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: Thls study mvesugated !he managenal tmunng needs of ordamed mlmsters of n B
the Methodist Church through the identification of managenal tasks that
. 'm:mst_:ers per_form and___th_e:r current leve_ls.qf prqﬁciency in _Ehese a_r_e_as. .

_Managenal wmpetenmes were generated from the htemture and from N .' B
: mtemews w1th several b:shops. The: competencles were defined and used in

U the const:uctlon of quest:onna:res awhich wete completed by ordained ministers.

- and laity in two mdependent studies, _‘I’he perceived importance and need. for
' training was deterrrnned for each competency The training needs 1dent1ﬁed
- -from the tnangtﬂated resmrch desxgn were found to be statxsucal’ly sxmzlar. g

o : Thls study Js 1mp0rtant since it yielded several mgmﬁcant ﬁndmgg Whlch have
-pracucal apphcauon These mclude. o . . .

B A loglcal fmmawork fora management course for probatmner numsters |
© was denved on the bams of a mctor analysm of the 1mportance rankmgs
. of the competer"*les P : :

B
P

| * Trzumng needs wluch were 1dent1ﬁed were prionused and form m .

' --loglcal framework for a prcgramme for m—semce tralnmg : k\

o Manageﬁal oompetencles required of ministers v were 1dcnt1ﬁed ami L
- pnontxsed which has provuied a resource for a perfomqance apprmsal

and’ needs analysm within the church —_— LY :

S % . ltwas estabhshed that inisters ancl Laity pemewe a very greal: need for

| tralmng in the mdnagenal cornpelencms ) g o

e
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~ Chapter One - Introduction

. Current theoretical approaches to management are inconsistent and

‘sometimes eentradxetory and may appear to- bear little: resemblance to .
management pracuce in reehty These dlscrepancles stem from: the L

| very complex nature of managenal work as well as a vanety ef

pexsonal and eumronmental factors wlueh mﬂuence managenal S
effmmess R - o
Seme management trammg programmes seefm to emphamze the | o
acqmsmen of knowledge about management w1thout exammmg ‘the
actual eompetenmes requu'ed by an effeeuve manager and somie autﬁors. -
thennse about the nature of menagement, asaummg tlus is what

 managers: actually do. However, Boyatms (1982) and Mmtzberg (1983)
clearly showed that what managers do m practice is' ot what tradmonal
thébnsts would have ug belleve Hales (1986) ‘points aitt that n :
dlStIﬂCtIOl‘l must be made between what managers do and what A
eonsutubes effective managenal aetmn A probiem thus arises .

regardmg the 1dent1ﬁcat10n of appropnate cempetencxes or skﬂls to be
addressed m the t;ammg of managers. In addition the demgn of such
programmes ‘would have to consider | umque en'monmental and

: ; s1_tuat10na1 vanables which exist within the South Afncan sitiation.

o thhm the church very little research Has been done on management

(Odom & Boxx, 1988) and nothlng on the manage 1al competencxes

- tequired by ministers. “The little written on management within. the : _' B
' : church appears to have come dlrertly from the literature on' secular T
: management which may not always be appheable 10 the church

I



_ R Even i'hough Somma.nes and szle Colleges do not normaﬂy offe.r
'_ B | "'-courses in management mosf. of thezr g:aduates will sooner or later
- a asshme m.magemi duties Qasque, 1985). Whﬂe ministers may
'pemewe adnumstxatlon o be of low im;lonanoe ngsnter (1984)
| _-_'_'found that it consumes the largest pemeutage of mlnlstom’ ﬁme and
S rates it h:ghestm m:ms ofpercmved need for further trammg In
o south Afnca yery: Iitﬂe rosearch has been done on the. competencles
: '_req by ma,mgm and thare has been no research into the - -

o _-.;_'Boym (1982) s

erial com "f _r;les mqmred by ministers.. Acoordmg to
sful work behavlour deymds o the mtemcnon of

- -a:.

" three things, These are, the orgmusauonal envuonment the job -

(

B - demands and the mch}v;dual’s competencles This research sets out to
L 1d§{mfy and quant:fy the managenal demands of' the muustry and the
Cn "lwél of managmal @&%mpebency of mnusi;ers - /

v .f' H

Managenal oompetencles were xdenufiod from a survoy of the ﬁzerature

and mtemews w1th b:shops The cofnpetencws were deﬁned and
,Jestlonnaires constructed for two mdependent stud1es, A and B, Study
A moorporated all ordmned numsters of the Methodtst Church of

B A Southem Afnca Muusters were. asked to Tate the peroezved
- Jmportance, and personal training. needs, for eac'h competency aver the

_next five years The best managers wera 1dent1ﬁed by tholr bxshops 1n

| and lmty to determine mm:sters co]loctwe irmmng needs,

. '(“-.
s

o -Thé mldy ym!ded several mgmﬁcant ﬁndmgs which have practl.al
_apphcahon within the church over the next ﬁve years. Firstly,

: managena] competencles roqmrod by numstm Were ldentrﬁed and

' _pnontlsed This has provided a mmurce for ] performa.nce appralsa.l

‘f

~ and a needs analysis within the church The managenai competencies -

. were grouped into. faclaors which form a loglcal Mework for a course

5

o order to ascertmn whether any dlffcrenoe existed betweex the regponses ST
“_of the best and average Jmanagers, Study B was oompleted by mmlsters

T

N



i management for probatloner numsters Txmmng needs were
. .“pnoriused which can be used as a model for m-semce managmal

* training that is specifically geared o the present and Future needs of the o

- chiireh, D1ff¢renoes were. found in the Tesponses of black and wmte

B imuus’.ars and between m:msters from urban and rural settmgs. |

 Limitations of the smdy mciude the fact that organisanonal chmate
- play a very 1mportant role in detennimng gffectﬁreness of numsmers
| 'the assumpuon cannot pe made that the best manager will make the best

| _' ' -mm;ster

* which was not considered in this, study and is diffieult o oontml could _

B Furthermore the study examines only one aspect of a mmisber’s job and '_ :

n | The research report compnses a number of Ingcally ordered chapters' 3

T the literature. survey, prevalent management and leadetsl‘up theones '
“ate considered for apphcatxon within the church. The section starts |

‘with an examination of classical theones since thls is pmbably tha.most

: -common understandmg of management within the chureh, The
humamst approaches, whzch arose in opposmon to the behavmura]

approaches, are considered next, Leadership theones are dxscussed

N ‘under trait, behavioutal arid slmatmnal approaches. Theory Z is also

. referred to since it appea:s to have apphcahon within a qhurch conteXt

A completely different approach is followed in the empmcal stud1cs
| Wh!ch try to verify what managers actually do in pracuce Vanous :
 discrepancies between ealier theorists and proponents of an empirical

- approach are dlscusscd The managerial roles 1dentzﬁed by l\![mtghgrg e

(1983).and competencles of Boyatzis (1982) are consnderetl in some
o “detail since the present study e\?lores the managenal roles and
competencles exhlblted by the cl%ti .

The second chapter focuses on managemcnt within the churﬁh The
importance for management within a church setting is d_xscussed-as is

5

) A .



c _'_the nec"«-tg for thp trammg of muustm in managenal mmpetencles
I the ﬁnal sectlon dlfferenqes between .nanagement approaches m o

e

profit and non-proﬁt organlsauons are dxscussed As there are

N considerabie differences between the two it is not always posmble to S
" direotly transfer business pnnciples to the church. 1t is for this reason o

that this reseamh study is necessary

oo

- The méthodblogy chapte-r & hr'ief and' c.over's the research me'thddblo'gy- 3 '_

| | af the two studles “An. ex;alanatmn is gwen of how the competmmes
L were genemted and the designs adopted in Study A and B. 'I‘he chapter

. ls wn&gluded mth a oompanson hetween the two smdles. R o

| compe'nencses'referred' 101 St A and _-.B-m-l"?s-““”"- and "Eﬂ‘-’e‘j‘ :

Good and average ‘managers are compared in terms of demographm

. details. The competencies are ranked in order qf lmportance and o
.. importance factors identified that ate valid for e next five years, A o
- model for mmg managerial wmpetencxes of probationer xmnisters is ”

developed. "Good and average managers are compared as is the

) | relat:onshnp between factors and demographlcs. o

' The rankmg of percewed traumng nwds is discuysed and a list of the .
'- cnmpetencses that ministers feel they require the most. training in. over

the next five years is presented Training fac:bors are discussed and -

~ranked in order of identified need for trammg and a model is develr:ped "
_ _' - for trammg of mm1sters in managerial competencles The: relatiunshlp
- hetween damographm variables and the percewed need for fraining is B
- examined. Good and average managers are then compared in terris of
) _demograph;c variable 5, peroeptlon of 1mportance of the cornpetenc:es |

v

L The results of Study A mcludmg respcanse rate, demogmphnc variables e
and mdepandemce of demogmphw vauables are set out in section two. :

B



: In the :ﬁnal section ef the chapter the resnlts froti the two studies are

L | and peremved need for trmmng The selection of pexgwular
o __demogmphxc vatiables is 3ust:‘1ed and these vanables dzscussed

)

In the ﬁnal secuon the lmportance factors are ranked in terms of the

_ .. L 1dent1ﬁed training needs and thera.n}ng oflmpartanccand trammg -
- needs compared - o

i W

The :esulrs of'Stud'y“A and B are compared i the final section of the
" chapter, first in terms of demographlc detads ef respondents and then
: ;'therankorder oftralmﬂg needs. T

. The results ot‘Study B are eontamed in three ‘sections, begmmng with
o exanunation of the demogmphxc variables of thie respendents. The”__

. ranking of trfining needs of ministers as 1dent:ﬁecl by, themselves, e
-prohatmner numsters and the lalty is then dlscussed .' _ -

]

(!* f

. The results are exammed in depth in the discussmn chapter, Por case
- of reference. it follows the same. fonnat as the results chapter

I.a the ﬂnal chapter ccmelusmns are drawn from the ﬁndmgs of the

stody and the praetwal and theorencal 1mphceuons of these are

- dlscussed

For those who are unfamilzar wnh the structu:e and orgamsauon ef the
| Methodlst Church an outling is provuied in Appendxx A

e, .
NS o

o

; Throughout the research report masculine terms haVe been used to refer
o mimsters. Tlus is nnt in any way mtended to be tbsunnunatory but -

N



_ and percelved nwd fc:r tifmmng The selection of pamculgg ' o .. A
. de'““gmpmc var:ables is Jushﬁed and these vanables dxscussed R

'._:E_Q'_ R

r
E _fr'

. In the final secnonﬁymnportance factors are mnkqﬂ in terrﬁs ofthq i
_.1dent1ﬁed training needs and the raﬁalnng of 1mportance and trammg
_needs oompared c o _

o '_ Q.Thakresults of Study A and B are compared in the finai sectmn of the
o * chapter, ﬁrst lﬁ(uefrms nf demographw detm]s of respundents and then R

o themk order Of tramuig needs S S
o .:The resu'lts f:f Study B are eoramined in ﬂxree sectmns, begmm.qg wnh' : o

Can f.xamma’uon of the. demogmphis variables of the reépondentsb The o

/i'anking of txainmg needs of mmistérs as 1denuﬂed by themselyes, e

PR probauoner numsters and tha lamty is then dxscussed

~ . The results are exammed in s‘epth in the (Lst:uSﬂt)n chaptem Fex ease -

n the ﬁmh secuOn ofthe chapter BZE results from the twa studles aﬁe - '_ .' o

| _' of reference it follows the same fom’taﬁ as the nesults chapter. S

In the ﬁnal chapter conclumons are draWn from the ﬁndmgs of the .
‘study and the practical and theoretwal imphcamns of these are

o _ dlscussed

¥

| For those who are unfammar wxrh the 'structuré} and orgamsatmn c:f the -
_- 'Methodlst Church an outlm‘. is prowdetl in Appendlx A

| ’ Thrmrghaut the research report raascullne terms have bee,n used tn refer |
.t ministers. - This is nnt in any way mtended fo bc dlscnmmatory but
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| ig used snnply to famlitate reference. n"l‘hta masouhne gender was

et

selected smoe the majonty of respondents in both studles were males.

_!('
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o Managemen{a—;s one of ﬂle most ubxquxtous funcuons of all soexeues and I
 ooours in chuwhas, amnes, governments and all ecoromic

L undertakmgs Gaorge (15'5,'?2) goes so far as to state that it has*always N Do
e bﬁen the mamstay at leadershlp and fa(:t all. great ieadars have been - .
- managers - be that managmg countnes, explorauons or another person 's
" efforts, me a largely unreoogmsed posmon in the 1§00‘s, B B
m%gement has developed mto a powerful and mnovatwe forcé on
o whxch the weuv-bemg ofour ﬁocwty depends (George, 19?2) |

o

_ .. In order to tram mlmsters m th/; art or scxence,, of management itis L
" necessary to know what it is tlfat effecuve managers do. Although

many theones have been develcped regardmg the JOb of a manager,

- very little is known about what they actually do (Mintzberg, 1973; o
~ Sayles, 1980y, and mrtualiy nothmg is known abouit the managanal

tasks. performed by numsters of rehglon (Darmanm, 1983) “The Littie

- that is known has been la.rgely desived from literature focusing on the
job of 4 maﬁager ina proﬁt ‘orientated enwronment This managenal -

literature has however, accordmg to Mmtzbr:rg (1983), been based on |

-folklore rather than on soundly reswched evidence, Funhermore the

- different. It thus seems mappropnate to apply these concepts of th _
e manager s job from the profit makmg sector toa voluntary orgama/ ation Lo
~ in order to establish which managenal competencies are required. '
Clearly more spemf ic research is requued in order to ascertam the - )

maragerial demands of profit and voluntary orgamsauons may be ?//
/

managerial cumpetenmes required. of the clergy



wo

2.1 _Man'agfement -"I‘h_ebriés-- |

e En the hteramre survey p“i'evalent ma.nagement and leadersmp theones
: _and empmcal studies will be exanﬁned, Management wm\mﬁthe _
| -'_-*f-.church will be considered in chaptar three SR D J e

o Management an.d I'..e'iat'l_ership;'__l_'l;gdﬁes' |

"_';_"-"’Ihe dnstmctmn behveen management and leaderslup ls a d:fﬁeult one ‘
since there i conslderahle overlap in function. Darmanin (1983) -
- beheves that the managenal role hag evolved as a result of the needs of
R _”:‘_orgamswons for stablhty, rauonahty and powar distnbution, wlule
L leaderstup,ﬁ mamfested it behamours s,ych«as nsk taking, personal
_ - :power and msplratlon Gn.ffm (198‘7) suggests that the followers of
... mRnagers may comply with orders and du'ecgons but aﬁ:« not necﬁSsanly |
committed tothem, whﬂe 2 leader uses personal mentxﬁcatwn or - 1_'3_. R }
Lo "mspxratlonai appeal to mﬂuence cthers behavzmr. :_ In tms chapter - ’““
~ management and leadership theories will be dealt with separately EN
R “Theory Z, which is unigue i its mtegratxon of soczety and the
:workplace; wﬂl be e«ﬁnﬂned in a section of jts own.

i ;

T

-~ : In tius secuon the tradmonal schoola of thought regardmg
o _rqanagement will be consmered namely the Clasmcal and -
| _I-Iumamstlc Schools, | |

"2.51__'.1 'classigal_._'medriasi -

" "The most prevalent w.ew of management comes s from the
Classical Schcml (Mmtzberg, 1973) Common to this -
: school of thought isa ng1d1y controllcd enwronment
- raducnon of the workload to sunple tasks, keepmg the



DR

span of 2 supewisor fma mmunum and formalmng
”l.-_-relauonshlpsg L -

R

o Th& thme major systems bf managemmt \wﬂm t‘lassxcal

theones are Smanuﬁc Management of Taylor, e '

--Buwaucmuc Managementproposad hy Webgr, and o
' '_._Admmnsmmvc Management supported,by Fayol Cmtea}: Co
~tothe Classical School is their pamcumr understanding
- of human nature: Damanin (1983) is very oritical of .o
~classical theories of management and has guggested that
foilower% of th.’ls school beheve thaghumans chslﬂce work L
S and try to avoid it lprSSlble“ that they are selﬁsh lazy, T
" incapable of self-discipline and mahvabed only by |
o 'eccmomlc rewards The:efo:e if the orgamsatnonal
i ': '__--.'_;objec:twes are. mbe ach:eved workers must be T
- conn-o]led, coerced directed. and aven thmttened W1th L
. -pumshment Furt‘ﬁ*exmore, classmal theonsts beliave that S |
. humans avoid responsmﬂxty and actuauy prefer tobe
_ dlrecbed GDannatm 1933) . NN

) q;. : .

changeé*er ﬁnancxal incentives gwena The employees
morale and feehngs are of httle 1mp0rtance to the

=8

T manager. Managers tell employees what to do and -
'ensure that they do it. o o

_'I‘he underlymg premlses of the Classxcal School have

- been \mdely questioned An emphams on rules rather : L

o -_The: Classxcnl School places emphams on producuwty and .
efficient performance, which is constdered 1o be solely
. the responmbﬁity of management ‘To 1mprove _
performangce, jObS would be re-demgned, contrals



. _jﬁ-:'\ :

. . hone.sty and mnmacy However, dsSpne its clearly

L | -than goals reduces the sense of respons;bmty amc‘mg
B emplnyees and dlsiburages ﬂutﬁauve;, A centrahsed,
| _ | hierarchlcal sttucture msulns in a lack of adaptation
o -_'nmevanqn and. sense of commitment among the |
" warkforce, In addmon, orgamsattons themselves have o |
changed fheooml\lg larger and more. dynamm,in orderty. e
o cope with. ag,“ ‘sg;mg environment, Iﬂoneoﬁthe abnve o L
- faictors ate amdmmodated wathm classml ﬂimes The_: IR
- _.:_.;classml managemengptyle is therefore mappmpnaw for R
 today's world as it does not aﬂow for this dynanuc 'Ihe _
. " ';f-; strongest opposmon io the Classical School is hawwer i R
- ~directed against its underlymg premise that people. cannot BT
o think for themselves This results in A workforoe that is R
o - _'ahenated havmg %, fow sense of autonomy and self
ol _worm (Darmanm, 1933) SRR

Er

) 9

N The Class:cal School; is hased Iargely on: fear, nustrust, o

. and self—mtcrest Ttis thus hardly an ﬂPPman L
: _managame,nt model fora church that is built on love, . L
B - self-sacrifice, understandmg, cancem for ofhers, and

attempts to promote values such as self-worth trust,

' -fhpparent falhngs, this- vnew of managemem reoewed ;

. : ';-_wxdespread aweptance and Iy sull preva]ent today o .
N R (Ivhntzberg, 1983) I muusters were asked to descnbe S _
o their managenal mslcs they would pmbably respond” usmg SR
© the acronym PLOC, popularised by the Classical School °
- -'_"whlch stands for plannmg, leadmg, gamsmg and EE—
o controlhng Huwever nu:nstenal tasks such as officiaung
. at school assemblies, mtervemng in commumty disputcs
o angl the supplymg of mforrnauon regardmg job



oppurtuniﬁﬂs ta an unemployed membez; of theu' S . '_ =

B CL P . S R B - Cone

mngi‘egaﬂm, szmply wfmm. be aommmudatbd under | \b “

L these: headmgs. {5‘ R

g o __; ”_._,- .

o _f '_'Mmtzberg c;tes Caxlson (1951) wﬁb “@té "If we ask a

'_'."managlﬂg direetﬁr when is he co-ordmahng, and' how L

| mu&h oo-orﬂmatlon hehas been domg durmg a day h“* - .- o
- would not kniow, and even the fngst highly skifled -+

o observer wouldr nat know cither.. Thg same holds true N -

T for the concepts ofplanfiing, wmmaalﬁ organisation and e
for cotitrol....” (Mintztierz, 1973 P 10). ‘Therefore,the -

Cw
W

-:comepts of planmng, I&admg, orgamsmg gnd oonh‘ollmg*_' | - Lq
... o not dessribe the actual Work dcme by manaéers L
o 'rather de!ineaw the broad ubjéctwes of managerial wc:rk s

. e
P PR
ﬁ &

e Classical Sﬁhbnl clearly flled b take mtp =
 considetation the needs of the employ&e& and it was for

. this historic. reason that the Behavmural and Humammc
SR Schoobgained mcreﬁsmg support (anﬁn 1937)

2.1.2

oLl

Hnmanisthchool o |

.\;\_- e . ) '. E - e

_ " The Humanistic Schoo! Iias as-an underlymg premlse 1ts <
~ emphasis on human relatmns and the mtemctmn between

'orgamsat_lonal_ strugtum_and hm_na_n_ charactensti_cs_.. . a

8 Mayg (1945), a propunent of th1s school found that RN
~ improvement in producthty was pomnvely related 10 P. S
- soc1al factors such as morale, a sense of belongmg and a

| management style hased upon an understandmg of human



and group behakur (Koontz, O’Donnell gf
: papularieed as the Hawthorne experiments, are now .
N quesmoned as'a result of methodoldg;eal madequacies

o --_Wemnch, 1986). Alhough the actual'results of Maye, R

.' 'I.:(R'wv 1982), this study did initiate the valuable- wotk in -

- 7 e g}f""; this 4rea carried out’by remrchers such. as Mcﬁregﬂf

R (1960), L;kert (1951), and Hei*zberg (1966) :

E .f Mouvatlon to. werk, pro&uctmty and quahty of work are
S _"all related to the naturs of social relahons among workers

L o " 'Scheol theory 13 i:ased upon the. prenuse that the most
el T '_eﬂ’ecﬁvewaytoacmeveresults 1stoworkmthpeople o
-_-ratherthanﬂlroughthem‘ ST N
LT e --_-_“-;Mcsregor (1960) labened the clasmcal view of o
. O o ":'.:'__'f;,management 'Iheory’x Inopposmon toTheoryXl;e
LT L - ;proposed amem'y of "managemcnt by mtegratton and
U _se1f~eontrol" or Theory ¥, He reasoned that there is no
I mherent conflict between the workers self~fu1ﬁlment and
~ the achlevement of the orgamsataonal goals and .
_' _ mbegrauon of thes;e aspects is thusposmble. : Accordmg
o 10 McGregor, employees are self-mouvated, have an :__ _
- = mmnmc mterest in work, seek J:ESponslblhty, e
o self-dlrenting andareablehoadaptand exei'clse L
o autonomy. Smce the wdrker is self-mc** A éd, externa]ly
o o imposed mcennves and controis are 1 mcessary and* -
o poss:bly even detnmental 'I‘hxs 1s c,learl ¥y mgii:ect -
- oppesmen 10 assumptions made by Theory X

B H-
)

s “and between worimrs and management. The Hurnamtm R



Tt e

R participation and decentralisation would necessanly Tead .
to an mtegratlon of. organmnonal goals W1th those. of the 3
o mdmdual In addition the humamsts make no allowanca .
o '_ fm' the relatwnshlp between the enwronnient in wluch an :- |

T Lo

. '

| ':._Managers adoptmg the prenuses of ’I‘heory X are likely
. foend up thh emplogees who are ngld and mﬂemble
R '-"'and who fear-and resist change, whlle it is expected that

those follo‘wmg Theory Y will have ‘workers who ae Lo

S ] :ﬂmble and mnovauve, welconung problems and change _
L ._'...wmch mey would see as an opportumty to grow Othef .3_
o proponents of the Humamstzc School were Argyns (1960) .
. 'andukm(l%l) L e e “ e

o f Cntlmsm 0pposmg the Humamsuc School has largely’
. focused on the fict that thib model was developed in
| __'__'_ ' ':mcuon to the clasm‘,al themy. ﬂ‘ms resulted m a -
| -_ ::tendency for foilowers of the schoul to Iean tqwmds the
R other extreme where mterp,ersonal relanonswe;‘e T
g 'mdered to be of absolute 1mportance They behemi
PERE that by satlsfymg workers moraie, pmducuwty wauld be
e increased thereby makmg control unnecessary, as both
- 'the mdnwdual and orgamsauonal goals were bamg met

| A further cnnczsm is that the behavq( of most - _,,  i
- -emp]ayees falls sqmewhere between Theory Xand =
L Theory Y. Th:s pases a problem for the I-Iurnamsnc

School as theu* infarmal atructure and ﬂex:ble roles may

lead to a great deal of role ambigiilty and role conflict, -

It also seems rather simplistic to consir that ifif proved

C et



5 Thoory Y, thh 1ts emphams on: mterpersonal
o relatlmshlps does howover offe;r a viable model of
o ) management thax xs’fcompanble w1th tho values of a -
o rehglous organisation. Values such as parumpahon and
L : development as well as ooncom for the employof:s
| . needs, are held in oommon betWeen the cht.rch and a '_-
W business adopting mch an’ appmach How&ver, _

" Darmanin {1983) points out, & church cannot mmply hg
L roducod o2 group of poop,le whq Expmence happy

: _;mterpersonal relaom affnong then‘fselves In addmon to
. sharing, love, fmth and hope, Chnsnans are called to *
- perform a task. that extends beyond fellowship withis the __
_ : 'church M:smon and semoe are also oonmdered to be an
o . mtegral ﬁmct:op of tho church mombershlp. L

- . i

: Ol‘gamsatmn opexﬂws and tho mtemal structure of. tho S
= 'Wmﬁﬂn ﬂJarmamn 1983) | S

m-

o '_ Whﬂe the Hummusuo School emphas:ses tho .

o ) '“'mterponsonal aspects of rela&onsmp among. staff o
R o ﬂmembers it prowdes inima} cluos regardmg tho o '.
g '-speclﬁc competenc:es that ars roquxred by managm and

. the methodology omployed for research in this arm :s not

thorefom suited-for dotennmmg the competoncms

roqmrod by mmlsters R
. t‘j"-. '

;.'"\\'

.ﬁ_ _ _In ordor to overcome the Madoquacxes of both the _
Classmal and Humamstxc Schools, a model was roquuod .

that would integrate the posxtxve elornents of both -

_ thf,ones Blake and, Mouton (1969) pmposod such a
| m?del whmh combmod Theones X and'¥ from a

.{I'

F A L

-t .
I i
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22

., o have been mtertwmen “As'the purpose of- t\us’research is to ]
_ detenmne the managenal oompetencxes reqmrﬁ by. muusters, 1 TS
. the focus up until now has been on management theories. - |
PRI :Howevm:, ieadetshlp is also of unpartance as the two cnncep’fsr,"_'_

'_':_":_In the dlscussmn thus far theones of management and Icadersmg}.“

S .; '3 '_ﬁeVelopmentof lwdersmp

T

| 2'2‘.1 i' W'_Apbmcm_.._j R

= C}

- _;leaderslup perspectwe. In order o understand theu- &
Managerial Grid 4 it is necessary ﬁrstly to examme the

e

]

L

R Studws into the ﬁ“ature of leade.rshlp have adopted one tjf th_e_ ] S :
o B foﬂawing approaches namely, a tralt hehamoutal or sﬁuatmi' .
'-.'_a ach, | _ Ui

LT

wr SR

their ftguowers

Allport (‘1924) camed aut pmneenng work in fhe sear( e

: for supanor traits that Consxsl;enﬂy dlStlngmsh s lea&er‘% \

from others, He idenuﬁed nineteen traits which he is

cons;dered essenual for the mamft*,stanon of leadersmpé

LT

s L N B

- ;7 .'



e
BT :
i S _
LS .
e :
rre:. .
' tap .
S o
G i
LI
¥
2
I
Lk
|
54
i :
[H
o
: o
i
- i’
. i
I
i
.
i
i
3
e B
[
. r

L -({

--\‘.

quahties. Althongh numermis studies we?t »absequentiy -
- conducted, no consistent pattern emerger"’as the traits
‘which were found to correlate with suctess in one o

situation failed to do 0 in anotht;r (Schein, 1980)

_Reseaxch(frs wete thus unable to rehably 1den(ify a
: 'rleﬁmtl\ze hst of fraits. SR

© Stogdin (1943) ; afte': an -em‘s'ave review of the availsble
- literature, concluded thiat & person does not besome 2.

leader By vi:tue of some combmauon uf traits, Rather,

- the personal characteristics dnsplayed must be relevant to “ __
C the goa.ls, actmtles and characteristics of fnilowers and 1t |

is only when an individual pammpam in a group’s

" activities that a leadership status can be inferved. Towas
+ therefore concluded that leadersth depends on the fraits .
© ofan indmdual as well as the dynamics of the sitation

” (Sexton, 1970) The concept of 163(1‘3!'511!.]! as 4 genetlc :
) endowment was thus thrown into question. o

_ The Trait Theory is not a sultable mrudel to employ for _ -
‘asceriathing managerial competencies of ministers as the .
theory has failed todemonstrate adequately whether traits

are jnnate or can be acquired, which specific tratts are -

‘ the most. criti'cal and the extent of trait réquimd in order |
for success o be achleved, Furthermore the theory is

not sulted for empirical research such as was undertaken -
in this sudy. Rinally the numerous trait studies are-

contradictory and inconclusive and thus fml o reliably

identify leadership traits (Koontz et. 2l 1986). Parlyin
 response to these inconclusive tesults studies began to




S

L e

S

= facus on ’what managa-sfleaders do (behavipur) as

| 'opposed to who they are (traits)

.HI: 252-2

v"

. ._.Blake and Mouton (i964) developed a) y A

' demgned w inﬁegraw the Classical and- Humamst Schaols.-: . :: o
- THis gnd rated leadérstip 1 in nerms s of oonoml for PBDple o
' d conctmt fcr pwduct:an. R '

Managenal Grid has many :mphcauons for a church o .
mauan. Por example even church leafcler has been' R

o f_acad with the tension of ooncern for paopla versus work L

. output and has had to Dpt fora wmpxomxsed solutmn that

S 1s a.t the expense ofone or thanther. The mm:stcr

should however have the competency to adapt his. style

.‘ and 1dent:fy pﬂoritles dependmg on the”mttnre of the | L

siifon, the church member's maturity and the group's

tL of development e)annamn, 1983)

i B Ctitic;:’ism a'gfa',in_st_ the '-m_bdel -h_s;s POStliIated 'ﬂiat ahigh

~“concern for both people and production, which Blake and o

| Mouton advncate as being-the best’ management style, s
not necessanly always optimal ‘The pnmary cnucxsm e

| 5 against thxs model is however that as A two—dtmensmnal

- irodel it is too mmpl:snc and dnas not acknowledge the )
many vanables involved such as sltuatmnal vanables .
‘ (Darmanm, 1983)



02‘21 Situatmnal Appruaches o y

B Both research ami prac.ttt,,e appear to mdtcatf: that the
. classical approach is ffective in some envifgnmental
o - \,oitcumstances while the« humamstac approach is effecuve
v in‘othess; Atheorythatwbuldtakemtoaewuntthe B
_"-o;:gamsational structure and te environment a8 well as -

{--. T e
.

o - ‘-'\.

the mteractton between the structure of the orgamsatinn |

- and emplayee c‘taractensncs, was thus necessary In. SRR
o 1967 Fiedler developed such & theory which he called the SRS
. ._:Connngency Theory ofleadershtp‘ R o

: The Conungeﬁcy Thmy{%‘ %erfomtance is - R

- L _-__depeﬁdent or contmgent upor, the extent to which the :

e leader’s. pmonamg matchies the demands of the .

leaderslup sxtuation, In order to elicit ojpttmal

o performance there needs to be contingency between the - = -

" organisaffon and the task, the.task and the peaple and

. between the people and thenrgamsatmm In acoordance o
. with this approa¢h Lawredce and Lotsﬂh (1969) suggest . . .

fhat the closes the mach between the orgamisational ¢ -
structure and the reqmrements imposed on it by the

'enwronment the mcnre successful the firm S endeavour& o
.W111 be ' o ' '

Ftedler (1967) revmwed over ﬁfty studtes which

| supported the niotion that the effechve Jeader adapts hxs
- or her style dependmg on the parttcular situation and that .

some styles are only effective uttue.r certam condmons. -

_Lx.adershtp is thus contingent and relative mther than
' absolute and umversal This approach a,,nalyzes the



' '_”-'sxtuation arxdthen adapm and matches the management e
L approachtothe sltuaﬁon L

-

- Accordmg to andler, I:rmmng of leaders is pmbably
v futile as he beheves that the undcrlying persona.hty
“. canndt be changed 'l“hxs 1s nnt a8 extreme as it may

~ seém as Piedler doex not p:mcnbe any smgte style of

A

_ :_managetriem but argues that vannus approaches ,Kax:be
S f:ﬂuali)' effautive IR L

o

Ho“waver Stogdiu (1974) found that pec.ple lug b in hoth
L I.conoem for production and concern for pwple are "
. '_ consistently more successful. Darmanm (1983) |
s questmned the useﬁulness of erdler’s theory smoe thé |
T thres dewrmmants of 1 the sxtuatmnal va;iables are
= cumplex and dlfﬂcuﬁ to. measure ' -

the Path»Goal &heory of leadership, propose& by House:

1971, It is dehved from both the Contmgency a,pd

. 'E"P“"a“"? models. Exp%?ancy Theory Prozﬁﬁse-? that B
 people ate satisfied with their jobs and ate motwated to e

 work hard {f this will lead to results that are hnghly

: __ 'valued. Themajor concern df Path-Goal theory i how a 5

leader is able 1o mﬂuenoe subordmates’ percepnnns of
their work: goals and personal goals, qs well as provxde
guldance regardmg paths-to be fonowed 10 attain these -

. %oals “The leadéf‘s behaviour is motivating and

' Lffecnva 1o the extent that he or she can increase .
o ‘.subardinates’ attammegt of work goals and parsnpal goals A
o and clanfy behavmurs requlred to.attain- thes% goals B

3

N Based cm smular pnqciples to the Coatmgency 1i‘het»ry, is o
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iy

Ifthe Clarsical and "Hors A
: --ts'ﬁk,s OI’ relationships ae Em- a/mensmn%mcdels and [L i
' Exake and Monton's Mar"»ﬁ;enal Gnd cc!ummpg the
: abuve two factois is a twn-'dmensmnal model, then o
- Situational Leadership of Hersef: and Blanc.bard Cru N
~can be considered a thres-dimensional. model Hersey
_ and Blanchard {1977) proposed that leademh;p siyle -

,.."", ..

L .The Contmgency ’I‘beory appears to be of value to the
' ':"church as it takes into account the 1mportance of
 sifuational factors.  Any church has to B structired
: around its nussmn and its congregation, 'I'he effecuve -
minister is not one who ngtdly nnplemen’ts rules |
a ragardless of the people or particular sxmation, but rather ;
| ;  - one who is ﬂex;bla and sensitive enough to help the . _' )
- congregation to progress and develop.according o it
- -_resourcss and ﬁumm potenﬁai@q,ma{mu, 19%5)

: \.«’
K

Ja\ s, Qphﬁs;ls;na

3

vanes not only with task and function but a]w with the - .

| situation. They thus added the dxmenmon of situation to
- the task and funcﬁon of the Managenal Grid, |

relanonshlp orientation depending on the situational L
vanables The. effective leader must be able to use all

o ieadarsh:p styles appropriately, adapnng tham acoordmg

ta the unique demands, abilities and m‘atunty, of the1r
followers and the s1tuat10n' _ '

Het_sey and Blancha‘xd (1977)'prbp'ose ithgit there is no i o
optimal style of leadership for all circumstances. Rather, .-
the leader needs to establish a balance between: tasks and

-
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Acoordmg 10 Darmamn (1983) msnuauonal Leadershlp
0 model extends Contmgency Theory as it provxdes a
S developmental sequence for different situahons in tsrrns
» --';'of subordinate mamnty ’I‘fus emphams on the matunty |
o | of subordmahes dxstmguzshqs it from other theo:jes that . 2
o eather ignore personal ablhty of assume it to he B
L canstant. In addmon, the analys:s af fouowers slnll and

- self conﬁdence levels places it ahead of other theories -

o -that dxsnuss !hese factors as playmg a mmor role. Thls o a |
.‘mqglelpossessesadynanusnﬂ:&ttheother modelslack (R
o asit nggests that effective 1eadersh1p behaviour is not L

only a functmn of subordmate characterwtlcs but also of
E ﬁthe smge 0f development of the graup :

ir 1983)

R‘; . . .;;; a

R Darmamn (1983) mnsidars a hmxmuon of mgS:maMHaL _. S
" Leadership model to be Hersey and Blanchard's (1973)
. failure to consider the personahty of the feader, Hesees =

- tlus as an over—reacuon to-the traxt appmach which

- atteiptéd, but failed, to compile 4 definitive list of trmts B
or charactenstlcs that a leader should possess Fmaily,
o Darmamn (1983) p’mnts out that wlule the theory of =
o Situational Leadgfship has face vahd1ty, more research is

"requxred in order to estabhsh its psactwai vahchty |

Darmamn 41983) argues thamthe cogngency theones are o . |

‘nota smmble model for mnusters as, by reducmg _
' camplex human factors to measurablo data, they gwe a

detarmxman view of people. ‘'This is because the o
theories aim to detenmne the exact manner in which each -

- of the sm:atwnal vanables mﬂuence leaderslnp.

Darmamn argues that th1s does not allow for freedotn of



......

. action and spamaneous behawour and leads to an almost _' I

. mechanisuc detemunatmn of behavmur. e s

23 _*'The_ory'-z* o

= ___'A theory which is. omnprehenswe and mnuvama in 1ts approach R

as compared fo prev:ously d:scussed theunes, is Theoqr Z,

- __PI‘UPD«‘W by Ouchi (1931) WhlleTheones X and ¥ allow for

- the adoption of various approaches and tec:hniques by dxfferent -
o supervmors, Theoryz d:soonrages such a piecemeal approach
_  This fs'an alt or noﬂlmg phllosophy where everyonc and -, -
o evaryﬁnngzshnkedbothmtheworkplaceandmﬁfe. It |
| '_-"-_emphas:ses long erm employment, joint declsion»makmg t:ust _
. open communication and & holistic concen for both the T
R _mdmdual and the famﬂy. o [T .

Theory Z 15 stmﬂar to the hummusnc and pamclpatwe _- o
~ management styles in that it stresses employees’ well hamg, .

satisfaction and mora]e as well as team work, ca-nperauon, and. o

R paruc;pauve management. It differs however, in the 3p1rit and
attitude wuh wluch these are unplemented as the model apphes
T not only to the wvork sititation but also to the’ employees
- \ | : personal fam:ly and somal hves (Dam_:lmn, 1983)

) \d | o Theory y4 exceeds the linxits of the'wbrkplace toixicmj)brate g o
" - sodlety; its culture and its values, Tt is characte.nsed by ciose, | -
caring, patemahsumelahonsml:s and cleclsmns are made by ' |

~ cousensus. Since every mdwndual’s view is heard it is clieved

. tolead to more creative and effectwe declsmn—malqng q}}an that .
- undertaken by smgle mdmduals (Ouciu 1981) |



B Underlymg tlus phxlosophy ig the noum that job performance 1s
mcreased by mvolvmg workers through the estabhshment crf
tmst, co-uperatzon and 4 long-range vxew as well as by

i co-oxdmaung theu' efforts Incentives are de.nved ﬂ'om the Ion;;

© o term relatmnshlps between workers who are encouraged to act
- responslbly towards one another o : o

. Darmamn (1983) claims that a d1saﬁvantage of the model is that,

. while it promotes 2 hohstxc onentatwn it could lead to robot—hke :

aubomatlsm of workers who have baen conmumned to. pa;fonn in

- apartioular way. An exaggerated work orientation can also lead s

S0 employees neglecting other aspects of theit lives restlting in :
their identities bemg buund up in and detemuned by the work |
 situation. - | B |

... The concepts underlymg 'I‘heory Z are very smular to the 1dmls o

and valugs endorsed by church organisations and hence may
~ have appi:canon within these settings, ‘The views support a.
- holistic orientation and (e development of intimagy, trust and
B open communication. Flnaliy the concept of a long term _ .
- . commitment is ‘promoted and valued in both churches and type Z '_ o
_corporaﬁons o I

Empitical Studies

. 'The focus of what I have catled the empirical approach, lies in
vé:‘-;ifying'whﬁt manag;ers'actually do in practice. 1ts fresh, unique
'approach has lar'gely'arisen in reaction fo the classical view 31 '
management. In ‘empirical studies the actual behaviour of the manager

~ in the workplace is studied in order to ascertam what it i that

o dlfferentlates behveen how management is actuany pracused and what -

o



. I . - ’ e ) ) ® o

e

: . 3 constltutes effecuve managenal behavmur 'I'he methad coneentrates on-, et
. _the measurable behawours in the workplace that accmmt for managenal I

o not behawourally wﬁc aml are difﬁcult to measure, such as -
o _dedwatmn (Boyatms, 1982) - . .

) .'Tradmonal theuretmal works expanded on characﬁensucs that a group of

S expers had thought were imgortant and had-assumed were what

- - managers actually do; without testing them agamst actual perfomanoe
. (Stewat, 1983) ’I‘he empmcal approaches aim to ascemm

S qualitatively what effective managers do in practice, In the absenoe of o

| a clear understanding of the managenal fUnctms performed by

" ministers and what cunsl:itutes effective managenal behavmur withir the ) o

chutch, management training for ministers will remain superﬁcial The

e eff "nveness In the past other theories'have often cited chfactenshcs A
© that

~ empirical work of Mintzberg. (1983) and Boyatzls (1982) is partlcularly
o _.':elevant for tms study o |

A wths,o_f'miiagemeﬁi_ : \ |
s *-__Amongst others, Mmtzberg (1983), Sayles (1980), and R
- Kotter (1982) independently challenged the prevalent concepts of .

'_ managenal work Mintzberg (1983) 1dent1ﬁed a number of what | o

l;e termed "folklores“ of "myths
J’I‘he first myth that Mntzberg 1dentxfied is the. behef that :
:marmgenal behaviour i 1s orderly and managerslare reﬂactwe,
| -systematxc thmkers In fact he shawed that managenal )
- _acnvmes are charactensed by brevxty, variety and fragmentanon.“-:-“ -
" Mintzberg (1983) found that managers are strongly onentated to. |
o | actmn and dlshke reﬂectwe actmtles -



" : A second myth that Mmtzberg challenged posmlates that

- thanagers have rio mgular duties to perform. He found ﬁm e e
 managerial work entails a certam number of reguﬂar tﬂ’ﬂﬁ that e SR
"mclude vitual and the processing of mfurmaﬁon lmhng the . ©

; N ---_orgamsatwn to the emnronment.

- Mimzberg found that mamgers prefer a verbal mteracuve fom' '_ . |
of eommumcatton ay information gathered in this way is 01' great

o | importance in the decmnmmahng process ami is even prefermd

R " to the traditional "hard" MIS (Management Information 5
o 'Sysﬁems) mfmnatwn This casts douht on the va.lue of

]

' _tr&dmonalformal mfonnation systems,_ ’ T PR

o

B Fmally Mmtzberg questloned the assemon that managemenf 1s

" becoming a science as he found that managers rely lﬂfgﬂy on.
TR Judgement and mtultiem in decxsion-malﬂﬂg |

o Smularly Sayles (1980) 1dent1ﬁed fmm hl!{ own work and from o
': the Ilteramre éeveral old wives’ tales" regardmg management |

He found that the manager mu;t in fact do a Tot of the wwk

. himself, especm]ly when it mvolves contact wuh outsiders that _
 he-cannot delegate. The traditional theotists would teach thata =~ .

| good manager gets all his work doﬁe for hxrn ‘through tﬁe actwns

of subordinates and spends most of his time supervising the -

E 'work of others. ‘However Sayles found that the need to intemct N

| with others outside the mgmnsatlon keeps him away frorn his -
;subordmates a oons:dera‘ble poruon of the time, = -

R

SR



’ ) ’ ) o

_ '_ It was assumed that a manager should only take insh-ucnons o
o from his boss. Howaver reseairch has shown that managers LT
e mpond fo niai\y people whfi make demands upon the:r semoes TR

B uonaﬂy 1t was beheved that managem focus pnma:ﬂy on B
- 'results. However, methods of continuous feedback are requxred S
'__smoez mepomnualcost ofwmtmg to seeamult zhatdoes not - S
" conform to Specih “ftmms is enormous. - Furthermore, most S
- resulm are Jomt pmducts and cannot he assessed ag!‘mnst 8 singlp S
: 'mdmdual. L ' "

o It was always believed that a manager must ha.ve authonty equal R
. to hxs responsxbﬂrgr while staff gmups have no real authotity - |
N since they are submdzary to hna. I-Inwever ascordmgoto Sayles a
. manager depends on many people over whom he has nummal
e ;control whﬂe staff groups have real power |

o ’Ihe resea.rch of Suewart (1983) alse showed that what tradmonal o
'theonsts speculateﬁ managers did, dxffered sxgmﬁcanﬂy from
o 'theu' behaviour in reahty C - :

B Stewart found managers behavxour to be reacuve and insunctwe B
-~ and stated that they make use of informal, speculative |

information. . Traditional theorists wcould claim that managenal

' hehavicmr is planned and woild emphamse fonnal miormatmn
' systems - '

‘“I‘radxnonal behef hoids that managers are apohucal and focused .
. on orgamsatmnal ob_;ectwes._ However Stewart found that L
 managers aré in fact political and putsue their own mdmdual R

' and groups ohjectlves. Furthermore, iateral rc'.la.tlonshlps are of

v




. great nnportanoe and should thus be reoogxﬁzed in addnion to ' - - -'

- :_:"'those of subordinate to boss

C;"

" Rotler (1982) studied the patterns in‘the Tives of ffieen general

. o managers in nine corporauons. He found that the plamung and
- ‘-orgamsrng done by managers appears to be. unsystematxc and -
o somewhat sloppy They are engaged m B lot uf work that

S "ttadmonal theonsts would clmm they should not be domg, buta k - _' s
_..j_.:.mfaétanessentlalpartofmwmbs‘ T .

- KOtter reached two conclusmns oonoermng ge.neral mﬂﬂagers e

C Fzrstly, he found that the.y rely on their own agendas whxc’ﬁ

g conmst of ioosely oonnected goals and plans that address a brL.‘id _

o Tange of financial, “product; market and orgamsauonal ﬂsues

- -‘Secondly, they develop a wxde range of oo-operatlve networks

. both within the organisation and externally, at all Jevels of

L senwnty 'I’hrs expands the:r mformanon resources and !1e1ps o

them o ach1eve their agenda§ U

_ A frequently cltad smdy is that D\f Mmtzberg (1983) who studxed
 five chief executives fmm various wp ianisations. - Usmg
.a stﬁzcmmd cbservation techm:;ue hé 1deliuhe6 ten managenal
" roles. Mmtzberg defined a rofe as an orgﬁ‘iused wtof
5 _beha\no&m belongmg o an 1dent;ﬁable ofﬁaa ur pgmnon -

o __ -Mmtzberg contends that the.f.en mles that managers perfonn o
_ fol'I! a gestalt and that the roles are common o all managem

Smce Mmtzb,erg deﬁned a manager as any person who 4 & in

: charge of a formai organmatton, _the managenal roles muld



1 . "..Figut‘ahead Thls mvolves performmg rouune e
sl f__ceremomal social orlegal functions. Mnmters pres.mlts’]j Lo

J. .

'f‘:‘:'—-

_F_M.._.. .

o therefore be apphcable to muuster's ﬁ% well To explam hlS
. .concept of universal roles e uses the anlogy of adtors whﬁ
| :: . play predetermmed roles but mterpmt them d:ﬁerently 'I‘hus
o jthe mdmdual pemonahty of a manager wﬂl not affect whether
. or notarole i3 perfonned but rather how itmperfonnexl ____

' Timing also playsa part since managers may assume dtfferent o
- «_'_roles af dlfferent times. -As an analogy Lorsch Baughman, o
Reece and Mintzberg (1943) use the example of famms who .' a

= sow m spnng and. Teap in autumn thereby assummg dxfferent
. '_ - roles at d:fferent stages ofa single process. Therefore over
: time, mmms cm.ld ba expectedtoperform%]ltenmlesthat _
Mlntzberg Menuﬁed . _' e / SRR B

B t}\.-\" . . /J CoL

o '_-Mmtzberg 5 ten ra!es ean ba gmuped under three headmgs. R
'- "Theseareasfollows.- : g L |

w0

ow

| at ceremomai functions such as weddmgs, funerals »
o baptlsms As the head of the church a mnuster w:t’. ¢ hair o
e numerous meetmgs aitd be mspons;ble for financial amﬂ
| stat:stlcal retums. C :

o I.eader. Selectmg, monvating, develpping atui giving _
o mstrucuons are. examples of the 1eadersh1p mle n:lenhfied |
by Mmtzberg CAlL of mase would apply o mxmsters "

4
.:,';

. 3-._ ) 'Lnalson 'I‘ha manager n»eds to maimajn a nehvork of -

o 'oontacts mportant fo the. orgamsatmn. The minister
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'Mnmtor, Managers*”nwd ts) keep up to é(ate o
N 'developments both mside and outsxde the orgamsitwn
~ and to develdp A thorough undersmndmg ofthe =
| _'___:urgmnsauon and the environment. Ifnumsters dreto
ma‘ka a releVant oontnbuuon they need fo understand the |
. .congregauon the commumty and the enwronmental ;_.' e
. ”fomes nnpmgmg on the system B

‘activities and to provide statist

N must alsu have networks mcorporaung a wide range of "

R S

peopie m a vanjééy of orgamsahons sach as ather
chumhw oommumty orgamsaslons, eduoah.onal _ |
lmshtut:onsetc o Al

(’r\‘\

- "Spnkemnan. When perfommg this ro!e managers _ k - - __
. provide mformaudn to outmders reg;a.rclmg3 the werfeff" :
the Organﬁahon Mmsmrs, when thev are mvolved m e
| '_ : mlss:on work and@eachmg to peopie outsxde the w
: , Wﬂgwgatm)u, are assuming the spokesman role. In
addition n;@sters are frequently called upon to: act as a E

spokesman for the local churci‘ﬁto accoumt for 1ts

relabng to: 1t _
(Masmngham 1977). Within the blm":k commumty the o
tole of the spokesman may be even more irhportant Slnce' R S

- the mmi%ters educauonal %uahﬁcahons and standing i m .

- the commumty mean that he may frequently be chosen 10"

e

- act on behalf of the commumty R S

_____:._D;ssammatnr Managers need to supply mformanon that ‘
o they have rﬁrqved fo the orgamsatlon after they have R

1
a LH

’ ﬁ . - ’ . : : .‘\}' ; o k
Uha )

Lo
11
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10,

imrp:etad énd_iﬁ%gfated_ it This is evident in the

touching gnd preaching role thet mirfsters perform.

. L
cow

.Entrepmneur To remain competmve magagers need ta

- search the environment for oppnrtumues and ce'mnually
_innovate change Mitiisters need to be able m deal with

R ._changem apersonal interpersnnal and macm level I N
addition they must eontmually be on the Jookout for new -

o .araas of service and mnovatwe ways to spread tha

' 'gospel

v blstllrbanee H’andler | Miritzburg’ defined this role ass |
* being expressed when managers handle conflict and all

pmple problems”, ’I‘hey are responszble for correcnve :
action when unexpected disturbances arise’ \\q the
ministry this role would probably be called pastoral care

or cmensellmg and reconciling

'amm 'anmtor Mahagers allocate organisational -

IESOUIS whan they approve plans and hudgets and

B allt:cate fime and money. Ministers also have a role to
__play in deterxmmng the atlocation of Tesources both of

their own and of thc church,

- Negotiator, -Since managers play the role of figurehead

they represent the organisation in negotiating, bargaining -

- and in déaling with others. Likewise the minister
- performs these voles when he interacts with others in



 situations such as negetxatmg the best ]:-nce on an organ
or reduced pnees on 1tems for the seu*o ]mchen

o __Mmtzherg 3“883315 that there i is conslderable evxdenee that these N

_ten'roles are common to the work of all man.a.gers

_ -, Massingham (1977) succgssfully used the roles of Mintzberg as
af frmnework within which he dmcussed the managenal funcuons' |

o that Methodlst mmshers perftmn in South Ainca. S
' Klauss [1983), whose study conﬁrmed the findings of
_Mintzburg, found that the relauve 1mporrance of the roles may

'_ differ dmnding on the Ievel of management and between h13h o |

o 'performmg managers and managers in genextal.

4]

| -_ Kotte:r (198?) 1dent1ﬁed twelve patterns of dally behawour that -
o colncided w1t11 th&sbehavxour of managers as advanced by

'Mmtzberg (1983) These behavmurs arer

L R managers spead be ween 70% and 90% of their

time with other people. .

o, ‘The people with whom fhey spend their time mcorporate |

~a’broad range and are. not hm:ted tcr subordinates and
- their bosses, _
3, Discussions cover a mde range of sgpics.
4, stcussmns include many non-work related issues. .
S0 Geneml thanagers. seem to ask a lot of questmns
6. o During these d:scusswns "big" deczswns rarely seem to |
be made, - S _

o 7. They frequently engage in actwmes that they may beheve'

W be a waste of time.
8:. . They tarely give direct orders.

- General managers frequentiy ammpt io mﬂueace ethers o

e

o



0o

o 11 ~ Much of the time th sgend wnh others is spent m

- “In general the hheratum on management and leadershlp is s |

A A

o

" the typical day-is uop dined.

. short, dtsjcmwd cq:’ ersauons. o

o

o "I‘hey wo:k long Y -"s. Coe

_ confusnng and oontradlctory in nature and oﬁes\l bears htﬂe

' resemblance to What appears ‘to happen in reality.. This i is pot

surpnsmg oonmdenng the. Very complex nature of managenal

* work and the vatiety of personai factors, not to mertion

 environmental mﬂuenm, that determmc managenal and

a lack of agmment on what is bemg studxed and the dszenng

'temmologaes used, Ijor example Mlntzberg (1983) ‘ﬂsed the
o term. "roles", Boyatzxs (1982) described "comp&enmes" and

“Sayles (1980) identified "managerial activities". Ha!es |
'(1986 p-89) wntes “ ... the various studies tread precanous .

~ course between 1lluminatm§ *vanauon and bew:ldenng
-mconmstency" I . ’/

The empmcal Sflldles prowde A Valuable mmght mto the Job of .

manager since they are based ‘on evidence as opposed 10

- speculation. One parucular form of the empirical studies was

33

 popularised in education and soon spread to busmess. Thﬂsé
~ were the competency studies, - '

'Compet_ency Baseﬂ.mg' S

In competency stuclxes the focus 18 upon ascertsining what

managers actually do in pracuoa. The competency approach

L}

o They‘ofhen react 1o thq imuauves of oth@s and much. of -

_'__leadershxp effectiveness. The problem is accentuated because of'_. R



thus emerged as an effecﬁve mudel of management that is based

e on demonstrable perfomance rather than on perceptions and

i3

E Competency basad edueation was wxdely dmcussed in the

literature during the 19705 althuugh according to -~
Friedrich (1985) there sl xs o Clear defimuon of thie
movement, However any cumpetency based trammg is based on

L "several ﬁmdamental assumptions, namely

| ._ - The dq AIO‘! of compebencles is the foundauon oﬁ\any
. r{ o _-programme aud these are usua]ly deﬁ:ned in terms of
L hmwledge, sk:lls and behavmur. |

e e cntena to be used to assess tha wmpetencxes ara
o "ﬁﬁhmﬂymd Openllf stated.- L

........

'nr.-' :

E 1, :Competenmes (lmowledge, skﬂls, behawour)ﬂto be

demonstrated by the student arg stated in such a way és g
to aliow for meaningful evaluatlon of e&eh cnmpetency. el

2 &ssessmmt is based prlmanly on praotxdal damonstratmn o

“of the eompeﬁencxes and smves tbr maxium ohjesnvity

Caw 3 . Criteria to be nsed in the assessmeﬂt af competenmes ate

| a openly smted and deﬁile theexpected leVal uf *'__ | g&
o _'competancy under speczﬁed condltlons IR SN

4, - . The studems‘ rate of progresmon is depenﬂent on thezr e

. demonstration of compstencies anid not on the passage of -

- :_The Amencan Assoc:atmn of Coilege Educauon (1974) hsted | B
| four vml aspects of a competency tpased eduv7oan programme. .
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__ -".Almopgh the definition of oanipetenmes i central 10 any sudy
 in which they are investigated there i is oonfumon regardmg what. e

e acompebencyactuaﬂyls Usuallyth:stermrefersto

| imowledge, skﬂls, attttudes, behawours and unde;standings In -

all cases spem.ﬁc Sllbjﬁﬁt matter 1s nbt the 1ssue Rather, the

E __Competency can be defined a5 an asset or charactenstm of an
'mdiwdual that leads to behaviours wh:ch meet the job demahds. -
R within the parameters of the orgamsatxonal envxmnmmt These S
* . in turn bring about desired results (Wexley & Kiinoskd, 084,
" Galvin and Sheldon (1987) defined competencies as the skills,
| knﬁwledgé andbehaviourneceksarytu perform profesﬁiona],_'v* L |
- work tasks effectively, Boyats (1982, p.21) cites I{Iemps "
. deﬁmuon which states that a competency 1§ "an Lmderlymg
B charantensuc of a person which resuits in effecuve aﬁd!or
' supenor perfonnance in aJoh ok '

;;-.,. B

. *it'ﬁere are Vaﬁnus'ﬁbﬁroaahes to the'study'of competencies. One
appmach involves the use of experts in the parucular ﬁelri bemg o
studxed who are asked to supp!y lists of thé competencies '
* requlred to perform well in that fieid, Using consensus the
. experis can then validate the compétencies, ~ An altemauvm e
 method is to carry out @rbanalyﬁis of the competencies requu'w - W

for the task, This may However yield only threshold

= wmpetencies and not eumpetencxes that a(.wunt for supenor o
o Pe!'ff:u'mzamm‘+ In order 16 overcome this limiation the Ameﬂcan o
 Management Society determined generic confpetencies and

_gene:rated standards of performance for the jobs of managers

- foous of the shfay is what the parson Is able tn do in. pract:ce S
(Fnedneh; 1985) ' .



A R

._ upon Wthh 4 cnmnn-vahdated model could behased 0
'.._(Hayes,1979) | R

Numamus cor ‘etency type studles have been undertaken m a

variety of sectors as dwerse as educatmn, health services and i

© technical fields, to name buta few. A comprehensive summary o "

_ Q‘f these studles may be found in Kuhh (1979)

- 'These arc as foﬂows

'_'__'_Mmtalagtlity | R
-'Provactiwty o

- Contmumg understandmg to evenis '

I Sout An bt (187 ldenhﬂed generic manageﬂal I
_compéienc)* factors for Suuth &,fncan Business School gmdums;_ S

%\

3Admimstraﬁveskms St
--Cmuwty o e

Analytical problem solvmg e R
Relevant professional understandmg

Technicai skills
Time management \\

wl

. '-'-"C,

Balanced learning habits and skﬂls
_Command ot;lzr/nc facts
Supervising sloll

qg:'

I T

- {"?

’@? = L
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- Interpersonal skills
Social skills and abﬂitm
R Communication -
" Emotional resilience: L
- '_Self conﬁdence and demsivcﬂess

T T e Otter SomhAfricancompetmytypestudies mclude thatofVan i
NE L der Walt (1989) who determined competencies for agnculture o
ST . extension officers, and Lapinsky (1989) who exmmned
S '__mmpetencles reqmred by So’uﬁ Afncan managers e
| T e However since each study used 1tsown methodaiogy and as N
oy o | ";deﬁmnons of the competencles varied, cowpanspn between o
S ' stud:es is dxfficult and pmbably mvalad L L
The Campetency appmach adopted by McBer and ASSOCIateS
L -_ © was a land mark study for the iduntification of oumpeteno:es
L reqmred by effechve managets Smce the research undeﬂaken
| S inthis project was based on a method derived from the study
_ | - B _carﬂed out by Bayatzis (1982) thls study wﬂl be oonmdered m
| 3;5'.-15;.compe:eney-stuay 'by_ McBe and Assuciates o
U R T Pmsibly the largeét study yet undertaken on competencies °
o ' B _ was oompleted in 1979 by McBer and Assocxatega
(Boyatzns, 1982) This study focused on two thuu&and -
managers in. 41 dlfferent types of JDbS in the publxc a:nd o
pnvate sectuﬂ e A



O

) ccording to Boyatzis (1932) oompetencles are causally : f .
B related to effective bEhakur, as measured by extemal
: performance critetia, and there is evidence that
_possessing the appropnate charaetensoe precedes and
'results in effecnve behawour. _' o '-

= Centmi to' a eompebency approach is the 1denuﬁcatlon of

o P S

o '.superior performers and the settmg of standards against

s whwh other mformaoon can be compared. Work output

measures, as well as supervm;)ty and peer J;ahngs, can a]l

' be used as standard cntena in: research and practteo. The
B rehabxhty and validity of researeh is dependent on the
B _entem used. Work. output measutes have been found to

' be the most direct way ‘of measurmg perfonnanee.

" Unfortunately direct outputs are often difficult o identify
:—and measure for the job of 2 manager and this i iseven o
. more dlfﬁcult for the jﬁb of a mmister. Supemmry and

_peer assessments have been shown to be mgmﬁcanﬂy
' related to Work—output measures (Lewm & :

i b T O -

4/ : R o

- Competencies were deseribed by BOyatzxs in two

dzmensions namely type and level. Types of

N competeneles refer to actual behpWours e.g presentauon o

skills. Each competency can exist in an individual at o f )

' .three psyeholog:cal levels, namely an unconscious level
_ (1 e motives or traits), a consomus level (e self-nnage)
or a behavioural level (i.e: elelo) Each level may at‘fect

- the individual’s inclination to display the competency

" Bach of these Ievels wﬂl be dzseussed b;;zeﬂy.& SR

.;_'1 o
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Ta L g
"M@ﬁw wﬂtmts o
McClelland (1976} defined a motwe as a recurring
eeneem for a goal or eonmuon, exxstmg in the nund ef a

person whxeh drivee, du-ects and selects their behavmur. o

The need for aehxevement weuld be an exam;ale of a.
motwe. - S .

<A g;ra;t isa dlSpOSlthﬂ ora charactensnc \va}q of

respondmg to similar sets of stimuli, Imdauve isan
examplecof a trait- (Klemp, 1979) "

Selfvlmage relates to the person 8 self pereepnon and
self-evaluaneﬂ whﬂe socxal mle refers touthe perception
of behavioural norms that are a.&eepted by the social

EI‘OUP to Wthl‘[ ﬂ’le persgn belongs. *,self‘lﬂ'lage and . R

soelal mle must be approprlate to the jOb and
ergamsanonal setbng in order for. the person to be most

__ Self- i and lmle

" effective. 'The reseaich undertaken in tlus study focused P

largely on the secml role ievel o
e o

kY
‘a]_ .

A skﬂl is the abzhty to demonstrate a sequence of
behavmuﬁhat is dlreeted towards attaining a speciﬁc :
goal. Skills may be compnsed of mult;ple actions and

Plannm?to be an example ofa sk111 e

3
=

 each eontributes to the final result Boyams eonslders o

b -

R LT



Tha dynannc 1ntermton between the levels of e
performance and the various cm:nponemmm Job R
petfonnanoe can be represenwd as fcllbws‘ RIS

Figure 1 Dynamic Intemctmn of Componems, Job Performame
and Levels 0f Competency (Boyatzis, 1982, p 35)'
‘_ ’I'he system is dynamic and fee&bae.k ocours between the
| '_ person 8 competencles and ;pecxﬁc a.ctlons and between |
' ob demands and specific actions. The orgamsanonal and
“cultiiral epivironment. mﬂuence and demnmne appropnate

" .acuﬁn and thus anﬂuence the funcnonal and mmaﬁonal L
( demands ofthejob A change in any aspect thhg .' SR



o -.'_ .

S system wﬂl therect‘ore Iead to changes m all other aspects
of the system.. D L

T The Mcker sy ented egheen manageil

G—nal and actmn management Cluster L
1'--._' - --'Efﬁclency (mentaum : o .
S -_Pro-acnvity | - o
4 -f'D;agnosuc use. of mncepts DR

oy TUTTI e s e e e e e [ . -

D"’“‘m& subordmates clnster
1. Use of unilateral paver
2 _- Developmg Otilexs IR |

Hummx resaumes manageraent claster_ S

. _Accurate self~asse&smem -
.Sﬁ‘f-control o
'-Stamma and adaptablhty |
 Petceptual objectmty ﬂ

Positive regard  ©
* ' Managing group process
Use of socialised power

\\/\

- L ST

w

[

competenc:es that were. grouped into four chxsters These .



2
3. Logical thought

. 1;._. Sefconfidence 7

' Concepmallsauon

4. ’Useoforalpresentaﬁans ‘:’

__ ---:Effectxve behuiour m the workplaoe is the, SR
__'aecormng to Boyatzis (1982), of a fit berw( R
- individual’s compefencies, the job demands and the o
B "orgamsauonal esmronment He deﬁnra;d effective - - -

. erifor '_'_"cemajobas "the. atmnmentofspacaﬁc .
o - results G.e outcomes} requu-ed by the job. ﬂlrough -
_ pem ¢ aotions wh.le ma.ntammg or being: onnsmmtz-
| - with, pohcies, prooedures and conditions ofthe -~

orgamsatlonal envii'omnent" (Boyatzxs, 1982, P: 12) L -

 his cai_i-be" repmsented grap'hiéally*as -fﬁilﬁwﬁ -

LWL

'I‘he "job demand" deﬁnﬁs %Nhat g persan"in the«ﬁob is o
N expecued to do wh:le the. "organisahonal env:ronment“

Figure 2 A Mntiel for Erfeétive Joli. Reﬂbf#_!#‘hﬁﬁ (Bﬂ?ams 1982, p13). o

o
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Lo,

' determmas how a manager ,1s expected to respond to the

SRR job demands Fmally the mdiwdual’s competenmes

- - and why he or she may act in 061%.“1 i‘ways

refer to what a part:cular manageg)/sr/ﬁapable t:’ domg

(Boyatais, 1982)." Klemp (1979) postulated that il

cnmpetmcies are ‘believed to be causaliy related o
o performance, any deyelgpment of the competency should

. 'lead to;mpms}ed perfonnance. M

[

" n South Afnca, I.apmsky’s (1989) work largely

o suppmted the findnm; of Boyatms although the: ab!hty w
| handle complex socm-pohncal change was found o be a

dxs:mguxshme competency for South Afman mapagess. |

" In addition Lapinsky found that the ability to initiate

_ action, mncﬂfate and communicate ina oompellmg
~ manner were not as sxgmficanﬁy related to outstandmg -
o performance 28 Boyatms had md:cated

- The oompetemoy approach can be, and has heen, S
' successﬁxlly apphed in all spheres where Spec1ﬁc skﬂls
are reqmred Although the methodology has a strong -

. intuitive appeal very lit independent research has been

" carried out to-validate the method (Lapinsky, 1989),
The 'con;'petency approach is felt to have a valid |
" . application within & church ,,r\.itua'_tion for the fblldwi_ng. o

r&asons' o \1

e Smce, the actual compete.ncws ate idenuﬁed 1t 1s

) possmle to formulate an appropnate trmnmg -
| programme for those ¢ competencies.
s /,f _

S
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a

- --:"I'he list of competencms can bqﬁus%\as a - ;, e

' chesklist, by lalt" and fellow, ordained manistsrs, S
. fora naeds aﬁalvsm Of mahﬁgenal shlls for |
’nnmsters. "I‘h,ﬁ is posmble since supamisgry and

‘ 1 e

3 .

‘f»;_

a /:’,S-‘ "

t

) 0__ ae
\.)

31Siﬂlﬁcantly mlated o work—omput mmﬂves { o .
ﬂﬁ\\’m& Zwany, 1976) S

= - Within the Methodxst Church there a.t@ V"xst o Q .:_ o
g dtfferences Ween the abllitl es DKm dlvx d‘lal P
..:_.-stuﬂents 10 copg with academm work, s -
_:.meﬁloda]lows@tmlmsterstolm |
o Jf - pace, and yet ultm:a tely acmeve th&‘ sjamé
- standard; _.

\t their uﬁﬂ |

o 'I’rammg can he dmded mto smaller subsectmns

e to foml ‘the. bams of i m—semm training ailowmg |
competencies to be put mtc 1mmedme Pmce a-
. they are acquired, - S g o igz -

RN

- Feedback can be pmwded regardmg spaclfic hreas

o whlch reqmre attentlon. SRR o m -

. Since the cntena for success are exphcitly stated

- itiseasy to evaluate the success” ‘of trammg
_ The mnusters gan be mformed as to what: _
‘competencies are going to be. evaluated and how

. which reduces stress and gwes ﬂlrecuon and tocus

élﬂtheleammg})rocess o o )

It is-an objeoti&e method stnce the cntena.’for
success arc ?re-determmed and clee:rly daﬁned

o« dinee the purpasafof thlsmearch was to determme the
. managerial competeﬁcles required by the clergy a v |
' oompetency based a{proach was ad0pted However one

T L "
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ST
: __.stall needs fo detenmna in what way religlous . k\ )

: management is s:m;lar tao business maraagemant. How,
- for exampls, does the fact that mmxsters are expected to:

have a *'supematural" mauvanon, make a hfettme .
commitment and accept poor stipends modify the -

 application of managerial priniciples to ministers ?
_Sxmﬂarly, to what extent is dems:on-ma]ungxmmﬂar \
x dxscnmment ? The followmg chapter will examing

management thhm the church it more detall o
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Clnapter 3-Management Withm the Church,
. ?.{ | The Need for Management Trainmg
' : n

. j’Managen;i'sent is perhaps the hest modern translation for the word
3 "o;konomha which has been tradihonally referrecl to in Christian cxrcles
as stewardshlp ‘A steward (Greek "oikouomos") in the New Testament
was essenttal}y a ‘manager as his responmbxhty was to falthfuuy manage :
his master’s affairs. Smce it was a familiar concept to the people of
that time it became an 1mage is ‘the teaching of Chrisuan dlsclpIeshxp -
and the apostolic mtsmon (Gasque, 1985). ' |

~ Since managemsnt isan. acoepted concept thhm 8 Christmn context and .
as most of the graduates from sefninaries and Bible colleges become‘ -
© . managers sooner or later, one would expect ministers to undergo some :
form of managqnal trainmg Gasque (1985) found that courses in o
~, management are seldom included in ministerial training, This wis
confirmed by Wright (1985) who fourd that while seminaries excel in
the academio disciplines, there is need for;additional taining in the
praciical competencies such as’\qﬁanagement. However, evep if '
_“-senmnanes offered courses in; imanagement it is likely that most students -
- would. not elect to fake them t-nless they wete compulsory, as the
- assumption exists among students that they £0 to seminaries to learn o
 bow: to preach, teach and be “"fishers of men" and not to learn how to ’
. - manage 3 busingss {Dibbert, 1989) “I'ie major reason churches
struggle with n'qa.r\agement-rela@\ﬁ\.:.sues is that few pastoral leaders are’ |
trained to deal With them" (Dibbert, 1985, p. 22) :
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'ngsnter (1984) found that mlmstcrs percewe admimstraubn w be of
S Jow importanoe although it takes the largest percentage of their txme
and is rated lughest in terms of perceived need for further t:mnmg

: Thus the minister spends much of his time performmg a xole ‘that he s

‘minimally equipped for (Demerath 11T & Haminond, 1969). Thete may

bea conﬂmt between what the: mxmster feels called fo dn, that is, the -

- spteadmg of the gospet of salvation, and what the lmty expect of him in

terms of administrative duties (Massingham, 1977). Ministers therefore

g -need 1o be able tp reconcile the spmmal role of the ordained mlmster
- and the role of the church executive, Most feel qualified to provide -
- o spmtua.l leadership, but few are adeqlnately prepared to manage an

o 'orgamsatlon (Rushi\ 1983) '

A mmmon\ﬁssumphon is that the church- has busmassmen on

" committees which manags the affairs of the r.hurch with the resilt that

)

' managenal competencies are not of vital importance for numsﬁers.

Massingham (1977) emphasisgs the impartanc, of the role the laity m

play in the running of the church. However Untexman and Davis ©
(1982) found that. business- axecuuves who become trustees of non-proﬁt -

makmg orgamsauons often fil to apply their busitiess experuse to these
orgamsauons and the busmessmen § expnmse may be of little practmal
uge for the angmng management of a non-profit orgamsatmn,

Selby (1978) pointed out that businessmen doing volunteer wurk miake

agsumptions about the relationship between the proﬁt and non-profit
sectors ' it are not always valid, Whﬂe there are abvmusly simxlarif o8

O itis vxtal_ to understand the fundamenta_l differences before it will be
. possible to run non-profit -organisatiuns more effectively,

" Schaller (1982) minimizes the role of the laxty in the management of me'
- church, as he feels that most Taity take a passive view and metely

approve the recommendations of ministers. Dibbert (1989 argues th_at -
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';mmsters, due to thmr educatmn, responsxbﬂmes, and proxirmty fo -

| _chumh executm members, tend to exert great influence over the affairs

'. -of the church.” This is suppm‘ted by Hunter (1987) who suggests that : _
o .mere isa reluctance amongstmany lay persons to question. the authority
 ofar an ordained muuster‘ | He states that I:here isa kind of "halo effect" - "

around the minister so that to challenge the pastor, even un a mundane . .

_.:-matter of church. busufess, may saem a bit like challengng God Asa | -
'dumt consequenee of this attitudé many ministers arg allowed \ '

B conmdembie authonty within thair congregatlons Theré is ;lws & _

- danger that control will be exermsed by an ohgarchy that is dominated h

. bythe minister, with the majority of thie &nngregauon not parhcipatlng :
in the- declsiomnahng Process. (W:lson, 1981). Druckszr (1989)

o _dlsagrees however and states that non-profit boards cannot be mndefed

- ':mpotent in the same .way t_hat business boa_rds have been, In _no_ns-_

© profit makmg organisations the .di're_&tots. frequently cqnt"ﬁbqfté laxge .

sums of money from their personl resources and thus have a personal

- ’comxmtment to the orgamsatxon’s cause, Mon-profit boaxds do not
: thcrefore simply provzde the rytoer stamp of approval to mmsters
_plans but are active in the declsmn-mahng pracess .

Although management plys a large role in the job raquirer_nents ofa

mituwier, very few authors have studied management within the church
~{Odum & Boxx 1988; Kohl, 1984] Gasque, 1985), The little @ritten

on the subject appears to have come directly from laity, ‘For ex'ample_
Koh! (1984).successfully used an adaptation of Miles and Snow’s model

~ of organisational types for exploring strategic growth of a church while
 Hunter (1987) refers io the work of several respected authors in the

~ field of management namelv, Burk, Drucker, I-Iersey and Blanchard |
Katter, Peters and Waterman and QOdiorne, Massmgham_(lg'/’?) used

the ten roles of managers compiled by Mintzberg to analyze and group

‘the activities that constituts the work of the minister, The question that



needs o be asked is in what way management withidhe church is

- similar fo business and whether the same modals that are effectwe i
hnsinessmnbeapphedtothenhurch L

. 'C-omparisu_n bg:s{wéen Manageme;,u '-in'Ciiﬁrcli'and_in Business .
| _"____By companng thc busmess secu_or w:th the church 1t is posmble‘to
zdenufy certain management practices wh:ch are appmpnate to both

L contexts 1t is then Rgssible 10 apply these Weﬂ-_n'ied_mana sément | .

: pmcnces _t;_lirect_ly from the hus_inéss sector tg'th:e__chuxch-.- |

Obvmusly there isa great deal in eommon het%en tellgious o

o orgaxusatons and business. - For example bioth have o plan, - '_ .

‘comymmicate, wnrk asa team, tnake decismns, motwate members,

" handle conflict and resistance to change and select and train staff, to~
name but a few.. Each of these topms have been extenmvely dxscussed |
within a- busmass context Wuhm the church authors such as Schauer

- and Tidwell (1975), Treadwell #nd MoSwain (198'7)%nd Anderson and

Tones (19'?8) have adclressed the above issues.

y
r'{

dynamics, and devnlopment stages they may still vary cons:derably
The followmg Qifferences between business and the church are noted

: ‘% | | .
AN Origin at_u_l‘ pp#er |
Clmrches and business have d:ffer?nt ongms and sonurees of»
“power, The power in the chuxch is beheved to come. from God

while in & business God is usuaily not even considered o be a

' '.-Darmanm (1983) uses’ the term analogous, wh:ch means partly the _. e
‘syme and partly different, to desctibe the similarities between rehgzonsf e
And business organisations, While the. two may have similar structures, - ”

LR

n C’ . ’



'factor. Thxs ttanscondent nature of rehglous organisanons ..
. pmvents ratmnal reasomng from bemg completely satisfactory
- Onan individual level the, mysnc natme of Chnstlan bohef is ©

needed to oxplmn personal issues swch 28 budgeung, mtor
personal relationships and values. In addition busmess and tho

* church have different goa]s which would necessitate mffem
R st:octures ahd’ procemes w;thin the orgamsauons. :

s

= o

B L The val' : ",adopted wnhm a busmess may vary oonsxderably

'/

~ obedi "' ce, semce, honesty and ﬁnarmal gwing Onco a" ’

[

congy gauon has accepted a se.t of values, organisauonal
- jprooesses arg dxrectly or mdirectly determmed by them, Th\ey

23

e

_Iouﬁng a church is completely ?olunw.ry whe.reas in Jommg a
" busmess the criterion is frequently econonﬁc necessity,

" become the chief criteria for planmng e‘faluaﬁon O
. decmommakmg and“ selecuorl of leaders, ¢ ;-

o o '\!
- Mo__tiyatioh : .
_ A major dlfferenco betwoen the church and busme&s hes o
motivational factors since the reasons for 4 person joiting a -
' church and seelqng employment éxé completely different. o

L=

'Belong;ing toa chiurch means far 'fﬁoro than just'a‘ job or even g

. career. Actwe.iy parucxpaung in the affairs of achurch 1mp1:es o
 the adoption of a different Jifestyle. The motivation for.

adopting a certain l;festyle is fo: -sed on faith in which God |

RS
S
P 4
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- occupies a central place This has a tremendous unpact on the

way in which managerial pnnc:ples can be apphed e the

~ yolunteers who give thau' commltmenﬁu the church, For o
) -exampie. ing chumh nne is not only reSponszble to peers and the
organisation but also to God, Christians are therefore motivated

o by Chnsttan values in exemsmg authority, miaking ﬂeemons, ”

. and carrymg out responsibxlitxes (Darmamn, 1983)

s ‘In voiuntary church work there i is an mtrmsic mouvaﬁnn where '_
N '_ rewards atie defined by a sense of se]f~fulﬁlment rather than

o mahenal possessmns (Mﬂton, 1983) Managmg volunteers g

o aomplehely different from managuig a business where, em;:loyees' : .

o have tradmonally been motivated by values such as job secunty, f-f- L

ﬁnanoes and status Oﬂe example is that the church would

. reward the struggle tuwards effecuveness«whﬁe a husmess

R this mtrmstc motiVatmg factor (Darmanm 1983)

] tewards effecuveness (M:lton 1983) Reconcﬂmg mdividual
o | needs Wlth those of the organisauon is an issue that a11
- organigations have to face. The reoonczlmg of individual values

with those of the system is easier an a church context be.cause of

G

Employment usually provxdes for Ll}a needs of pemple in ’te:rms of
food, shelter, security etc. Only sec@ﬁdanly may empioyment -
| provide self-esteem and self- acmahzatmn. People may therefore
. join volunteer organiSatmns to have tnese secondary needs met.
* Thus ufider these conditions reward is seen as. fulﬁlment zather |
© than in terms of matenal possessmns (M‘llton, 1983). S

SR ;
.-'- ]l"'

Selby (1978) points eut that the role of a volunteer is di‘fferem e

from the other roles that a person fulﬁls. Drucker (1989)

believes that people do voluntary work sxnce tlxey know what tha'_ '

oD



mxgsmn of the orga.msitlon is and are able to see the results of

- ';' 5 goals. They ﬂre ounsulted and parﬂ&pa_;- -in‘;-'makmg declsmns
o that affect not only 1he1r own' ‘work hut the work as & whole."
S 'The\*Work is challengmg they get & sense of achievenwut and

| msf rmil:n‘fhty and know their function in the orgamsatlon

._ : Selby (1978) suggests that peoplc do vola.mtaly work because

R RO amy may have a freednm of chmcg! Ehey do not have nt work ot

S a home, and may acquire a hlgher status and associate thh o
o more pmmment penple than is usually the case. In this way the o -
” voiunteex can. have a vested mterest, based not on the.cause but A
- onthe voluntear’s need for an outiet for the aspuauons and
- "ﬂVES not satlsfied in the rest of hls hfe However,

L rerman and Davis (1982) believe that. the pa'&elved value of

| _ o -.-__the goals of the church may be the pnme reward of voiunteer
" workers within the church. o DRI

‘The role of the ieader m apy group s tn enable mdmduals or L
the group 1o achleve theif goals or mlssmn By mtegratmg and
fcm“mg the. many gif¥s and talents dxsplayed within the -
’ w _-coi aganon, the minister leads’ the congregatmﬁ mwards a
_ ~ common goal or vismn. <Since Chnstlamty has a transcendent
o B namre Christiaz feadersfpp E*s aimed ﬁ faclhtatmg and -
o \""_':-,encouragmg the membei‘\;‘ spmtual growih and the deepenmg c:f
B | thexr faith (Darmanin,. 1%%3) The function of a church ieader 1s
o ms;nre the membe:s by offering shem a vision of faith and
i ' mouvaung them through God"s love. "These funchons would o
R essentlally determine the managenal style adopted by a mmlster. R

.y

s
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For exmnple, thhm a church pla.nmng would be jn. terms of the_ | i
apostohc ‘mission, declsmn-makmg rehant upon msoemment, )

traming would be for nnproved semce and budgeung would
oecur thhm a ﬁ'am&wo:k of rehgmus ebedience . .
In 8 busmess the most quahﬁed most efﬁcient and most _
e.ffecnve group of”workers is selected to pmwde 4 product or.

services. Wlthm a church h0wever, this is not always possnbie P |

and the cr;bena. for selecuun may be wﬂhngness to assist. As a

B result leadershlp of the two groups may d:ffer with a strong
. mterdependent relaﬁonslup within the church

!

* Botpm Liné .

thle authors may dxffm in theu- wews ;ega:dlng the purpose of

 a.chusch almost all would aclmowledge the oentr:%l role of God. -

‘Ood wouid not however even be considered in proﬁt-ma,kmg?‘

product ot sm'vxce in order fos acquire financlal msoumes Proﬁt

s tangible, observable and dn‘ectly beneﬁmai to nmagement

and shareholders. In the church hnwever the beneﬁts of the
semces are often less tangible The benefit derived fmm
management is ideologlcal and altruisttc and is tarely tang:ble
although it may be evident in mlproved funcnomng‘ It is this

absenoe of a bottom ime withm non-profit making orgamsauons .
- that leads Drucker (1989) fo sugg,.‘t that . management iseven

more xmportant hera than in the. proﬁt-rnakmg organisanons

L

T . . 0.

- orgamsanons ‘whete proﬁt is usuaily the goal whmh is achieved |
ﬂiraagh a product or services. Churches shate financial
e  resources to achieve their goals whﬂe a business produee,s a

P



L

. e L )

Proﬁt-maldng organmatlons have vanous methods of mmsunng R
perfonnanoe at various mtervais Such ay general ﬁnanc:al status, N
 maket perfirmance and proﬁtabmty Churches however have -
B _few of these quant:tauve gmdeposts becaise-of the nature of -

- fheur concerns. W’tlun a chiurch the problem of contml B

© measures is compounded by the absence of methods for

" measuring the service Pprovided and establishing perfommnee |
- standards, Furthermore, much of the work of 2 minister is

mvolved in long tenn athmdmal change and cannot be measured

o Accordmg to Selby (1978) volunteers may subscnbe to e .
3 Jnappropnate assumpt:ons The most common assumption is -

o .'-_orquanufied For cxample, howcan one measure fmth hope.
o andloveinacoi:@ ty‘T

.I.:

o that sitce the cause is good others wﬂl believe in it, appremam 11; -

~ and it wﬂl sell. 1tse1f “By nssummg that the quality of the cause

will sell itself, many an organisation fails to dcvelop a clear

 statement of its product or its service, let alone & marlcetmg plan

. and delwery system for’ the servive” (Selby, 19’78 P 9‘5) I-Iow
) many churches actwely consider the service they render, and
| what dlsungmshes them from the church across the road 7
:Drucker (1989) disagrees suu:e he cla:ms that the best non—proﬁt
 making orgamsanons devote a gmat deal of tzme to deﬁning
 their mxssmn. T - ' '

L

| A further assumpﬁon that vokn s can make is that therc ls

' mtrmsm good in bemg a voluneer and since they are domg

o somethmg for nothing the causa is mtrinsncally good. Thus
B anythmg done w1thm thJs role must be good Volunteers can

1
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B In proﬁtnmahng orgamsauons thc consumer, by selectmg one: - e
;_'jproduct or -@nothe.r hias 8 say in the future des1gn of the product.
© or service. W1thin the church however, the market is usually |
far larger than the services available. -For example the nurnben

best 7 'I‘a whom am I amountable ? ¥1...amno good at the

besign' iifth‘eSew'ii:e_ I

of children who could go to Sunday School far exceeds the

Y

Accountability

e services available, In ‘such & market where fhe receiver cannot
o f'choose among altemanve. services it 1% usually dxfﬁcult to glve B
. - feedback conoermng the: rendanng of the services and the demgn
of thie service thus remains in the hands of the donor, -

I prbfit;malcing organisations there are boatds of directbfs, -
 chief executive officers and staff who are held mSponsthe for g |
" achmvmg oorporate goals. In the. church however there is httle o
direct-line accountabﬂity and it is in fact unclear who the -
- "owners” are;- ‘I‘hns leads to the strength of cmatmty and eqmty

but the weahess of decreased productmty and efﬁclency

o further reason that since they ara pmmdmg a free semce they | o
o 'havc the nght to debernune the uature u}‘ the semces provzded.

_. C job, how does the orgamsauon determine tlus fact and handle me
 without dﬁsﬁm?mg my mora’a » (Selby, 1978 p. 95) o

:

o 54 o -

- However if an mdmdual deuenmxies the nature of the SBmces B

| j_hoiv does a nnmster mtegrahe this. with the work of other R
" volunteers in the organisation ? “More important, how do 1
- determine whether the sétvices T design dte needed or are the *



.(Selby, 19’?8) In the church, pald staff and volunteers occupy

i posmons of management. Reporung acoountabmty is usually
" hardto mamtam under the.se mrcumstances (Selby, 1978) For
- - example i m the Sunday School the minister may be rcSpOﬂS‘lble
P for tranung the Sunday Sc:hool teachers but cannot fome them m

. _acct?pt and 1mp1ement the h'ammg At the same hma e

. teachers cannot mn beforehand whether the tra.mmg w:ll

- '_meet their needs, ’I'he mnuster and the heachers Bave a shared

e '-msponmbiluy ofservme o the chlldren but not to ﬁach other
S Furthermore, since. there is no absolute measure of eﬁecnveness :
 they may ‘have dlffewnt ways of perceiving their effec&veness. SN

 Selby (1978) believes that persons engaged in votuntcer and staff

e | management funcaons often develop feelmgs of frustrauon and

B . lmpotence w1r.yv a resulting dechne in eﬂ'ort and creatmty

__In the hght of t!te many d;fferen})es between proﬁt and

o ) non-proﬁt makmg orgamsauon it 1s doubtful that the. same
_-__rmanagenal pl‘ll‘lclples can e apphed in bofh contexts, As yet, -

no reséarch has been conducted focusing on the idennﬂcaﬁnn af
rmanagenal ¢‘)mpatencxes speclﬁcally requlred by Methodlst
* minigters in South Afnca. It is only when ane has a clenf
'undarsmndmg of what successful managers do that ohecan .
. attempt to develop others to similar levels of oompetence Thus, '
- an understanding of the managenal competencles required hy

this population of ordained ministers will have 1mphcat:ons for f s

. the increased. rclevanoe and effectweness Qf future managena]
© training of Methedxst mm1st6rs 1tis for this reason that thls o __
research is TGQulred and has been undermken o S



o

- orgamsational vanables relauvely consmt e Q} |

e

'I’he reaearch ‘was mnducﬁed in four pl:asss and foi:used ona smgle _' |
denommatton, namely the Methodlst Church of Southem Africa, The -

mvesugauon was hmmd toa smgle denommatzon in order bo hold several -

‘-..

'I“wo stud1es, A and B were mldertaken ’I‘he samp]e of numsters for both
- Studies A and B mcluded all pracusmg mnnsters at Methcdist Churches mtlun B
Souﬂlem Afnca exclumng Mozamﬁque. Mozamb:que was. axcluued smce 1t€ S

& very small Portuguese spealnng dlS!IICt Study B a]so mcli.ded responeﬂ '
 from laity and probauoner numsters atic!monal sam;)les. The lmty were
representatwes elected from the:u‘ cn'cfglts to attend. the d1stnct synods. (For

further mformanon on the structure of the Meﬂaodist Church seeAppendnx A,

For both Studies A and B there was a spread of languiages and race and among C
the laity 2 wide spread of educatlonal backgrounds as well. The samplmg
method ensured that the sample obtamed was representauve of the munsters _' o

~ and }mty of the Methodxst Church of Southem ‘Africa.

The first phase of the research entailed the generatmn of managera] - B
aempetencies fiom the aelevant literature and fram key people within the

Methodlst Church, Durmg phase two mquesuonnmre containing the hst of
competencws was constructed and czrculated among ordamed m:msters Phase

-~ three mvolved the construotmn of a second questmnnmre to be oompleted by

“the delegam at.the D:smct Synods. Statnsncal aualysns of the. results obtamed

was carried out-in the final phase. o
A . . . o J} il‘-I

L%

R
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'In order w0 ganerabe managenal Oompetenmes requtred of tmmsters -

- Pﬁaﬂe One Genemwﬂ of Competenﬂw o

. -l,:. &

~ within the: Methodast Church. two appmaches were used. The ﬁrst_ o Y

h The htea:a,um survey focused pnma:ily on the work of

| __'mwmews w;th four tnshops

mvolved an extenswe hterature survey and the seoond in- depth

.131"'

" Mintzberg (1985), MeLagan and Subadolnik (1989), Boyatels (1982), P

|,

ﬁ s T

W

. Managenaﬂmnwledge requu-ed byanqrdamed B : -
minister. ~ . Y - e T

Van der Walt (1989) and Sacht Bau‘d Vetter mrl thte (1990)

Y

ot

Before the mtemews with tﬁshops were, oonducwd, twa m:ﬁ:sters anﬂ e

oﬁﬂay persnn ware interviewed, in rrder for the resea.fcher to gam

 experieiice in mé. mtemewmg iech.sigues éqmred to facilitate the

generation of mmpbtencmg and 'ﬂsu 1o gauge tho @proximate ttme o

penod reqmred for each mtemew. The mte.rvaews wg;e loosely

oW
},',

Managenal outputs exggc;mlfmm ordamed
mirﬁal:ers S - R
' Competencles necessary to. prbducc these O‘utpﬁ:s.

The followmg issues were used by the researcher m ehcxt responses
from the blshops concemmg thf' qext five year pcnod '

e, .

® Envlronmantal cdndinons that are hhaiy tc change

- § - 'The impact ﬂus wﬂl hava on the. oongregatmn and surmundmg

commumty

& -

:

[

structured around the following 1§Sues":_ T ’

-.'.tfc'__-_ G






T

n . The demands this. will plaoe: on the managenal outputs of

Irr

ministers,

N & The competenmes required to perform well under these new

N clrcumstances

"

~ When the researcher was proﬁcxent in the nterviewing techniques four
 bishops were agpmached “They were selected since it was assumed
 that in order to have attained this position they should be forward
- _:th:mking and understand the managenal compewncies requlred by :
| muusrers o

g .Four male numsters who have held or p ;antl hold the posmon of
s bishop were chosen on the basis of their proximity to the researcher. +
~In depth discussions were held with each bishop individually. The B

duration of the mterviews varied from one to one and a half hours4

_ Notes were taken by the resaarcher during the interviews.

__The iﬁtervi&ws with the bisho‘ps'did not yield anjr new competencies
that had not already been identified during the literature search and .

mltlal interviews. held by the researchér to gain experdence in the N
mtervnewmg techmqﬁes. It was therefore concluded that a

~ comprehensive list of oompetgncies had been assembled.

~ In total a list of sixty-seven distinct competencies were identified and

explicitly defined, Although this primary list was comprehenswe 1t

: -made differentiation between competenmes difficult and was nm
| ___therafore suitable to use a8 4 questwnnmre, Since the purpose. of the
~ research is to generate a list of competencies for training purposes these
o comtipetencies were cofmbined into related groups on the basis of

mspectmn, each of which could be addressed separately dunng u'ammg '

Thls y1elded the. ﬁnal list of tweuty-five competencles.



The deﬁmttons were also reﬁned ancl shorhened in order 0 slmphfy
* them for respondents whose home ]anguage is not Enghsh. It was

g realised that by domg th:s a certain degree of clarity was sacnﬁced but 5

'.'_az

thls was offset by the fact that it made the definitions easier to -
understand and recalI It was hoped that i in domg so the response rate
. ‘vould be mcmSed o o

v,

'Twenty-ﬁve areas of hmwledge and slall were | tlﬁed and deﬁned
s To simplify terrmnology both skills and knowledge wﬂl henceforth be
1 referred to as competencles 'lThe competencles are as follows‘ o

*._Administmtionsms SN }f
- Abnhty to manage a church ofﬁce and store record&

_Bonkkeepingskllls S . |
- Ability to rend a balance sheet, construct abudget monitor cash -

- ﬂowand oompletea "4C Scﬁedule" B

Cer"ch and communlty understandmg

e Kno'mng how the departments of a church ﬁmcl:lon and relais to

each other,_

- _Understandmg and knowmg the community, congregauon and its R

- leaders, - | o o
- ~ Ability to establish contact w;th a widwanety of people to gain
- 'informatmn ancl buﬂd resources. -

Caachmg, motwatlon and leadershlp sk:lls R I

- . Advxsmg, encouragmg and helpmg members with problems |

related to leading within the church , o -
Eqmppmg members thh ti!e skﬂls needed to perform certam o



N . B . W

I .-Helpmg members ldentlfy and understand their personal role in | !{/
. leadership and seting goals for leadership within the church,
SR -_'-.Abﬂltyhohelp others adapt to, and acoept su'ucmral so¢ia1 and R
. other orgamsauonal changes. ° | e

A Sk!lis to qletermma the maeds of the mder cnmmunlty

- | *- Ablhty 0] 1denﬁfy with the need for 3ustice and equxty -
- Abletw assess objacnvely s1tuatmns and people to detamune 3
: nnmet neads - - -

| "'Commiterliteracy B R R \\
- _. KnoWs theapphcauon and hnmatitms of rdevant computen' S

| -'Dmrslty acceptance skills

T Abﬂl}ytorelatetoand respectanpeople and to nnderstand the R
o diﬁ’erenees between dlfferent groups S :

| Equlpment uperatlng slnlls : o X
L bﬂxty b operate all church equlpment (sound equlpment, :
3 overhead pro_iectors and photostat maclunes) ’

_lﬂndlng th.e right person for the job : .

- The ab:lxty to identify the skills and knowledge nectmsary to do
) ~ various dutl.as mthm the ‘,hurch . _
. _ Able 1o recogmze the calhng and gxfts of members and to select _

c the nght people for the right dutles, ' o

e

e Lt



10.

12,

13,

-_InteliecumPskills

: Abﬂlty to orgamze thoughts logtcaﬂy an:i develop pmctlcal _
'creanye frameworks to explmn oomplex 1deas in useable ways lao
" find the best. soluuon toa pmblem. o
L _'Abmt;y tothmk cmatwely in dlffer&nt cm:umstances T o

.

-

T a\’aﬂable When nmed. o :f-fli:'

.;-\

| 'lnterpersonal conﬂict haudling and negotmﬁoﬂ
. Ab:hty to mtervene in: mtenpersonhl conﬂwt and succeasfully
© mediate and reconcile. - . .
e "'{Able. to negotlate an outcome that is favourahle for the party that S
-you represent and is acoepted by the oﬂzerparty o o

Possesses verbal and non-verbal slcms Wthh show othets they

' are valued and cared for, : SRR
E '_'Extracts a deeper meaning fmm verbal and non-verbal messages |
" and commumcates understanémg of a and ms!ght into another B

person’s feelings and situation. <

I tmsbed acts w:th oompassion, keeps conﬁdences and i s

-

_Manngemem skxlls _
- Knows the role of the church

Has msxgbt conce:mng foe fumre, ident:lﬁes opportumnes, sets

: _pnontles, takes action by glalm.ng long range goals. T
‘. Ability to delegate tasks remns;bﬂxty and’ authonty to staff and
~ volunteer workers so that the slnlls of the congregation are, used

Orgmwes by alloeahng ali resources and otaordmaung alI

. otivities thhm the ¢hureh, . =t
- Abzl;ty to contsol perfom\gnce agamst predetermw standards
and to take correcnve acnon, if standatds are not met '



14,
s
L

. byl
’ . oo

_"Runnmgofmeeﬂngﬂkms ST ,rm,fﬂ
& . Ability to construct an agenda wke mmutes, chair and structuro

a méetmg in such a way that accepted rules of debate are obeyed

S and the objecuves of the meetmg are achlevad

i

e ). : Ability to persuadeothers throl..gh selimg and mmng 1deas X e

and events (mcludmg fund raising) %

. mwuon skills (pmchlng, twching und evangelnsm) o
= Ability to present information verbalfy so that the intended -

purpose is aclueved to reinforce the message wxﬂl non-Verbal
behaviour, and if neoessary wsual aids. '

_— *’Uses language and practlcal examples the- congregatlon wﬂl

'_~ Matenal is weli orgamsed voice projecoon is. clear and dehvery
| style is pleasmg ' - | -
-I’sycl;,ological knowledge

I Has an undorstanding of psychological problems, apphcable o
' therapies and of the neods of people at dtfferent stages such as o

chlldhood aoolescence old age etc.

£ Knows when 10 act independently and when to refer to an expert :
| and does 56 appropnately, .
Se!fknnwledge o ] S _

Havmg a realistlc view of oneself by lmowmg one 5 strengths. .

' f ‘weaknesses, personal values, needs, interests and their effect on

g  others; dosu'ing to xmprove them through self-development o



>
Lo

Self management .
e _' Abﬂity mtﬂlelv.”e strESS, be se’fq,mouva‘tgd and set na]

- work standards

e . ‘ Iy self-dzscxphned mamtmns the good na'me 1L ahe church and "

20,

- sets an zxample in terms of humility, values s0d morals, .

C Abxhty to use time effecuvely and be pmmpt i ﬂae execuuon of

: tasks.

. Abﬂ:ty tao follow the mstructmm of 3 church auﬂlonty, acc&pt 1ts

dlSCllel‘ieS and acoount for one*s actions to those responmble s
Team work skills

' . ' Abihty to facxhtate groupMk and use the resaurces oﬁan tha

‘group members so that-all needs ane met and to get &me group to

o workwnhanoﬂlergroup _ o R
| R Abﬂitywworkmagmupbutnottodommate1t. DU
T)eologlcal understandmg _ _ -
| _-'-  Possesses in-depth and current knowledge of theology and c‘)_. .

"

' 22

23,

Methochst teachmg and can give professxonal relevant counsei on -

| a subject. if called upun 1o do so.

Trmmngneedsanalys:sskﬂls o :

- = Ability to determine training neq;is and suxtable ways to 1mprove '

skﬂl leVels mthm the church - ‘ ;

.....

: - o Understandmg how adults and’t:hxldrenleam an;d usmg these

- individual dlfferences in ass1stmg them to leafn._ g_’ P

-
il
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'_'__'_-24; Worship leamngskms

B 2 o l’hase 'I‘Wo. Constmctmn of 8 Quesﬁonnalre fnr Qrdnined

. _,,. -__' ) “Has hlowledge of music, rhythm, tempu and thelr appropmte
| apphcauon, mvolves all senmwe w the mood of the
oongregahon and can adJust accﬂ;dmgly '

Abmiy o communicate wntten 1deas creanvely usmg the correct |

- _,.—% gmmmar S0 that the mtended puxpose is ach:cved = [N

o Mnnsters Study A
_ A quesuonnmre was cmstmcted usmg the wventy-ﬁve mmpetenmes )
i genexatad 1n the manner outtined above A five pomt ordmal stale was |
N -_"-'_‘-'useu, as is commonly apphed in athtudmal research, smce it ;.c.wdes i
-for ease of ana1y31s. ': T ' - '

"The quesnonnmre was tlmn pﬂOted among sevexal mxmste;s and Lay o

persons in order to check for overlap of deﬁmtlons, p:guity, o

' 'copciseness and for competencws madequately defined Sevéral mmor -
- .alteratlonsweremadeasaresultoftluspmcess. a

[

'-‘“.. L

T A fecent blist of miristers was obfained from e Connexmnal ay head
N office and al} ordmned mlrusters, actxve at churches, cnnstituted i;he S
- sample ' - ' |
: '_'_The follomng number of queshonnalres were dlsmbuted to ordained
B “mmasters.. : > e ' ' ’
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- The quesnonnmres, together wmh an outlme of the study and a letter .
explaining the procedure to be followed, was sent to the bishop of each
- district, (See Appendices B, and C for coplcs nf‘ the quesuonnalres) Since
superviséry assessments have heen sl'own to be significantly rel&ted o
: wark-output measures and as nommatlons have been found 1o be more
effective than ratmgs (Lewm & Zwany, 1976; Klemp, 1975) the blshops of

. the districts were asked to identify the ministers whom they perceived as

displaying the best managerlal competencies. A more objectsve method of

R ;dentlﬂcanon of the best managers would have been one tased on du*ect

managerial output. However 4s the nature of the jobof a minister is such
o that direct (&utputs are difficult to 1dent1fy and measure the bnshops
o pemepnons of effemveness were accepted '

| 'Insteac'. of imposmg somc arbitrary or valuc-based assumpnon as to what . -
- constitutes an effe.chve manager it was declded to allow each blshOp o
' mterpret "effecﬁveness subJecuvely and then 1dentlfy wh:ch mimsters weré



S : 'displaymg it in the. context of the dlstnct‘s gcals and objectives A gmd

: [T X Tooe

e
[

- n«ianager was,;herefure oniy loosely deﬁned as une whose church zs well fun
B Sl -"\“e:..
- : Smce the envxronmntal oontext wnuld play a szgm’ﬁcant role in. the
'- _effectweness 6f a minister, the blshOpS were asked to separatz the
" envig nunental factors assoclated with the ccmgregatmn and, conmun.it,y fmm
. the competencles of the miniszer “The mimsters subsequently chosmwm to .
be those who speciﬁcally dnspiayed campetency ES mAnagers. The nuﬂtbe.r of

. percewed "Eest" managers chosen from each district, was d;rectly \*

" :pmpﬂrttonal to the dlstnct’s size in tesms of f number of ordmmd ministers in,

e _.that district. .

L 'm q{mmares o the perceived best managers differed from the others ?_ | |
| -_hy asmall mark nn each page that appeared to- be a pzmtmg artefact. Smoe R

B each quesnonnaire was anonymous neither the researcher not the: mxmsters S
couid ever- know the xdentitles of those allacated to oach category L

T

o The bishops were él_sb_ asked tocomplete tlie quesﬁoi_maife. B

. ’To increase the response rate the guesﬁonnalres were required tove ©. -
- returned, i pre-stamped envel(apes, to the bxshops, vho than forwarded them '

’ w the researcher B
N \.

C Al mm:sters were asked to complete the three patt questionnaire
anonymously The quest;onnaire compnsed therfnllowmg areasy

o

g

21 - _Dvemograpliicbdﬁ' |
K - Dgpdgfﬁphic':da;;-cbllééteﬁ:_.fwcfe asfolluws N

® ' "Length of tifge In secular employment.

i



g_g Future lmportance

e --’Length of tlme in the ordainer.l mnustry
L Most senior posmon ever held withm the church

'\_'-Highest quahficauon in theolog)hr
JHighest educannnal qualification, o :
Urﬁam or rural sm.lation of the caﬁgmganon -
Number nf socnetues that fall under respondent
Number ot‘ mebers tht fall under respondent. =

CE

- _' ‘The dmtnct nf the respondentwas detemuned t‘rorn the postmark
L on ﬂie rgturn, envel&he S 5

J‘*"

S :"In otder to eneourage the mitusters to thmlc abaut%e fuwre 1hey

o ".lwere asketi to consxder the &)csal economic, polltlcal and

SR legislative changes that South Africa is presently undermmg and 1s .
o hkely toundergo aver the next ﬁve years In tﬁe hght thhese L
chianges ministers were asked to :dennfy what they consider to I‘:e o
. the most hkeiy change that wilk occur in the demands placed on
ff them by tﬁeﬂ'.lobs over this pertod‘ | o -

O

' The mlmsters were then asked to rate tha importance of the - |
. twenty—f' ve listed managerlal competenc:es, for their ownt JOb
- reqmrements o the next five years A five point scale wag

. ﬁ'n T s )

I

R order to- check the list of comﬁ’etencles generated the mmlstets . -

o ‘Were asked to add any mansgerial competeﬂmes or knowledge, nﬁt

L mcluded in the list, that they thought would be lmportaut o
i mmlsters over the next ﬁve years oo v '-\\

. !’5

v



o .reqmre lmpmvement

o

L}

) = 'their own managenal developmm.needs for the next ﬁve years
L usmg ihe same List of competenc:es A f've pomt scale was used

cAsa check on the hst of oompetencles the mlmsiaers we:e a,gam " e

o "asked to add any mnnagPrial sompetencies ot knowledge, not -
e included in the. lmt that mey thought they mlght reqmre ad‘dntlonal
. r*ammg in over the next ﬁve years

s,

o '_Tne twemy—five competencies that had br*n prevmusly cumpxled and defincd
E | : were used by thf: Departmmt of Educatlon for Mlmstry Committee of the o
o _Met:mdlst Church to construct a seoond quest:onnalre 'me aim of this study

o _:'was o nientlfy aspects of the trammg of mmxsters whlch synod members feel

-

o '___The synod is the annuaf meetmg nf all imms.ers md iay tepresentatwes m a
 distriet. The Methiodist Church of Southern Africa comprises thirteen - _

" .ﬂlstl‘lcts Questlnnnmres were sent to the twelvc Enghsh speakmg distncts, _ o
thus ensurmg a wuie cn\'erage of mlmsters and Jay leadens of the church |

__Smce the questionna:re was part of & w:der study respont lev zts were *requested

to select from. t\wnty-nme 1tems the ten that they percewe mlmsters in .
general reqmre traimng in. Of the: 1wenty-nine twem;y-ﬁve were the

. prewously 1dent1f ed managenal competeneies e remaming faur
 competenciés were not considered for this study but form part ofa wider
' study There was thus congiderable uvarlap betwcen the two: questionnalres

' _and itis tlus overlap that wﬂl he dlscussed 1ater in the research report

. _' ..'i:, .

“The minisiérs were fhe:i asked to. rate. what ﬁley petcéi'irédité-be" o

o

i
i




e

L .-'_"Ordamed mimsters, probatloner nﬁmsters and }ay nepresentauves completed .

- ﬁns questlonnalre Howver, fhe- ablllty of some of the. lay l‘epresentatwes o AR

. ) comprehend wmten Enghsh was quenezl which would compmmsqf the -

validity of their rcsponses -and thelr contribution to the study. ~ To overcome T
this, al respundents wegk aiked fo select gxactly ten ltems that they thought s Ty
' ordained ministers required training in, If more or less lhanben items were .

- seleched the quesuoma:re was discarded

| ) A more comprehensm format could have alkm r.d respondents to raw each L
| ’ competency, but for the Tevel of sophist;catmn of the respondems the vahdity- e
o of this method was questloneﬂ Smce it was a forced chmce, res;mndents _.
would st:ll ha\re had to tick ten 1;ems even it they belleved that mlmsters - S
 require 1o training, Tn addition, as selection of training needs was limited to -

~' ten items, if tha respondents belleved that mnﬂsters required trmmng i more" L o

S ’than ten areas they werg“ﬁnable o mdlcate thns Durmg the pllOtlng of the -

.' ) questionnaire. many Peﬁple oomplamed that they would have I)Jked to have e
besn able to tick movef ten items. A lumt ot‘ten was 1ected as lt RN
would yleld what were percewed to be thie most. important items, If more
. than ten ihemsware seiected there was a possiblhly that compenencles of

: iesser impnrtance wuuld be identified as training needs ) .

o ’Ihe questmnnmre was mloted among scverai ministers and lay persons m
- check for overlap of deﬁmtxons, amblgmty and conms# ) _Seyeral»rmnor :
. alteranons wera ﬁiade as 4 result bf this process T

- 'I‘he questlonnaltes, together with an outlme ot‘ the study and a letter .

o explammg the pwcedum to be fol!omd were sent to the hishtsps o be

B mcluded in the synod dnscussnons. All deiegates at synod were asked to
oomplete the questmnnalre anonymously B

The sections of the questionnaire applicable to this study were: ©°




nemogfapm;aam co'uecmdwas aé__:followsz L

FARN

e “Whether the respondentwas alay persorr, aprobatmner or
© . an ardamed minigter. . o

- . To gct the delegabes m thmk ahout the future they were asked ﬁl:st

o read summary of 2 "SWOT" analysls that had been oomplled

o hy the Departmnt of Educatmn for Mlmstry Cummlttee of the R

e Meﬂxodnst Church

o B _The delegates were asked o Select the ten most mnmrtant

oumpetenr:les that they beheved ordamed mmlsters requlre trammg' S

m from the list of hventy«nme 1tem The first four 1tems ‘of the

. questlonnaire related to the minister’s personal Chrlsnan life fmi e
.~ were therefore not relevant to this study R

- _As a check on the list of competencles the respondents Were asked
 to add any managenal competer s pr- knowledge, not included i in
the llst that they thought should be mcorporated mto ﬁlture

R _numstena] tranung programs

| “The quesnonnmres wev remme.d to the Dlsmct Supemsor of
: Smdles who forwarded them to the secretary of m:msterlal ttammg.;_ o




Befere the data. was captured each questlenneire was examined

f escertmﬁvhemer it met the requlremems of exactly ten nems bemgl; _ o
, tieked Those questiormah'es that did not meet th:s speemcaﬁon o

were discmled Unformnately eome of the packages coneeming ﬂw e

guestiennanres were damaged in the pest and it ls pesmble ﬁtat
seme were Jost in transit. Furthermore from some distncm’ _

_Ifthere was any doubt as 10 as to which pages be}onged toa
s;:;ecif c quesnennaue they wete dlscarded. It also appeared that

' ;;uest:oana:res were not stapled together when they were submltted e

’} ‘some of the ré’spendents who had not understeod the quesnonna:re S

haﬁ! either hot handed it in or-it had been removed by 4 third party |

Smee there were these extraneous v cidbles that eeuld net be g
- eq:{tmlled for, a tecord way not kept ef the dxecarded‘
h ;qfteistlonnazres ' = - L

| '_'-ﬁ,eg-me seusuw- AnalYSls R

=

| "Statsstical anelyms ef tﬁe data was camed out usmg versmn 5 02 of ﬁle | ._ o
- Nurnber Cruncher Statistical System (NCSS) A brief expianatlon follews of = -

.. the statlstlcal tests used. . For further information on the statrsucal tests used L

| refer to the manualﬁ" ef the NCSS pmgramme (Hmtze, 1987)

. Fector analysns was used to condense the data from a large number of
 origipal varmbles meo a smaller set of du'nensnons (factors) Before )

N conducting the factor analysis eorresponﬂence analysis was. used to convert |

R erd:zm data into interval data (Bendlxon, 1991) Both these approaehes have o

“a lmninmm loss of mfennatlon

o Cb:-squared tests were uSed in connngency tables to deten:mne whether the

" rows and columns are mdependent of one another whlle the Ch“sqﬂared e R

3 .'Goodness-of-ﬁt fest was camed nut o ascertain whether data has a certam _
o _dlsmbunon Spearman’s correlatmn coeff‘ elents were used to ascertam the

- 'reiatmnshlp between two varnables

3



. .On"ﬂie parametric m (eonverted ‘ﬁsing cerrespeedenee 'ehalys'i's) T-testy
| were used to fest the difference betwesn the means of two popuiations and -
 Anova fests were used wo test differenices among more than: nvcﬁgmup means.-
It Anova tests were found to be algmﬂcant they were followed by Fischer’ s
_ '__test wﬁieh indicates the direction of the d:fference The MannuWhlmey test -
" C WS used te test the differcncs: between the mieans of twcr mdependent groups L
) Smdy B where data was nnn-pammetric. S

-

o "eenipa_rism_..qr'smem _Afena‘-.g_ |

S The slrmlanties f’“d differences between ﬂae twe sludtes can ‘be tabulated as”
' -fGHOWS' . N . : .

A ShulyA o swdyn »
g j-._..eamprewbymmdmmismmﬂy' cmnpmbymma pmbaﬂmermimstars
o i andhyupmmtnhm L .
. .Aakedtumemindmdual trainmg e Aakedtmdenufy the most:mportant trammg
Cooomewds - _needsufaﬂmmmtm S
. Aekedwmhetheimporuuee&awh_ Askedtoneleotﬁlemustlmpomg )
. compefoncy . T eompeteneies ' Lo
Future deﬁnedasfolluwmg ﬁveyeara"_ | Fuitute left undefined o
’ Allefthemultsmrepoﬂed ] .Otﬂyrdevantresultemmpomdaspartora
N .___wnderstudy' : N
_Q“eﬁhonnmmretumed by post B _Completndqueahmmmregwenmdistnet S R
_ S 'aupmlmofamdias ' e
_Questmnnmm posted in early May ' -.'Syriads reetm enrly June '

" 'The results'ef the second questionmaire would thus lend support to the -i'ndiﬁg‘s of
. the first quesuonnaire In addition the secoud questionnaire wonld. give an
indication of what the Ia:ty of the church ident;fy as mmister;al trammg. needs



 Section I: Study A

._ E Respuhée-ia_ﬁ-Que&_timnaire -

B Chapter 5 Results

By ) . “,v-

In this chipler th -resﬁl_té' obtaned in Studies A and B are presented and compared
'in three sections, The results from Study A are presented in section one while

section two cont.ains the results of Study B. The finai sectlon of the smdy

- 'oompares the results of the two smdies. S N

To distmgulsh between competencles and: importance and traimng factors lower |
case letters were used to denate mmpetencne& :md upper case letters o denote '

factors,

[

Questionnaires were distributed art returned as follows.

" Table 2 Response Rate
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With the exoepuon of Namxbna all the Dlstucts retumed questiannalres. :
Wxthm districts the total response rate varied betwaen seyen and ffﬂy—seven
percent. -Overall a respunse rate of forty-ﬁve percent was obtamad '
A Two Sample Propurtion Test was used 10 demnnme, whether the

" tespons rate of the avarage and best managers w&k slgmﬁca‘ntly dlfferent
At the 0,05 sigmficanw levcl no dlffereuee was found '

- 2 L Demogrnpmc Déﬁiléof Respondents . -

ot

" Demographic detlls obtained from he respondets aroas folows:
T
| Length of time in iﬁe ordained mimstry ' e
 Length of time in secular amployment | |
" Mot senlor position ever held wuhm the church. .
_ Home language, - - S

":Highest quahﬁcat"lon in theology _
'_ \ Highest educatlonal quahficatmn. . ) _ L
Urban or rural slmatmn of the congregatmn I : | ; :

* Numiber of soc:eties that fall under respondent. | e B J o
~ Number of members that faIl under respondent. .
. Distr:ct of tha res;mndant (determmed from the posunark on the
_ -envelo;:e) ' -

]

.
- The number of societies and'numbér of"i:hurch ‘members thht fall under the .
 respondent were not analyzed singe from the responses it appeared as if
- confusion existed cancerning the meaning of these questions, They had -
" been added subsequent to-the questiornaire baing pzloted dnd interpretanon
: of these responses ‘was nqt addmg any Vaiue to the ismd:,‘f

Bach of the demographic"de‘tails will be ﬂiscus’sed’ since 'is pbﬁéibie that, B
althaugh questtonnanres were sent {0 all o amsters, the results cou!d be .

r r,? . : 74.



Sy

| lnﬂuencad by cemiin categornes hemg under or over-mpreSemed in the B
smple of realrneﬂ questm}mmres. o ._

e

'rn:i_l_es Age orllespohdgpé

50 ——— . s

: 10 et e .- i

==

BBl st Manager 1SS &e?fage Manager W
S B A o
. Only three pereent of the tonal number uf minigters who completed the-
questmnnaire fell into the age caﬁegozy of 20 « 27 years. Near}y 70% of
~ the respondents fall mto the age tategor:es 40 -49 and s :
'50-59 years.

b=

-’_Tﬁhle-:i)Lengmurs_eﬁ«icg-_ornesponams DR

- .Parcent
80 o

g0
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80
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0-4 e 044 'ovens
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H'B'ast Manéﬁar_ XN Average Manager
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Tables Sewlar Workmg Experiem ofkospondents R

Peroem ;,'_

<

BOY '
50}

40
80F
20'
10f |

o a | Years

n Best Manager Averaga Manager

I"

| ) .0111}! seven pereent of the respondents did not have am: workmg
..._experlencemﬂnésecular wor]d e , ,

: Hiigi

\\\ \\

. Minister. superintendenb . B |
Q. Position R

)

- Best Manager N\W | Avarage Manager

= U

Only thlrty-one percent of the respnndents were mmmters wh:le smy-one '
‘percent said that hey were supermtendents ' '




B0 :

< Race -

m Best Manager R Average Manager

- :-Only twenty—eight peroent of the respondents were hlack Smce, according

B to Hams (Personal Correspondence, 1992} the ratlo of black to white '

' ministers is: approxunaiely equal,it would appear as if the resulnant data .
__ 'could be skewed i in favour of white ministers® percepﬂons since 8 greater
; 'percentage of whltes remmed ihe questmnnalres

- Furtheﬂnore of the sixty—three black respondents forty~e1ght were -
- supermtendents and they tended to fall within the older group. Arnong

©black reSpondents mmnsters, as distinct t'rom supermtendents ‘were under~ -

- -represented ‘This couid be- due to resnstanee to cumpleung the .
~questionnaire-or some black ministers may have clted English as thelr
| . home .langu_a_ge_ which would have resultgd in their lnc!umon‘;m the _white
~ group, e o ' o

[}

e
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" Table§ Theological Qualifications'df Respondents

)

W

l'\.-d

=

o MR . B\
_ .Cartlﬂcaﬂa 0 Diploma Bathslors ﬁonqurs | Maaters :
T e Quahf;catmn A

T

AR Awerage M‘ananer

H Hbat Manager

4'3 : - 3 gl

' Table 9 Secular Qualifications of Respondents

a1

r?.__

S Mostof merespondems had eiﬂlér .a-d'ipl"f;ma or a degres m-fﬂ;e_qlog'y'.- -

_ Parcent

\ - E\\\ _- _REETTS s S
Gartlﬂcata Dipioma ' Bachelors. Honoum_ - Maaters :
' Qua:‘fication

“ Beat Manager m Average Manager

It is notcd that onhg fortyufour percent of the. respondents have a post~
matnculat;on qualiﬁcatlon outside of theology '




. Table 10 Gepgrpphical Location of Congregation of Respondentsy-

a

o

RS £ _g_.«. Nearly seventy~ﬂve percent uf the respondents nnmsterm anurban o

congregaﬁon. - P

!i? Independenee of Demographic Varlabl&i o s
_ N K Ch1~squamd test of mdependence was car:ried out on-
o o o a ﬂemographlc varlables ih order 0. ascertain which vambles are
R _int_:lependent. A (},05 slgmﬁcance _level__. was uscd.
I the followmg table the teSts in Whlch the null hypothesis was
rejected is marked "sig" to mdicate t;hat the two varmbies are not
mdapendent of euach other.



" Tuble 13- Independence joi"_ﬁém'ogrééhic Vambles Sl

O

Semcm-
- u“y

ﬂ "Wpfkf
:.. ’ ir'g.j'-
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 logigal |
| quatific |,
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o . "L:‘:i"..\i Slg

oL EsT |-
- i 'l,?élr). e

\Wurhng .

P e

_' slg f

" Sent ty

5e

sig | sg | ] osg | s |

Sig

o sig |

s |

o _-qunhﬁcnhms

sie | s | se |

sig |

Secular. .

R - o

Tha fqllowmg pomts can be made concermng mdependenoe of
demographic vanables‘ o s ‘ L

@ -‘I .

r.

' 'Seniority in church hierarchy, meologlcal qualiﬁcatmns and
B ']ength of semce are not independant of all cher o
- demographrc variables, | .
- Age is not mdependent of langth of sem&., wurk:mg
B experlence, semunty, race and theologlcal quahﬁcauons.
'Wcrkmg experience is not independent of age, length of ©

: service, seniority and theologncal qualifications.

Race i is not mdependent of age, length of service, working o

expenence, seniortty, theologlcal and secular qualeicatmns "
and location ' '

Secular quahﬁcatmns and iocation are bam not mdependent

 of length of service, semomy, race and theological

| quahﬁcatmns




. | _-Compamon bulwpen Goml an&’Average Managers . T

o -T-teSts were carn&ﬁ out 0 on the mOmhic vai-;ables of the best as R
- comﬁared 0 the average managers This was ddba in nrdcrtc: ascenain

- whethet any demographic variable is a predncmt of percewed n,magerial

o 5_ab1hty If 30 it hay reqmre special ooﬂsnderatlon when developmg

e managerlal u'aimng pmgrammes for mmlstea's The hesn mmmgers We«ré

S -__fbundto have a Ionger Isngth of servioe than the ayﬂraga managers at; a
70,08 sxgmﬁcance favel No other sngmﬁcant dlfferenees Wgre fozmd

S .f’-hetween the two gmups 'Ihis means that age, prevmus’ vmrkmg

‘experience, semority withir the. church theological and secular ‘ Lo
'quahﬁcanons, race and geographical locauon "of the chur’ch have no
o slgniﬁcant lmpact on wheﬂler a mmister is percewed by h!s blshop, w bé

L _--"_--a good manager ur not

L *

PR -] S _"'.1

| '_In order to convgrt ordmal into mmrval data the scores Qn each |
e competency wers rescaled usirig Correspondence Anabsis
- _(Bendman, 1991}, The scores for each competency were
E ;__'mdwidually summed for all \he respondants, averaged zmd
| s.grted toa percentage of § unport@nce. ‘This is presented
. overleafm descendmg order ot‘ 1mpnrtance ' :

" | 41 Comlletwciw Rﬂnkﬂl in'.l‘emlﬁ thpﬂ!'tﬂﬂccﬂ@t L



'I‘ab!e 12 Compel:enues Ranked in 'I'erms of Importnﬂee -

-

.I’resan!ahonskiﬂs(preachmg tmlungand emagehsm} | ) s _:'
ol o oo, T

"___'Finamgmengmpemfmmoh B s
- "_'_:Mmgmamm R

il

" .o.

'-_Sslfknowledge o e

‘-’“““m“Mvwnmmmmmm; 1w

Thaologlcalundemfandmg‘ S c 84

Diversity scosptance sklls, 0 g

| etieotomraiaps. - g

| Wombip leding skills, . | 0w

_Adminisumim'skﬂls. S B 7

;'Trmnmgnwdamalym R L

'__'Payuhologmimledge e s

_Understsmdmg ad applying how adulfs and ofildret lears: |-« T4

b - ], oy it + i

Wntmgskllls I R R

e - L

. Computarhtcrao)' R 50

Bqufpmmtoperatmgahﬂﬁ._ _ | B | 54

o
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"

o --When factor analysns is used iy
X 3 :_'_ﬂle. selectnan of the numbex of facturs to be rctmned 'I'he ﬁrst 15 o

o unportant than do the averagp managers.

e

- g and average managers Af“the 0 05 s1gmi‘ icance level only the '

. followmg two dlffetenees were signiﬁcant

2 _. -'_-Camputer literacy the best managers oonsider 1t o be Iess 3 o

&

| ';"'_."Intellectual skllls . ﬂxe bes; maaagers rata these hlgher than do _' S

- '_average managars

L the Keiser crltermn wh:ch suggesu; that the numl{ \of factors is

equal to the number of Elgen \rectors greaner than one PR |
- --.(Bendlxon, 1991} The other, wh:ch is tile method adopted in tlns- | B
' .'report, is to retam the number nf factors equwalant to the number.' : o
of the factor on the scrba plot where the curve on t‘ué” piot ﬂattens
. out, plus one. -This method ylelded four factors Forr a' copy. of
o the Blgel'l vectors ancl the graph of the Scree test please rafer to
| Appendlx D.

B SR

Uﬂ

¢ are two techmques to asslst in

- -':Tunests were perfohned un the ratmg nf the coﬂ'IPetencles hY good R

i



o

Fam iﬂadlﬂgs above 0 5 WGI‘B accepted w dﬂﬁne the facto;-s, - Sl

Itaems whxch loaded faxrly hlgh but fell below 0 S afe gzven fC)

inberest. 'I’he managenal factors are as follows - s

. Table 13 Cmnlllnml;y Otientatmn Factor Loadings »  + =

shugmdnwmueihemﬂffhewwmmmm ] J 07’(! R ST e
! Interpmnm} conﬂmthandlmgand negonaﬁmshllx S em
rr Dwmtyawepmshlls L I
_'Chumhmaeor&m’inity mdualnndmg o __
) _-'...thologlcal knowlsdge R R Y
[ oing, motvaion ndteadertip e
o kuunmgofmutmgs PYTEIEEY T “ :_._: :_-_:: | 0.39 "~ - .. — b v e

R "Prcaentahon slnlls (pmchmg, tuachmgand e\rmgehsm) e 0.59 o 1

Kt

_'Bookkeepmgahﬂs. e -'?075 o
_ 'Equ;pment operatmg akills, - o _. 0.'44,
' Adnnmstratlonskiﬂs - o . S ) R Y
Comlmrhtmcy- I o S 1 B

| Rusisg of meetingsstdis, . 0 ] o4 foo

. e ’
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Table ’:5 Mmmgement of Sell‘ aﬂd Bthers Facﬁor Loadmgs
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Table 16 Preachink aml Twhmg Facl:or Lnadmgs

1 Theoioglcai undmmna‘mg RO R ."': s T
Wmslnpleadingslans o Lo o o
wﬁmsm; M R T Y e

T.Tnthrstandmg Blld npplymg how adu]ts uudg}uldren learn

- P:emntahon Bhl‘ls (pmachmg, teaohmg and mngehsm)

Tmningmedsanalym

Taamwurksh]lu . o o ....\;\ RS _0;42.. N
Psycholuglealknowludga R X a4l

If factor loadmgs above 0.4 are accepted all the bompetencies loaded onto a factnr. B
] This‘éan be readlly se¥n in the table overleaf

el
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“Table 17 Importance Facfai's- and 'fhe_h'- Loadings

: 7_86.___'- |

cmmunky
Orieotation

Admisiarailon

. Tenching

. _Aduﬁnisnrs*:on 5hllu ;

Bl {(_-'

Bou.@epmg skills

| R

- Church ind wmmm:ty
[ _undarshndmg :

057

| Coaching, mativation and
leadershlp. :

045

0.45.. -

Sk:llstodehmﬂmtha needn
| of the wider community.

' Compuur hlmmy

Q.70

D:vamty aooeptnuce skilis.

_ Bquipm: nt opmuug skills

| Finding he nght pmon for

' '_ihﬂjob -

0.61

Inbellecttral skills.

- 042

' Inberpersmal confliot handlmg

| and nogoistion skals.

o

Interpursanal shila. :

Q.60

045

e

.- Managoment sklils .

pam

0.55

' Runningof meetings sldlls. _ _' j

s

0.42

' 'Persunslm skills.

051

| Pruanmuon skills (proa.ching.
tonching and evangelism),

039

o

| os

Psy_eholé_ng_ipal knowledge, |

047

041

Self knowledge.

o

_ Self managmmt

076

' Team wwk elulls.

057

- oiz s

“ Theologwal understandmg

0,69

Tra.inmg needs atmlys:s slulls i

050

Undermnding and applying
lww n:lults anfl chlldren learn,

0.55

- _Worahnp leading sk:lls :

0.67

| | Writing skills.

0.64




o ' ' ' To determine which amportance factors are the must important the
. 'iava*age importance. of the comﬂeﬂenmes which loadcd onto each -

445’

'_factors are given below in decrgsasing onier of | 1mportance

Lt Wl e e e T e T e
'ff O S P T SURRTT I D AT

Impnrtance Faﬁﬁors ranked nﬁ order ol‘ lmpnrﬁmee .
| | _ :| | R

factor w:th a loadmg above 0..,| was calculatsec The importance

> Most af the competencies loadeﬂfl ontn one factor € zly Exceptlons )
o -to thss are ooachmg, motivatia and ieadarshnp, interpersonal s!Eills o
© i management skills which 1d; :
 and Marligemment of Self and
 loaded anto Gommumty Orxeiitérﬁun, Adnnnistwatmn and Preaching
~and Teachir:g Persuasion skalias, presentatinn akitis and

ed onto Commumty Oﬂentataon
ers. Ruﬁnmg of meetmgs sIulls

[".
I'

) ) psychuiugical knowledge all luadt_sd onto’ Comrhumt}' Orlentatlon

e ---_'-andPraachmgandTeachmg;

(':

R ‘

Tahle 13. Managernent '*’f. Sel_l’ md Others ,Average Impmrtanee

T F

Comq,wucy 2 - 1 pactor Permntage

| Management

sl 0} o8 | w1

- Average importan_cé = 3.6% |

| E=43

- ',{}'

e

o | Loading Impormw o
-Seifknowledge e _' : , _' 076 | 86 | |
Selfmmgemem o 2l o6 | s
_..Findmg merightperson forthejob 061 ) 8T
© | Teamworkskms - o | o857 | 85



Compemncy |

Factur

I..oaﬂing

P@rmentage
‘lmpnrmnm |

o -Skllistodeteminemeneedsofthewider ' |

o "

R

- { swills -

_ Int%t‘perstmal conﬂict handlmg and magotiation

| . Diversxty acceptance slulls

'- m:pergunal iy -

| 1 Church and commumty undermnding
o ;Persuasfon skills -’% |

o Avé;age’impaméj;—; g

codl

P

Facor

| Importance | -

- _d.’?s’gf R

P

- .'Theélogical undei&sté;ﬁdingﬁ o W '
-_"'_Wurshlp leadmg skliis R

057

' erting skills

T ___'054

" childeen leatn

“Understanding and applying how adults and |

: _Otss.:. T

™

7] Presentation skllls (}Jreachmg, teachmg and ”
evangelism) :

91

'I‘rammg tieeds analysis o

0;.;50 | |

S

2475'

Average impmtance _#_79% o

o

F I

Table 19 Commumty Oﬂentgtum* Averags Imgm-tnnee IR,

i

| g=sm |

1|
- ”ﬁ L



o

- Ry

| Tablezl Aﬂﬁnmish-ation :":'_Aifei‘age'lmporthnce*_-__'-“ - o

:_Boakkeépmgsiéllis T e L ors B s

| quﬁment operatmg skills' o a _' _'0,74_ L L 54

Adrmmstration skllls e RY3 ‘7’7 b

Avefﬁse m'lpartance §4%_ e N

45, Comparlsmihetween Good 'anﬁ_;vmgmmgétﬁ; '_

B 2'._#;245 }

. vy S ‘f} :
U i Ir

. "":T»tests were performed on-the factor ld*admgs bstween the best and -

o average managers to ascartain whether the groups"?diﬁ‘ered m their -~
 ideéntification of impqrtance factors At the 0. 05 slgniﬂcance level -
. ¥ | '

i ne mgniﬁcantdifferenoewas found A T

W

gélaﬁohs!jip_ bgmeen Factors andnemographws o

~

. Anova tests ware wn within éach’ Gi*the demographtc vA?:ables fm- B

gach factor 1o determine Whether the means )vithm each _
dernographm groupwere the same, A 0 05 sxgmﬂcance Jevel was '

used,

¥

t\,-'

Anova and Fucher § post-hoe test are dependent on the size of the . -

sample antl it is possible that if lar,ger samples had been nbtalned

- more sigmﬁcant d:fferences would have been recar&ed

If the reSults of Anova were found to be sxgmﬂcant Flscher*s

: :_ post—hcc test was used to ascengin the dlrectian uf the dnfference, B
- Ongée again a 0,05 signifi cance level ‘was USed o



r

"_:Age o

L e

* Table 22 Relaﬁonship netween xmpormee Factors and Demogmphics |

. PRNEI

-—R

Denmgnplﬂc .
 Varlable

: Commm:lt}'

Agmmmuon

- Orlentation,

_ff;
. ."’J :

- Length of servics | 7 . ]

. ‘ j{u’n\ N / L suig“‘u ZL{

AN

Pruehlxagand

M?""“*‘%-mw—» )

esxpmence L

| Mnatsmsorpoaltion'

R sig

Sig'_--- T

- PRI

Sig' o

."“.

| Thedlogical . |-
) Quahﬁonﬁons Sk

IR

T

Secular

Qualimatl;n ; )

: "'-ﬁeosmphml

Locaﬂan

o osg

T 3 Sig_".'

i

' Community Onemauon .
It was found that whit respondents percenve this factor to be more
| ll‘l‘lpﬂl‘tal‘lt than do blacks -

N mesters whose cnngregatxons are situated in urban areds percewe o

Communify Orlentation to be more important than do those who

-"nnnister t0a rural ccngregatson.

: Administratwn _ o
White ministers ‘pgraaive Administrauve sk:lls to he mom lmpartant
than du their black\munterparts. - ' -

e

o Results obtamed are presented in the fallawing table i which the notatlun "sig is
© used to indicate that the nuil h}'pothesis was rejactad and that ﬂtére is sigmﬁcant
- _'reiauonshnp benvaen the two variables. o

./_'/':



_ M;msters with a Bachetors or Masters degree in theology 1}; S
_ Admilﬁsiratmn signif cantly more impommt than do those mmisbera o
'"__'wxmacemﬁcate._ R |

%

N 'Minmters who minister ta an urban congregatlon perceive . |
b _Admlmsnaiioh to be significantly mare important than do those L
' whose congregauons are situated in rural areas

o

.' Management ot‘ Se!i‘ami Others _  B R e
B -Both mmisﬁers who have been in the nﬁmstry longer than ﬁfteen o
 years and those whs have less than four years of serv:ce pereewe .

_ ' Management of Self and Others to be more unportant than. do those _
_'f’ who_ have be_en 1n- me_nﬁnisu‘y.fo:_ -between t‘ve_and nipe _years.. '

o The muusters who have held or clo huld the pnsmon nf Bsshop
- pemewe Managemem of Seif and Others 0 be slgmf‘cantly more
o nnportant than do su;lermtenﬂents or mimsters L

. \..,'._...

"y

| 'Management of Self and Others was also affarded more 1mportance_i— L
~ by white mmlsters whils ministers with Bachelors, Honoura or
‘Masters degrees in theology rate this factor as more mlportant than
. dethose with a Diplora and miinisters with a Bachelors o~
. Honours degree. rate it more unportant than do z‘"-t mmisner& with a
. ) certlficate ' ' ' '

In general therefore, ministers with university qualifications in
 theology tend to rate Management of Self afid Others as being mui'e
.imponant than da those w1th theologlca] quahﬁcations attamed ata

coilege ' ' .-

- .Mimsters who have a Bachelors, Honours or Masters degree e

theuiagy perceive. Adnnmstratlun io be slgmﬁcantly more imporsant
o :than do those whca have a Diploma in mea!ogy :



: - Teachmgandl’m&mg : Lo s
- Atthe0,05 sigmﬁcanw Tevel no signiﬁcant ﬁifferences were found o
R within any of the demographnc vanables for the factor Teachmg e
. and Preaching. Demographic grouping does not therefore ﬂxert o
S 'a_r.'.y inﬁﬁence on the perceived unpprtancg.pf this facjor... . '

_ | It is inte;esnng to note ﬂlat rice and geographi’c locahty uf the
o 'f_mngregatmn have the most slgnificant impac:t on ministers!
o pereeptions nf the importanoe of the oompetanc:esu _

.l'}"‘&;.

o The Iargest difference is related to the factor Management of Selr‘ :
o anc! Others where rmnisters percepnons of 1ts mpnrtanoe dlffer R
' dependmg on their Iength of service, seniomy in the church

hlerarchy, race, theological qualif cat:ons and geagraphic locahty of' -

R 'the congrégatlon S

Age, secular expenen.e and secular quahﬁcauons have no |
_sngmﬁcant 1mpact un mimsters ratings of any of the factors

It must be remembered that some of the dlfferences may be

 axtifacts due to the higher number of whits, graduafe, older :

mlnisters in utban an;eas who responded tts the questionnalre.

PR | -92??
'_-'_"Mm:sters who serve an. urban congregation rate Management of DR

- Self and Others as being sigmﬁcantly more unportant than do those T
- whu serve & rural congregaﬂon ' : -



Comptcts sk Tows o g Nk

- ':-Folluwing rcscalmg based on eorrespondence analysus - o
. (Bendixon, 1991) of the data concerning u'almng needs, ﬂlB scures

" for each competenicy Wers individually summed for all the -
o " respondents They Wem then averaged and convertsd to 8
o percentage of peroewed trammg need. These results, which are 'i o

S presentaed under Method I helow in descending order of T
L importance, mreused t compare. the perceived nnportance ofihe o

e oompesencles wnth pmeived training needsr 6 e

.'._ 4 An altemauve to the abov& method of detemlinmg the mlaﬁ% LT

_ razmg of training needs it 1o add the respOnses of the categanes -
. nuneedfortrammg"to very little need"; andtoaddthe o

- responses: "need for trainu*g , "great need for. trammg and. "very

SR Ereat need“ together, i.e: eollapsing the five categories into two

canegories This yields a dnchutomous result which can then be -

* converted into a percentage. This method was used tomake d
- oomparison between Study A and Smdy B smoe in the Tatter study a

dlchotomous answaring system was used. The results from this

g metlwd are presemasd under Method Il overleaf

o

b

e



Table 23 Cnmpetencies Rankaed in Terms af Traiuing Needs

Trainmg Needs in Perwnt

- Method I

: -_._;;ipeq;mml conflict hamlhngand
'negohnhonaluns S

R S

- Methodll

. 86 ."_“ .

f Sluilatodewmuueﬁwneeds nfthe
'"j'_wzdercomunity L

. " 90

.:’I:faimng needs analys:s a

Coaohmg xmhvntian nnd leadership 3

8

- Churek m:d anmmumty undmundmg ' K

S

| vaderstanding ave applmgh;lwndulh.-. |
-} and chtdmnleam

Y S

# |3 ]s | 2|

1 s Psyohologwai knuwludge

W

o

"Mamgammtuhlls e

w

o -.hitﬂrpmanghhlla

8

1 Team work skms

L Fmdmg the. nght pman for the_;ob

oy Divemty hccbptanoe skills ©

o

'Inlellecmnl skills -

80

Computer literacy

- ]’ersuamm ukilly

Theolog:cnl undzrstnndmg

TRy

_Sulfmmgemem -

8

. ~{ and a\vmgnlmm}

Pmntaum gkills (pmuhmg, tuaclung :

80

Worshlp le ,Idl.ls :

50

e '.

Self hmwledge

8

Writing skills -

. 59

" | Administration skitts

48

Running of mestings skills
_Bookkeeping skills

o4

L 'E'q_uipmr_sr_;t__'oparatiﬁg skills 3

35



S

o 95Q o

o Z'I‘he comlatlon coeffiment between the results of the two metlmtis

. was. 0,98 using. Spearman 8 rlm mdlcatmg that there was mimmal

o differenoe heween the methods used.

- 'T-tests were performed t0 cmnpare the tramlng ;eds 1dentified by o
 good and average managers. At the mnety-ﬁve percent srgniﬂcance

' 'Comparlson hetween Good sms Averag / Managers for
: :"_.Indwidual Competencies '

.. 'fevel nnly the follow;ng mree dlffarences were slgniﬁcant

_ ﬁ_ - -:Wmmg skills the averaga managers wmt more tra:mng than do
o the best managers, e |

53

: '-_'.Adnumstraﬁon sinlls the average mimsners percewe a sreater ;'_ B
need for trammg than do the best managers o

: f._sn:ms to ﬁetermine the needs of the community - the best
| managers want more traming than do the average managers.

| Famr A-mlyss far Traming N&ﬂs_ L

- Factor analysis was carried out on the ratmgs of the perceived
: traimng needs. Based on a scree test, ang to keep the number of

traifin factors the same as the number of 1mportance factors,

four factor solution was selected Fora copy of the Eigen vectors
- 'arl:d the graph of the Scree test rafer to Appendlx E. . |

o _Factor lnadmgs ahove Q. 5 were aceeptfvd t deﬁne the fa""om |

' Although the items in each trammg nesds factor are not 1dent|cal to -

“those found in the importance factors, thete Is a large éegree of

-correspondence ‘The carres)pondnnce ‘was conslderc:{ Iarge enough
1o allow for the same factnr names o be usecl in some cases



" - . N Facmr loading.ﬁ which approached but fell belowOS aregwen for
| | - W"‘ 'Ihelrauung “ﬁeds ,factors areas follows. - [ S .:__-\._;

B

Interwrsomi omﬂnothamﬂmgnndnegoumm\iihlls :" _' i f.i-o."?s L .
Coaolung, moﬁvahmmd leadmh:p s Theme |
Mnnngmentshlts e L o 0’52 '

el memensh:mfurmob R TTART A LR
Slﬁlhmdmrm:noﬂmuwdsofﬂlew:dermmmumty - e 0.5
e p— R SR TR S
- Runningofmeehngnildlln T Ty ”l ) 039 S

st

Table 25 Administration Factor Lojdings

 competeney | Factor Loading |
'nookheepmgshns T
o _:-EQulpmentmmatmgahlls o e _-6,74._
compum — e
' ':Admimamhonsinlln - B o 0,70
: e — -

| Ruaning of s
| Running maetmgs skills.

i Intg]le@tubl_skilh _ 45

05 " {“ -1

| Menegement skills
N




e

'I!able 26 Soclal Science& Factor Loadings

B Slnl!sw determ the_nee&aofthe wndercommumty

. Divemty mcptmoeshlls '
Findulgﬂlenghtpmforﬂm,job

o7

Cnmnetm

PBYEhnluglcal hli.ﬂ\*le&ga skslls

0,771

0,76

' Understandmg md applymg how udultsand ehnldm leam y

‘I’rmnmg-meda annlyms

0,63

6,53
. 0,39

- Table 27 Professional-Ministeril Skifls Factor Loadings

':wwsrnpmdmg;smus T

Pmentahon skills ipxeswhng teaohmgmwansﬂﬂml
_Teamwmkshlls ’ o L

| Self knowledge :

R

) .'-Selﬁmnagement

: %eolﬁgical undmtandmg
=

- Chursh ami anmmumtx ur..-arstsndmg

o

N L

f’ 0'44 Y

If a factor loadlng above 041 s accepted a!z the skllls Ioadéi\; onm a factor. Thls

' can be readily seen in the table averleaf

.: {-‘.

= . : . - R o

) S



job - L
1 Ime!lectnal skllls
Intarpnrsoual conﬂiathandhng :

Tnbie zs 'I‘mmmg Factors and Thmr Inadlngs

Cm-uumit}'

. ton

Aduinistes-

Socal |
Ministeria) -

Profﬂsloml

o 'Aﬂmuumumk.us o

070

Bookl:eepmg slnlls

om

D4

- -Chﬂrchandcommumty

undefstanding .

Y -

047 | .

Coachmg. muhvahon and
i Ieadmhtp

Lom

.Shlls to deté.rmma the ticeds of - |

E the wider comumw

05

Toss

0.72 "

Diversity aeceptame skills

1 o3

o4

| Equupmeut opemung skills

074

- s

F‘mdmglhanghtpmonfur!he

0@

0.44

0.75

To04s

mdnagoﬂatwn shlis S

'_ Interpersonal xlnlls

" 0.67

| Managcmeut akﬂls

045

Runing of mectngs sklls

039

«J’}

Persuagion ':!ﬁﬂs’ '

064

052

g pami el

| ‘Presentstion skills (preaching,

‘teaching and evangelism)

.40

SR ¥ "R

Psychological knowledge

Q77

Selfhlmledga L

© 041

058

Sglf management

053

2

"memskius

0.45

o
i

_ Theologlcal un&emtmdmg

oS

Trammgmeeds analysm mkilis

how adults and children learn

: Undetstmdmg and applyirig -

0.76

_ Worsh!p leading skills

073 . |

Writing skills -

o081




Z'Psychologseanmgwiedge skills - e Mo
- | Understandinig and applying how aclultsand 1 .__0__.7{5_ o 84

] '\Sldlls to determine the needs of thes WIder | .53 BR IR S

G . ) S e ;- _.

54 'I‘rammg Factors Ranked in Terms ot' Trmnmg Needs

To dea'emune which factors are the most 1mportant the average T | |
1mpottance of each trammg factor was calculated This was done -
by a\magmg the tminmg needs that had a loadmg greater than 0. 5

o -~ for each traimng factor. The results from Methud T were nsed for i _ .

_ ' the traxmng need The trainiiig "actqrs are gwen below in
| decreasmg order of percewed need.

“Table 29 -"’so'u"al 'Sﬁehm :_-Avmgg m.ﬁ..g Né’eﬂ |

Competency . Factor- Pementage
: ' Loadmg Importance

' -children Ieam

| Teaining -needs aﬁalys;s v 068 o

'_ .:ommumty _ : e ) R 345 |

AveragJ itnpurtanoe— 86% } | CEE PR

s Interpersonal skills o | '0.6_;2" - 83 o

. /_,_::"'y kA
- .

L _Interpersonal conﬂ:ct handlmg and negotiataon 0 75} .90

-Avefageimportanés«_-esé% o S i

| Table 30 Commumty ()nentatuofn Average TralmnﬁNeed

. Comp_etency | B _ | ictor B l!_él“centagé'
: . MaMg Imporl:ance-_ !

skills. _ N . N . o
1 Coachmg, motwauon and leadershlp T ﬁ .'0.71_ 1. 88

| Management skills s L D s L |
megthenghtperson forthejob ] To_'ﬁz e 32 o

| Persuasion skills o e e
Self management y | 3 e '. 1 o053 | s |

]




.

¢

Table 31 Professmnal-mmism“al, Skllls Average Trammg Need

i -

'..q‘. : p“...n-..—.-

Ccmpet:emy ;

' Factor
__Louding

Pen:- ciage

hnpoﬂange__.'

_Wm.anip leading:skills B

073 |

80

_ Presantatxon skills (preachmg, teaching and
- -.'_'evangelmm)

Team_wor_k__skill_s -

. Self knowledge

058

R

Self thanagement

056 -

Thedfbg.ical understanding -

051

'81'

= )57

'KVerage iﬁaportance‘ = '80% o

Table ’12 Admimstratmn Average Training Need .

e B
S\

C‘_’mpetency_

: Factor
1 loading

Percentage

| Bocikneping skill

075

| Tmpartince |

| Equiprient operating skitls

0.74

59 |

| Compul t'er‘ literacy

07

Admuustration sk:lls

Runnin,* of meetings skllls.

052 |

69

; Aver_age .mportancs = 69% _

5.5 - Comparison between Good and Average Manngers in 'I‘erms ur o '.

Trammg Needs |

X 'T«-tests were performed on :he factor !oadings to compare the best o "

1]

and average managers in order to ascertain whether any
discrepancy exists between the two groups regardmg the factors in

 which they perceive they require training. At the 0,05 significance

Igvel the avérage managers consider that they raquire more training



_ in the factor of Socnal Sc:enees than do the best managers The best
L and '.werage managers perceptions of their own trmmng needs are o
_therefore largely congruaus. : S

56 -:fe_.kélaﬁonship' bmn Fm-_-aﬁd Demgrsphim -

o _' Amva tests were run withm each of the demographw varmbles for
" each factor I in otder 1o determine whether the means for each group.
o were equal. A mnety-ﬁve percent slgmﬁcanee ievel was selected

If the results of the Antwa test were found ) l;“.e sugnificant '
' chher’s p 15t-hoc test was sed 10 ascertain tﬁe direction of the. -
- difference, A ninety-five percet ﬁgmficanca level was nsed for
'Flsnher s test.

Table 33 Relatmnship between Tralmng Factors and Mmographlcs

e 'mmunf:y Adnnmsem-* soemrmfessimr
'-i‘."”"‘"“.’"’“‘-’”"""i’ __| Orientstion | on | _Selences | Ministerial

Jage - 4 | sig ]|

_ __Smulaer-hng Bxpenm o
ot Semm' Pomtlon '

r

'__Theologicazczuahﬁmon b s | oss
Seoular Qualification |- 1 Sig_'_ o

Geugrap}ueal Imatibn o | sig -

In tha abov& table "sig” is used 10 mdlcate rejactmn of the. null hypothesw In

such a sntuation theré’is a s:gmﬁcant relatlonsl‘up between the two vanahles
Community Orientation _

- No s.igniﬁcant difference wi., found among any of the- :
demographic variables for the factor Community Orlentation. The -

: ]
i
1



daxnographxc groupmg of respondenﬂs thus had no m:pact on the
percelvecl need fot training in thls factor, L TR

| -Aiﬁninisﬁﬁﬁon' .

Mixﬂsters aged frum thirty to thlrtyamne and forty tu t‘orty-mne
years indicated a s:gniﬁcantly greater nead for traming in
Admimstratlon t.han did the ministers aged from ﬁfty fo ﬁfty-nme
years. o

The age group twenty to twemy-nine years felt they had the
greatest need for trainitlg in Admuustratlm. If this graup had been
' bigger a sigmﬂcant differerice may have been obtained in - '
 comparison to the sige group of fifty to ﬁfty~nine yaars A ganeral
_ trend wag, noted whnch i icates that with; mmasmg age of the

' mlmster, percewed need for twaming in this factor déhreases. _'

Is was fountl ﬂlan;\vhita ministers want: tralning m Adnnmstranon
o s:gmﬂcantly more than do black mimsters '

S

= Minisiefs' holdin’g”a Bac’h’eloré, I-Ionours or Mastefs degree i'n '

~ theology want significantly more training in Adxmnistration than do

those ministers who have a dlp!oma or oerllt' cats in theolc-gy

'Miristers'whn have seculaf qu’aliﬂuaﬁons of a diploma or Bachélors -
degtee perceive a greater need for training in Admimstration than
do those wnth no secular qualifications, ' ' T

oo &

. Minisw‘"rs in urban settings indic'ate a significantly greater need for .
training in Aclmmistration than do those who minister to rural
' congregations

N - ,rii:'j n

VTR



N Miﬁisérs:whd have over fi fieen yiars o'f' service andj'those who
‘Thave between five ¢nd nine years of service perceive that they
reqwre sijimﬁcant!y more trauung in this factor than do those who
" have less than four years or bemfeen ten and ﬁﬂ:een years of
Cservies, _ : . .

‘ Wlum reported a greater need for trauung in the factor of Socnal

L Sc;enees than do bla*‘,k mimsters

ST

103,

o ngmﬁcantly more mimsters whn have a Masters degree in ﬂlcology '_

" feel that they néed training in tis factor than do those who'have a
R "d:ploma in theology as is aléo the case with those Who have an -

. Honours degree in iheolugy in cornpar:son to those wiﬁn a u*nploma

' orcertiﬁc:atemtheology. T N

In general there is a greater need amnng the umversxty graduates o

f'or training in the facmr of Sacial Sclences than exists amnng the ‘
: _coliege graduates

Meesiona:;mnisteﬁai N

- . -\i‘ -
' Whltes perceive a slgniﬁcantly greater need for Professmnal-
Mmasterlal training 'thau do biack mlmsters

“jr;

" The greatest differences pertaihing to training nesds within the
‘Methodist Church appear to b related to race with whites in .-
general mdicatmg a greatek‘ need for trammg than do blacks.

Secular working expenence and senfority within t?ae church ha,ve no_ .

g -sngmf‘cﬁnt 1mpact on the traming needs of miinisters.



N

IR

o lnh'aeCmnpewncy Com;:anson hm#een hnportnnee and Trﬁimng

3 Needs .

- zfvf Spearman‘s correlation was camed out-on the importanoe of the skills -
; and the trau'ung needs to demmm whetlmr there was & difference in the .
'way rmnisterfs rated the importance uf the skills and their u-alning needs .

El -
mn . ’ “

X! .
L e s

.a
. o

] _A correlanon of 2 48 was obmmd Whlch at tha 0 05 slgnificance level
L witha sample size of twenty~ﬁve iesms, shiows that ninisters are hkely ta
R rate. a5 unportam the same ﬂkllls a8 they re.quire tramlng in‘

g e

R T

P

2
[+
7

Ry

. '_'.__lt must be. remembered that some. ofthese differences may be e
amfacts due to the higher number of wh:te, graduate oldcr :I_;,f B
o '_ mmnsters inurban aress,
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Table 34 lntra-(‘.‘ompeﬁncy Comparnson hetwen !mportanee and Trmumg

s

' Adxmmuahm Skslla

. "Compubarl.ateracy L R

- Interpﬁmnal Cmﬂmtl-laudlingmﬁﬂagohehon Slnlls
B ..'mmarmatskma R '
Mnnagementskllls

| Theologm_l Undcrsmnﬂing_'

Gmnpewnﬂm

_saomwg Si.'iils

1 'Churcit& Commumzy Undmtsndmg

| Goaching, Moti\ratitm & Leadership _

.Slnllsto determine &wﬂeadsofﬂxedammnmty

E

i Diversity Accepiance Skills

'qupmemojmungsmus_ e

_ .Finding tha Right l’e;scn for tlm Joh

Rnnmug af‘ Mf.ahngs Sklllu o

C 2y

' .Pemasion skills -

_Prmntauon Slnlla {Pmnhmg, Tmhmg and Evmgelism) : :

-Paycholomcal Knowiedge

selfKnmvledEﬁ o .-'_,-. o

.Salmeagement

memsms - : \\

N,

Training-esds Analysis .~ - 7

}Jndarshandmg and Agp‘[mng How A/JJults and Childmn
Jearn

w

78

'Wm!ﬁpLeadzngS}pﬂs

Writing Skills

o

o

A



- Q._,‘aﬁmﬁ%é R'esmses to 'tfh'e_ Questmnnalre

-
._~—"' .

o In order to get the respondents to consider the. future the,y were asked to
‘think ofthe great soclal eoommic, poiitical and leglslatwe changes that o
' -'South Afnca is undergomg and will undergo over the next ten years ad
7 'viere then asked 1o note the most likely inﬂ:ortant changes that will occur
"_-mthelr.lob | R -

. B Gnly one hundred and sixty of the two hundted and twenty—one L
e respnndents answered this questmn with rost of their responses being very s
S _-._--_'_su‘berﬂcial The.y ae summarised in Appendlx F for interest R A

0

" . As a check on ﬂue competencles that had been 1denuﬁed nﬁnisters were )
| '_.asked to note any managerial compétencies not o# the list that they thmk

will be imporsant over the next ﬁve years or that they think. thEY wilt '- : -
retmire traimng in. No niew cempetencies were xdentlﬂed N

S

 SeionIl: StudyB

- _Demographnc data collected were . o
o -l_b_:_ . Wheﬁuer@he respondent was a iay person, A prubationer or an

S

. Demogrphic Dl of 6 Repodnts

o "ordamed minister, N
. ASG. . ' A _'l S - o
. "_-Homelangﬁage-.' S

" In total the results from five hundred and nine respondents who comﬁle:ed .
T questmnnaires were accepted. ‘This comprised one hundred and eighty

' | ordamed ministers, ﬁfty-tluee probationer mmisters and two hundred and |

| zieventy«cme lalty ' L } -



© Table3§ Age of Respondents

 Percent. -

20}

10,

'20-29 . - 80-39

M Ordsingd Minister (B

i

‘Agein Years

40-49 - BO-59 -  over 60

3 Probationer Minlster - [JLay Person

© Table 36 Race of Respondents

. P-erce_nt--'-_
100 [-——

20}

23

WM Ordained Minister

]

Black "

. ."l -

] r

Probationer Minister " Lay person
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Table 37 Gcmler nf Respondem

Peroent

Male

Gender

" EMN Ordainied Milster

Prabatlbnar Ministar

| Commﬂeg Rasked n m...s ofTraimgNeeds :

E:]LayPewon

" For each occupauonal cabegozy the scores for each competency were

- surmned and convarted toa percentaga. g

A

- W N -
RS
. n

g



=

LF .

1'[ L
Sl

('.m:upaﬁon_

M’imsﬁer

Proba-
tioner °

Mimster-

| Lay -

_:”.Preaemahmshlis pmchng -

avmgeliam .

n

- xn:erpemmlmﬂmmmmm

-' s |

e

thmg. muhvaw and Ieademhlp -
skills_

s

‘47

| et and ooty

1 understanding _

o,

| Theotogie! understandi ing__

_._Shllstodetermme!henudsuﬁhn
| community _ i

1 Worsh?p 1eadmg alu!ls L

40

B M_ﬂgémentshlln_

&

.41

- _Fmdiugthan@tmmforﬂw}oh

"} Toam work skills

s

"'Aﬂmimstranm ak'dls

- 4%

- = Diveraity acceptnnceshlla {cross
. culmre)

4

o Inw-personalskms _ o

50

L3

N

| Rﬂﬂﬂmsofmeetmgsshﬂs

Self man agement -

27

_,".'Payohologlcalknuwledge

n

T 23

| Vnderstanding and ing how .
. _nduitsandchlldmngmlyng -1

‘19

18-

7.

1s '.alfkmwiedg_& K

Tbainilig-neéds enslys:s '

14

s

a5
-

: _Intellenmal shlls -

i}

21

T

e

.Pmuam_m_ m;.ng N -

AN

| Computer itersey

Weitlng skilla

S|

-~

Eg{;ipmé;_.t operating akills

i

| 180

E

. Tahle 38 Compehmdes Ranked in terms uf 'I‘raining Needs m Pem»,nt



D Oompanson hetwoeuthenatmgsoflmportauoeorMmmers, e

o _.__:-:_.PmbauonersaodLmty o

o co

L

A Ch1~aquared goodness of ﬁt test was. used m de;enmne whethér the e
_ '_ ; .resulty ﬂ‘om the ordamed mimsters, probatnoner mimsners and lalty have o
'simxlar diatributlons.g At the 0,05 sigmﬁcance lovel the only dxfferenoe was SRR
jfor the oompotency ﬂndmg the right person for the JDb where ordainod
~ ininisters and laity dlffel’ed sigmﬁoantly from probationer ministers, ‘I‘lus
T may reflect prob&tioner muusuers laok of lmowledgo rogardmg the need
o ) fordelegap‘on. o Lo I o

L

’s correlatlon was caxﬁed out comparmg the 1‘31"183 "f the 13“‘3'

B - and tﬁe ordamed rmmsters in order 10 determine whethor the two groups o
_ _viewed the imp&‘ttame of the oompemncles ssmi'iarly A correlatlon of _ ”
.0 95 was obtained whsch at the 0 05 sngmﬁcanoe level}ﬁwlth a sample s:ze
Tof twenty-ﬁve items, shows that the perceptions of mm:ster:al tralnmg
C :'-neods are the same for m:msters and Iau:y CareE



- Section IIl: Comparison between Results of Study A and B °
oL '_.._Demogf-aphicnetan‘k . |

. N ’I"he only demographic detaxls fhax both Study A and B have in m‘n(fn for I
 ordained ministers is agemdmceof the respondent Both of these will be

"-compared/

| .-._Tablesy &ge ommmaem

" |

20-29  © 30-89 - 40~49 . 50-59  over 60

i - The age profiles Dfmém'@mbiGS'rm very shmtfar,

N N PR . . 0

0
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) “Table w:\'mee-' ac pt‘i_aes'pbhgmg-'__ L

)

Percont ~

100

 Oversll in both studies there wers more Whi_tes-thAﬂ*-bIaéks. L

-

- _ The rank orde‘i‘ trainmg needs as 1dent1f ed. by ordamed ministers and laity
o 'from Study A and B are presented nverleaf 6 '

L
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Table 41 Comparlsc)n of Rank Order of Twima;

Aam‘lB

. _;’..::.: . J,r .-’

I:'I'

R

'; Nee&s Beﬁween Study

el
)

RdnkO‘rderhi’Trmn!ngNwds

Ordained

Swudy A

' Ordsined’
- Miplsters

Stady B

Lalty

Intm'pemmul conﬂiethmdhngand
néﬁohahm shlla

15

-Skills to deternune tha nedds cfthe
wider commitnity - .

1 Cmclung, motwnhon and leaders}up

Trammgneeds analysis -

185

'Churohandeommumtyuudmtamuig IS

Undérstanding and app]yulg how &duits
and ah:id:m lm .

e fw [ fw

185

: Psychologioal hwwledgc

.16

16

o Management skills

.' 4-5_‘{"""! L

o

Interpersonal Shl!ﬁ

- 14,5

Tcam work gkills

108

."Fmdmgmenghtpersonforthejob e

65

105
5

1.5

2k

ot

- ._Dwemtyaccaphnoesh]ls '

' Intellaotual slnlls

135

R

205 |

Computer hteraoy _

135

20.8

Persuasion akills

185

205

155

mogw undérstandipg
Salf nmnagemmt '

S

145 |

| Presentation skils (preaoiung, ;mhmg' '

' and evangelisin)

155 .

Worship leading skilly .

| seif knowledge

3

10 -

Writing skills

Administration skills

o

Running of meetings akills

8 .

Bookkeeping skills: .

205

| Equipment opershng ..skills

s

25

W

T

e
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o 'l‘able 43 Cnrrelntion of Results Between Study A mnd B

-'Smd:'.ﬂ- .

| stmaym |

_ A ope.uman g correlaﬁpn was camed out on the training needs as e
'identit‘ied by ordained mmlsters and laitv of Smdv A and B, to
 ascertain whemer their ranking of the skills was the same 'The
o fnllowmg cnrrelatmn coefﬁments were obtamed. S

:mmwa

043 |

048 |

| Ministers |

| Study B

| Ordained” |
- | Ministers ¢

043 |

=

T _0’95_ -

{ Study B

_ La:ty

Vf"m% f

> Al the abve oorrelatzons with a samf:‘le size oftwenty-ﬁve items e
- are sigmﬁcantly similar st the 0,05 signiﬁcance level, '

BRI

j,ua-

-



chapter_fs_- ms@_ussian ot”Re:mlts .

/‘_/” :

| _In tlus chapter ﬂleresultsmllbedxscussedm thesameoxﬂer as theywere
* previously presented. Th(éefom Study A wilt be discussed ﬁrst fonowed by
| Study B and finally the t\(}o studnes wﬂl be companed

Response to Qnesﬂnnnah:ef ‘

e

. “
f u .

S .u:__The forty pement response rate is h:g lsi smoe, acoorrﬁng to R
~ Bmory andcooper(1985),ath1rty yitcent response ate istobe .
. expected from postal-type thonﬂau&s A good respdnse rate o

' was obta.med front most of the d:stncts 'I‘he fact that the

ministers had o send the. questmnnaares back to their bxshops

- may have r.mmbuted to the. high response tate Although it |

'_appears that the best mandgers had a h:gher response rate than -

“ _the average managers this was not stanstlcally sxgmﬁggpt

12

(Tﬂblei) Y \)
.Empoﬁam of the Competencies ™~

124 Séope'nfﬁthg Caﬁlpeténcies' |

| All the competencies that were mclnded in the _
' queshonna:re were seen 1o be important (Table 12) and
" no furthér managerial competencies were ident:ﬁed by )
= respondents This shows that the r:ompetencles 1dent1ﬂed

th

o
ey



r:omprehensmly ccver all managenal tasks conmged
: mtiun thejnb of a mmi’mr e

- 1 2. 2 Cnmpetenciesnankedin 'rm ofImpnrtam:e
- The onmpetaency wluch was identified as being the most
-~ impoxtant is presentation skills whlch mcorporates o
S pmching, teaching and evangehsm As this is R
SR ’tradmonallyaweptedtobemepnmaryroleofa '
o 'm:mster, this ﬁndmglsnot surprising, Whatis
SR _mtemestmg however is ‘that the following dix hlgh&t rated

 This is opposad © the four competenmes which are mted
least lmmrtﬂnt wich all do niot mvolve lmman o
' mtetacuon (Table 12) .

) | __The cumpetencles ldentxfied and ranked in 0rder of
- 1mportance are the competenc:es that mlmstem percewe

/;x - - _ :ﬁyﬁm For a person coming into thé ordained
‘ istry tﬂ@se are the managenal competmcies that they
| | - will have to acquxre It is recomuiended that in the
e - fature people coming into the ministry be u'ained in the
L -_mauageﬂalcompetenciesthatarepercewedtobethe
' m0st 1mportant nmnely o

. _ L I Presematmn sk:lls (preachmg, teaclnng and

S : o evangehsm) ' | : _

* Church and cemmumty understanding

. "Coaahmg, motivation and hader&hlp )

" Finding the right pergon for the job. |

- Inte:persunal canﬁ;ct handiing and negouation -
_skzlis. :

e " @ e
b .

'.onmpetenciesallinvclve T(mmm relations and interaction. . :

O will he:mportanttot.hem in SOl.lth Africa over thanext B



;

| *1.2.._'3'

//f‘k _

P

o

N Smce pec»ple cuming mte the mmmtry need A0 aoqmre 50
| many dwerse managerial competencies it m~v be-
| necessary t group them into mmmon areas, Thm was
o aecomphshed ‘by factor analysis '

Tnterpersonal skills,
* Management skﬁls o |
* Self management g
. self knowledge, -
Team work kils,
B -Slﬂﬂs to determlne the needs of the widef
: commumty* .
' Theolngzcal understandmg |
: '-Dn_v.ersity accept_amg_s_hlls o .
R

%

F’aetdr Ahnlysis of Imnpnﬁénce._' |

| D1fﬁcu1ty was expenenced in 1dentifyC1Lng the numbﬁr of

. factors to' be retam&d The final decision was made on
| the basis that the competancles appeawd subjectiVely. ;
o be accomwmodated fnote appropriately by a four factor
i solution than by a thres fuctor solution. Smce elthar

| _ _number cali be substantiated ] four factor sulutmn was o
: welected {Table 17) '

A model of the managerial competenc:es that people

called to the. ministry need to acquire is presenw@‘below, -
A minister should have proficiency in the most 1mpurtant' o

- importance factots ie. Preaching and 'Feachmg,
. Community Orientation; and Maqagement of Self and

Others. Administration is considered to be of less
 importince-and the tasks can be more casily delegated to .



P . e

4

~ Figare 3 Model of Managerial Competencies Required by Ministers.

o _secmtanes aa;ud mmbm‘s ofa oongregahon (Tables S
- 3 18 - 21): To &ymbohse this the three primary importance © .- RN
. factors are represenwd ina blgger pnnt ;md jo;me,d by a

. tlucker lma to one another. : |

manage.nal com

P
i

LN

 ‘The responss to Qu'esitid'na conéerniné the training tieeds -

. of ordained mimstars indicate that a course coveting the

cies is yrgently required. At present
no formal course is offered as such at undergraduaté |

levei or as part of in-service trammg (Hatris, 1992,

-_ #'Petsona] cnmmumcauon) Itis suggested that such a _

| course be instituted at an undergraduate Tevel add.resmng '

- the competencies 1dennfied as bemg lmpertant and 'smg

- _the above model

o



" Thepurposeof*thecoume wouldbetoacquamtﬂm -

e students with the toticepts involved in management.

Actual management tmmng wauld however be done later

-  during in-service training. for ordamed numstexsi -

_ﬁ 'prahafaaner minister, before he has had expenenee in the G' N
o 'chtm.hf will be able to understan the unphcattons and -

a -

. Managenaleoursesforordmnednumstersare R

- '-reeommmded since pmhanoner xmnisters do not. have the =

.gdded manageml funcuons of bémg a semur ocr o

ol :

= -";'supermtendent minister or sc;;wmgoncomnmms of SRR

! ts’ Teis thus unhkely that the

| pracﬂgal usefsfthetopwscovered Furthermore SRR

- probaunner mimst«rs need to concentrate on theological
o sgsdles and there is the:efore very little' tune o T
opportunity to aoqulrg managerial competencies durmg

| probation, The proposed oourse would cover the

theoretical scope of all the managenal competenm& -

| “‘"‘““ﬁe“ by ““ﬂism 23 hemg lmportant for the naxt. .

' ﬁve years. o

~
f ‘1

The three genenc managenal factors ot‘ Scmth Afncan _
Busmetas School gradua,tes that Slabbert (1987) 1dentxﬁed
~ are comparable to the factors and cumpetenem xdentiﬁed
in thlse study, An explanation for thig conld e thaf. a
_ " numsim- § an is pmbably more dwerse tha,n any‘husmess
o manager’s job which is why the current study idennﬁed a.

o grea;br number of competencies which have been

R gmtiped mto fout factors, as opposed to Slabbert’s ﬂu‘ne

foposmble to equate the managerial roles xdenuﬁed by
tzberg (1983) 10 the. importance factors i ttlﬁed in

ﬂ}bpresent sudy. ,q* |

N

P



5 Under Commumty Oﬂentauon the followmg roles of
| '_'_'_Mmtzbezgcanbeaccommodated PR
" '-”-_Momtor R S

e

o

Entrepreneur

" Disturbance handler Lo
, | Negatiaﬁor

SR Tae factor of Management of Self and Others mcludes
! "theroles thatMmtzberg termed IR

© Leader

| """mssem:nam S

S

o

o Fmaily, Mmtzbergﬂs managenal role of Flgurehead
e 'probably falls under the. factqr of Preachmg anﬂ
| '3_--_.'__':T°a°hm$ | IR

*
-_o' .

- 1t is noted that done of the roles that Mm (3933)

postulates falls under the factor of Admzmsq-aubn _
Pethaps this is because, unhke senior manage‘rsﬁvery few

| numsters have personal assistants‘or even their own full~ _'

time secrera:y ‘These admipistration duties that i in
business would be peaformed by an assnstant, are often

:camed out by the mmisﬁers thamselves

-

__ If théfimmca factbfs are d'ompared with 'the'clustér’s e
 that Boyatzxs (1982) proposes namely Goal and acnon -
- managerhent, D:rectmg subordmatas, Human resources _
. management and Leadership clusters, all could largely =

be accopmodated within the factor of Management of



.

=

Self and Others Perhaps tlus 1s because the pres;ent .

sector coulcl dalegate to: subordinates Tlus nmsxta&ad'a h

.wide, range: of actmtm to be mcluded in the managmal

. :-"tasks of a m:msmr which resulted in facmrs that are all-
. : -ancompassmg ' u sunﬂar appmach was adopted by Van
. der Walt (mag) in his study of agticultural mensmh

. 'oﬁ“wers. S s;xspeched that the factor of Management of

S ' Self and Othew mcludes afl the clusters that Boyatzls

Relatmnship betwet,n Ratmg ot‘ Importance a.nd

Lﬂmsmrs in urban Gitations were fiot found to dszer

- the factors of Commumty Onmtaﬁon, Admuustratmn

and Management of Self and Others are mote unportant

‘ '  -than do thbse whu nnmsiaer to rural congregatlons.

. grqater commux “} Lwareness due to smaller’ numbers, :

| Pessubly m U™ ~ommunities thers already exists A

) more clearly deﬁned eommumues and-e egmer acoesslbﬂuy
"~ to the commanity and.thetefére minigiets may feg] that
___competendms required. o mientct eﬁJ kctwely with the

comtmumty are not that :lmportant. Within an. urban

sx,mauon howevqr the community 1., ’more diversva and
s :--r-l\f\_-'fm,-, a‘aqsire greater competency an the part of the
minister to bnng about wuperanon and ‘unity (Table 22)

4

| "__ﬂgmﬁcanﬂy from thmrnma; counte\rparts»&a”'"‘ﬁqus of the .
- -"percewed Importance of mdmdual managenal T
_ -competencies I-lcweves, urban mxmsters mdicate that



Ry

I

o It is mtereshng to note that tha demagraphm kmkgmmd
- of the respondents had no influence on their response to
g _'tlle importance facﬁor Pmchmg and Teas:hmg _
o Ministers’ peroeptmns of the 1mpartance‘ of this factor
- '_ "thus appear to transcend demographm bonndarms ’I‘ius o |
~_could be the result of the largely umversal tradmonal '

AN

view of itas a mhﬂster’s pnmary ftmcuon. g .

o Age, secular worlnng expenence and secular R

- qua]iﬂcatlons have no effect on the perceiqu 1mpommge 3 o

of the factors, while Tace and: geographlcal location . .
 appear to have the gr&atest effect on pewepnon of

© . importance (Table 22). However the results could be -
- skewed as a Tesult of the greater number of white, urban o
- graduate numsters who remrned the: quesuonnmre e

B : In general wh‘ltes, urbam m:msters and theologmal
o grat.luates rated the imporiance factors hrgher overall than

did their eorrespondmg counterpartsi -

[ . .
'\.r’

Pnor secular worlung expenence and quahﬁcauons were

not found to have any effet;t on mnuaters‘ percept:ons of _

important managenal competencles, theu- ﬂﬁﬁd for -
training or their performance as managers, The only
‘trend noted was that mm:sters with secular qualificauons

| mdimte 4 greater need for training in the factor of
* Administeation than-do numsters with no such

"quahﬁcatxons. e @'{

o

- .

A

-

Y !

- Possible reasons for this lack of influence exerted by '
secular experience may lie § in the research de31gn where .,
the quaetmn concemmg thxs demographm vanable rr-erely '



requxmd a guanutanve response an& did net mvesﬁgate

R stated that they peromve a need
s the twenty-ﬁwa compgtmcxes and thuty«five percent ofall |
- the respondents felt that they couid do with trainmg in all o
- the competencies (Table 23).  This means that the .
o ministers perceive themselves to be in- need of much S
| 'trahung in manageual competencles | o

131 Competenn%eskaﬂke&mTemsomeiningNeeds

It is noted that sxxty-ﬁve perchw the re.smudmts .

2

ey
#

_ '._Thegreatestneedfortrammg:smﬂwareasof
o : mterpersonal cunﬂlct handimg and negotzahng skills and
 'skills to determine the needs of the wider community. -
. fThisis iprt:a'bal:bly"‘as a tesult of thé'tfoﬁbléd and unstable =
| chmata prevallmg i the country at present, Now more
than ever mmtsters are called to serve their congregat:ons 5
i 2 maner that is releva,;ut and effecuve. - IR

It is seen that the competenmes that are tradxtxonally

associated w;th muustry such. as theologxcal
‘understanding, presentation skills (preachmg, teachmg

) and evangehsm) and worghip leading skills are {}ui}\

" ranked as & training need half way down the rank order - -

(Table 23) Although must theological trannnmfacuses N

the nature of the secular work or quahﬁcauons. Posmbly SN
© ainore detaﬂeq mveaugahon would find that parl:tcular -
| *YP” of m‘“ ﬁxpmence have more of an effect than

értralmng in twentyof o



6

R T

.
kg

trammg mimaters melva is adequate in the areas it

SR covexs. Howevér it may ot be meeung all thelr other

trammg needs due 1o the liited scope ofc;ourses L

”'Tobemeanmgftﬂthereforethetrmmngordmned __
.~ ministers receive must bé in competenmes inore dwerse
o than those tradlhonally assoclated thh mnustry |

o The hst of trmmng needs pemmved o be reqlﬂfeﬂ hy
A ordamed numsters is very long It oould be posmlated

R that ministess cannot acanss theu: training needs and -

" therefore responded that y requlre training in. -
e . 'everythmg. Iﬁ)wever the order of training needs L
' -identified js suppnned by Study B and alsd by the lmty s '_
" identification of training needs. A comprehenswc T

recommended Tist of competcncaes, for trammg of -

N ordamed numsters for the fext ﬁve years is presented at _'
s 'the end of the chapter . -

S

B T i must However be aocepted that th perceived need for -
~ training amongst thie ordmned mmlsters is real and ,should -
) I__themfore be addressed '

= To sausfy the traimng needs of the ordamead mzmsters 1t _
© is'necessary to group the comp?/beucles into like groups. a
 'This is prowded for in factor analysm '

o pnmanly on ﬂzese areas, ordmneﬂ ministers do not‘\) o
- cons:der them fo be a pnonty ﬁmmgst their current

'ttaiaingneeds Tlusoould mdlcatethatatpmsenwhe o



132 F_iictbr Apgiyﬁs'of Training Neeas . -

| -The ttmmng factors that were 1dent1ﬁed namely Soc:al

Smences' Professmnal«Mmmhenal skilis, Commuﬁity .

- o GnentahonandAdmmmhahoncouldformthebasnsofa_ _
C. 6 useful four semester syllabus for in-service training since

o | o .they represent actual neer.ls perceaved hy mmmtcrs. o

.: __:_.'_Amodeloftheu'amingneedsofordmnednumswrsfor
semoetrmnmglsasfollows |

-

Iy : L

Figure 4 Modél- of 'rrﬁhmg Needs of Ordained Mlnisters

EN

'_ 'I‘he most 1mportant trammg needs 1dent1fied are Soclal -

_ - Sciences, Professmnai—Mmistenal skills and Commumty R

Ll | o Onentatmn. Admuustrauon skills are seen as Iess o
o | xmportant 0 anqun'e and for this reason th:s aspect is
representad in the centre 1 smaller pnnt (Tables 29~
. 32) ’I'he funcuons nf Adnumstmnnn can be. delegated



| more easzly to lasty and for this. reason it is shown to be .

| '_'_lwscloseiyhnkedtoﬂ‘eomers

" me the results of the. study 1t. appears as 1f t!lere isa a

,) 3greatneedfomanagmaltrainmaam°ﬂsaﬂmm U
- It is recommendedl that a course, addressmgﬁ itmnmg C
-"__.nwdsofnﬁnismformene;tﬁ"ﬂyﬁfs ﬂsdel‘wm. SEITEIRSS

" the above model, be implemented for m—mmoenaming -
 This system would be similar to busmess schools where ~ -

' busmess expenence is. reqmred for acceptance o aourses._. S
- '-Tlus wculd enrble m:msters to relate the ﬁieory to o
__-'pracuce more easdy '

. ._Tha divetss list of tl'afhmg needs ldentxﬁed by mm,sm
. supports Seyles” (1980) assetion that managers do 2 lot

of the work themselves‘

1.3 Relatwnship between Rating of Traimng Needs and S
o =_-_:Demographncs

Tt was found that in general (Table 33) training needs
~ were found to be stmilar across the broad spectrum of

ministers sampled in this study. This coulu'reflect i

- widespread Jack of training in similar areas. Exceptions
1o this trend were found largely in the factors' of

 Administration and to a lesser extent it Social Smances

and Prof‘essmnal-MimstedaI skxlls. _

In Admuustrauon younger rmmsters report a graater need

- for traming than do clder miristers. This could indicate

Y

_that in the past nﬂmat_ers received training m-this_.al_-ga o

 and that tis sort of trainin has subsequently been

\\J



o stopperl or that adequate admmstmuon shlls may |
RERE develop wnh eqcpenence R ;

T

Froen o0

Mmsters wha have secu.ar quahﬁcauons pereawe that .

o they requu'e more training in Administration than do- -

.' _ g O [ mn:s!sers wnhout secular quahficauons Perhaps they
e . oouid be more aware oi“powntlal for 1mpmvement

Urban ministers feel that they reqmre more h'ammg in
the facm: nf Admnustrahon than do those Who nunmter _ _
{ p“‘al coﬂgregahon‘ In urban situations people. arc R e
g erally more awars of busaness methods, aocurate S,
recurd kge.pmg and issues of aewuntabzhty, ’I'hls may L
xequmaghe nggxstex = have amore hng(ly deva}?ped
*eemm rurat setwﬂz:% wher’é other mmrs may
assume pnoritys. L P '

RPN AR

The dlscoiitlnuous percepuons of the t.ranung needs of T
> ministers aocordinguto fength of Ser(ticE ¥oF Social | .
| Sciences could be an artefact attnbutable to a sma]l | B
Subnsmnple size, 3N o

]

. T

o Ministers wnh theoiogical degre‘es foe thet they neéh
7 more training in the faciors of Administration and Soc:al "
~ Sciences than db“uollege graduates while for o
DY Admxmstrauon, Social Sciences and b essionals . .
o /\ T Mnmtenal skalls, whites-perceive ihat they Iﬁq““’“‘ more .
o ' tmuung than do black muusters. This cuuld be because __
~ the whites and umversxty educated rmmstars have had a. " s é‘é o
“broader exposure and may be more aware{ nf what is R
anlable. : ' DU

A

W
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A batrea.ted with great mrcnmspacuon.

1.4‘1 _D'_et_uogl_‘al’m"'s' | o .’If. .

A ﬁtrt.her mteresung ﬁndmg was that Pﬁwﬁﬂﬂs of ‘he

 demographic hafriers (Table 33). Sisilarly, for the
factor Professwnal-Mimstemal skills the only |
 demipgraphic variable which appeared to mﬂuenoe g

wls

- need for the fastor Community Orientation trausoends a

 percsptions of the need for aining wa that of rice,

| Asa(hroad generalisation the ministers who perbeive the

- greatest need for training are young,white graduates in

~ urban churches. This is probably dué“-tb this grotip
e hxowmg more about each of the competencies and being
| 'more aware of their neads. The differences in training

_' needs belween the demographlc gmups themfare needs tc'f L

—/:-N-‘

Of importance is that there appeared fo he a consensus |
- among migisters regardmg the areas where mﬁst trammg
| s required, name_:l_y_m the areas of Community
- Orientation and Professional-Ministerial skills:

Coﬁlparlfioh_bgtyéeen Goad ﬁnﬂ Avel*age Managers ‘

_In general very few dii‘ferences between the responses of the
. best compated to the average managers wera noted -

It was fdund"that the bﬁly significé&nt 'démogxafihiﬁ'
' vanable differentiating between the guod and averaga _
 managers is length of service, where the best managers

had a longer length of service than average managers -

(Table N This may mcam that prevmusly mmlsters were

. ]




1.4

L -'As a broaﬂ generahsauon the mmxslssrs who perceive tha | :_ o

greatest need for trammg arg young,whma gmduaﬁes in -

" urban churches, - This is probably due to this group
'lmowmg more about each of the competencies and. bemg
' 'thore aware of their néeds, The dxfferenm in traimng

o -:needs benvean the demographw groups therefurs needs to -' _

be treated with great cnrcumSpectlon

Of 1mportance is that there appeared to }ae a oonsensus N
. ameng mm;sters regardmg the areas whare most trammg
s reqmrecl namely in the areas of Commumty '
E Onentatlon and. Ptcfesmonal-mestenal skllls

'éﬁmpar;m betw"eeﬁ Good a;ud AvemgeManW B

e

- In general very few dxfferences hetwaen the responses uf the

o best compared to the average managets were noted

1.4.1

S

MOgmphiu's _

o It was found that the only s1gn:iﬁ;;ant demngrapmc

ma_nagers is ]ength ﬂ.f_se.rvice, -'Whm the best manage_rs | o

By

variable dlfferennaung‘between the good and average

had a Jonger length ofsg_r_}yibc than average managers -

(Table 4). 'This may mean that previously ministers were |

| a A further mteresnng ﬁuﬁiums that perceptwns of th
' B need for the factor Commumty ‘Orientation transcends aﬂ
N *demographlc barriers (Table 33). Simifarly, for the L
| o ,factor Professxonal-M:mstcﬂal skiils the mﬂy |
* demographic vanable which appéared to inﬂuenoe o
- --pe__rpeptmns _of the neec_l for.tram_:_mg was that_ of race _
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o n'amed in managenal competencies or that manageﬁal

wmpetmcws can be: leamt through expenence.

' v n semoe ‘training in specxfic managenal competencxes EE |
§ '."'_Wol_!ld be.expected tq Spﬂ_ed_up tl_t;s_process LY

o 'The blshops did not neoessanly pemelve the o e

. supenntendents, whose gobs emaxl more. managenal work

" than those of:mmsters, o have better managerial

o -competenmes If these results are acoepsed it would :
- appear that the selection of superintendents by ths -
N Connexion is niot on the basis of managerial

- : competenmes. Of sugmﬁcance in Seuth Afnca where
 racial dmsmns are typically smdent, this study found

' that race was not hnked in any way to percepnons of o

o good managemmt. o

w

- _“;Mnumal differences were found in the percepuons of the |
- " best cnmpared to the avera.ge managers conoemmg the B
~importance of the different competencies, Tt had been
o antlmpated that the peroeptlons of the. best cumpared to

* - the average managers would differ to reflect different

values. However only minimal dlfferences were ewdent. - |

Ty

- Ttis mtexestmg ta note that the best managers purcewe

. ianagers. This could be because the best managers have e
on avesage served longer penods within the church than - e
the average anagers and may be more resistant to '

computer slulls to be less Jmportant than do the average '

change. A minister who has coped effectively over a

- long period without a comiputer is uniiké!y_m- appreciate ;-




' 5 1.43‘3

e e

CoE e Cl Ty

. .

| The st managets rated mte.llectual skills as more

| 'importantmanﬁxdavemgemanagers. ’I‘hereasonfor
| '.._Iﬂﬁsmpﬁhaps ﬂlatmnnsterswhoaregmd managers

e

.._5..'-_1ts heneﬁts and may thus ﬁnd oné unnewséary wlnle A o "
" young minister may more readﬂy mhse their worth Ve
o 'wuhmthe church ofﬁce __ S

' ,.',:may value 3 mure rat:onal»lagica] app:roach to the:u' work .
- as opposed to 3 more emotive approach and may -

therefore valne mte]lecmal skills more hlghly It is

o 1mportant to remmber that the dntfermtaauon the bIShops :
Cwere asked to makewasnut between good and average
- 'muuster& hut between goor.t and average. managem thbm

o slnoe very few dlfferences between the 'best and average
= managers wcre 1denuﬁed usmg ’T—tests i was not
o expeuted that the facnor loa,?;lmgs of the m"pm'tance of the
 factors would d1ffer mgmﬁcantly Thzs was foundJ.D 'oe

:_thecasc

" Average inﬁhagefls perceive fhey fequife mote. thaining e

N

-~ than the best rﬂacmgers in competencies rieeded to cope
 with-day to day runing of the church (admim“trauon and

S witing slulls) and dealing with mdmduals and gl‘ﬂ“PS o
Ca : Wiﬂ'lll'l the congregatlon (Saula] smences) Whlle gOOd -d _:.
minageré would seem to indfeate that of greater / o

1mpartanoe is the develupmen‘mf competencles to
o effectively extend then‘ nnmstnes into the mder

ccmmumty.




S R

| i ____Poss:biy a gnal in the trammg of numsters 1sior -
o ‘ministers to develop the:r oampetmclestn the stage )

o ThiS.ma)""-bet_lue-tpi_' | |

- e

MJ :

. where they 50 affechvely motivate and manage. thelr S _'
gregauons that not. only ars the needs of the
) -'congregauun met, but that the congregaﬁun, under the -

SR __-'_leadershlpofthmrmmister,caneffactan1mpactonthe 3

"'__WLﬂercomuth«% T

I gener;l therefoxe, very few d:fferenoes were apparent 'j .

o e -betWeeﬁthepmewedgoodanda\veragemamgm.-_ R "

.L.,)

N E ’I'he absence of an objectwe measure of
S __.managerial competence - o
f - T{xe bishops mabxlity bo dzst.tnglush between a '_ s -
- good and average manager - o
- ® - The bishops not selecting the best managers but -
randomly sending the questionnaires -

L "I'he'-bést and average mana_ger_s actually -
. identifying similar training needs. .

5 _De:ﬁographics .

- - Whﬂe it was reahsed that tha mclusmn of xace as a damogtaph;c 3

variable may be construed as racist by many, it was aonsxdered

| that black arid wlute mmlsters, on the basis of cultural and o
e expenenual vanablgs, may differ conmderably in their responses o

and so its incorporahon was expected to add conslderable vaiue

_ to the study The results fron the study support this premlse as

131;1ﬁ ?f'
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S ___-"-_'sxgmﬁeant” d:fferenoes b~ cen rac1a1 groups were found in thelf'
" perceptions of 1mpoﬂance of She competenc:es and i the.1r _ .
N .-percemd need for trmmng in the eomtmt?hmes (Table 22) 1t is SN T
; __'Qf mter&sﬁta note the ﬁndmgs of the Chi—a. .ved 1, st w!uch B s
" indicated that race is s:gmﬁcantly related o aga, Smgth of = . -
: aemce,\ semonty within the church, theologwai a:nd secular |

1&2 }

uquallﬁcauons and 1ocatlon While this does not in any way
indlcate a causal relatmnshp between tace and demogmphxc

' variablas it dloés h:ghhght the many dlffermces etv/des
| 'samples of /vhite and black nunistefs (Table 11)

* - Another sigmﬁsant dwimi‘n 1dent1fied thtun the chumh is the

_ '_ geographical locauan of’the congregation which was lmked m
P dzf‘ferenoes between mspdndents' mtmgs of 1mportanee § o
R ('I'able 22) and trai'ning needs (Tablefas) o

t'r.

- Cagmsance thérefore needs ta be taken of *he dlfferent peroemd o o
L :-tralning needs of black vmus Whlte and urban vem.s rgdal e

o 'nunisters ‘Similatly a nnmster may require addinona.ytrmmng 1f
. mn\red fro a rurai o an urban chureh and v:ea—versa. o

16
N TramingNeeds

: tmimng needs yielded a. very high correlaﬁon (Table 34) Th1s

Intra-Competency Compumson between Importance and

- .on
0

The mh'a~cnmpetency companson \Between 1mportanee and

r

mdwates that the mimste:s are hli@ly to raw as 1mportant the(

- same competenc:es 28 they percelwﬂ;\ey requu‘e tra?,mng i,

. " .
v
N

...-«-.,

i edF

s ) -
a . . .




- =\\—:_._. -

| ..-\A»_MSter&requueduaRungmm arlessp';a,n_t;en.l_tems_

_"_Caution fiust be exerclsed when cxamining g diese re.mltx as the

. _fonnat of the quesuormalre presented a\riforced chome in that

" needs, :I‘hni wople nould not show if they thou,ght that

L Smoa the tespo | -nse'me was ve;-y 1ow for-black ministers and" ﬁ

: black lmty the differences in reSponses between biacks and
o wiutes wene not mvestlgated -

v

. While the total sample size-for Study B is urge,'ii mustbe
remembered that the sample of black ordained ministers is v&ty o
- small, Any mferenoe o the basxs of race is therefore extremely' o

- d“bw“s (Table 36), It is. not c]gawhy the respandents were
- seventy-e:ght peroent wlme since the racial com‘i)omt;on of

 synodsi is probably closer o ﬁfty»ﬁﬂy (Massey, 1992. Personial e

- oommumcahon) A posmblhty is that the black laxty did not
 -understand the quegtionnaire or that they chose not to il it in.

Since delegates had to- complete the quesuonnam: outside of
. synod it is possible that black delegates: chd not have the

facilities and thys were unable to do so. The very low res;xsnse N

. rate fmm h!ack mmlsters is harder o explmn

il . . . :
. Lo . .. . .. I

o . .T!_.- '.'mspondents had&’ﬁn select ten of the twenty-nine items as trannng._ - : :

. e
.- {,_'l\". T



)

Q 9-.. . c;

B 'Not surprisingly, mﬁergersmal ccmfhct handimg and negotmhon |

. skiliemerged'very high on the list of percéived training needs -
&« (Teble38). This probably reflects the era of instzbity tat
. South Airicais corrently experiencing with both miplstps and

"changes that. arehkmg place. This was supported by the o
' qualitanve study which reqwmd respondents to present any
o snggestions that they felt thé Department of Bducahon for
.-Mimstry should. consider tegarding the trairﬁnf ofmmlsters
- (Massey, 1991 Pmona'l commumcatwn) o

e e
‘;

A compfﬂlenm\’ﬁ list Df t,l‘alnmg ﬂﬂﬁds as ..V.ﬁd by bﬁth Lo |
..--;mlmsters and the 1‘“@ le be found at th&end ‘of this chapter- E

i z]jd Comparison between thellatmgs oflmportance byMinJ.sters"_."' B

: :andlmty

| .'__mu;gsters as 1dent1ﬂed by the lalty and by the numsterﬁ
N th‘émselves Lo LA -

-

-3 " Cnmpariébn .of=-.-£t':aining" Needs between Study A_-an_ﬂ B

o

31 Trﬁining-Néeds o
s@%;ﬁcani‘%lmﬂanty was found between the rank order of
_tl‘mrlmg needs of n :mmsters, as 1dentxfied by erdamed mmlsters,

- in Studies A and B and between iajty of Study B and ordained S
 ministers.of the two stuﬂxes The twa studies ylelded three. rank' S

y orders of trammg needs that oonﬁrmed one anoﬁ:er

M T

A, i

their cong:egauans having to eome o gnps thh tl:e monncaa%s; ) _

 --|- ctin e . yea-@rf“_ "._'_.i\.; Needs

There is. a mgmﬁcant snmzlamy between the trammg needs of . e



. L=

_'Stmﬂaﬂty between the mmxsters and the ia1ty indieated thatv the o

o \i'tWO groups have the same percepnons of the trammg needs of
e 4 mmmtexs and thexefore probably view the job-of the: mm:ster m

ey (a8, The posntal s s )

© Iaity to reliably evaluate the training needs of their mi:;{sters

" peer assessments 0 be significantly telatedl to work—uutput "_"'\J
- . measurés, ‘Together with other methods, Isuty - evaluation wﬂi
'_'pmvxde a valuable dagngsﬁc toul fok ascertaining areas fm'
N mmmhenal developmenf Furthemore, the mmilanty of -
- responses hetween the two groups means that 1t is unhkelx that e
responses to the questaonnmre were made randomly by either | o ? o

- based on the Menuﬁedmmpetenmes Research ufammﬂar N

f ‘nature was eonduuted by LeWm and Zwany (1976) ‘who found o L

' Itisnoted that the training nceds identified by ministersin
e __.smdles A and B dlffered more than the ministerial trammg ST
© needs 1denhﬁed bymmmters and lmtyinStudyB. Ths T

_dxfference is prohahly attnbutabie to the dnfferent methodologles \ _;

.I;_usgd (Table42) RS ;:_“___ o

© Ofinterest is that in Study Athe minisirs were askod to

{dentify their own training needs while in Study B they were: -~ R

- asked to identify the. trmmng needs of ordamed minisiers in

general (Tablé 41), The falldwing were All ranked conslderably
hlgher for others as compa:eai to their own trammg naeds

‘- : s

| Presemnnon skilis (preachmg, tmchinpp aml evangehsm)

Theologlcal understandmg .
Worship. leadmg skxﬂs |

'Admlmsn-auon

'__Runmng of meeungs skﬂls..' |

..



: sk:llls to detenmne the neads of the wxder oommumty
2 PsycholOElcal knowle(lge; e S
:"_':-'_:"'I‘raamngaaeelﬂs'é‘nalysis skl]ls R R
.. Understanding and applying bow adulm and chﬂdren leam o
h ) Conputq;rhteracy R £ e L
| | : '_'Persuasibnshﬂs BT N
-:_'-.mteuectual skills .

f‘ R

with the mmmtry, numsters feel that others reqmre mcre

'T‘_'_trmnmgﬁlantheydothemselves. e

.:. L .
L

: The éompeﬁéﬁéiés'that inisters percaivé' to be unpsnrtant for
S themselves 1o acqmre over the next five years but 1ot as
i _'impaﬂant fm' othe;s tao acquuem I

- ';'f__It is mﬁerestmg to nohe that many of the above oompetencms |

" could be cons:dered usefui and desirablc and an mctensmn ofa
. _numste:r’s abilmes whxle. not bamg essenhal to the *bamc success Lo
. of a mnustry - | |

f Church and commumty undermdmg
: Coachmg, mouvatlon and Tleadershlp

°
. .
@ Intexpersonal oonﬂxct handhng and negonauon shlls
o

]

.

- Skills to detemune the nee&g of the w1der commumty
- : 'I‘heolagxcal anderstandmg \\,J : :

SN

e "I'he results of Studles A and B were combmed by mspectwn o
. gwe. a Hist of the most pressmg trammg needs for ordmned R

B 3'F°1‘ ﬁmﬁe cﬂmpeﬁﬂﬂcles, wluch aré aH irad:tzonally assoclated

_Presentation slalls (praachmg, teachmg and ey ﬂﬂgehs;n) SRRTEP TN o



Low

o . S

Traming needs analym , e
Understandmg and applying how adulbs and chlldren

ﬁ )

Smce the actual mmpetenctes reqmwd by mlmstera *have.

been 1dznnfied itis poss:ble to fonnulate an appmpnahe

S é ng pmgmmme tD address those areas in which

trmnmglsreqmred ST
'I'he hst of competenmes can he apphed m fumra to the
taskofratmg mxmslaersand can therefore actas a needs
analyms for mdmdual mlmstzers. This ﬂould be '
cotr ueted by fellow mlmSters and the laJ.ty

il i .g can be dmded inta the ldentlﬁed smaller

” subsecuons to form the bas:s of m—semoe t:ammg

| allowmg oompetencle; no be put into 1mmr.d1ate practlse
s they areaoqlured B N o

Thehsy’bfmmpetencles thathavgbeen ldenhﬁedasﬂlamost - | :
mportanttrmmngneedS:smgmﬁcantforannmberaf;mons
. ._,’;""I‘hesemclude" e “ R "

TRk,




s Chal’ter 7-Conclusmﬁ o

~ Inan age'when"more and uiore people ars Quectiomug'the relevahce, purpose

o In fact rec1procai mteracuon between methods used in tﬁe church and those
T employed in busmess may give rise fo models of management which are

A

-Thxs study, whlch 1s ore of the few of its kmd te be conducted w:thm a
. voluntary crganisauon and is. umque w1thm the context of the church has

rmsed several ﬂ1euretlcal and pracncal issues wluch need, to be addressed In

of management can make to the eﬂectwe running. of a church as well a5 -

N lughhghung tise need among ministers for post-ordmauon treumng in __

" management comwtencles AIthough the study was cartied uut w;ttuu the -
o .Meﬂaodlst Church of' Southern Afr.lca, it is expected that these findings could
o 'be generahsed to other churches Thm assumptmn 1s a posszble focus of

| furthcr weeamh = |

f/

J’Ir - .

. ’I’he fact that the church allowedf;the study to be conducted au well as the
' _reiatwely high response rate from the muusters, indicate that the church is _
o | probably rea.dy to explore new 1deas and rnethods of eqmppmg numsters to ”
- deal effeotively with the managerial demands of ministry. Although thisisa
o new area of mveshgauon fox the cht.rch it is one where reievant models '
. developed largely in secular settlngs may he successfu]ly apphed

]

and eﬁectweness of the church, it makcs sense for nnnxsters to make use of

| '_modem developmonts i aIl areas to mr:reasc its accessibﬂxty fer greater o
- nombers. One such way is to use applicable meder theories of management _
o which have been tried and proven effecuve in the busmess sector, to 1mprmfe :
ke management of church affairs. ' ‘

' .A_‘r"_""' S

S

_parucular it has mdicated the contribution that modem ZOOﬂcepts and theones T



..11 ' .
¥ :
at .

o applwable in bath szmanons.i In cenam areas good management pracuces were

: msututed by the chm:ch years in advance of the busmess sector For e:tampie

o the whole issue of mcial integration has been addressed at every Ievel of the
S Methadlst Chm‘ch h:eramhy 'Thi§ was reﬂecﬁd in the present sindy as 1t was
found that. the selecu:m of gmd managers showpd fio racial bias. |

In addmun, the current fnove in bus:ness prastlc&to a mere pamcxpaﬁwe |
. model is already fismly entrenched within Methodist Church structurg,
. '_ Oommumcauon clwnnels exist which aliuw for any member of the cti,urch to R | |
" have a say m matters affechng the chwreh'at both a locai and natmnal level e
In summary, the present study, whlch foc on managemmt w:th n the .
R church ymlded the foilowmg s:gmﬁcant ﬁndnms‘ 1 '
9 . -'Ihe 1dent1ﬁcation and dcfimt:on of mana,genal qompetenc,ieiﬁ reqmred L
R by rmmsters pz'ovndas a resouwe which can be used for a ﬁérformance-" o
a Thﬂ ranlang of the competmczw in terms of zmportance ﬂhd theu _
. dw:smn into- factors pm\udes the framework for a training course. for -
- _-prohatmner mmlsters fhat can be cons:dered rehable at ’fbast for the
- mext ﬁve years. and i is based on the percepuons and ex| driences of
' . _mmlsters pmsently in the fiaid Fuﬂhennorc the zmpm#anee factors
. gwc a logzcal segmentatxon oi‘ the respons;bﬂmes ofa 1mmster .
e  ' '_Trmmng reqmrements based on the needs 1dent1ﬁed by tmnisters have. - |
E been pnoriused and trammg factors develm'  that will serve asa R
" model for m-semoe tralmng for the Text. ﬁwe years. | f7 SR *
. 'Smce the perceptions of the la:ty regardmg the trammg needs of ' :
B T mtmstem corresponcl w1th those af tha mmlsters thé*mselves 1t may be
- 5 : p0351ble to use the 1dent1ﬁed hst of competenmes as a tool to enabie

’ AR
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' . feedback to be prowded o Hums'ters by lay members. _'ﬂns Would help
Cr rmmsters to 1denl:|.fy key tralmng nwds and thus cantnbnlae w thexr _
L 'I‘he presmlt study was ablé 10 oveu-come many of the Iimltanons generally
L 'axpmenoed in mistypeofmmch due to the large samplemzesand
. tnat‘ngulated 1€ h des:gn. However the follomng points should be
| ""t&rprelatmn and genoralxsahon oi" the re,ﬂnlts

: ‘4

o O _ '- _-':Orgamsafpoﬁil clxmate, sgmethmg that is dlfﬁcult to oom:rol oqpld play
o avery 1mportant olein detennmmg compotencles of mesters The -
: Jmpact of thl vanable was not measured in any /Jay |

- u h The studywﬁ, exammed Methodxst muusters.; _ Cautlon should ho

o exercmed {n geoerahmng the ﬁndmgs to. muus&.rs outslde of tho sﬁmple e
parhcula:ly if gae mahagement stricture is consxderably dxfferent frorn o

_' /:; that Qf the Methodlst Church *~ Cern e

| e Smce the cun'ent study usegl a umque methodology and deﬁmhons of

i

R 1dent1ﬁed compotencles itis dxfﬁcult to edmpare the resuits w:th other - o

studles ST

w N

e There was a low response rate s of b!aoks parncularly in Study B,
Caut:on showld thm-efore be exe.rcnsed m mfemng dlfferenoes besween
the responses of the two groups '

,-" ! f.'.

N '_ . fhe method “Sﬂd is dependent on how mlful’l each mmistEr lmows about e

Ny 'tho subject tiatter under study 'I'lns may have skewed the resuits of

. _trammg needs since some respondents may’ not have sufﬁczent cL L

o 'Lnowledge to assess thelr trazmng néeds
R
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. '_The study only axanuneti one aspect of a mlmster’s job. The

S assumption cannot be made that the best martager will make the best
o numster or even that there is any relattonshtp between managenal |
B oompetence and effecnveness as 3 numster | S

Ansmg from this axploratmy work on managanent wnh& the church sea
number of issues for further mvesﬁgatton. Validation of the models developed

in thts smdy in ntm—proﬁt making orgamsauons whose structures differ from

~ those of the Methodist Church would be one such example.  Within the chiurch
B studied howevér, the most pressing rnseamh requtred is probably to detemune -

' the opnmum methods of Jmplemmﬁng the pmposals ansmg from the. study
Smce the study was nf an exploratory nature 1t was not known whtch
. demographxc tmables would have an 1mpact on the results and hence ali
potmual vanablss were- mcluded Itis rebommended that for any future :

o research -only the most 1mportant variables be conszdered Thts would depend _ |
on the purpose of the résearch, but for the present study race and geograplucal -

| locatttm were. found to be the most 1mportant

Tlus study has shown the 1mportance of managenal competenctes in the

effective admunstmtion of church life and the need for training in these
l.
managenal factors It is suggested that neglectmg to address the trauung of

such competenciés results in ministers who are inadequately prepared to meet '

the demands placed on them by their work. o

B
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" Appendix A «Btructure of the Methodist Church -

- The. Methodist‘ Chnrch of Southem Afnca hias nearly 500 000 full membus .
- {Minutes of Conference 20,3.3.4; 1990) and its Structure can bedescribed by a
- -two dimensional matrix model. The one face of the matrix comprises the -
. formal hierarchy of the church, The second face is at nght angles to tlus and
"'_-eons:sts of the f\metxonaf tlepaltnmts‘ S _
kY .

i

a o :
) - ot
“ . ) :

Figm'e 5 Structure _iuf the Memudist 'Ch‘urch_;

C The furmal structural church hxera:chy cons:sts of four levels, name.ly Socxety
- Circuit, District and Connexion, At the lowest level is a Society which may
‘comprise & handful to thousands of mémbers, Ministers may have many
Societies under their pastoral care or may ahare the responmb:hty of a smgle
Snclety thh other mmisters : :

A Society is managed by a leaders meetmg whlch compnses of the various
leaders and ministers from within the church, 'The most senior minister chairs
the meeting and usually ministers have considerable power and influence in the

proceedings of the rneetmg, The Soclety elects Iay representahves to at.end
Circnit meetmgs. '

: Soclett mre grouped together on the basns of geugraphxcal proximity to form
_ Cll'CllltS All ministers and lay representatives meet four times a year to

- discuss and manage mattess of common interest, The Circuit is headed by 4
- cireuit superintendent who is appointed by the Stauonmg Committee of —
Conference. The office is held for a year L1t the norm is to resappoint the
_ superintendent for at least 4 second term of office. Superintendents may wield
- a lot of power especially within the black churches. - The Circuit also elects

'la} representatwes to attend the annual Synod of a Dlstnct, I



Cm:mtsarc geogmph;caljy grouped toform the ’chn'becn Dlsmctsof the_' - o
' -_Mcthod1st Church. Thesem‘e as follows B S SO

Capenfeoodnope SR

' Grahamstown
- - Queenstown o

* Namibia

" Kimberiey and Bloemtontem

Northern Free. State and Lesotho

- Natal Coastal
‘ Natal West = .-
- South Western Tmnsvaal

South Bastern Transvaal and Swamland |
Northern Trans\_mal and Botswana

Clarkbugy -
_ Mocamblque

Aﬁnually all mzmshers, probanoner mmistcrs and lay Iepresentatwes mect
together for a District Synod. The Synod i§ presided over by a bishop who is

o ‘elected by all the representatives for a ihree ygterm of officé and is eligible |
- for re-election., - Synods have guthority in ma
The Synod elects lay represenlauves to attend the natlonal Conference.

s that pertain to the District, =

< 'The chtncts are grouped to form & Connexion which meets for an anrmal
- Coiiference. Conference is the highest demmon—makmg agsembly in the church- :

and is attended by clergy and during open sessions, by lay- representatives,

* Conference is chaired by the presiding bishop who has a three year term of

office.. The presidiiig bishop has ultimate executive authority on behalf of the

) Conference in the mﬁenm penod between Conferences

- 'The Connex:onal Em =cutive consists of the bxshops and the cxecuuve secwtary_ _ -

and meets on an ad-hoe basis durmg the year to advise the pres:ding b:shop

between Confermces

. The executwe secretary of Conference isa permanent appomtment made by -
-~ Conference for a thres year tetm of office and is eligible for re-election. - The

secretary’s role is to administer the day to day affairs of the church at a

~* ‘pational level and act in the abscnce of thc premdmg bxshop where empowered o
1o do so, o

- The second face of the matnx comprises the various departments Whlcl'l are o
responsible for matters of common concem to all churches such as mission and o -
communications. Each department is chaired by a general secretary who is
~ appointed by Conference. In each Districta ‘minister is selected to be _
‘responsible for the work of the department in that District. He reports to
* Synod and to the general secretury of the department who in turn reports to
. Conference on the activities of that partacular depaxtment Representatzves



L 'The Methodmt Church has a democrahc but cumbersome decmon—matqng
- process, Before any majof decision is fade it is debated at Society, C:rcmt,
- District and finally Conference levels, - This allows for a great deal of . .
- participation from churel members and mmsters but is also nf necmty an
- exoeedmgly txme-consummg process. S 3 '

- ‘-"-gi

"-fmm the Dzstncts meet duﬁng the yeax to ou-o:-dmate ancl manage thg e
department. Lay representat:ves may also be apwnted toa departmem. R

_' The departments are as follows

Chnst!an szenshtpﬂepanment LT R
"'-'YoungMen’sGuﬂd SR S W
- . Public Reiations and Commumcatmns
- Lacal Preachiers Department
# - 'Trust Properties Department
' *. Christian Bducation Department.
- Methodist Youth Department, ~ -~
'Womm 5 Assnmauon, Auxthary Manyano

. fj‘;

o

-0

v J l, '.
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 Appendix B - Quest:oma:reforﬁmﬁy A S

f‘

-_;The Methodust Ch_umh of Sauthern Afnca; 3 :

Teiephune toa11218424 P L -?:: " 450A Moore Hoad o
Y Telefax: {031)217674 - . - . . . P O Box 2256
.. Telegraphs: Bollington. - S T o 4oooburban .

| Tn_ Tﬁs'ﬁ'inrs‘r‘éizf GONDERNED & lst March 1991 %

.,
i1

. o
s

. Daar ~cq‘|1eague . B ! L
'-.ﬂkTERMINATION Dth&NAGERIAL CGMPETENCIES WITHIN THE GHQRCH |

_ L Mg Dav1d Barkar ppifed to the presiding B?shnp fori’* SaoEL T
Ty jwfpermission to e6nduct @ suryey dmongst the Ministers of ofir « -
1 Church to.examine Managerial Competencies within the: Church. :
1 . The Presiding Bishop gave provisicnal approvdl and “then '
- referred the matter to the, Conrexional Executfve which mat
| - from the 26th to the 28th February 1991, The Connexional -
| “Executive readily agprovaJ the request and: gave nr Barkar
psr‘m'lssion ‘Lo proce d with the suryey\-\ _ _ 9. .
Mr Barker 15 we11 known. to me and is a faithfu1 and ragu?ar- i
. member of our Northfield Church in Benond, He is5 a person .
. of the highesf integrity. He 1s conducting this survey as
- part.of the requirements for a Master of Managemant dogree
. under the guidance of the Business School of the Univars*ty.
of the Witwatersrand,  .He has undertaken to shafe the.
findings of the sirvey with the Church, and this should.
. prove very va]uable Anformation for us uhich we cuu!d not
.j-obtain in any ‘other way. - e . -

tE adv1sing you on behalf of the Prasiding Bishap and tha . o
~ Executive that:his- awrvay has been approved I would alsa .
eappeaT to you to co~ parnta w1th him in every way poss1b1e. L
_w1th warm Christfan greetings

Yours sinceraiy

'I/MWM

VIVIAN H HARRIS '




. Tel. (011) 849 - 5432 (W) - 6 Hampden }we

Cog

~-Baar $1f-f¢aa§amgfgmﬁ

B -h

| Arfield ,?“}m;
N R 1991

s

3

© As part of the coursa I am doing at Wits, a. research report-
“must ba submitted, I have.chosen to inveéstigate the = -~ . .-
- maisagerial skilTs required by ordained Methodist ministers,
. %the perceived importance of the skiils and the need for
_trainfng. 10 these managerial skills over tha next five =
- years, It s a fleld in which. 1ntarnationa11y very little

"lJTasaarch hag been conducted, The resuits will be invaluable

{0 you and tha Methodist church since for the first time the

‘managerfal skiils required of ministers wiil be known., The

5k111s can be used for an indfvidual and growp needs

anaiysis. and as ‘the centar for manager1a1 training,_

Since the rasearch is. centered around ordained ministéﬁé of
“the Methodist Church the aplnfon of alv is important. and o
' that 15 why . I an. approaahing you. :

1 raa1ise th&t many demands are madh on. your valuabis time
but the tong teérm benefi{ts of the study could bé of B
considerable use to you and the church. I would appraciats

1t 1f you would please compiete the attachad quest1onna1re _
"which shou1d take about’ 20 minukes. S

__'The results u111 be pooled and anonymity is guaranteed The :
- resuits, which wi1l be pubiished, should be available in

time for conference 1991, The bishops have kihdly offeied '

%o recaive the compTeted quest1onnairas.

" Please use the enclosed enveTape to send your comp1eted

questionnaire back to your Bishop before 25 May.

If you hava any queries plaase do not hes1tata to contact mé

. at the above address or talephona number,_

"Thanking ynu in advance far ycur kind support.

1T am yours_sin;era1y_

' Da91d-Barker.-

.



2, low_Jong bave you served in ths GRDATNED minie

A 'w}_f Thmlo , what ir highest wdy tionsl quallficstiont «

S8, . Haw innn: uc;cletiei fall under .mt_.g direct’ wuﬁmi reig‘ Bheibilf by . If méﬁ .is nobe

C Mlﬂlﬁ

. Tha timaratrs congipts of thm parts, I urdar ta .-.m.p.cte sections £ and €, 12 vy bs mpruz ta .lmk ag me '
daﬂm:mr: ﬁpftwn tau& Riven an the toloured shesta at thp end of the qmtimlarm. .

i 1. samon §- inforaation about mylf ta requxnl,l. _
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Ny

o

' ulth theu clnma m South m&en und in thy Methodiat Church in nlnﬂ ) plenn rate tha ukuln aﬂn knmladge m iupnrtnme
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e Unmet needs

"'“\;-.'l;e,e]}efinltlons ot‘ the Slnlls o \? S |
R -]Admimstraeonskms S .
T e Ab:hty m manage a church oiﬁee and store reeordm :
2. Bookkeeplngskills | R
B _ -{( - Ability to read a balance sheet consttuct a budget, momtor cesh -
R ﬂowmdeompleeea'ecSeheduie“ ' L
3 Chumh and comniumty understanding

.

Knowing how the departments ofa church functmn and relate to

" eachother, ..
- .'Undersmndmg and’lmowng 8 cemmunity, gauen and its .
- "'Abmtytoestabhshcontegt thawuievanety ofpeopletogam
L mformatmn andbuﬂd ﬁé@fmrces o _

. _. Cnachmg, motivation and leadership skil!s

- Advising, encouraging and helping members w1th problems _ |
~ related to leading within the church, - -

F o ‘Equipping membets thh the skills needed to perfonn certam

tasks,

- R ing members identify and pnderstand their petsonal role in

- ledership and setting goals for leadership within the ¢church. -

- - ‘Ability 1 help others adapt te,_ and accept structurai secxal and |

- other ergamsattonal changes

= Slnlls t6 defermine the needs of the w:dor community .
= Ability to identify with the need for justice and equity.

~ - Able 1o assess ob;eeuvely suuationﬁ and peeple 1o determme |

4

Lomputer litemc§ o "

- Knows the application and Ixrmtatmns of relevant eomputer

programmes

: Bivers:ty aceeptanee skllls -

-~ Ability to relate to and respect all people and to understand the
- v differences between dlfferent gtenps o

" Equipment operating sldlls
'~ Ability to operate- alt church eqmpment (seund eqmpment,

: everhead prqectors and photostat machmes)



o _ 9. Ftndmg the right person fur the job

Fa

- 'The ability to ideatify the skills and knowledge necessaty to do
. various duties within the church.

s 156 Ea—

o ~ Able to Tecognize ﬂzecaﬂmgandgif&ofmembersandto select "

the nghtpwple for the nght dutws._ R

R (1 A mteneemmkms e
e Ab:hty tonrgamse t!mughts logmally and deveJOp ptachcal
.7 creative frameworks to explain eomplex 1deas in useable ways ta
- find the st solution to a. pmblem o
Abxhty to thmk creatlvely in dlfferent cm:umslnnees. o

S & PO -Iuterpersonal mnﬂicthandhng and o goﬂation skills L
- Ability to intervene in interpersonal oonﬂmt and. succesfully
7 mediate and yeconcile. ;"
- Able to negotiate an outcoihe that i favoura.bie for“tha pm that

\\ you represent and is aocspted by the other party ‘‘‘‘

S v A Interpersonal skils '

o Possesses verbal and nnn-verbal slnlls wluch show uthm'& they
... are valued and cared for.

< Bxtracts a deeper meaning from verbal and non-verbal messages :
' "and communicates: tlntlerstandmg of and ms:ght into another _
A person’s feelings and situations, - - '
-« Is trosted, acts with compasmon, keeps conﬁdences ancl s -
S avmlablewhenneeded S e

T

=N
st
Z

- 13, Hanagement shills
=~ & Knows the role of the chumh :
- Has insight-concerning the future, zdenuﬁes oppommmas, sets
: priotities, takes action by planning long range goals. .~
- Ability to delegate tasks, responsibility and authority to staff and
- volunteer workers so that the skills of the congregation are uM
-~ Organises by allocating all resources and coordmatmg all
‘ ~ zctivities within the church, -
- Ability to control performance against predeternuned standards
L and to take oorrecuve acticm, 1f standards are not met. o

14, 'Runningofmeetingsalnlls . o S
= " Ability to construct an agenda, take minutes, chau- and structure
' a meeting in such a way that accepted rules of debate. are ohe.yed
aud the objecnves ?f the meetzng are achneved '

15.  Perenusion skills  © e -
- . Ability to petsuade others through selling and marketmg 1dcas '
o and events (including fund raxsmg)




e

o

. Knows when to actin 2‘ﬁendemly and wheri toreferman expertf > !

: . .J '1-8;" )

' 19,

Presentation skills (preachigg, teaching a&dmangehmn

~ Ability to present information verbally so that the mtended
purpose is achieved; 16 reinforce the message with non—‘varbal
behaviour, and if necessary, visual aids, -~ ¢

L o Uses language’ and pract:ca.’l examgles the congregauon wﬂl

- understand. -
- ‘Material is well orgamsed vmce pro,}ectwn is nlear and delixf‘ery

: slyle is pleas:nig

Psycho!ngical knowledge o I
'Has an understanding af psychologxcai problems, applieable

- therapies and of the needs of peaple at different stages suck ]

childhood, adolescence, old age etc.
o and t!oes s appropn
Self knowledge

.. Having a realistic v:ew of meself by lnmwmg one‘s strongths, o
~ weaknesses, personalrwalues, ‘heeds, interests and their effect on -

others; desiring 1o in\zprove them through self-development. ;- o

-.Selfmamgement W :
= Ability to toleratg, stress be self-mohvated and set persunal

work standards.

- e Isself dlsclplmed, mamtams the good name of the church a.n d

20.

sets an example in terms of humility, values and morals.

«° Ability to use fime effechvely and be prompt, m the execuuon. of

- wtasks, .
~ - Ability to follow the instructiéns of a church authority, accept 1ts o
: disciplines and aooount for one s actions to those responsxble.

Team work skitls: )
- Ability to facilitate group work and use the resources of all the
proup members so that ali needs are met and togatunegroup to
'work with another group,

. Ability to work in a group but not to dominate it. .

21.. : :
~ «  Possesses in-depth and current lmowledge of theology and

o

’I'heulogical undomnding

- Methodist teaching and can give prcfessmnal relevant counsel on
,a subject, if called upon to do so, _

Training-needs analys:s skills . ' L

- - Ability to determine trammg needs and suﬂable ways to improve T
shll levels thhin the church :
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.. = v “Understanding how adiits arid children leam ard ysing these .
’ mdmdnafl d:fferences in assishng *hem to Ieam R o

-Wmsm;s leading skills *

- TR

ﬂnderstanding and applying how adults and children feain !

 Has knowledge of music, rhythm, tempo and their appmpnate e

B « ‘application; involves all; sensitive to the mood of the
B congre:gauonandcanadjustacoord:ngly : .

Abmtytooommumcatewntten:deas creatiwly usmg theoormct DR

w

o grammar 50 that the zntended purpose is acmeved
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'_ Append:x C- Questmmaxre for Study B - |

_ Methodfst Church of Semthern Africa
Dsepartment of Education for Mimstry (DEM)

| 'Questionnaire on waw of Mlmstenal Traming" for use at the 1991 Dlstnct o
Synods. _

- Furpnse To hear suggestxons fmm our Synod members as to h?w our
© . training for the mxmstry can be 1mprov¢=.‘>d‘ . _

o 'Ple“”m““s questiong? . ¥ - "'*;Qiz?'ék{ions 1',- 2.-'3 and4 hefor.é o
ﬂl“'syrfbd d}ggmszm m? : g\h SN elore

e *«’

2 Durmg Synod there w.]l B 20~m1nuwé.scussion in grovps of 4 We
1ok that Ministers an2 Lay Members be in separate groups (because we ' .

- believe that a wider ranqe of suggestions will then emerge). Each
group will appoint a Scribe vho wﬁx record all your suggestions in

- response to Questxon 5

o .3.' ~ After the dlscussmn, each Scnbe will hand all the queshonnalres and

- suggestions m the Dlstl‘lct Supemsor of Studles, who wﬂl send them to PR

the DEM

4, The DEM mll studyg the suggesnons and mclnde as many 8
: _ :905311116 in its recomm dations to Conferenoe

'Thank you for your co-operatmn |

Introductmn _ | _
'(Please read thm and respond to Quest:ons -4 before the Synod d:scusswn) |
Tram.ing for M:mstry

" The Depattment of Education for Mnustry (DEM) wlshes Synods to help it put -
 into effect its purpose, which is "to give expression to the comnctxon that '

| _ mmlstry is the work of the whole church”.

- 'We are tsxclted by the opportumties facing our church in Southern Africa and

- especially in the New South Africa, We are impressed by the human resources "

with which God has glﬁed our church. We are also aware that we are entering -
a very challengmg period in history, And we have heard our members ask for - -
tany changes in the training both of our ministers and our lay people. We
 realise that training for ministry is one of the key areas wlnch will determine -
how- successﬁﬂlj our church meets the challenge ' _



“'-__..’150.‘_ o

o .Wxth thxs in mind we want Synods to setid us back mswers fo ﬁv,s quesuons

o reiated to training for numstry

But ﬁrst, please constder the tsmes we ‘are in: What ate tﬁe opportumtles
~ face in the coming years 7 There has probably never been a period in the /
~ history of Southern Africa when there has been so-great an opportufiity to

- influence our country for good or for evil, Times of yhange and social
* - disruption are opportunities for those who are ready to grasp them, It is the .

best time for evangelism. It is also the best time to influence: standards of B

L ‘behaviour and the human shape-of our new nation. By the way we - S
" demonstrate leadership, service and commitment we could help omeome the
- -selfishness, strife and violence w}uc we have inherited from decades of

- apartheid, 'We can do this if our mitisters, lay leaders and members L
: gemonstrate a’sharing, caring model of leadershxp, and are seen to be- ummed in
'semng Gﬂd and his people. - .

o What are th(t threats we face 7 The b1ggest one’ may be that the smful Ways
. of the world will take over the way we do things in the church, leading to

- shife, selfishness, non-democratic leadership, party divisions and corruption .
- amongst ourselves, Older leaders may clash with young people; ministers may
~ be rejected by their members; men may not allow women a role in leadership;
tribalism may emerge; one leader may seek to exclude or oppress others.

- 'There are signs that some of these are real threats, External threats include -

~ factors outside our control such as economic depression (we may not have the .
. money we need to pay as many ministers as we need), violence affectmg o
' _church bmldmgs and congregahons, political chaos, and so on.

. 'What strengths do we bnng to- this challenge 9 We have a vast membershlp
of people God made. We have a well-educated, expenenced body of =
ministers. Many of our leaders are making profound contributions to the

. countries within our Connexion, We have an outstanding administrative head

office. We have a strong communications network binding us together, We -

. have very competent Departments which have worlked tirelessty to dmsetmnate
- guidance as to how to be Christians in Southern Africa today, Our structure
offers the potential for anyone to participate, Our lay people have a growing
- sense of their identity and influence in the Church. We have a heritage which
points us to the way of scriptural holiness, We have buildings in every city
and town in the land. And above all we have the Spirit of God calhng usto -
'ffisks he has prepared N _ _

. _What are the weaknwses we shall have o .,rcome to answer thxs call ?7In
our sttuggles to be faithful, we have sometimes chosen authoritarian solutions
- to pressing problems. We have not adequately addressed the contributions of
young people, Sometimes the training of our ministers has not prepared them
adequately for the practical work of a minister. We can afford to send only
~ one third of our probationers for residential training, There is need for greater -
aocountablhty in our- standards of behavmur Local pre:achers need more -



- '_ trammg. 'I‘he vast powntial for Chnstian semce of our Iay people is often not X7

a ) You oould add many more pmnts to each ot‘ our oppormmt:es, threets, .
strengths and weakmesses,  When you have thought about that a while, we
_ wouldhkeyoutoﬁllmyouranswerstoquesﬂons 1, 2, 3 and 4 below,

~ Responses to question S will come out of the dmcuasmn at Synod (but you niay:

r :hke fo wniae down some suggestmns nf your own at that pomt in the B

:' ! . r’«—.

i 'All your answers auﬁg“éesnons wﬁl be read and consldexed by the DEM as |

-_':tdrawsuppmposalsforConference I
'.thmn 1 Dmographinl)etmls B

o Please give us detalls about yourself by placmg crosses m the appropnate

o blocks

L _' Occupatmn‘ -

Ordzuned anster-'_

Probatloner Mnuster

 layPeson

3_ (for ofﬁca use) -

5059 § 60+ | -

| Man | Woman
4 | o
Home Language.

L T Y Y R '

Qllestion % The Visiou B

| Wnte down in one sentence your dreem for “The Church in 18 New Land" _i) . | _ _:;_ :

"

o f




| eenmgg;'_m-vfast'poﬁenﬁef&_cnﬁseaﬁ sjeﬁriee o_f_o_u;} lay people 'i;: pﬂeﬂ. not

__'You could add many more pomts o each of our opportunitzes, threats, e
strengths and weaknesses. ‘When you have thought about that a while, we
*would like yon to fill in. youranswerste westions 1; 2, 3and 4 below.
 Responses to question 5 will come out of- tﬁe dxscuss:on at Synod (but you ma.y- o
- like to write down some suggeshens of your.own at thatpomtm the SRR
o questlennmre ) o .

© Al youn answers and suggesuons wﬂl be read and eonsndmd by the DEM as .

it draws up pmposals for Conferenee
L _Question 1* Demegraphlc Details

- "blocks

. Please give us. deta:ls about yourself by plamng cmsses in’ the appropnate

L Occupauon.__"- |

Ordmned Mmzster 1 thatloner Mxmster LayPemOn

(forofﬁceuse) R R kY

]

2, Agein Years; -

2029 1 3090 | aoa0 [ 5080 feor | 0 |als]e| 7|8

| Man fWomea| - . |||
| Homelanguage: LEL XS 10‘ Qt..ll' -'4.uu.'n ) ._ . A . - . . II ) .

;Queshon 2' The Vislon L o
Write down m one sentence ;gour dream for. "The Chureh ina New Land"




o ._Question 3: The Church

' To fulfil thw dream our Methoﬂ!st Chumh needs ts'»ﬂo certam thmgs From
- the list below, please tick the 8 items you regard as mpst important. Please

| msme that you tick exacﬂy 8 (ﬂus is requued for statistical purposes). -
' S (numbers for ofﬁoe use) _

'- ._se-agﬁmuimfjumicé{ 1=
'.;Promdeeducaﬁon b s e
developpeople'sself-esteem [Tl .
"_"_:bealovmgcommumty ' e -1_'7-." o
evamgele  » | [
takecare oftheenvuonment el
: remsmbute wealth. | 20 .
decpen people’s spirituality | {21 |
"_jl'-jiractleetheglﬂsoftheSpmt o2l
. '-_bmakaworshxp more meamngful | '_23'-": '
"hnkworsmmlife N
._'-‘"_._atu'acttheyouth | o 25 -
care for theaged - L e 26
‘bring reconciliation betweenraces 27 .: .
. preachthegosp:l o e
-sharpen moral awareness ' - 29 |
X 'encouragepmyer S _- 31
. helpfamilylife =] |3
. stop violence - NEREY
. facibtate Bivle Stdy | [34]|
misemoney | |3s|
 Other (specify) 1 Ta6 (e
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Questioudl- TheMin!stry | B o
R _'Where da you thmk we most need to 1mprove the sk:llls and ]mowledge Of our_' = -

- R R A B

-
- 5.

ministry in offer to. ach:eve the Jmportant thmgs in Quesﬁoﬂs 2 afnd 3 LA

-~ We would hketohowwereyouﬂunkwecannnprovetheskﬂlsnf f

A Our Ordained Ministers | L
B . Our Probationer Ministers : SRS
C - Lay people who exercise ministries in our church (eg. Loml Preachm,-_ o

. Class Leaders, Soc:ety Stem:ﬂs, Sunday School fmchers, Gmld
']‘.x:aders, etc) _ '

Please start m oolumn A and tick the 10 most hnportant 1tems whcre you

~ . think our ordained ministers should improve their skills in order for the vision ~ N -
~ “of Questions 2 and 3 to be fulfilled. (Pleaselgnorethenumbersmeachblock,
“'meseareforofﬁceuse) ' D

. Then go to column B for our Probatnoner Mlmsters and nck the 10 most “

important jtems whem you thmk our Probanoner hﬁmsters should 1mprova

- their. slcllls. .

 Finally go to column C and tick the 10 most nnportant items where you thmk
- our Lay Imders should 1mprove their skills. _ :

Please tick exactly 10 items in each column (for statlstlcal pquDSes)

If you are unsure about what is mmt by any of the 1tems, there is a fist of -

- most of them and their deﬁmtums at the end of thc quesnonnazre. R

P

A a c
- QOpdained | - Probationer Lay .
Migistcrs |  Minaier | Lemders |

_mﬂmmmmmmm : o : ! 6 .

Prcpen oo virtual dincpline (prayr, S, Wiy | v | e | ®
Nurhiro owa fanly e ol e e | e
Develop ab x pookhonal cxmegle - @ 1 o1 | wm ]
| Neisisttinsets . |4 o fom |

Bookkeeplg skills - . e | om | e

:Gtmhmdt':mumtymdemndiag e T T

| Cowhing, motivaton od bl oo bl ] s
' smmammm‘:rmmw SR R R T T
Computér lizrity o a1 7. |

-
o

' mmmmnuumcﬂuun-' o @« | m 108

-
)

Bt opetgdits | w | ow |

i
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| Questlon 5~ Trmnmg for the Bﬁmstry
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We would hke, as far as it is prachcally posmble, o have the whole chuI‘CI‘l

~ participate in the planning and implementing of our training for the ministry.

So we would like to hear your suggestlons about how we cart but into effect

" what you (and others) have smd m respnnse to the ahove queshons. -
- We mwte you to do two thmgs.

1, '- _ Offer suggesuuns and ideas in the Synod dlSGllSSlOl'l penod
| 2. ) Wnte down any parucular suggestlons you may want us m hear:

om0



Lo

. Brackendowns, 1454
" Phone 011:900-1503 (Offioe)

| ’E-The Scnbe’s task is m* - B

L Record all the suggesuons and 1deas that are offered about how to .'
- improve ouf tmmng for the ministry, -

~ 2,77. Collect the group’s questionnaires and glve them and the suggesutms to

the D:strlct Supemsor of Smdnes
| "fThankyouasﬂiﬂfof YO“I‘ time. e
__;-__Departmentnfmcaﬂonformnism SR g
. POBox 6966 | SR

011-868«3796 (Home)

| "'Ib nge expressmn to the conwctlon that mstry is the work of the whole "

- chrch®




| '_:_._-«_ " - Able to assess ob_]ectively sxtuaﬁons and peoplq /b deﬁemune

100
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Coachlng mutmltmn and leaﬂershlp skllls

) - -_: Equippmg members w1th the slcdls needed tc perfonn cer&n
s Helpmg members 1dent|fy and understand theu' petsonal role in '
'_ ' '_4 ~ Ability to help others adapt o; and- accept structural soclal and ) o

. _ 'Slulls fo determme the nesds of the wnder commumty

Del"mitions af‘ Some ol‘ the Skﬂ]s

-'_Admnﬁstraﬁonskms

Abﬂxtytomanageachumhofﬁceand storereoords. ’

Lo Abﬂltyﬁoreadabalance sheet constructahudget momtor ca.sh o

~ flow and wmpleﬁe a “4C Schedule“

"'_'_Churchandcoll}\lnlmity understandmg R SRR
= Knowing gwﬂredepartmentsofachurch mnchoﬂandmlateto- R

. each other,

- e ._  Understandmg and knowmg thecommumty, congregahon and 1t8 o :

 Jeaders, .

_? L - Ability to eStablish eontact wxih a w:de vanety of peo;ale t0 gam h

__-mfurmatlon and build Tesources.

~Advising, encouraging and helping membérs w1th problems L
related to Jeading within the church, ve

- leadership and setting goals for igadership within the church,

' _other orgamsanonal changes.

- Ability to identify with the rieed for justice and eqmty

unmet naeds. o o SEA
Cnmputer llteracy I A “ e
« -~ Knows the application and hmltauons of relevant computer R
' pmgrmmes. R S -

_'Diversnty acceptance skills

 Ability to relate to and respect all pwple and to understand the '
dﬂ’ferences betwaen dnffcrent groups s o

"’Equipment operating sml]s A T - R
=i Ability to operate all church eqmpment (sound eqmpmem, L

averhead pro;ectors and photostat machmes)



RN Abmtytomtervenein mte:personal conflict and successﬁﬂly

. | Findmg the ight person for th;, .mb

" The ability to identify the skilis and Imowledge necessary to do

~ ‘various duties within the church,
- Able to recognize the calling and gms of members and to select
the nght people fox the nght dutles ' . .

Abﬂxty o organlse thoughm Iogwally and develnp pramical

_ creative frameworks to explain complex ideas in useable ways ﬁi o |

* find the best solutlgntoaproblem, Lo, T -

N . | Ab:hty fo Mngnvﬂy in dxfferent c:rcumstanoes.

Interpersonal conflict handhng anﬁ negotiation skills

- mediate and. : cﬂe.

_-Able to negotiate i outcbtnematm favourable forthepany that )

~you fepresent and 1s accepted by the other party

Tnterpmonalskills e BT

- Possesses- verbal and nonwerbai skﬂls whmh shuj,v others thay
- are valued and cared for.

o - - Extracts a desper meaning from verbal and on- verbal messages

" and communicates understanding of and insights into another
person’s feelings and sitvation. . =~

oD Istrusted, acts with eompasswnh beps conﬁdences and is

)

I 'Has‘anmght concerning the future, 1dent1ﬁes opportumtzes, se_ts T

e  Ability t¢ delegate tasigs%]reqmnmbshty and authority o staff and

mﬂable ‘whien needed

-é. )

| :1\4.Iam|gementski::,g>D i ‘ e

Knows the role of the church
- prigrities, takes action by planning long range goals.
‘volunteer workers so thifthe skills of the congregation are used

~ . Organises by allocating all resources and ooordmatmg alll
activities within the, church,

- . Ability to control pmfonnancé agalf'St Pﬁdetﬂfmeﬁ smms '
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_ Persuasmnskills . ' ' RO
= Ability to persuade others thxough se.llmg and markeung 1deas

and to take oorrecuve aetmn if standards are not met.

_ B.unmng of meetungs slullo ' - SR
- . Ability to construct an agenda mke mmutes, cha:r and stmcture

a megting in such a way that accepted rules of debate m‘e obeved’“
and the ob;.ectwes of- thﬂfpeetmg are achleved '

?' and events (mcludmg fund ra.lsmg) __ .
. ; . \)\- o
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~ understand, © o
= - Material is well organised, vmcepro;ecaan 1sc1éar and dehvery R
o style isplﬁ:amg | -

myehnloglcal knowledge

__2

2. -

"« - Havinga k'eallshc view of ‘%ese]f by kIIOWlIIg one’s strengths, oo
. weaknesses, personal values, needs, interests and their effect on

24,
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= Ability to work in 5 group. but not lo dominate i .t. -

Presmmtion slnlls (preachmg, teaching and evaﬁgelism}
Ability tq ‘present information verbally so that the mtended

* pnpose it achieved; to reinforce the message wuh rlnn—verbal

* “whaviour, and if necessary, visual aids,

o +Yees langpage and practical examples the cong,regatlon wﬂl

Has an understanding of psychological problems, apphcable
therapies and of the needs of people at different stages such as
childhood, adolescence; old age eto.

|  -_ N KtmwswhenMactmdependenﬂydehentoxefeIManexpert:

and does 6 appropﬂately‘
Self knowleﬂge

| _ others, desmng to impmve them through s.,lf—development. -
Self management

i -Ability to tolerate stress, be self vmtxyated and set pel'sonai .

work standards, © -
Is self disciplined, mamtains thé 1o B \ Itaﬂw of the church and

- sefs an example in terms of humility, values and morals,
- Ability to use time efferhvely and %2 presmpt in the awecutxom of
- -tasks,

-'_'-,'._.

- Ability fo follbw the mstmctmns of a church authonty, accept 1ts

dmpllres and account for one s acnons to those respmzmb}e

Team work skills |
- Ability o facilitate group work and use the n resources of all the

group nembers s thet all needs are met and to get one graup fo

work with another group,

4]

Theological umlerstandmg o
Possesses in-deptfy and current knuwladge of theotogy and

Methodist teaching anc 2an give profesmonal relevant counsel on

| a subject if called ypon to do so
’I‘ranmng-needsu analysis skills

~ - Ability lo determine training heeds_and suitable ways to Im]JI'OVB :

skill levels w;thm the church

'V F 168._f3g;
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Undwstundmg and applying ]huw adults and cf:lldren leam

~7 =" . Understanding how adults and children learn and usmg tPese

. = Hag knowledge of musm, rhythm, tempo and then' appmpriate .

R

. individupl dtfferences it asslsting them to iearn
Worsh:p lendlng skils

- application; " involves all; - sensitive to the mood of the |
congregation and can adjust acnordmgly, - ;

thngskms S . ST R
- Ability tocommunwate wntten uieas creauvely usmg the con-ect S

grammar S0 that the- mtended purpose is achwved

. T
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Seres Test for Training Factors -~
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- 'Append:x F Qualltatwe Answevs to Study A |
' Tothe question concerning future important changes ina muusters’s Job one
hundred ahd stkty replies were obtained, - Similar themes oceurred repetitively

and. restponsas were selecwd to mirror tlus The following are some of the
rephes obtained, . y

| 4 change afmiuimy into a non—mcial non saxisr, democmm' Sourh Aﬁzca

o A demaml to be respanﬂb‘e‘e m nwdranng in- corgﬂict s:tua:iom

| _A much gma:er effort m respect afenabling peﬂ'ple to accept dﬁ‘brem
berween peapte am:l ckanged expec:auons of life and others .

. Adapting to 6 rion-racial community and church; as well as mauragmg ieadera o
-and congregation members' 10 adapt. _' S s

2 'Applsmﬁon qf sz!ical krwwledge tgpl;ﬂmg and secunng seb" es:eem among
. people.

Assimiration‘nfpeop;e ofcolour imo a wkue aongmgaﬂon of maiy years a
. sttmdmg e | <,.. |

7 believe that the economwforces ami pressures wdl put the post‘tion ofa o
_ ﬂdl*time mmmer on the Ime and dgﬁ?cultfar the church o qﬁ‘bni ;

' C‘hange in emphasisﬁom traditional role a¥ preacheraaasror to trainer cmd co-
' ordimor of ministries in mulri#ingual/mulu-culmmi congregations. . s
: c;mgewz probubly require better use qflaity and appmpﬁate training,

Coping creatively with siress of helping peaple to discover God in crisis _'
sixuariam . _ . :

-Develaping skills to work with peopieﬁom dw'ieren: culmral groups and

o helping them find shelr place ithin the chirch and communisy.

o Fihdrwmi chcmge and decrease in mmberslup.

* Facliitate reconciliation and lead peaple 1o awept a new rac:ially ami
cuztural.h! mixed congregauon. Financial sn'eamlfmng ﬂf the congregation,

' Fmar;ciai’ inabilizy ofnwmbers to support church work and mimsny

- Gmater cammanig’ cansciousness mmg churdw resources to meet needs of
the community {spiritual, educational, .rocml marena! housing needs erc)

o

ra o
i o o



' .j.t‘.l.

L He&:ing peaple ;oward.s' maoncikatwn and rebmldmg a Iand :kat ha.s krwwn
“hatred aud violencefor many years, L . _

1 will need 10 leam t0 speak the Ianguage ofthe people (black) w?w will ,,ﬁ | .
-'becmmypasromickames. o _ _ L _o_“.’"" '

 One will become less and less pastoral and more and more managenal

- m namm ofthe job should noi d‘hange. fme empham w:ll pmbabb’ need ra
", the mids‘r. of chauge. -

B o develop blac!c :eaaersmp

.,,

Mmsrers wzll nwreasingly needskills in medrauon mtiwu: rhemalves o kS
- suacmnbing to pmy—palmcal pmmems) _ . T -

1':‘

' More peaple'will be empowered. This will demand cleaner dnving pomrfar

managenat Success and vismn developmnr

o ‘Nota change mﬂzer an imemu‘icaaan qfthe call to pmmote undemt}:gdmg R
.. and get members to practise the unity which Christ has already established jbz- C
._hz.rpeople and to acceptthesocialckageges whickare aheadafw, L

* Jocused, uilising more and more of the loip. 7.

o _-m church will have 1 to be able to give conym o rhosewfzo havfng q.i*d :
" Under the nationgl pany status quo for so long, suddeniy ﬁnd themselvés. qﬁuid
- of the rapid change in society.  This will need to be dang in all the vanaus
- .srrm ofsocxesy and in all t!:e vmom mce groups. S

L

be on racial integration, L‘oping wirh .s‘:ress, creating a secure, po&t'm base in

K3

' T?zem will bea need ﬁ;r ‘more lay mwlvemem due :o :he increased demmtd on. ;
. the ministers time, therefore the mimmr w;ll kave to rely more & on his 8
manageﬂal skzlls* o o NI
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