forty-eight words arranged in twelve rows. For each row, the 

pastor ranked each word on a scale from one to four, with four being the word best· 

. 
describing himself, and one being the least descriptive of himself. The instrument was 

designed to be self-scoring. Results revealed the pastor's personality as (D)ominance, 

(I)nfluencing, (S)teadiness, or (C)ompliance. 

Section 3 was the published survey "Discover Your Conflict Management 

Style" by Speed Leas of the Alban Institute. This instrument consisted of forty-five 

questions. For each question, the pastor selected either an "A" or "B" statement which 

most described his own behavior (see Appendix 1). This three-section instrument was 

printed on one 8-112" x 14" sheet of paper and folded once to provide four 8-1/2" x 7" 

sides. The instrument contained a set of instructions, the due date, an informed consent 

statement, a permission statement from publishers, and an optional section in which to 
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provide a name and address if a copy of the results from the research was desired. A self

addressed, stamped envelope was provided for the return of the survey. 

Instrumentation Approval 

Prior to beginning actual research, permission was requested from and granted 

by the publishers of the two instruments used in this research. Permission louse the DISC 

profile was granted from Ken Voges ofIn His Grace, Inc. on April 24, 2002 (see 

Appendix 3). Permission was granted to use "Discover Your Conflict Management Style" 

(revised edition) by Speed Leas on May 17, 2002 (see Appendix 2). 

The researcher completed the Southern Baptist Theological Seminary 

"Assessment of Risk to Human Subjects in Research" forms and made application to the 

seminary for approval. Approval from the Southern Baptist Theological Seminary 

Research Ethics Committee was granted in July, 2002. 

Cover Letters 

Cover letters giving validation to the research were obtained from the twenty

three Directors of Missions located in the East Texas area (see Appendix 4). A cover 

letter from the moderator of the association where the researcher serves as Director of 

Missions was also obtained (see Appendix 5). A cover letter from the researcher 

accompanied the survey (see Appendix 3). The researcher's letter covered four key 

points: (1) date survey was mailed; (2) purpose of the survey; (3) personal signature with 

name and title of researcher and; (4) date the survey needed to be returned. 

Postcard 

A postcard was mailed to all respondents. This incorporated a thank-you for 
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those who had already responded and a courteous reminder for those who had not (Gallup 

and Lindsay 2002, 150) (see Appendix 6). 

Second Letter and Replacement Surve.v 

A second letter and replacement survey was mailed to those who had not yet 

responded. The second letter conveyed a greater sense of urgency than the first letter (see 

Appendix 7). 

Part 2 Replacement and Second Set of Instructions 

Ninety-nine copies of the second part of the survey were returned incorrectly or 

in an unusable form. This necessitated the mailing of a prui two replacement (see 

Appendix 8). Along with the replacement survey was another cover letter (see Appendix 

9) from the researcher and a half sheet of instructions (see Appendix 10) 0.G. bright pink 

paper. 

Thank You Letter and Individual Survey Results 

A place was provided on the survey for the pastors to indicate if they wanted 

the results of their personal surveys. A thank you letter and individual scores were sent to 

all who asked for those results. Six hundred nine thank you letters and individual scores 

were sent (see Appendix 11). 
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Table 7. Survey Preparation Schedule 

Prepared first mailing Survey and cover letter Sept. 3-·6, 2002 --
Prepared second mailing Postcard reminder Sept 12-13,2002 

Prepared third mailing Part two replacement Sept 17-18,2002 
cover letter, set of instructions 

I 

Prepared fourth mailing Survey and cover letter r;~pt 20, 200;-1 

Prepared fifth mailing Thank you letters and results Dec. 2-13, 2002 

Hand scored surveys Three part survey Nov.4-15, 2002 

Entered statistics into computer Survey statistical information Nov. 18-22,2002 
----

Note: the first and second mailing were to all pastors in the research. The third mailing 
was mailed only to the ninety-nine pastors who did not correctly complete part two of the 
survey. The fourth mailing was only sent to those who had not responded by Sept. 20, 
2002. 

Table 8. Mailing Log 

--------
Items Mailed Date Mailed I NumberMailed 

Survey and cover letters Sept 10,2002 1532 

Postcard reminder Sept. 16, 2002 1532 
-

Part 2 and cover letter with new instructions Sept. 18,2002 I 69 
-

Part 2 and cover letter with new instructions Sept. 20, 2002 I 30 

Second letter and survey to those who had not Sept. 24, 2002 1,117 
yet responded 

Note: The due date of the survey was September 30, 2002. Surveys began to be returned 
on September 11, 2002, and were received until October 24, 2002, before scoring and 
analyzing data began. 

Statistical Results Entered 

After the surveys were hand-scored, the statistical information was entered into 

the computer for analysis in the Excel program. 
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Statistical Analysis 

After statistical programs were run, expert counsel was sought from Clay Price, 

statistician with the Baptist General Convention of Texas. 
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Table 9. Response of Survey Return 

--I ! Incomplete Total Completed Completed Incomplete I . h N 
Return 

Date Number with Return I . WIt 10 No Return wlth Return R 
Part 2 

Returned Address 
. etum 

Address I Address Ad . .'-t' dress , ,-----!---
September 11, 2002 1 0 010 0 
September 12,2002 23 10 7 ! 5 i 0 
Spetember 16,2002 208 130 24 47 7 0 
September 17,2002 27 19 2 4 2 0 
September 18, 2002 60 28 11 17 4 0 --1'----
September 19, 2002 82 49 10 21 2 0 
September 20, 2002 46 24 7 13 2 0 
September 23, 2002 82 38 6 20 4 14 
September 24, 2002 11 4 1 2 1 3 
September 25,2002 34 9 3 9 0 13 --1-._------
September 26, 2002 32 10 2 6 1 12 --
September 27,2002 45 22 6 7 1 9 --
September 30,2002 76 39 13 10 3 7 

October 1,2002 22 13 3 2 0 1 -
October 2, 2002 21 13 2 

, 
5 0 1 

----.9.ctober 3, 2002 17 10 0 6 0 1 
f----

October 4, 2002 9 4 0 3 ') 0 "--_ .. - ---October 7, 2002 15 8 0 2 1 3 
October 8, 2002 4 . 1 0 I 0 2. --
October 9, 2002 2 1 0 0 0 1 

October 10, 2002 9 5 2 2 0 0 
October 11, 2002 3 0 0 1 0 2 
October 14,2002 4 3 0 0 1 0 
October 17, 2002 4 2 0 1 1 0 
October 21, 2002 2 0 1 0 1 0 
October 22, 2002 1 0 0 0 0 1 
October 23, 2002 1 1 0 0 0 0 
October 24, 2002 1 0 0 

--r-.--
1 0 0 --

-----
Total 842 444 100 185 34 70 

Note: Ofthe 842 returned, 70 included those who submitted part 2 twice due to 
incorrectly filling out the original survey. The actual response was from 772 pastors. Nine 
of the 772 surveys were unusable due to incorrect responses the second time, leaving 763 
usable surveys. At least 25% percent of the surveys were returned within a week of the 
mailing. At least 50% were returned within ten days after mailing, and at least 94% were 
returned by the due date of September 30. 
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Table 10. Association of Churches Survey Response 

Number of Number of 
Retumed 

Association Surveys Pastorless 
Surveys 

Mailed Churches 
Bi-Stone 23 1 11 
Bowie 50 4 31 
Cherokee 32 3 20 
Collin 89 8 28 
Corsicana 23 1 11 --
Emmanuel 29 5 6 -
Enon 50 6 14 
Fannin 39 4 20 ---
Galveston 56 4 22 
Golden Triangle 107 10 47 --
Grayson 64 5 24 ---
Gregg 56 4 22 ---
Harmony-Pittsburg 65 l3 19 
Henderson 58 2 40 
Hill 18 4 8 

, --
Hunt 71 3 22 - ------
Kauf-Van 57 2 25 
Leon 10 1 7 
Neches River 37 4 16 
New Bethel 27 5 19 --
Red River Valley 46 8 11 
Rehoboth 44 6 14 
Rusk Panola 35 5 13 
Sabine Valley 26 7 8 
Saline 33 1 25 
San Jacinto 28 3 16 
Shelby Doches 44 5 19 
Smith 80 6 30 
Soda Lake 32 3 20 
Trinity River 38 5 19 
Tryon Evergreen 116 7 51 
Unity 49 3 21 
No identifiable return address 113 

Total 32 Associations 1532 148 772 
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Table 11. Summary of Data Gathering 

- ---, 

Surveys mailed 1532 

Surveys returned incomplete 99 

Second copy mailed 99 --
"Second time" surveys returned 

I 
70 

Unusable surveys after second attempt .1$ 
l) 

Total usable surveys 
I 76~ j -

-::l Percentages of return of surveys mailed 

772 responded..;- 1,532 surveys mailed = 
--

Percentages of return of possible respondents 

1532 surveys mailed minus 148 pastorless churches 

772 responded..;- 1384 possible respondents = 55.80% 

763 usable surveys..;- 1,384 possible respondents = 55.13%' 
J 



CHAPTER FOUR 

ANAL YSIS OF FINDINGS 

This chapter seeks to present the data obtained in a clear objective manner. 

Data analysis required the researcher to develop categories and make note of comparisons 

and contrasts. The researcher also had to remain open to possibilities and see altemati ve 

explanations (Creswell 1994, 153). 

Compilation Protocol 

Once the data related to the research was received, it was compiled. First, each pastor's 

personality profile was determined by scoring the DISC instrument. Next, ~ach pastor's 

conflict management style was determined by scoring the "Discover Your Conflict 

Management Style" instrument. 

The scoring of both these instruments was conducted by hand. During the 

initial process of scoring, ninety-nine part twos of the DISC instrument were found to be 

unusable. These were mailed back to the pastors, along with a letter asking them to reread 

the instructions and retake the instrument. 

Once the final 763 usable instruments has been correctly scored, the data was 

entered into an Excel spreadsheet. The data was composed of information obtained from 

the single survey instrument which consisted of three parts: the demographic information, 

the DISC personality profile, and the "Discover Your Conflict Management Style" 

instrument. 

61 
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Next, correlations were run in Excel to determine the relationships among the 

variables. A bivariate correlation is. a simple correlation between two variables. A 

correlation is also known as the Pearson product moment correlation or the Pearson r 

(George and Mallery 2001, 112). 

Karl S. Pearson is credited with the formula from which these correlations 

were made. Pearson r is predicated on the assumption that the two variables involved are 

approximately normally distributed (George and Mallery, 2001" 112). 

A correlation of + 1 designates a perfect positive correlation (Fl). Perfect 

indicates that one variable is precisely predictable from the other variable. Perfect 

correlations are essentially never found in the social sciences and exist only in 

mathematical formulas and direct physical or numerical relations (George and Mallery 

2001, 112). 

A positive (but not perfect) correlation (O<r<l) indicates that as the value of 

one variable increases, the value of the other variable also tends to increase (George arJd 

Mallery 2001, 112). This means that in a positive correlation as one variable increases in 

value, the other variable also increases in value. The closer the value is to 1, the stronger 

is that tendency and the closer the value is to 0, the weaker the tendency. 

No correlation (FO) is when you have a correlation of O. A correlation of 0 

indicated no relation between the two variables (George and Mallery 2001, 113). 

A perfect negative correlation (r:=-1) exists only in mathematical formulas or 

direct physical or numerical relations (George and Mallery 2001,113). 

A negative (-1 < r <0) correlation indicates that a relation that as one variable 

increases in value the other variable has a tendency to decrease. The closer the correlation 



value is to -1, the stronger is that tendency. The closer the correlation value is to 0, the 

weaker the tendency (George and Mallery 2001, 113). 

Next, the researcher created a table of observed frequencies. After all of the 

entries of the DISC personality profile and the six conflict management styles were 

recorded, the Chi-Square was computed. Along with this, the degrees of freedom and 

statistical significance were recorded. 
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Statistical significance is generally designated with such terms as 

"significance," "statistical significance," or "probability." The latter word, probability, is 

the source of the letter that represents significance, the letter "p." The p value identifies 

the likelihood that a particular outcome may have occurred by chance. The Chi-Square 

analysis identifies whether observed values differ significantly from expected values. A 

significance value was calculated identifying the likelihood that a particular outcome is or 

is not reliable. Within the context of research in the social sciences nothing is ever 

"proved," it is demonstrated or supported at a certain level of likelihood or significance. 

The smaller the p value, the greater the likelihood that the findings are valid. When the 

significance level falls far below the .05 (e.g., .001, .0001, etc.), the greater confidence 

the researcher has that his findings are valid (George and Mallery 2001,84). 

Next, a scatter plot was computed. A scatter plot is a graphical display used to 

study the association between two variables. It is meant to convey the strength of the 

relationship between the two variables. When one is examining a scatter plot, the 

researcher tries to answer the following questions. 

Is there a straight-line pattern or association? Does the pattern or association 

slope upward or downward? Are the plotted values clustered together or widely 

separated? Are there noticeable deviations from the pattern? (Jaisingb 2000. 85). 
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A Chi-Square statistic was computed by summing the squared deviations of the 

observed value (0) minus the expected value (e) divided by the expected value of each 

(0- E)2 
cell. The Chi-Square formula used was X2 = :E E 

If there is a large discrepancy between the observed value and the expected 

value, the X2 statistic would be large, suggesting a significant difference between the 

observed and expected value (George and Mallery 2001,95). 

Findings and Displays 

As the surveys were returned, the researcher compiled them in a methodical 

manner. The data was accumulated in Excel. The Pearson r was run first (see Table 12.) 

Table 12. Pearson r of DISC and Conflict Styles 

Pearson r 
Respondents by 
Crosstab Type 

D*P 0.1865 Dominance * Persuade 48 
D*C 0.1296 Dominance * Compel 2 
D*A -0.2721 Dominance * Accommodate 14 
D*Col -0.0386 Dominance * Collaborate 12 

D*N 0.0749 Dominance * Negotiate 13 
D*S -0.0741 Dominance * Support 19 

Subtotal 108 

W'P -0.0784 !Intluencmg>l< Persuade 58 
IP'C -U.UTj6 ,lntluencmg'l' Compel 2 -
I*A -0.0246 Influencing * Accommodate 44 
I*Col 0.0485 Influencing * Collaborate 61 

I*N 0.0442 Influencing * Negotiate 21 

I*S 0.0483 Influencing * Support 32 
Subtotal 218 
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Table 12.-Continued. Pearson r of DISC and Conflict Management Styles 

Pearson r 
Respondents by 
Crosstab T~_ 

S*P -0.1636 Steadiness * Persuade 73 --
S*C -0.1029 Steadiness * Compel 7 
S*A 0.1261 Steadiness * Accommodate 120 

"- --....-... _---
S*Col -0.0166 Steadiness * Collaborate 122 
S*N 0.0267 Steadiness * Negotiate 47 

'-
S*S 0.1255 Steadiness * Support 69 

Subtotal 438 

"-----
C*P 0.0605 Compliance * Persuade 86 
C*C 0.0349 Compliance * Compel 1 
C*A -0.0083 Compliance * Accommodate 37 
C*Col 0.0005 Compliance * Collaborate 59 
C*N -0.0545 Compliance * Negotiate 21 

-~ 

C*S -0.0084 Compliance * Support 30 
Subtotal 234 -----

C*A -0.0083 Compliance * Accommodate 37 .. """ 

D*A -0.2721 Dominance * Accommodate 14 . 
I*A -0.0246 Influencing * Accommodate 44 
S*A 0.1261 Steadiness * Accommodate 120 

Subtotal 215 

C*Col 0.0005 Compliance * Collaborate 58 
D*Col -0.0386 Dominance * Collaborate 25 
I*Col 0.0485 Influencing * Collaborate 61 
S*Col -0.0166 Steadiness * Collaborate 121 

Subtotal 265 

C*C 0.0349 Compliance * Compel 1 
D*C 0.1296 Dominance * Compel 2 
I*C -0.0736 Influencing * Compel 2 
S*C -0.1029 Steadiness * Compel 7 

Subtotal 12 
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Table 12-Continued. Pearson r of DISC and Conflict Management Styles 

Pearson r 
Respondents by 
Crosstab Type 

C*N -0.0545 Compliance * Negotiate 21 --
D*N 0.0749 Dominance * Negotiate 13 --
I*N 0.0442 Influencing * Negotiate 21 

~-

S*N 0.0267 Steadiness * Negotiate 47 
Subtotal 102 

C*P 0.0605 Compliance * Persuade 86 
D*P 0.1865 Dominance * Persuade 48 
I*P -0.0784 Influencing * Persuade 58 
S*P -0.1636 Steadiness * Persuade 73 

Subtotal 265 -
C*S -0.0084 Compliance * Support 30 
D*S -0.0741 Dominance * Support 19 
I*S 0.0483 Influencing * Support .----=1 S*S . 0.1255 Steadiness * Support -

Subtotal 

A correlation of + 1 designates a perfect positive correlation. A positive 

correlation indicates that as the value of one variable increases, the value of the other 

variable also tends to increase. A negative correlation indicates a relation in which as one 

variable increases the other variable has a tendency to decrease. The closer the correlation 

value is to -1, the stronger is that tendency. The closer the correlation value is to 0, the 

weaker that tendency is (George and Mallery 2001, 112-13). 

The Pearson r was run to see if anything in the DISC correlated with anything 

in the six conflict management styles, one piece at a time. 

N one showed to be correlated -lor + 1. The closest was the D to A [or 

(D)ominance personality type to the Accommodate conflict management style] of 
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-0.2721. This simply reveals that if one has a (D)ominance personality type he or she will 

tend not to have an Accommodate conflict management style. 

The researcher was surprised that there was no correlation. After contemplation 

regarding "why" there was no correlation, the only acceptable answer was that the 

individual component of one test has no relation to the individual component of the 

second test. 

Next, scatter plots were run. Scatter plots are visual patterns which display the 

nature of correlation between variables (George and MaHery 2001,66). The researcher 

observed that the plotted values were clustered and there were no noticeable deviations 

from the patterns. 

·----~-~~-----------·--l 

Scatter Plot of Dominance and Persuade 
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Figure 1. Scatter plot of Dominance and Persuade 
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Figure 2. Scatter Plot of Dominance and Compel 

Scatter Plot of Dominance and Accommodate 
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Figure 3. Scatter Plot of Dominance and Accommodate 
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Figure 4. Scatter plot of Dominance and Collaborate 
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Figure 5. Scatter plot of Dominance and Negotiate 
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When examining the scatter plots, the researcher was looking for straight-line 

patterns, lines sloping upward or downward, plotted values tightly clustered together in 

the pattern (or widely separated), and if there were any noticeable deviations from the 

pattern (Salsingh 2002, 84). 

Regrettably, all six scatter plots revealed no tendency to be associated, for they 

all were straight lined. No other scatter plots were plotted. The researcher determined 

these six, along with the results of the Pearson r, were an adequate sample. 

The measurements which had been conducted to that point, the Pearson rand 

the scatter plots, were mostly quantitative. The researcher was disappointed in the results. 

Next, the researcher ran the Chi-Square (X2) on the survey results. 
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Table 13. Chi-Square of DISC and Conflict Management Styles 

Observed Expected O-E (0- E/ 0- E)2/E 

48 31.5 16.5 272.315 8.64545 
58 56.5 1.5 2.2855 0.04046 
73 114.0 -41.0 1682.45 14,756 ----
86 63.0 23.0 529.181 8.40022 
2 1.2 0.8 0.65836 0.55389 
1 2.1 -1.1 1.28059 0.60076 
5 4.3 0.7 0.48643 0.11306 
2 2.4 -0.4 0.14229 0.05985 

"-
14 25.9 -11.9 141.886 5.47577 
42 46.5 -4.5 19.9769 0.42989 ---.--~-

120 93.8 26.2 686.667 7.32088 
42 51.8 -9.8 96.4949 1.862 
25 32.3 -7.3 53.7298 1.66191 
64 58.0 6.0 36.2361 0.62497 --

124 117.0 7.0 48.5883 0.41518 
59 64.7 -5.7 32.0369 0.49547 
13 12.4 0.6 0.40769 0.03298 
21 22.2 -1.2 1.36646 0.06164 
47 44.7 2.3 5.07798 0.11348 . 
23 24.7 -1.7 2.96868 0.12008 
19 17.7 1.3 1.66354 0.09393 
31 31.8 -0.8 0.57957 0.01825 
69 64.1 4.9 23.9311 0.37329 
30 35.4 -5.4 29.3811 0.8295 

2 53.099 15 degrees offreedom x = 

value at 1 % confidence = 30.58 

The Chi-Square was computed by summing the squared deviations of the 

observed value (0) minus the expected value (E) divided by the expected value of each 

cell. The Chi-Square result was 0.0000037126. The smaller the value the greater the 

confidence the researcher has that his findings are valid. The Chi-Square run also 

indicates a probability that there is a statistical difference between the groups. 
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Part of conducting the Chi-Square was to determine the degrees of freedom. 

The term "degrees of freedom" is the number of levels in the first variable minus 1 

multiplied by the number of levels in the second variable minus 1, and refers to the 

number of scores which are free to vary (George and Mallery 2001, 101). In this research 

the number of columns minus 1 multiplied the number of rows equaled the degrees of 

freedom. Thus (4 minus 1=3) multiplied by (6 minus 1=5) equals 15. The Chi-Square 

distribution chart was consulted (See Appendix 12) and the value at 1 % confidence is 

30.58. What the researcher found differed significantly from what was expected. 

Had there not been a significant difference, there would have been no need to 

continue in this research to detennine relationships. But, because there is a significant 

difference, it became the task of the researcher to show what the difference means. 

A brief explanation is in order regarding why the Chi-Square showed the 

relationship although the Pearson r and scatter plots did not. The Pearson r dealt with one 

individual component in relation to the individual component of a second variable .. The 

Chi-Square deals with a category or class. Differences and/or relationships between two 

variables can be quantitative or qualitative (Phillips 2000, 126). Chi-Square is used when 

data falls into discrete categories such as personality type (DISC) and the six conflict 

management styles. They didn't fall into a continuance, so they were discrete. 

Because the Chi-Square revealed that there was a relationship between a 

pastor's personality and his conflict management style, the researcher examined the 

distributions. 

Research Question 1 

What is the relationship between pastors' personality profiles and their conflict 

management styles? 
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The 763 usable pastor surveys were arranged in columns (DISC) and rows (six 

conflict management styles). 

Table 14. Observed DISC and Conflict Management Styles of763 Pastors 

Persuade Compel Accommodate Collaborate I Negotiate Support TOTAL 
Dominance 48 2 14 25 13 19 --W 
Influencing 58 1 42 64 21 "31 ~- 217 

Steadiness 73 5 120 124 47 69 438 
Compliance 86 2 42 59 23 30 242. 
TOTAL 265 10 218 272 104 149 1018 

26.0% 1.0% 21.4% 26.7% 10.2% 14.6% 100.0% 
Note: Totals sum to more than 763 because some respondents scored multiple types -

The observed DISC ranked by numerical order is (S)teadiness-438, 

(C)ompliance-242, (I)nfluencing-217, and (D)ominance-121. Pastors surveyed are 

predominantly SCs in their personality profiles. Pastors surveyed are more likely to have 

a (S)teadiness or (C)ompliance personality profile and least likely to be (D)ominance in 

their personality. 

When it comes to the pastors surveyed, conflict management styles ranked by 

numerical order we were: Collaborate-272, Persuade-265, Accommodate-2IS, 

Support-l 49, Negotiate-l 04, and Compel-IO. Pastors surveyed are more likely to use a 

conflict management style of Collaborate, Persuade, andlor Accommodate, and they are 

least likely to use a Compel style, 

Another observation is the relationship of personality profile to style of conflict 

management. Pastors surveyed who have a (D)ominance personality type are more likely 

to use the conflict management style of Persuade. Pastors surveyed who have an 

(I)nfluencing personality more likely will use the conflict management style of 
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Collaborate, with Persuade a close second. Pastors surveyed who have a (S)teadiness t:Jrpe 

of personality are more likely to use the conflict management style of Collaborate or 

Accommodate. Pastors surveyed who have a (C)ompliance style of personality more 

likely will use a Persuade style of conflict management. 

Table 15. Expected DISC And Conflict Management Styles 

Persuade Compel AccoJJ1lIDdate Collaborate Negotiate ~rt _. T(~T,¥.l. 
Dominance 31.5 1.2 25.9 32.3 12.4 17.7 121 
Influencing 56.5 2.1 46.5 58.0 22.2 31.8 217 .• _-----
Steadiness 114.0 4.3 93.8 44.7 117.0 64.1 438 
Compliance 63.0 2.4 51.8 64.7 24.7 3541 .~ .' I ~'"' 
TOTAL 265 10 218 272 104 149 1018 

A very important concept in statistical probabilityjs the idea of expected 

values. The expected value for a variable is the mean (or average) value of the variable. If 

the variable is observed over a period of time, the expected value will be near the average 

value of the observed variables. The larger number observed, the closer the expected 

value will be to the average value of the observed variable (Jaisingh 2000, 148). 

The formula as is the column percent multiplied by the row total and gives one 

the expected value. 

One will notice at times the observed is less than the expected, and at times the 

observed is higher than the expected. For example (see Tables 3 and 4), in the 

(D)ominance personality style, the Persuade conflict style is lower in the expected (31.5) 

than the observed (48). Yet for Accommodate, the expected (25.9) is higher than the 

observed (14). 
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Table 16. Percentages by Columns of DISC and Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support TOTAL 
Dominance 18.1% 20.0'% 6.4% 9.2% 12.5% 12.8% 11.9'l1o 
Influencing 21.9% 10.0% 19.3% 23.5%) 20.2% 20.8% 21.3% -
Steadiness 27.5% 50.0% 55.0% 45.6% 45.2% 46.3% 43.0% 
Compliance 32.5% 20.0% 19.3% 21.7% 22.1% 20.1% 23.8% 
TOTAL 100.0% 100.0% 100.0% 100.0%1 100.0% 100.0% 100.0% 

When one considers the survey results by cohmms, 43% of the pastors 

surveyed have a personality profile described as (S)teadiness. (C)ompliance at 23.8% and 

(I)nfluencing at 21.3 % follow in rank. Of the pastors surveyed, the least personality type 

is (D)ominance at 11.9%. 

Table 17. Percentages by Rows·ofDISC and Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
-----r------

Support TOTAL 
Dominance 39.7% 1.7% 11.6% 20.7% 10.7% 15.7% 100.0% 
Influencing 26.7% 0.5% 19.4% 29.5% 9.7% 14.3% 100.0% --
Steadiness 16.7% 1.1% 27.4% 28.3% 10.7% 15.8% 100.0% 
Compliance 35.5% 0.8% 17.4% 24.4% 9.5% 12.4% 100.0% 
TOTAL 26.0% 1.0% 21.4% 26.7% 10.2% 14B% 100.0% 

When observing the percentages by rows, the two most likely conflict 

management styles are reveal to be Collaborate at 26.7% and Persuade at 26%. The least 

likely conflict management style is Compel at 1 %. 
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Table 18. Percentages by Totals of DISC and Conflict Management Styles 

Persuade Co!!JPe1 Accommodate Collaborate Negotiate SUPPQrt TOTAL 
Dominance 4.7% 0.2% 1.4% 2.5% 1.3o/c 1.<)01< 11.<)010 
Influencing 5.7o/c 0.1% 4.1% 6.3% 2.1% 3.0% 21.3o/c 

Steadiness 7.2% 0.5% 11.8% 12.2O/C 4.6% 6.8% 43.~1o 

Compliance 8.4% 0.2% 4.1% 5.8o/c 2.3% 2.<)010 23.SOA 
TOTAL 26.0% 1.0010 21.4% 26.7o/c 10.2% 14.6% 100.00A 

The pastors with a (D)ominance personality type scored Persuade 4.7% of the time for 

their conflict management style. The pastors with (I)nfluencing personality type scored 

Collaborate 6.3% of the time for their conflict management style. The pastors with 

(S)teadiness personality type scored Collaborate 12.2% of the time for their conflict 

management style. The pastors with (C)ompliance personality type scored Persuade 8.4% 

of the time for their conflict management style. These percentages confer with the 

observed, as presented in Table 14 .. 

Research Question 2 

What is the relationship of pastors' length of service in the pastorate with their 

personality profile and connict management style? 

Table 19. Pastors with Less Than 6 Years in The IVlinistry 
Observation of DISC and Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 11 1 2 6 2 5 
Influencing 8 0 4 10 7 9 
Steadiness 6 1 20 17 3 13 
Compliance 13 0 4 7 2 5 
TOTAL 38 2 30 40 14 32 
Percent of Sample 3.7% 0.2% 2.9% 3.9% 1.4% 3.1% 

TOTAL 
27 
38 
60 
31 

156 
15.3% 
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Numerically ranked DISC scores for pastors with less than six years in the 

ministry are: (S)teadiness-60, (I)nfluencing-38, (C)ompliance--31, and (D)ominance--27. 

When compared to the overall survey results, these pastors showed a reversal in the 

ranked order of (I)nfluencing and (C)ompliance. Overall the DISC order is SCID. The 

DISC order of pastors with less. than six years in the ministry is SICD. An observation of 

conflict management styles reveals the following order: Collaborate-40, Persuade-38, 

Support-35, Accommodate-30, Negotiate-14, and Compel--2. The difference from the 

overall results is that more pastors overall have a conflict management style of 

Accommodate rather than Support. 

Table 20. Pastors with Less Than 6 Years in the Ministry Percentages 
by Columns of DISC and Conflict Management Styles 

Persuade Compel A.ccornrodate Collaborate Negotiate Supportl rorAIJ 
lliminance 28.go;( 50J)o;( 6.7% 15.0% 14.3% 15.6o/J. J 7.30/1 
Influencing 21.1% 0.0% 13.3% 2S.m'i: 50.00;( 28.1% 24.4% 
Steadiness 15.8% 50.00;( 66.7% 42.5% 21.4% 40.6% 38.50/; --
Compliance 34.2% 0.0% 13.3% 17.5% 14.3% 15.6% 19.9% 
IDfAL 100.00;( 100.00;( 100.00;( 100.0% 100.00;( 100.00;( lOO'()o;( 

Of pastors with less than six years in the ministry, 38.5% have the personality 

type of (S)teadiness. This is followed by 24.4% (I)nfluencing, 19.9% (C)ompliance, and 

17.3% (D)ominance. 



Table 21. Pastors with Less Than Six Years in the Ministry Percentages 
by Rows of DISC And Conflict Management Styles 

Persuade Compel Accom:nodate Collaborate Negotiate _SuPPO_f! 
Dominance 40.7% 3.7% 7.4% 22.2% 7.4% 18.5% 
Influencing 21.1% 0.0% 10.5% 26.3% 18.4% 23.7% 
Steadiness 10.0% 1.7% 33.3% 28.3% 5.0%) 21.7% 
Compliance 41.9% 0.0% 12.9%) 22.6% 6.5% 16.1% 

TOTAL 24.4% 1.3% 19.2% 25.6% 9.0% 20.5% 
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TOTAL 
100.0% 
100.0010 
100.0010 
100.00/0 
loo'()01o 

Of pastors with less than six years in the ministry, 25.6% have a Collaborate 

conflict management style. This is followed by Persuade-24.4%, Support·-20SYo, 

Accommodate-l 9 .2%, N egotiate-9%, and Compel-I.3 %. 

Table 22. Pastors with Less Than Six Years in the Ministry Percentages 
by Totals of DISC And Conflict Management Styles 

Persuade Compel Accorrnnodate Collaborate Negotiate Support 

Dominance 7.1% 0.6% 1.3% 3.8% 1.3% 3.2% 

Influencing 5.1% 0.0% 2.6% 6.4% 4.5% 5.8% 
Steadiness 3.8% 0.6% 12.8% 10.9% 1.9% 8.3% 

Compliance 8.3% 0.0% 2.6% 4.5% 1.3% 3.2% 

TOTAL 24.4% 1.3% 19.2% 25.6% 9.0% 20.5% 

TOTAL 
17.3% 
24.4% 
--
38.5% 
19.9% 

100.0% 

We find that 7.1 % of the pastors with less than six years in the ministry who 

have a (D)ominance personality type have a conflict management style of Persuade. This 

compares to 4.7% in the overall survey who are (D)ominance in personality and Persuade 

in conflict management style. 

Of the pastors with less than six years in the ministry who are (I)nfluencing in 

personality type, we find 6.4% are Collaborate in conflict management style. This 

compares to 6.3% overall. For those pastors who are (S)teadiness in personality type, we 
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find 12.8% are Accommodate in conflict management style, whereas overall 12.2% are 

Collaborate and 11.8% are Accommodate. Pastors with less than six years in the ministry 

who are (C) Compliance in personality type show 8.3% are Persuade in their conflict 

management style. This compares to 8.4% overall. 

In summary, pastors with six years or less in the ministry are ranked as 

(S)teadiness, (I)nfluencing, (C)ompliance, and (D)ominance, or SICD. This compares to 

overall pastors surveyed ranked (S)teadiness, (C)ompliance, (I)nfluencing, and 

(D)ominance, or SCID. 

Pastors with six years or less in the ministry rank in numerical order 

Collaborate, Persuade, Support, Accommodate, Negotiate, and Compel in the conflict 

management style. The overall survey had the order of Collaborate, Persuade, 

Accommodate, Support, Negotiate, and Compel. Thus, we notice pastors with less than 

six years in the ministry tend to be more Support in conf1ict management style than 

overall, who are more Accommodate. 

Another noticeable difference of pastors with less than six years in ministry as 

compared to the overall survey is in the relationship of (S)teadiness personality type to 

conflict management style. Overall, pastors with (S)teadiness in personality type are 

Collaborate in their conflict management style, but most of these pastors with 

(S)teadiness personality have Accommodate conflict management style. 



Dominance 
Influencing 
Steadiness 
C-Ompliance 
TOTAL 
Percent of Sa 

Table 23. Pastors with 6 to lOY ears in Ministry Observation 
of Their DISC and Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
8 0 1 4 1 3 

13 0 4 11 1 1 
11 0 13 19 5 9 -
15 1 7 4 3 3 
47 1 25 38 10 1-6 

4.6% 0.1% 2.5% 3.7% 1.0% 1.6% 
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17 
30 
57 - 1 

1 3.5%1 

An analysis of the above observation chart of pastors with six to ten years in 

the ministry reveals that in their personality style these pastors are (S)teadiness-57 > 

(C)ompUance-33, (I)nfluencing-30, and (D)0l;pinance-17, or SCID. This is the same 

order as pastors surveyed overall for pastors' conflict management style. 

Dominance 
Influencing 
Steadiness 
CoffiQliance 
TOTAL 

Table 24. Pastors with 6 to lOY ears in Ministry Percentages 
by Columns of DISC and Conflict Management Styles 

-Persuade Compel Acconnn:xiate Collaborate Negotiate Support 
17.0% 0.0% 4.0% 10.5% 10.0% 18.8% 
27.7% 0.0% 16.0% 28.9% 10.0% 6.3% 
23.4% 0.0% 52.0% 50.0% 50.0% 56.3% 
31.9Il/o 100.0% 28.0% 10.5% 30.0% 18.8% 

100.0% 100.0% 100.0% 100.0% 100J)% 100.0% 

--
TOTAL 

12.4% 
21.9Il/o 
41.6% --
24.1% 

lOO'()<;;o --

In an analysis of the pastors with six to ten years in the ministry, by colu.1Jills, 

we find 41.6% have the personality style of (S)teadiness. This is followed by 24.1 % 

(C)ompliance, 21.9% (I)nfluencing, and 12.4% Dominance(D) or SCID. This is the same 

order as the overall survey. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
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Table 25. Pastors with 6 to lOY ears in Ministry Percentages 
by Rows of DISC and Contlict Management Styles 

Accommodate Collaoorate Negotiate 
--.-----1 

Persuade Compel Support TOTAL 
--"-------

47.1% 0.0% 5.9% 23.5% 5.g>1o 17.6% 100.0% 
~ ~.--

43.3% 0.0% 13.3% 36.7% 3.3% 33%\ 100.0% 

19.3% 0.0% 22.8% 33.3% 8.8% 15.8% l00.m~ -
45.5% 3.0% 21.2% 12.1% 9.1% 9.1% 100.0<% --
34.3% 0.7% 18.2% 27.7% 7"~ 11 '7o/t 100 O'V·· .-' () ./ 0 ~ 

-~--.--~'-. 

An analysis of the pastors with six to ten years in the ministry by rows reveals 

that 34.3% are Persuade in their conflict management style. This is followed by 27.7% 

Collaborate, 18.2% Accommodate, 11.7% Support, 7.3% Negotiate, and 0.7% Compel. 

Dominance 
Influencing 

Steadiness 
Compliance 
TOTAL 

Table 26. Pastors with 6 to 10 Years in Ministry Percentages 
by Total of DISC and Contlict Management Styles 

Persuade . Compel Accommodate Collaoorate Negotiate SUppOl~ 

5.8% 0.0% 0.7% 2.9% 0.7% 2.2% 
9.5% 0.0% 2.9% 8.0% 0.7% 0.7% 

8.0% 0.0% 9.5% 13.9% 3.6% 6.6% 
10.9% 0.7% 5.1% 2.9% 2.2% 2.2% 

34.3% 0.7% 18.2% 27.7% 7.3% 11.7% 

Tac~Ll 
12.4% 
21.9% 

41.6% 
24.1% 

100.0%1 

An analysis of pastors with six to ten years in the ministry by total shows that 

5.8% who have a (D)ominance personality type have a conflict management style of 

Persuade. This compares to 4.7% in the overall survey. Pastors with six to ten years in the 

ministry who are (I)nfluencing in personality profile are 9.5% Persuade in their contlict 

management style. In the overall survey, more (I)nfluencing personality type are 

Collaborate at 6.3%. Pastors with six to ten years in the ministry who are (S)teadiness in 

their personality are 13.9% Collaborate in their conflict management style. This compares 
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to 12.2% overall who are Collaborate. Pastors with six to ten years in the ministry who 

are (C)ompliance in their personality type are 10.9% Persuade in their conflict 

management style. This compares to 8.4% overall. 

In summary, pastors with six to ten years in the ministry are (S)teadiness, 

(C)ompliance, (I)nfluencing, and (D)ominance or SCID in their personality type. This is 

the same order as in the overall survey. Pastors with six to ten years in the ministry are 

more Persuaders in their conflict management style than overall pastors, who are more 

likely to be Collaborators. In every personality type except Steadiness, pastors in this 

group are more likely to use Persuade as their conflict management style. 

Table 27. Pastors with 11 to 20 Years in Ministry Observation 
of DISC and Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support TOTAiJ 
Dominance 15 0 3 5 5 2 '30 
Influencing 14 0 14 17 6 4 -55" 
Steadiness 22 2 36 27 8 11 106 --
Compliance 25 1 15 16 6 3 66 
TOTAL 76 3 68 65 25 20 257 
Percent of Sample 7.5% 0.3% 6.7% 6.4% 2.5% 2.0% 25.2% 

Pastors with eleven to twenty years in the ministry, ranked numerically as 

(S)teadiness-106, (C)ompliance-66, (I)nfluencing-55, and (D)ominance-30. This is the 

same order as pastors surveyed overall. An observation of this group of pastors' conflict 

management style reveals Persuade-76, Accommodate-68, Collaborate-65, 

Negotiate-25, Support-20, and Compel-3. This differs greatly with those surveyed 

overall. The overall ranked order is Collaborate, Persuade, Accommodate, Support, 

Negotiate, and Compel. 
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Table 28. Pastors Vvith 11 to 20 Years in Ministry Percentages 
by Columns of DISC and Conflict Styles 

• -
Persuade Compel Accomnodate Collaborate Negotiate Suppmt TOTAL --

Dominance 19.7% 0.0% 4.4% 7.7% 20.00;0 10.0010 11.7% ---
Influencing 18.4% 0.0010 20.6% 26.2% 24.0010 20,0')10 21.4% --
Steadiness 28.~1o 66.7% 52.9% 41.5% 32.0% 55.0010 41.2% 

......... ----
Compliance 32.9% 33.3% 22.1% 24.6% 24.0010 15.0')10/ 25.7% --
TOTAL 100.0% 100.00/0 lOO,aVo 100.0% 100.0% 100.0% 100.0% 

An analysis of the pastors with eleven to twenty years in the ministry, by 

column finds 41.2% are (S)teadiness in their personality type. These are followed by 

(Compliance-25.7%, (I)nfluencing--21.4%, and (D)ominance-l1.7%. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 29. Pastors with 11 to 20 Years in Ministry 
Percentages by Rose of DISC and Conflict Styles 

Persuade Compel Accomrodate Collaborate Negotiate 
50.0010 0.00/0 10.0% 16.7% 16.7% 
25.5% 0.0010 25.5% 30.9% 10.9% 
20.8% 1.9% 34.0% 25.5% 7.5% 
37.9% 1.5% 22.7% 24.2% 9.1% 
29.6% 1.2% 26.5% 25.3% 9.7% 

-
Support TOTAL 

6.7% 100.00/0 -
7.3% 100.0% 

10.4% 100.0010 
4.5% 100.00/0 
7.8% 100.0010 

An analysis of pastors with eleven to twenty years in the ministry by rows finds 

29.6% are Persuade in their conflict management style. These are followed by 26.5% who 

are Accommodate, 25.3% who are Collaborate, 9.7% Negotiate, 7.8% Support, and 1.2% 

Compel in their conflict management style. 



Table 30. Pastors with 11 to 20 Years in Ministry Percentages 
by Totals of DISC and Conflict Styles 
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Persuade Compel Accommodate Collaborate Negotiate Support TOTAL 
Dominance 5.8% 0.0% 1.2% 1.9% 1.9010 0.8% 11.7% .. -
Influencing 5.4% 0.0% 5.4% 6.6% 2.3% 1.6% 2.~ 
Steadiness 8.6% 0.8% 14.0% 10.5% 3.1% 4.3% 41.2% --
Compliance 9.7% 0.4% 5.8% 6.2% 2.3% 1.2% 25.7% 
TOTAL 29.6% 1.2% 26.5% 25.3% 9.7% 7.8% lOO.gj 

An analysis of pastors with eleven to twenty years in the ministry by total 

reveals that of those with (D)ominance personality type, 5.8% are Persuade in their 

conflict management style. This compares to 4.7% of the overall survey. Pastors with 

eleven to twenty years in the ministry who are (I)nfluencing in the personality type are 

6.6% Collaborate compared with 6.3% in the overall survey in their conflict management 

style. Pastors with eleven to twenty years in the ministry who are (St)eadiness in their 

personality type are Accommodate (14%). In the overall survey, more (S)teadiness 

personality types are Collaborate at 12.2%. Pastors with eleven to t'Nenty years in their 

ministry who are (C)ompliance in their personality type are Persuade (9.7%) in their 

conflict management style compared to 8.4% overall. 

To summarize, pastors with eleven to twenty years in the ministry are ranked in 

the same order oftheir personality type (SCID) as those surveyed overall. Pastors in this 

group scored differently from those overall surveyed in conflict management style. This 

group is more likely to use the Persuade conflict management style. 



Dominance 
Influencing 
Steadiness 
Corrpliance 
TOTAL 
Percent ofSarrple 

Table 31. Pastors with 21 to 40 Years in Ministry 
Observation of DISC and Conflict Styles 

Persuade Col11Jel Accommdate Collaborate Negotiate 
8 0 4 2 3 

13 0 15 15 3 
24 1 31 32 12 
16 0 4 15 2 
61 1 54 64 20 

6'()o1o 0.1% 5.3% 6.3% 2.0% 
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, 
Support TOTAL 

4 21 -. 
7 53 

17 117 --
7 .1.') ./---- -_ .. -

35 233 
3.4% 22.~'O -------

Pastors with twenty-one to forty years in the ministry ranked nmnerically as 

(S)teadiness-117, (I)nfluencing-53, (C)ompliance-42, and (D)ominance--21, or SleD. 

This differs from those surveyed overall, which are SCID. An observation of this group of 

pastors' conflict management style reveals the following order: Col1aborate--64, 

Persuade-61, Accommodate-54, Support-35, Negotiate--20, and Compel--l. This is the 

same order as those surveyed overall. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 32. Pastors with 21 to 40 Years in Ministry 
by Columns of DISC and Conflict Style 

Persuade Compel Accommodate Collaborate Negotiate 
13.1% 0.0% 7.4% 3.1% 15.0010 
21.3% 0.0% 27.8% 23.4% 15.0% 
39.3% 100.0% 57.4% 50.0% 60.0% 
26.2% 0.0% 7.4% 23.4% 10.0% 

100.0% 100.0% 100.0% 100.0% 100.0% 

Support TOTAL 
11.4% 9.0% 
20.0% 22.7% 
48.6% 50.2% 
20.0% l~ 100.0% 100 

An analysis ofthe pastors with twenty-one to forty years in the ministry by . 

column shows that 50.2% are (S)teadiness in their personality type. These are followed by 

(I)nfluencing-22.7%, (C)ompliance-18%, and (D)ominance-9. 0%. 
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Dominance 
Influencing 
Steadiness 
Compliance 
TurAL 

Table 33. Pastors with 21 to 40 Years in Ministry Percentages 
by Rows of DISC and Conflict Styles 

--
Persuade Compel Accorrmodate Collaborate Negotiate Support 

38.1% O'(PIo 19'(flo 9.5% 14.3% 19J~,'O -
24.5% 0.0% 28.3% 28.3% 5.7% 13.2% 

20.5% 0.9% 26.5% 27.4% 10.3% 14.5% 

38.1% O'(flo 9.5% 35.7% 4.8% 16.JOIo 
26.2% 0.4% 23.2% 27.5% _~:.6%1 15.0% ---
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TOTAL -
100.0% 
100.0010 
100.0% 
lOO'(PIo 
lOO'()01o 

An analysis of pastors with twenty-one to forty years in the ministry by rows 

reveals that 27.5% are Collaborators in their conflict management style. These are 

followed by 26.2% who are Persuade, 23.2% are Accomrnodate, Support is 15%, 

Negotiate is 8.6% and Compel is 0.4% in conflict management style . 

Dominance 
Influencing 
Steadiness 

Compliance 

TafAL 

Table 34. Pastors with 21 to 40 Years in l\lfinistry 
Percentages by Total of DISC and Conflict Styles 

Persuade Compel Accorrmodate Collaborate Negotiate 

3.4% 0.0% 1.7% 0.9% 1.3% 

5.6% 0.0% 6.4% 6.4% 1.3% 

10.3% 0.4% 13.3% 13.7% 5.2% 

6.9% 0.0% 1.7% 6.4% 0.9% 

26.2% 0.4% 23.2% 27.5% 8.6% 

Support 
1.7% 

3.001< 
7.3% 

3.0010 
15.0% 

ruTAl..-
9.0%, 

22.7% 

50.2% 

18.0% 
100.0% 

An analysis of pastors with twenty-one to forty years in ministry by total finds 

that ofthose with (D)ominance personality type, 3.4% are Persuade in their conflict 

management style. This compares to 4.7% overall surveyed. Pastors with twenty-one to 

forty years in the ministry who are (I)nfluencing in their personality type are 

Accommodate at 6.4% or Collaborate at 6.4%, compared to the overall surveyed at 6.3% 

with Collaborate and 4.1 % Accommodate in their conflict management style. Pastors 
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with twenty-one to forty years in ministry who are (S)teadiness in their personality type 

are 13.7% Collaborate in their conflict management style. This compares to 12.2% 

Collaborate surveyed overall. Pastors with twenty-one to forty years in ministry who are 

(C)ompliance in their personality type are 6.9% Persuade compared to 8.4% overall in 

their conflict management style. 

In summary, pastors with twenty-one to forty years in the ministry are ranked 

different in their personality types from the overall survey (SCID)Jn their conflict 

management style this group tends to be more Persuade than those overall, but the ranked 

order of conflict management styles is the same. 

Dominance 
Influencing 
Steadiness 
Co1I¥'liance 
TOfAL 

Percent of~le 

Table 35. Pastors with More Than 40 Years in Ministry 
Observation of DISC and Conflict Styles 

-.....:....-. 
Persuade Corr:pel Accommdate ColJaborate Negotiate Support 

6 1 4 8 2 5 
10 1 5 11 4 10 
9 1 20 28 19 19 

17 0 12 17 10 12 
42 3 41 64 35 46 

4.1% 0.3% 4,Cflo 6.3% 3.4% 4.5% 

TOfAL 

26 
41 
% 
681 

231 
22.7% 

Pastors with more than forty years in ministry observed, ranked numerically are 

(S)teadiness-96, (C)ompliance-68, (I)nfluencing-41, and (D)ominance-26, or SCID. 

This is the same order as for those surveyed overall. An observation of this group's 

conflict management style reveals this order: Collaborate-64, Support-46, Persuade-42, 

Accommodate-41, Negotiate-35, and Compel-3. This differs from those surveyed 

overall. 
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Table 36. Pastors with More Than 40 Years in Ministry 
Percentages by Columns of DISC and Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
14.3% 33.3% 9.8% 12.5% 5.7% 
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Support TOTAU 
10.9% 11.3% -----

Influencing 23.8% 33.3% 12.2% 17.2% 11.4% 21.7% 17.7% 
Steadiness 21.4% 33.3% 48.8% 43.8% 54.3% 41.3% 41.6% -----
Compliance 40.5% 0.0010 29.3% 26.6% 28.6% 26.1% 29.4% ---
TOTAL 100.0% 100.0% 100.0% 100.0% 100.0% 100.0010 100.0% 

An analysis of the pastors with more than forty years in the ministry, 

percentage by column, finds 41.6% (S)teadiness in their personality type. TheSe are 

followed by (C)ompliance-29.4%, (I)nfluencing-17.7% and (D)ominance-II.3%. 

Table 37. Pastors With More Than 40 Years in Ministry 
Percentages by Rows of DISC and Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate Suppo~·tI TOTAL 
Dominance 23.1% 3.8% 15.4% 30.8% 7.7% 19.2% 100.0% 
Influencing 24.4% 2.4% 12.2% 26.8% 9.8% 24.4% 100.0% 
Steadiness 9.4% 1.0% 20.8% 29.2% 19.8% 19.8% 100.0% ----
Compliance 25.0% 0.0% 17.6% 25.0% 14.7% 17.6% 100.0% 
TOTAL 18.2% 1.3% 17.7% 27.7% 15.2% 19.9% 100.0% 

An analysis of pastors with more than forty years in ministry by rows finds 

27.7% are Collaborate in their conflict management style. These are followed by 

Support-l 9.9%, Persuade-l 8.2%, Accommodate-I 7 . 7%, Negotiate-I 5 .2%, and 

Compel-l.3% in their conflict management styles. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 38. Pastors with More Than 40 Years in Ministry 
Percentages by Total of DISC and Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
2.6% 0.4% 1.7% 3.5% 0.9% 
4.3% 0.4% 2.2% 4.8% 1.7% 
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Supportl roTAL 
2.2%1 11.3% 

-- 4.3~tl 17.7% 
~.-- -----

3.9% 0.4% 8.7% 12.1% 8.2% 8.2% 41.6% 
7.4% 0.0010 5.2% 7.4% 4.3% 5.2% 29,4% -----

18.2% 1.3% 17.7% 27.7% 15.2% 19.9% l00.~ 

An analysis of pastors with more than forty years in the ministry by total 

reveals that of those with (D)ominance personality type, 3.5% are Collaborate in their 

conflict management style. In the overall survey, more (D)ominance personalities \",ere 

Persuade at 4.7%. Pastors with more than forty years in the ministry who are 

(I)nfluencing in their personality are 4.8% Collaborate. This compares to 6.3% overalL 

Pastors with more than forty years in the ministry who are (S)teadiness 111 their 

personality type are 12.1 % Collaborate in their conflict management style. This compares 

to 12.2% overall who are Collaborate. Pastors with more than forty years in the ministry 

who are (C)ompliance in their personality type are 27.7% Collaborate compared to 8.4% 

overall. 



Persuade 
<6 38 

6-10 47 
11-20 76 
21-40 61 

>40 42 
264 

PersUlide 
<6 24% 

6-10 34% 
11-20 30% 
21-40 26% 

>40 18% 
Total 26% 

Table 39. Summary of Conflict Management Styles 
By Years in Ministry 

Conflict Management Types by Years in Ministry 
Compliance Accommodate Collaborate Negotiate Support 

2 30 40 14 32 
1 25 38 10 16 
3 68 65 25 20 
1 54 64 20 35 
3 41 64 35 46 

10 218 271 104 149 

Compliance Accommodate Collaborate Negotiate Support 
1% 19010 26% 9% 21% 
1% 18% 28% 7% 12% 
1% 26% 25% 10% 8% 
0% 23% 27% 9% 15% 
1% 18% 28% 15% 20% 
1% 21% 27% 10% 15% 

Note: <6 Less than 6 years in the ministry 
6-1 is the number of years in the ministry 
11 is the number 20 years in the ministry 
21 is the number 40 years in the ministry 
>40 more than 40 years in the ministry 
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Total 
156 
137 
257 
235 
231 

1016 

Total 
100% 
100% 
100% 
100% 
100% 
100% 
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DISC Types by Years in the Ministry 
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Figure 7. DISC in Relation to Number of Years in the Millistry 

D stands for Dominance 
I stands for Influencing 
S stands for Steadiness 
C stands for Compliance 

Conflict Management by Years in the Ministry 
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Figure 8. Summary of Conflict Management Styles by Years in the Ministry 
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In summary, pastors with more than forty years in the ministry differ from 

those overall surveyed in their personality type. Pastors in this group are SICD or 

(S)teadiness, (I)nfluencing, (C)ompliance, and (D)ominance. Those surveyed overall are 

SClD. This group also differs in their conflict management style from those surveyed 

overall. This group tends to be more Collaborate-64 and Support-46 than Persuade-42, 

Accommodate-41, Negotiate-35, and Compel-3. 

Two groups, pastors with less than six years in the ministry and pastors with 

more than forty years in the ministry, are SICD in their personality order. With respect to 

conflict management style, we find those with less than six years in the ministry more 

likely to be Collaborate; those with six to ten years in the ministry and eleven to twenty 

years in the ministry are mostly Persuade; those with twenty-one to forty years in the 

ministry tend to be Collaborate; and those with more than forty years in the ministry are 

split between Collaborate and Support. This follows the anecdotal experiences of the 

researcher that during the first five years of a pastorate, the pastor feels he has much to 

learn. Thus a pastor would be more Collaborate. Pastors with six to twenty years in the 

ministry have gained knowledge and experience, and therefore feel confident enough to 

be more Persuade in conflict management style. Pastors with more than twenty years in 

the ministry realize anew how little they know, and they tend to move toward Collaborate 

or Support. 

Research Question 3 

What is the relationship between pastors frequency of experiencing conflict 

and their conflict management styles? 



Persuade 
Dominance 4 
Influencing 4 
Steadiness 11 
Compliance 8 
TOTAL 27 
Percent of Sample 2.7% 

Table 40. Pastors with No Conflict 
Observation Styles 

Compel Accommodate Collaoorate Negotiate 
0 3 4 0 
1 5 9 2 
1 23 29 11 
0 10 10 6 
2 41 52 19 

0.2% 4.0010 5.1% 1.9% 
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Support TOTAL 
1 27 
3 24 -

13 88 
5 39 

22 178 
2.2% 17.5% 

Pastors with no conflict ranked in numerical order are (S)teadiness-88, 

(C)ompliance-39, (D)ominance-27, and (I)nfluencing-24, or SCD!. This differs from the 

overall survey, which is SCID. This group's conflict management style is in the following 

order: Collaborate-52, Accommodate~l, Persuade-27, Support-22, Negotiate-l 9, and 

Compel-2. This differs from those surveyed overall. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 27. Pastors with No Conflict Percentage 
by Column of Conflict Styles 

Persuade Compel Accommodate Co llaoorate Negotiate 
14.8% 0.0% 7.3% 7.7% 0.0% 
14.8% 50.0% 12.2% 17.3% 10.5% 
40.7% 50.0% 56.1% 55.8% 57.9% 
29.6% 0.0% 24.4% 19.2% 31.6% 

100.0% 100.0% 100.0% 100.0% 100.0% 

Support 
4.5% 

13.6% 
59.1% 
22.7% 

100.0% 

An analysis of pastors with no conflict by column finds those with the 

roTAL 
15.2% 
13.5% 
49.4% --
21.~10 

100.0% 

personality of (D)ominance will have a conflict management style ofPersuade-14.8%. 

Those who are (I)nfluencing will be Collaborate-17.3% in the conflict management style. 

Those who are (S)teadiness will be Support-59. 1 %. Those who are Compliant (C) will be 

31.6% Negotiate in their conflict management style. The DISC order is SCDI for this 

group of pastors. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 42. Pastors with No Conflict Percentages 
by Rows of Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
14.8% 0.0% 11.1% 14.8% 0.0% 
16.7% 4.2% 20.8% 37,5% 8.3% 
12.5% 1.1% 26.1% 33.0010 12.5% 
20.5% 0.0% 25.6% 25.6% 15.4% 
15.2% 1.1% 23.0% 29.2% 10.7% 
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Support TOTAL 
3.7% 100.0010 

12.5% 100.0% 
14.8% 100.0% 
12.8% 100.0% 
12.4% 100.0% 

An analysis of pastors with no conflict by rows reveals Collaborate at 29.2%, 

followed by 23.0% Accommodate, 15.2% Persuade, 12.4% Support, 10.7% Negotiate, 

and 1.1 % Compel in their conflict management styles. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 43. Pastors with No Conflict Percentages 
by Total of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
2.2% 0.0% 1.7% 2.2% 0.0% 
2.2% 0.6% 2.8% 5.1% 1.1% 
6.2% 0.6% 12.9% 16.3% 6.2% 
4.5% 0.0% 5.6% 5.6% 3.4% 

15.2% 1.1% 23.0% 29.2% 10.7% 

Support TOTAL 
0.6% 15.2% 
1.7% 13.5% 
7.3% 49.4% 
2.8% 21.9% 

12.4% 100.00/0 

An analysis of pastors with no conflict by percentages of total shows that those 

who have a (D)ominance personality will more likely have a conflict management style of 

Persuade-2.2% or Collaborate-2.2%. Those in this group who are (I)nfluencing in 

personality will be 5.1 % Collaborate in their conflict management style. Pastors who are 

(S)teadiness in their personality type are more likely to be Collaborate-l 6.3% in their 

conflict management style. Those in this group who are Compliance will be more likely 

to be Accommodate-5.6% or Collaborate-5.6% in their conflict management style. 
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In summary, pastors with no conflict are more likely to be Collaborate in their 

conflict management style and least likely to be Compel. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 44. Pastors with One Conflict a Month 
Observation of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
18 0 5 10 6 

22 0 20 26 8 
31 2 54 48 22 
36 1 15 21 10 

lO! 3 94 105 46 
0.3% 9.2% 10.3% 4.5% 

Support TOTAL 

9 48 
12 77 
32 189 
12 104 
65 418 

6.4% 41.1% 

An analysis of pastors with one conflict a month shows a personality type 

ranked order ofSCID. This group's conflict management style is Persuade-1 07, 

Collaborate-l 05, Accommodate-94, Support-65, Negotiate-46, and Compel-3. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 45. Pastors with One Conflict a Month 
Percentages by Columns of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
16.8% 0.0% 5.3% 9.5% 13.0% 
20.6% 0.0% 21.3% 24.8% 17.4% 
29.0% 66.7% 57.4% 45.7% 47.8% 
33.6% 33.3% 16.0% 20.0% 21.7% 

100.0% 100.0% 100.0% 100.0% 100.0% 

Support 
13.8% 
18.5% 
49.2% 
18.5% 

100.0% 

TOTAL 
11.5% 
18.4% 
45.2% 
24.9% 

100.0% 

An analysis of pastors with one conflict a month by column, shows the DISC 

order of (S)teadiness-45.2%, (C)ompliance-24.9%, (I)nfluencing-18.4%, and 

(D)ominance-l1.5% 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 46. Pastors With One Conflict a Month 
Percentages by Rows of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
4.3% 0.0010 1.2% 2.4% 1.4% 
5.3% 0.0010 4.8% 6.2% 1.9% 
7.4% 0.5% 12.9% 11.5% 5.3% 
8.6% 0.2% 3.6% 5.0% 2.4% 

25.6% 0.7% 22.5% 25.1% 11.0010 
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SUpp0l1 TOTAL 
2.2% 11.5% 
2.9% 18.4% 
7.7% 45.2% 
2.9% 24.9% 

15.6% 100.0% 

An analysis of the pastors with one conflict a month by rows reveals conflict 

management styles of Persuade-25.6%, Collaborate-25.1 %, Accommodate-22.5%, 

Support-15.6%, Support-l 1.0%, and 0.7% Compel. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 47. Pastors with One Conflict a Month 
Percentages by Total of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
37.5% 0.0% 10.4% 20.8% 12.5% 
28.6% 0.0% 26.0% 33.8% 10.4% 
16.4% 1.1% 28.6% 25.4% 11.6% 
34.6% 1.0% 14.4% 20.2% 9.6% 
25.6% 0.7% 22:5% 25.1% 11.0010 

Support TOTAL 
18.8% 100.0% 
15.6% 100.0% 
16.9% 100.0% 
11.5% 100.0% -
15.6% 100.0% 

An analysis of pastors with one conflict a month by total reveals that 4.3% who 

are (D)ominance in their personality type will be Persuade in their conflict management 

style. This compares to 4.7% surveyed overall. Those who have an (I)nfluencing type will 

be 6.2% Collaborate in their conflict management style. This compares to 6.3% surveyed 

overall who are Collaborate. 

Those who are (S)teadiness will be Accommodate12.9%. (S)teadiness pastors 

overall are more likely to be Collaborate at 12.2% Pastors who are Compliance in 

personality will be 8.6% Persuade in conflict management style. This compares to 8.4% 

surveyed overall. 
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In summary, those who experience one conflict a month tend to be more 

Persuade in their conflict management style. 

An analysis of pastors with two to five conflicts a month show a personality 

type ofSCID. This group's conflict management style is Persuade-Ill, Collaborate·-lOO, 

Accommodate-75, Support-50, Negotiate-37, and Compel-5. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 48. Pastors with 2 to 5 Conflicts a Month 
Observation of Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
22 2 5 10 7 
25 0 15 26 10 

25 2 40 38 13 
39 1 15 26 7 

III 5 75 100 37 
10.9% 0.5% 7.4% 9.8% 3.6% 

Support 
7 

13 
19 
11 
50 

4.9% 

Table 49. Pastors with 2 to 5 Conflicts a Month Percentages 
by Columns of Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 19.8% 40.0% 6.7% 10.0% 18.9% 14.0% 
Influencing 22.5% 0.0% 20.0% 26.0% 27.0% 26.0% 
Steadiness 22.5% 40.0% 53.3% 38.0% 35.1% 38.0% 
Compliance 35.1% 20.0% 20.0% 26.0% 18.9% 22.0% 
TOTAL 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

--
TOTAL 

35 
89 

137 
99 

360 
35.4% 

--
TOfAL .-

9.7% 
24.7% 
38.1% 
27.5% 

100.0% 

An analysis of pastors with two to five conflicts a month by column reveals a 

DISC order of SCID. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 50. Pastors with 2 to 5 Conflicts a Month 
Percentages by Rows of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
62.9% 5.7% 14.3% 28.6% 20.0% 
28.1% 0.0% 16.9% 29.2% 11.2% 
18.2% 1.5% 29.2% 27.7% 9.5% 
39.4% 1.0% 15.2% 26.3% 7.1% 
30.8% 1.4% 20.8% 27.8% 10.3% 
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Support TOTAL 
20.0% 100.0% 
14.6% 100.0% 
13.9% 100.0% 
11.1% 100.0% 
13.9% 100.0% 

An analysis of the pastors with two to five conflicts a month by rows reveals 

conflict management styles ofPersuade-30.8%, Collaborate-27.8%, 

Accommodate-20.8%, Support-13.9%; Negotiate-l 0.3%, and Compel-lA%. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 51. Pastors with Two to Five Conflicts a Month 
Percentages of Total of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
6.1% 0.6% 1.4% 2.8% 1.9% 
6.9% 0.0% 4.2% 7.2% 2.8% 
6.9% 0.6% 11.1% 10.6% 3.6% 

10.8% 0.3% 4.2% 7.2% 1.9% 
30.8% 1.4% 20.8% 27.8% 10.3% 

Support 
1.9% 
3.6% 
5.3% 
3.1% 

13.9% 

TOTAL 
9.7% 

24.7% 
38.1% 
27.5% 

100.0% 

An analysis of pastors with two to five conflicts a month in total reveals that 

those with (D)ominance personality type will mostly use Persuade (6.1 %) conflict 

management style. This compares to 4.7% overall surveyed. Those who have an 

(I)nfluencing type will be 7.2% Collaborate. This compares to 6.3% of those surveyed 

overall. Those who are (S)teadiness will be Accommodate-II.l %. The maj ority of 

(S)teadiness pastors overall will be Collaborate at 12.2%. Pastors who are Compliance in 

personality will be 10.8% Persuade in their conflict management style. This compares to 

8.4 % surveyed overall. 
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In summary, those who experience two to five conflicts a month tend to be 

Persuade in their conflict management style. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 52. Pastors with More Than 5 Conflicts a Month 
Observation of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
4 0 1 1 0 
7 0 1 3 1 
5 0 3 8 1 
2 0 1 2 0 

18 0 6 14 2 
l.8% 0.0% 0.6% 1.4% 0.2% 

Support 
2 
3 
5 
2 

12 
1.2% 

An analysis of pastors with more than five conflicts a month gives a 

TOTAL 
8 

15 
22 

7 
52 

5.1% 

personality profile of SIDC. This group's conflict management style is Persuade-l 8, 

Collaborate-14, Support-12, Accommodate-6, Negotiate-2, and Compel-O. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 53. Pastors with More Than 5 Conflicts a Month 
Percentages by Columns of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
22.2% 0.0010 16.7% 7.1% 0.0010 
38.9% O.()%, 16.7% 21.4% 50.0010 
27.8% 0.0% 50.0% 57.1% 50.0% 
11.1% 0.0% 16.7% 14.3% 0.0% 

100.0% 0.0% 100.0% 100.0% 100.0% 

Support 
16.7% 
25.0% 
41.7% 
16.7% 

100.0% 

TOTAL 
15.4% 
28.8% 
42.3% 
13.5% 

100.0% 

An analysis of pastors with more than five conflicts a month by columns shows 

a DISC order of SIDC. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 54. Pastors with More Than 5 Conflicts a Month 
Percentages by Rows of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
50.0% 0.0% 12.5% 12.5% 0.0% 
46.7% 0.0% 6.7% 20.0% 6.7% 
22.7% 0.0% 13.6% 36.4% 4.5% 
28.6% 0.0% 14.3% 28.6% 0.0% 
34.6% 0.0% 11.5% 26.9% 3.8% 

100 

Support TOTAL 
25.0% 100.0% 
20.0% 100.0% 
22.7% 100.0% 
28.6% 100.0% 
23.1% 100.0% 

An analysis of the pastors with more than five conflicts a month by rows 

reveals ranked conflict management styles ofPersuade-34.6%, Collaborate-26.9%, 

Support-23.l%, Accommodate-l 1.5%, Negotiate-3.8%, and Compel-O% 

Table 55. Pastors with More Than 5 Conflicts a Month 
Percentages by Totals of Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate Support TOTAL 
Dominance 7.7% 0.0% 1.9% 1.9% 0.0% 3.8% 15.4% 
Influencing 13.5% 0.0% 1.9% 5.8% 1.9% 5.8% 28.8% 
Steadiness 9.6% 0.0% 5.8% 15.4% 1.9% 9.6% 42.3% 
Compliance 3.8% 0.0% 1.9% 3.8% 0.0% 3.8% 13.5% 
TOTAL 34.6% 0.0% 11.5% 26.9% 3.8% 23.1% 100.0% 

An analysis of pastors with more than five conflicts a month by totals reveals 

those with (D)ominance personality will most likely use Persuade 7.7% conflict 

management style. This compares to 4.7% overall surveyed. Those who have an 

Influencing type of personality will be 13.5% Persuade in their conflict management 

style. Overall, pastors with (I)nfluencing personalities are mostly Collaborate 6.3%. 

Those who are (S)teadiness will be Collaborate 15.4%. This compares to 12.2% of those 

surveyed overall. Pastors who are Compliance in personality will be Persuade 3.8%, 
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Collaborate 3.8%, or Support 3.8% in their conflict management style. The majority of 

(C)ompliance pastors in the overall survey are Persuade at 8.4%. 

In summary, those who experience more than five conflicts a month tend to he 

Persuade in their conflict management style. 

Table 56. Summary of Conflict Management Styles 
by Monthly Conflict Experience 

Conflict Management Types by Monthly Conflict Experience 
Persuade Compliance Accommodate Collaborate Negotiate Support 

0 27 2 41 52 19 22 
1 107 3 94 105 46 65 

2-5 111 5 75 100 37 50 
>5 18 0 6 14 2 12 

263 10 216 271 104 149 

Persuade Compliance Accommodate Collaborate Negotiate Support 
0 17% 1% 25% 32% 12% 13% 
1 25% 1% 22% 25% 11% 15% 

2-5 29% 1% 20% 26% 10% 13% 
>5 35% 0% 12% 27% 4% 23% 

Total 26% 1% 21% 27% 10% 15% 

Total 
163 
420 
378 
52 

1013 

Total 
100% 
100% 
100% 
100% 
100% --
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Figure 9. Summary of Conflict Management Styles by Monthly Conflict Experience 

Summary of pastors and the number of conflicts they experience monthly. 

Those who experience no conflict are more likely to be Collaborate and Accommodate in 

their conflict management style. The more pastors experience conflict the more likely 

they will use the conflict management style of Persuade. 

Research Question 4 

What is the relationship between pastors' education and their conflict 

management style? 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 57. Pastors with High School Education 
Observed in Relation to Their Conflict Styles 

Persuade Compel Accommodate Collaborate Negotiate 
5 1 2 2 2 
6 0 6 8 2 

11 0 22 19 3 
10 0 5 10 3 
32 I 35 39 10 

3.1% 0.1% 3.4% 3.8% 1.0% 
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Support TOTAL 
3 15 
2 24 
9 64 
3 31 

17 134 
1.7% 13.2% 

An analysis of pastors observed with a high school education shows a ranked 

personality profile of SCID. This group's conflict management styles are Collaborate-39, 

Accommodate-35, Persuade-32, Support-I 7, Negotiate-l 0, and Compel-l. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 58. Pastors with High School Education Percentages by 
Columns in Relation to Their Conflict Management Styles 

Persuade Compel Accorrmodate Collaborate Negotiate Support 
15.6% 100.0% 5.7% 5.1% 20.0% 17.6% 
18.8% 0.0% 17.1% 20.5% 20.0% 11.8% 
34.4% 0.0% 62.9% 48.7% 30.0% 52.9% 
31.3% 0.0% 14.3% 25.6% 30.0% 17.6% 

100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

TOTAL 
11.2% 
17.9% 
47.8% 
23.1% 

100.0% 

An analysis of pastors with a high school education by columns reveals a DISC 

order of SCID. 

Dominance 

Influencing 
Steadiness 
Compliance 
TOTAL 

Table 59. Pastors with High School Education Percentages 
by Rows in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
33.3% 6.7% 13.3% 13.3% 13.3% 20.0% 

25.0% 0.0% 25.0% 33.3% 8.3% 8.3% 
17.2% 0.0% 34.4% 29.7% 4.7% 14.1% 
32.3% 0.0% 16.1% 32.3% 9.7% 9.7% 
23.9%) 0.7% 26.1% 29.1% 7.5% 12.7% 

TOTAL 
100.0% 

100.0% 
100.0% 
100.0%) 
100.0% 
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An analysis of the pastors with a high school education by rows reveals conflict 

management styles of Collaborate-29.1 %, Accommodate-26.1 %, Persuade-23. 9%, 

Support-12.7%, Negotiate-7.5%, and Compel-0.7%. 

Table 60. Pastors with High School Education Percentages 
by Total in Relations to Their Conflict Styles 

Persuade Cbn]Jel Acconrnodate Collaborate Negotiate Suwort 
Doninance 3.7>;( 0.7>;( 1.50/£ 1.50/£ 1.50/( 2.20/£ 
Influencing 4.50/£ O.(P;( 4.50/£ 6.00;( 1.50/£ 1.5% 
Steadiness 8.20/( 0.00;( 16.40/£ 14.2>;( 2.2>;( 6.7>;( 
Cooyliaoce 7.50/£ 0.00/£ 3.7>;( 7.50/£ 2.~A 2.2>;( 
TOTAL 23.90/£ 0.7>;( 26.10/£ 29.10/£ 7.50;( 12.7>;( 

TOTAl 
11.20/£ 
17.9% 
47.8% 
23.10/£ 

100.0% 

An analysis of pastors with a high school education by total reveals those with 

a (D)ominance personality type will mostly use Persuade 3.7% in their conflict 

management style. This compares to 4.7% in the overall survey. Those who have an 

(I)nfluencing type of personality will be Collaborate 6.0% in their conflict management 

style. This is the same as those surveyed overall. Those who are (S)teadiness will be 

Accommodate 16.4%. This compares to a majority of (S)teadiness pastors who are 

Collaborate 12.2% of those surveyed overall. Pastors who are Compliance in their 

personality tend to be Persuade 7.5% or Collaborate 7.5% in their conflict management 

style. Overall, (C)ompliance pastors are most likely to be Persuade at 8.4%. 

In summary, pastors with a high school education tend to be Collaborate and 

Accommodate in their conflict management style. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 61. Pastors with College Observed in Relation 
to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
10 0 3 6 0 
11 0 8 15 5 
16 2 23 30 9 
13 0 5 12 2 
50 2 39 63 16 

4.9% 0.2% 3.8% 6.2% 1.6% 
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Support TOTAL 
4 23 
7 46 

24 104 
7 39 

42 212 
4.1% 20.~ 

An analysis of pastors with college shows a ranked personality profile ofSICD. 

This group's ranked conflict management styles are Collaborate-63, Persuade-50, 

Accommodate-39, Support-42, Negotiate-16, and Compel-2. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 62. Pastors with College Percentages by Columns 
in Relation to Their Conflict Styles 

Persuade Compel Accomnodate Collaborate Negotiate 
20.0% 0.0010 7.7% 9.5% 0.0% 
22.0010 0.0% 20.5% 23.8% 31.3% 
32;0% 100.00/0 59.0% 47.6% 56.3% 
26.0% 0.0010 12.8% 19.0% 12.5% 

100.0% 100.0% 100.0% 100,(1% 100.0% 

Support TOTAL 
9.5% 10.8% 

16.7% 21.7% 
57.1% 49.1% 

"-16.7% 18.4% 
100.0% 100.0% 

An analysis of pastors with a college education by columns reveals a DISC 

order of SICD. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 63. Pastors with College Percentages by Rows in 
Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
43.5% 0.0% 13.0% 26.1% 0.0% 
23.9% 0.0% 17.4% 32.6% 10.9% 
15.4% 1.9% 22.1% 28.8% 8.7% 
33.3% 0.0% 12.8% 30.8% 5.1% 
23.6% 0.9% 18.4% 29.7% 7.5% 

Support TOTAL 
17.4% 100.0% 
15.2% 100.0% 
23.1% 100.0% 
17.9% 100.0% 
19.8% 100.0% 
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An analysis of the pastors with college reveals ranked conflict management 

styles ofCollaborate-29.7%, Persuade-23.6%, Support-19.8%, Accommodate-l 8.4%, 

Negotiate-7.5%, and Compel-0.9%. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 64. Pastors with College Percentages by 
Totals in Relation to Their Conflict Management Styles 

Persuade Compel Accorrnnodate Collaborate Negotiate 
4.7% 0.0010 1.4% 2.8% 0.0010 
5.2% 0.0010 3.8% 7.1% 2.4% 
7.5% 0.9% 10.8% 14.2% 4.2% 
6.1% 0.0% 2.4% 5.7% 0.9% 

23.6% 0.9% 18.4% 29.7% 7.5% 

Support TOTAL 
1.9% 10.8% 
3.3% 21.7% 

11.3% 49.1% 
3.3% 18.4% 

19.8% 100.0010 

An analysis of pastors with college reveals that those with a (D)ominance 

personality type tend to be Persuade 4.7% in their conflict management style. Those with 

Influencing personality types tend to use Collaborate 7.1 % as their conflict management 

style. Those who have a personality type of (S)teadiness tend to use Collaborate 14.2% as 

their conflict management style. Those pastors with a college education who have a 

personality type of (C)ompliance tend to use the conflict management style of Persuade 

6.1%. 

In summary, pastors with a college education are more likely to use the 

Collaborative conflict management style. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 65. Pastors with Seminary Observed in Relation 
to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
22 0 4 11 8 
24 0 21 31 9 
31 2 55 57 19 
40 2 22 24 8 

117 4 102 123 44 
11.5% 0.4% 10.0% 12.1% 4.3% 
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Support TOTAL 
5 50 

13 98 
29 199 
12 108 
59 455 

5.8% 44.7% 

An analysis of pastors with seminary education shows a ranked personality 

profile of SCID. This group's conflict management styles are Collaborate-123, 

Persuade-I 17, Accommodate-l02, Support-59, Negotiate-44, and Compel-4. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 66. Pastors with Seminary Percentages by Columns 
in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
18.8% 0.0% 3.9% 8.9% 18.2% 8.5% 
20.5% 0.0% 20.6% 25.2% 20.5% 22.0% 
26.5% 50.0% 53.9% 46.3% 43.2% 49.2% 
34.2% 50.0% 21.6% 19.5% 18.2% 20.3% 

100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

TOTAL 
11.0% 
21.5% 
43.7% 
23.7% 

100.0% 

An analysis of pastors with seminary education reveals a DISC order of SCID. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 67. Pastors with Seminary Percentages by 
Rows in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
44.0% 0.0% 8.0% 22.0% 16.0% 
24.5% 0.0% 21.4% 31.6% 9.2% 
15.6% 1.0% 27.6% 28.6% 9.5% 
37.0% 1.9% 20.4% 22.2% 7.4% 
25.7% 0.9% 22.4% 27.0% 9.7% 

Support TOTAL 
10.0% 100.0% 
13.3% 100.0% 
14.6% 100.0% 
11.1% 100.0% 
13.0% 100.0% 
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An analysis of pastors with seminary education reveals ranked conflict 

management styles ofCollaborate-27.0%, Persuade-25.7%, Accornmodate-22.4%, 

Support-13.9%, Negotiate-9.7%, and Cornpel-O.9%. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 68. Pastors with Seminary Percentages by Totals 
in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
4.8% 0.0% 0.9% 2.4% 1.8% 
5.3% 0.0% 4.6% 6.8% 2.0% 
6.8% 0.4% 12.1% 12.5% 4.2% 
8.8% 0.4% 4.8% 5.3% 1.8% 

25.7% 0.9% 22.4% 27.0% 9.7% 

Support 
1.1% 
2.9% 
6.4% 
2.6% 

13.0% 

An analysis of pastors with seminary education reveals those with a 

TOTAL --
11.0% 
21.5% 
43.7% 
23.7% 

100.0% 

(D)ominance personality type tend to be Persuade in their conflict management style. 

Those who are (I)nfluencing tend to use the conflict style of Collaborate. Those who have 

the personality type of (S)teadiness tend to be Collaborate in their conflict management 

style. Those who have the personality type of (C)ompliance are most likely to be 

Collaborate in their conflict management style. 

In summary, pastors with a seminary education tend to be Collaborate in their 

conflict management style. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 69. Pastors with Doctorate Observed 
in Relation to Conflict Management Styles 

Persuade Compel Acconnnodate Collaborate Negotiate 
9 0 5 4 3 

14 1 5 7 4 
10 1 15 12 14 -
20 0 7 11 8 
53 2 32 34 29 

5.;2% 0.2% 3.1% 3.3% 2.8% 
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Support TOTAL 
5 17 
5 36 
7 59 
'7 53 

24 165 --
2.4% 16.2% 

An analysis of pastors with a doctorate degree gives a ranked personality 

profile ofSCID. This group's ranked conflict management styles of Persuade-53, 

Collaborate-34, Accommodate-32, Negotiate-29, Support-24, and Compel-2. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 70. Pastors with Doctorate Percentages by Columns 
in Relation to Conflict Management Styles 

Persuade Compel Acconnnodate Collaborate Negotiate Support 
17.0% 0.0% 15.6% 11.8% 10.3% 20.8(% 
26.4% 50.0% 15.6% 20.6% 13.8% 20.8% 
18.9% 50.0% 46.9% 35.3% 48.3% 29.2% 
37.7% 0.0% 21.9% 32.4% 27.6% 29.2% 

100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

1DTAL 
10.3% 
21.8% 
35.8% 
32.1% 

100.0% 

An analysis of pastors with a doctorate degree reveals a ranked DISC order of 

SCID. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 71. Pastors with Doctorate Percentages by Rows 
in Relation to Conflict Management Styles 

Persuade Compel Acconnnodate Collaborate Negotiate 
52.<)010 0.0% 29.4% 23.5% 17.6% 
38.9% 2.8% 13.9% 19.4% 11.1% 
16.9% 1.7% 25.4% 20.3% 23.7% 
37.7% 0.0% 13.2% 20.8% 15.1% 
32.1% 1.2% 19.4% 20.6% 17.6% 

Support TOTAL 
29.4% 100.0% 
13.9% 100.0% 
11.9% 100.0% 
13.2% 100.0% 
14.5% 100.0% 
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An analysis of pastors with a doctorate degree reveals a conflict management 

style of Persuade-32.1 %, Collaborate-20.6%, Accommodate-19.4%, Negotiate-17 .6%, 

Support, 14.5%, and Compel-l.2%. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 72. Pastors with Doctorate Percentages by Totals 
in Relation to Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
5.5% 0.0% 3.0% 2.4% 1.8% 
8.5% 0.6% 3.0% 4.2% 2.4% 
6.1% 0.6% 9.1% 7.3% 8.5% 

12.1% 0.0% 4.2% 6.7% 4.8% 
32.1% 1.2% 19.4% 20.6% 17.6% 

Support TOTAL 
3.0% 10.3% 
3.0% 21.8% 
4.2% 35.8% 
4.2% 32.1% 

14.5% 100.0% 

An analysis of pastors with a doctorate degree with a (D)ominance personality 

type shows they tend to be Persuade in conflict management style. Pastors in this group 

who are (I)nfluencing also tend to be Persuade in their conflict management style. Pastors 

in this group who have a personality type of (S)teadiness tend to be Accommodate in 

their conflict management style. Pastors in this group with a personality type of 

(C)ompliance once again tend to be Persuade in their conflict management style. 

In summary, those pastors with a doctorate degree are most likely to use 

Persuade as their conflict management style. 



HS 
Col 
Sem 
Doc 

HS 
Col 
Sem 
Doc 
Total 

32% 
28% 

Table 73. Summary of Conflict Management Styles by Education 

Persuade 
32 
50 

117 
53 

252 

Persuade 
24% 
24% 
26% 
30% 
26% 

Note: 

Conflict Management Types by Education 
Compel Accommodate Collaborate Negotiate 

I 35 39 !O 
2 39 63 16 
4 102 123 44 
2 32 34 29 

9 208 259 99 

Compel Accommodate Collaborate Negotiate 
1% 26% 29% 
1% 18% 30% 
1% 23% 27% 
1% 18% 20% 
1% 21% 27% 

HS = completed high school education 
Col = received college degree 
Sem = received seminary degree 
Doc = received doctoral degree 

Conflict Management Types by Education 

7% 
8% 

10% 
17% 
10% 

Support 
17 

42 
59 
24 

142 

Support 
13% 
20% 
13% 
14% 

-15% 

111 

Total 
134 
212 
449 
174 
969 

Total 
100% 
100% 
100% 
JOO% 
100% 

24% tf~:mt~.-----------j"'~-----4 

DHS 

!Z! Col 

I:lillISem 

13 Doc 

• Total 

20% 
16% 
-12% 
8% 
4% 
0% 

Q) £ * v t:: 
0.. til (;; 0 

E "" 
.... . .;;:; 0.. 

0 0 0 0.. 
0 E .J:l OJ) :::I 

U E 
..:::l v (.{J 

0 Z 0 u (.I 
(.I 

-< 

Figure 10. Summary of Conflict Management Types by Education 

In summary of the analysis of a pastor's education in relation to his confl iet 

management style. most pastors, regardless of education level. tend to display a 
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Collaborate style of conflict management style. Pastors with a doctorate degree, however, 

tend to use a Persuade style of conflict management. Pastors with a high school education 

level are less likely to use a Negotiate conflict style as compared to other education 

levels. The higher the education level the more likely it is that a Persuade or Negotiate 

conflict management style is used. 

Research Question 5 

What is the relationship between pastors' training in conflict and their conflict 

management styles? 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 
Percent of Sample 

Table 74. Pastors with No Conflict Training Observed 
in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate 
12 1 3 7 3 
13 0 10 9 3 
19 1 42 28 8 
20 0 7 7 2 
64 2 62 51' 16 

6.3% 0.2% 6.1% 5.0% 1.6% 

Support TOTAL 
1 27 
6 41 

15 113 
4 40 

26 221 
2.6% 21.7% 

Analysis of pastors with no conflict training reveals a ranked personality 

profile of SlCD. This group's conflict management styles are Persuade, Accommodate, 

Collaborate, Support, Negotiate, and then Compel. 



Dominance 
Influencing 
Steadiness 
Compliance 
TOIAL 

Table 75. Pastors with No Conflict Training Percentages by 
Columns in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiat~ Support 
18.8% 50.0% 4.8% 13.7% 18.8% 3.8% 
20.3% 0.0% 16.1% 17.6% 18.8% 23.1% 
29.7% 50.0% 67.7% 54.9% 50.0% 57.7% 
31.3% 0.0% 11.3% 13.7% 12.5% 15.4% 

100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 
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TOTAL 
12.2% 
18.6% 
51.1% 
18.1% 

100.0% 

An analysis of pastors with no conflict training reveals a DISC order ofSICD. 

Dominance 
Influencing 
Steadiness 
Compliance 
TOTAL 

Table 76. Pastors with No Conflict Training Percentages by Rows 
in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
44.4% 3.7% 11.1% 25.9% 11.1% 3.7% 
31.7% 0.0% 24.4% 22.0% 7.3% 14.6% 
16.8% 0.9% 37.2% 24.8% 7.1% 13.3% 
50.0% 0.0% 17.5% 17.5% 5.0% 10.0% 
29.0% 0.9% 28.1% 23.1% 7.2% 11.8% 

--TOTAL 
100.0% 
100.0% 
100.0% 
100.0% 
100.0% 

An analysis of pastors with no conflict training reveals a ranked conflict 

management style ofPersuade-29.0%, Accommodate-28.1 %, Collaborate-23.l %, 

Support-l 1.8%, Negotiate-7.2%, and Compel-O.9%. 

Dominance 
Influencing 
Steadiness 
Compliance 
WfAL 

Table 77. Pastors with No Conflict Training Percentages by 
Totals in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
5.4% 0.5% 1.4% 3.2% 1.4% 0.5% 
5.9% 0.0% 4.5% 4.1% 1.4% 2.7% 
8.6% 0.5% 19.0% 12.7% 3.6% 6.8% 
9.0% 0.0% 3.2% 3.2% 0.9% 1.8% 

29.0% 0.9% 28.1% 23.1% 7.2% 11.8% 

TOTAL 
12.2% 
18.6% 
51.1% 
18.1% 

100.0% 
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An analysis of pastors with no conflict training reveals those with a 

(D)ominance personality type tend to use the conflict management style of Persuade. The 

other comparisons are as follows: (I)nfluencing-Persuade, (S)teadiness-Accommodate, 

and (C)ompliance-Persuade. 

Table 78. Pastors Who Have Read a Book on Conflict Management 
Observed in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 8 1 1 1 3 2 
Influencing' 10 0 8 12 3 4 
Steadiness 13 0 18 19 10 13 
Compliance 19 0 5 8 6 8 
TOTAL 50 1 32 40 22 27 
Percent of Sample 4.9% 0.1% 3.1% 3.9% 2.2% 2.7% 

In summary, pastors with no conflict training are most likely to use the 

Persuade style of conflict management. 

TOTAL 
16 
37 
73 
46 

172 
16.9% 

An analysis of pastors who have r'ead a book on conflict management reveals a 

personality profile of SCID. This group's conflict management styles are Persuade-50, 

Collaborate-40, Accommodate-32, Support-27, Negotiate-22, and Compel-I. 

Table 79. Pastors Who Have Read a Book on Conflict Management Percentages 
by Columns in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support TOTAL 
Dominance 16.0% 100.0% 3.1% 2.5% 13.6% 7.4% 9.3% 
Influencing 20m 0.0% 25.0% 30.0% 13.6% 14.8% 21.5% 

Steadiness 26. 0.0% 56.3% 47.5% 45.5% 48.1% 42.4% 

Compliance 38.00 0.0% 15.6% 20.0% 27.3% 29.6% 26.7% 

TOTAL 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 



115 

An analysis of pastors who have read a book on conflict management reveals a 

DISC. order of SCID. 

Table 80. Pastors Who Have Read a Book on Conflict Management Percentages 
by Rows in Relation to Their Conflict Management Styles 

I Persuade Compel Accornnodate Collaborate Negotiate Support TOTAL 
Dominance 50.0% 6.3% 6.3% 6.3% 18.8% 12.5% 100.0% 
Influencing 27.0% 0.0% 21.6% 32.4% 8.1% 10.8% 100.0% 
Steadiness 17.8% 0.0% 24.7% 26.0% 13.7% 17.8% 100.0% 
Compliance 41.3% 0.0% 10.9% 17.4% 13.0% 17.4% 100.0% 
TOTAL 29.1% 0.6% 18.6% 23.3% 12.8% 15.7% 100.0% 

An analysis of the pastors who have read a book on conflict management 

reveals ranked conflict management styles of Persuade-29.l %, Collaborate-23.3%, 

Accommodate-18.6%, Support-l 5.7%, Negotiate-12.8%, and Compel-0.6%. 

Table 81. Pastors Who Have Read a Book on Conflict Management Percentages 
by Total in Relation to Their Conflict Management Styles 

Persuade Conipel Accornnodate Collaborate Negotiate Support TOl1\L 
Dominance 4.7% 0.6% 0.6% 0.6% 1.7% 1.2% 9.3% 
Influencing 5.8% 0.0% 4.7% 7.0% 1.7% 2.3% 21.5% 
Steadiness 7.6% 0.0% 10.5% 11.0% 5.8% 7.6% 42.4% 
Compliance 11.0% 0.0% 2.9% 4.7% 3.5% 4.7%) 26.7% 
TOTAL 29.1% 0.6% 18.6% 23.3% 12.8% 15.7% 100.0% 

An analysis of pastors who have read a book on conflict management reveals 

that those with a (D)ominance personality type are most likely to use the conflict 

management style of Persuade. The other personality types in relation to conflict 

management style are as follows: (I)nfluencing-Collaborate, (S)teadiness-Collaborate, 

and (C)ompliance-Persuade. 



116 

In summary, pastors who have read a book on conflict management are mostly 

the conflict management style of Persuade. 

Table 82. Pastors Who Have Attended a Seminar on Conflict Management 
Observed in Relation to Their Conflict Management Styles 

-
Persuade Compel Accommdate Collaborate Negotiate Support 1UTAL 

Dominance 14 0 6 S 4 4 22 
Influencing 12 1 9 19 4 4 49 
Steadiress 19 2 38 35 11 18 123 
Compliance 23 2 IS 16 6 S 67 
WTAL 68 5 68 75 25 31 261 
Percent of Sample 6.7% 0.5% 6.7% 7.4% 2.5% 3.0% 25.6% 

An analysis of pastors who have attended a seminar on conflict management 

gives a ranked personality profile of SCID. This group's conflict management styles are 

Collaborate-75, Persuade-68, Accommodate-68, Support-31, Negotiate-2S, and 

Compel-So 

Table 83. Pastors Who Have Attended a Seminar on Conflict Management 
Percentages by Columns in Relation to Their Conflict Management Styles 

Persuade Compel Accommdate Collaborate Negotiate Support 1UfAI .. 
Dominance 20.6% 0.0% 8.8% 6.7% 16.0010 12.9% 8.4% 
Int1uencfug 17.6% 20.0010 13.2% 25.3% 16.0010 12.9% 18.8% 
Steadiress 27.9% ·40.0% 5S.g>lo 46.7% 44.0010 58.1% 47.1% 
Compliance 33.8% 40.0% 22.1% 21.3% 24.0010 16.1% 25.7% 
1DTAL 100.00/0 100.0010 100.00/0 100.0% 100.0010 100.00/0 100.0010 

An analysis of pastors who have attended a seminar on conflict management 

reveals a DISC order ofSCID. 



Table 84. Pastors Who Have Attended a Seminar on Conflict Management 
Percentages by Rows in Relation to Their Conflict Management Styles 
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Persuade Compel Accommodate Collaborate Negotiate Support TOTAL 
Dominance 63.6% 0.0% 27.3% 22.7% 18.2% 18.2% 
Influencing 24.5% 2.0010 18.4% 38.8% 8.2% 8.2% 
Steadiness 15.4% 1.6% 30.9% 28.5% 8.<J01o 14.6% 
Compliance 34.3% 3.0% 22.4% 23.9% 9.0% 7.5% 
TOTAL 26.1% 1.9% 26.1% 28.7% 9.6% 11.9% 

An analysis of the pastors who have attended a seminar on conflict 

management reveals a ranked order of conflict styles to be Collaborate--28.7%, 

Persuade-26.1%, Accommodate-'-:26.1%, Support-l 1.9%, Negotiate-9.6%, and 

Compel-I.9%. 

Table 85. Pastors Who Have Attended a Seminar on Conflict Management 
Percentages by Totals in Relation to Their Conflict Management Styles 

--
100.0% 
100.0% 
100.0% 
100.00/0 
100.0% 

Persuade Compel Accommodate Co llaborate Negotiate I Support TOTAL 
Dominance 5.4% 0.0% 2.3% 1.9% 1.5% 1.5% 8.4% 
Influencing 4.6% 0.4% 3.4% 7.3% 1.5% 1.5% 18.8% 
Steadiness 7.3% 0.8% 14.6% 13.4% 4.2% 6.9% 47.1% 
Compliance 8.8% 0.8% 5.7% 6.1% 2.3% 1.9% 25.7% 
TOTAL 26.1% 1.<J01o 26.1% 28.7% 9.6% 11.9% 100.0% 

An analysis of pastors who have attended a seminar on conflict management 

reveals those with (D)ominance in personality type usually use Persuade as a conflict 

management style. Those who are (I)nfluencing tend to use the conflict style of 

Collaborate. (S)teadiness personality type pastors are most likely to have an 

Accommodate conflict management style. Pastors in this group who are (C)ompliance in 

personality type tend to use the conflict style of Persuade. 

In summary, pastors who have attended a seminar on conflict management tend 

to use the conflict management style of Collaborate. 



Table 86. Pastors Who Have Formal Training in Conflict Management 
Observed in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 5 0 1 5 2 5 
Influencing 7 0 7 12 5 11 
Steadiness 10 0 15 20 13 11 
Compliance 8 0 6 12 2 6 
TOTAL 30 0 29 49 22 33 
Percent of Sample 2.9% 0.0% 2.8% 4.8% 2.2% 3.2% 
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TOTAL 
18 
42 
69 
34 

163 
16.0% 

An analysis of pastors who have formal training in conflict management have a 

personality profile of SICD. This group of pastors's conflict management style is 

Collaborate-49, Persuade-30, Support-33, Accommodate-29, Negotiate-2, and 

Compel-O. 

Table 87. Pastors Who Have Formal Training in Conflict Management Percentages 
by Columns in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support TOTAL 
Dominance 16.7% 0.0% 3.4% 10.2% 9.1% 15.2% 11.0% 
Influencing 23.3% 0.0% 24.1% 24.5% 22.7% 333% 25.8% 
Steadiness 33.3% 0.0% 51.7% 40.8% 59.1% 33.3% 42.3% 
Compliance 26.7% 0.0% 20.7% 24.5% 9.1% 18.2% 20.9% 
TOTAL 100.0% 0.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

An analysis of pastors who have formal training in conflict management 

reveals a DISC order of SICD. 

Table 88. Pastors Who Have Formal Training in Conflict Management 
Percentages by Rows in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 27.8% 0.0% 5.6% 27.8% 11.1% 27.8% 
Influencing 16.7% 0.0% 16.7% 28.6% 11.9% 26.2% 
Steadiness 14.5% 0.0% 21.7% 29.0% 18.8% 15.9% 
Compliance 23.5% 0.0% 17.6% 353% 5.9% 17.6% 
TOTAL 18.4% 0.0% 17.8% 30.1% 13.5% 20.2% 

TOTAL 
100.0% 
100.0% 
100.0% 
100.0% 
100.0% 
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An analysis of the pastors who have formal training in conflict management 

reveals ranked conflict management styles of Collaborate-30.l %, Support-20.2%, 

Persuade-l 8.4%, Accommodate-l 7.8%, Negotiate-13.5%, and Compel-O%. 

Table 89. Pastors Who Have Formal Training in ConfliCt Management 
Percentages by Total in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 3.1% 0.0% 0.6% 3.1% 1.2% 3.1% 
Influencing 4.3% 0.0% 4.3% 7.4% 3.1% 6.7% 
Steadiness 6.1% 0.0% 9.2% 12.3% 8.0% 6.7% 
Compliance 4.9% 0.0% 3.7% 7.4% 1.2% 3.7% 
TOTAL 18.4% 0.0% 17.8%1 30.1% 13.5% 20.2% 

TOT~ 
11.0% 
25.8% 
42.3% 
20.9% 

100.0% 

An analysis of pastors who have formal training in conflict management 

reveals that those with (D)ominance personality type are most likely to use the conflict 

management style of Persuade 3.1 %, Collaborate 3.1 %, or Support 3.1 %. Those who 

have an (I)nfluencing (S)teadiness, or (C)ompliance personality type tend to use the 

conflict management style of Collaborate. 

In summary, pastors who have formal training in conflict management are most 

likely to use the Collaborate style of conflict management. 

Table 90. Pastors Who a Have Conflict Management Plan 
Observed in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 9 0 3 7 1 7 
Influencing 16 0 7 12 6 6 
Steadiness 11 2 5 21 5 12 
Compliance 15 0 9 16 7 7 
TOTAL 51 2 24 56 19 32 
Percent of Sample 5.0% 0.2% 2.4% 5.5% 1.9% 3.1% 

TOTAL 
27 
47 
56 
54 

184 
18.1% 



An analysis of pastors who have a conflict management plan shows a 

personality profile of SCID. This group's ranked conflict management styles are 

Collaborate-56, Persuade-51, Support-32, Accommodate-24, Negotiate-19, and 

Compel-2. 

Table 91. Pastors Who Have a Conflict Management Plan Percentages 
by Columns in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate SUppOlt 
Dominance 17.6% 0.0% 12.5% 12.5% 5.3% 21.9% 
Influencing 31.4% 0.0% 29.2% 21.4% 31.6% 18,8% 

Steadiness 21.6% 100.0% 20.8% 37.5% 26.3% 37.5% 
Compliance 29.4% 0.0% 37.5% 28.6% 36.8% 21.9% 
TOTAL 100.0% 100.0% 100.0% 

, 
100.0% 100.0% 100.0%) 
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TOTAL 
14.7% 
25.5% 
30.4% 
29.3% 

100.@ 

An analysis of pastors with a conflict management plan reveals a DISC order 

ofSCID. 

Table 92. Pastors Who Have A Conflict Management Plan Percentages 
by Rows in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collaborate Negotiate Support 
Dominance 33.3% 0.0% 11.1% 25.9% 3.7% 25.9% 
Influencing 34.()I% 0.0% 14.9%) 25.5% 12.8% 12.8% 
Steadiness 19.6% 3.6% 8.9% 37.5% 8.9% 21.4% 
Compliance 27.8% 0.0% 16.7% 29.6% 13.0% 13.0% 
TOTAL 27.7% 1.1% 13.0% 30.4% 10.3% 17.4% 

TOTAL 
100.0% 
100,0% .. -
100.0% 
l00~O% 
100.0% 

An analysis of pastors who have a conflict management plan reveals ranked 

conflict management style ofCollaborate-29.6%, Persuade-27.8%, 

Accommodate-16.7%, Support-l 3.0%, Negotiate-l 3.0%, and Compel-O%. 



Table 93. Pastors Who Have a Conflict Management Plan Percentages 
by Total in Relation to Their Conflict Management Styles 

Persuade Compel Accommodate Collabor;;-Ne~~tiatel ~ !---' 
Dominance 4.9% 0.0% 1.6% 3.8% 0.5% 3.8%) 
Influencing 8.7% 0.0% 3. SOlo 6.5% 3.3% 3.3% --
Steadiness 6.0% 1.1% 2.7% 11.4% 2.7% 6.5% 
Compliance 8.2% 0.0% 4.9% 8.7% 3.8% 3.8% 
TarAL 27.7% 1.1% 13.0% 30.4% 10.3% 17.4% 
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TOTAl1 
14.7% 
25.5% 
30.4% 
29.3% 

100.0% 

An analysis of pastors who have a conflict management plan reveals those with 

a (D)ominance personality type will use Persuade (4.9%) as their conflict management 

style. Those with the personality type of (I)nfluencing tend to use the conflict 

management style of Persuade (8.7%). Those of this group with the personality profile of 

(S)teadiness are most likely to use the conflict management style of Collaborate (11.4%).. 

Those who are (C)ompliance in their personality type'also tend to use the conflict 

management style of Collaborate (8.7%). 

In summary pastors with a conflict management plan are overall most likely to 

use the Collaborate style of conflict management. 
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Table 94. Summary of Conflict Management Style by Conflict Training 

--
Conflict Management Types by Conflict Training --

Persuade Compel Accommodate Collaborate Negotiate Su port Total 
None 64 2 62 51 16 26 221 
Read 50 1 32 40 22 27 172 

Seminar 68 5 68 75 25 3l 272 . 
Formal 30 0 29 49 22 33 163 

Plan 51 2 24 56 19 32 184 

263 10 215 271 104 149 1012 

Persuade Compel Accommodate Coilaborate Negotiate Support Total 

None 29% 1% 28% 23% 7% 12% 100% 

Read 29% 1% 19% 23% 13% 16% 100% 
Seminar 25% 2% 25% 28% 9% 11% 100% 

Formal 18% 0% 18% 30% 13% 20% 100% 

Plan 28% 1% 13% 30% 10% 17% 100% 

Total 26% 1% 21% 27% 10% 15% -100% 
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Figure 11. Summary of Conflict Management Style by Confli<:t Training 

In summary of conflict management styles with respect to, conflict training, the 

data reveals that the less training the pastors have, the more they use the contlict 

management style of Persuade. The more formal training pastors have, the more they tend 

to use the Collaborate style of conflict management. 

Summary of Analyses 

Question I 

An analysis of the data of those surveyed reveals that pastors have a ranked 

personality profile ofSCID. They score in the following order: (S)tcadiness, 

(C)ompliance, (l)nfluencing, and (D)ominance. In relation to their conflict management 

styles, they scored in the following order: Collaborate, Persuade, Accommodate, Support, 
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styles, they scored in the following order: Collaborate, Persuade, Accommodate, Support, 

Negotiate, and CompeL The most likely relationship of DISC personality and conflict 

management style as in Table 95. 

Table 95. Relationship of DISC Personality and Conflict Management Style 

,--- ---, 

Dominance Persuade I 
Infl uencing 

Steadiness 

Collaborate 

Collaborate 

1 

J 
Compliance Persuade -.-----~ 

Question 2 

Years in the ministry have little or no effect upon a pastor's personality. As far 

as conflict management style is concerned, pastors with less than six years experience are 

usually Collaborate. Pastors with six to twenty years in the ministry tend to be Persuade. 

Pastors with twenty-one or more plus years tend to be Collaborate. 

Question 3 

The data reveals that the more conflicts a pastor faces, the more likely the 

pastor is to be Persuade in his conflict management style. 

Question 4 

Analysis of the data indicates that education level has little or no effect upon 

conflict management style. Those with high school through seminary are most likely to be 

Collaborate. Those with doctoral degrees are more likely to be Persuade than any other 

group. 
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Question 5 

Analysis indicates that the more training a pastor has, the more likely the pastor 

is to be Collaborate in his conflict management style. 

Evaluation of the Research Design 

The researcher was assisted by a professional statistician, Clay Price, of the 

Baptist General Convention of Texas. One thousand five hundred thirty-two surveys were 

mailed and because 148 of those churches were without pastors, the possible response 

was 1,384. Seven hundred sixty-three usable surveys responded, giving a 55%) return. The 

population for the study was chosen to represent the perception of a specific regional 

culture in North America. 

The survey instrument was intended to be. easy to comprehend, yet ninety-nine 

pastors did not complete part two correctly and were asked to retake it. The survey did 

what it was designed to do by providing the researcher with data not previously available. 

The use of two validated instruments (DISC Profile and "Discover Your 

Conflict Management Style") was a strength in this survey. Potentially, the survey could 

be shortened and still provide the desired data. When the Pearson r was first computed, 

there appeared to be no relation of the two variables. Yet when the Chi-Square was 

computed, some relationship was revealed. This gave valid significance to the survey. 



CHAPTER 5 

CONCLUSIONS 

This research sought to explore the relationships that exist between pastors' 

personality profiles and their conflict management styles. This data will serve to help 

pastors understand themselves and why they respond to conflict the way they do. This 

knowledge will hopefully help bring about more resolution of conflict as opposed to 

destruction from conflict. This data serves to demonstrate the value of training in conflict 

management. Local churches and associations of churches will be able to utilize the 

findings of this study to address their needs for leadership development. 

The data of this research could assist pastors and organizations in analyzing 

. pastoral competence. Knowledge of such information could assist pastor search 

committees. Pastors who honestly reflect on who they are and how they minister could be 

encouraged to receive training that would assist them to mature in ministry. 

Research Purpose and Questions 

The purpose of this research was to give an analysis of pastors' personality 

profiles and their conflict management styles. The following questions guided this study: 

1. What is the relationship between pastors' personality profiles and their conflict 
management styles? 

2. What is the relationship of pastors' length of service in the pastorate with their 
personality profiles and conflict management styles? 
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3 What is the relationship between pastors' frequency of experiencing conflict and 
their conflict management styles? 
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4. What is the relationship between pastors' education and their conflict management 
styles? 

5. What is the relationship between pastors' training in conflict management and their 
conflict management styles? 

Research Question 1 

What is the relationship between pastors' personality profiles and their conflict 

management styles? 

This research used the personality profile DISC. Psychologist William Marston 

developed this four-fold trait:.based description of behavioral stYles (Thomas 1994,94). 

The DISC has been updated by several different people through the years since Marston. 

Ken Voges and Ron Braund, in Understanding How Others Misunderstand You, gives a 

detailed explanation of the DISC personality profile with multiple combinations (Voges 

and Braund 1990~, 40). Representative ,patterns are as follows: 

(D)ominance. The letter "D" in the DISC language stands for people with a 

behavioral style described as (D)ominance. People with this behavioral style tend to 

shape their environment by overcoming opposition. "D" people prefer to be in control 

and get results. "D" people tend to take an active, assertive, direct approach to obtain 

results. 

(I)nfluencing. The letter "I" stands for the (I)nfluencing of others. Those who 

display this behavioral style shape their environment by bringing others into alliance with 

them to accomplish results. "I" people focus on relationships rather than performing 

tasks. "I" people tend to be outgoing, friendly, impulsive, emotional, and reactive. 
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(S)teadiness. The "s" stands for (S)teadiness. This behavioral style has an 

emphasis on cooperating with others to accomplish the task. "s" people prefer to be part 

of a team rather than working alone. They have the ability to handle repetitive functions. 

"s" people tend to prefer a deliberate, predictable environment. They like secure 

situations and value disciplined behavior. 

(C)ompliance. The letter "c" stands for (C)ompliance. "C" people are driven 

by quality control and prefer structure and order. "C" people like to work with groups that 

emphasize quality in products or service. "c" people tend to prefer that things are 

conducted in the "correct way" according to tested procedures and precise standards. 

There can be numerous combinations such as "SC" which this research 

discovered was the majority of pastors. "SC" is a combination of (S)teadiness and 

(C)ompliance (Voges and Braund 1990a, 41). "S" people prefer to be part of a team 

rather than work alone. "c" people like to work with groups that emphasize quality in 

products or service. "sc" combination is representative of a person who is a strategist 

(Voges and Braund 1990a, 40). 

Table 14 revealed that pastors are predominately SCs according to the DISC 

personality profile. The numerical scores ofthe DISC were (D)-I2l, (I)-217, (S) -'-1-38, 

and (C)-242. This replicates the precedent literature which says that in the church, Ss and 

Cs make up 85% to 95% of people on the DISC profile (Ponz 2002, 1). The precedent 

literature also indicates that non-church members' scores on the DISC were D-l %, 

1-25%, S-45%, and C-35% (Ponz 2002, 1). The percentage of a person's personality 

profile is the same regardless of whether he or she is a church member or a non-church 

member, and whether or not he is a pastor. Not only does Table 14 indicate that pastors 

are most likely to be (S)teadiness or (C)ompliance in their personality profile, it also 
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indicates they are least likely to be (D)ominance in personality. The precedent literature 

supports this data. 

In the Bible, the two examples of a (D)ominance personality were Solomon 

and Paul. Solomon displayed very individualistic emotions in meeting personal needs. He 

feared loss of control. "I said in my heart, go to now, I will prove thee with myrth, 

therefore enjoy pleasure; and behold, this also is vanity" (Eccl2:1). By tradition, 

Solomon's older brother, Adonijah should have been made king. Later, Solomon had 

Adonijah killed because he feared losing control. People with (D)ominance personality 

are quick to take the offensive against a perceived challenger. Paul displayed a dominant 

personality by aggressively setting the pace, giving value to organization, and by creating 

change. Now Solomon and Paul have prominent places in the Bible. Solomon was a wise 

king who built the temple. Paul was a church starter, missionary and biblical writer. 

Neither of these men are noted for a pastoral profile, as pastors are traditionally 

perceived. > 

This research investigated several conflict management styles as presented by 

various authors in this field of study. This research drew heavily upon the work of Speed 

Leas. He has been recognized as a pioneer and authority in conflict management. He 

developed the instrument, "Discover Your Conflict Management Style," which is 

published by the Alban Institute of Washington D.C. (Leas 1984, 1). The instrument 

identifies six different styles for managing conflict. These were discussed in length in 

Chapter 2 under precedent literature. A summary of each follows: 

Persuade. Persuade is a style that is most often used or misused in conflict 

management (Leas 1984, 8). Persons who are Persuade in their conflict management style 

attempt to change another's point of view, way of thinking, feelings, or ideas. Leas 



130 

contends that the Persuade style is inappropriate in high levels of conflict. Leas does 

advocate the Persuade style where there is trust andlor the other person is unclear about 

what he or she wants (Leas 1984, 10). 

Compel. Compel style of conflict management is where force, authority or 

pressure is used. Authority comes through a trait or explicit contract one makes with 

others. Leas gives an example of a person who joins an organization and diseovers there 

are bylaws by which the members are to abide (Leas 1984, 11). Tacit contracts are 

unwritten contracts such as, "We've always done it that way." There are appropriate times 

for Compel strategies in conflict management, such as a consultant telling members of a 

group to be quiet in a meeting. The problem with Compel is that Compel individuals or 

groups are not likely to continue doing what has been demanded of them when they 

believe the sanctions have been removed (Leas 1984, 94). 

Accommodate/Avoid. This style is where one evades or stays away from 

conflict. There are times when it is good and acceptable to avoid or accommodate in 

conflict. The most serious problem with this style is that it does not change anything. 

When one avoids a conflict, the conflict still remains (Leas 1997, 17). 

Collaborate. The conflict management style of Collaborate is held to be the 

best strategy. Collaborate means that people are working together. In true Collaborate 

style, all the parties walk away with a sense of satisfaction and success (Leas 1984, 18). 

Negotiate. This style is similar to Collaborate except the parties negotiate with 

lower expectations. Rather than seeking mutually Collaborate solutions in bargaining, 

they are trying to get as much as they can (Leas 1984, 18). 

Support. Support strategy is usually learned by developing communication 

skills or active listening. The major assumption of this strategy is that one does not have a 
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problem, the other person does. One's task is to assist that person to deal with his or her 

own problem. This approach is an empowering or encouraging approach (Leas 1984, 21). 

This research used Leas' instrument, "Discover Your Contliet Management Style." 

In regard to those surveyed, conflict management style numerical scores were: 

Persuade-265, Compel-la, Accommodate-218, Collaborate-272, Negotiate-104, and 

Support-l49. The data supports the fact that pastors are most likely to use a conflict 

management style of Collaborate, Persuade, or Accommodate, and least likely to use a 

Compel style. 

The precedent literature supports this data. The Alban Institute research 

indicates that all persons surveyed scored in the following order in their contlict 

management style: Collaborate-9.3%, Persuade-8.2%, Accommodate-S.l %, 

Negotiate-7.2%, Support-6.3%, and CompeI-4.2%. All clergy surveyed by Alban 

Institute scored in the same order: Collaborate-9.6%, Persuade-8.9%, 

Accommodate-8.l %, Support-7.8%, Negotiate-7.2%, and Compel-3.2% (Leas 1996, 

24). 

Table 14 also revealed the relationship of the DISC personality profile to the 

six conflict management styles. The relationship is as follows: Pastors who are 

(D)ominance in personality profile are Persuade in conflict management style; pastors 

who are (I)nfluencing and (S)teadiness in personality are Collaborate in conflict 

management style; pastors who are (C)ompliance in personality are Persuade in conflict 

management style. The precedent literature search did not find one definitive research 

study that supports these relationships. Separate studies of the DISC and the conflict 

management styles, however, leads one to anticipate the relationships. 
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Research Question 2 

What is the relationship of pastors' length of service in the pastorate with their 

personality profiles and conflict management styles? 

Table 19 reveals that pastors with less than six years in the ministry are u.sually 

(S)teadiness (I)nfluencing (SIs) in their personality. Pastors with less than six years in the 

ministry are typically Collaborate in their conflict management style. Pastors with six to 

ten years in the ministry are usually SIs in personality and Persuade in their conflict 

management style. Pastors with eleven to twenty years in the ministry are normally 

(S)teadiness (C)ompliance (SCs) in their personality and Persuade in their conflict 

management style. Pastors with twenty-one to forty years in the ministry are usually SIs 

in personality and Collaborate in their conflict management style. Pastors with over forty 

years in the ministry are typically SCs in personality and Collaborate in their conflict 

management style. 

In summary, the data seems to support the idea that length of service in 

ministry has little effect upon a person's personality profile. The data also shows that 

pastors with less than six years in the ministry tend to start out as Collaborate, but with 

six to twenty years in the ministry they tend to be Persuade, and after twenty-one or more 

years in the ministry they tend to return to Collaborate. 

This data, while not clearly supported in the precedent literature, does tend to 

follow the anecdotal experiences of the researcher. Pastors, in the first five years of 

pastoral ministry, feel they have much to learn. These pastors are normally more 

Collaborate in their conflict management style. Pastors with six to twenty years in the 

ministry have gained knowledge and experience and therefore feel confident and are more 

frequently Persuade in their conflict management style. Pastors with more than twenty 
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years in the ministry realize how little they really know and tend to return to a Collaborate 

or Support conflict management style. 

Research Question 3 

What is the relationship between pastors' frequency of experiencing conflict 

and their conflict management styles? 

The question dealing with experience in conflict on the survey asked, "Do you 

experience conflict, disagreement, difficulty, or difference of opinion on a monthly 

average with: no one, 1 person, 2-5 people, or over 5 people." When this question uses 

the term "experience conflict" it refers to a pastor's frequency of personally encountering 

conflict on a monthly basis. 

Precedent literature supports the truth that conflict is a realit)' of life. Examples 

ofthe continuation of conflict can be found in word and example 133 times in the Bible 

(Thomas 1994, 6). 

The data supports that those who have no conflict usually have a Collaborate 

style in conflict management. Those who experience conflict at least one or more times 

per month are more likely to use a Persuade style. The precedent literature supports this 

conclusion. Speed Leas defines Collaborate as a means by which people can work 

together and by which all parties can walk away from a conflict with a sense of 

satisfaction and success (Leas 1984, 18). Persuade strategies in conflict management are 

those in which a person attempts to change another's point of view, way of thinking, 

feelings, or ideas (Leas 1984, 10). The precedent literature supports the conclusion that 

those who most often experience conflict would more frequently use a Persuade style of 

conflict management. 



Research Question 4 

What is the relationship between pastors' education and their conflict 

management styles? 

134 

The data revealed that pastors, regardless of their educational level, most often 

displayed a Collaborate style of conflict management Pastors with a doctorate degree are 

Persuade more often than any other educational leveL A pastor 'Nith a high school 

education level is less likely to use Persuade as his conflict management style than any 

other educational level. A higher education level leads to greater likelihood of a Persuade 

conflict management style. This is supported by the common belief that education equips 

a person to be more Persuade in style when discussing issues. Likewise, less education 

limits a pastor in his Negotiate skills. 

Persons using a Persuade style of cont1ict management attempt to change ~ 

another's point of view, way of thinking, feelings, or ideas (Leas 1997,7). The Persuade 

style uses rational approaches, deductive and inductive argument, and verbal skills to 

convince the other that his opinion is the one that should prevail, according to Speed Leas 

(Leas 1997, 7). 

Speed Leas contends that persons who use the Persuade conflict management 

style assume that the other person is incorrect or ignorant and needs to be changed in 

order to improve the situation, the relationship, the organization, or the individual (Leas 

1997, 7). Thus, this supports the research finding displayed in Table 73 that the higher 

one's education level the more likely that person will use persuade. 

The precedent literature supports this data since Paul, who was highly 

educated, often displayed the Persuade style of conflict management. This is seen in Acts 
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where we read, "And certain men which came down from Judea taught the brethren, and 

said, except ye be circumcised after the manner of Moses, ye cannot be saved. When 

therefore Paul and Barnabas had no small dissension and disputation with them, they 

determined that Paul and Barnabas, and certain of them, should go up to Jerusalem to the 

Apostles and elders about this question." (Acts 15:1-2). This doctrinal dispute required 

someone like Paul, who was highly educated, to use a Persuade style. In Acts 6, we see 

where conflict between the Grecians and the Hebrews, those uneducated fishermen used 

Collaborate as a means of settling the conflict. 

Research Question 5 

What is the relationship between pastors' training in conflict management and 

their conflict management styles? 

Question 5 in this researcher's opinion was the weakest question in the research 

survey. The question asked those participating in the survey to indicate their training in 

conflict. The five choices were no training, attended a semInar on conflict, read a book on 

conflict, formal training in conflict, or have a formal developed biblical plan of conflict 

management. Those who participated in the survey that responded to the researcher 

indicated they thought the responses were in hierarchical order. While this was not the 

original intent of the researcher, certainly someone who has had fomlal training in 

conflict would be higher in training than someone who indicates no training. Tables 74 

through 94 provide the following information. 

Pastors with no conflict training tend to use Persuade as their conflict 

management style. Pastors who have read a book on conflict management also tend to use 

Persuade in their conflict management style. Pastors who have attended a seminar and 
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those who have a formal plan in conflict management tend to use Collaborate. The less 

training pastors have in conflict management, the more likely they are to use Persuade as 

their conflict management style. The more training pastors have in conflict management 

the better equipped pastors will be in effective conflict management. 

The precedent literature supports this data. Speed Leas indicates that 

Collaborate conflict management style is frequently held to be the best strategy (Leas 

1984, 19). When one uses the Collaborate style of conflict management one co·· labors, 

works together, with others on the resolution of the difficulties or problems of the 

conflict. Leas has indicated that the Collaborate style is touted as the best strategy but he 

adds it is only the best strategy in situations that appropriately call for its use (Leas 1997, 

20). In a conflict situation, Collaborate means that one works with people with whom 

they disagree. When one uses the Collaborate style l they are experiencing '~jointproblem-

solving" or mutual problem-solving (Leas 1997, 20). Collaborate style of conflict 

management, according to Leas, takes time. A person using this style needs to be skilled 
i 

in problem-solving. Training can help one to become more efficient in the use of the 

Collaborate style. 

Research Implications 

The data was compiled and computed on the Excel spreadsheet program. Three 

correlations were run to determine the relationship among the variables. The first was the 

Pearson r. The Pearson I' indicated no relationship of significance. In the table of the 

twenty-four variables, none came close to a + 1 or -1. The highest variable in value was the 

(D)ominance and Accommodate with a -0.2721. The researcher was surprised by these 

findings. In consultation with a professional statistician, it was ascertained that those two 
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tests do not go together. The DISC profile was measuring numerical values of 4,3,2, or 

1. The six conflict management styles were measuring at different numerical values from 

zero to fifteen. The researcher previously held the belief that if the (D)ominance 

personality profile rose in numerical value, then the Compel conflict management style 

would also rise also in numerical value. The Pearson r indicates that is not the case. The 

Pearson r revealed that the individual component of one test (DISC)had no relation to the 

individual component of the second test (conflict management style). 

Secondly, scatter plots were run. Scatter plots are visuals which display the 

nature of correlations between variables (George and Mallery 2001, 66). The researcher 

was looking for some pattern. A pattern is revealed if the plot shows: a straight-line 

grouping; an upward or downward slope; or a tightly clustered grouping. 

Regrettably all six scatter plots revealed no tendency of association because 

they were all very loosely grouped. The Pearson r and scatter plots are quantitative 

measurements. The researcher was disappointed in these results. 

Finally, the data entered in Excel was placed into tables of observed 

frequencies. After all the entries of the DISC personality profile and the conflict 

management styles were recorded, the Chi-square correlation formula was computed. A 

significance vah:le was calculated, identifying the likelihood that a particular outcome is 

or is not reliable. Significance is the indicator that a correlation has been statistically 

determined between the personality type and conflict management style. In order to gain 

significance, consistency has to be demonstrated that a particular personality type will use 

a specific conflict management style. The Chi-square indicated fifteen degrees of freedom 

and the value at 190 confidence = 30.58. The Chi-square also revealed a 0.0000027126 

probability that there is a statistical difference between the groups. What the researcher 



found was not at all what was expected. If there had not been a significant difference, 

there would have been no need to continue in this research to show relationships. But 

because there was a strong significance, the task of the research became to determine 

what that significance meant. 

.. The Pearson r and scatter plots dealt with numerical values. The Chi-square 
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dealt with a category or class. Differences and/or relationships between two variables can 

be quantitative or qualitative (Phillips 2000, 126). Chi-square is used when data talls into 

discrete categories such as personality type (DISC) and six conflict management styles. 

The Chi-square reveals that there is a relationship between a pastor's 

personality profile and his conflict management style. The combined results ofthese two 

instruments-the DISC and the six conflict management styles-has great implications. The 

data supports that pastors who are (D)ominance in personality are usually 'Persuade in 

conflict management style. Pastors who are (I)nfluencing and (S)teadiness in personality 

are normally Collaborate in conflict management style. Pastors who are (C)ompliance in 

personality are typically Persuade in conflict management style. 

Research Applications 

The large number of participants, 763, and the large percentage of return, 55%, 

give validity and strength to this research. This research has fulfilled its purpose by 

answering the five research questions. There are many applications for this research. 

Personal Benefit. First, there is a personal benefit to the researcher. He can 

better assist pastors in developing an understanding of their personality and conflict 

management styles. This will enhance his leadership role. He will be a more effective 

consultant in dealing with conflict issues. The researcher is a director of missions serving 
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107 Baptist churches in three Baptist associations. He is often called upon to mediate or 

consult in conflict cases. The researcher, in 1995, attended a seminar on conflict 

mediation (Smith 1995,75). In this seminar the facilitator, Norris Smith, of LifeWay 

Christian Resources, revealed that 75% of the success of mediation is "Who is the 

mediator?" (Smith 1995, 76). Smith said a mediator should possess the following eight 

characteristics: (1) A spiritual person; (2) A trusted person, one who presents a non

anxious appearance; (3) A safe communicator - one who refuses to be upset by others; 

(4) A legitimizer of rights - one who understands Baptist policy and respects the 

priesthood of the believer; (5) A process facilitator - one who understands the process of 

mediation and sticks with it; (6) A resource person - a person knowledgeable to provide 

resources for each problem, (7) A scapegoat - in conflict, the mediator must be willing to 

absorb the anger of others; and (8) A moderator -a leader; in charge person in order to 

maintain order (Smith 1995, 78). 

The knowledge gained in this research will help the researcher better 

understand himself with regard to his personality, his personal conflict management style 

and his role as a mediator. The knowledge of why other people respond to conflict the 

way they do will enable the researcher to serve as a more effective peacemaker. 

Ken Sande in his book, The Peacemaker, shares the importance of 

understanding the concept of stewardship for the peacemaker (Sande 1991, 26). When 

Jesus talked about stewardship He was generally referring to a servant who had been 

entrusted by his master with certain resources and responsibilities (e.g., Luke 12:42). 

Sande reminds us that when one is involved in a conflict situation, God has given a 

management opportunity. He has entrusted you with natural abilities and spiritual 

resources, and his word clearly explains how one is to manage the situation (Sande 1991, 
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26). Sande further explains that the Bible provides a detailed description of the character 

traits needed to manage conflict effectively. First, the conflict manager must be informed .. 

Understanding God's word is an essential ingredient of wisdom, which is the ability to 

apply God's truth to life's complexities. Possessing wisdom does not mean that you 

understand all of God's ways; it means that you respond to God's way (Deut. 29:29). The 

better you know the Bible, Sande contends, the more effectively you will deal with 

conflict (Sande 1991,26). 

Second, the conflict manager must be dependent. He is not alone. As we are 

reminded in 2 Chronicles 16:9, "For the eyes of the Lord range throughout the eaJth to 

strengthen those whose hearts are fully committed to him." God provides strength to the 

mediator, through the Holy Spirit, who is essential in peacemak:ing. 

Third, the'conflict manager must be realistic. Part of understanding one:s 

personality and conflict management style is understanding one's limitations. Sande 

reminds the mediator to be realistic about his abilities. 

Finally, the conflict manager must be faithful. We are reminded in 1 

Corinthians 4:2, "Now it is required that those who have been given a trust must prove 

faithful." Sande says, "Faithfulness is not a matter of results; it is a matter of obedience" 

(Sande 1991, 27). Sande contends that conflict provides opportunities to glorify God, to 

serve others, and to grow to be like Christ (Sande 1991, 27). This researcher believes the 

knowledge gained from this research will help him personally be a more effective 

mediator-peacemaker, thus enabling him to glorify God, to serve others, and to 

personally grow to be more like Christ. 

Pastor Search Committee. This researcher also could be a great asset to a 

pastor search committee in a Baptist church. A pastor search committee, by analyzing the 
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data, could better understand the various personalities of pastors. This could aid them in 

determining which type of pastor would best fit their church. The pastor search 

committee could request that a prospective pastor take the DISC profile and contliet 

management style inventories. Together with the prospective pastor they could discuss his 

personality type and conflict management style. They could discuss the implications this 

would have on the church and their particular needs at the time. 

If a pastor search committee knew that a pastor had a (D)ominance personality 

and they had knowledge of this research they would understand that this pastor feared 

loss of control. People with (D)ominance are very individualistic in meeting personal 

needs (Voges and Braund Workbook 1990,48). One would not want to cross a high 

(D)ominance personality unless one was ready for a battle. Now (D)ominance personality 

people have their place. Paul displayed a (D)ominance personality by aggre~isively setting 

the pace, giving value to organization and creating change. Paul was totally committed in 

his mission. His passion was like an intense fire (Ogilvie 1982, 32). People who are 

(D)ominance in their personality generally are strong leaders, effective in evangelism and 

church planting (Minatrea 1998, 21). 

If a pastor search committee knew that a prospective pastor had an 

(I)ntluencing personality, this research could help them understand that this style of 

pastor will seek to bring others into an alliance to accomplish results (Voges and Braund 

1990, 40). Barnabas in the Bible displayed an (I)nfluencing personality. It was Barnabas 

who took the new convert, Saul, to the apostles and befriended him. People who are 

(I)nfluencing in their conflict management style have faith, are gifted in exhortation and 

service to others (Minatrea 1998, 21). 
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If a pastor search committee knew that a prospective pastor had a (S)teadiness 

personality, this research could assist them. This style of pastor places emphasis on 

working with others in a team effort (Voges and Braund 1990, 40). People who are 

(S)teadiness in their personality are gifted in administration, service and mercy (Minatrea 

1998, 108). Abraham in the Bible is an example of a personality d.escribed as exhibiting 

(S)teadiness. Abraham was a steady peacemaker, when in response to Lot allowed him to 

choose where he wanted to settle (Voges and Braund 1990, 168). 

If a pastor search committee k..'1ew that a prospective pastor had a (C)ompliance 

personality, this research could assist them in understanding he will lead with a more 

bureaucratic approach. He will emphasize proper procedures and completion of tasks 

(Voges and Braund Workbook 1990, 37). Persons who are (C)ompliance in their 

personality are gifted in teaching, leadership, and exhortation (Mitlatrea 1998, 1(8). Luke, 

the "beloved physician" and companion of Paul, represents a (C)ompliance personality. 

Luke took great care to present accurately his version of the gospel story. Perfectionists 

such as Luke are extremely thorough and loyal to completing the task at hand (Voges and 

Braund 1990,216). 

If a pastor search committee knew the conflict style of their prospective pastor 

this research could assist them to understand the following. 

A pastor who is Avoiding in his conflict management style will not deal vvith 

conflict or at least will postpone dealing with the problem. 

A pastor who is Accommodate in his conflict management style will want to 

preserve relationships at all costs. This pastor may give the other person a sense of 

vindication even when they are in the wrong, which may lead to future conflicts. 
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A pastor who is Persuade in his conflict management style will seek to change 

another's point of view, way of thinking, feelings, or ideas (Leas 1984, 10). 

A pastor who is Compel in his conflict management style assumes there are 

only two possible outcomes to a conflict - a winner and a loser. This style requires the 

pastor to be aggressive and domineering in the pursuit of a solution. 

A pastor who is Collaborate in his conflict management style desires that all 

parties walk away with a sense of satisfaction and success (Leas 1984, 18). 

A pastor with a Negotiate style of conflict management will try to get all he can 

in the conflict settlement. 

A pastor who has the conflict management style of Support is usually skilled in 

listening. This approach is an empowering or encouraging approach (Leas 1984, 21) . 

. Search Committees would benefit from this research for they would be 

reminded that Speed Leas contends that while the Collaborative style is touted as the best 

strategy in dealing with conflict, it is only the best strategy in situations that '3.ppropriately 

call for its use (Leas 1997,20). This researcher agrees with what Kenneth Blanchard 

calls, "situational leadership" (Hersey, Blanchard, and Johnson 2001, 173). According to 

situational leadership there is no best way to lead people. The leadership style a person 

should use depends on the readiness level of the people the leader is attempting to lead. It 

is also based on an interplay among (1) the amount of guidance and direction a leader 

gives; (2) the amount of socia-emotional support a leader provides; and (3) the readiness 

level that followers exhibit in performing a specific task, function or objective (Hersey, 

Blanchard and Johnson 2001, 172). If Blanchard's concept of situation leadership was 

applied to conflict management then a knowledge of this research could be valuable to a 

pastor search committee. 
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Another possible way the pastor search committee could use this research is by 

having the search committee take the inventories and use the results to understand 

themselves. Pastor search committees often experience connict, and knowledge of this 

resea~ch could help them understand one anot.~er and create harmony. The experience of 

the research is the observation that a number of church pastor search committees are 

taking a year or longer to search for a pastor. One reason is that often the committee 

becomes involved in conflict for they do not understand themselves and how others 

respond. Many pastor search training manuals suggest to a church that a pastor search 

committee be selected from a cross representation of the church. If this :is accomplished, 

often the result is a variety of personalities thus opportunity for conflict. If a pastor search 

committee took time to understand their own personality and how other personalities 

respond, this could possibly prevent conflict. This research could aid them in this 

understanding. 

Baptist Associations. A third way this research could be valuable is to serle as 

a resource for Baptist associations. Two main ways this research could serve as a resource 

to Baptist associations is in the areas of (1) conference for training leadership and (2) 

conflict management team resource. 

Conference for training. Leadership development is a responsibility of most 

Baptist associations. This research could assist local Baptist associations in planning 

conflict management training and leadership development opportunities. As part of such 

ministries, conferences helping pastors understand their personality profiles (DISC) could 

lead to more effective pastors in the ministry. As a pastor better understands who he is 

and accepts how God has made him, he will become a more effective minister. One such 

conference could present the personality profiles. In this conference the pastor could be 



given the DISC profile inventory and the conference could then explain these four 

personalities of (D)ominan~e, (I)nfluencing, (S)teadiness, and (C)ompliance. The 

conference leader then could give an overview of Ken Voges and Mike Kempainen's 

book, DISCovering the Leadership Styles of Jesus (Voges and Kempainen 2001,17). 
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Another possible leadership conference could be "Discover Your Conflict 

Management Style." The pastors could take Speed Leas' inventory by the same name. 

The leader of the training could then explain in detail the six conflict management styles. 

The session could end with conflict cases and how those attending would respond from 

their respective conflict management style. Education serves as an exc.ellent preventive 

resource with respect to conflict. 

Conflict Management Team. An association conflict management team could 

serve as a resource for church leaders in the areas of prevention, mediation, and 

restoration needs resulting from conflict. The association office, where the researcher 

serves as director of missions, is asked to intervene in an average of seventy-five conflict 

cases a year. Conflict management teams with knowledge of this research could serve as a 

great resource for conflict management. An association conflict management team could 

train church leaders such as deacons, pastors, and personnel committees with the 

knowledge acquired by this research. Due to Baptist polity, an association conflict 

management team has no power, control or authority over a church or an individual. The 

association conflict management team serves only to the extent a church requests. An 

association conflict management team can only be effective to the extent the church, 

church leaders and/or members who participate in the process give time to pray and 

cooperate in the process. Usually a cooperative agreement is signed by all parties 

involved in the process. The three areas the team could best serve a church are as follows. 
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Prevention. Prevention will come in the form of education and trainLl1g events. 

Observation supports that the more informed people are in conflict management skills, 

the better equipped they will be to manage conflict. The association conflict management 

team could be available to train or give an overview of conflict management to a church 

and/or its leaders. 

Mediation. Mediation is the art of listening and negotiating. Biblically and 

experientially, a third party can assist two conflicted parties in reconciliation. An 

association conflict management team could serve as mediators. 

Norris Smith, during the Church Conflict Mediation Seminar, gave the 

following as characteristics of a mediator: a spiritual person, a trusted person, a safe 

communicator, a legitimizer of rights, a process facilitator, a resource person, a 

scapegoat, and a moderator. In church mediations, the individual conducting the 

mediation is important. 

First, as a spiritual person the mediator must convey to the congregation that he 

is not a John Wayne take control type but one led of God. 

Second, as a trusted person, the mediator needs to have a non-anxious 

presence. There are seven trust measurements the mediator needs to keep in mind as he 

leads the mediation process. They are flexibility, which is the capacity to see all sides. 

Flexibility is needed to use varied conflict styles. The mediator needs to be fair. 

Somewhere in the process it is important for the mediator to state, "I am going to see that 

everyone has a chance to be heard." As a trusted person, the mediator will need to be firm 

at times. There will be those in the congregation who will attempt to manipulate the 

mediator and be a "power broker" in the congregation. If the mediator is to be trusted he 

will, at this point, be firm, clear and purposeful about the agreed upon process. If this 
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does not happen the mediator could lose the trust of the congregation. As a trusted 

person, the mediator must stay focused. The mediator must constantly be looking for real 

issues to surface in the conversation. In staying focused the mediator cannot let the issues 

become personal ifhe is to remain a trusted person. As a trusted person the mediator'must. 

accept himself as faulty. The mediator must be willing to be venerable and admit when he 

makes a mistake. As a trusted person the mediator must have faith Faith is needed in the 

congregation to believe they have the ability to resolve their conflict. Finally, as a trusted 

person the mediator needs to display some foolishness. The appropriate use of humor 

helps release tension. 

Third, the mediator needs to be a safe communicator. The mediator will need 

to initiate communication to help others to talk. He will need to assure the congregation 

of their right to speak. In allowing the congregation to speak their feelings the mediator 

will have to guard against becoming emotionally upset and maintain an even 

temperament. 

Fourth, the mediator needs to be a legitimizer of rights. At this point the 

mediator must stress that every member of the church has a right to be present at any 

meeting conducted. In Baptist congregations it would be helpful for the mediator to have 

a working knowledge of Baptist policy. 

Fifth, the mediator needs to be a trained facilitator. The mediator is the key to 

keeping the adopted process moving. There will be some who will attempt to sabotage 

the process. If the mediator is not committed and trained in the process, mediation will 

fail. 

Sixth, the mediator is to be a resource person. As the mediator listens to all 

parties he will have the opportunity to suggest resources for each problem or need. 
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Seventh, the mediator at times must serve as a scapegoat. The mediator must 

be secure in who he is and in the process in order that if others reject him it will not harm 

him or the process. In mediation people will often attack the mediator to try to get him 

out of the process. The mediator often finds himself caught between two parties, who at 

the start were angry at each other but in the process tum their anger toward the mediator. 

If the mediator can absorb their anger it often will lend itself toward healing. 

Finally, the mediator must be a capable moderator. Once invited and accepted 

by both parties into the mediation process, the mediator is in charge. This empowerment 

by both parties gives authority and responsibility to the mediator (Smith 1995, 78). 

Acts 6: 1-8 serves as a biblical foundation for the need of mediators. 

And in those days, when the number of the disciples was mUltiplied, there arose a 
murmuring of the Grecians against the Hebrews, because their widows were 
neglected in the daily ministration. Then the twelve caned the multitude of the 
disciples unto them, and said, it is not reason that we should leave the word of God, 
and serve tables. Wherefore, brethren, look ye out among you seven men of honest 
report, full of the Holy Ghost and wisdom, whom we may appoint over this 
business. But we will give ourselves continually to prayer, and to the ministry ofthe 

, word. And the saying pleased the whole multitude: and they chose Stephen, a man 
full of faith and the Holy Ghost, and Phillip, and Prochorus, and Nicanor, Timon, 
and Parmenas, and Nicholas a proselyte of Antioch:whom they set before the 
apostles: and when they had prayed, they laid their hands on them. And the word of 
God increased; and the number of the disciples multiplied in Jerusalem greatly; and 
a great company of the priests were obedient to the faith, and Stephen, full of fait.h 
and power, did great wonders and miracles among the people. 

The issues here were many, one of which was fairness. The resolution process 

was started as the leadership listened to the people. The dispute was taken seriously. The 

congregation was involved in the process of selecting the mediators, thus giving the 

people a direct part in the mediation process. This passage lists the characteristics of the 

seven mediators. They appeared to use a collaborative style of conflict management. 

While the process is not shared in detail, the result is given as the church grew, 
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Acts 15: 1-24 is another example of how the mediation process works. 

And certain men which came down from Judea taught the brethren, and said, Except 
ye be circumcised after the manner of Moses, ye cannot be saved. Wh<:~n therefore 
Paul and Barnabas had no small dissension and disputation with them, they 
determined that Paul and Barnabas, and certain other of them, should go up to 
Jerusalem unto the apostles and elders about this question. And being brought on 
their way by the church, they passed through Phoenicia and Samaria, declaring the 
conversion of the Gentiles:And they caused great joy unto aU the brethren. And 
when they were come to Jerusalem, they were received of the church, and of the 
apostles and elders, and they declared all things that God had done with them. But 
there rose up certain of the sect of the Pharisees which believed, saying, That it was 
needful to circumcise them, and to command them to keep the law of Moses. And 
the apostles and elders came together for to consider of this matter. And when there 
had been much disputing, Peter rose up, and said unto them, men and brethren, ye 
know how that a good while ago God made choice among us, that the Gentiles by 
my mouth should hear the word of the gospel, and believe. And God, which 
knoweth the hearts, bare them witness, giving them the Holy Ghost, even as he did 
unto us; and put no difference between us and them, purifying their he31is by faith. 
Now therefore why tempt ye God, to put a yoke upon the neck of the disciples, 
which neither our fathers nor we were able to bear? But we believe that through the 
grace ofthe Lord Jesus Christ we shall be saved, even as they. Then all the 
multitude kept silence, and gave audience to' Barnabas and Paul,deciaring what 
miracles and wonders God had wrought among the Gentiles by them. And after they 
had held their peace, James answered, saying, Men and brethren, hearken unto me; 
Simeon hath declared how God at the first did visit the Gentiles, to take out of them 
a people for his name. And to this agree the words of the prophets; as it is written, 
After this I will return, and will build again the tabernacle of David, which is fallen 
down; and I will build again the ruins thereof, and I will set it up: That the residue of 
men might seek after the Lord, and all the Gentiles upon whom my name is called, 
saith the Lord, who doeth all these things. Known unto God are all his works from 
the beginning of the world. Wherefore my sentence is, that we trouble not them, 
which from among the Gentiles are turned to God: But that we write unto them, that 
they abstain from pollutions of idols, and from fornication, and from things 
strangled, and from blood. For Moses of old time hath in every city them that preach 
him, being read in the synagogues every sabbath day. Then pleased it the apostles 
and elders, with the whole church, to send chosen men and their own company to 
Antioch with Paul and Barnabas; namely, Judas surnamed Barsabas, and Silas, chief 
men among the brethren. And they wrote letters by them after this manner; The 
apostles and elders and brethren send greeting unto the brethren which are of the 
Gentiles of Antioch and Syria and Cilicia: Forasmuch as we have heard, that certain 
which went out from us have troubled you with words, subverting your souls, saying 
Ye must be circumcised, and keep the law: to whom we gave no such 
commandment. 
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Verse one indicates this was a doctrinal dispute. In verse two the leaders 

acknowledge a problem existed. In verse six one sees the church leaders calling for a 

meeting. Both parties share their side of the issue. Verse twelve indicates there was a 

sense of fairness as the parties listened to each other. James served as a mediator. He 

listened to all sides and assessed the problem. It was in his ability to listen to both sides 

that enabled him to include the concerns of each. A solution was reached and letters were 

written to the other believers not present. 

Restoration. Restoration is needed after a conflict, for both the church as a 

whole and for the individuals who experience the aftermath of conflict. Restoration is the 

healing process. It takes time. It comes in many forms such as counseling, support groups, 

houses of refuge (lodging), financial assistance, job relocation, ministry availability, and 

resume referral': The association conflict management team could be a valuable resource 

in restoration. 

An association conflict management team could help reduce and/or prevent 

conflict. The knowledge from this research could aid a conflict management team in 

mediating conflict. There is a great need for peacemakers in the church today. 

The data in the research supports that the majority of pastors are (S)teadiness/ 

(C)ompliance in the personality profile. Precedent literature supports that Collaborate is 

the preferred style in conflict management. In the leadership book Leadership Challenge 

the authors, Kouzes and Posner, say that collaboration is the critical competency for 

achieving and sustaining high performance (Kouzes and Posner 2002,242). To foster 

Collaboration leaders must (l) create a climate of trust, (2) facilitate positive 

interdependence, and (3) support face-to-face interactions. At the heart of collaboration is 

trust. The authors contend it is the central issue in human relationships within and outside 



the organization (Kouzes and Posner 2002, 242). Without trust little will be 

accomplished. Individuals who are unable to create a climate of trust will fail in 

collaboration. When a leader uses the Collaborate style in conflict he will serve as a 

peacemaker. 
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While the precedent literature supports that (D)ominance in conflict 

management style is the least used among those surveyed it does not mean it should be 

avoided. The biblical character, Paul, displayed a (D)ominance personality by 

aggressively setting the pace, giving value to organization and creating change. Paul used 

the Persuade style in Galatians 2:1-21, when he sought to prove the independence of his 

gospel. He clarified the fact that this independence was not sectarian or self-seeking. He 

defended his gospel as the faith in God's grace which was sufficient for all, both Jews and 

Gentiles. Paul was totally committed in his mission to take the gospel to the. Gentiles. His 

passion was like an intense fire (Ogilvie 1982, 32). There are situations which 

(D)ominance as a conflict management style would be the preferred style as Paul 

demonstrates. 

Further Research 

Further research could take place in four areas. 

Expand the sample. Further research could replicate the study to a larger 

sample. This larger sample could include other church leaders, such as ministers of 

education, youth, and music, and also deacons. The research could replicate the study to a 

large sample geographically. This research sample was limited to Southern Baptist 

pastors in East Texas. A larger sample could include pastors throughout Texas or even in 

all of the Southern Baptist Convention. 
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Exploration into design of one instrument. As a result of this research, 

exploration into the design of one instrument rather than the two used is very feasible. 

This one instrument could be shorter in length and more appealing to church leaders, thus 

encouraging them to participate in the research. 

Expianati(JYl of leaders 'personality and conjlict management styles as 

demonstrated in conflict cases. Research that were actual contlict cases could be tested to 

demonstrate personality profile and conflict management styles. 

Encouragement to continue research. In conclusion, this researcher has 

benefitted from this research and plans to continue further research in this area. The 

researcher believes that in the future he will have the opportunity to pass on the 

knowledge gained from this research. That is why 2 Timothy 2:2 is so important-"And 

the things that thou has heard of me among many witnesses, the same: commit thou to 

faithful men, who shall be able to teach others also." 



APPENDIX 1 

PASTORS' SURVEY 

The pastors' survey is a three-part instrument. Part 1 contains demographic 

information. Part 2 is the DISC personality profile. Part 3 is Speed Leas' "Discover Your 

Conflict Management Style." 
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PASTOR SURVEY 

Instructions: Please take a few moments to complete this survey. Use a dark pencil or pen. There 
are three parts to the survey and each section has a set of brief instructions. Thank you for 
completing this instrument. Permission has been given by the publishers of the survey for the 
purpose of this research. 

PART! 
DEMOGRAPHIC INFORMA nON 

Instructions: Darken your answer to each question or statement. 

Age Education--blacken your highest level 
o under 30 o High School 
o 31-50 o College 
o 51-65 o Seminary 
o over 65 o Doctorate 

As Pastor Are you: o Bivocational? 0 Full time? 

Years in Pastoral Ministry 
o under 5 0 6-10 o 11-20 0 21-40· o over 40 

Experience in Conflict 
You experience conflict, disagreement, difficulty, or difference of opinion on a' monthly average 
with: 
o no one o 1 person o 2-5 people o over 5 people 

Training in Conflict 
o No training 0 Read a book on conflict 
o Attended a seminar on conflict 0 Formal training in con11ict 
o Have a formal developed biblical plan of conflict management 

Church size (morning worship size) 
o under 50 0 51-100 0 101-250 o 251-500 0 501-1,000 0 over 1,000 

By your completion of this survey, you are giving infonned consent for the use of your responses in this research. 

Name (Optional) 

Church Membership ____________________________ _ 

Mailing Address ____________________________ _ 

Due by September 30,2002. Please return in the enclosed self-addressed stamped envelope, to 
Dogwood Trails Baptist Area, P.O. Box 949, Jacksonville, Texas 75766 
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PART 2 
DISC PROFILE SURVEY 

Instructions: Rank each horizontal row of words on a scale of 4, 3, 2, 1 with 4 being the 
word that best describes you and 1 being the least like you. Use aU ran kings in each line 
only once. There are no right or wrong answers. Go with your first thought or 
impressions. 

1. Forceful 

Forceful 

__ Aggressive 

Direct 

__ Tough 

__ Daring 

__ Competitive 

Risk taker 

__ Argumentative 

Bold 

__ Take charge 

Candid 

__ Independent 

Total 

Example 

1 Lively 2: Modest 

__ Lively Modest 

Emotional ___ Accommodating 

Animated __ Agreeable 

__ People-oriented __ Gentle 

__ ImpUlsive Kind 

__ Expressive __ Supportive 

Talkative Gentle --

__ Fun-loving Patient 

__ Spontaneous Stable 

__ Optimistic Peaceful 

Cheerful __ Loyal 

Enthusiastic Good listener 

Total Total 

Tactful 

Consistent 

Accurate 

Perfectionist 

Cautious 

Precise 

Factual 

___ Logical 

__ Organized 

Conscientious 

Serious 

. ___ High standards 

Total 

*Note. If the sum total of all four columns does not add up to 120, you did not complete 
the survey correctly or you made a mistake in addition. Please re-check your work. 

Permission to reproduce is given to Mike Smith for Doctoral Dissertation only, by IN HIS 
GRACE, INC., April 24, 2002. 



PART 3 
DISCOVER YOUR CONFLICT MANAGEMENT STYLE SURVEY 

Instructions: Choose a conflict "setting" in your church ministry area in which you are 
sometimes or often in conflict. Do not think in a general setting but in one particular 
setting. Do not think of one particular conflict but let yourself be reminded of several 
conflicts that may have occurred in that one ministry setting, In this particular survey, 
"church" is the setting as opposed to family, neighbors, business, etc. 

Answer each question with a response that is as close as it can be to how you usually 
respond in this conflict setting. Each question contains a pair of statements describing 
possible behavior responses. 
For each pair, circle the "A" or "B" statement that is most characteristic of your 
own behavior. 
In many cases, neither "A" or "B" may be very typical of your behavior, nonetheless, 
please select the response which you would be more likely to make. 

1. A. Using logic, I try to convince the B. I will give up some points in 
other of my position. exchange for others. 
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B. I use whatever authority I have to 9. A. I try to soothe the other's feelings 
convince the other of my position. to preserve our relationship. 

2. A. I let others take responsibility for B. I encourage the other to act for 
solving the problem. him- or herself. 

B. I seek the other's help in working 10. A. I ten the other person my ideas. 
out a solution. B. I propose a middle ground. 

3. A. I try to find a compromise solution. 11. A. I remind the other I am an authority 
B. I actively listen to the other. on the subject we are dealing with. 

4. A. I make an effort to win the other B. To keep the peace, I might sacrifice 
over. my own wishes for those of the 

B. I will make an effort to go along other. 
with what the other wants. 12. A. I invite the other to join with me to 

5. A I remind the other of the justice of deal with the differences between 
my position. us. 

B. I show empathy about the other's B. I assume that giving advice creates 
plight. dependence on me. 

6. A I try to surface all of the other 13. A. I try to show the other the 
person's concerns. soundness of my position. 

B. If I give up something, I expect the B. I usually repeat back or paraphrase 
other to give up something. what the other has said. 

7. A. I press an argument to get points 14.A I use the constitution or policy 
made. manual as a backup for my 

B. I attempt to work on all concerns position. 

and issues in the open. B. I encourage the other to stay in the 

8. A I assert my rights. conflict with me until we agree. 
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15. A. I try to do what is necessary to 25. A. I calculate how much 1- can get, 
avoid tension. knowing I won't get everything. 

B. If it makes the other happy, I might B. I try to gain the other's trust, to get 
let him or her retain some of his or him or her on my side. 
her views. 26. A. I sometimes avoid taking posi.tions 

16. A. I point to the consequences if the that would create unpleasantness. 
other doesn't listen. B. I withdraw when I don't get my 

B. I am firm in pursuing my way. 
argument. 27.A. I help the other take care oChis·or 

17. A. I am concerned v"ith satisfying her own problems. 
everybody's wishes. B. When someone avoids COnl1ict 

B. I try to find a fair way for the other with me, I invite that person to 
to get what he or she wants. work it out with me. 

18. A. I don't try to persuade another 28. A. I try to put as little of myself 
about what should be done. I help forward as possible, attempting to 
the other find his or her own way. make use of the strengths of the 

B. I try to find a fair combination of other. 
gains and losses for both of us. B. I point out the faults in the other's 

19. A. I try to postpone the issue until a arguments. 
later time. 29. A. When someone threatens me. I 

B. I try to show the rationality and assume we have -8. problem and 
benefits o{my position .. invite that person to work it out 

·20.A. I am not judgmental about what the with me. 

other says or does. B. When I am right, I don't argue 

B. I call on an expert authority to much, I just state my position and 

support my case. stand firm. 

21. A. I try to find an intermediate 30. A. I will give in a little so everybody 

position. gets something he or she wants. 

B. I usually seek the other's help in B. I try not to hurt the other's feelings. 

working out a solution. 31. A. I prepare my case before joining 

22. A. I tell the other about the problem the argument. 

so we can work it out. B. I admonish the other to do as I say. 

B. I propose solutions to our problem. 32. A. I am considerate ofthe other's 

23. A. I usually ask for more than I expect wishes. 

to get. B. If we are at a loss as to how to 

B. I offer rewards so the other will go work an issue through, we ask for a 

along with my point of view. third party. 

24. A. I try not to give advice, only to .33.A. To succeed, one needs to be 

help the other make up his or her flexible. 

own mind. B. In a conflict, one should focus on 

B. Differences are not always worth fact finding. 

worrying about. 
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34. A. I evaluate the positives and 40. A. I defend my ideas. 
negatives of the other's argument. B. I share only that which is helpful to 

B. If the other's position is important my case. 
to him or her, I would try to meet 41. A. I let the others know whether my 
those wishes. requirements are being met 

3S.A. It is more important to be right B. I want the other to be content. 
than to be friendly. 42. A. I attempt to define our mutual 

B. I try to help the other feel courage problems. 
and power to manage his or her B. I sympathize with the other's 
own problems. difficulties, but don't take 

36. A. I assume we will all be able to responsibility for them. 
come out winners. 43. A. I usually plan out my argument. 

B. I assume conflict management is B. I express caring toward the other. 
the art of attaining the possible. 44. A. If it is important, I wiH put pressure 

37. A. When opposed, I can usually come on the other to get what Is needed. 
up with a counter-argument. B. I join with the other to gather data 

B. I assume we can work a conflict about our problems. 
through. 45. A. I aSSlLl11e relationships are more 

38. A. I emphasize the gravity of the important than issues. 
situation. B. I assume that each of us must give 

B. In a conflict, everybody should up something for the good of the 
come out with something, though. whole.· 
not everything that was expected. 

39. A. I prefer to postpone unpleasant 
situations. 

B. I support the other in trying to find 
his or her way. 

Reprinted by permission from Discover Your Conflict Management Style (revised 
edition) by Speed Leas, published by the Alban Institute, Inc., 7315 Wisconsin Ave., 
Suite 1250 W " Bethesda, MD 20814-3211. Copyright © 1997. All rights reserved. Not 
for reproduction. 



APPENDIX 2 

PERMISSION LETTERS TO USE STANDARDIZED SURVEY 

Permission was sought from the Alban Institute to use Speed Leas' "Discover 

Your Conflict Management Style." permission also was requested from In His Grace, Inc. 

to use Ken Voges' DISC personality profile. 

159 



May 17,2002 

Mike Smith 
Dogwood Trails Baptist Area 
PO Box 949 
Jacksonville, TX 75766 

THE 
ALBAN 

INSTITUTE 

Resources for vital congregations 
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Thank you for your interest in the publications of the Alban Institute. You have our 
permission to reprint pages 35-39 from Discover Your Conflict Management Style 
(revised edition) by Speed Leas for use in your dissertation. The permission is subject to 
the following conditions: 

1. This permission is nonexclusive. 
2. This permission covers 500 copies for one time academic use only; any further 

use must be renegotiated. 
3. The fee for this permission is $100. 
4. This permission is for print use only; any further use must be renegotiated. 
5. All photocopies of the material must contain the following credit line: 

. Reprinted by permission from Discover Your Conflict lvfanagement Style 
(revised edition) by Speed Leas, published by the Alban Institute, Inc., 
7315 Wisconsin Avenue, Suite 1250W, Bethesda, Maryland 20814-321l. 
Copyright © 1997. All rights reserved. NOT FOR REPRODUCTION. 

6. The requester will provide the Alban Institute with results of his research, 
including one copy of the final dissertation, and grant us the right to reuse 
those results. 

Please contact me with any questions you may have about the terms of this permission. 
We hope you find the material useful to your research. 

Sincerely, 

David Lott 
Managing Editor 

7315 Wisconsin Avenue Suite 1250 West Bethesda, MD 20814-3211 
(301) 718-4407 www.Alban.org 
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In 
,. 

IS race, Inc~ 
April 22, 2002 

Mike Smith, D. Min. 
Dogwood Trails Baptist Area 
1502 S. Bolton 
P.O. box 949 
Jacksonville, Texas 75766 

Dear Mike, 

Thank you for your call of 4.18.02 requesting use of pages from the Adult DISC Survey. 
My understanding is this is a one-time request for use in support of your dissertation for a 
doctor of education degree at Southern Baptist Theological Seminary. 

You are hereby given permission to make copies of the enclosed DISC Survey pages for 
your project. I recommend a royalty fee of. 50 cents per participant. Let me know if this is 
a problem. Also enclosed are cross-references of the DISC styles to biblical characters 
and a work sheet in understanding DISC styles in conflict. You are also given permission 
to make transparencies of these handouts. 

I trust this satisfies your request. Let me know if there is anything else you need. Until 
then, I remain ... 

In His Grace, 

KenR. Voges 

P.S. I'd like to see a copy of Speed Leas' "Discover Your Conflict Management Style" 
plus a copy of your dissertation. 

Enclosures: 

KRV/hs 

Camera ready copies of pages 2 & 3 of the Adult DISC Survey, (1) Adult 
DISC Survey, cross reference of DISC profiles and Biblical characters. 

Ken R. Voges, 3006 Quincannon Lane, Houston, Texas 77043, (713) 934-8810, Fax: (713) 462-2208 



APPENDIX 3 

PASTOR'S SURVEY LEITER 

The pastor's survey letter was a cover letter from the researcher. The letter 

asked for assistance and provided a return date. 
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DOGWOOD TRAILS BAPTIST AREA 

Dear Pastor: 

1502 S. Bolton ~ P.O. Box 949 
Jacksonville, TX 75766 

903-586-5156 

I am working on my Doctor of Education dissertation at Southern Seminary. The 
dissertation is a research study of pastors' personality profile and conflict management 
style. 

You would be a big help to me if you would take a few moments and complete the 
enclosed survey. There are no right or wrong answers. You do not have to give your 
name. By your completion of this survey, you are giving informed consent for the use of 
your responses in this research. 

If you wish I will give you a copy of the results. If you give your name and address I wiH 
gladly share the results. Your name is optionaL 

If you have any questions you may call me at any of the numbers on the letterhead or toll 
free at 1-888-262-8388. 

Complete the survey and return it to me in the enclosed stamped envelope. Please return 
by September 30, 2002. 

This will mean a lot to me and help me in this valuable research. 

To God Be the Glory, 

Mike Smith, D .Min. 
Philippians 1 :21 



APPENDIX 4 

VALIDATING LETTER FROM DIRECTOR OF MISSIONS 

Twenty-three Directors of Missions were contacted requesting cover letters. 

Twenty-three Directors of Missions responded. The following is one example of the 

responses. 
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A Fellowship of Churches on Mission for Jesus Christ 

August 28, 2002 

Dear Grayson Pastor, 

BROTHER MIKE SMITH is a friend and DOM of Dogwood Trails Baptist Area. He is 
working on his Doctorate of Education and his dissertation in the area gf Chureh Conflict 
promises to make a needed contribution to the Kingdom. 

YOU CAN HELP him and the Kingdom as well,by sharing with him the information he 
requests in the erclosed s~Irvey. I hope you will choose to assist. 

FOR THE KINGDOM'S SAKE always, 

Carol Norton 

CAROL B. NORTON, Director of Missions • 903.868.9361 • 903.893.3630 Fax • gbadoml@airmail.net 
2515 Loy Lake Road' P.O. Box 1806' Sherman, Texas 75091-1806 



APPENDIX 5 

VALIDATING LETTER FROM MODERATOR 

The validating letter from the moderator was requested. This letter was sent to 

107 pastors in the researcher's three associations. 
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Dear Pastor: 

First Baptist Church 
Pastor, Bruce Mitchell 

P.O. Box 869 
Alto, Texas 75925 
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Our Director of Missions, Mike Smith, is working on his Doctor of Education 
dissertation. He needs your assistance in completing the enclosed survey. You would be 
of great help to him if you would complete the survey and return it to him in the provided 
stamped, self-addressed envelope. If you have any questions, you may call him at the 
office 903-586-5156 or toll free 1-888-262-8388" 

Please return completed survey by September 30, 2002. 

Sincerely, 

Bruce Mitchell 



APPENDIX 6 

POSTCARD REMINDER 

The postcard reminder was sent to 1,532 pastors shortly after the survey was 

mailed. This was to serve as a reminder, and also to verify that the pastors had received 

the survey. 
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Dogwood Trails Baptist Area 

P.O. Box 949 

Jacksonville, Texas 75766 

September 15,2002 
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--------l 
I 

Last week we sent you a survey to help discover your personality profile and 
conflict management style. Your completion of this brief survey is vital to my doctoral 
research. 

If you have already completed and returned the survey, thank you very much. If 
not, please do so today. If, for some reason, you did not receive the survey, or it got 
misplaced, please call me on our toll free number, and I will send another one to you 
today. 

Faithfully yours, 

Mike Smith 

Director of Missions 

1-888-262-8388 (toll free 

903-586-5156 - office 

903-658-0665 - cell 



APPENDIX 7 

SECOND LETTER TO RESPONDENTS 

The second letter was mailed to the pastors. This letter was designed to express 

the urgency of completing the survey. 

170 



171 

DOGWOOD TRAILS BAPTIST AREA 

September 20, 2002 

Pastor Bill Davis 
P.O. Box 10 
Jacksonville, Texas 78711 

Dear Pastor Davis: 

1502 S. Bolton" P.O. Box 949 
Jacksonville, TX 75766 

903-586-5156 

About three weeks ago, I wrote you seeking your help in a doctoral research. 
As of today we have not received your completed survey. 

Your completion of this survey is vital to this research program. 

I am writing you again because every pastor's participation is essential for the 
results of this study. In the event that your survey has been misplaced, I am enclosing 
another copy for you to complete. Please sit dovvn right now and complete the survey and 
return it in the provided addressed, stamped envelope. 

I would appreciate your cooperation. 

Faithfully yours, 

Mike Smith 
Director of Missions 



APPENDIX 8 

REPLACEMENT, PART 2. 
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A replacement survey which consisted only of part 2 was sent to ninety-nine 

pastors. This became necessary because ninety-nine part two surveys were inadequately 

completed. 
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PART 2 
DISC PROFILE SURVEY 

Instructions: Rank each horizontal row of words on a scale of 4, 3,2, 1 with 4 being the 
word that best describes you and 1 being the least like you. Use all rankings in each line 
only once. There are no right or wrong answers. Go with your first thought or impressions, 

1 Ta:ful -1 1. Forceful 

Example 

1 Lively ;£ Modest 

~-------------------------------------------------~ 
Forceful __ Lively Modest Tactful 

__ Aggressive Emotional __ Accommodating Consistent 

Direct Animated __ Agreeable Accurate 

__ Tough __ People-oriented __ Gentle Perfectionist 

___ Daring __ Impulsive Kind Cautious 

__ Competitive ____ Expressive __ Supportive Precise 

Risk taker Talkative Gentle Factual 

__ Argumentative __ Fun-loving Patient __ Logical 

Bold __ Spontaneous Stable __ Organized 

__ Take charge __ Optimistic Peaceful Conscientious 

Candid Cheerful Loyal Serious 

__ Independent Enthusiastic Good listener __ .High standards 

Total Total Total Total 

*Note. If the sum total of all four columns does not add up to 120, you did not complete 
the survey correctly or you made a mistake in addition. Please re-check your work 

Permission to reproduce is given to Mike Smith for Doctoral Dissertation only, by IN HIS 
GRACE, INC., April 24, 2002. 



APPENDIX 9 

COVER LETTER FOR PART 2 REPLACEMENT 

The cover letter was mailed with the part 2 replacement asking the ninety-nine 

pastors to carefully reread the instructions, complete the survey, and return it promptly. 
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DOGWOOD TRAILS BAPTIST ARE.A 

September 18, 2002 

Dear Pastor: 

1502 S. Bolton" P.O. Box 949 
Jacksonville, TX 75766 

903-586-5156 

I regret to trouble you again. But on Part 2 - DISC Profile Survey, you misunderstood the 
directions. I understand how this is easily done. \V ould you be so kind as to do Part 2 
again? 

Part 3 was okay. 

The four rows of words are to be viewed or grouped horizontally or across left to right. In 
each row, across left to right, you are to use every numeral value, 1, 2, 3, 4 only once per 
horizontal row, left to right 

Example: 

.1 Forceful 
1 Aggressive 

1. Lively 
.1 Emotional 

2. Modest 1 Tactful 
1. Accommodating 2. Consistent 

Use the numerical value 1, 2, 3, 4 horizontally across left to right only once per row. 
Remember, 4 best describes you and 1 is least like you. The sum of all 4 columns must 
add up to 120, or you did it wrong. 

The self-addressed envelope is provided. Please return by September 30, 2002. 

Mike Smith 

1-888-262-8388 
1-903-585-5156 



APPENDIX 10 

INSTRUCTIONS FOR PART 2 REPLACEMENT 

Instructions for part 2 replacement were carefully worded. The instructions 

were printed on bright pink paper to draw attention. 
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Please Read Carefully 

Thank you for completing the enclosed survey. Part 2 instructions need to 
be read carefully. There has been some misunderstanding by others, so this 
is the reason for this reminder. 

The four columns are to be viewed or grouped horizontally. That is, they are 
to be read across, left to right. In each row, across left to right, you are to 
use every numerical value, 1,2, 3,4 only once per row. 

Example: 
.1 forceful 
1. aggressive 

~ lively 
.1 emotional 

2. modest 1. tactful 
~ accommodating .2 consistent 

Remember, 4 best describes you and 1 is the least like you. The sum of all 4 
columns, that is vertical, up and down, must add up to 120 or the survey is 
incorrect. Please complete the entire survey and mail it back to me by 
September 30, 2002. 



APPENDIX 11 

THANK YOU LETTER AND SCORE RESULTS 

As had been promised in the initial letter with the survey, those requesting their 

survey results were mailed a copy. The thank you letter expressed appreciation and 

suggested further study in the area of research. 
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DOGWOOD TRAILS BAPTIST AREA 

Dear Brethren: 

1502 S. Bolton 8 P.o.. Box 949 
Jacksonville, TX 75766 

903-586-5156 

Thank you for completing and returning the recent survey. This is a big help to me in my 
doctoral dissertation and I hope you find it helpful. 

Enclosed is a brief explanation of the DISC Profile and six conflict management styles. 
Remember, there is no right or wrong style. Also, you may display one style in one 
situation and another style in a different situation. the survey will reveal your prominent 
style, not your only style. 

If you have further interest in this area I encourage you to read: 

1. Discover Your Conflict Management Style by Speed Leas, and Alban Institute 
Publication 

2. Understanding How Others Misunderstand You by Ken Voges and Ron Brand, 
Moody Press 

3. Uniquely You byMels Carbonell, Uniquely You Publications. 

Many of our churches are in conflict because conflict exists in the lives of our church 
members. As pastors and church leaders, we need to lead the way in being at peace with 
god and with others. We can better serve our churches as we better understand ourselves. 
I ask you to join me in being peacemakers. "Blessed are the peacemakers; for they shall 
be called the children of God," Matt 5:9. 

To God Be the Glory, 

Mike Smith D. Min. 
Philippians 1 :21 

Your DISC Score is indicated by the highest numerical score. 

D I S C 

Your Conflict Management Style is indicated by the highest number. 

Persuasion Compelling! Avoid/ Collaboration Negotiation Support 
Forcing Accommodating 



APPENDIX 12 

CUI-SQUARE DISTRIBUTION CHART, 

The Chi-square distribution chart was used to determine the degrees of 

freedom as a result of the Chi-square test. 
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DEGREES OF 
FREEDOM 

181 

---I 
r------------O-.O-OS---O-.-Ol-0---0-.0-Z-S---0-.0-S0----0.-10-0---O-.9-0-0---0-.9-5-0---0.-9·7-S---0-.9-9-0~ 
r-----------------------------------.----------------.-----------------

7.879 6.635 5.024 3.841 2.706 0.@I6 0.004 0.001 0.000 0.000 

2 10.597 9.210 7.378 5.991 4.605 0.211 0.103 0.051 0.002 0,001 

3 12.838 11.345 9.348 7.815 6.251 0.584 0.352 0.216 0.115 0.072 

4 14.860 13.277 11.143 9.488 7.779 1.064 0.711 0.484 0297 0.207 

5 16.750 15.086 12.833 11.070 9.236 1.610 1.145 0.831 0.554 0.412 

6 

7 

8 

9 

10 

18.548 16.812 14.449 12.592 10.645 

20.278 18.475 16.013 14.067 12.017 

21.955 20.090 17.535 15.507 13.362 

23.589 21.666 19.023 16.919 14.684 

25.188 23.209 20.483 18.307 15.987 

2.204 

2.833 

3.490 

4.168 

4.865 

1.635 

2,167 

2.733 

3.325 

3.940 

1.237 0.872 

1.690 1.239 

2.180 1.646 

2.700 .2.0ES 

3.247 2.558 

0.676 

0.989 

1.344 1 

1.735 

2.156 

11 26.757 24.725 21.920 19.675 17.275 5.578 4.575 3.816 3.053 2.603 

12 28.300 26.217 23.337 21.026 18.549 6.304 5.226 4.404 3.571 3.074 

13 29.819 27.688 24.736 22.362 19.812 7.042 5.892 5.009 4.107 3.565 

14 31.319 29.141 26.119 23.685 21.064 7.790 6.571 5.629 4.660 4.075 

15 32.801 30.578 27.488 24.996 22.307 8.547 7.261 6.262 5.229 4.601 

16 34.267 32.000 28.845 26.296 23.542 9.312 7.962 6.908 5.812 5.142 

17 35.718 33.409 30,191 27.587 24.769 10.085 8.672 7.564 6.408 5.697 

18 37.156 34.805 31.526 28.869 25.989 10.865 9.390 8.231 7.015 6.265 

19 38.582 36.191 32.852 30.144 27.204 11.651 10.117 8.907 7.633 6.844 

20 39.997 37.566 34.170 31.410 28.412 12.443 10.851 9.591 8.260 7.434 

21 41.401 38.932 35.479 32.671 29.615 13.240 11.591 10.283 8.897 8.034 

22 42.796 40.289 36.781 33.924 30.813 14.041 12.338 10.982 9.542 8.643 

23 44.181 41.638 38.076 35.172 32.007 14.848 13.091 11.689 10.196 9.260 

24 45.559 42.980 39.364 36.415 33.196 15.659 13.848 12.401 10.856 9.886 

25 46.92844.31440.64637.65234.38216.47314.611 13.12011.52410,520 

26 48.290 45.642 41.923 38.885 35.563 17.292 15.379 13.844 12.198 11.160 

27 49.645 46.963 43.195 40.113 36.741 18.114 16.151 14.573 12.879 11.808 

28 50.993 48.278 44.461 41.337 37.916 18.939 16.928 15.308 13.565 12.46i 

29 52.336 49.588 45.722 42.557 39.087 19.768 17.708 16.047 14.256 13.121 

30 53.672 50.892 46.979 43.773 40.256 20.599 18.493 16.791 14.953 13.787 

40 66.766 63.691 59.342 55.758 51.805 29.051 26.509 24.433 22.164 20.707 

50 79.490 76.154 71.420 67.505 63.167 37.689 34.764 32.357 29.707 27.991 

60 91.952 88.379 83.298 79.082 74.397 46.459 43.188 40.482 37.485 35.534 

70 104.215 100.425 95.023 90.531 85.527 55.329 51.739 48.758 45.442 43.275 

80 116.321 112.329 106.629 101.879 96.578 64.278 60.391 57.153 53.540 51.172 

90 128.299 124.116 118.136 113.145 107.565 73.291 69.126 65.647 61.754 59.196 

100 140.169 135.807 129.561 124.342 118.498 82.358 77.929 74.222 70.065 67.328 
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ABSTRACT 

A COMP ARA TIVE ANALYSIS OF SELECTED PASTORS' 
PERSONALITY PROFILES AND THEIR CONFLICT 

MANAGEMENT STYLES 

William Mike Smith, 
The Southern Baptist Theological Seminary 2003 
Chairperson: Dr. Dennis Williams 

This dissertation is a comparative analysis of selected pastors' personality 

profiles and their conflict management styles. As pastors understand their personalities, 

this will decrease conflict within themselves and with church members. 

This research presents three theological presuppositions. They are shared and 

examined by detailed biblical word studies and biblical examples. It was determined that 

this research presents the unique study of relationship using the DISC personality profile 

and Speed Leas' "Discover Your Conflict Management Style." Similar studies were 

examined and critiqued. The study involved 1,532 pastors in East Texas. The correlation 

coefficient Pearson (r) was utilized to examine relationships of pastors in their 

relationship of personality profile and conflict management style, along with scatter plots, 

and the Chi-square. 

The significance of the study is that there is a relationship between pastors' 

personalities and their conflict management styles. Pastors who are (D)ominance in 

personality tend to have a Persuade conflict management style. Pastors who are 

(I)fluencing in personality tend to exhibit a Collaborate conflict management style. 



Pastors who are (S)teadiness in their personality tend toward a Collaborate style of 

conflict management. Lastly, those pastors who are (C)ompliance in personality tend to 

have a Persuade conflict management style. 

The research found that years in the ministry have little or no effect upon 

pastors' personalities. Those with less than six years experience and those with twenty

one or more years experience tend to be Collaborate in their conflict management style. 

All other pastors are inclined to be Persuade. 

Another significant finding of the research is that the more conflict a pastor 

faces, the more likely he is to be Persuade in his conflict management style. The 

education of a pastor affected his conflict management styJe ifhe obtained a doctoral 

degree, making him more likely than any other group to be Persuade . 

. The research will be helpful to pastors to better understand v,rho they are and 

how they respond to conflict. The research can serve as a resource for churches in 

leadership development. The research can provide valuable information for church pastor 

search committees. The committee could administer the survey to a prospective pastor, 

and together they could discuss his personality and conflict management style as it 

pertains to the needs of that church. The research can serve as a foundation for future 

research in this area. 

Keywords: conflict; conflict management; conflict management styles; DISC; pastors' 

personality; pastor. 
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