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PREFACE

C. S. Lewis wrote about the beauty of companions in The Four Loves when he
said, “In a perfect Friendship this Appreciative love is, I think, often so great and so
firmly based that each member of the circle feels, in his secret heart, humbled before the
rest. Sometimes he wonders what he is doing there among his betters. He is lucky
beyond desert to be in such company. Especially when the whole group is together; each
bringing out all that is best, wisest, or funniest in all the others.”

To say that [ have been richly blessed along this journey would be a tremendous
understatement. I must thank my colleagues in cohort 4, without whose encouragement,
text messages, e-mails, and constant contact I might have abandoned this pursuit early
on. From our first time meeting at field essays to our first day on campus never being so
scared of theological anthropology to our entire group walking into comps together, God
has graciously used every single one of them in different ways.

I must also thank my editing team of Dr. Julia Bickley and Amy Ward. Their
feedback was always timely and helpful. I thank them for enduring my harried drafts
written late in the evening. I would also like to thank Betsy Fredrick for all her work in
the style and formatting of this project, her work was invaluable.

I would like to thank my parents for instilling in me from an early age the joy
of reading and for pushing me to always give my best in school. My dad’s sacrifices to
make sure that Sarah, Melissa, and I could always be in the best schools and have more
opportunities have always stayed with me. Mom, I miss you still every day.

I cannot begin to thank Westside Baptist Church enough for allowing me the

time to give to this endeavor. Many have been tremendous encouragers through this
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program. Glynn Orr took me under his wing as my Paul to teach me what a pastor is.
Matt Ellis has picked that up and carried me along as a brother and a friend. I also want to
thank my students for allowing me to use them as guinea pigs for leadership
development. May God continue to use them greatly!

I want to thank my committee, Dr. Brian Richardson and Dr. Anthony Foster,
for their enduring patience and commitment to helping me complete this project. I am
blessed to count each of them as a friend, even before this process began. Thanks also to
Dr. Michael Wilder for meeting me for coffee and hearing out my scattered ideas, only
to give me the boost of confidence for my topic.

Samuel has been my motivation for wanting to finish this work as quickly as I
could. I cannot believe how quickly he has grown up, and I look forward to seeing the
man of God he becomes. You are nothing but a joy to me, and I promise when this is all
over you and Daddy are going to really have some fun!

To Carrie Beth, my rock and my biggest fan, I could not have succeeded
without her. She is my best friend and apart from salvation the greatest evidence of
God’s grace I have seen. I thank her for all her sacrifices for our family, for putting up
with my grouchiness, for always having coffee ready, and for the countless nights she
kept Sam so I could write. I cannot wait for many more years with her.

To Jesus Christ, I am indeed a debtor to Your grace that saved an agnostic
critic of Christians at 16 and turned him into a bondservant whose life is lived for the

kingdom of God. Let thy goodness like a fetter bind my wandering heart to Thee.

Scott Michael Douglas
Murray, Kentucky
December 2013



CHAPTER 1
INTRODUCTION TO THE RESEARCH PROBLEM

The apostle Paul wrote to his understudy Timothy, “And what you have heard
from me in the presence of many witnesses entrust to faithful men who will be able to
teach others also” (2 Tim 2:2)." The intent was to develop a legacy of leadership
development in which each consecutive generation passed the mantle of leadership to the
next. The Bible emphasizes a transmission of the faith as part of the responsibility of
spiritual leadership in order to continue a faithful legacy (cf. Jude 3, Deut 6, Ps 78, Titus 2).
The question becomes, are older, more experienced pastors taking on the responsibility of
shepherding and discipling the young men on their staff? Scott Thomas puts the paradigm
of legacy transmission forth in the book Gospel Coach. Thomas sees the need for
ministry leaders to have a coach to lead them as they mature, and also to coach other,

likely younger, ministry leaders. For Thomas, gospel coaching is

a relationship based process of communicating the message of the gospel from a
coach to a disciple-leader projected through the three aspects of a person’s life: the
persona, spiritual, and missional. The outcome of this process is a Spirit-filled
disciple who worships God with every area of his life, has his identity in Christ, is
truly united in gospel community, and is on a mission to the the people of all
nations. And this happens through a shepherding process in which a person is
known, fed, led, and protected by their gospel coach.?

The discussion of leadership development of younger pastors in the Southern

'Unless otherwise noted, all Scripture references are from the English Standard
Version.

*Scott Thomas and Tom Wood, Gospel Coach: Shepherding Leaders to
Glorify God (Grand Rapids: Zondervan, 2012), 36-37. Scott Thomas served as the
President of the Acts 29 church-planting network and developed the Gospel Coach
Training and Certification system. His model is built on years of experience coaching
hundreds of pastors and ministry leaders.



Baptist Convention (SBC) will become even more necessary in the coming years as the
Boomer generation transitions into retirement and Millennial leaders begin to assume
first chair leadership positions. The local church can provide the necessary ministry
training for Millennial associate pastors to gain the valuable experience necessary for
pastoral leadership. The influence of the relationship, especially as the lead pastor sees
himself as the catalyst for leader development, is invaluable for the younger associate

pastor.” Bonem and Patterson say this about second chair leaders:

The most valuable second chair leaders develop a deep-and-wide perspective that
extends throughout the organization. They become knowledgeable of the key
aspects of all ministry areas. They do so without being unduly intrusive and without
damaging relationships with their peers. They seek this knowledge to improve the
organization's overall effectiveness. In fact, their greatest contribution is in seeing
the connections between silos and finding solutions that cross organizational
boundaries.

Presentation of the Research Problem

The life of an associate pastor being discipled by a lead pastor to assume a lead
pastor role is characterized by the associate’s development as an effective minister
through the leadership development of the associate pastor, and the learning of specific
ministry competencies. The dynamic of the relationship between the lead pastor and the
associate pastor was emphasized in this study because of its importance to the
development of the associate pastor.

The discipling or mentoring relationship between an experienced pastor and an

emerging leader has been shown to have lasting benefits. Thomas O’Daniel found that

*Beverly Alimo-Metcalfe, “360 Degree Feedback and Leadership
Development,” International Journal of Selection and Assessment 6 (January 1998): 37.
Alimo-Metcalfe notes that in many previous studies the importance of the self-perception
of the leader was the greatest predictor of leadership effectiveness. Her view, then, is that
this is an essential element to focus on for developing leaders who will then develop
other leaders.

*Mike Bonem and Roger Patterson, Leading from the Second Chair: Serving
Your Church, Fulfilling Your Role, and Realizing Your Dream (San Francisco: Jossey
Bass, 2005), 1236-38, Kindle.



many young pastors drew so much from their relationship with their mentor that it
became one of their primary reasons for staying in pastoral ministry’, with 99 percent of
respondents crediting mentoring for having a significant effect on their ministerial
effectiveness.” Gregory Belcher noted that the relationship also has the potential to elicit
a higher level of ministry effectiveness in an informal mentoring/discipling relationship.”
Douglas Muir found that a mentoring relationship allowed for the younger leader to
discover his own identity as a leader.®

The most significant concern of this research was to analyze how well lead
pastors in the SBC are equipping younger leaders in the church for the work of pastoral
ministry through the perceived development of specific competencies in the associate.
This study was also concerned with the perceptions of competency importance for
pastoral ministry and its relationship to the generations of the ministry team. It was also
designed to highlight the best practices used by those churches that are shown to excel in
leadership development and their guiding principles in those practices. The local church
and the relationship between an older pastor and a younger associate provide an
opportunity to leave a lasting legacy of leadership. In Protégé, Steve Saccone introduces

the connection between older and emerging leaders:

Young leaders (both in age and in experience) throw themselves into the game of
life with all the passion and raw talent in the world, and at times none of the
personal development necessary to succeed in the right way, and for the long haul.
On the other end of the spectrum, there are more experienced leaders who are pulled

>Thomas O’Daniel, “A Relationship Analysis Between Mentoring and
Leadership Development within the United Pentecostal Church International” (Ed.D.
diss., The Southern Baptist Theological Seminary, 2005), 180.

*Ibid., 80.

"Gregory Belcher, “The Relationship of Mentoring to Ministerial Effectiveness
among Pastors of the Southern Baptist Convention” (Ed.D. diss., The Southern Baptist
Theological Seminary, 2002), 73.

*Douglas Muir, “Leader Identity Through Mentoring: A Case Study” (Ed.D.
diss., Northern Illinois University, 2011), 65.



by a million important things soaking up their limited time and energy. They are
gifted with competence and experience, yet often don’t intentionally execute the
responsibility to help teach, equip, and guide those who are seeking to follow in

their footsteps.”’

The research problem was explored by looking at pairs on a ministry team, a
lead pastor and an associate pastor. The associate pastors were men age 31 or below, and
the lead pastors were men older than 31. Each pastor participated in a battery of two
online surveys, one designed to explore the leadership development of the associate pastor,
and the second to explore the necessary competencies for pastoral ministry. Additional
interviews were conducted with five ministry teams which displayed a high level of
associate pastor leadership development through the Student Leadership Practices
Inventory (SLPI) instrument. These interviews were designed to examine the practical
application of the lead pastor investing in the associate pastor to develop him as a leader.

This study used two instruments to explore the issue of associate pastor
development. The primary instrument was the SLPI, which measured the associate
pastor’s perceived development as a leader. This was correlated with the lead pastor’s
SLPI score, which was his perception of the associate pastor’s leadership development.
The Pastoral Management Competencies Questionnaire was used to determine the most
essential pastoral competencies as perceived by lead pastors and associate pastors, and if

there were any age difference in what was seen as “most essential” for pastoral ministry.

The primary statistical analyses were correlation and ANOVA.

Current Status of the Research Problem

A comparison of the 2008 and 2012 compensation study conducted by LifeWay
Christian Resources displays some alarming trends as it relates to the senior pastor profile

in the Southern Baptist Convention. Table 1 displays the findings of the compensation

’Steve Saccone, Protege: Developing Your Next Generation of Church
Leaders (Downers Grove, IL: InterVarsity, 2012), 21.



studies based on the age of the senior pastor.'® In short, from 2008 to 2012, the survey
showed that the number of Southern Baptist Convention senior pastors over 56 (and
reasonably within the last years of their ministry based on a retirement age of 65) grew
proportionately to the survey respondents (28.9 percent to 34.5 percent), and the proportion

of younger pastors (those under age 35)'' changed from 13.1 percent to 10.7 percent.'?

Table 1. Age of senior pastor, full-time and bi-vocational from
2008 and 2012 LifeWay compensation studies

2008 (n = 4743) 2012 (n = 4387)
<25 years 28 (0.6%) 11 (0.3%)
26-35 years 593 (12.5%) 457 (10.4%)
36-45 years 1,143 (24.1%) 952 (21.7%)
46-55 years 1,609 (33.9%) 1450 (33.1%)
56-65 years 1,053 (22.2%) 1142 (26.0%)
> 66 years 317 (6.7%) 375 (8.5%)

The concern is that there is a potential leadership gap in SBC churches when
the older pastors transition into retirement without a replenishing number of lead pastors
to replace them. Brodie Johnson, in a small study of select churches, found that there

was a marked absence of effective leadership in churches, especially as it related to the

%2008 LifeWay Christian Resources Compensation Study,”
http://www.compstudy.lifeway.com (accessed October 8, 2011); “2012 LifeWay
Christian Resources Compensation Study,” http://www.compstudy.lifeway.com
(accessed December 7, 2012).

"'"The researcher acknowledges that the delimitations of the current study make
the distinction of older and younger pastors at age 31, but still recognizes the value of the
LifeWay findings for understanding the demographics of senior pastors in the SBC. The
delimitation in this study is rooted in the literature base of generational research, which
builds a consensus of the Millennial generation starting in the late 1970s or early 1980s.

1242008 LifeWay Christian Resources Compensation Study”; “2012 LifeWay
Christian Resources Compensation Study.”



idea of leadership transmission and development of new leaders.”> New leaders will
likely come from those who are younger, many of whom are currently serving in
associate pastor positions in churches.'* These second chair positions are often a training
ground for leaders who aspire to first chair positions."

The question arises: Are these emerging leaders being prepared now for the
responsibilities that await them when they step into first chair positions of leadership in
SBC churches? The role of the theological seminary for ministry formation tends to align
more with the academic and cognitive aspects of ministry formation and preparation,
while the local church is primarily the training ground for the development of ministerial
competencies. In that regard, the relationship the associate pastor has with his
experienced lead pastor will provide a substantial base for the associate’s leadership
development as a pastor.'® Robert Turner states, “The prominence of this philosophy of
leadership development is so pronounced . . . that it has led this researcher to understand

that the entire continuum of leadership development is through the philosophical and

PBrodie Johnson, “The Perceived Leadership Crisis within the Baptist Church:
An Exploratory Empirical Investigation of Selected Churches in Memphis, Tennessee”
(Ph.D. diss., Capella University, 2007), 62. Johnson’s work was with National Baptist
Convention churches, rather than Southern Baptist as this study will be, however, his
findings demonstrate the possibility that the issue of ineffective leadership may be more
widespread than his small sample. His exploratory study on leadership leaves open the
need for more exploration of this subject.

"In this study, the term “associate pastor” is used loosely to describe a position
of ministry leadership within a local church that is not a senior or lead pastor. The
position includes, but not limited to, positions in youth ministry, music, education,
children’s ministry, or pastoral interns.

The terms “first chair” and “second chair” come from Mike Bonem and
Roger Patterson, Leading from the Second Chair (San Francisco: Jossey-Bass, 2005). The
first chair is the primary leader in the organization and the second chair is any secondary
leader who directly reports to the first chair.

"®Robert Turner, “Leadership Development Process of Select House Church
Networks in North America: A Multi-Case Study” (Ph.D. diss., The Southern Baptist
Theological Seminary, 2011), 166.



practical conduit of relationships.”'” Through this period of preparation for the associate
pastors, there is a means of ensuring a sufficient base of competent leaders for SBC
churches when the Baby Boomer generation transitions to retirement. However, in a
culture that is hyper-paced and focused on competition, developing upcoming talent is
often overlooked to the detriment of the organization, even within the church.'®

The research problem presents itself as a major concern for SBC churches
because of the looming generational gap in terms of pastoral leadership. The central issue
in this study is for the health and effectiveness of the local church. While other studies
have demonstrated the effectiveness of a mentoring relationship, the role of competencies
in leadership development, the differences between generations in the workplace, and
elements of mentoring for leadership development outside the SBC, this particular line of
inquiry has not been explored. This study adds value to the precedent literature by
providing an analysis of the leadership development of young ministers in the SBC and

the implications of multiple generations on a church pastoral staff.

Delimitations

The current study was delimited along the following parameters:

1. The participants in the study were churches affiliated with the Southern Baptist
Convention.

2. The lead pastor was born in or before 1981.

3. The associate pastor was born in 1982 or later."

Tbid.

"Thomas DeLong, John Gabarro, and Robert Lees, “Why Mentoring Matters
in a Hypercompetitive World,” Harvard Business Review 86 (January 2008): 115-16.

This date is selected as the separation point because of the generational
separation proposed by Strauss and Howe. They see 1982 as the beginning of the
“Millennial” generation. The generation names are not used as divisions in this study, but
will instead focus on age brackets to separate the categories of lead pastors. William
Strauss and Neil Howe, Generations: The History of America’s Future, 1584 to 2069
(New York: Morrow, 1991), 8.



4.  There must be a minimum of two paid ministerial staff, including the senior pastor.

5. The azgsociate surveyed must have served with the lead pastor a minimum of one
year.

6.  Only male associate pastors were surveyed.'

Definitions

In this study, the following terminology will be used, and this section is an
effort to add clarity to their use in this study:

Baby Boomers. The Baby Boomer, or Boomer generation, is the generation
born between the years 1943 and 1960.%

Competencies. Competencies are defined as “the combination of knowledge,
skills, abilities, and attitudes necessary to perform a particular task in a given context.*

Discipleship. “Discipleship is a voluntary relationship of a follower, or
disciple, under the leadership of a master with a threefold goal of becoming more like
Christ, a servant, and having a heart for the nations.”* The disciple follows the master

and the goal of the discipleship relationship is for the disciple to replicate his experience

*Jay Conger, “The Brave New World of Leadership Training,” Organizational
Dynamics 22 (1993): 46-58. One year is assumed to be the minimum needed to become
familiar with the organizational culture as a new employee and acclimate to the needs and
expectations within the organization.

*!0Only male associate pastors were surveyed in keeping with the Baptist Faith
& Message 2000, which states the position that pastoral leadership is reserved for
qualified men. The researcher did not seek gender bias, but sought to gather data from
associate pastors who could one day become lead pastors in SBC churches. The
researcher also recognized that some SBC churches do have and allow for women to
occupy positions of pastoral leadership, but sought to stay within the parameters of the
Baptist Faith & Message and the preponderance of SBC churches.

*William Strauss and Neil Howe, Generations: The History of America’s
Future, 1584 to 2069 (New York: Morrow, 1991), 8.

» Andrew Goncezi, “Competency-based learning,” in Understanding Learning
at Work, ed. D. Boud and J. Garrick (New York: Routledge, 1999), 183.

**Michael Wilkins, “Discipleship,” in Baker’s Evangelical Dictionary of
Biblical Theology, ed. Walter Elwell (Grand Rapids: Baker, 1996).



in a new relationship as a master. Examples from Scripture include Moses and Joshua,
Jesus and the Twelve, and Paul and Timothy.”’

Generation X. This generation, according to Strauss and Howe, is born within
the years of 1961 and 1981.%

Leadership development. Leadership development can be defined as
“expanding the collective capacity of organizational members to engage effectively in
leadership roles and processes.”’

Leadership Practices Inventory. The Leadership Practices Inventory (LPI) is a
measurement of leadership practices designed by James Kouzes and Barry Posner, centered
on their five exemplary practices of leadership (Challenging the Process, Inspiring a
Shared Vision, Enabling Others to Act, Modeling the Way, and Encouraging the Heart).
It is a thirty-item questionnaire on a Likert scale, with six statements for each of the five
leadership practices.”® A student version of the LPI is available, which will be used in
this study. The Student LPI is specifically designed for younger, emerging leaders.”

Mentoring.”® Mentoring is defined as a six-fold process that involves
“relationship building and information sharing, a facilitative and the confrontative focus

that encourages reflection and alternate thinking, modeling and the prompting of a vision

>Ibid.
*Strauss and Howe, Generations, 8.

*"David Day, “Leadership Development: A Review in Context,” Leadership
Quarterly 11 (2001): 582.

**Barry Posner and James Kouzes “Development and Validation of the
Leadership Practices Inventory,” Educational and Psychological Measurement 48
(1988): 485-86. The LPI has an internal reliability range of 0.77 to 0.90, with a test-retest
reliability of 0.94.

*Barry Posner, “A Leadership Development Instrument for Students:
Updated,” Journal of College Student Development 45 (July/August 2004): 443.

**Mentoring is listed in the terminology because of its prevalence in leadership
literature for what this study would describe as discipleship.



so that the protégé begins to take initiative for independent growth and learning.”"

Millennials. Strauss and Howe identify this generation born from 1982
onward, though this generation is often referred to by various terms in the literature as
Gen-Y, Mosaics, and the Digital Generation.™

Pastoral Management Competencies Questionnaire. The Pastoral
Management Competencies Questionnaire (PMCQ) is a fifty-item questionnaire of
randomly assigned pastoral competencies on a six-point Likert scale designed by Stephen
Boersma for his 1988 doctoral dissertation. It is designed to measure the perceived
importance of pastoral management competencies.”

Silent generation. The Silent generation is the generation born between the
years 1925 and 1942.%*

Southern Baptist Convention. The Southern Baptist Convention (SBC) is an
organization of more than 45,000 churches in the United States and refers to both the
denomination and its annual meeting. The SBC churches are bonded by a voluntary

affiliation and affirmation of a basic set of doctrines called the Baptist Faith and Message.”

Research Question

The current study focused primarily on the following research question as the

line of inquiry: what is the relationship, if any, between the associate pastor’s self-

*'Norman Cohen, Mentoring and Adult Learners: A Guide for Educators and
Trainers (Malabar, FL: Krieger, 1995), 15.

32Strauss and Howe, Generations, 335. It should be noted that the 1991
publication date of Generations precludes an accurate estimate of the end of the age
range for this generation.

Boersma, “Managerial Competencies,” 7.

34Strauss and Howe, Generations, 279.

*Southern Baptist Convention, http://www.sbc.net (accessed August 29, 2011).
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perceived leadership development and the lead pastor’s perceived leadership development

of the associate pastor?

Procedural Overview

The current research study was a sequential mixed-methods study, with the
quantitative portion administered first and the qualitative portion after the initial collection
and analysis of the data. The quantitative portion was an online survey, accessed through
a link provided by the researcher, and the qualitative portion was a structured interview
with a randomly sampled group of ministry teams that displayed a significantly SLPI
score for the associate pastor. The use of a sequential mixed-methods research model
considered both aspects separately, but the qualitative portion was considered a follow-up
and expansion on the quantitative portion rather than a separate concept in the study. The
advantage is that the study may bring a deeper understanding of the research interest as
the study evolves due to the relatedness of the questions in both sections.*

Mixed-methods research can be defined as “research in which the investigator
collects and analyzes data, integrates the findings, and draws inferences using both
qualitative and quantitative approaches or methods in a single study of program of
inquiry.”’ A mixed-methods approach was used because it is an investigative system
that answers with both narrative and numerical forms of information, stemming from a
paradigm of pragmatism that rejects the “either-or” incompatibility in assessment of
research, and acknowledges the role of the researcher’s value in interpreting results.*®

The researcher initially contacted every association in the SBC, as easily

*®Charles Teddlie and Abbas Tashakkori, Foundations of Mixed Methods
Research (Thousand Oaks, CA: Sage, 2008), 26.

37 Abbas Tashakkori and John Creswell, “The New Era of Mixed Methods,”
Journal of Mixed Methods Research 1 (2007): 4.

3Teddlie and Tashakkori, Foundations of Mixed-Methods Research, 6-7.

11



accessible contact information for each association was available on the SBC website,
rather than a random sampling of associations.”” The emails were sent to the Director of
Missions. Following an initial period of two weeks to allow survey respondents to
participate, the researcher contacted every SBC association again using contact
information from each state convention website.*” The associational contact was asked to
forward the email on to churches that meet the delimitations for participating in the study.
Following another period of three weeks to allow for responses, the researcher made
contact with LifeWay Christian Resources for a listing of all multi-staff churches in the
SBC. This listing yielded 8,290 possible contacts. The researcher sent electronic
communication or made personal phone calls to each church on the list to invite the
pastor and an associate to participate.

Included in the email was a cover letter from the dissertation committee
chairperson for this study, Brian Richardson, an introductory letter with instructions from
the researcher, a letter from Sam Rainer,*' and directions for the lead pastor and associate
pastor to take the online surveys (see appendix 1).

Each respondent was asked to give their church name, but the researcher was
be clear to note that all information given would be kept in strict confidence, and no

answers would be shared with any other party, including the ministry teams from the

3 As of December 21, 2012, a total of 1,164 associations were listed on the
SBC website, Southern Baptist Convention, “State Conventions and Local Associations,”
http://www.sbc.net/stateconvassoc.asp (accessed December 21, 2012).

*It was noticed by the researcher that the information on the SBC website did
not have, in many cases, the most updated information. The researcher made an
assumption that the state conventions would have a more accurate resource of contact
information for local associations. In total, the 42 state conventions yielded approximately
1,100 contacts for the researcher to contact via e-mail.

*ISam Rainer serves as the lead pastor of Stevens Street Baptist in Cookeville,

TN, is a church consultant with the Rainer Group, and writes regularly for Outreach and
other ministry publications.

12



churches, who were instructed to take the study apart from one another.*> Appropriate
statistical measures were performed in order to answer the research questions for this
study, and are discussed in chapter 4.

Lead pastors and associate pastors were directed to an online survey portal set
up by the researcher to participate in the quantitative study. The participants would
complete the SLPI and the PMCQ in their entirety. The data was organized in a
Microsoft Excel spreadsheet. Statistical analysis was completed in conjunction with a
statistician from the University of Louisville.*’

Following the statistical analysis, ministry teams that displayed a significant
level of the perceived leadership development of the associate pastor were randomly
sampled for a follow-up interview as the qualitative section of this study. Interviews
were conducted either over the phone or over Skype.

With the data from the quantitative portion of the study and the insights from
the interview process, the goal of this research study was to provide insights that SBC
churches can apply in their individual contexts to facilitate the leadership development of
young ministers. Chapter 5 gives practical application for lead pastors, especially those
who may be much older than their associate pastors, to help develop these young men for

pastoral leadership and effective ministry.

*Taking this precaution is necessary in order to limit the Hawthorne Effect,
which is the negative impact on social science research caused by the participant’s
knowledge of being studied, either by the researcher or another party. The concern in this
study is due to the associate pastor rating the leadership development effectiveness of his
immediate supervisor. For more on the Hawthorne Effect, see John Adair, “The
Hawthorne Effect: A Reconsideration of the Methodological Artifact,” Journal of
Applied Psychology 69 (1984): 334.

“The contact from the University of Louisville is Dr. Becky Patterson, who
serves as the Director of the Office of Institutional Research. She has extensive
experience as a consultant for doctoral research both at the University of Louisville and
for outside research interests.
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Research Purpose

The purpose of this sequential, mixed methods study was to analyze the
perceived leadership development of a younger associate pastor in a discipleship
relationship with his older lead pastor. The life of an associate pastor being discipled by a
lead pastor to assume his role one day is characterized by the associate’s development as
an effective minister through the leadership development of the associate pastor and
through the learning of specific ministry competencies.

Instrumentation for this study was the Pastoral Management Competencies
Questionnaire (PMCQ) to determine the perceived importance of pastoral competencies,
the Student Leadership Practices Inventory (SLPI), and a qualitative research interview.*
Based on the data gathered from the SLPI and PMCQ surveys in an online delivery
format, follow-up interviews were conducted with pastoral teams that displayed effective
leadership development for the purpose of determining their effective principles and
practices. The interview process was a phenomenological study, which sought to gather
in-depth analysis of a particular group within the sample for this study.” The
phenomenological study of the ministry teams through an interview allowed for the
researcher to collect information about the ministry teams as they actually are, rather

than through the manipulation of certain variables.

*Nigel King, “The Qualitative Research Interview,” Qualitative Methods in
Organizational Research: A Practical Guide, ed. Catherine Cassell and Gillian Symon
(Thousand Oaks, CA: Sage, 1994), 14-16. King describes the goal of the qualitative
research interview as seeing the research topic from the perspective of the interviewee.
These interviews follow some structure but focus on asking open-ended questions. Often
this model of interview is conducted following an initial quantitative study (which is the
case in this study), where the interview may seek to clarify or illustrate the meaning of
the quantitative findings.

*John W. Creswell, Qualitative Inquiry and Research Design: Choosing
among Five Traditions (Thousand Oaks, CA: Sage, 1998), 122.
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CHAPTER 2
REVIEW OF PRECEDENT LITERATURE

Jesus says in Luke 6:40, “He who is fully trained will be like his teacher.”
Leadership development is the process of becoming like those who have come before,
carrying on the legacy of pastoral ministry. Associate pastors currently serving in the
church have the opportunity to learn through experience. The lead pastor, in turn, can
model for them what it is to be an effective pastor. This chapter will survey a biblical
perspective on leadership development with examples and exegesis of relevant texts,
mentoring as leadership development and as discipleship in church ministry, competencies

and leadership development, and discipleship and generational differences.

Biblical Perspective on Leadership Development

Throughout the course of Scripture, leaders are developed through a relationship
with a younger apprentice and an older mentor who functions as a “father in the faith” (1
Tim 1:2). The idea of bringing the younger and older together is connected to the idea of
mentoring, which is a relationship designed to produce a mature disciple who can then
replicate the process by establishing a cycle of leadership development.! The core of
mentoring is the process of discipleship; the taking of a younger protégé and developing

him into a replicating and maturing disciple.> Though there are numerous accounts of
p g g p g

'"The process of mentoring and replicating is described by Luberta McDonald,
“So What Is Mentoring?”’ Journal of Christian Nursing 21 (Fall 2004): 28. In her
introduction she describes mentoring as “passing yourself on to others,” which
encompassed not only the professional skills necessary to be a successful nurse but also
the personal development necessary to become a more mature disciple of Christ.

*Paul Stanley and Robert Clinton, Connecting: The Mentoring Relationships
You Need to Succeed in Life (Colorado Springs: NavPress, 1992), 38.
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leadership development in Scripture, this section focuses on Paul a