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ABSTRACT

Four centuries have antiquated the once modermigeof the King James
Version (KJV) of the Bible, causing it to increagiynobscure God’s message to the
contemporary English-speaking world. Using a Bibtéten in a commoner-friendly
language is essential for the effective work ofteamporary ministry.

However, those churches that are willing to maleectiange from the KJV to a
contemporary version are faced with a lack of giinege and principles to help them
navigate the transition. In an effort to help tiills void, this study examined the change
process of a Baptist congregation which transitibinem the King James Version to a
modern-language Bible as its primary worship text.

The study primarily focused on the following thiesy areas which impact
church-related change: family systems theory, fead change, and Biblical and
theological considerations of change. The findiogisfirmed that transitioning from the
antiquated wording of the KJV to a contemporaryglaage version was beneficial to the
individuals and the ministries of the congregatidowever, the study also concluded
that the benefits of transition, as well as thecpss of transition, were best set within a
framework of a deeper missional purpose. The sibtlle case study congregation was
ultimately the story of a mentoring change leadeo wmstilled within the change
participants a mission of clearly presenting Gaodéssage to people in a way they could
more easily understand. The foremost lesson farathange leaders and change

participants was not how to change, but rather tetghange.
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CHAPTER ONE

INTRODUCTION
But how shall men meditate in that, which they @anmderstand? How shall
they vnderstand that which is kept close[d] in aknowen tongue? ... [I]t is
necessary to haue translations [of scripture irfahguage of its hearers or
readers] in a readinesse. Translation it is thaheth the window, to let in the
light; that breaketh the shell, that we may eatkéwmel; that putteth aside the
curtaine, that we may looke into the most Holy plabat remooueth the couer of
the well, that wee may come by the water.... Indeeitleout translation into the

vulgar tongue, the vnlearned are but like childeelacobswell (which was
deepe) without a bucket or some-thing to draw with.

In these words, the seventeenth-century translafdise venerated King James
Version (KJV) of the Bible set forth the princigleat justified their labors: putting God’s
word into the language of the commoner. Ironicdly same principle would eventually
likewise call for their honored work to be replagedthe distance increased between the
language of the KJV and the ever-changing vernaailthe English-speaking world.

This principle of using a Bible in the common laage notwithstanding, four
centuries of popularity have deeply ingrained tl3&/ Knto English-speaking culture.
Some people remain loyal to it due to the comféthe familiar or due to its majestic
tone. However, whether by ignorance or by choicnyrEnglish-speaking Christians are
committed to the KJV because they fail to differatat between the specific wording of
this version and the unchangeable message of Ggdn#ents such as the following

employ that perspective: “The others [non-KJV Bdleave altered and changed what

! "The Translators to the Reader," in The Holy Bifléeng James Version) (1611).
1



God said and the Lord said let God be true andyavan a liar,” and “Anything besides
the 1611 KJV is man putting words into what he kkiand not the Holy Ghost leading.”

This struggle between the need for use of a corteanp-language version and
the dedication to the KJV is a great cause for eonwithin the researcher’s
denomination of the Baptist Missionary Associat{BMA).* The antiquated language of
the KJV would seem to be detrimental to the mirastof most BMA churches in a
number of ways. Outreach is undermined as a chsirok'ssage appears as out of touch
with contemporary life as powdered wigs and honsevd coaches. Evangelism efforts
are hindered by a vocabulary and grammar that eesether than clarify the message of
God. Furthermore, there is a chance that manyeoyolinger and better-educated
pastors, members and visitors could be driventierathurches which use a more
understandable version of the Bible. The findinfja survey of BMA pastors in 2000
suggest the validity of these concerns. Both youagd better-educated pastors
decidedly favor contemporary-language versions theiKJV? Additionally, the
findings note a general correlation between loviesnalance and the exclusive use of the
KJV.®

Yet, in spite of its realized and potential drawksdhe KJV is still the version of
choice within the denomination. According to therafmentioned survey, ninety percent

of the denomination’s churches used the KJV as thgular worship service text, with

2 From individual responses in the survey summarizdbn Burke, "A Survey of English Bible Version

Usage and Preferences among BMAA Pastors and Gigir¢hacksonville, TX: Baptist Missionary

Association Theological Seminary, 2000).

j This study uses BMA and BMAA (Baptist Missionargsdciation of America) interchangeably.
Burke, 7.

® Ibid. The report later cautions that “the presiath is insufficient to either support or deny” aayse-

and-effect relationship between the apparentlystated attendance and Bible versions. The repsot al

notes that survey responses indicate that the Béskgon “is not the sole influence in attendanée,”



eighty-two percent using it exclusively. Similagdres were noted for Sunday school and
other ministries. The survey report concluded, Hark is no doubt that [the KJV] is
interwoven into the very fiber of the typical BMAZurch.®

The report offered encouragement about the prospéctange. It stated;lalf
(51.1%) of worship attendees [in BMA churches] hay@astor that would personally
find using a modern version acceptable for the mairship text.” Acceptance of
modern versions for Sunday school was slightly é&igAnalysis indicated that, overall,
KJV preference was directly related to the pastag®, with the degree of preference
progressively declining in the younger age bracketss implies that denominationally
the desire for contemporary-language versions arpastprs will increase as natural
attrition replaces the older pastors with youngeeso Thus, evidence suggests a limited
but slowly growing willingness for such a changé¢hmi the denomination.

The future seems to hold for the BMA a limited nianbf options for dealing
with the Bible version issue. One option is to d@thing, effectively continuing the
default to the KJV. The result of this might bettti@se pastors and individual
parishioners wanting a more understandable scaptill leave. This could ultimately
result in the BMA dying out within a generationsar.

A second option is for those with greater visiomdmain and make a militant
push for change. Yet a hostile approach could cawsEnominational split, with much
unnecessary collateral damage.

A third option is to address the problem proacyivaaid develop a strategy for

purposed and orchestrated change — a strateggatlat be implemented on the

% Ibid., 9.



congregational and possibly denominational levetsdevelop such a model for

transition, a number of questions must be consitiéihat should a church take into

account in making such a transition? What factoesravolved? What things should be

done — and what should be avoided? Who are ther mpijgers in transition, and what

are their roles? What biblical and theological édesations must be taken into account?
Statement of Problem and Purpose

The extent to which the KJV is ingrained into thdA&A can hardly be
overstated, with most churches using the King Javieesion as their primary (and
usually sole) text. Ninety percent of the denomards pastors and churches use the KJV
on a regular basfsFurthermore, the denominational publisher usekthéas the sole
text for all Sunday school curriculums, giving BMAurches that use denominational
literature no contemporary-language option forrtBeinday school ministries.

Yet, for many of the people these churches ministethe antiquated language of
the KJV is very difficult to understand. In orderghare the life-changing message of the
Gospel more effectively, BMA churches need to sedoenefits and necessity of
transitioning from the KJV and develop a strateyydhange that will avoid or minimize
foreseeable obstacles. This study thus will exartheeexperience of a BMA
congregation that has transitioned from the KJ¥ tontemporary-language version,
with the desire that the findings provide insigiaisBMA congregations and other
entities needing to undergo similar transitionserEffore, the purpose of this study is to
examine the change process of a Baptist congreggitad transitioned from the King

James Version to a modern-language Bible as isgoy worship text.

" bid., 8.



Primary Research Questions

In order to obtain pertinent responses, interviasgimed a semi-structured
model and attempted to answer the following primrasearch questions:

1. Inthe participants’ experiences, how effective \easlership in conveying

the need for changing from the KJV to a contempgelanguage version?

2. From the participants’ perspectives, how well did plan for changing from

the KJV to a contemporary-language version work?

3. What emotions did participants experience durirgdiocess of changing

from the KJV to a contemporary-language version?

4. According to the participants, how has the changmtthe KJV to a
contemporary-language version been beneficialéachurch’s ministry?
Significance of Study

Transitioning from the antiquated language of tl3&/ Ko a more user-
understandable version has potential for impadaiefurch and those attending it in
numerous ways. Evangelism efforts will potentiddey more successful as those outside
the church are better able to understand the mesddbe Gospel. Believers in the
Gospel will potentially find the message of God’esM/ more applicable to their real-
world situations. Communities may begin to seertloeial churches as more
understanding of today’s world and today’s problepmsviding opportunity for
individual growth, which would in turn grow the aieh. With growing churches, the

denomination may be able to reverse its contindixgjine and stagnation. Thus, the

8 lbid., 9.



potential for impact from this study is multi-faedt impacting the BMA on personal,
congregational, and denominational levels.
Definition of Terms

Baptist Missionary Association of America (BMAA or BMA) — According to one of

its own publications, the BMAA,
is a group of regular Baptist churches formed soagmtional capacity by means
of duly elected messengers on May 25, 1950. Inldkggdhe churches are
evangelical, missionary, fundamental, and premiigh In associational capacity
they respect the equality of churches as constituieits and the equal rights and
privileges of ministers of the gospel after theidarstanding of the New
Testament ordet.

Statistics for 2008 give a total of 1,287 BMAA cbhes. These churches are located in

31 states, predominately in Texas and Arkansasherg states bordering théh.

Contemporary-Language Version or Modern-Language Version — A translation of
the Bible whose form, including vocabulary and gnaam, is readily understandable by
the people in a given setting.

Change Leader or Change L eadership — The leader or leaders who are responsible for
providing direction for the various aspects of @@nlhe change leader for the case
study in this research project was the incomingqgrasf the congregation.

Change Participants — The individuals that undergo the process of ghan

Differentiation — “[T]he capacity of a [group] member to defing br her own life’s
goals and values apart from surrounding togethsrpesssures'*

Homeostasis — Literally meaning “to stay the same,” homeost&sihe tendency of an
individual or group to remain in the current statestablished patterns.

Interview Participants or Interviewees— The change participants interviewed in this
case study. By the study design, interview paraicip are individuals within the
transitioning church who went through the transifiwocess and remained with the
church at least until the time they were intervidwe

° Bobby L. Hudgens and Linda Cary, edgaptist Missionary Association of America Directéry
Handbook 2009 - 201@9th ed. (Texarkana, AR: DiscipleGuide Churchdreses, 2009), 10.
10 ythi

Ibid., 105.
" Edwin H. FriedmanGeneration to GeneratiofNew York: Guilford Press, 1985), 27.
12 peter L. Steinkelow Your Church Family Works: Understanding Congitéans as Emotional Systems
(Herndon, VA: Alban Institute, 2006), 6.



Missional — In this study “missional” is used broadly, frommply having a mission or
purpose to a more descriptive focus of presentiegitessage of God to others within
their cultural context, as depicted by the ApoBieil in 1 Corinthians 9:19-22.

Systems Theory — Also known as family theory or family systemsdhg this is the
study of individuals within the interactions of theoup(s) to which they belong. The
individual is a component of the whole and canrefully understood if viewed
separated from that whole.

Trandtion — In a generic sense, this is the process of chgrfgpm one point or state to
another. In its more specialized sense, whiclsipritmary use in this research, it is the
process of converting from the King James Versibthe Bible to a contemporary-
language version as the primary version used lmuact’s worship service.

Trianglesor Emotional Triangles — Triangulation occurs “when any two parts of a
system become uncomfortable with one another ...][f@dis upon a third person, or
issue, as a way of stabilizing their own relatidpshith one another’® The triangle is
the interrelationship of those three parts, withftihird part considered to be “triangled”
into that relationship.

13 Friedman, 35-36.



CHAPTER TWO
A REVIEW OF SELECTED LITERATURE

The purpose of this study is to examine the chamngeess of a Baptist
congregation that transitioned from the King JaMession to a modern-language Bible
as its primary worship text. The study will examthe process of change from three
primary perspectives, including a review of pentinierature in each of these. Since
such change is made within a group setting, thearel will include an examination of
group dynamics and the bearing of those dynamios tipe change process. It will also
consider factors that prepare leadership for lepdivange — namely planning, along with
an awareness of the process and the politics afgeh&inally, the review will analyze
biblical and theological aspects of Bible versicansition.

Systems Theory

As stated, Bible version transition involves changghin a group setting. In order
to make changes within a group, the leader musténstahd the dynamics of group
interaction. This study will now review literatuo@ group dynamics and their effects
upon the change process.

Pioneered by Murray Bowen in his study of familyndynics, systems theory
(also called family systems theory) is the undexditag that an individual's actions
cannot be fully understood in isolation from thetsyns in which they interact. As
described by Edwin H. Friedman, a family therapstiained rabbi, and student of

Bowen, “components do not function according tartimature’ but according to their



position in the network™ In an expanded explanation, Friedman notes teafatmily
systems approach
deemphasizes the notion that our conflicts andedies are due primarily to the
makeup of our personalities, and suggests, insteatpur individual problems
have more to do with our relational networks, trekaup of others’ personalities,
where we stand within the relational systems, an Wwe function within that

position. It understands the symptom bearer torietbe “identified” patient and
the person’s problem to be symptomatic of somethsigw in the family itseff

Dr. Peter M. Senge, Senior Lecturer at the Slodro&oof Management,
contributes to the discussion of systems thinking:he Fifth Discipling Senge explains,
“System thinking is a discipline for seeing wholesa framework for examining
interrelationships rather than things or linearseaaffect chains. In it one looks for
patterns and processes of change rather than ‘stagipshots *

Other authors agree. In reviewing systems theotgmnads, Tracy Hartman,
Baptist Theological Seminary at Richmomdllds this insight, “Thinking systems’ involves
not examining cause and effect in a system, bugrolmgy the emotional processes and
interrelations occurring theré”And on this topic, Dean Williams, on the faculty o
Harvard University’s Kennedy School of Governmemi apecial advisor to the
president of Madagascar, observes, “In a diagribatsfocuses primarily on individual
players and not the interacting, competing, andlicbing values of the larger system,

leaders have a very incomplete understanding oftwayroblem exists'®

“1pid., 15.

*pid., 13.

16 peter M. Sengdhe Fifth Discipline: The Art and Practice of thedrning Organizatior{New York:
Doubleday, 2006), 68, 73.

Y Tracy L. Hartman, "The Eight Concepts of Bowen dityeA New Way of Thinking about the Individual
and the Group,Review & Expositof02 (Summer 2005): 521.

'8 Dean WilliamsReal Leadership: Helping People and OrganizatioaséTheir Toughest Challenges
(San Francisco: Berrett-Koehler, 2005), 47.
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FromThe Leader’s Journgyauthorslim Herrington, Robert Creech, and Trish
Taylor contribute this thought to the discussion:

Whenever you engage in a relationship that is kengy, intense, and significant,

you become emotionally connected to one anotheiiing system. Each person

who is part of this interaction begins to affectd de affected by, the anxiety and
behaviors of the other.... The gravitational pulteftionships has its effect on
the behavior and response of each person in thggtiee behavior and response
of each person affects the emotional gravity ofsystem-’

These authors explain the ramifications for graguéership: “Understanding this
fact furnishes a helpful perspective as we attempgad a congregation. To say that we
are a part of a living system is to say that tkeeesforces at work among u®. They also
note, “The better we understand the functioning iarglications of a living system, the
more effectively we undergo personal transformasing learn to lead with integrity™

Systems theory is built around a number of princamponents. This study will
now consider these components and the literatlaedeto them.

The Family Unit

As the discussion of systems theory’s origin peshapimates, a foundational
concept is that the family or group is the mosidaasit for study. Drawing from a
homey example, Dr. Roberta M. Gilbert, a privatagice psychiatrist and faculty
member at the Bowen Center of the Study of the Faitlustrates the wisdom of such a
macroscopic view:

In a herd of cattle, ... if one of the cows becamsetifor some reason, such as

receiving a shock from the electric fence, or sgaisnake, they would all
become upset and move closer together. The upsae(y travels, almost

19 Jim Herrington, R. Robert Creech, and Trisha Trajlbe Leader's Journey: Accepting the Call to
Personal and Congregational Transformatidrst ed. (San Francisco: Jossey-Bass, 2003),129, 3
2% bid., 31.

! bid., 29.
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instantaneously, through the entire herd. We t#fle “herding” reaction. They
are an emotional urft.

Gilbert’s illustration shows that at times, andesplly during increased anxiety,
individual action can be so influenced by the grthat the whole acts more as a single
collective than as separate individuals.

Such group dynamics are applicable to the churtingeas well. Friedman
discusses family systems theory within a Judeostian framework, and he considers
the relational system within the congregation as type of family to which systems
thinking applies. Friedman explains that systerasty “can be extended to any
relational system from a business partnershipradigious institution,® and its
principles “are equally applicable to emotional gesses in personal families and
congregational families?® Friedman notes in one of his books, “[T]he wéarhily
always means church or synagogue as well as oa@irk of relations?® What is said
specifically for this one book is strongly impli@dhis other works.

Steinke, a clergy therapist mentored by Friedmgrees, noting that “... we fail
to realize that the church functions as an emotisygtem. As long as people gather and
interact, emotional processes occtirAs an emotional unit, the congregation serves as a
family unit within systems theory.

Anxiety
Anxiety is another important concept in systemstieln Congregational

Leadership in Anxious TimeBeter Steinke describes anxiety and its impatt athe

22 Roberta M. GilbertExtraordinary Leadership: Thinking Systems, Malargifference(Falls Church &
Basye, VA: Leading Systems Press, 2006), 6.

3 Friedman, 13.

* Ibid., 41.
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automatic and natural reaction to anything thathtnigreaten a person’s safety. As
anxiety increases in emotional systems, peopldiater is more automatic. That means
people are less thoughtful and imaginative, resistawhatever signals pain, and
generally in an edgy mood”

Elsewhere Steinke gives other characteristics wieyn First, he considers what
initiates anxiety:

What precisely triggers anxiety is unique to eaatesn. Common activators are
significant changes and losses. They upset théegpalterns and balance of the

system...?®

He then describes what happens as anxiety is itextiwithin a group:

Equally as important as to what sets off anxietyhre it is focused. Anxiety is
free-floating. But eventually it drains off and tdet somewhere. Relationship
systems have favorite ducts and crevices for tpesieof its flow. The most
vulnerable or responsible people in the relatiomsi@twork are the usual
targets>

To the discussion of anxiety Richardson adds, “Atyis pervasive in emotional
systems. It has a major impact on emotional prodassiety results from the perception
of threat, whether real or imaginetf.Herrington, Creech, and Taylor agree and speak to
anxiety within the congregational setting:

To the degree that we are part of a family systeahhas learned to deal with the
world as either a threatening place or as a squace, we operate in life with a
given level of chronic anxiety. We are more or ldssly to experience the world
as a threatening place. Our congregation behawée isame way. Some
congregations see the world as a safe place tacdara much freer to take a risk,
pursue a goal, and respond calmly to crisis. Otbeesand feel the world as

% |bid.

*% Steinke, Xiii.

2" peter L. SteinkeCongregational Leadership in Anxious Times: BeimnCand Courageous No Matter
What(Herndon, VA: Alban Institute, 2006), 78.

28 Steinke Church Family 15.

% bid.

%9 Ronald W. Richardson, "Bowen Family Systems Thewony Congregational LifeReview & Expositor
102 (Summer 2005): 386.
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threatening and dangerous; anxiety dominates traregation. The higher the
level of chronic anxiety in a system, the moreidifit it is for that system to
function in a healthy way:

Systems theory makes an important distinction betwgpes of anxiety. “Two
types of anxiety must be distinguished. Each léadhfferent results. Anxiety may be
acute or chronic®

Concerning the former, “[a]cute anxiety is our t&atto a threat that is real and
time-limited. We react to the threat, respond tarid then eventually return to a normal
state of mind and body”® Steinke characterizes acute anxiety as crisisrgee He also
notes that people experiencing it have the cap&eitgntrol their reactivity while
dealing with the anxiety and regain their perspectelatively quickly after the stressor
is removed*

In contrast to acute anxiety, “[c]hronic anxietyhebitual. We can’t put [chronic]
anxiety to rest*® Additionally, “the threat is imagined or distortedther than real.
Consequently, it is not time-limited; it does nimhsly go away.®®

A Failure of Nerv& is largely the work of Edwin Friedman but was cdetgd
posthumously by Margaret Treadwell (Friedman’s adjdaculty member) and Edward
Beal (colleague of Friedman and professor at GéowgeUniversity School of
Medicine). This book includes a discussion of safihe characteristics of chronic

anxiety: “The five aspects of chronic anxiety agaativity, herding, blaming, a quick-fix

31 Herrington, Creech, and Taylor, 37.

32 Steinke Church Family 22.

3 Herrington, Creech, and Taylor, 35.

3 Steinke Church Family 22, 24.

** Ibid., 22.

3 Herrington, Creech, and Taylor, 35.

37 Edwin H. Friedman, Margaret M. Treadwell, and Erbwd/. Beal A Failure of Nerve: Leadership in the
Age of the Quick FifNew York: Seabury Books, 2007).
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mentality, and lack of leadership — the last ndy arfifth characteristic of societal
regression but one that stems from and contribiotése other four3®
Steinke describes other characteristics of chramgety. “Chronically anxious
people ... keep their focus on others. They areyeasill quickly hurt. They see
themselves as victims.... They are not self-reguiathnd they are not imaginativé®”
He also states, “When facing anxious times, a pglecentage of congregations freeze.
Since action might trigger opposition, leaders ylelad delay. No one wants to upset or
offend others®
As briefly mentioned earlier, in (chronic) anxiety,is the response of the system
to organize itself around the least-mature memiaginer than around its potential
leader.** Ronald Richardson, retired pastor, author, antbpaiscounselor, includes this
in his explanation of anxiety-induced responses:
As anxiety builds in an emotional system and thipggin to feel significantly
unbalanced, someone or some relationship in themsysiay become problematic
or symptomatic. Symptoms are an indication thateayphas built to a fairly high
level in the system. They are generally express&mhé or more of four types of
relationship patterns: 1) significant emotionatame between people; 2)
significant conflict between leaders in the churghthe physical, emotional, or

social dysfunction of one of the leaders; or 4)ghgection of anxiety to a lower
level person or group who appears to be “dysfunefit*

Herrington, Creech and Taylor point out yet anothsightful characteristic:
“Chronic anxiety requires two poles if it is to fition. One member of the system cannot

sustain such tension alone; a negative pole regjaipositive one. Some enabling or

*8 |bid., 24.

39 Steinke Church Family 24.

“0 Steinke Anxious Timesl3.

*! Herrington, Creech, and Taylor, 63.
“2 Richardson, 387.
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anxious feedback is required from another membanother part of the system to keep
the anxious atmosphere aliv€.”

The impact of anxiety can be either positive orateg, largely based upon
whether the anxiety is acute or chronic. As willdiecussed later, acute anxiety can be a
positive motivator. In contrast, chronic anxietysttacts [a group] from its purpose, sets
people at odds with each other and builds wallsnsgautsiders*

Often anxiety is allowed to affect everyone, eveadership. “In an anxious
system, the leader tends to join others in focusimgymptoms (the complaints and
problems) rather than process (the systemic issugseactions that keep a problem in
place.)*®Yet in spite of this tendency, the responsibilily properly dealing with the
anxiety rests mainly upon leadership. “The leaderdn job ... is to create an emotional
atmosphere in which greater calmness [i.e. lessnahianxiety] exists — to be a less
[chronically] anxious presencé®Elsewhere Richardson further explains this:

During times of upset, if just one key leader cardss anxious, relate well to

others in the group, and simply define self, il wdve a beneficial impact on the

life of the group as a whole. The more importarg gerson is to the life of the

group, the greater the impact. If the one persomoee solid and less anxious, he
or she can be an anchor for the whole syéfem.

Like Richardson, Steinke lays this responsibilippn the leader, whose
“responsible and enlightened behavior will influerthe situation more than any other
action.”® He asserts that the impact of the leader durimxipas times can hardly be

overstated: “A positive outcome will emerge if hader’s presence and functioning is

3 Herrington, Creech, and Taylor, 36.

*4 Steinke Church Family xiii.

“5 Herrington, Creech, and Taylor, 50.

“6 Ronald W. RichardsorGreating a Healthier Church: Family Systems Thetsadership, and
Congregational Lif§Minneapolis: Fortress Press, 1996), 173.

*" Richardson, "Bowen," 389.
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centered in principle, based on self-regulationl, amchored by taking thoughtful
positions. Principle provides clarity; self-regudat helps to avoid extremes; thoughtful
positions lead to necessary actidh.”
As mentioned above, chronic anxiety requires “englbdr anxious feedback ...
to keep the anxious atmosphere aliv&Thus, one significant way leadership can reduce
anxiety is refusing to provide such re-enforcingdieack, choosing rather to influence
toward calmness (i.e., reduced anxiety) by beinglan leader.
Feedback
A third principal concept in systems theory is feack (or feedback loops). Peter
Senge says,
The practice of systems thinking starts with un@eding a simple concept called
“feedback” that shows how actions can reinforceaunteract (balance) each
other.... [Fleedback ... means any reciprocal flowndifience. In systems
thinking it is an axiom that every influence is Ihaauseandeffect Nothing is
ever influenced in just one directiéh.
Rendle describes feedback as “the bits of informmatvithin the system, or congregation,
that are used to keep internal fluctuations witiineptable and sustainable norifs.”
As already established, systems theory attempiaderstand the individual by
examining the interactions within the group(s) d¢fietr he or she is a part. Such a group-

based perspective is particularly important in ustianding feedback. “In mastering

systems thinking, we give up the assumption trexieths an individual, or individual

“8 Steinke Anxious Times?.

*° Ibid., 65.

*0 Herrington, Creech, and Taylor, 36.

*1 Senge, 73, 74-75, emphasis in original.

*2 Gilbert R. Rendlel eading Change in the Congregation: Spiritual ang&hizational Tools for Leaders
(Bethesda, MD: Alban Institute, 1998), 112.
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agent, responsible. The feedback perspective stejtied everyone shares responsibility
for problems generated by a systeth.”

In separate works Lieutenant Colonel Jim Bakem staff of the Undersecretary
of Defense for Acquisition, Technology and Logistiand Peter Sengealescribe two
basic feedback loops: reinforcing feedback andruatg feedback. From these basic
models they draw numerous more complex models, sbatgpromote change and others
that impair it.

According to Baker, the reinforcing loop can berapéfied by an interest-
bearing bank account. In time, the original priteipf the account generates interest,
which is then deposited into the account, creatwoge principle. The increased principle
creates more interest, and the increased interéstn creates even more principle. As
this example shows, a “reinforcing loop describestesns where elements reinforce one
another, creating either a virtuous or a vicious&y*® Senge calls this type of feedback
an “amplifying loop.®’

*8) “describes efforts to solve

In contrast, the balancing loop (or “stabilizing
a problem or close a gap between a desired stdta enrrent state’® Baker illustrates
this by the actions of a person filling a glassvater from a faucet. As the distance
decreases between the water level and the togajl#iss, the person decreases the rate

of flow from the faucet. The cycle continues witleedecreasing rate of water flow and

yet-to-be-filled space in the glass until the whaecess stops. Whereas the process

3 Senge, 78.
> Jim Baker, "Systems Thinking and Counterinsurges)tParameters36 (2006): 27.
*° Senge, 79
ge, 79.
*% Baker, 27.
" Senge, 79.
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within the reinforcing loop never reaches an enlsasomponent elements are constantly
increasing, the process of the balancing loop ali@ty reaches an end as the rate of
change within its component elements diminishezeto.

These feedback loops in various forms are whatdateect individuals within
the group, allowing the condition of any given memto influence others. As
exemplified in Gilbert’s cow illustration, feedbatdops allow anxiety and its impact to
spread throughout the group. “[I]t is the feedbatkn anxious other that gives any
chronic condition its shape and continuity andsttprovides its homeostasf€ Daniel
Bagby, Baptist Theological Seminary at Richmondatos: “Chronic family problems
are maintained as such by a recurring reactivemsmewhere in the systefi.”

Understanding the principles of feedback is helfifulot necessary) for leaders
wishing to initiate meaningful and lasting changeedman’s comment on feedback is
good news for change leaders: “The notion thatrdbroonditions require feedback also
suggests strategies for chan§elh other words, if feedback maintains chronic
conditions, then changing the feedback should alt&ty change the conditions.
Homeostas's

What leader, when trying to bring change, has nobentered a “But we've
always done it this way!” kind of reaction? It leg type of reaction that Senge has in

mind when writing,

%% |bid.

%9 Baker, 27.

¢ Friedman Generation 46-47.

®1 Daniel G. Bagby, "Generation to Generation: Familgcess in Church and SynagoguReView &
Expositorl02 (Summer 2005): 516.

%2 Friedman Generation 46.
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Leaders who attempt organizational change oftehtiemselves unwittingly
caught in balancing processes. To the leadesyhislas though their efforts are
clashing with sudden resistance that seems to dmmenowhere. In fact, ... the
resisggmce is a response by the system, tryingatotaan an implicit system
goal.

The goal that resistance is trying to achieve pamncing feedback) is the next
component of systems theory: homeostasis.

Literally meaning “to stay the sam&’homeostasis is the emotional inertia that
attempts to maintain all things as they current®, 8agby defines it as “the tendency of
any set of human relationships to strive perpetualregain balance and preserve its
existence.*

Because of this nature of homeostasis, Friedmabhlésto postulate:

Generally, there is predictability about the higinsl lows of symptomatic

behavior, and the frequency with which the sympteappears, no matter what

its nature. Chronic symptoms rarely go below orvabecertain thresholds, and
they tend to reappear with a certain rhythm. (Aryarino doubts this should try
to make a problem worse and keep it at that I€9el.)

Emotional Triangles

The pull for homeostasis often causes the formatfamhat systems theory calls
emotional (or relational) triangles. A classic exdenof an emotional triangle is a child
on the playground who, when unable to get along @iplaymate (child two), finds a
“new best friend” (child three) as a means of eitheerficially filling the loss from the
second child’s disapproval, or of leveraging coanpdie from the second child via

jealousy. Emotional triangles come about “when vty parts of a system become

uncomfortable with one another [and] they willamgle in’ or focus upon a third person,

%3 Senge, 86-87.
¢ Steinke Church Family 6.
% Bagby, 516.
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or issue, as a way of stabilizing their own relasioip with one anothef.” James

Lamkin, a pastor writing on the dynamics of systemsongregations, states: “Emotional
triangles exist because life seeks balance andistabife wants homeostasis. A tripod

is more stable than a dyad. Thus, two human beuilgeften manage their anxiety by
‘triangling in’ a third.”®

The three (or even more) points of an emotionahtyie are often made up of
individuals, but at times may be groups of peoigleyes, symptoms, programs, or
processe&’ A person, group, issue, or other entity can tengfled (i.e., drawn) into the
group either by the efforts of others or by its anitiative.”

The very nature of the change process places chHaadership within emotional
triangles. The change leader (point A) introdutesdlement to be changed (point B) to
the group or individual (point C), which thus forasriangle. However, leaders can use
their position within the triangle to improve thieamce of successful change if they know
and capitalize on the principles of triangles. Sahthe major principles of emotional
triangles are presented by Friedman in his Seversldd Triangles’

Law 1: “The relationship of any two members of améonal triangle is kept in
balance by the way a third party relates to eachearh or to their relationship.”

Friedman continues, “When a given relationshigusls ... there is probably a third

person or issue that is part of the homeostaéi/ithin the context of this study, this

% Friedman Generation 46-47.

®7 |bid., 35-36.

% James E. Lamkin, "Systems Theory and Congregdti@salership: Leaves from an Alchemist's
Journal,"Review & Expositof02 (Summer 2005): 469.

% See Ibid. See also Bagby, 516.

0 Friedman Generation 35-36.

" bid., 36-39.

2 bid., 37.
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suggests that as a point in the triangle leadershigt understand it has the potential both
to help and to hinder a person’s acceptance ofgghdreadership is not likely a neutral
factor in how the other points relate to one anothe

Law 2: “If one is a third party in an emotionakingle it is generally not possible
to bring [lasting] change ... to the relationshiptizé other two parts by trying to change
their relationship directly.” Friedman expands thisughts in saying,

Trying harder to bring two people closer ... will geally maintain or increase

the distance between them. On the other hand, tegbe#forts to separate ...

anyone and his or her cherished beliefs ... increepossibility that they will
fall “blindly in love” with one anothef?

As Senge explains it, “The more aggressively themealtes try to drive their desired
changes, the more people feel threatened and the nesistance arise$For change
leadership this means that pressuring people epachange is typically counter-
productive.

Law 3: “Attempts to change the relationship of tikeer two sides of an
emotional triangle not only are generally ineffeetibut also, homeostatic forces often
convert those efforts to their opposite intent.isTéxplains why the harder leaders
pressure for change the more the group membergsaeedpond with some form of
“we’ve always done ithis way” stance.

Law 4: “To the extent a third party [in] an emot@riangle tries unsuccessfully
to change the relationship of the other two, theentigely it is that the third party will
wind up with the stress of the other two.” Friedncamtinues: “This helps explain why

the dysfunctional member in many families is ofter the weakest person in the system,

"3 Ibid.
" Senge, 99.
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but on the contrary, often the one taking respdlitgilfior the entire system’™ Leaders
are the most triangled point in any syst&rand change leadership in particular is
triangled with virtually everyone in that systéfSo, change leaders who assume
personal responsibility for others’ acceptancehainge — instead of differentiating
themselves (see next section) and allowing otltebe tresponsible for their own
acceptance of change — are in the dangerous positehouldering the sum of all the
individual change-related stresses within the group

Law 5: “The various triangles in an emotional systaterlock so that efforts to
bring change to any one of them is [sic] oftengtesl by homeostatic forces in the others
or in the system itself.” Thus, in the case of gealeader A, who senses group member
B offering resistance to proposed item of changth€Jeader must realize that the
resistance may be caused by an unyielding fountopeor issue D in the B-C-D triangle.
It is also possible that there are additional ledltriangles (C-D-E, D-E-F, etc.) that
impact the situation.

Law 6: “One side of an emotional triangle tend®¢amore conflictual than the
others.” Friedman further explains,

In healthier families, conflict will tend to swimgund the compass, so to speak,

showing up in different persons or different relaships at different times.... In

relationship systems that are not as healthy, ¢hélict tends to be located on one
particular side of a triangle (the identified patier relationship)®

Law 7: “We can only change a relationship to whaghbelong.” From this

Friedman concludes,

S Friedman Generation 37.
76 Steinke Church Family 54.
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Therefore, the way to bring change to the relatignsf two others ... is to try to
maintain a well-defined relationship with each, émévoid the responsibility for
their relationship with one another. To the extgatcan maintain a “nonanxious
presence” in a triangle, such a stance has theteo modify the anxiety in the
others. The problem is to be both nonanxious asdgmt’’

For change leadership this shows the necessitgrgbpally embracing the element of
change while maintaining a personal and non-anxielasionship with the person who
has difficulty accepting that element. Herringt@neech, and Taylor offer this advice:
“Your aim here is ‘detriangling’: staying emotiohatonnected to the other ... [person
or people] while being emotionally neutral abowet fymptomatic issué€® This
“detriangling” is commonly known in systems theasydifferentiation.
Differentiation of Self

The final basic concept of systems theory to begmed is differentiation of self
(“differentiation”), or what Gilbert calls “individality.”®" Friedman defines
differentiation as “the capacity of a family memipedefine his or her own life’s goals
and values apart from surrounding togethernessyres, to say ‘I’ when others are
demanding ‘you’ and ‘we.’ ... Differentiation mearrgetcapacity to be an ‘I’ while
remaining [emotionally] connected®Richardson offers a similar explanation:

“Differentiation is the ability to be in significaemotional contact with others and still

" Friedman insightfully note4,The most triangled position in any set of relatdps is always the most
vulnerable; when the laws of emotional triangles@anderstood, however, it tends to become the most
powerful.” (Friedman{eneration 39.)

% Ibid., 38.

Ibid., 39.

8 Herrington, Creech, and Taylor, 55.

81 Roberta M. GilbertThe Eight Concepts of Bowen Theory: A New Way iokifty About the Individual
and the Groug{Falls Church & Basye, VA: Leading Systems Pr2886), 28. See also Richardson,
Healthier Church 101.

8 Friedman Generation 27. See also Bagby, 516; Stein&urch Family 12.
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be able to function as a more autonomous self,owitthaving the automatic emotional
system processes determine our thinking and behakhds is emotional maturity?®
Insufficient differentiation often produces onetwb negative outcomes: fusion

and cut-off. Fusion (also called “togetherness” 4ratding®*)

Is “togetherness forces
pushing for conformity® and is often characterized by “interdependencyraadtivity
of one to another® Gilbert also notes the interconnectivity betweasidn and anxiety:
“Fusions are more apparent when anxiety rises. &xlso is a product of fusion§”

One form of fusion is groupthink. According to Gilib, groupthink occurs when
one lacks sufficient differentiation between se&iflahe group to which that individual
belongs. Groupthink, positively expressed, is “goatong with the group based only on
relationship reasons rather than on any princlpc or original thought one may have
on the subject® Conversely, its negative expression is seen wkeplp “reactively
disagree [with a group’s decision or direction] mteough not having thought through
the issue.® In its more extreme form, groupthink may even takehe form of what
Lamkin calls, borrowed self’ which is “the act of scrounging self from theidity of
another.®°

A second possible outcome of insufficient diffefatibn is emotional distancing,

or cutoff® Originally recognized in connection with teen rwags in the 1960s, cutoff

was a term coined by Bowen to mean the “procesgdiration, isolation, withdrawal,

8 Richardson, "Bowen," 388. See also Lamkin, 476.
8 Gilbert, Extraordinary, 7. See also Richardsdrealthier Church 101.
8 Herrington, Creech, and Taylor, 63.
8 Gilbert, Extraordinary; 7.
¥ Ibid.
8 Gilbert, Eight Concepts35.
89 H
Ibid.
% Lamkin, 481.
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running away, or denying the importance of the peigtamily.”? Lamkin describes cut-
off as “a strategy used to cope with the intensftgnxiety in a system by emotional
distance.®® However, such distancing is counter-productive aftcording to Friedman
such distance only perpetuates the probtem.

There is, however, a vast difference between d@ffeation and the emotional
distance of cut-off. Concerning people who expexethe latter, Gilbert observes,
“Externally, they seem disconnected. Internallyywbueer, it is a different story.
Distanced persons think about each other, theigp&ttip and the conflict that led to it a
great deal. By distancing, they are far from fréthe problem. They are still emotionally
bound and defined by i in contrast to the person that is properly diffeiaged.
Friedman concurs, as he learned from the actioashabitually critical parishioner.
Edward Beal relates this story of Friedman as he leaving his second congregation:

Although the positive responses [from parishionersie anticipated, the letter

from his harshest critic, describing their diffecea and how much he would miss

Friedman, was not expected. He realized the mtstsely negative members of

the congregation were as emotionally involved viith as were the positive

ones®

Bowen also hypothesized a “differentiation of seile,” which ranged from 0 to
100, with the higher numbers corresponding to hidgaeels of self-differentiatio’ The

scale is not a precision instrument of measurepéted by Dr. Richard B. Miller

(Brigham Young University), Shayne Anderson (Unsisrof Georgia), and Kaulana

°1 Gilbert, Eight Concepts57ff.

2 Murray Bowen Family Therapy in Clinical PracticéNew York: Jason Aronson, 1978), 382.

% L amkin, 464.

% Friedman, Treadwell, and Be&ilure, 214.

% Gilbert, Eight Conceptsl6.

% Edward W. Beal, "A Retrospective: Edwin Friedmélis Life and Work,"Review & Expositof.02
(Summer 2005): 417.

" Bowen, 472-75. Cf. Friedma@eneration 27.
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Keala (University of Hawaii). Bowen “provided fewigelines to help clinicians reliably
and accurately assign an appropriate score. Indkeeclaimed that the concept was not
guantifiable for researchers. Consequently, Bowsgdse has been useful only as a
theoretical tool.®® Yet, even if limited to a “theoretical tool,” thieerature agrees with
the general premise that “[h]igh level leaderstagé on the scale of differentiation of
self.”®

The importance of leadership’s understanding amdoising differentiation can
hardly be overstated. It impacts such issues agtgrand maturity’® both of the leaders
themselves and of those they lead. It speaks tmtéeaction between leaders and
followers — and the predictable consequences whene tis insufficient differentiation in
that relationshig? It addresses leadership’s over-pur&tigver-functioning:®® and
handling of criticism->* Friedman writes that differentiation even foresasthotage
(“[s]elf-differentiation always triggers sabotad®) and identifies the most likely
saboteurs®

The need for differentiation increases during timekigher anxiety (e.g.,

change). Friedman speaks to this, based first epmence from the presence of

differentiation, and then upon evidence from itsaaize:

% Richard B. Miller, Shayne Anderson, and Davelyreseiléna Keala, "Is Bowen Theory Valid? A Review
of Basic ResearchJournal of Marital and Family Therap§0 (2004): 454.

% Gilbert, Extraordinary, 93.

100 Richardson, "Bowen," 388. See also Herringtone€meand Taylor, 41.

1011 amkin, 477.

192 Steinke,Church Family 99. See also Richardsdtealthier Church 70.

193 Gilbert, Extraordinary, 94. See also Richardsdtealthier Church 135.

104 Steinke Church Family 99.

195 Eriedman, Treadwell, and Be&ailure, 247.

1% Friedman Generation 30.



27

[W]ithout question the single variable that mostidiguished the [troubled]
families that survived and flourished from thosatttlisintegrated was the
presence of ... a well-differentiated leadé&f.

Later, in contrast, he writes,
The fact that chronically anxious families will aws lack well-differentiated
leadership is absolutely universal. | have nevens exception to this rule.... |
have found that the single most important factstinijuishing those families that

become hopelessly stuck or disintegrated intoscfisim those that recovered was
the presence of a well-defined lead&t.

In short, “[a]t times of crisis, a congregation ftions best when its key leaders are
differentiated.*®

The literature reviewed in this research showegrgingly little criticism for
systems theory, either for the whole or for itswidbal parts. Among that very small
group are the previously sited, Miller, Andersomg &eala who raise questions about
possible limitations of Bowen’s conclusion. The@02 article states, “The last 15 years
have seen an emergence of research that has tiestoretical propositions of Bowen
theory. Although several of Bowen's theoreticahpiples have received empirical
testing, there are still some important propostitimat need to be researchétf. Two
specific items are of note to this study. Firsg #hnticle finds “there is a lack of research
testing Bowen's claim that his theory is univets&l.Second, “[a]lthough there is
emerging evidence validat[ing] some of Bowen's b#®oretical propositions, there is
still a glaring lack of clinical process and out@mmasearch that has tested the

effectiveness of Bowen's model of therap}?”

107 Eriedman, Treadwell, and Be&ailure, 14.
198 |hid., 89.
109 Steinke Anxious Times71.
119 Miller, Anderson, and Keala, 463.
111 :
Ibid.
M2 bid.
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Systems theory is more than a way to understan@aticipate group dynamics;
it is also a strategic tool to influence the graupburse. As Friedman observes, systems
theory “creates different strategies for inducihgmge.**?

The reviewed literature illustrates this to be timesuch settings as actual
families, congregations, work groups, and otherse @rticle even shows the use of
systems theory model in the very difficult areaswétegizing military
counterinsurgencies: “[H]aving a model in-handwalahe counterinsurgent strategist a
means to steady himself and his forces in timedifitulty.” *'* Clearly systems theory is
a valid tool for planning desired outcomes. Inwds of Senge, systems thinking sees
people “as active participants in shaping theitiygdrom reacting to the present to
creating the future!*®

This review on systems theory literature indicdleg a properly prepared change
leader must operate from an awareness of systanwgles. While the decision to
accept or reject change is ultimately made by iddizls and not the group, the process
of making that decision is rarely done in isolatfoom group dynamics. Wise change
leadership will pay particular note to the vari@asnponents of systems theory, knowing
that (1) they can signal problem areas that leageshould address or avoid, and (2)
they can be proactively used by leadership aslamgblanning change. Change,
therefore, must be orchestrated with the variops@s of the system’s interactivity in

mind.

113 Eriedman Generation 17.
114 Baker, 38.
115 senge, 69

ge, 69.
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Leading Change

Having achieved an awareness of the fundamentmydynamics of the people
involved in change, this study will now consideerature related to aspects of change
itself and to the task of leading people through it

Ronald A. Heifetz and Martin Linsky, both on thed#y of John F. Kennedy
School of Government at Harvard University, categochange under two primary
headings: technical problems and adaptive chalenfjee former are “problems for
which [people] ... have the necessary know-how andguures*'® However, it seems
that change such as transition of Bible versiopgally belongs within the latter
category, which requires “changes in people’s i, beliefs, habits, and loyalties:”

These authors describe a number of difficulties@aased with adaptive change.
For one, the change participants can be discouragéuey readily see the potential for
loss but often cannot see how the change will bdttsr current condition'®
Additionally, the authors note,

Adaptive change ... asks [people] to take a lossemagpce uncertainty, and even

express disloyalty to people and cultures. Becadsgptive change forces people

to question and perhaps redefine aspects of thetity, it also challenges their

sense of competence. Loss, disloyalty, and fe@tliogmpetent: That’s a lot to

ask!?
Because of these and similar factors, adaptivegghanapt to produce resistartée.

In Real Leadershipauthor Dean Williams specifies six particularagmf

challenges or change typEs.The first challenge Williams lists is the activistallenge.

118 Ronald A. Heifetz and Martin Linsky,eadership on the Line: Staying Alive through tlen@ers of
Leading(Boston: Harvard Business School Press, 2002), 13.

17 Ronald A. Heifetz, Alexander Grashow, and Martinsky, The Practice of Adaptive Leadership: Tools
and Tactics for Changing Your Organization and 4erld (Boston: Harvard Business Press, 2009), 19.
118 Heifetz and LinskyOn the Line 13.

91pid., 30.
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Giving Martin Luther as an example of one who emtered this type of challenge, the
author explains that the defining characteristithid challenge is that “the group or a
faction of the group refuses to face some elemergadity that actually might improve
the people’s quality of life or institutional perfoance.*?? A superintendent of an
underachieving school system faces the developatetienge in which “the group can
make significant improvements to its quality oélibr organizational performance if
latent abilities become effectivé?® A maintenance challenge, such as a strategicamyilit
withdrawn, occurs when “the terrain is such thatghoup cannot improve its lot even if
it develops the full extent of its latent abiliti€$* A new business venture might be a
creative challenge, which occurs when “a combimatibevents presents an unusual
opportunity that, if the group can break from roatactivity long enough to exploit it,
might lead to a major and permanent new benéfitIh the crisis challenge, “the group
faces a potentially explosive situation that canietaten the life of the group or some
aspect of the prevailing orde?®

Although likely overlapping with other challeng@&sble version transition seems
best to match the remaining item, transitional leimgle, where “there is the possibility of
great gains if the group can transition its curreitie set to a new value sét”
Williams further details the traits of this typeafange:

Compelling evidence suggests that a new threapporunity has emerged....
[People] will have to give up, or at least mod#pme of the traditions, habits,

120 | hig.

21 williams, 34.
122 |pig.

123 |pid.

124 pid., 35.

125 |pid.

128 |hid.

127 pid., 34.
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and practices that they cherish.... Given the stinegial influence of values,

tradition, and habit combined with the fear of tibknown, the people are

reluctant to make the journey.... The people in asit@on challenge might ...

[be] anxious and afraid, as the process of tramsitg can be overwhelming and

disorienting.... [T]hey are concerned about the thaes accompanies such a

process.... This process of change can be threatemihgir identity, loyalties,

and sense of competencé.

Considering that Bible version transition is malstlly adaptive change,
leadership must consider the best course for imgrheimg this type of change within the
congregation. In order to explore options for leat, a review of pertinent literature
on leading change will be discussed under thevaiig three areas: the plan for change,
the process of change, and the politics in change.

The Plan for Change

In his bookLeading Changée®® as well as in a second volume entitite Heart
of Changé&®® (written with Dan S. Cohen), John Kotter of Had/&usiness School
outlines an eight-step process for change. Thag sieps are: 1) increase urgency; 2)
build the guiding team; 3) get the vision right;,cdmmunicate for buy-in; 5) empower
action; 6) create short-term wins; 7) don't let apd 8) make change stick.

Before considering each step in detail, the autlowerall perspective in working
through this plan must be noted. They caution igadership cannot address significant
change from a solely mechanical or mental apprdasfiders must lead change using
something more meaningful to the change particgpdfhanging behavior is less a

matter of giving people analysis to influence thkoughts than helping them to see a

truth to influence their feelings. Both thinkingdafeeling are essential, ... but the heart

128 i
Ibid., 117.
129 3ohn P. Kotterleading ChangéBoston: Harvard Business School Press, 1996), 21.
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of change is in the emotion®* With this important point in mind, Kotter’s eigktep
change process will now be explored.
Increase Urgency

“You can't steer a parked cal*? quips Gilbert R. Rendle, former senior
consultant for Alban Institute, as he speaks oppewho are settled into the status quo
and hesitant to change. So how does change legulgetithese “parked cars” moving
and on the road to change?

Kotter emphasizes that proper change planning bewithh preparing the people
involved. “By far the biggest mistake people makeewtrying to change organizations is
to plunge ahead without establishing a high enaggise of urgency.... This error is fatal
because transformations always fail to achieve tigectives when complacency levels
are high.**® The author also delineates a number of reasohéetigers often fail to
create sufficient urgency:

They overestimate how much they can force big ceaieg an organization.

They underestimate how hard it is to drive peoplead their comfort zones.

They don’t recognize how their own actions can veatently reinforce the status

qguo. They lack patience.... They become paralyzethéydifficulties] associated
with reducing complacency?

At first blush, Kotter’s advice to raise urgencye-, the level of anxiety within a
group — appears to run counter to systems theatyattvocates reduced anxiety.
However, this is not the case. “Anxiety can berthie or the salvation of our

relationships.... [A]nxiety can be our deliverandehds motivational power. Anxiety

130 John P. Kotter and Dan S. Coh&hg Heart of Change: Real-Life Stories of How Ped@tange Their
OrganizationgBoston: Harvard Business School Press, 2002), 7.
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provokes change. It prods and pushes us towardatiom or transformation**® The
change leader must be aware that it is not theepcesof anxiety that is detrimental, but
rather its type (chronic anxiety versus acute dgxi@nd its intensity. “If ... [anxiety]
reaches a certain intensity, it prevents the vaange it provokes. What is stimulus
becomes restraint*

The literature offers a number of suggestionsrgrlementing Kotter’s plan on
increasing urgency. Dr. William Bridges, former fassor and executive development
consultant, encourages change leaders to draw attergion to the problem before
shifting focus to the solutions. “Sell’ the probiethat is the reason for the change. Most
managers and leaders put 10% of their energy eltmg the problem and 90% into
selling the solution to the problert” Dean Williams also says, “People must learn why
they are in a particular condition in order to invpathways forward that produce
genuine progress,” otherwise any changes madempdys‘hollow and temporary
gains.™%

Karla Taylor, contributing editor to Association NMegement, advocates
increasing urgency by escalating the “dissatisfactactor,**i.e., using established
dissatisfactions as a tool to show the need fonghaKotter recommends that leaders
“remove sources of complacency or minimize thejpact.”*° This disruption of
complacency can be accomplished by asking prohiegttpns to generate “collective

and individual disequalibrium ... [which] draw peopleense of responsibility beyond

135 Steinke,Church Family 15-16, emphasis added.

*%1pid., 16.

137 william Bridges,Managing Transitions: Making the Most of Changed ed. (Cambridge, MA: Da
Capo Press, 2003), 16.

8 williams, 5.
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the current norms and job description$-Rendle remarks, “A well-formed leadership
guestion does not increase efficiency but creasesmtive challenges that cause the
system discomfort by requiring inquiry, learningdamaking choices'#? While
leadership — and especially Christian leadershpay not be comfortable causing such
disruption in the lives of others, in order for nba to occur “[tjhere must be a
discomfort sufficiently strong to make the peoplenivto be different*®

Urgency can also be created by focusing upon futanefits. “[I]t is critical to
assert the importance of outcomes. In each casdliificult, if not impossible, to
challenge a norm if there is no clearly identifeattcome to provide purpose and reason
and redirect the attention and resources constt&ipehe norm.***

Rendle cautions that leadership must monitor hangtioup’s anxiety is
channeled lest that anxiety be directed towardsedders. “The increase in anxiety
prompts people in [a group] to searchvdratis wrong. When they do not find clear and
agreeable answers, they quickly try to determihe is wrong. In difficult times the
search for someone to blame is swift>”

When has urgency been raised high enough? “An issuge when the urgency
to deal with it has become generalized acrossytems. If only a subgroup or faction
cares passionately, but most other groups in tsiesyhave other priorities on their

mind, then the issue is not yet ripé&®

139 Karla Taylor, "Curing Change-O-Phobi#@$sociation ManagemeB¥ (2005): 34.
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iii Gilbert R. Rendlel.eadership under Constrain(gvashington, DC: Alban Institute, 2006), 3.
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Build the Guiding Team
Why should leadership be concerned about buildiggiding team instead of
putting the responsibility of leading change in hiaends of a single leader? Put
succinctly, except for small groups or small changg]ndividuals alone, no matter how
competent or charismatic, never have all the assstded to overcome tradition and
inertia.”*’ Kotter later expands that thought:
Because major change is so difficult to accompkspowerful force is required to
sustain the process. No one individual ... is evés thhdevelop the right vision,
communicate it to large numbers of people, elinaralt the key obstacles,
generate short-term wins, lead and manage dozerisafe projects, and anchor
new approaches deep in the organization’s cultur&.strong guiding coalition is

always needed — one with the right compositiorglle¥ trust, and shared
objective.4®

Who should be selected for inclusion in the guidie@m? Systems theory offers
some input in dealing with that question. Whenrafteng to make change in a family,
the person to focus upon is the one “who has thatgst capacity to bring change to the
system.*® And according to systems theory, that would bemanxious, self-
differentiated persoft?

Erik Brynjolfsson, Associate Professor of InforroatiTechnology at the MIT
Sloan School of Management, together with consukamy Austin Renshaw and
Marshall Van Alstyne, Ph.D. candidate at Sloantesrdf a tool for “business process
reengineering” known as the Matrix of CharlgeOne guideline in this Matrix is “to

choose redesign team members for both their kn@eled functions essential to

147 K otter, Leading 6.

4% bid., 51-52.

149 Friedman Generation 22.
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business objectives and their subsequent abiliseboire support from these
functions.™? Karla Taylor concurs with the latter, noting theed for acquiring “opinion
leader[s] to whom others look for guidance®”

However, in balance to this guideline, team posgishould not be automatically

given to those most knowledgeable of the systenerQf[t]he people who rose to the

top of the organization because of their abilityvark with the system as is will have

little interest in challenging its structures, oué, or defaults*®*

One of the greatest requirements for team membeheiability to transcend the
immediate circumstances and see the situation &rdnoad perspective. Attaining such a
perspective, in the words of Heifetz, Grashow, aingky,

requires the ability to achieve some distance fllomse on-the-ground events. We

use the metaphor of “getting on the balcony” alitree“dance floor” to depict

what it means to gain the distanced perspectivengeadl to see what is really
happening.... When you move back and forth betwet@obg and dance floor,
you can continually assess what is happening im goganization and take
corrective midcourse action®

As earlier mentioned, the guiding team must hakegh level of trust in the eyes
of the group they lead. Many activities that depelast will be developed later in this
study (under the section on buy-in), but one itbousd be mentioned here: leaders must
build relationships with the group.

One distinctive aspect of leading adaptive chaadbkat you must connect with

the values, beliefs, and anxieties of the peopleare trying to move. Being

present in that way is tough to do unless yourthsarart of the mix as well....
[T]o be successful, you also need to fully engagepte with all ... of yourseff>®

%2 1pid., 40.

153 Taylor, 34.

154 Heifetz, Grashow, and Linskfdaptive 51.
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Get the Vision Right

“Without a pull toward some goal which people yrulant to achieve, the forces
in support of the status quo can be overwhelmingio¥ establishes an overarching
goal.”™’ Like the urgency mentioned in a previous stefomiss an aid in overcoming
the incredible inertia of homeostasis. “Questiohgwpose ... are of central importance
at a time of deep change.... Without clarity of pusg@ave do not know to what to give
ourselves, and so we settle for giving ourselveshat we know.**® Vision “gives the
people a reason to ‘get on the boat’ and helps tq@uneciate why the journey must be
undertaken without delay®

But vision provides more than a means of overcortiegstatus quo, as Kotter
explains,

In a change process, a good vision serves thregrieng purposes. First, by

clarifying the general direction for change ... [dhdreby] simplifies hundreds or

thousands of more detailed decisions. Second, titvates people to take action in

the right direction.... Third, it helps coordinate thctions of different people ...
in a remarkably fast and efficient w&y.

Authors differ somewhat in detailing specific compats of a good vision. Dean
Williams writes, “The orienting purpose must addrédse threat to the group and
articulate the promise that is available if theugr@an succeed in making the transition.
Fundamentally, it must answer the question ‘Is jisney really necessary?® Rendle
explains that in helping congregations determirmd tvision, the consultants at Alban

Institute work with the following three “Formatidpuestions”:

157 Senge, 195.

158 Rendle Leadership 10.
19 williams, 124.

160 K otter, Leading 68-69.
1oL williams, 124.
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e Who are we? (the identity question)

e What has God called us to do or to be? (the purgasstion)

e Who is our neighbor? (the context questith).
Paraphrasing from Senge, Steinke states that fvisithe group’s way of defining itself
and chartering its purposé&®® — another factor that should be considered asisaip
formulates vision.

This discussion of vision began by noting thateiljpls combat homeostasis.
However, homeostasis need not be viewed solelgeasriemy of vision and change. In
an interesting twist, Williams shows that under ¢h&ftsmanship of a wise leader, vision
can leverage homeostasis as an ally: “Paradoxjcaily of the most powerful and
effective ways to evoke the aspirations of the grisuo couch the orienting purpose in
terms of traditional values®
Communicate for Buy-In

Some aspects of getting the vision right overlap the process of generating
buy-in. As such, some factors for buy-in have badisnussed under that topic.

However, the scope of buy-in exceeds the narrowergpbf vision setting. How
can leaders create member buy-in in the broadetrspme of change process? One way
often overlooked is to tap into the core valuethefgroup.

Would-be change leaders often limit themselvesugno... not go[ing] deeply

enough into the organization to discover whatahds for.... When they do not

go deeply enough into what the company standgshey, end up trying to ‘push’
their ideas into the organizatidfr,

162 Rendle Leadership3.

163 Steinke Church Family 117. Paraphrased from.Senge, n.p.
'** williams, 127.

185 Senge, 305.
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which further erodes buy-in. Leaders must listeand appreciate the “story” or
“narrative” of the group and “what drumbeat peagle marching to” — i.e., the history,
loyalties, priorities, fears, concerns, hopes,rasiphs, and values of the peopié.

But communication is a two-way street, and buylao ancreases as leadership
communicates often to group members during thegghanocess®’ taking advantage of
all the various venues at their dispa$a[Failure to give the group advance notice when
possible weakens buy-in. As Rendle phrases it,gi&ed people tend to behave
badly,™® and that bad behavior is likely an indicator atlbuy-in.

Another suggestion for greater buy-in comes froeirke, who recommends
“redefining the problem?i.e., framing the situation from a participant-gécial
perspective. Or as William Bridges says, “Theralisost always some purpose behind a
change, though sometimes you need to adapt thapgeito the interests and
understandings of your audiencg®

Buy-in can be increased as participants see preigres the change process.
Brynjolfsson illustrates this in a quote from a e leader in a manufacturing business:

In phase two, we took down the walls that had surded the new equipment and

assembled the new machines right on the manufagtéiaor in their final

location. The workers saw the new technology grgwight around them.
Because of this, people knew it was real and didatit to be left out’?

As already indicated, leaders can undermine buyhis can happen as they

assume a calculating, dispassionate approach, tixgp@articipants to accept the

186 Williams, 42-43. Cf. Heifetz, Grashow, and Linskgaptive 92; Williams, 42-43.
167 K otter, Leading 9.

%% 1pid., 93.

189 Rendle Leading Changel60.
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"1 Bridges, 61. See also Senge, 217-18.

172 Brynjolfsson, Renshaw, and Alstyne, n.p.
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changes mechanically® Forgetting the amount of time that it took to wénkough the
issues themselves, leadership impairs buy-in wihiais to allow participants sufficient
time to process the emotional aspects of chafige.

Empower Action

Kotter explains, “As we use the term, empowermgmioit about giving people
new authority and new responsibilities and therkimgl away. It is all about removing
barriers.*” Leadership may be tempted to ignore such barmetsiealizing the impact
that such avoidance can have. “Whenever smart alidntentioned people avoid
confronting obstacles, they disempower [those tbagl] and undermine chang€®

The literature both reveals various barriers lestiprshould watch for and
recommends ways to avoid or remove them. One Ibasriender-involvement, and the
corresponding empowerment is achieved by increasmgber self-involvement. “If the
group takes an active part in solving its own peald, from its best individual thinking,
it will be likely to own the solutions and implentehem.™”

Another potential barrier is a lack of sufficiemgancy. The need for urgency in
the initial stages of the change plan has alreaéy ldiscussed. However, there is a need
to increase urgency appropriately — to “turn uptdmperature” — through the other
stages of the plan as well:

If you try to stimulate deep change within an oiigation, you have to control the

temperature. There are really two tasks here. iféieid to raise the heat enough

that people sit up, pay attention, and deal withrdal threats and challenges
facing them. Without some distress, there is nentige for them to change

173 Bridges, 59.

174 K otter, Leading 88.

175 Kotter and CoherHeart, 104.
176 Kotter, Leading 11.
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anything. The second is to lower the temperaturenvtfecessary to reduce a

counterproductive level of tension. Any communiggndake only so much

pressure before it becomes either immobilized arssput of controf’®

Certainly the expression “thinking outside of tliexbhas become cliché, yet
“boxed-in” thinking is still problematic, and thigpe of unnecessary, self-assumed
limitation on creative thinking is another barriBroviding a tool for empowering people
by breaking through this barrier is the purposawthor Dr. Stanley Gryskiewicz, Vice
President at Center for Creative Leadership, itingi‘Creating Positive Turbulence.”
“[T]he value of positive turbulence [is] creatingnavel stimulus for people in order to
make connections to problems or issues they airggtty resolve in other settings’®
The author expands upon this:

Positive turbulence is a paradoxical process: Ywiie@ an energizing, disparate,

invigorating, unpredictable force into your orgatian so that you can use its

chaotic energy and direct it toward continual reakeWou create an environment

that upsets the status quo and impels people toglenage.

Underlying the concept of positive turbulence s belief that creativity is
stimulated by new information, fresh concepts, larahd perspective. By looking

beyond the status quo, the obvious data, and tinenticonstraints, organizations

and individuals see things differently and oftescdver new ideas or

applications*®°

Gryskiewicz suggests that positive turbulence eaadhieved by such measures
as hosting external experts and other speakeesdatity conferences and training
experiences, cross-functional task forces, and &hendubious luck of being present
when crisis occurs*®! The author noted one company that created positiellence by

designing a “3G” (three generation) planning teafa strategic planning unit that is

178 Heifetz and Linsky©n the Line 107-08.

19 Stanley S. Gryskiewicz, "Creating Positive Turligke," Association ManagemeB®, no. 1 (Jan. 2000):
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staffed with people representing three distinctegations who range in age from their
mid-20s to their mid-60s'**
Create Short-Term Wins

Here, again, one finds a degree of overlap betweerarious steps in Kotter’s
plan of change. For example, incidents of positiranges (such as the aforementioned
new machines on the manufacturer’s production floot only provide reason for buy-
in, but often qualify as short-term wins as welhddo take this a step further, in the
language of systems theory the buy-in and shom-teins may even create a reinforcing
feedback loop as the wins add to the participanig-in, and participants with increased
buy-in are more likely to produce more wins.

Kotter delineates some of the basic characterisfishort-term wins. “A good
short-term win has at least these three charattsri¢l) It's visible; large numbers of
people can see for themselves whether the res@lai®r just hype. (2) It's
unambiguous; there can be little argument ovecélfle (3) It's clearly related to the
change effort 3

This same author also highlights six ways that tstesm wins help
transformation: they reinforce the change effdi&ytprovide an opportunity for a short
rest and celebration; they give a means for meagthie validity of the vision; they
undermine the nay-saying of cynics and resistbes; help retain the support of bosses;

and they build necessary momenttfthiTaylor highlights that when there is strong

182 |hig.
183 Kotter, Leading 121-22.
184 pid., 122-24.
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resistance against large-scale change, the shortwens may be the only way to make
any positive progress at &t
Don't Let Up

As mentioned, homeostasis is not an opponent quarkéasily defeated. “Never
underestimate the magnitude of the forces thataria complacency and that help
maintain the status qud® This inertia is better conquered as change leadieiswith
the job.

Within Senge’s theory of feedback loops is a conembine labels “delay*®’ He
illustrates his concept of delay as the amouninod tbetween a person’s adjusting the
temperature-control knob in the shower (changedtjngnd the warmer water actually
reaching the skin (changed outptif)Change leadership must realize that there is a
similar delay between initiating change (changeuliihand those changes being a part of
the culture of the group (changed output). Suchydeare a natural component of the
process.

One reason for delay is the time it takes for peoplfully buy into something
new. “[M]Jost human beings, especially well-educateds, buy into something only after
they have had a chance to wrestle with it. Wregtineans asking questions, challenging,
and arguing,*®® and this process simply takes time. Although lesitip might be
tempted to short-cut through this process, Stewakgions: “I have learned from my

experience that by speeding up the recovery protessintain people’s anxiety. To help

185 Taylor, 35.
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anxious systems | need to be a ‘nonanxious presemitieng to be patient, as the
process is worked out and completédf.”

During this period of delay, leadership is oftempeed to “let up,” especially
when change participants are experiencing discdrofgpain because of the change
process. In such times leadership must rememberothie reality that “[tjhose who
focus only on comfort, on relieving pain, or figjranother’s need, tend to forget that
another’s need may be not to have their need$dalfi**

The solution for dealing with others’ pain may betthe relief of their pain, but
rather the leader building a greater toleratiothat pain. “Raising our own threshold for
the pain another is experiencing can often motitlaeother to take more responsibility
for his or her life.**? Steinke agrees, saying that leadership “needave some measure
of tolerance for pain in others (as well as in heif)s believing that pain can be a teacher
and motivator.... Without a deepening of pain, grosetldom happens®

Leadership must also have the savvy to realizedhiines a member’s concern
for another’s pain may only be a facade to undeerttie change process. “It has
generally been my experience that in any commuaritiamily discussion, those who are
the first to introduce concern for empathy arenigyio use the togetherness force of a
regressed society to get those whom they perceitave power [i.e., leadership] to
adapt to them®®* In order to “not let up,” leadership must not ietracked by such

subtle maneuvers.
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Leaders must anticipate the potential of otherdypiesabotage as they persevere
through this stage. “Resistance, leaders must ré@ens part of the leadership
process.*®® Lamkin interjects an encouraging perspective: tBage is an ironic
compliment. It is a mark that progress is tryindiappen.*° Like a military general,
change leaders should learn how saboteurs workhemdmake their “theaters”
unsusceptible to hostile take-over. Calling sudiosaurs “terrorists,” Friedman warns,

For terrorists to have power, whether in a familynothe family of nations, three

conditions must be fulfilled: (1) the absence oflwiefined [differentiated]

leadership; (2) a hostage situation to which lemdee particularly vulnerable;
and (3) an unreasonable faith in reasonablenesbdamlution to the standoff]’

When tempted to let up, leadership might revistghoup’s vision and purpose.
“I believe one of the reasons a deep sense of parjgoso important for leaders is that it
also provides an anchof®

Change leaders can also encourage themselves bynteaning what has been
accomplished thus far in the change process —a@amidering what gains might be lost if
they give up. “Whenever you let up before the dane, critical momentum can be lost
and regression may follow. Until changed practatain a new equilibrium and have
been driven into the culture, they can be veryiliedd®® Instead, at such times leadership
must “Be patient.... The key is to continue to dedl idea of a different, better futuré®
Make Change Stick

Williams writes, “A transition challenge is ... givenmuch greater chance of

success if management can provide a recurring merhdor getting the people to take
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full possession of the visiorf®* He later adds, “One thing is certain: To emboay th
transition ideal is generally not a one-time atyitiut an ongoing exercisé*

Kotter describes where this step fits in the ovgriain of change: “The first four
steps in the transformation process help defrbstrdened status quo.... Phases five to
seven then introduce many new practices. The fagesgyrounds the changes in the
corporate culture and helps them stié®This final measure is very important since “a
leader can never assume success because he asdtvhght about [initial] changé”
The Process of Change

As important as planning is, the literature reveladg leadership’s responsibility
is far from over when the planning is done; in facis only just beginning. Similar to the
difference between a couple planning for childred their actually raising children, not
all elements of the change-leadership experiencdegplanned. As Williams explains,
“In the realm of human systems, you don’t managamsition; you orchestrate a
transition. The process must allow for unpredictablents, occasional detours, and
emotional explosions—which are all part of the an@pwork of adjusting to a new
reality.”*°® The following literature review will move beyonket planning of change to
consider the process of change.

People often fail to comprehend the degree to witelchange process impacts
participants. Using the term “transition” for tle/él of change considered in this study,

Bridges compares routine change with the more itpgéransition:
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Change is situational: the move to a new siterébi;ement of the founder, the
reorganization of the roles of the team, the rewsiof the pension plan.
Transition, on the other hand, is psychologicak & three-phase process that
people go through as they internalize and comertag with the details of the
new situation that the change brings af8tt.

After establishing the impact that may come widmgition, Bridges details this
three-stage process of transition:

Because transition is a process by which peopléugrfpom an old world and

plug into a new world, we can say that transititarts with an ending and

finishes with a beginning.... [Between these two @®ik the middle stage] when
the old is gone but the new isn't fully operatianade call this time the “neutral
zone”2:0i7t’s when the critical psychological realigants and the repatternings take
place:

The study will consider each of these three stagdstail.
The Ending

“Transition starts with an ending. That is paradekibut true.**® Bridges
explains that this seems so obvious, yet is oftemlooked, when he says, “The leaders
forget endings and neutral zones; they try to stitt the final stage of transitiorf®®
Rendle echoes and expands upon this thought:

When thinking of change, people naturally wantteotsvith the new beginning.
... It is the desire to move ahead and fix the problgthout wanting to slow
down to deal with the difficulties along the wan.large part, it is the wish not to
deal with the need to let go of old ways or to likieough the confusion of the
chaos that feels so unproductive.

Yet the fact is that in order to make the tranaiticto the new goals or
plans of the congregation, people first need tthdowork of letting go of what
has beeA™®
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Bridges advises leaders not to be too quick tapnét the normal negative
emotions that accompany loss as revolt. “When gzdiake place, people get angry, sad,
frightened, depressed, and confused. These embsitatas can be mistaken for bad
morale, but they aren’t. They are the signs ofugnig, the natural sequence of emotions
people go through then they lose something thatemsato them!* In short, “it is the
losses, not the changes, that they're reacting'to.”

Bridges also suggests that leaders define whagimded and what has rfot.Of
the former he says, “Whatever must end, must epd:t@lrag it out.*** But whether a
particular item is kept or canceled, the wise leadi# treat the cherished items of the
past with respect

Leadership should remember that the success oflibé& change process might
rest upon how well this stage is handled. “[F]altw provide help with endings and
losses leads to more problems for organizatiotsaisition than anything elsé*®
The Neutral Zone

Bridges writes, "Welcome to the middle phase oftthasition process.... | call it
the neutral zone because it is nowhere betweerstwewheres, and because while you
are in it, forward motion seems to stop while yamdp suspended between was and will
be.”*” This author also says the neutral zone “is théditbetween the old sense of

identity and the new. It is the time when the olywof doing things is gone but the new
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way doesn't feel comfortable yet'® Rendle calls this phase a “passage through chaos”
and a “birthing center**

In many ways the neutral zone roughly correspoodbké Kotter'sDon't Let Up
step in the plan of change, as evidenced by mamyrmm characteristics. Bridges
specifies the following characteristics of the malizone, which are also indicative of the
earlier discussion: a desire to rush through oabgphis stage (with accompanying risk
of jeopardizing both short gains and the overange progress), confusion, pain or
discomfort, resistance and possible sabotage,aserkanxiety, decreased motivation,
doubting, and decreased productiviy.Comparing the two, it is understandable how a
time of such confusion (the neutral zone) would enileasier for participants and leader
alike to have a greater inclination to “let up.”

This phase of the change process can be a grualmgComparing it to the
wilderness wanderings of the Israelites under MoBadges says that the neutral zone
“isn’t a trip from one side of the street to théet It's a journey from one identity to
another, and that kind of journey takes tinfé!”

The New Beginning

Once the neutral zone has been navigated, changapants are in a position to

begin their new life in a new world. This is thené, according to Bridges, “when people

develop the new identity, experience the new enexgg discover the new sense of

purpose.???
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When will a person or group move from the neutaadezto the new beginning?
That is difficult to forecast. “Like any organicquess, beginnings cannot be made to
happen by a word or act. They happen when the giofrihe transition process allows
them to happen®?

But while the timing is uncertain, some other fastare pretty clear. A new
beginning requires that people have a purposestarpi(vision), the plan, and a part to
play??* Bridges later punctuates this need for purposec¢8ssful new beginnings are
based on a clear and appropriate purpose. Withmjttbere may be lots of starts but no
real beginnings®®

Bridges explains that while in theory the threegsthprocess of change outlined
above is clear and concise, in reality the positiba group member in the process is not
always easily discerned. People travel througlchi@mge process at different rates,
meaning that different individuals are at differstages at any given point in tirffa.
Furthermore, a given person may even be at oné pbihe process relative to some
aspects, while at other points with other aspég$Bridges puts it, “Endings are going
on in one place, in another everything is in ndwoae chaos, and in yet another place
the new beginning is already palpabfé’making it difficult at times to determine a
group’s process status.

But even if a person’s or group’s position in tlmegess is at times unclear, the

need for the process is not: “Without a beginnthg,transition is incomplete. And
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without transition, the change changes nothfif§Ih order to reach the goal, each stage
of the process must be completed.

Rendle reveals two tools that can help a leadeenstand a participant’s
experience in the change process. Taking an oysedpective on the whole process of
change, Rendle describes a phenomenon he callsdteecoaster of changé® This
“ride” (change) begins with an initial high level @xcitement. However, in due time that
excitement gives way and the emotions “bottom oas, participants better understand
and feel what change involves. Ultimately, theifegd of excitement reach another peak
as participants persevere and realize the beméfitisange. Leaders must grasp this
process to understand better their participants thiir foreseeable changes in mood,
and to adapt leadership styles to meet the spewids along the way.

Rendle also relates an incident that taught hineans for church people to
communicate their own feelings more easily duringultuous circumstances — and a
way that change leaders can help them understamndhange is impacting their own
group members. Rendle recounts that when calléelma church board work through
some difficulties that had arisen,

| asked them to break into three small groups, gattha separate task. One

group was asked to identify the biblical story thlegught their board or their

congregation was living out at the time. In otheras, if they were to place
themselves in the larger biblical story, where wiathky find themselve$¥

The author explains how this exercise providedsthaller group, then the whole group,
both an insight into their own personal feelingd arvehicle to communicate those

feeling to others effectively.

28 |bid., 64.
22 Rendle Leading Changel 08ff.
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The reviewed literature shows that the work of¢hange leader is not limited to
establishing a change plan and seeing it enactatieR it indicates that along with
planning the change, the leader must also be pdpardeal with the effects of the
change process. This process works within the ledadhie participants but may be
expressed externally in a number of different foemd emotions, and these often vary as
the participant progresses through the change gsoce
The Poaliticsin Change

Politics and ministry are areas often thought taielated. Dr. Robert Burns of
Covenant Theological Seminary writes, “Politics idirty word in the church?®*
Elsewhere Burns, together with Dr. Ronald Cervprofessor at the University of
Georgia and a prominent writer in the field of po# and adult education, remarks that
politics is not a word normally associated with thmistry. Yet, ministry “involves
negotiating with others, choosing among conflictimgnts and interests, developing trust,
locating support and opposition, being sensitiverming, and knowing the informal and
formal organizational ropes. In short, the minisiyolves politics.?*2

Heifetz, Grashow, and Linsky concur, saying thand#l p politics exists in every
group of human beings, from families to huge matiional corporations®** Later they
state, “We have used the phraiseking politicallyto describe the leadership task of

understanding the relationships and concerns ameogle in an organizatiof**

29 pid., 27.

21 Robert W. Burns, “Learning the Politics of MinigfPractice” (University of Georgia, 2001), 1.
32 Robert W. Burns and Ronald M. Cervero, "How Pastararn the Politics of Ministry Practice,"
Religious Educatio®7, no. 4 (2002): 304.

233 Heifetz, Grashow, and Linskfdaptive 90.

% pid., 133.
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The above establishes that there is in fact aigalliaspect of ministry leadership.
Literature relative to politics within the realm cfange leadership will now be reviewed
under three sub-categories: Planning, EmpowerraedtNegotiation.

Planning

Cervero combined efforts with Dr. Arthur Wilsonpfgssor at Cornell
University, to produc&Vorking the Planning Table: Negotiating Democraliizcéor
Adult, Continuing, and Workplace Education These authors define planning as, “a
social activity whereby people construct educatipnagrams by negotiating personal,
organizational, and social interest in contextskadiby socially structured relations of
power.”3® Of particular note to this study, the change leadest ponder the ethic¢af
guestion: Whose “interests” are to be presenteédahplanning?

Often such outside factors as “traditions, polltregationships, and needs and
interests ... profoundly influence the planning pssc&® Planners should be watchful
that these agendas and other “interests that aedated to educational outcomes” not
sway the planning®®

To this end, Cervero and Wilson suggest that planask themselves two
guestions, “Who benefits?” and “Who should benéfitRich embody what should be

the primary focus of plannintf “Decide whose interests matter and assess their

%35 Ronald M. Cervero and Arthur L. Wilsoworking the Planning Table: Negotiating Democraliigéor
ggult, Continuing, and Workplace Educati(®an Francisco: Jossey-Bass, 2006).

Ibid., 24.
%7 Ronald M. Cervero and Arthur L. Wilson, "What Rgaflatters in Adult Education Program Planning:
Lessons in Negotiating Power and Interestdetv Directions for Adult and Continuing Educati@®
(1996): 11.
%% pid., 6.
239 Cervero and Wilsorlegotiating 111.
240 Ronald M. Cervero and Arthur L. Wilson, ed8awer in Practice: Adult Education and the Strugfgle
Knowledge and Power in Sociefyst ed. (San Francisco: Jossey-Bass, 2001), 268.
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needs,?*

giving due consideration to the interest of akstholders while remembering
that the needs of the learner come fifét.
Empowerment

Cervero and Wilson define “power” as “the capatatyact, which is distributed to
people by virtue of their position and participatio enduring social and organizational
relationships.?** Roy M. Oswald, a founding consultant for Albantinges and a
prolific author, simply calls it “the ability to gevhat you want?**

Research by Burns and Cervero identifies three mealeadership
empowerment: (1) empowerment coming from formahatrity (i.e., from one’s official
office or role); (2) empowerment from informal aothy (from relationships); and (3)
empowerment by others in leadership (passing adomgowerment from an empowered
person to a less-empowered person through educatiportunity, and interactioij?

This informal (relational) authority “can be evewm potent than formal
authority in the implementation of change withie thurch.?*° Burns later notes,

It is critical for pastors to understand that tlseyne to a church with a level of

formal authority, but their relational power hag heen established. Earning trust

and respect is a vital negotiating strategy if pasare going to effectively
promote their vision and ministry philosopfiy.

In the summary of his findings Burns states, “Ttestnmportant item concerning

negotiation as a ministry skill identified in thletudy was the role of relationships in the

241 cervero and Wilsorlegotiating 90.

242 cervero and Wilson, "What Really Matters," 69.

243 Cervero and Wilsor\legotiating 85.

244 Roy M. Oswald, "Power Analysis of a Congregatigityashington, D.C.: The Alban Institute, 2001), 7.
245 Robert W. Burns and Ronald M. Cervero, "Issuesriitig the Politics of Pastoral Ministry Practice,"
Review of Religious Researdh, no. 3 (2004): 240-41.

246 Byrns, “Learning the Politics,” 126.

7 pid., 177.
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ministry.... Without this understanding of relatioald political dynamics, pastors are
often surprised when they face difficulties and agipon?*®

Leaders may occasionally need to estimate the anodyolitical power held by
members within their group. Oswald has developemstnument for such a purpose, the
Power Analysis Chart, based upon various typederals of political power held by
individuals or group$?® In using this chart, a leader lists the individuaf influence then
marks in which of the four categories of power (tapional, structural, coalitional, and
communicational) each individual wields sizeablguence. The influencer is then given
a score ranging from one to four, based upon thebeu of categories marked. The
higher the score, the greater the person’s powseitongregation. The chart also
provides space for evaluating the leader’s crethbaith each person, in essence
determining the degree to which each person of peae friend or foe.
Negotiating

Another aspect of politics for change leadershitésneed for negotiating, which
Burns defines as “[t]he act of conferring, bargagpior discussing with a view toward
reaching agreement with othef8*Since “[p]eople in positions of power never giye u
easily, and in fact they may become more hardenddesolute when challengetf®
there is always a need for negotiating during timkeshange-induced stress.

But not all negotiating is between combatants. takde entitled “Negotiation

Strategies of Pastors,” Burns leans on the woiRasfrero and Wilson, presenting four

basic negation scenarios based upon a two-by-twoxned whether (1) the parties have

28 |bid., 225-26.
249 Oswald, 16.
20 Byrns, “Learning the Politics,” 10.
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consensual or conflictual interests, and (2) thewver relations are symmetrical or
asymmetrical. The table also includes the suggestgdtiation strategies for each of
those situation&? Burns also summarizes four general negotiatioeses that correlate
to the matrix:
When there is a symmetrical relationship with coiss@l interests, participants
should work at problem solving. When interestsamesensual, but the
relationship is asymmetrical, networking may bephaper response. When
conflictual interests occur among persons in symuoadtrelationship, bargaining

is an appropriate action. When significant differesiin interest are matched with
asymmetrical relations, the appropriate option imayo counteract?

In summary, although many may not naturally connéaistry and politics, the
literature shows that they are indeed interrelat@ethe planning and process of change
within a ministry, leadership must maintain a propelitical outlook, seeing that the
needs of all parties are appropriately represeftedt least attempting to negotiate to
that end), while avoiding the temptation to usedsver to drive personal agendas.

Furthermore, the literature cited in the broadepsoof leading change reveals
this task to be a multi-faceted undertaking. Thengje leader must oversee such matters
as mapping out the plan for change, dealing wighrésults of participants undergoing
the process of change, while managing the poliiasimpact all elements of the change.

Biblical and Theological Literature

“[A]long with being a literate people, we [Chrigtis] are also a biblical people so

it is not difficult to turn to our own source$* What Rendle here writes in reference to

one aspect of change (the chaos that accomparaps\achange) is equally true for the

%1 cervero and Wilson, "What Really Matters," 25.
%52 Byrns, “Learning the Politics,” 173.

253 pid., 174.

%4 RendleLeadership8.
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broader discussion of the topic: The Bible and oBible-centric materials speak to the
issues of change and the leadership in it.
Biblical Narrative

The Bible gives numerous examples as well as dwecthat relate to leadership
in change, many of which confirm the previous dsstons in this review. One prominent
Bible example of leadership is Moses, who led Hnadlites for forty years as they
transitioned from an Egyptian-enslaved éfamo an independent nation ready to conquer
and settle a new frontiér® As a change leader, Moses was driven by a wortign/?>’
which he shared with others in leadershfband together they shared this vision with the
change participants® Moses weathered the Rendle-type rollercoastemotiens that
his change participants struggled through in the@ss of chang@’ He communicated
for participant buy-in by (1) regularly referring their destination in terms of current
ownership (e.g., “the land that God has given w'$d), and (2) assigning possession of
specific land tracts while still en rolt® Moses had to deal with internal and external
political matter€®® and the whole narrative gives the subtle but coesi tone of
leadership that was differentiated from both hisrnnal followers and his external

opposition®®*

255 Exodus 6.

256 joshua 1:10-11.

257 Exodus 3:7-10.

258 Exodus 4:28.

259 Exodus 4:29-31.

200 g., Exodus 14:10-12; 14:30-15:21; 16:1-3.
261 Exodus 6:7-8; 12:25; Deuteronomy 1:8.

262 Numbers 26:53ff.

263 Numbers 16; 27:1-7; 20:14-21.

264 Cf. Lamkin, 471.
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A second model of change leadership is seen imihistry of Jesus Christ,
whose earthly mission was to transform people whodiure are disgusting before
God® to those that God will one day display as thethemi this work?°® Christ’s
actions as change leader were consistent with mbsizstems theory. The Gospels
consistently presented him as a non-anxious preséhide showed a high degree of
self-differentiation, refusing to be triangled igooblems that distracted him from his
mission?®® and neither cutting off those who rejected #hmor promoting a fusion that
forced conformity?’°

Jesus also incorporated in his work a number o$téps identified in Kotter's
Plan of Change. He increased urgency as he praadeihat the long-awaited prophecies
were at the point of fulfillmert’* He built a guiding teaf¥ in the twelve disciple$’

He gave purpose and visiéff.He communicated for buy-in by compassion-drivelpse
in the form of healing and miraclé8,and by foretelling future blessing€.He

empowered by calling and sendifi{§and provided for short-term wif& He

exemplified the principle of “don’t let up,” as lpeessed forward while facing regular

2% |saiah 64:6.

266 Ephesians 2:7.

25" Mark 4:38-40.

%) uke 12:13-14.

2%9) uke 23:33-34; John 13:2-5, 21, 26.

19 Matthew 23:37.

" Matthew 4:17; John 4:25-26.

2721t should be noted that the sense of “guiding’ehgmes vary somewhat from Kotter’s design of a
guiding team. Kotter’s description includes a sesfsgesigning the change plan, while the biblicadaunt
here only shows one that will be the human agenatoy out the plan that has already been desigped
God.

13 uke 6:12-13.

" Matthew 28:19-20.

%> Matthew 14:15-21; John 12:9.

27% John 14:2-3.

2" uke 10:1; 19:5-9; Matthew 28:18-20.

28 Luke 10:17.
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attacks and attempts to ensnare Afifrattempts on his 1if8° and the awareness of his
upcoming excruciating deaff: He also took measures to make change 8tfck.

However, while these and other biblical exampleleadlership coincide in many
aspects with the literature already reviewed, thi#fgr significantly in at least one
matter: taking the initiative in planning. The tiéure’s general tone of planning, and the
discussion of determining vision in particular,azly implies that leaders determine the
path to be pursued. The biblical examples of leddprdo not necessarily reflect that
approach.

While Moses was unquestionably the leader of th®mgain the realm of
planning, his role is presented not as the ledndras an obedient follower. Even the
more mundane planning of when and where the graupdatravel was not his
decision?®® From the participants’ perspective, Moses did jg®ylans, but the narrative
consistently shows that those plans came from sdwenother than Moses’ own
initiative. Specific instances include the planstfee exodus from Egygt’ the crossing
of the Red Se&’ and the sending men to spy out the new3&ndall which, Moses
writes, were given to him from God. The exampl€bfist shows the same reality, for

like Moses, Christ did not take the initiative fit@termining his plans, but rather followed

the plans of God®’

279 Matthew 22:15-40.

280 | uke 4:28-29.

281 Matthew 26:39.

282 3ohn 14:26.

283 Exodus 13:21-22.

284 Exodus 11-12.

285 Exodus 14:13ff.

286 Numbers 13.

287 3ohn 6:38, Matthew 26:39.
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The fifteenth chapter of Acts illustrates the diffiece between acute and chronic
anxiety during transition. Many in the church gramxious when they discovered that
Paul's teachings ran counter to their traditiortse Jerusalem (headquarters) church
heard Paul's defense and, after giving due reflectihe leaders accepted the change and
gave their blessings. For these leaders, the atxiety subsided and they gave support
to Paul's worlké®® In contrast, the chronically anxious tradition@sfi refused to accept
the change and regularly attempted to stop Paubtretwise undermine his wof®

The Bible advocates a non-anxious preséti@ven in the most chaotic
conditions?®? And consistent with Friedman'’s theory, the inttienship within the
church is often given in family terminology, e.ellow Christians are called “brother”
and “sister,?** and committing of one’s life to God is described‘adoption.?**

In James 4:13-17, the Scriptures discredit presuoys planning as being short-
sighted and failing to consider all pertinent fastdHowever, they do not speak against
human planning altogether, but rather call uponmdas to give due consideration to the
plans and allowance of God.

The Bible speaks to the issues of change partitsgwell. It describes pastors
(who are likely to be the change leaders in a cegepion) as the rulers or managers of
the church, comparing their leadership to the maimehich a father would rule his

own children in biblical day&’® Those striving to obey God are thus compelledtow

288 Acts 15:22-29.

289 Acts 15:5.

2906 g., Acts 21:28ff.

291 uke 10:41-42; Philippians 4:5-6a.

292 psalms 46:10.

293 1 Corinthians 7:15, James 2:15.

294 Romans 8:23, Galatians 4:5, Ephesians 1:5.
295 1 Timothy 3:4, 5.
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the direction of proper pastoral leadership. Budaratood in its true light, ultimately this
following of human leadership is built upon faitiat nothing is beyond the control of
God, including the decisions of human leadersffip.
Extra-Biblical Literature

A study of Christian history reveals that the sgleg of transitioning from an
established biblical translation to a newer onenateunique to modern times. Augustine
wrote of his objection to Jerome’s new Latin tratisin of the Old Testament (a portion
of the later-venerated Latin Vulgate). Augustinefprred an earlier Latin work because
it was translated from his favored Septuagint. Hected to Jerome’s Hebrew-based
translation as a work deemed “new and opposecetauthority of the Septuagint
version,” arguing that it would be an “offence [tbg flocks of Christ, whose ears and
hearts have become accustomed to listen to thsibveto which the seal of approbation
was given by the apostles themselv&s.”

Paul Wegner, Professor of Bible at Moody Bible i$¢, relates that even the
King James Versidi® was not at first readily received by some peopleaise of
theological issues. “The Authorized Version waswihout its detractors, however;
among the most fervent were the pilgrims who brotigé Geneva Bible to the New
World. The Authorized Version was rejected foragtaphasis on the divine right of

1299

kings.

29 proverbs 21:1.

297 Augustin, "Letter LXXXII," inNicene and Post-Nicene Fathers: A Select LibrarthefChristian
Church (First Series)ed. Philip Schaff (Peabody, MA: Hendrickson, 190961.

298 Also known as KJV or the Authorized Version.

299 paul D. WegnerThe Journey from Texts to Translations: The Oragid Development of the Bible
(Grand Rapids: Baker Books, 1999), 313.
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As these two instances illustrate, transitioning teew Bible version is a time
when various issues surface: issues of losingamglibr and of questioning the validity
of unfamiliar. James R. White, director of a Chaistapologetics organization, published
The King James Only Controvetin an attempt to give a reasoned consideration to
many of the various issues that arise as some ropot@ry Christians deal with the
transition from the King James Version to anothehis era. He ultimately argues for the
legitimacy of contemporary versions.

In stark contrast to White’s conclusion is the woflPeter S. Ruckman, President
and Founder of Pensacola Bible Institute. Ruckragraminent among those adhering
strictly to the KJV, and is even called “[t]he b&sbwn advocate of KJV Onlyism in the
United States®** In The Scholarship Only Controver&y a rebuttal to White’s
Controversy Ruckman attempts to make his case based moreavacter assassinations
against his opponents and their ideologies ratiaar primarily dealing with the facts of
the issue. For example, Ruckman calls White suatesaas “silly Jimmy*? and
“Jimmy Cricket.®** He calls White’s book “latter-day Laodicean apsgtand “the
most cockeyed piece of amateur ‘scholarship’ tkkat eame out of Hogwash University
or Hot Air Seminary.?®® Descriptions such as this are not limited to Whitel his work,

but are also made of non-KJV Bible versions andehaccepting them: “All Alexandrian

309 James R. WhitéThe King James Only Controversy: Can You Trust Modeanslations?2nd ed.
gMinneapoIis: Bethany House, 2009).

% bid., 151.

302 peter S. RuckmarThe Scholarship Only Controversy: Can You Trusttwfessional Liars?
(Pensacola, FL: Bible Baptist Bookstore, 1996; irep2000).

93 bid., 11.

%% bid., 30.

%95 |bid., xvii.
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clones® are ‘programmed’ in the same baloney factoriegyTdil come out as advocates
of ‘Scholarship Onlyism’: one uniform string of baky sausages®”

Another aspect of the Ruckman methodology is teauperimposes the Bible
version debate into unrelated biblical narratives. example, in his disagreement over
the weight scholarship gives to certain Greek menpits, he interposes these
manuscripts into the account of humanity’s origteshptation and fall into sin: “Eve
does notddto the Scripture (i.e., ‘D’ in the Western famdy Rome) until sheubtracts
from the Scripture (i.ex and B in Egypt).*®

G. A. (Gail) Riplinger'sNew Age Bible Versioff§ is a book that demands the
attention of those leading a transition from th& KJd a newer translation. With copies of
this book widely and often freely distributed, Rigler's arguments have had significant
impact upon many people. This book is self-desdrdethe “scoop” exposing a
discovered “alliance between the new versions etiible [sic] (NIV, NASB, Living
Bible and others) and the chief conspirators inNlb&/ Age movement’s push for a One
World Religion.°

Riplinger presents the KJV as the standard by waicbther versions are
evaluated, even on a word-by-word b&stsThe author argues that any alteration in
wording is comparable to the impact of altering gle@etic code within an offspring’s

DNA:

306 «plexandrian clones” is Ruckman’s term of intemi#o derision used of modern Bibles, whose
translations are influenced by Greek manuscriptadan Alexandria, Egypt.

307 Ruckman, xix.

308 |bid., 11, emphasis in original.

309G, A. Riplinger,New Age Bible Versior(&rarat, VA: AV Publications, 1993).

*9bid., 1.

¥ bid., 17-22.
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If God put the key to one’s passing physical ifesuch a perfect and complex
format, can you imagine how intricately and cargftihe key to eternal life ...
would be [formatted]? As with the genetic code, ohange sets off a series of
alterations which makes the ‘new born’ unlike iast®f like his parents. The
changes, additions and omissions discovered ingheversions have affected the
healtsrllzof the body of Christ and taken it steptey @away from the image of

God:

In reviewing works by Ruckman, Riplinger, and samiauthors, White
comments:

Charges of blasphemy, heresy, even stupidity figktirom some elements of the

KJV Only movement.... [S]adly the movement as a wi®lmarked by such

invectives. The willingness of people to dehumaitimese who disagree through

personal attack breeds an ‘us versus them’ mentalthose who buy into their

belief. Anyone who would seek to reason with thasiéviduals runs the risk of
being labeled as an ‘enemy of God’s Word,’ i.ee, KV 33

Such literature as the examples above would ni¢@f warrant mention in this
section. However, the wide and aggressive distobutf such materials makes this a
topic that persons leading a transition from th¥ ka other translations cannot ignore.
Lacking the personal background to evaluate thenatd such authors adequately, some
pastors and congregants form conclusions basedthpgossibility or assumption that
such arguments are valid. Leaders desiring toitr@ndrom the KJV must anticipate the
obstacles that will come from people influencedimterials of this nature.

In A Juror’s Verdict on the King James Only Deb#teJonathan E. Stonis, a
layman of unknown credentials, undertakes the ddgkesenting a researched
consideration of the various arguments and evidenmeenoved from the emotions of the

debate. The example of Stonis should encouragekcheaders to take up the cause of

2 bid., 4-5.

13 White, 15-16.

314 Johnathan E. Stoni, Juror's Verdict: On the King James Only Debéear, DE: ASJORA
Publications, 2005).
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educating their people, allowing them the oppottuta form reasoned conclusions on
this topic.

The reviewed literature indicates that the Bibleslbave a significant voice in
the subject of leading the transition of Bible vens. Examples of historical change
leaders show that transition is nothing uniqueaistemporary Christendom. Such
examples offer encouragement that today’s tramstwill be replaced in due time just
like the transitions of yesteryear. Neverthelesstgrday’'s examples, today’s
experiences, and the reviewed literature all pmirttansition being a time of struggle —
the struggle that always accompanies significaahgb.

In summary, the literature relevant to leadinghia transition of Bible versions
provides much needed insights for the change ledéadership must understand that
even though change ultimately happens within irtiligis, those individual decisions are
typically influenced by group dynamics. Effectivieamge requires proper planning, but
planning is only a portion of the leader’s worke thader must also deal with the process
and politics of change as the plans are developddnaplemented. The change leader
must also give due consideration to biblical arebtbgical aspects of this type of change
— utilizing applicable principles of leadershipvesll as anticipating factors that may

become obstacles to the change process.



CHAPTER THREE
PROJECT METHODOLOGY

The purpose of this study was to examine the chpngeess of a Baptist
congregation that transitioned from the King JaMession to a modern-language Bible
as its primary worship text. Accomplishing thisdtuequired the proper design and
implementation of suitable study methodology ad a®lan understanding of the
limitations and biases of the people involved dremethods employed. This chapter
will discuss each of these elements.

The Design and Implementation of the Study

This study was structured around the qualitatiwe ctudy method, as outlined in
Sharon Merriam'Qualitative Research and Case Study Applicatiorsdacation®*®
Qualitative research offers a number of charadtesisonsidered advantageous to the
intent of this study. “[T]he researcher is the @igsninstrument for data collection and
analysis.” As such, “the total context can be cdesed; what is known about the
situation can be expanded through sensitivity tavedoal aspects; ... the researcher can
... explore anomalous responsé¥Whereas quantitative research depends solely upon
participants’ insight in evaluating and expresdimgir experiences, qualitative research
allows for a fuller expression of the experiencelmy participant with both participant

and researcher involved in discovering the meanimgsat experience.

315 Sharan B. MerrianmQuallitative Research and Case Study Applicatior&ducation 2nd ed. (San
Francisco: Jossey-Bass, 1998), 151.
1% pid., 7.
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Merriam also characterizes qualitative researcmasductive process that
“builds abstractions, concepts, hypotheses, ortb®oather than tests existing theory.
Often qualitative studies are undertaken becauese ik a lack of theory®*” This
research was such a study. It simply sought tadess in the experience of the
participants, the circumstances and outcome of theirch’s Bible version transition.
There was no preconceived explanation or otheryhecevaluate. With such a lack of
theory, the qualitative research model seemedtbditthe needs of this study.

The Selection of Case Study and Participants

In designing the selection process, the first steplved determining the type of a
congregation to study. The following criteria wagaified: a candidate congregation
must be a BMA church currently using a contempgetanguage version; it must have
undergone the transition from the KJV to a conterapelanguage version within the
previous five years; and it must be large enoudtatee staff other than the senior pastor.

In consultation with seminary advisors, the numifanterview participants was
set at seven. According to the design model, aggaaht must have been attending the
transitioning church during the transition perioal anust still be active in that
congregation. Additionally, the senior pastor watbmatically selected as an
interviewee (provided he met the above requirements

With the pastor as the first interview participahg balance of the participant
pool was to consist of two staff and four congrégaSince the staff and congregants at
this church were largely unknown to the researdihese participants were selected by

the senior pastor to fit the desired group compmosis outlined by the researcher. The

317 I bid.
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specifications for this desired group compositionsisted of four criteria, which were
the following: first, staff participants, which shd reflect age and gender diversity;
second, congregant participants, which should haae-equal numbers of men and
women and represent the full spectrum of adultragges; third, the congregant
participants should include an equal number oféhelso were originally for and against
transitioning; fourth, at least one congregantipiadnt should be a lay leader, preferably
having an official position (e.g., deacon or boa@mber). Additionally, the researcher
would prefer that the participant pool (i.e., tlodlexctive of all three categories) include at
least two parents or grandparents of dependentifalgeen who attended the church at
the time of transition. This would provide the oppaity for hearing the transition
experience of the children, an otherwise unheaodr

In actual implementation, the selection of the geggtion turned out to be a
search for the proverbial needle-in-a-haystackerathan a selection from a several
qualifying churches. Numerous contacts with frieadd denominational leaders, seeking
information on any church that had recently undeegtwansition, proved fruitless. Then
one day a casual mention of the dissertation tefilt a fellow pastor at a seminar
occasioned that pastor’'s mentioning that the BMArch he pastored had in fact
undergone such a transition during his pastoranee3his was the only church found to
meet the criteria, permission was sought and gdainben the seminary advisor to pursue
a study with this congregation.

As outlined in the study design, this senior paatgomatically became an
interview participant, and he selected the othemgerviewees after being made aware

of the desired group composition. However, thect®ele process produced a participant
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pool that was slightly different from the designdeb Since only two of the church’s
current staff had gone through the transition, teye selected by default. The two did
give equal gender representation, but with bothdever sixty years old, they did not
reflect the ideal in age distribution.

Among the congregant participants, there were ayeurof variations from the
design model. For one, there was a slight diffeedngender representation, with only
one woman in the group instead of the desired Twere was also a significant variance
in age-distribution among participants, with a gradi three in the thirty-to-thirty-five
(approximately) bracket, and the remaining fouthigir sixties (approximately). One
major variance from the design criteria for thetipgrant pool was the lack of a
dissenting voice — there was not a single partitipeno had been against the transition.

Some explanations are possible for these deviations the ideal. For one, the
interviews were conducted on a holiday weekends $bheduling decision was made by
the pastor after considering all mutually availatdges in light of the church’s busy
schedule. Holding the interviews on a holiday weekeequired the scheduling of a late
appointment for one participant, caused cancefidbo another, and possibly prevented
others from being able to participate.

As just mentioned, one participant backed outatidkt minute. This scheduled
participant contacted the pastor on the day int&rsiwere to begin and said he was
unavailable. A last-minute substitute participamtsviocated and scheduled for the second
day of interviews. The full degree to which thisobe impacted the participant pool

composition is not known.
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The reason for the lack of a dissenting participeans the fact that there was no
real opposition to transitioning. This will be dissed in greater detail in Chapter Four.
One participant was at first thought not to mestquirement of the design
criteria, for he was not attending the church whransition began. However, because of

his contribution to later portions of the trangitiprocess (which will be detailed in
Chapter Four) the pastor strongly felt that he &hba included in the participant pool
and therefore scheduled him as a participant. Alghanot initially convinced, after
hearing all interviews and obtaining a better ustierding of the transition process, the
researcher agreed with the pastor’s decision.

TheInterviews

Three sets of interview questions (for pastorfséafd congregants) were
compiled. The basic content of the three was thees@ut questions were adjusted to
reflect differences in leadership roles and involeat in the change process.

A cover letter was also composed for the partidganhis letter introduced the
researcher and his work, gave a basic descripfitimeanterviews, and assured
participants that their identity and responses ddal kept confidential.

The cover letter and interview questions were eadaib the pastor in time for
him to distribute them to the participants two weekior to the interviews. This choice
to allow participants to preview the interview guess seemed advantageous because of
the following factors: (1) the participants wereéaall facts and feelings from as much
as three-and-a-half years earlier; (2) they wekedso provide illustrations depicting the
process, which would be difficult without some filv@ught; and (3) the researcher felt

that fuller responses to all questions could beeaeld by giving participants time to
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reflect upon questions in advance. This premisdsfa degree of support in the
interviews of this study, for the length and depthhe responses from those previewing
the question were decidedly superior to those ®firticipant who was unable to
preview them.

The actual interview sessions were conducted isgoeover a two-day period
with only one person interviewed at a time. Thesss®ns began with a short pre-
interview discussion that obtained basic persondla@ntact information, reviewed the
consent form and obtained the necessary signatndeattempted to set the tone for the
interview. Participants were encouraged to “tediitistory” by pursuing any thoughts,
incidents, or other tangents at any point throug ol interview.

In order to help gain a fuller comprehension otheparticipant’s “story” of
transition, the interview questions were desigredrtcourage the participants to share
both the facts and the feelings from their exp@esn The semi-structured format was
selected to encourage participants to describe ¢lperiences more fully without being
bound by a regimented battery of questions. Soxheidual interviews did take more of
a structured nature (especially with the participaimo was not able to preview the
guestions), while others only followed the intewviguestions loosely.

All interviews were digitally recorded. Copies bEtdigital files were sent to a
transcriptionist, and within a week the transcopist emailed the verbatim text of the
interviews to the researcher for analysis.

Subsequent to the interviews, emails were sentatod) Gene, and Ken asking
for clarification on a few details. Replies witretrequested information were received

from the first two.
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Data Analysis

The analysis portion of this study employed a shgmodified form of the
constant comparative method. According to Merridng method is “a process whereby
the data gradually evolve into a core of emergh@pty. This core is a theoretical
framework that guides the further collection ofaddderiving a theory from the data
involves both the integration and the refinementaiégories, properties, and
hypotheses*® The aforementioned modification of this methodglags necessary
because most of the study’s interviews were comalioaick-to-back. This left no
appreciable time for reflection upon the data alyeeollected, and thus did not allow the
collection of data in subsequent interviews to belgd by an evolving theoretical
framework. This slight limitation notwithstandindpe gradual evolution of data into an
emerging theory was very much a part of post-im@nanalysis, thus qualifying this
study as using the constant comparative method.

During the period of time between the interviewd arhen actual work on the
interview transcripts began (including the manyrsadriving home after the interviews),
the researcher pondered over the interview discassObservations were noted either
on digital voice recorder or in written form.

Within a month the computer based transcript oheaterview was analyzed by
the researcher, and all statements deemed of possib in the study were electronically
highlighted. A new file consisting of only thesghilighted excerpts was made for each
participant. Following the same approach used toage materials in the literature

review section of this study, the participant eptemwere re-read with the aim of

318 pid., 191.
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identifying and coding common themes. The majoegaties evolved with these
additional readings, and sub-categories also begaowressively apparent. Once initial
coding was completed and reviewed, each particppanrterpts were sorted by their
coding and merged with other participants’ sortezkepts. At times the sorting was done
one excerpt at a time using the “copy-and-pastaui® within computer text files, and at
other times it was accomplished en mass by a sgheatl sort function. At the point of
sorting, and later at the point of melding the @asi excerpts together into narrative, each
excerpt was re-examined to assure proper codinga@irtithg placement.

Each time the researcher incorporated an interelserpt into his writings, he
marked the excerpt in that participants’ excergt #\s the narrative neared completion,
he examined each of these files to assure thaeriment data had been overlooked.
Additionally, he did not simply delete the excerfitat he removed from the narrative
(e.g., the many that were found to be near-dug@gat excerpts from other participants),
but rather moved them to another file in the etkat they might be useful in another
portion of the narrative.

Initially, the presentation of the interview datemed problematic, in that one of
the goals of this study was for each participantigjue voice and perspective to be
heard. This could be accomplished by discussing ederview in turn, but the
recounting of the same details from each of se@tigpants was deemed far too
redundant, so some degree of melding of the indalidtories was required. Therefore,
the study takes instead a two-pronged approadbetpresentation. It first introduces

each of the seven participants. Second, it preskatsalance of the data as a chronology
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of transition, with the participants’ unique cohtriions woven into the flow of that
chronology.

While reflecting upon the interviews, including &nmvolved in the composition
of the presentation outlined above, the researabwestantly scrutinized the data and
noted observations as they presented themselvbse@uent to completing the narrative,
he re-examined the full text of the first four ctexg of this study, noting any additional
observations pertinent to the purpose of this st@ddywith the interview excerpts, he
collected these observations, examined them fomzmmthemes and thoughts, then
coded, sorted and presented them in a sectioredirtél chapter. As he conducted his
work prior to and including the observations naveatthe researcher noted items for
possible formation of conclusions in the lattertjpor of the final chapter. Additionally,
as he completed all other narratives, he revielwedbservations and notes and reduced
them to specific conclusions and recommendations.

Limitations of the Study

A number of factors may limit the universality detfindings of this study. This
case study was of a BMA church, and as such tlgénfys may not be indicative of
churches from other denominations.

A number of demographic factors suggest that tleetssl church is likely to
have a higher-than-normal acceptance of contemptaaguage versions of the Bible,
and thus limit the direct application of the fingsto more typical BMA churches.
According to a 2000 study within the BMA, such gfies as this pastor’s age, his
education level, the church size, the size of tlieosinding community, and the state

(Texas) in which the church is located — each e$¢hfactors places this church in the
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upper ranges of tendency to accept a contempaaagubhge version of the Bibt&’ One

denominational leader concurs, giving this obséowedbout the church’s location: “As
regarding the use of versions | would say thaBR& churches in [that part of] Texas

for the most part are more open to the use of uan@rsions of the Bible than ... other
churches in the BMA3*°

One other limitation bears mention: As noted egrtige participant pool included
no dissenting voices — i.e., no one among the\i@erparticipants was against
transitioning. A church without a dissenting voarethe matter of transitioning from the
King James Version is certainly not representativilhe denomination at large nor is it
likely to represent the vast majority of its indiual churches.

Biases of the Study

A study’s observations can be misinterpreted adanclusions misdirected by
the influence of unknown or ignored biases in gsearcher or in the research
methodology. In order to minimize this type of nesgaimpact upon this study, the
researcher examined it for such biases.

Prior to the two days of interviews, the researdiae no exposure to the church
studied in this research project. Similarly, theearcher had neither met nor learned
anything of substance about five of the sevenwgarees. Of the other two, the
researcher had a casual acquaintance with théaaggmstor, having met him in
denominational meetings on two or three occasiisslevel of acquaintance with the
head pastor was greater, the two having attendiedtad number of conferences and

week-long seminars together.

319 Burke.
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A second, and greater, researcher bias relate® ke &rsions. This researcher
believes that the message of God’s Word is cordamithin the words of the Scriptures,
but is not limited to specific words per se, whetbee is talking about the original
languages of the Scriptures or any of the languagesvhich they are translated. Any
wording that adequately conveys the original messsagonsidered the Word of God.

However, containing the message is not equivatenbtnmunicating that
message. This researcher believes that the mest&gal is best communicated in a
language that the audience is able to understautily€as nearly as possible).

The following illustrates this theoretical stan@ée researcher grew up reading
the King James Version and has great respect. feoityears he taught and preached
from the KJV, and even now, when recalling Scripgihe still “thinks in KJV.”
However, in order better to communicate the mese&@®od’s Word, he personally
transitioned from the sole use of the KJV over tleaades ago. Currently, he uses the
KJV (which is the printed text in the denominatiboarriculum) in teaching his Sunday
school class, composed almost solely of adults &ffgcnd up who were raised on that
version and who find the language familiar and wsidedable. In contrast, the
researcher opts for the English Standard Versiosdomonic use in Sunday worship
services. Additionally, he typically uses the Newernational Version or the New
Century Version in the weekly Wednesday night dewvatl period in the church’s
children’s ministry.

Another bias is the researcher’s position on Kiagids-Onlyism — i.e., the belief

by some that the KJV is the only valid English v@nsfor today. As a long-time student

320 Grady Higgs, BMAA Director of Missions, e-mail &mthor, January 26, 2010.
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of the King-James-Only debate, the researcher adadlthat there is no valid basis for
the dogmatic loyalty to this version or the assuampthat this version has a special merit
unattained or unattainable by other versions, wdrgblast, present or future. The
researcher has written articles which challengerstiundue criticism of contemporary-
language versions and/or encourage the use otegleantemporary versiofs:
Additionally, the researcher was employed for aighteen years at the denominational
publishing house, which was functionally (evenat theologically) committed to the
sole use of the KJV in Sunday school curriculuneig periodic examples of the unmet
need for denominational education on the subjete(aeavor that has never even been
attempted) adds to the degree of his bias.

Besides researcher bias, hindsight reveals thatedech criteria also had a built-
in degree of bias. The study required that a catdidongregation have staff in addition
to the senior pastor. This, in essence, necessitaat the study be conducted at a church
that was significantly larger than the average Btbhgregation. As already mentioned
in this chapter, a previous study has establisheddongregations with higher worship
attendance are more inclined to find contemporangiliage versions acceptaffe.
Therefore, the requirement for a multi-staff coggtgon inclines the study toward a
congregation that is more accepting of the modanguage versions.

The study design also allowed for additional brathie participant selection

process. Since the pastor of the church beingediuzilected the six study participants, it

321 The articles mentioned were published in regiolemlominational papers, and to the researcher’s
knowledge none of them was published in the redipaper associated with the church being studied in
this research. The researcher therefore assunmdsgharitings were unknown by the interview
participants and thus had no opportunity to intaeda new bias to this study.

%22 Burke, 7.
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is possible that he introduced biases of his owmtime study. However, were the pastor
inclined to “stack the deck,” it could be arguedtthe would have likely selected
participants that better exemplified his desireBdile version transition.

Being aware of real and potential biases allowssaarcher to guard against them
and to minimize their influence upon a study’s fimgs. This researcher concludes that
while the potential for such influence in this stusl real, sufficient measures were taken
to prevent these biases from skewing the findimgs@nclusions of this study.

Conclusion

The methodology outlined in this chapter was desigio be instrumental in
achieving the purpose of this study, which wasxangne the change process of a
Baptist congregation that transitioned from thedgkimmes Version to a modern-
language Bible as its primary worship text. Thighoelology was designed around the
gualitative case study, and encouraged a semitatagtapproach to the study’s
interviews. The congregation selected for study thassole multi-staff BMA
congregation found to have transitioned betweeteBibrsions during the past five
years. The participant selection involved the awtierinclusion of the pastor of the
transitioned congregation and his selection of stad congregant participants who best
fit the researcher’s criteria. The data analysigeatl the constant comparative method,
slightly adapted to fit the confines of back-to+bauerviews. Some limitations and
biases have been noted, but the researcher betlmatesufficient care has been taken to
either account for them or prevent their undueugrice upon the findings of this study.

This is a review of the methodology employed indlesign and implementation

of this research. The study will now consider tegponses of the participant interviews.



CHAPTER FOUR
FINDINGS

The purpose of this study was to examine the chpngeess of a Baptist
congregation that transitioned from the King JaMession to a modern-language Bible
as its primary worship text. To that end, this ¢kawill review the relevant findings
from the seven participants selected to be intemtkin a case study of Bible version
transition at Heritage Baptist Church.

Unlike other forms of research in which the reskardooks for participants’
unique stories as they have undergone similar expegs in differing settings, the case
study researcher interviews participants who hanergone the same experience within
the same setting. The uniqueness of each partttspstory in the case study is not,
therefore, rooted in his or her unique setting,ibuhe individual perspective and unique
circumstances within the common setting. In amateto find that unique contribution
from interview participants, this study will firpresent each participant with his or her
personal perspective and circumstances, and afteémy@amine the common events of
transition and the personal factors within it.

Participants

All interview participants were, at the time of tineerviews, regularly attending
members of Heritage Baptist Church, the case stadgregation. Heritage is located
within a Texas community of approximately fifty-tand people. The church currently

has a membership exceeding one thousand peopléh@agerage Sunday morning
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worship attendance is approximately four hundreduller description of the church will
appear later in this chapter.

Ron is a native of the region in which Heritagéosated, and grew up in a
denomination that is very similar to the BMA. Now his late 50s, he is a father and
grandfather (with none of his second or third gahien attending Heritage). He is a
college graduate, a long-time worker in commerara industrial construction, and has
been a member of Heritage for thirty-five of thst lehirty-eight years.

Ron is a recognized leader at Heritage, havingeskeag a deacon in this church
for thirty years. He also serves on the Finance @ittee and Long-Range Planning
Committee. He is in the choir and is a member efrtien’s quartet. He has also taught
various classes in the elementary to high scho®igagups. He served on the Pastor
Search Committee that interviewed and recommendeddthe current pastor who
initiated the Bible version transition).

Concerning Bible versions, Ron says, “[When] | gignthe King James Version
was the only one | ever heard [taught] from.” Ange now, “I still carry the King James
Version Bible.” But this should not be confusedkd¥-only leanings. Ron relates,
“Down here in [our region] there are churches tuatertise themselves as being a King
James Version Bible church. I thought, ‘How closertded can you be?™” Further
evidence of his opinion on other versions can le@ & his statement, “We’ve bought
our kids student Bibles, which were NIV versionsd & have a study Bible that’s NIV.”

Sometimes Ron brings to church a New King JamesiveBible (NKJV) — a
Bible he bought as a gift for his wife, but whidiesvas unable to use because of the

print size. But even though he does not carry avi, B8 is nevertheless okay with using
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it. “What I've seen from the English Standard Verst+- because | read along in my New
King James Version [as the pastor reads from th¢] ES.. it'’s all said a little

differently, but it's got the same message.” Héart admits to liking the ESV and states,
“I’'m thinking about the next time | buy a Biblewtill probably be that version [ESV],”
but notes that he hates to let the new NKJV godste:

The second interviewee was Norma, the sole fenmlgregant to be
interviewed. Norma, now in her mid-sixties, hasplges to Heritage. “I've actually been
at this church since | was three years old ..., ret@es, “| grew up here.” She also met
her husband at this church when his father canbe foastor.

Her education included studies at the denominakjomgr college in the state,
followed by attendance at a state school, whereeah@ed a Master’s Degree. She was
employed for thirty-seven years in the school systirst as a classroom teacher, then as
a principal. Due to her work in the latter roleg stentifies with the pastor in the
difficulty of leading change: “I have been in adeaship role and [led] in change. | spent
all my staff development time on how to effect dpamnd [understand that] it's very
hard.”

Now retired from public school, Norma is an adjuimstructor teaching two
education courses in the local community collede S a mother of grown children and
a grandmother. At least two of her grandchildrearat Heritage. Her emphasis on
education also has a ministry component, as sheabght Sunday school at the church
since she was in her teens. Today one of Normaisapy ministries is a multi-
generational women’s Sunday school class, in whiehtakes great interest. Like Ron,

Norma was on the Pastor Search Committee thaviateed David.
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Also like Ron, Norma does not yet own an ESV traish of the Bible. I
haven’t ever gotten one, but | have used diffevensions [in my] teaching.” She does
later mention, “I've asked for an ESV ... [and] pPlitobably be getting one [as a gift].”

Ken is a husband and father in his early thirtiéis.education includes a
Bachelor's degree, a Master of Divinity degree frai@outhern Baptist seminary, and a
Master’s degree in accounting. He is currently vigglas a CPA.

Ken has been at Heritage for almost three yearsan®the first year, he served
on staff as Youth Pastor. After resigning that posj he now attends Heritage as a
congregant. He has served on the Finance Comnaitig@ow teaches a Sunday school
class of junior-high and senior-high boys. Sincdag attended less than three years,
Ken arrived eight months after the initial stagehsf transition. However, he did serve as
a key player in subsequent stages of the transition

Unlike some of the other participants, Ken didmiwg up in a setting limited to
the KJV. Or as he puts it, “ didn’t grow up in @al§ James environment.... [I didn’t]
breathe the air of King James all my life.”

As a seminary graduate, Ken is educated and caaveos the issues of Bible
versions and the debates often associated with. thkis education has led him towards
a conviction of the need for a modern-languageeBibIministry.

Personal experience dovetails with his educatiooaVictions. Ken has seen
first-hand the impact that changing to a contempelanguage Bible made in the lives
of his own father and one of his father’s frien#¥e got them switched over to ...

reading more contemporary translations. They sdddaing us, ‘Man, I'm understanding
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the Bible so much better. | enjoy reading the Biim&. Now, | finally know what I'm
reading.”

During the transition process, Ken relates, “l wasanti-King James, | was only
neutral.” However, his feelings have changed sona¢wimce then: “I think, since it is
sixteenth and seventeenth century English, it keepple back from understanding the
Bible.... [So,] I'm probably opposed to the King Jaméersion now as an option for an
English speaking people to read.” Elsewhere inntexview he goes further: “I'm [now]
absolutely opposed to recommending the King Jamasyone,” not due to its having
theological error, but solely due to its inabilitycommunicate God’s message to people
of today adequately.

In his late twenties, Scétt is a husband and has two preschool children. Scott
has an Associate’s Degree in information systems,i@currently self-employed in that
field.

Scott and his wife jointly teach preschool-ageddeckn in both the Sunday school
and Wednesday night ministries at Heritage. Theyaiso involved in the church’s
evangelism ministry, and Scott helps with the chigrcounseling ministry.

Like many of the other interview participants, Seéetnot yet an ESV user, but
has no problem with that translation. “I personalbe the NIV, but considered
transitioning over to the ESV; just haven’t madat timove yet.... But everything | know
of the ESV, it's a great translation.” He admitshving some personal (though not

necessarily theological) difficulty with the KIMf try to personally listen to the

323 Scott was a replacement for an interviewee whppted out the day interviews began. As such he did
not have the same opportunity other participantstbgreview interview questions or formulate answe
prior to the interview.
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Scriptures being taught through the King Jamesyuldrhave to be reading [along in] ...
a more updated version to be able to really undedsit.” He expresses similar difficulty
in using the KJV when teaching his own children.

I've got two young daughters and I'm not going ®tbaching them from the

King James Version. As my wife and | are teachingahildren, we’re going to

be teaching them [a] modern language [version]... W&lat to teach them the

most important thing of all: God’s Word in a langeahey can understand and be
able to read on a personal level.

With nine years of professional ministry servicaHatitage, Gene is the veteran
member of the (now) four-person ministry staff. @srprimary roles as an Associate
Pastor include counseling, evangelism, discipleahghteaching the parenting ministry.
He is also responsible for preaching when the pastway.

Gene is in his late sixties, and is married withdrhn (grown) and grandchildren.
His formal education includes two years at a denafional college, a degree in
elementary education from a state university, aBaehelor’'s degree from the
denomination’s seminary.

Gene’s professional ministry experience includestqrang six churches in four
states. He is currently serving in his ninth yeaAasociate Pastor at Heritage, and just
recently celebrated forty years in ministry.

Concerning Bible versions, Gene shares, “| usé\ng King James and have for
[fifteen to twenty] years. | have tried to changg tmy memory is always back in the
King James.” This personal idiosyncrasy notwithdtag, Gene supports use of the ESV,
and is glad to see Heritage transition to it fréwe KJV.

Besting Gene’s tenure by approximately three ymsattse church secretary,

Margaret. However, the job as secretary is more jinst a job to her: “I just feel like the
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secretary part is, to me, more than a job. It’srastry. | just love my church; love my
work.” In her latter sixties, Margaret is marrieadahas a grown daughter who also
attends Heritage.

Besides her work as church secretary, Margarehésagreschool children in both
the Sunday school and Wednesday night ministrigseo€hurch. She also shares that,
“my heart is for the church to grow ... [in reachirigé young families.”

Concerning her personal preferences for Bible vassishe states, “l still have
the King James Version Bible.... | study out of otBésles, but the Bible | [use at
church] ... is the King James Version.” But like Geslee has no qualms with the ESV,
and supports the transition.

At age thirty-five, and married with two preschaoildren, David has served
three-and-a-half years as Senior Pastor at Heritagaching weekly to an average
worship attendance of approximately four hundredhiwthe division of ministerial
responsibilities, David lists his duties as prifyatieaching, preaching, administration,
leading, overseeing the staff, leading the deafamd] the committees.”

David has a varied array of prior professional stnyi experiences. He has served
in various full-time (solo pastor) and bi-vocatibnanistries (solo mission pastor, youth
and children’s pastor, music minister, educata @hristian school) located in four
states.

His formal education includes an Associate’s Dedirea a denominational
college, a Bachelor of Psychology degree from & staiversity, and a Master of
Divinity degree from a Southern Baptist seminarg.islicurrently enrolled as a Doctor of

Ministry student, and anticipates graduating witsixamonths of the interview.
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Age Years
and at this
Name | Gender| Church Church Involvement “Carry” Bible **
Ron Male 35 Deacon KJV and New
Late Finance Committee King James
50s Long-Range Planning Version (NKJV)
Committee
Choir
Norma Femalg 60+ Pastor Search Committee Various, but not
Mid- Teacher in multigenerational | ESV (anticipates
60s women'’s class changing to ESV
soon)
Ken Male 3 Teaches teen boys’ class Did not say, but
Early Was on ministry staff during presumed to be
30s portions of the transition the ESV.
Scott Male Not Teaches various pre-school New International
Late | known classes Version (NIV)
20s Evangelism
Gene Male 9 Assistant Pastor (primary duties NKJIV
Late include counseling, evangelism,
60s discipleship, teaching,
occasional preaching)
Margaret| Female Not Church secretary (twelve years KJIV
Late | known, Teaches various pre-school
60s but at classes
least 12
David Male 32 Senior Pastor (primary duties ESV
Mid- include teaching, preaching,
30s administration, leading,

overseeing staff)

The presentation above introduces the variousgiaaitits and many of their

unique perspectives and contributions to the langerative of Bible transition. The

discussion will now turn to the interview participg’ responses on various aspects of the

transition itself.

324 That is, the Bible version(s) that this persomiearto church regularly. This information was not
specifically asked for in the interview, but masterview participants did volunteer this informatio
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The Transition

The interviews yielded a host of information abpatticipants’ perceptions of the
Bible version transition at Heritage Baptist Chur€hese responses will be considered
under the following four categories: the preparafar transition, the chronology of
transition, general comments on transition, anccthreent status of transition.

The Preparation for Transition

A significant percentage of the interview respordesit with setting the stage for
transition. These responses subdivide into twocppal areas: those related to the
congregation at Heritage, and those that relatis soon-to-be pastor, David.

The Congregation

As mention earlier in the chapter, Heritage Bajfistirch is located within a
Texas community of approximately fifty thousand pleo Prior to David’s arrival in
2006, the church had a membership of approximatedythousand, with an average
worship attendance of approximately 350.

The participant interviews furnished a number drelateristic descriptions of the
church. According to David, organization is an imtpat thing to the people of Heritage.
“I did that church personality repdft and this is a very Organizer type church....
They'll go along with anything as long as you'rgyanized.”

However, David immediately follows this with remar&bout the church being
frugal with its financial resources. “Now, whathard [in] this church is getting them to

spend money — that’s what's hard. They are venydt.i

325 See Philip D. Douglas$yhat Is Your Church's Personality? Discovering &meloping the Ministry
Style of Your ChurcfPhillipsburg, NJ: P&R Pub., 2008).
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Gene highlights a connection between communicati@hcooperation at
Heritage. “The people here are very receptive tarnanication when they understand
[what leaders are doing].”

Two participants — both of whom have served corgfiegs in other settings —
comment, comparing Heritage with other churchdbéndenomination. Gene simply
states, “It's not a typical BMA church.” David age elaborating on a specific area: “I
will say something about Heritage: they are opechiange. They are much more open ...
than [others in] the BMA. This is kind of unusuléls not hard to sell them on a needed
change if you can prove that it’s biblical.”

David empathically points out an issue that thepeeof Heritage take very
seriously: their freedom to make up their own miadd the right to vote and live by that
decision.

Now, I'll tell you what would upset the apple cadre in Texas, ... where they

will challenge me in a heartbeat: ... that would keraheir [individual]

sovereignty. Why? Because Texans have this mirjdégtdependence].... “We

were Texans before we were Americans.” ... | thirdyth school me if | tried to
go against them in that area.

Factors in the church’s history may also have irgzhthe level of success in
transition. Specifics are not relevant to the sty David relates that the church
endured some staff-related difficulties for a fesaxs just prior to his pastorate, including
two years in which the church had neither a sgpéstor nor a youth pastor.

Gene relates, on the positive side, that the grévetitage had been experiencing
for at least a decade prior to the transition helddd prepare it for the changes.

Heritage has grown over the years.... [It began]rddane coming [to the

church].... [W]e just got some excellent people dme/thad already gone

through [some of these] changes on their own.... kasdjust provided some
people that are educated, biblically.
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Norma agrees, describing her own growth: “I was lbeayiore open to change [at this
point].”

Ken points out that the region around Heritageoiswithout dogmatic KJV
adherents: “We’ve got churches in the area thavarg insistent on the King James
Version as the only legitimate translation of Snip.” But he makes it clear that
Heritage is not one of them. David agrees. Conh@gé$ieritage to a former church he
pastored which “believed that only KJV was inspjtdee says Heritage was “not a
staunch KJV church to begin with. The former presgireached from the KJV, but the
church was not what | would call a strict KJV grdup

As David indicates, the King James Version useketthe primary version used
in worship at Heritage, although it apparently wwasthe exclusive text. Margaret states,
“ministers ... when they were in the pulpit they nmistuck with the King James.” Gene
agrees, noting that while the version used waserhasthe preacher’s discretion, the
KJV was certainly the customary version. Ron, rat fivas not sure which version the
former pastor used, later notes that prior to Dawddming to the church the KJV was
used, “depending on who the pastor was.” Ken flgtétes that the previous pastor used
the KJV (but, as already noted, Ken was not yending Heritage at that time). For
approximately a year prior to David coming to Hagi¢é, Gene conducted the worship
service, and he used the NKJV.

The “sovereignty” that David mentions is noticeadeong the congregants, and
shaped their perspectives through all stages dafdéimsition, and even prior to it. While
Margaret notes that “King James, | think, was nyosthd” by the congregants, Gene,

who has ministered in the church for nearly a decadtes that “The congregation
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[individually] selected whatever they were goingus®e, so the King James was tiot
only [version in use].” He mentions New Americam&@tard and New International as
specific versions that could be found within thegegation.

It should also be noted that at no point coveretthi;iresearch has Heritage had a
singular, church-adopted Bible version — a fact Hmh Gene and Ken mention. Scott
similarly notes that the goal of Heritage’s traiesitwas not to say, “Now, everybody
needs to start using the ESV ...; we're all transitig to that.” And Norma recalls,
“There has never been a time where [the new palsésrbaid you have to [use] the
ESV.”

The Pastor

Bearing greatly upon Heritage’s transition are @avexperiences prior to this
pastorate. The events that impacted David in l@sipus ministry are ultimately, even if
indirectly, the events that initiated the trangitat Heritage.

David relates the circumstances that drove hineaoé the difficult language of
the King James Version and seek a more understinBdide:

Let me go back to my previous pastorate. | wert ¢hurch ... that was

vehemently opposed to anything but the King Janesign.... The whole irony

of the whole issue was that these people didn’etstdnd the Bible and |
witnessed this personally. They would say firmlgtttve've got to preach King

James but they couldn’t tell you what the Bible nid@ecause they couldn’t

understand it.... | noticed these people could nattygrasp and apply Scripture.

So | really became burdened that [this] neededhémge; and that | needed to

preach out of a version of the Bible that they dawiderstand. | looked for a
good version; | found the ESV and we started usiag;

While the antiquated language (and resulting ldaknolerstandability) of the KJV was
the motivation for seeking another version, Davikes it clear that the contemporary
language of a version was not the sole factor aidiley which new translation to choose.

David shares the drumbeat of his heart as a pas$i®n he states,
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| want my people to understand Scripture and | vlagm to understand it away
from the pulpit. | remember guys in seminary [sg}iriUse the King James and
you can explain to them what ‘superfluity of naugess’ [i.e., the obscure
terminology] means.” True, but what about when tteegit home and what about
when they’re preparing for worship on Sunday? ... \WDat about] reading their
Bible during family worship, which I’'m going to ttp promote?
It was with such a heart and holding these coramstithat he received a call from
Heritage’'s Pastor Search Committee.
The Chronology of Transtion
This section will examine the chronology of eveisrelated by the interview
participants, that compose the transition procelss.intention is not only to outline the
common events of transition, but to understandetg®nts from the personal
perspective of the participants.
David and the Pastor Search Committee
Ron, a member of the Search Committee, share®thatl made it clear in his
discussions with the Committee that he did not ptanse the KJV in his ministry:
“When Bro. David came ... he told us he liked to tleeEnglish Standard Version. So
he basically began preaching out of that.” Nornfeg a Committee member, likewise
notes that David made that issue clear so thatriwye called David as a pastor ... we
already knew about him, about the version he predet
David describes this period in a little more detalil
When the search committee interviewed me | askeuwhththere was a particular
version of the Bible that [the church would requite] to use, because | felt, after
being in the situation in [my previous church],tttfzat was a break issue for me;
that that was critical. | would not preach where Bible could not be
understood.... So that was an issue for me and khel¢ommittee ..., “I want
you to understand, | will be preaching out of dedtént version other than the
King James. Now, | love the King James; | don'tdawproblem with it; but it

will not be primarily what | preach out of.” The @mittee felt like that would be
fine.
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David thought that in being so forthright he hadgbly talked himself right out of a job.
“I thought, ‘They’ll never call me. | ticked thenffoThey're never going to call me.”
Instead, the Committee recommended him to the bharad the church ultimately called
him as Pastor.
Transition Begins

“So | came and | started preaching here at Heritsgggy my ESV version of the
Bible,” David says, but that summary statemensftilreveal the fullness of the
experience. At this point (or at any other poiot, that matter) David’'s commitment to
using a Bible that people could understand wasrammmitment to the ESV, per se. In
fact, this was one point where he re-evaluated enat was the version to use or not. He
did decide to continue using the ESV at Heritag@art driven by the advantages behind
his earlier decision. But he shares that he wasrat#ivated to use the ESV because it
was still relatively new on the market, which metnat not many people had it and
therefore he didn’t appear to be siding with anmgpe or group’s preferred version.

But even with a decided preference for the ESVinguhe first year, David was
not slavishly committed to it. Ken recalls,

Once | got here [eight months after David becanstquf he was very consistent

in using the ESV. He did use the New Living Tratislg like one or two

Sundays [within the first few months | attended]But besides that it's been the
ESV every Sunday.

Interviewees comment that David was not pushy Wishselected version, even
being somewhat restrained in discussing it. Kes sayhe type of guy David is, he’s real
sensitive to what people are used to and he taetorpush them too hard.” Norma
concurs: “He didn’'t make it threatening. He dido'$t get up and say, ‘Ya’'ll throw away

those King James Versions; ... this is what I'm usivigu can like it or lump it.” He
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didn’t do anything like that.” Ken talks of how sefpoken David was: “It [the ESV] was
the version he preached out of but he didn’'t gaadocannouncing that.” Margaret says
David kept putting the ESV “before us — in a gemtgy, not cramming it down your
throat.”

But using a new Bible version in front of the cogmgtion is not the same as
instilling within people the motivations behind ise. One of the research questions
driving this study focuses upon participants’ pertwes on how well leadership
communicated the reason for transition. To ascettas level of communication, the
researcher asked interviewees to explain the reasotransitioning. Their responses fall
into three basic categories.

Ron’s response highlights his conviction that Dasithe man that God intended
to be the church’s pastor, and as such the chinahid follow his leadership in this
matter. “| would say that when we called Bro. Daaittl his leaning was to go to that
Bible [version], | figured this is God’s man forochurch [and we should therefore
follow him].” Ron also mentions that David’s reselain the area of Bible versions
pulled some weight as well.

A second type of response, given by both staff mresfGene and Margaret),
also references David’s coming in as the new pabtdrwithout detailing the specific
reasons beyond that. “When David started preachisayy that was his Bible that he was
using,” Gene states. Whether this represents Genesnitment to following the God-
appointed leader, his simple deference to the naw, ior his perspective based on some

other reasoning, is not clear.
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Scott and Margaret, both heavily involved in Hagéa children’s work, speak of
reasons for changing that are more in harmony Béhid’'s own motivations. Scott says,

| think the reasons were [because the ESV] wadtarbenore literal translation;
... more up to date; [and an] easier translatioresalr... [I]t's a lot easier from a
perspective to being able to do studies, beingtalieach other people, being
able to understand it on a personal level....You teant something that you're
really not going to read or you're going to takeutsoand hours to try to
understand.... [W]e need a modern translation thtisg to [be practical in]
everyday use.

He then relates this to practical ministry:

We try to get the parents to interact with [theiildren] and teach them the verses

each week, and | think it would be very difficudt fearn in something that’s old

English.... [This is] something that needed to beedimnmove us forward and to

keep the teenagers and the younger [adults] andteeeolder [adults] actively

involved in reading their Bible and doing that opeasonal level.

Similarly, Margaret ties the transitioning to hense of the church’s goal
expressed earlier: reaching young families.

To me, our goal is to reach the young families,yihienger families with children
for our church to grow, and I think this [new Bibdersion] was better for them to
help them understand more. We have a lot of new tra have come in that
don’t have a lot of biblical background, and | thihwas easier for them to
understand.... But the growth, the vision of the chuthe growth of wanting to
have younger families with children and all thdike | said, it was easier for
them to understand.

What were the reactions and outcomes of this sthgansition? The
interviewees discuss this point at length.

Ron simply considers the transition, at this pdinthbe nothing major — just
allowing the new pastor room to do things the wayhinks best. “I just never really
thought of [the new pastor using a new versiorjeang a church change; it’s just a
pastor change with a different outlook on thatipalar deal.”

Consistent with the sovereignty issue that Davichtio@s, Ron considers the

transition at this point to be a matter of indivadichoice. “I just felt like it's an
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individual thing. If someone wants to read outhd King James Version all the time ...
they can, and if they want to read out of the [N&wgrnational Version [they can do
that].” He also says,

We’ve never been [a church] that says, “You gaide this Bible, or you got to

use this Bible” as far as | know.... But as far as¢hurch taking action on,

“We’re no longer going to use King James Versioa;re/going to use the

English Standard Version” [we never did that]. hilahink there was a line

drawn in the sand.

Ron makes it clear that the transition to datedaased no problem within the
church. I would say it was very smooth transitibmean he just started preaching out
of [the ESV] and I've never heard anybody really g8zt it was a problem.... [A]s far as
| can recall, the spirit of the church has not béisrupted by it.” Ron does mention one
couple that visited Heritage during this time batided to join elsewhere because the
preacher did not use the KJV. But he adds, “Thatsonly time | knew of anybody
that’s at least made a point of saying that thelydaroblem with [the new version].”

The substance of Ron’s sentiments are summed lig Btatement, “To me, it
[was] just not that big of a deal.” Norma’s respmstiows that she had no problem with
the transition either. “I was fine with it. It wasst like, ‘Okay.” Norma also notes, “I
was very open to it, and | usually follow alongahatever version | have.”

Norma does mention a hitch — external, not intertdat arose during this
period: finding copies of the ESV to purchase.

We’ve got two Bible bookstores here and really [B®V] is the least represented

[version in their stock].... In fact, we were doingliave for ... a mission

project.... It was a shoe box ministry and [the éilhoe boxes] were sent to

some place in Africa; so | purposed to find an B&Ysion that was small enough

to fit [in the shoebox], and | had to get anothersion because | couldn’t find
one.
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But in spite of the difficulty in finding copies ¢fie ESV, Norma says that many
people in the church chose to follow the past@dsll When David came as pastor, “he
just mainly introduced [the ESV] as he preacheanTla lot of people got the ESV
version.”

Ken’s recollection agrees with Norma. “[F]or the shpart, people went out and
bought the ESV version. A lot of the kids’ parewent out and bought the ESV Bible for
their kids.” And like Ron, Ken recalls two visitongho had issues with Heritage’s using a
non-KJV Bible, but Ken was not aware of any protdemithin the membership.

Gene thinks that, overall, this stage of transitimt smoothly. “There wasn’t
anything ... [that was difficult] as it relates teetbhange.” However, as a staff minister,
he was privy to one particular situation he shares.

| had led a family — [a man] and his wife, [andith&vo teenagers — to the Lord

about two years before David came. So when Dawvigecand started reading

from the ESV, it was extremely hard for them to follpw along] in their Bible,

so they immediately talked to me and asked if itla@doe alright to get the Bible.
So they bought themselves the ESV.

Gene shares that the family’s experience sincepiiat has been “Very good. Positive.
They like it.”

Gene explains an awkwardness that was part op#risd. “It was confusing
when David would read from the ESV in the very begig.” But in spite of the initial
difficulties, “the ESV was easy to read, so [theme] liked that.”

Margaret’s experience closely matched the otharenkin her role as church
secretary, she says, “l really didn’t hear any dgslimg,” although she does admit, “I'm
sure there was [some].” In short, as far as theleewithin Heritage were concerned, she

says, “There wasn't a big issue made of it.”
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Margaret was personally familiar with a situatiohese the version issue caused
problems for a visito??° She relates the incident and her perspective: on it

My husband and myself invited a friend of my husbanHe was just kind of
floundering — he hadn’t been in church for a whitel we invited him to come....
[H]e came one time and saw that we weren't usiegding James Version and
he didn’t come back. But that’s not our vision the church. | don’t want this to
sound like we don’t want the old people, becauselovd’m old. But we’ve got

to see growth. We’ve got to see the Word grow a&edteese young families with
all these young children coming in and knowing that church is growing that
way, and this is an avenue to help them.

The pastor also shares his perspective and obgersain this period of
transition. “[P]eople had never heard of the ESVthere was a little skepticism,” David
recalls from the earliest days. But “[o]nce | stdrpreaching out of the ESV, no
problems.... The only problems | encountered werepleewould say ..., ‘I want to get
that.” And they would go to the bookstore and tlogeswouldn’t have it.”

Interest in the new version continued to grow. Daecalls,

[People would] say, “I really want to read out diav you're reading out of....”

The first Christmas | was here, | had a ton of gedtgl me, “I'm getting my

husband or I'm getting my wife an ESV because thatiat you preach out of.”
So | had a lot of people jumping on that bandwagon.

When considering if the transition to this pointilaused any type of emotional
difficulties for participants, David replies thdet change

has been something they pretty much accepted terbéginning. It hasn’'t been

a roller coaster ride and I'll tell you why: Becausonestly, just being forthright

as | can, ... most of these people are biblicaliteriate themselves. So this isn’t

an emotional issue for them. They don’'t know tiible anyway.

However, David is quick to add, “I'm not saying eyleody in my church is [biblically]

illiterate.”

326 \Whether this visitor is one of those mentionedieror is a different one is not known.
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Both David and Gene say that they had braced tHeess®r the possibility of
resistance from KJV adherents. But overall, noifigant opposition materialized. David
mentions a small element of resistance:

| got a little flack from some older members. ll$t this day have an older

member — ... he’s a nice guy; he’s 80 something yelars- and he tells me he’s

looking forward to the day when | preach out of 8gofield King James Bible....

[M]y reply is always, “I don’t have a Scofield Bédhnd | don’t plan on getting

one” [David says with a playful twist in his voie@d a teasing grin on his

face].... He still lovingly gives a little flack.... [fere are] a few people along

with him who really wish that the pastor preachataf the King James, but
that’s not a make or break issue for them.

The Pew Bibles

More by happenstance than by design, the intergigestions and discussions
used the term “transition” in an indistinct sense, without delineating the specific time
period it covered. This ambiguity resulted in aexpected discovery. Prior to the
interviews, the researcher considered transiticth@geriod beginning with the pastor’s
introduction of the new version to the congregaaiod ending when the congregation
became used to it — a period not exceeding one Wdaite their responses imply that the
participants, too, considered that period as datietransition, they also clearly
considered transition to go beyond that time frafes section will discuss what
respondents considered to be another essentia¢eleamthe change process: the
purchase of ESV pew Bibles.

Two factors should be noted about the participasitgussion of pew Bibles.
First, the topic of pew Bibles was not specificalpart of the interview questions nor
was it directly alluded to in the interview by ttesearcher. Rather, in each interview, any
discussion of pew Bibles had to be initiated byittterviewee. Second, each of the seven

interviewees did initiate a discussion of this topi
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Continuing with the chronology, things progressedrearly a year following
David’'s move to Heritage and the introduction ¢f SV to the congregation. While
there was no serious opposition to David usingéw version, there were some
pragmatic complications. Although many people begging ESV Bibles during this
time, a number of people still did not. Gene expaome of the difficulties this caused:

In the beginning ... a large percentage of the falkse comfortable with their
own translation and [read from them as] David vessimg [from the ESV]....
[W]hen he’s reading that passage and you're lookining James ... or
whatever you might be using, it was a little comigs... David would ... have to
explain, “I'm in verse 1,” “verse 3,” “verse 5” && read through the passage.

This approach caused difficulty for people attengptio follow the pastor as he read, and
this was especially true for visitors, new conveotsothers unfamiliar with the
Scriptures. Scott says, “[W]e have visitors who rasefamiliar with the Scriptures; they
don’'t know the books of the Bible or anything.”

David relates a specific incident from this peribdt revealed to him the level of
difficulty that some people were facing:

I'll tell you what really clued me into this. We dha visitor come. She was invited
by a faithful church member and this church memi@iked with her. So this
visitor comes and | said, in the pulpit, “Turn torRans 8” (or whatever the text
was). It was a New Testament text that day anggtked up the red hymnal and
was flipping through the hymnal, trying to find wHawvas talking about. And it
occurred to me when | heard that story, [that itespf the transition work to
date,] we are still doing an injustice [to people][W]e are in a biblically
illiterate society and ... I've got people comingtds church, they don’t even
know what the book of Romans is.... So, | just realithrough [this and similar
instances] ... people don't understand and | needatice this understandable to
them if I'm going to preach the Bible.

It was shortly after this, David tells, that

We determined at some point in our staff meetilghy don't we do this? Why
don’'t we get a pew Bible? That way when a visitoimes and they don’t have a
Bible, they [will] have [access to] one, plus iflseone doesn’t know their
Scripture [a pew Bible can help find the passagd]et’s tell them a page
number instead of 1 Samuel 7 because people magnoat where Samuel is.”
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In spite of David’s use of the ESV to date, thees\wwome consideration at this
point of possibly migrating to another version. aading to Ken, the main contenders
were the English Standard Version, the New Inténat Version (NIV), and the New
Living Translation (NLT). One reason the NLT wasisinlered was the recent impact
that it had had upon one of the people in the cegafion, as Ken relates: “David got
another guy in our congregation ... reading the Newng Translation and he said ...,
‘I've never understood the Bible. | never wanteddad it until | started reading a better
translation.”

David turned to Ken — a new staff member, a resentinary graduate with
interests and exposure to the area of Bible vessiofor help in choosing between the
three versions. Ken details that decision procgkg;h ultimately hinged upon two areas
of concern. The first area consisted of interneldes, such as the degree to which the
translations were literal, the accuracy that walldw for a word-for-word study, and
each version’s readability. The second area coreidexternal factors, such as the
versions used by high-profile, nationally knowndees in Christendom whom they
trusted, the versions used by churches they wardider mimicking, the versions from
publishers they trusted, and the fact that the leemigHeritage were already acquainted
with and using the ESV. In the end, both David Ked concluded that the ESV was the
right version to use. They shared this conclusiagh Bene (who was also on the
ministry staff), and the three agreed to proceed.

Having seen the need, having determined that p&ke8would address that

need, and having settled on the ESV as the veodipaw Bible to purchase, the next
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task was to get approval for this expenditure. fliisé step was to address the issue with
the Finance Committee. David recalls,

So | ... went in the Finance Committee and [sharedédlstories of the problems
people were having, then] told them | needed a$8Q00 ... so that we can buy
pew Bibles.... Now getting them to spend money, yeally got to be organized.
That's the stickler for them, the spending part.wanted to get more pew
Bibles. | felt like we ought to have one in eveeascushion and [the treasurer]
didn’t go for that.... He said, “... Why don’t we jugét half [of the quantity
you’re requesting] and let’'s see how they work?”

In the end, “they agreed with me [on purchasingpéw Bibles, saying,] ‘This is a good
thing, a necessary thing, let's try it.” ... So we galf [of the quantity | originally
wanted], and they’'ve worked great.” David now ackigmiges the wisdom of the
treasurer’'s recommendation on the smaller quarifiijonestly, we haven't needed
more than that.”

Having cleared the hurdle of the Finance Commitbesesid then presented the
need before the whole congregation for final apptode passionately recalls that
presentation:

[I] told the church what and how we were doinggurchasing the pew Bibles] in
a business meeting and basically preached to ttieatj fhis is common sense....
| said, “Folks, you've got to understand somethg’ve got people coming to
this church, they don’t know where Colossians iseéd to be able to tell them to
turn to page 217 and they need to be able to réad M reading for

credibility.” ... | just presented the argumentshem.... | gave them from the
pulpit even those illustrations | gave you.... | jicsiked at the congregation and
basically said, “You know, do you think it’s evesigg to get any better
biblically? Our society is getting further awayrimdahe Bible. What does common
sense tell us to do? We need to have a readalsd®mrewe need to be on the
same page, and we need to assist people who cooneuncongregation.” ...

And when | just presented that question to thehg fesponse] was kind of like,
“Well, okay. We don't really have a choice, do vigther we're just going to be
rude about this and selfish, ungospel like ..., @atye/ou're right — we do need to
do something about this.”

The church approved the request.

Scott relates his perception of the events ofhigod:
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| don’t know if people were just ready for that @nastor David just explained it
to them and kind of laid the groundwork ahead mktin such a way that it
wasn't confrontational. It seemed just very naturahoving forward. And the
progress and the change ... [were] all given fronb&dal stand point — he gave
reasons why we were looking at doing that. Ane:@msed to just fall right into
place.

Ken makes it clear that even at this more advastage of transition the efforts
were not to adopt the ESV in any official sensaddh’t think we did any sort of formal
[recognition]; like we didn’t go before the churahd say, “We’re adopting the English
Standard Version as our official version.”

David’s excitement over the pew Bibles is evidenhis comments: “[O]nce we
got the green light to do it, | didn’t hesitate. Welered them the next day. We had them
eight days later and put them in the pew.” In f@ayid himself undertook that task of
putting the Bibles out. “l went through and madeesall the rows had pew Bibles,
especially where | thought visitors would be sgtihthought that was crucial; | put extra
ones on the back rows because that's where thegatlyrcome in and sit.” (The Bibles
replaced some of the hymnals, which were no lomgezgular use.) And with a bit of
satisfaction David comments, “The pew Bibles amenihey look nice.”

The pew Bibles are a tool that the church constantlizes. Many of the
participants note what David says,

We put [the page number of the sermon text] indthiéetin ... and | always say

you can turn to page 671 [for example].... | alwagdltht because ... there are

people in our audience who do not know the Biblg,they're trying and ... |
want to help them become familiar with the Bible.

Ken echoes that:

[E]very Sunday morning [David] is extremely faithfo say, “My passage is
coming from this book, this verse and it is in yperv Bible,” which implies you
need to get a Bible out if you don’t have one, bised’'m going to be preaching
from that passage and everything I'm saying wilcbening from there and we
are a people of the Book.
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David actually uses one of the pew Bibles as haghres. “I've got a [pew Bible]
sitting up there [on the pulpit].... That way theyghat I'm preaching out of that same
Bible they can pick up.”

The pew Bibles are also available to anyone who nesegl a Bible. David says,

“If you’ll notice now in our bulletin, on the viits’ side, it says if you need a Bible, take
one out of the pew; take it home, you can have it.”

What do people think about this second stage oéitian? Norma is in favor of

| like the fact that David says, “If you don’'t haaeBible, open [the pew Bible] to
page so and so ... and you'll find the Scripturep8ople tend to go and hunt for
the page instead of ... not even open[ing a Bible]Am | think that’s good.

She also believes that among those who would hetreise use a Bible, the use of the
pew Bible instills a better sense that the pasthiosights are not his own, but are rooted
in something with more authority.

Ken and David also speak of the fact that peomauamg the pew Bibles,
including some church members. Ken notes, “[M]asige think, ‘It's kind of neat, if |
forget my Bible, we've got pew Bibles and [the jpejtells me what page number to turn
to.”

Ken shares a personal experience that highligktd¢hefits of the pew Bibles to
those unfamiliar with the Scriptures — and the bettas in turn brings to the people of
Heritage:

Our members can see visitors, like my parents, Jheyre not people who bring

their Bibles to church, so when they came to chwith me, they grabbed a pew

Bible and turned to the page because the pastbtitem to. Told them if they

wanted to follow along, turn to this page in theviible and you will see the
text we will be preaching on today.
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David addresses another benefit of “all being ensdime page” (pun intended).
“Once we got the pew Bibles in place and | was &blsay a page number and people
were able to follow along, all the problems of drént versions disappeared entirely....
That was kind of the watershed moment.”

Gene sums up the benefits of the pew Bibles irotieeword: communication.
“For me personally, [it's about] communication.” iKeays: “[O]ne of our goals was to
buy those pew Bibles and have more people on Sumdaging reading the Bible as
David reads and preaches from that passage. Tdeftrstely been accomplished.”

Scott simply calls the purchase of the pew Bibles of the peak moments in the
transition process. Both David and Ken say thatethave been no problems that have
come from this move; that it all went smoothly.

In retrospect, David says, “If | had to do it agauiat would | do differently?
Probably nothing, to be honest with you. Becausalt worked out really well.”
General Commentson Transition

The comments presented thus far deal with parti@iants within the
chronology of the transition process. However, mafithe participant observations are
not event-specific. These comments will now be gmé=d, organized by theme.
Smooth Transition

Many of the non-event-specific comments simplyesthat the participants felt
the transition went smoothly and caused no siganiticlisturbance. All the congregant
interviewees expressed such sentiment: “I woulditsagnt real smooth” (Ron); “I
personally don’t know anyone that struggled witlteking.... Really, to me, [switching]

was a non-issue” (Ken); “I think it went very smhot don't think there was very much
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push back from the congregation.... No issues wil tinat I've heard of; ... not one
criticism of it or one problem with it” (Scott). Mma says that transition “wasn’t this
monumental thing.... It really wasn’t a big deal..didn’'t see any abruptness nor did |
see that it was bumpy.” She further notes, “We lkéhink — my [ladies’] class does —
[that] we're pretty forward thinking ... and [the g®Ee in our class will] give you exactly
what they think; but I've never heard anyone compla

The staff agrees with the congregants on this iddaegaret says that the whole
process went well: “It just went, | thought, woniddly.... | think it was done very well. |
don't see any way they could have maybe done bettdrwent really smooth.” Gene
and David expressed similar feelings as well.
Meeting Goals and Improving Ministry

The interview participants were asked to state drethey feel that the transition
met its intended goals. They were also asked irt wags they believe the transition has
improved the church’s ministry. All intervieweeskaowledge that the transition met the
desired goals. However, their discussion of thasssgoften extends heavily into the
ministry improvement question, so the two topicB be considered together.

Ron describes one goal of the transition as théatm have

a clear, concise study of the Bible. And as fafrasconcerned, Brother David

has been the clearest, most concise preacher lelvavénad in my life.... Brother

David is richer in what he preaches and maybegshmtause of the version that

he is using. It’s clearer to me than maybe woulkkhaeen the King James
Version.

Scott mentions the ministry’s improvement from #ieesion change, then
discusses its goals:
[Transition] was moving us forward in a healthy manand in a biblical

manner.... | think the goal was ultimately [that]stis what’s best for the church
as a whole; this is the translation that your siaéfs [because] they feel like is a
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very literal translation and is good for everydag @nd doesn't lose a lot of the
biblical meaning behind things.

When asked if the goals have been met, David igpidbsolutely! | mean, the
more we’re preaching, | think, the more [peopled eoming to life.” Gene says this
about the improvement he has seen in the churcinstny:

The biggest thing is in my discipleship [group].S]¢me of the men that have
picked up the ESV are reading their Bibles. Theygading it with their families
and that’s been one of the major things that | exae in discipling.

Once again speaking from her perspective of chuisibn, Margaret shares,

My vision is for the Word of God to grow and sees tthurch grow in spiritual
growth, and | think this [change to a modern traimsh] was great in this
respect.... I've seen people grow because of the moumderstandable way of
teaching than the old dialect ... that [is in theh¢{James.

Margaret then shares, first in principle then peaticular example, what
transition has enabled:

You can have the older people that have been twhtall their life, and all they
know is Bible stories. They don’t know the theolgiScriptures, and to me this
[translation] makes it easier for them to underdtand to learn.... | see that has
happened with some of our older people. And thaméads a blessing because you
hate to say that older people have been herellikieedr life and have always
been in church but they are still so immature eaWord, and I think this has
helped. I've seen it in some instances where thisstation has helped them to
grow and study.

Just even in my husband’s life [for example]: Myshand is 72 years old,
and he was a strict King James Version [adherenfEven now] he still has
King James at home, but | see when he comes [telchunow he is accepting
this [new version] with an open heart.... [H]e istpravell read in Scripture; but |
see that it has even helped him. | praise Godhfart. t.. | would have said, ten
years ago, | didn’t think he would ever put up withat. He's pretty hard headed.
[But he] is so accept[ing] of it now and so eagesée the vision with the younger
couples.

The Pastor’s Role
Many of the participants’ general comments dedlhwhe pastor’s role in the

success of transition. Norma describes two fa@sssciated with the pastor that, in her
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perspective, played in the success. First, shelgistates, “I trusted him.” Second, the
fact that he was new was an asset. “[Transitiory mare informal on his part, and it was
kind of accepted because he was new and we knéwehaas going to bring different
ideas and new changes.”

David himself agrees with this latter point, evertting greater weight on it than
Norma. “I think the only reason | had success dwiitg the versions was that | was a new
pastor, and | think [because of that] there wadllangness on the part of the people to
put up with my switch.” However, David believes tigason for this acceptance to be
rooted in something deeper: staff-related probldraswere compounded by a prolonged
period without two key ministerial staff, includiige senior pastor. As alluded to briefly
earlier in this chapter,

[the church] went without a pastor or youth pasboralmost two years.... [T]he

gladness they had for a pastor [when | accepteddal] and what they had been

through in leadership — they were willing to makattconcession [on Bible
versions] much more easily than if | had maybe cortea different situation....

[1]f I had been pastor here for a long time and flecided to make the move, |
think they would have bucked that a little bit herd

Margaret speaks of the confidence of knowing thatgastor is not erratic in his
choices, but rather has studied out both the lteste and the best plan for achieving the

goal.

[David] studies about different things.... [H]e do#gumst grab something and go
with it, but he looks into it.... In all the thingels done, he has laid it out well
ahead of time in a plan. It wasn't like he just ped up and changed but he’s
pretty much let us know this is the long range plam guess he just verbalized
all that so well that it was a very, very smoo#msition.

David also addresses this issue of being studiezlioh things, and the results
that come with it.

I’'m the first pastor ... they've had who has a MasteDivinity [degree]. That’s
intimidating to some of them. And | don’t know Iifat’'s good or bad, but I'll tell
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you, politically it’'s been good because they’re mawore willing to say, “Oh,
okay. My little goofy arguments aren’t going to thavater.” So, there’s been less
challenge.

In short, “I think trying to present myself as pFe$ional, educated, knowledgeable; it
just ... convinced them.”

David tends to deal with issues in an honest amuoh oyay that often defuses
potential problems. He relates a couple of stahas exemplify this. Knowing that some
of the congregation might balk against giving upitiKJV Bibles, David says,

We told them, “Look, if you want to bring the Kidgmes, bring the King James.

Hallelujah, read out of it, ... | don’t care what yda with it.... I'm just not going
to do that.” So, it's like me exercising my soverey and maybe they responded
to that.

The second incident was about a visitor who ask&addet with David.

| had a visitor ... Marine, big guy, tough lookinggung.... [H]e said, “Pastor, |
love your church, but | got to know why you’re ngting the King James
Version.” ... [A]t the end of the conversation heds&l don't know what I'm
going to do.” | said, “What do you mean?” He séidjon’t know if I'm going to
stay at this church or not.” And | said, “Carl, dguost be honest with you? If the
King James Version is a big deal to you, then l@qtlet me encourage you to go
find a church that preaches out of the King Jambat’s okay. But | just want
you to understand that’s not what we’re going taatlthis church.” ... | said,
“Why don’t you go down there [to another churchthe area]?” And he did; and
he’s happy. I think that was fine.”

lllustrations

In order to comprehend better the participantdirige and perceptions from
throughout the transition — either viewing the exgrace as a whole, or in any of its
smaller parts — the researcher encouraged theiparits to give illustrations that, from
their perspectives, convey various aspects ofrdresition.

Norma offers an illustration of her perspectivato$ change process, which

highlights a trust in her pastor:
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[1]t was kind of like, here’s the engineer and hetée train, and let’'s jump on it
and go.... Brother David knows where he’s going a&d been there before and
he’s familiar with his train and he knows how te uts he knows all of its
workings and he knows how to be the [engineer],gat on there without
guestioning.

She also compares David’s leading through the itirango Jesus’ calling the twelve

disciples: “I'm not comparing David to Jesus; hudtjkind of like this was a leader [and]
they knew to follow him.”
Norma compares the effort of reading the KJV todifigculty the average person

experiences in reading a legal document, and moé&ghe transition has freed people

from that.

| think it's made people ... more open to study aatjust say that “I can’'t
understand it.” When people are able to read sang#dnd understand it, it
makes them eager to understand more. It's like,tgpto read a contract or legal
document, you believe what people tell you it dagsause you don't want to
have to plow through it; it’s too hard. And | thittkat’s the way that kids or new
converts or younger Christians in the faith migatddone with the King James
Version. It’s kind of like give up and throw up theands.... [N]Jow | think we
are in the Word more.

David draws from the Bible story of the dry borkesind in Ezekiel 37, to
describe how the transition has brought new liftheocongregation:
| really think that these people [at Heritage] wstaved [rather than “dead” as
this passage depicts] ... but when you have churchbraes who really don’t
know their Bible ... they were starved theologically[T]hese people ... were
hungry; but using the dry bone illustration, thegrevdead. So the more we’'ve
concentrated on Word, we’ve seen them come taviifie great joy.
Other Comments
Ken, with his seminary background and mindset, maleintriguing comment
about one long-term aspect of the transition: figrein the transition might be

establishing the next dominant version that othellone day have to dethrone. “That’s

probably what | didn’t think enough about, once ylmumake a translation switch, [the
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new translation] could become like the KJV has bePavid echoes that thought in a
follow-up email: “I wonder if someone in the futunall have problems changing from
the ESV because of the work we have done.”

Ken questions whether the maximum benefit, at ledstationally, was made
from the transition process’

What maybe could have been done better ... [was]mgakimore of a formal

process, saying this is what we’re switching to g, using it as a teachable

moment. And do a series on “What are the differefedween Bible translations
and contemporary Bible translations. Why does Dé&e#&d the need to switch to

the ESV, and why not just use the King James Va®io.. It could have been a

way to bring up the issue like, here’s why you dowed to buy a TNIV; here’s

why you don’t need to buy the Message Bible.... Herehy you need to get an

NIV, ESV, New Living Translation.... [However, youlvaays run the risk of

making it an issue and having problems.... | think/beaDavid went the safe

route.

Norma makes sure that the ease of transition datesomvey the image that
Heritage is without difficulties and disagreemefiiss not like we didn’t go through
changes in other areas that were maybe resistedpbthis particular one.”

Gene also makes some significant comments. He tide&here [was] no
specific planning for that change.” By this he ne#rat there was no step-by-step
process outlined for the transition.

Gene also attributes the success of transitioleaat in part, to the growth of the
church described earlier in this chapter. “Heritage grown over the years.... [W]e just
got some excellent people and they had already tiwoagh the changes on their

own.... God has just provided some people that aneatdd, biblically,” and these

helped the church be prepared for this transition.
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David believes that not all of the reasons behneddase of transition are good.
Specifically, he believes that few in the congregatare knowledgeable enough
biblically to know what is at risk, and if it is with defending.

[H]onestly, in this church theology is no one’stleatThat’s very sad for me to

say that, but things like fighting over versionglud Bible and fighting over

theology, that’s not anybody’s battle here. Theydmdttles that matter here are, as

long as these people get to keep their rights...ifSo,it doesn'’t interfere with
[their] choice, [their] vote, they don’t care.

Ken put the transition within today’s context oflgddiving, where change is the
routine: “[E]verybody | know carries a cell phoimas been on the Internet, sent an email,
and they're used to change,” and changing Biblsigas simply fits into that same
pattern and causes them no problem.

The Current Status of Transition

Where do the interview participants think Heritagav stands in its transition to
a contemporary-language Bible? Their remarks ondtaject will now be presented.

Although they consider transition a success, im@rnparticipants note that a
significant percentage of congregants still ussiges other than the ESV — including
many of the interviewees themselves. “| still rélael King James Version, but | also like
to read NIV and the English Standard Version,” Rtates. Norma mentions, “Different
people in my class have different versions.” Pgadiots continue to see people with such
Bibles as the New International Version, King JaMession (especially among the older
people, Gene notes), and New King James Versionglss the English Standard

Version. Ken simply says, “l see a lot of differeetsions.” Ron summarizes it as this: I

%27 Ken discussed this topic at some length on twasioas in the interview, with considerable overlbp.
simplify the presentation, these two discussioesaelded together into the quotation presented Adre
words are from Ken.
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would say everybody is still using what they wantise.” David agrees: “So, to say that
we moved from the KJV to another translation isuaate, [but] as long as you are
talking about the pulpit. The membership was semd ... that many [still have] all
kinds of Bibles.”

What does it mean to be a teacher or minister #feetransition to a
contemporary-language Bible? Scott (both a fathdrteacher of young children) shares,
“It's so much easier for them to understand....qleasier] to teach and read to them....
[1t's so much easier to [tell] what the [Bible igbout to that age group” when using a
contemporary-language Bible.

Gene notes this about the transition: “It’s stilprocess.” He also shares, “I'm
just very excited about the ministry as a wholeehand using the ESV has just been to
me a blessing with our people.”

In summary, based upon the interviews of sevengdhaarticipants, this chapter
has presented a vivid description of both the ildial participants and the chronology of
Bible version transition at Heritage, the latterlunling the participants’ personal
involvement as well as the impact that transitias had upon them and others.
Observation based upon this data in light of thiéezditerature review and other factors

will be considered in the next chapter.



CHAPTER FIVE
FINDINGS AND CONCLUSIONS

The purpose of this study was to examine the chpngeess of a Baptist
congregation that transitioned from the King JaMesssion to a modern-language Bible
as its primary worship text. This chapter will prasthe findings and conclusions drawn
from the case study of a transitioning congregaitdight of the literature reviewed and
other relevant factors.

Selected Observations

During the course of this study, several obsermatimmerged as relevant to the
purpose of the study. The following discussion enés these observations, organized
under the headings of The Change ParticipantsCHaege Leader, and The Transition.
The Change Participants

A person’s understanding of a process is oftenavga by a better
comprehension of the components within that prodesan effort to understand better
the transition experienced at Heritage, the rebearattempted to discover as much
information as possible about the characteristithepeople involved.
Comparative Analysis

In the course of this study, some observationsaledethemselves in the simple
perusal of the interview data itself; other obsteores came from comparing that data to
the body of literature reviewed. But in order toxmaize the information from this case

study, the researcher also sought insights froniraé &pproach: comparing data from one

113
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segment of the participant pool to that of othgmnsents. Applicable observations from
this data comparison will be reviewed at this point

The first notable observation was the surprisingsegiency between interview
participants, not just in the response contentalad in the individual perspectives on
change. For example, all interviewees showed tive secceptance for transition, had the
same opinion of the change leader’s capacity apdoagh in handling the change, and
were enthusiastic about the use of the pew Bibles.

The researcher was curious about this consistamtyomked for possible
explanations. In contrast to the virtual unifornutyinterviewee perspectives, an
examination of the participant pool showed a vessndgraphically diverse group. The
degree of education varied greatly, at least ranfyomm Associate’s Degrees to a soon-
to-be-awarded Doctorate of Ministry. The particiizawere occupationally diverse, from
those working in ministry and other professiona&learto those working in industrial
construction or self-employed in a technologicaldi There was also gender diversity.
Ages varied from near thirty to late sixties. Themiber of years interviewees had
attended Heritage ranged from over sixty yeargse than three. There was a wide range
of KJV exposure — some who were reared solelyKid\é environment and spent long
years with that version, and others with littlelipto use it at all. Yet with all the
diversity, the data and feelings shared in thenwg®/s were consistent — even strangely
SO.

The researcher’s search through the interview idat&ified only three
commonalities among the participants: (1) attendatderitage, (2) ethnicity (all

Caucasian), and (3) a certain aspect of familycttire — specifically, all participants
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belonged to families that included dependent-adpddren or grandchildren. The
researcher immediately rejected the second iteam &xplanation, having seen a
sufficient number of people in this category thatmbt share the participants’ outlook.
He is also inclined to discount the third item floe same reason, although the possible
connection between having dependent-aged childrgnamdchildren and a favorable
perspective on a version of the Bible the childrenld more easily understand is an
intriguing thought.

The researcher therefore believes that the comntpaahong participant
responses could be explained by the common atteadsrthis particular church. He
finds this plausible, based upon one or both ofpassibilities. One possibility is the
general tendency for like-minded people to grougetber. The other possibility is that an
ideology that produces the participant responsggesmeates this particular setting that
those regularly exposed to it are impacted by it.

Having established this surprising level of comnibypamong the interview
participants’ responses, the researcher did disgmme small tendencies or patterns
among sub-divisions of that group. Unsurprisindgjg pastor and to a lesser degree the
staff were found to be privy to more details (el2ayid being the sole participant that
spoke of particular individuals who disliked thartsition). However, this additional
inside knowledge appeared to be limited to infoiomatind showed no indication of
having altered any individual interviewee’s pergpes.

This examination for participant tendencies reveéaleother subtle pattern. The
researcher noticed a direct correlation betweettetred of participant enthusiasm and the

level of his or her involvement in transition. Thgs noticed in participant-to-participant
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comparisons as well as in comparing different goafttime for a given participant. The
former is seen in David who, as leader of the itmms was the most enthusiastic. The
staff of that time (Ken, Gene, and Margaret), wherewnot as involved as the pastor,
showed a lesser degree of enthusiasm. Enthusiasrnowast in the remaining
congregant participants, who were least involvethétransition.

The latter observation (that congregants’ enthusiaaried depending on the
particular transitional phase) was evident as Kenensity peaked as he described his
involvement in selecting pew Bibles. Gene and Meggalso appeared more emotionally
moved as they related instances where the newovengiped people to whom they were
particularly close. From these examples, the rebearconcludes that there is a
connection between involvement and enthusiasmhéurtore, the evidence suggests a
reinforcing feedback loop between the two — wittbikement causing an increase in
enthusiasm, which in turn increases involvemeritough the researcher must also
caution that the evidence for this is not conclesiv

Comparisons also reveal what might be considetedeabased difference
between the participant types. Specifically, while participants shared a common
perspective at the time of the interviews, comaussat other points in time showed less
commonality. The pastor revealed his passion fearty teaching the message of God,
and for using a Bible version that most easily agglished that end, even as he met with
the Search Committee. The ministerial and staffiggpants (Gene, Ken and Margaret)
show evidence of a similar passion and commitmeny garly, during the initial stage of
transition. (It seems, in fact, that they had s@assion for this prior to David’s move to

the field but were limited in their ability to makeynificant change.) However, the
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remaining congregant participants (as a wholendidevidence such a level of passion
until the second stage of transition (approximageyear later), when the pew Bibles
were purchased and used. If one views the threeidacl frames in a time-lapse
chronology, it is as if a wave progresses from paxticipant type to another to another,
taking the passion and commitment from pastordfl & congregants. The researcher is
thus inclined to think that along with the trarwitifrom the old version of the Bible to
the new, there was possibly a parallel transititvens the pastor’'s passion and
commitment for a deeper purpose or mission waseplaaieng to the people as well.

The search for trends among participants foundhemamall pattern, this one
age-related. The age groupings of the participtfitgrto two distinct brackets, with
nearly half of the pool in a five-year span of daly-thirties (approximately) and the
other half in a ten-year span in their sixties (agpnately). While both groups expressed
genuine acceptance of the contemporary languadjke uheir older counterparts, the
younger group decidedly did not agree to the usalfihough they did not question the
reliability) of the KJV.

In this discussion of the impact of age upon thdifigs, the researcher must note
a flaw in the study. The criteria forwarded to gastor for participant selection included
the following:

[T]he researcher would prefer that the particigaol ... include at least two

parents or grandparents of dependent-age childnenattended the church at the

time of transition. This will provide the opporttynior hearing the transition
experience of the children, an otherwise unheaodr

The participant pool did, in fact, meet and excéeslrequest. However, in both the
construction of the interview questions and in¢baducting of the interviews, the

researcher failed to capitalize on this design el@nilhe study did hear from parents,
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grandparents and teachers about the impact ofticamen their ministry to children, but
it failed to attempt to understand the change m®é&®m the children’s perspective. The
loss this caused to the body of findings, if asynat known.

In summary, the comparative analysis shows a simgrcommonality among a
much diversified group, with the best explanatibthe unity being a church
environment that strongly emphasizes the eleméatshis study was researching. While
the interviews revealed a unified perspective yagatterns within the participant sub-
groups were also apparent.

Not everything to be learned about a group is foargissecting the group and
comparing its parts. Some aspects can only beddaas one examines the group as a
whole. This study will therefore move from an exaation of the parts of the group to a
discussion of the dynamics of the group as a singike
Systemic Factors

The study observed an unexpected lack of anxietpngnmterview participants.
There was no observed anxiety over Bible versiargeneral or the transition in
particular. Some participants did demonstrate dlsmaunt of uneasiness, but this
seemed best explained as personal awkwardnes$&ma interviewed for research by a
person they did not know. It is feasible that ihterview uneasiness could have hidden
transition-related anxieties, but the researcherrgaindication of that.

The interviews drew a picture of the Heritage cegation that overall was
identical to the participant pool on the issue mfiaty. The consolidated description was
of a body that had little anxiety over the issud@iifle versions, even among those who

preferred that the church remain with the King Jamersion.
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The study also found no evidence of emotional gles relative to the version
transition. A transition setting would be fertileognd for triangles, such as a pastor
attempting to triangle a parishioner in a Pastbiew Version — Congregant triangle.
Other triangles that could likely develop in thi®sario are Congregant — Old Version —
Pastor; Unhappy Congregant — Pastor — Unhappy €@gagt (or Other Staff, or Previous
Pastor); or Unhappy Congregant — Pastor — Unrelateae(s). But the researcher saw no
indication of any type of triangles.

The responses exhibited a high level of self-déiféiation among the interview
participants. There was no indication of cut-offwgion. Participants were even self-
differentiated enough to admit that, while unanisigwagreeing with the benefit of the
church’s transition to the ESV (lack of cut-off)pst of them neither owned a personal
copy of the version nor did they use it regulal&ck of fusion).

The researcher took great interest in the “sovatgighat David spoke of while
describing Heritage’s congregation. The meaningdied in that term greatly parallel
the meaning of differentiation. David’s use of tkem to describe the congregants, then,
was evidence that the members are also well difterted — at least to the degree that the
two terms are synonymous.

Since the interview participants did not includga@me with KJV-only leanings,
the researcher was not able to test fully a hymisiggested by an observation from
the literature review. The works of the two KJVypalthors reviewed in this study were
filled with tones of cut-off and fusion, traits thargue for lack of self-differentiation and

that Ronald Richardson considers as signs of emaltimmaturity®® In contrast, the

328 Richardson, "Bowen," 388.
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authors opposing this view evidenced reason aterdiitiation in their writings. Based
upon this observation, the researcher wonderdebretis, generally speaking, a direct
correlation between KJV-only tendencies and a le¥slystemic immaturity. While the
case study interviews were consistent with thisolilypsis, they offered no points of
comparison with KJV-only individuals. Accepting ttihis hypothesis has yet to be fully
confirmed, the researcher believes the evidencgesig that the Heritage congregation’s
choice not to be limited to the KJV is itself adication of its systemic maturity.

In summary, the researcher concludes that the egatjon at Heritage, as
described by participants, shows a high level steayic maturity. Therefore,
systemically speaking, the circumstances were idedtansition. Furthermore, the
transition was handled in such a way that it preduto systemic problems.

Additional Observations

Gene and David both state that the preparatioheo€hurch was a vital element
in the success of transition. Gene speaks of paéiparin terms of a decade that brought
biblically-educated members. David relates thatipos of the congregation’s
preparedness came from staff troubles prior t@rigsal and the allowances people were
willing to make to get past those.

Trust in leadership played an important role im¢raon. Some of the
congregation accepted the idea of transition becatigust in the pastor personally
(which shall be discussed in more detail momenfardditional trust in the change
leader’s efforts came incidentally as the consegei@nh trusting that God would guide

the congregation, using the pastor he had givan.the
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David and Gene — who have both ministered in setyaof places — note that the
congregation is atypical among the BMA in theirgumance of change in general
(David), and change in Bible versions in particlaene). The researcher deems that the
congregation’s emotional maturity on Bible versioas suggested by the systemic
characteristics mentioned above, confirms the umsonmess of this congregation.
Because of this difference from the typical, appiip adjustments are necessary for
anyone wishing to apply the findings and conclusifsam this study to other
congregations.

While the congregational culture made no issueibkeBversions, it was not
without ideologies and issues it highly valued. Tieeds for organizing and for
communicating to constituents were mentioned byenaspriority issues within the
church culture. Financial frugality was also menéid by name, as well as by examples
(e.g., the question of the number of pew Biblepurchase and the personal experience
of Ron who said that he wants an ESV but hatesonase the NKJV). Also the
importance of individual sovereignty was evidencedumerous ways.

In summary, the participant interviews describgsaesmically healthy participant
pool and congregation, composed of people demog@phdiverse, and all come
together with a surprisingly consistent perspedina bespeaks of some influencing
element. This researcher is inclined to connestédbmmon perspective to an inferred
transfer of missional purpose, originating from paesstor’s personal mission and
communicated by the atmosphere he has createcaagecteader. The congregation has

its individual culture that prioritizes the issuddinancial frugality, organization, and
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individual sovereignty, while (somewhat unique agdme BMA) minimizing the issue
of Bible versions.

The change participants are not the sole facttraimsition. The change leader is
also a major part of successful transition, andstbdy will now present observations
related to this leader.

The Change L eader

The interviews show that David was the sole instigaf the Bible version
transition at Heritage. While on occasion he didfeowith others on the ministerial
staff, all such contacts provided only personapsupof him, with no indication that it
brought others into any public leadership functibnerefore, the discussion of change
leadership is a discussion of the involvement @& ovan. So, according to the
participants’ responses, what traits allowed time man, David, to be successful in
leading this change?

Systemic Considerations

This study has already noted the systemic matafitile congregation in this
case study. The same maturity was an importantop&#avid’s own character and his
success as a change leader.

All participants describe the change leader’s astin terms consistent with a
non-anxious presence. His laid-back demeanor iedhnly days of transition and his
conversation with the Marine exemplify this. Da@dliscussion with the Finance
Committee and then the church concerning the nerepeiw Bibles did express a large
measure of urgency, but the researcher does nevédhat urgency is to be

misconstrued as anxiety over the issue.
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As change leader, David avoided efforts to invdiira in triangles, such as the
older gentleman who wished to sway him to returtheoKJV. Similarly he avoided
triangling others into accepting his version oficepas seen in his low-key approach
when first preaching from the ESV. In accordancinthe second law of triangles, as he
honored the “sovereignty” of the congregants amasexl to triangle them by overly
pushing his version, the change participants wileta minimize any reactive response
and thus felt freedom to choose whether they patsotmansitioned or not. In this
freedom, many participants chose to join the ttarsiand apparently all chose to accept
it.

Descriptions of the change leader show a man whelidifferentiated. This was
evident in such things as his willingness to stimdis intentions to use a non-KJV
version as he interviewed with the Search Commitieeactual use of a version that was
neither familiar to nor espoused by anyone in thagcegation; and his lack of pressuring
others to follow his decision, while sidesteppimggsure from others to sway his
commitment. In his words, “So, it's like me exeneg my sovereignty [i.e.,
differentiation], and maybe they responded to that.

Systemic maturity is more than a description of iD@wpersonal traits. It also
characterizes the principles David incorporatednduthe change process. As discussed
in Chapter Two, homeostasis is by default an oppiotoaechange, but the creative change
leader can at times leverage it as an ally. Daad able to accomplish that. Knowing the
congregational culture that places great importamcevhat he terms “sovereignty,”
David’s attitude about the individual use of theVE&®nong the congregants was, “Do

what you want to do” — which was a characteristithe sovereignty they so valued. This
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framed the invitation to change as a continuatibthe status quo, and thereby made
homeostasis an ally.

As change leader, the pastor regularly employexbdifack loop as a tool for
change. His use of a pew Bible when preaching coeabwith the mention of the pew
Bibles in the weekly bulletin create a segment diaforcing feedback loop: Due to this
repetitive mention of the pew Bibles, they are usgattendees. As the attendees use the
Bibles, many of these people are helped. The pasibicongregation are encouraged as
they see the Bibles used each week. A few aredughcouraged as they hear how the
Bibles help the attendees. The encouraged pasiorangregation in turn further
emphasize the use of the Bibles. With continuedrersis, more attendees use the Bibles
and are helped, and on the feedback loop continues.

Not all feedback is positive, and not all loops laeeeficial. The older gentleman
who occasionally mentions his desire for the pastoeturn to the KJV is an example of
feedback — one intended to reverse transitiorldived to play out, this pressure for
reverse-change, pitted against the pastor’s resolstay with the ESV, could be allowed
to form a balancing feedback loop. Under the presstithe opposition, the pastor’s
resolve lessens. As that resolve lessens, thehpares shows his approval by lessening
some of the pressure. The pastor’s desire for gnpressure erodes the resolve more,
which in turn does lower the pressure more. Onanthis goes until resolve is gone, the
pastor reverts back to the KJV and the presswenyletely removed. However, by
increasing his tolerance for the change participardin and by differentiating himself
from the pressure of this parishioner, the chaegddr prevented this loop. David also

thwarted the possibility of escalating anxiety bjusing to be one of the two “poles”
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required for chronic anxie}?® and his move also preempted a system’s tendency to
allow the least mature member to set the agéifdsl of these are examples of wise use
of systemic principles in leading change.
The Plan for Change

One of the key interests in this study was the ghdeader’s use of planning in
transition. In order to discuss this subject maitey flater, the study will now give a
detailed examination of the part that transitigrlahning played in leading change at
Heritage.

Increase Urgency. As previously mentioned, the mblcgy of transition

naturally divided into two stages. The first stbggan when David moved to Heritage
and immediately began preaching from the ESV, amtluded the reactions and
interactions for approximately the first year. &ago began as issues of the pew Bible
purchase were first discussed. The two stagesappet for a short period, as informal
and private discussions were held prior to the ipyiskesentation of the proposed
changes.

Responses indicate to the researcher that althitnggthange leader personally
felt a great sense of urgency — urgency that evertlgted his arrival at Heritage — there
was little sense of broad-scale urgency for versiansition created among the
congregation during the first stage of transitibhere was a degree of curiosity
generated, evidenced by people individually askiregpastor which version he was
using. And there were isolated cases of deepeoparsmpact from the use of the

contemporary-language versions (e.g., the youngusany the NLT, whom Ken told

32% Herrington, Creech, and Taylor, 36.
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about). But overall, the interview responses paipicture of a congregation that was
willing to honor the sovereignty of a pastor to ugechever version he wished to use
(even as he preached), provided that he did noefpersonal change upon them. There
seems to be little urgency in that stance.

However, the level of urgency during stage tworafsition stood in contrast to
the lack of it in stage one. That each interviewtipgant initiated the topic of the pew
Bible purchase and use, and that they discussezsutiject with such enthusiasm showed
that the level of emotional involvement was higheway in which participants spoke of
the pressing need to purchase and utilize the pbleBwas very befitting of the term
urgency.

So, Heritage's transition did exhibit an increasergency. However, this was
different from the urgency Kotter outlined, foicame late in the transition process.
Kotter’s plan emphasizes the use of urgency iretlréest stage of transition — what
might even be considered a pre-transition compofdns sense of urgency dovetails
with William Bridges’ advice to “sell’ the problerthat is the reason for the chang&"”
i.e., allow the change participants to feel suéfitipressure of the situation’s need before
offering them the solution. David did not followigkapproach, but rather the Bible
version “solution” was initiated before the problaras broadly felt or even understood.
This reversal may explain the low level of urgentgtage one of the transition.

Build the Guiding Team. Kotter’s plan for changtesithe need for building a

guiding team. However, the interviews mentionetinally nothing that could be

considered as such a guiding team. The initiactiva of transition (particularly, the

330 |pid., 63.
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determination not to use the KJV, and the inittidion to use the ESV) was determined
solely by David. He did later confer with the stffa limited degree about the need for
pew Bibles, and Ken played a large part in solidijythe selection of the final version

for that. But once the selection was made anditiie ¢ame to go public (i.e., to present
the case to the Finance Committee and then thelghuhere is no indication of any
team-type involvement. In short, any involvemenaa@juiding team appears to have been
limited to stage two of the transition, and thewats isolated to confirming the pastor’s
inclination, helping to select the specific versiand encouraging the pastor as he
individually presented the idea for approval.

Communicate for Buy-In. As change leader, David alale to communicate for

buy-in in a number of ways. Several of these irdlial factors are essentially issues of
trust. David earned trust by such things as higa&in, his studied and non-erratic
approach to considering something new, and hisyplgrand explaining of his plans
(which is understandably important in an “organizearch”). Responses indicate that he
is trusted, not just for innate abilities, but atsxause he is deemed to be the man whom
God has given as the church’s leader, and partitsgaust God to lead through the
pastor.

The researcher noticed a difference in the typejrttensity, and the results of
buy-in as the transition moved from stage onedgestwo. Generally speaking, stage one
buy-in seemed built more on the personal attribatesposition of the pastor, and
manifested itself in a mental, passive acceptahbésantroduced change. In contrast,

stage two buy-in resulted from the emotional reaion of the real needs of people

31 Bridges, 16.
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within the worship setting (e.g., the woman whedrio find the sermon text in the
hymnal). And unlike the earlier buy-in of passive@ptance, the latter resulted in active
involvement as the congregation saw the need,edgtinoted to address that need by
purchasing the pew Bibles, and continued to uttleBibles in the months — and now
years — that followed.

David continued to tap into “buy-in” by preachingch week from a pew Bible,
giving everyone the chance to be literally (asdyes¥s“on the same page.” In doing this,
he continued to show value of the ESV in genera, @ the blue pew Bibles in
particular, as he authoritatively declared the mgef God with blue-Bible in hand.

Another way this change leader helped with pariciduy-in — or at least
avoided the unnecessary loss of buy-in — was Imsitsaty to the culturally significant
issues that were not critical to transition. Dasfisbke of his need to be organized, to be
financially responsible, and to honor congregasts/ereignty — all which were important
to the culture of the congregation, and all whiohld be respected without jeopardizing
the transition process.

Empower Action. Kotter says empowerment “is notulgving people new

authority and new responsibilities and then wallamgy. It is all about removing
barriers.®*? The question thus arises, in his leading of Buglesion transition, did David
and the transition help remove barriers and emp@eeple?

Margaret believes that there were empowering aspddhe transition, as she
related that changing to a modern-language versioved barriers in her husband’s

grasp of the Scriptures. Gene described how timsitian empowered those in his men’s

332 Kotter and CoherHeart, 104.



129

ministry to live better lives. Ken echoed this asrblated how a contemporary-language
version impacted the life of a man with whom Dawidrked.

The process of transition also freed many to refaouthe missional purpose of
the church. As David presented his case for puneshasew Bibles, congregants found
themselves awakened to realize the real needsitdng and those unfamiliar with the
Scriptures. Furthermore, they were empowered topah that newfound knowledge and
vote to purchase the Bibles. Those involved in gedam and children’s ministry also
related the empowerment that the clearer versioa gatheir ministries.

Transition continues to free and empower peoplaeeager visitors, with the aid
of instructions from the pastor and the weekly dturll, find the texts in their pew Bibles.
The freedom to find the message of God in turn iges/the empowerment to tap into its
message as a source of comfort and strength.

While acknowledging these empowerments and theietiis, the researcher has
to wonder how many of them were the means for olaaigd how many were, rather, the
consequences of change? Arguably, those items pdwerment that are a part of
planning would belong to the former. Yet most & tlenefits mentioned seem better
classified as the latter, meaning that they dogoalify as a planning component.

The one notable exception to this would be the emepmg congregants had in
their vote to purchase the pew Bibles. As will Ilcdssed in more detail later, it appears
to the researcher that by the second stage ofticamthe congregants were at a different
place than they were a year earlier — a place wiherewere empowered not only to

grasp the need for the pew Bibles, but also toevtheir vote enthusiastically in support
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of purchasing and using them. This empowermentdasdea means of transitional change
but was not (solely) the result of it.

Create Short-Term Wins. Kotter gives this stephsd thange leaders will

strategically plan for periodic events that wilbpide participants a morale boost. In the
transition at Heritage, there were certainly a nendf these periodic boosts, although
they were probably more accurately considered @dental instead of strategized wins.

During the first stage of transition, the minisstaff and some isolated
individuals experienced wins, but the interviewslwded no mention of wins that were
widely known or enjoyed. One ponders, for everygregant who approached David
expressing the joy of better understanding the sert@xt, who else experienced that
win? For every individual who shared with him atemtion of giving or getting the ESV
as a Christmas gift, who else felt that win? Ferfdmily whom Gene was discipling and
who later benefited from changing to the ESV, wherevamong the winners in that
situation? The researcher agrees that these wgtinlate short-term wins, but they were
wins experienced by few, other than the ministez,ihdividual, and possibly a family.
These wins were quite significant to those invo)uaat one must still question what
percentage of the three-hundred-plus people icdhgregation directly felt those wins.
This study finds no evidence of broad-scale winsndustage one of transition.

A point of clarification should be made at thisqtoiThe researcher anticipates
that some would argue that there were wins througti@ congregation each week as the
pastor preached from the more easily understoodingof the ESV. The researcher
would not disagree with that. However, he ratheintains that these are not the nature

of the wins that Kotter prescribes. Kotter desaitvns that are evident and immediately
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uplifting throughout a significant percentage of tthange participants; wins that thereby
encourage the group to continue in the change psodde interviews gave no indication
that evident and immediately uplifting wins wergutarly experienced by the
congregation during the initial stage of transitibnstead, as the congregant participants
recounted this stage of transition, their reteBitacked the enthusiasm that would be
expected for something they deemed a “win.”

However, the tone of the participants took on ammgreater sense of enthusiasm
as they began to describe the events in stageltws is understood to imply that they
felt a greater sense of a win during this periagtitermore, their descriptions include the
sense of the win each week, as they saw both memabervisitors putting the pew
Bibles to use.

Don'’t Let Up. To brace for the long, hard road béange, which normally means
confronting homeostasis and other opposition, K&tkvises change leaders, “Don't let
up.” The leader at Heritage apparently stayedtwubat charge, for the interviews
revealed no point at which he staggered from thieystuof his goal. Of course, within a
congregation that holds little loyalty to any peutar Bible version and where the change
leader has leveraged homeostasis as an ally, dldeofochange has considerably less
opposition than would normally be experienced.

Another reason for this need to not let up is tienge takes time. Even within
the circumstances at Heritage, a church whichéa¢kearcher increasingly seems an
ideal setting for transition, that change stillkaone. This requirement of time was
hinted at even in the tone of the interviews, asigpant enthusiasm grew when they

moved from recounting the initial months of traiagitto describing the later period. The
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researcher sees evidence, as previously mentiohedssional change that paralleled
the Bible version change, and the transfer oftiasional heart from mentor (pastor) to
congregation required time.

Make Change Stick. Making change stick is anothea,aaccording to the

interviews, where a component of Kotter's changaplas been accomplished
incidentally — i.e., without specific effort focusen that specific goal — rather than
strategically.

The purchase of the pew Bible was missionally feduget it did incidentally
accomplish the task of ingraining the transitionht® ESV more deeply into the
congregational practice. According to the intengewather efforts that aided in making
change stick (e.g., the weekly citations of therger text in the bulletin and by the
pastor, and the pastor’'s own use of the blue pdleBwere at least primarily
missionally motivated, and any element of estabighhe new norm was secondary if
not incidental.

In reviewing the discussion on change planninggaresi above, it is obvious that
David incorporated several of the components otféftt plan. However, these seem to
have happened largely as isolated incidents, wghymot even planned, instead of as
the chronological series of strategized stepsKbéer presents.

Additional Observations

The discussion now shifts from the components afipihg, to planning as a

whole. Some biblical aspects of planning will ateomelded into the following

discussion.
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Both biblical and extra-biblical literature reve#ite benefit of planning for
transition. However, the two often vary significlgndn how aspects of that planning are
accomplished. The latter (extra-biblical literajuirequently presents the change leader
as the mastermind who strategizes the necess@yisterder to move a transitioning
group from one station to another. The former (b#blliterature) paints a different
picture of planning. The Scriptures present prdpenan planning, when done at all, as
acknowledging subservience to the plans and wish€od. Furthermore, they often
show change leaders (e.g., Moses and Christ) asvame were not heavily involved in
strategizing plans.

Since this study must ultimately address aspedwwfwell the plan for change
worked at Heritage, it must first grapple with theestion of whether there was actually
any particular plan. Was the change leader inddi® study a planner? The answer to
that question is open to debate and is dependemt ae’s interpretation of the data.
There are several commonalties between particidanents of this transition and the
steps of Kotter’'s change model, and that mightnech person to think that the change
leader was a planner who intentionally strategthede events. The researcher is inclined
to disagree. In his interview, David was forthrigiiiout the various ways in which he
was involved in the transition, yet he did not ni@m&nything about intentional
strategizing. The researcher deems it highly ublikeat the pastor and all other
participants would omit mentioning such a key tdsld they done it. Their silence, then,
is sufficient for the researcher to rule out thegoility that there was any strategized

planning.
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Could this instead be intuitive leadership — teatlay-by-day acting out good
planning because it just “feels right,” without gmgdetermined strategies? This option
does seem more likely than the previous one. Horyéve researcher maintains that
even this type of planning is not in keeping whik hature of the participants’ responses.
For example, the various efforts that contributediaking change stick were not given
in the context of an “it just feels right” desi@ihgrain change into the congregational
custom, as would be expected if David had beenvai@dl by intuitive planning.

Instead of intentional or intuitive, the study fsohcidental planning more
consistent with the data. Similar to the exampfadases and Christ, it seems that David
simply followed the call and direction he felt upeis ministry (i.e., a missional
purpose), and the needed components in plannihmptielplace. The tone of David’s
interview indicated that he, like the two bibliedamples, stood before the participants
as their leader, yet stood before God as a follower

In summary of this examination of leader-relatedestations, the researcher
concludes that the change leader was systemicaliymmand utilized systemic principles
as major tools in the change process. He incorpdnaiany aspects of Kotter’s plan for
change, some intentionally and others incident&@ith of these contributed to the
success of the transition, however they did ndbfgether to form a cohesive plan for
Bible version transition. Most notably, David watasted leader and appears to have
conveyed missional purpose in partnership withdi@rsion transition.

This study has thus noted observations about taegehparticipants and the
change leader. Having dealt with the people inwdivetransition, discussion now turns

to observations about the transition itself.
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The Transition

In addition to observing the traits of the peopieoived in the transition, the
researcher also made observations about the teampitocess. The study will now
consider these.

General Observations

The most surprising realization that came out efghrticipant interviews was the
apparent fact that Heritage experienced no confligs transitioning from the KJV.
While the researcher accepts the participants’ueitiog of this as true, he finds it out of
sync with his experience in both denominational ledl church work. As two of the
ministerial participants stated, this is not a¢gbBMA church.

Lacking any level of conflict, this transition waset the scenario for which this
study was actually designed. Even the researchiqossvere constructed with conflict
in mind, and this realization required that theyd&t®oled (in purpose and perspective,
not in wording). The lack of conflict also impathe degree to which the study’'s
findings are directly transferable to more typiBMA settings.

However, these unexpected dynamics do not implyttigacase study’s findings
have no broad benefit. The researcher believeshadindings of this study provide
great insight, as long as they are understood mitieir context and if appropriate
adjustments are made when the findings are appégdnd their original setting.

A second significant and surprising observatioatesd to the pew Bibles and the
extent to which interview participants believe Bibles contributed to the overall
process of transition. That this event was consiler part of transition can be seen in

two items. First, as previously mentioned, all miewees initiated the topic in the
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interviews. In a discussion that was designed wiitly stage one transition in mind, each
interviewee introduced the pew Bibles of his or tn accord. This voluntary
introduction of the topic, combined with the papgants’ enthusiasm in discussing it,
argues that from the perspective of the particgdms event was monumental in the
course of transition.

Second, the pastor’s selection of Ken as an irgeryarticipant implies that he
also considered the pew Bibles a part of the triansiDavid was aware that the criteria
required participants to be attending Heritagerdutransition, yet he still chose Ken,
knowing that he was not yet attending Heritagerduthe initial months of transition.
This selection argues that David as the changeteazhsidered the pew Bible events to
be part of the transition, too.

The interviews highlighted another principle ofrsaion: transition takes time.
Even in conditions that are very conducive for gefas Heritage was), change is not
instantaneous. Overall, the participants cleardyvwad the transition as taking over a year,
with one participant even stating that the traosiis still going on after three-and-a-half
years.

Ken’s comment about making transition a “teachahdenent” deserves mention
here. In contrast to David’s approach in handliragsition, Ken suggested that
leadership could have used the opportunity to déutb@ congregation on aspects of
Bibliology. Instead of just stating the versionttbhange leadership had decided upon,
Ken believes leadership could have given an extestigly to educate congregants on
how versions arise, how to select a good versidtnatwersions to avoid and why, et

cetera. While the researcher agrees that Davigisoagh was best at the time because it
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provided less opportunity for congregants to b&atsed by off-missional issues, he
does see long-term benefit in implementing a varsioken'’s idea.

On a separate but related thought, Ken and DaviEraa interesting observation
by pondering the potential transitions of the fetuwill the ESV (or other contemporary
version) be the ingrained version of the future® We transitions of today cause
transition difficulties for a future generation?ig lanticipated transitional déja vu
suggests to the researcher that change leadeydaf tnay serve the Christian
community of tomorrow much better if they institl their congregations the basis for
determining acceptable transitions, rather tham foisa replacement transition to be
blindly accepted. Ken'’s suggestion for better etlanan Bibliology today may turn out
to be a great service to future church leaders.

The Process of Change

One of the study’s research questions exploree@iaional impact of transition
upon change participants — a subject covered blawilBridges inManaging
Transitions®*? In order to address the research question moreupaly later, the study
will now present observations that emerged frommanng the events at Heritage with
the Bridges’ three-phase process of change.

The study did find some elements in the case ghatywere comparable to
characteristics of Bridges’ journey of transiti@imilar to the first phase he labels
“Ending” and “Letting Go,” change participants atrifage did have to give up the
familiarity of the version they were used to hegniaad from the pulpit each week. Many

chose to lay aside their “carry” version (e.g., Biele they personally carried to church

333 Bridges.
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each week) in order to use the version that theopagroduced. The second phase,
called the “Neutral Zone,” is characterized in gartconfusion, and it may correspond to
the skepticism of some of the Heritage participamis the confusion others felt during
their initial unfamiliarity with the new version.h€ greatest correlation was in the third
phase (Bridges’ “New Beginning”), as some changéi@pants experienced the benefits
of understanding the messages of Scripture beitdras others began to embrace a new
missional approach.

There were, therefore, some similarities betweerBitidges’ model and
Heritage’s transition. However, in the first twogskes, the amount of similarity is small,
and the dissimilarities appear to outweigh it gyeddridges’ model is built primarily
upon the emotional aspect of transition, and tlse study showed virtually no change-
related emotion among the congregants during tHg jeartions of transition. Overall,
there was neither any significant emotional conpedb the KJV nor any other interest
that had to be severed and grieved over, whichavbelexpected within Bridge’s model.
Nor was there anything similar to the “wildernesgperience” that Bridges relates to the
Neutral Zone period. On the other hand, the inesvgidid reveal a significant degree of
emotional involvement related to the pew Biblesjohltorresponds to Bridges’ final
phase.

In summary, the case study has little commonalith Bridges’ model in its first
two phases. There was no emotional upheaval igitr@ning away from the KJV, and
the participants expressed little confusion. Howgesmgnificant positive emotional
response did emerge in the later portions of ttiamsiwhich was similar to what the

Bridges’ model anticipated.
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To expand upon a previously established observati@nstudy would like to
point out here that even in a situation where eonatities with past items were not a
factor, transition still took time. Having made tiaal observation on the process of
change, the study will now consider the politicelrange.
The Politics in Change

The interviews revealed virtually nothing that webble considered political in the
typical use of the word. The only overtly politicithtement was made by David who
said, “I'll tell you, politically [my education hd®een good.... [Because of it] there’s
been less challenge [from the change participdrigsit ministry, Bob Burns notes,
“involves negotiating with others, choosing amopgfticting wants and interests,
developing trust, locating support and oppositlming sensitive to timing, and knowing
the informal and formal organizational ropes. lorshthe ministry involves politics®**
Observations about several of these items (eust, iming, organization ropes [culture])
have already been discussed in previous sectidresdiBcussion here will center on
political aspects of planning, empowerment, anctiagng.

335 5ne must ask who

Planning. Borrowing from the terms of Cervero anids@éh
was represented at the planning table in this sagly’s transition. David’s response
would arguably be that everyone’s interests wepeasented at the table. In one sense, he
ensured that individuals would have a say at thke iy telling congregants to do

whatever they wanted to do concerning the verdioe personally chose to use, in

effect leaving each person as the sole vote airter individual table. On another level,

334 Burns and Cervero, "How Pastors Learn," 304.
335 Cervero and Wilsorl\legotiating
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David believes that a version that makes the messh@od more understandable is best
for everyone, and thus his preference itself egualpresents everyone at the table.

Some might object, saying that everyone’s interestsnot be equally
represented if leadership sides more with one g(ewup, those preferring contemporary
versions) than with others (those preferring th¥KDavid would disagree with that
evaluation, noting that as a leader his primaryceomis not focused upon what
individuals want, but rather, what they need. A®baeally considers the needs of all and
decides in accordance with those needs, he seesviityone is equally represented at
the planning table.

David’s interview suggests that he would say tlveeee additional factors
represented at the table of transition. His missipurpose of helping people understand
the clear message of the Bible was doubtlesslyjarrfactor at the planning table. Yet
David would be quick to emphasize that this factmmpliments, not contradicts, the
interests of the people.

Some might challenge David’s right to be the onméke such determinations. If
so, the consensus of participant interviews woalahter by stating that as the pastor and
spiritual leader of the congregation, this decig®a part of his responsibility.
Furthermore, the interview data argues that othgrarticularly the individuals on the
search committee and within the congregation -pdictheir stamp of approval on
David’s plans, for these voted to accept him asdPaknowing his intentions to lead in
this direction.

Empowerment. Cervero and Wilson define politicavpo as “the capacity to act,

which is distributed to people by virtue of theagttion and participation in enduring
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social and organizational relationshig&>1n the social and organizational structure at
Heritage, and most notably in its priority uponiwndual sovereignty, every individual is
empowered. Within the specifics of this study, thisans that each person has the
capacity to act upon his own personal belief wheeiding which version is best — both
in personal version selection, and in the oppotyuoi be a voice in the democratic
selection process. Heritage made use of the lapj@ortunity in the vote to purchase the
ESV pew Bibles and even in the aforementioned tomtall as their pastor a person they
knew would bring transition to the congregation.

Negotiating. The researcher wanted to see whattia¢igo strategies Bob Burns
recommended in hidegotiation Strategies of Pastot¥ This required that the
relationship between the change leader and thegehaarticipants be categorized into
two fields: consensual or conflictual, and symneetror asymmetrical (power-wise). For
the first field, the data left no question that thlationship was consensual, since there
was no indication of conflict.

However, categorizing the parties’ power relatiopshas difficult; was it
symmetrical or asymmetrical, or a mixture of th@some congregants and staff spoke
of the pastor as the leader they should follow, Radid took the lead in the initial
transition by preaching from the ESV without offictchurch approval — both suggesting
some level of asymmetrical relationship with Dawvidhe more powerful position. Yet
other comments suggested times or situations ofgupelity with no power position
(e.g., the sovereignty issue about which David,séy’d school me if | tried to go

against them in that area”). This would imply amegof symmetrical relationship. The

336 |bid., 85.
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need for David to get approval from the budget cdtbem and from the church to
purchase pew Bibles suggests a reversal of thieleasymmetrical relationship, i.e., with
David now in the position of less power. Yet Dasigresentation urging the purchase of
the pew Bibles had the tone of peer-to-peer discngsymmetrical).

In light of the evidence, the researcher thinks tha power relationship of the
two parties is best categorized as a combinati@ywmimetrical and asymmetrical. From
a church hierarchy perspective, the pastor holdgtwer position over congregants in
an asymmetrical relationship. On rare occasionsdles are reversed, as the pastor’s
role is to a degree functionally subservient towbte of the congregants in committee or
church capacity. Furthermore, it seems that Datvtdrees opts to negotiate on the peer-
to-peer symmetrical level, even though he holdgtheer position of an asymmetrical
relationship. The researcher speculates thatabisabproach is utilized (at least in part)
because it works to David’s advantage from a nagoti standpoint (since, systemically
speaking, people are less likely to cooperateey tieel a decision is forced upon them)
and because it shows deference to the culturesifyrof individual sovereignty. Even
though leveraging a negotiational advantage isabiyunot the primary motivation
behind David’s decision to work symmetrically, des create such an advantage
nonetheless.

Burns’ matrix suggests that the best negotiaticatatjies for parties with
consensual interests are networking if the relatignis asymmetrical, and problem
solving if the relationship is symmetrical. Accardito Burns, “[n]etworking is the

sharing of information among individuals or grots)d includes such activities as

337 Burns, “Learning the Politics,” 173.
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“earning trust and respect:® He also explains that problem solving “takes platen
individuals or groups come together to addressrasaolve issues,” which can include the
development of policies and procedut&s.

The interviews show that David was involved in boétworking and problem
solving. The study has already established thethalepastoral trust played in
transitioning. The interviews describe David’s pufpesence and his interacting with
congregants as networking that builds relationsamm fosters trust.

David also engaged in problem-solving activitieavld's interacting with Ken to
determine which version to select for the pew Bilgeaalifies as problem solving. His
presentation of the need for pew Bibles — botthéodommittee and to the church — was
framed as a problem-solving activity. “How are veeng to make finding the sermon
text easier for our visitors that don’t even kndne tlifference between a hymnal and a
Bible?” was the solution-seeking question Davidksdore the committee and the
church.

In a broad perspective, the researcher feels thatdused the asymmetrical
networking approach from the beginning and lateoiporated the symmetrical problem-
solving approach as the second stage of trandiegan. However, as discussed
elsewhere, the researcher speculates that Davidodithke a problem-solving approach
primarily because of a symmetrical relationshipwvtiite congregants. Rather, it was a
means of drawing the congregants into the decisiaking process in order to see their
needs firsthand, capitalize on buy-in from thabimement, and help congregants grow

in the deeper missional purpose.

338 |pid., 176.
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In summary, the transition afforded some surpri$és. lack of conflict and its
impact on the process of change was unexpecteceguded rethinking certain aspects
of the study. The magnitude of the pew Bibles anttlansition was likewise surprising
and enlightening. Unsurprising, though, was thatitilerviews confirm that even in the
situations most conducive for change the process thke time.

Politically speaking, it appears that all partiesgvproperly represented at the
planning table, and that the circumstances allofeethdividual empowerment. The
researcher surmises that the relationship betweeohange leader and the change
participants was consensual and predominantly agtnoal. However, the change
leader at times negotiated from a peer-to-peer stmeral perspective, which provided
opportunity for congregants’ growth as well as€ntional and/or incidental)
negotiational advantage.

This presentation of the case study findings isnized topically, with all
thoughts about Subject A discussed in one placethvehn a particular thought was
discovered early or late in the study. Were thespntation instead arranged
chronologically, the reader would find the researdt this point in somewhat of a
guandary. Having analyzed the various findingsithasfhimself looking at numerous
individual pieces — pieces that the study hasfadribut are still somewhat disjointed. In
the chronology of this study, the next discovergwae element that brought the various
parts into a unified whole, and that element wasditeper realization of how the version

transition at Heritage also fit into a greaterisi

339 |pid., 174-75.



145

Get the Vision Right

The discussion of this step from Kotter's pland¢bange was postponed to this
point because of the crucial factor that visioryptain this case study. A proper
understanding of the actual vision behind the itmsexplains many of the previously
cited findings.

In analyzing the interview responses, the researeadized that he had assumed
Bible version transition was more of a primary ess$han the data supported. This
mistake was fostered by at least two factors. Treefactor was the researcher himself,
as he inadvertently allowed the primary focus ¢f gudy (version transition) to be
superimposed upon his perception of the dynamitkeotase study. The second factor
was related to the situation of the case studyyevtiee version transition was the visible
outward expression that overshadowed the moreesabtl internal missional change that
the study has already highlighted. Because vetsansition was more visible on a week-
to-week basis, it became the prominent factor enpgérception of the participants.

However, a careful reflection upon the change Iéadeterview gave a deeper
realization that version transition was not hisnany vision. This chapter has already
established a missional element that was transfdéroen pastor to congregants in
parallel with the Bible version transition. Thisssional element was founded in the
pastor’s heart and reflected in his words, “I waaytpeople to understand Scripture.”
That purpose found expression in the implementaifancontemporary-language Bible
version. Version transition was not the vision tmattivated this change process, but

rather was a tool to accomplish the vision. Theldes real vision was to make Scripture
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understandable, applicable, and livable in theslioktthe people to whom he leads and
ministers.

This corrected perspective on vision explained softbe earlier findings. A
fuller discussion of this will be given under resdgaquestion one, but the researcher
thinks that the aforementioned lack of directionhia change plan was not because of a
lack of planning, per se, but rather because tbgdef the study focused the search for
planning within the wrong vision. Also, previousdlission also questioned the lack of
urgency in the first stage of transition. Howeweetter understanding the real
(missional) vision, it becomes more evident thabalgh clearly worded Scripture and
clearly proclaimed teaching during these initialntis, the change leader was doing the
preparatory work that would eventually allow thdwsarts to feel the urgency and act
upon it — which is what happened with the pew Bible

The researcher observes in this preparatory wdokna of reinforcing feedback
loop. The clear presentation of the message dBihle (as found in a clearly worded
Scripture combined with clear teaching) in timedueces a changed heart within willing
hearers. The changed heart reaches out to helpdthg., the use of the pew Bibles)
who thereby come into contact with the clear prege@mn of the message of the Bible,
and the loop continues. With each cycle, more meap@ brought in, people continue to
mature, and more people are reaching out to others.

Did the change leader get the vision right? Therinew responses indicate that
David got the vision exactly right — an understdnidaersion did improve the learning
and application of the Bible in the lives of thengoegation. Interview participants from

all types (pastor, staff, and congregants) unangtyodescribe the benefits that have
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come from this change. And the evidence stronglygests that the change leader
instilled both the vision as well as the meansabii@ving it (contemporary-language
version) into the fiber of the congregation throwglample and through the content of his
message. The congregants’ grasp of attendees’ a@ddseir enthusiasm in using the
pew Bibles to address those needs indicated thhattbe vision and at least this one
particular means for reaching that vision weredfamed from mentoring pastor to his
constituents.

In considering the above, the researcher was ugdgvith this thought: What
would the participants say has been changed dthegransition process? The
interviews showed a realization of the obvious ¢ges the worship text was changed
during the initial days of transition and the adhtof the pew Bibles was a change later
in the transition chronology. But it is interestit@the researcher that, other than the
change leader, not a single interviewee showedealization of the personal transition
that enabled them to embrace so enthusiasticalynissional use of a tool of transition —
the blue ESV pew Bibles. It would seem that thenpry vision was achieved without
those involved even realizing its impact upon them.

In summary, the researcher found vision to be #het& understanding what
happened in this case study and why Bible vergmmsttion worked. In this case, that
transition worked because it was a means to a-fearhissional purpose passed from
change leader to change participants.

Research Questions Addressed
The research questions were the framework uponhvth& case study was

pursued. Having reviewed the data of the interviswtbe previous chapter and noting
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pertinent observations from that data in the previportion of this chapter, the study will
now attempt to answer the four primary researclsigpes behind this study.

The research questions were designed with no kidgwlef the transitioning
congregation or its circumstances. These questiens constructed with the assumption
that there would be a large measure of eitherpetsonal conflict or intrapersonal
struggle that had resulted from the transition, #redquestions were designed to explore
aspects of these difficulties. The lack of suchfii@rand struggle in the case studied
required that some of the questions be examined &alightly broader point of view
than originally designed.

Research Question One: The Need

The first research question was “In the participamkperiences, how effective
was leadership in conveying the need for changioigy the KJV to a contemporary-
language version?” The early examination of tha daggested that the change leader
did a relatively poor job of conveying the need dbange during the initial months of
transition (stage one). The pastor’s low-key apghcend the fact that some interview
participants still describe the initial stage @lrsition in terms of concession to the new
pastor suggest that the pastor had not conveyedange scale the underlying need for
transition. As stage two began to go public, thenge leader changed his approach and
did finally convey to the group the need for change

However, on further reflection and in light of unskanding Bible transition as a
component of a greater movement in the case stheyesearcher is now drawn to a
significantly different conclusion. The change leadlearly saw version transition not as

an issue in itself, but as a tool for the greatssimnal purpose. This was evident in his
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stated reason for preferring a contemporary-langwagsion: “I want my people to
understand Scripture.” The researcher now undetstsiage one to have been a period
of conveying from mentor pastor to congregationrthesional purpose and the
sensitivity to people’s needs — needs that woutf nd their solution as the change
participants moved into stage two.

In summary, the participant responses indicatettteathange leader did convey
the need for transition from the KJV to a more lgasaderstood version. Furthermore,
the change leader conveyed to the congregatiofotimelational missional purpose that
established the legitimate need for such transitiestiead of pursuing transition as an
isolated or primary agenda item.

Research Question Two: The Plan

The second research question was “From the patitshperspectives, how well
did the plan for changing from the KJV to a contenapy-language version work?” The
interview responses suggested mixed answers toesesirch question. On the one hand,
participants felt that the transition went smoothith no hitch along the way and that it
accomplished its intended goal. This argues tloath fiheir perspective the change
worked well.

However, “worked well” does not address all thads&ed in the research
question, for it fails to address the componemilafning. As originally penned, which
was within the framework of the literature reviewathis subject, this research question
envisioned planning of transition in a strategipedemi-strategized sense. Within those
parameters the researcher concludes with Genelthage leadership did no planning for

transition. Even if the study allows for a broadefinition of planning, as detailed earlier
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in this chapter, the researcher does not thinletigences allows for even an intuitive
type of transition planning. Rather, it seems thast of the components of planning that
were accomplished were done incidentally.

However, in light of an improved understanding oihversion transition fit into
the main issue of missional purpose, the researsharsure about the validity of the
research question itself. The question was condeavel framed as if transition were the
primary issue, rather than a tool for a greateppse. Arguably, one plans for achieving
the main goal, but does not necessarily develdprafpr each instrument used in
achieving that goal.

Gathering interview data on the new pastor’s broaassional pursuit was
beyond the design of this study, so the followmgiven with an acknowledgement of
limited data. But within the data gathered for gtisdy, the researcher concludes that the
change leader did not incorporate a plan for ttexmsng Bible versions. However, the
researcher does believe that in his pursuit ophmeary vision (i.e., missional goal) the
change leader intuitively accomplished a plan liat goal. Since the missional change
involved transitional change as a secondary compdne., as a “tool”), any aspect of
planning for transition was accomplished inciddgtal
Research Question Three: The Emotions

The third research question was “What emotiongdimdicipants experience
during the process of changing from the KJV to mtemporary-language version?” This
guestion attempted to determine the level of chamgeced emotions that William

Bridges*® describes as part of the process of letting gb@bld and accepting the new.

340 Bridges.
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The interview participants said that there wasmoteon involved in the transition. It
appears that during the initial period of transitiosvhich Bridges labels as “Letting Go,”
the congregation had no emotional bond to the Kid&nhgthing else that was changed in
the process.

However, the responses clearly showed the potdatiguch emotional
responses. There were a number of culturally ingmbrelements (e.g., organization
concerns, financial sensitivity, and individual soeignty) that the congregants did have
emotional ties to, and the mishandling of theseldvbave likely brought an emotional
response. But because of the change leader’s adgatl sensitivity to each of these
areas of concern, the transition was able to awomkecessary emotional obstacles.

In spite of the participants’ claim that there waceemotions involved in the
transition, the researcher found otherw/iSelhe enthusiasm the participants exhibited in
discussing the second stage of version transifiew Bibles) showed a significant
measure of positive emotions. Such emotions amactexistic of Bridge’s final phase of
transitioning.

Although not originally intended as part of thisegtion, the literature review
speaks of the part that emotions play in the ch@ngeess. Kotter writes, “Changing
behavior ... [involves] influenc[ing people’s] feedja. Both thinking and feeling are
essential ... but the heart of change is in the emet?** David’s interview revealed that
such feelings were involved in his initial moverfrethe KJV to the ESV in a previous

pastorate. Among the other interview participaatsimilar sense of emotion was

%41 The researcher believes that this difference isacause of intentional misinformation on the pért
the participants, but rather because their conafepinotions was limited to a negative sense.
342 Kotter and CoherHeart, 2.
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expressed as they related the events of changeraige. Some showed a measure of
happiness simply at the transitioning from the KAavid the researcher considered all
participants to exhibit positive emotions in rectig the impact of transition, especially
when it related to the pew Bibles.

In summary, there was no evidence of negative emstihat came from the
“Letting Go” phase of transition in the case stualyy the participants only expressed
limited positive emotions. This lack of strongeraimnal involvement was no doubt
largely caused by an overall lack of personal attant to the previously used KJV. The
latter stage of transition did show a notable mesastipositive emotion, although the
researcher believes that this emotion was not spanl the transitioned version itself,
but rather by its ability to aid in the church’sssional purpose.

Research Question Four: The Benefits

The fourth research question was “According topgaeicipants, how has the
change from the KJV to a contemporary-languageimeitseen beneficial to the church’s
ministry?” The participants unanimously acknowletlgg the transition from the KJV to
the ESV was very beneficial to the church. Davigsshiat more people are “coming to
life,” Gene speaks of positive changes in the liwkkis discipleship group members, and
Margaret speaks of a change in her husband. Thedritha few of the specific
examples.

However, properly answering this question requinas it be considered within
the transition’s fuller context. The version chawgene in tandem with growth of a
missional perspective, and the benefits attribtioetthe former can not presume isolation

from the latter. In fact, the evidence stronglygesjs otherwise.
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In summary, the researcher found that the reseprestions failed to anticipate
fully the circumstances of the specific congregatiod the degree to which this
transition was only part of a greater vision. Irritdge’s case, there were no initial
emotions during the transition, transitional plangwas deemed to be incidental, and
conveying the need for transition was largely sioyresentation. However, even with
such difficulties, much was gleaned through thesearch questions. It was the
guestions’ inability to explain adequately the &idion that was largely responsible for
the researcher’s seeking a deeper cause for ithahdeeking uncovered the more subtle,
key missional component of the transition. Thelfresearch question, however, did
show the extensive benefit of version transitio@reif within the context of missional
purpose.

Three Additional Questions Considered

One of the driving forces behind this study wa®siré to determine transferable
principles that will help other BMA churches or iéies successfully transition from the
King James Version to a contemporary-language merdio that end, the study will now
consider three important questions about the tiansig in this study.

WasIt Transtion?

If this study is to distill principles for transotn from Heritage’s case, as it was
intended to do, it must first grapple with the du@sof whether there was a transition or
not. If there was no transition, then arguablydase gives limited insight to churches
that need to transition.

All would acknowledge at least a degree of chandg¢eaitage, for a then-

unknown Bible version is now the worship text readh Sunday. People previously
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unfamiliar with this version now praise it, and mdrave acquired personal copies of it.
A number of lives have also been impacted, so tisditle room to debate that some
level of change has happened.

However, the principle factor in this question & the impact of the item of
change (the ESV), but rather, how impacting wagtieess of change? In spite of the
huge impact the item of change had, this reseafekés that the process of change was
largely a non-issue. Therefore, using the distimgtimade by William Bridges, this
researcher concludes that the issue of Bible vessicas a “change,” but the process was
so easy that it does not warrant his classificabibfiransition.” Overall there was no
turmoil in breaking away from the old, no difficulin accepting the new, nor any serious
struggle in the migration between the two. There nat even any minor emotional
upheaval in any of the steps along the way. Irtehminology of Heifetz, Grashow and
Linsky, this event proved to be a technical prob{gmoblems for which [people] ...
have the necessary know-how and procedtt§shot an adaptive challenge (“changes
in people’s priorities, beliefs, habits, and loigst>*?).

In summary, the researcher acknowledges a degiteansition in the case study,
but with the disclaimer that it lacked many of gspects that the typical congregation
would deal with in attempting similar change.

Was It a Success?
Lessons from minor change can often be extrapofatedgse in larger transitions,

so even though the case at Heritage is not deerfiddldown transition, its lessons are

343 Heifetz and LinskyOn the Line 13.
344 Heifetz, Grashow, and Linskfdaptive 19.
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not necessarily useless. But in order to use tlessens, a second question must be
asked: Was it a success?

In order to answer this question, an additionaktjoa must be asked: What was
the goal? Was the goal to establish a new ver&&V] as the Bible of choice among the
individual congregants? If so, there was obviousily limited success. While a large
percentage of the congregation use the ESV, tleenains a significant percentage that
still do not own or use it. In fact, of the sixentiew participants other than the change
leader, only one (less than twenty percent) use&8V — and it is likely that his use of
the ESV is not because of the Heritage transipen,se. So, if getting the ESV into the
hands and the regular use of all the congregardgheapurpose of transition, its level of
success is not high.

Was the goal to establish the acceptability of eonorary language versions in
general? The participant responses show that alasyg percentage of people already
accepted such versions prior to the transition Blsatid began. In light of this, it seems
that transition did not itself change the basidamk on the acceptability of
contemporary-language versions. If the goal was@edility, then the goal was reached
prior to this transition, meaning that this traiegitcan not be considered a success.

Was the goal that lives be changed by the impartcoéased use of an
understandable version? Such seems to be thengeassue from the perspective of the
change leader. This argues that the ESV is nahtbaded end of the transition, but is
rather the means to an end. And participant regsocsnclude that in answer to this

guestion, transition has definitely been a success.
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In short, if version transition is viewed as an @ndself, the evidence seems to
indicate that its transition was a failure. If, rexer, transition is viewed as a component
of a greater missional movement — as the reseaccmetudes it to be — the transition
was a success.

Therefore, those change leaders wishing to use fiveing as principles for
Bible version transition within their own congreigais must understand and use them
within a context of a greater and genuine missipoabose that they endeavor to grasp
personally and to instill within their congregatidrhat is the lesson of Heritage.

Why Did It Succeed?

Merriam characterizes qualitative research as @unctive process that “builds
abstractions, concepts, hypotheses, or theotfé&fom the qualitative research of the
case study of transition the researcher offerdali@ving as a theory to explain why
transition — to the degree that it was transitiomas successful for this congregation.
Congregational Factors

A number of congregational factors contributedn® ¢ase of transition in the
case study church. The congregation showed a &igh bf systemic health, with a high
priority on self-differentiation and no evidenceewhotional triangles. Congregational
preparation was another key element in transitisnatess, part of which was
circumstantial (i.e., staff problems) and othertpaducational (i.e., they were biblically
grounded). Arguably the most important factor wasdongregation’s willingness to
accept and embrace the missional purpose, evihayifdid not actually realize that they

were undergoing that change.

345 Merriam, 7.
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A fourth factor, which the researcher deems ndiaiee been essential but which
made the transition much easier, was the congmyatnitial openness to change, which
included no emotional connection to the KJV. Thasemsual relationship between the
change participants and the change leader allowreglaiier negotiations while working
through the transition. However, the consensuatiaiship should not be assumed as an
imperative for success, for as the change leadst te appropriate negotiation
strategies for this relationship, so a change lemda conflictual relationship might
similarly obtain success as he chooses strategtésrisuited for that situation.
Leadership Factors

Leadership factors also played heavily in the ss&od version transition in the
case study congregation. The change leader proveel $ystemically healthy and
exhibited a capability of utilizing systemic prip@s as tools for change. He was trusted
by the change participants. He was a leader theteticand negotiated within the culture
of the congregation, and in this instance, thaucealfortunately did not necessarily
conflict with any element of change. The leaderrd allow himself to be hindered with
distracting issues (e.g., requests to go backadilv, or a personal agenda that
demanded group consensus or individual conformity).

The leader, in due time, brought the participamta place where they were stirred
by the needs of others. As Kotter notes, “the hefchange is in the emotion3?®
Apparently without most congregants realizinght thange leader transferred his own
heart of missional purpose into their hearts -aasfer that allowed them to feel what he

felt in giving people the message of God in a lagguthey can understand.

348 Kotter and CoherHeart, 2.
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Other Factors

One of the key factors in the ease of transitiothécase study was that it did not
require much change. The study finds no reasoelieve that deeper change would
have made transition impossible; however, it arguaould have made it a lot more
difficult.

In summary, this study finds that the case study m& a full-blown Bible
version transition. However, the researcher coredutiat it was a success of missional
vision that included a transition of Bible versiofi$at success points to the need for an
underlying missional purpose in version transitiblso points to other factors that will
be helpful in establishing that purpose and implating the accompanying version
transition in other congregations.

As with any attempt to transfer the finding of atedy to another situation, one
must exercise caution in extrapolating the findiogthis study. Where individuals and
circumstances are identical, the findings of thginal study may be easily transferred to
another group. Slight variations will foreseealdguire slight adaptations, and larger
variation may require larger adaptations or evav@ithe original finding unusable.

In reviewing the whole study, the researcher drénedollowing summary: The
lesson of Heritage is not about Bible version cleaingsolation of deeper issues; it is not
about planning; it is not primarily about politios negotiation or power struggles.
Ultimately it is not specifically about the Biblenrsions themselves. The lesson of
Heritage Baptist Church is not primarily a presaataof the best way to prepare for and
enact Bible transition (although it does spealhesé issues). The primary lesson of

Heritage is a mentoring change leader who is wgltm instill within the change



159

participants a mission of clearly presenting Gadéssage to people in a way they can
more easily understand. The principle lesson fobeloBMA churches and entities is not
how to change, but rather why to change. To de#l thie secondary issue of translations
and transitions without grappling with and instifithe primary issue of one’s missional
purpose is to rip the heart right out of the beast.

In the big picture, the story of Heritage is a gtof transition. However, it is not
at root a story of Bible version transition. Itle story of transmitting a missional
purpose to a congregation, a missional purposectiaiges their own lives and impacts
the way they meet the needs of others — incluchegversion of the Bible they use.

Recommendationsfor Further Study

This study provided several insights into the titéors process in the case study
church, and these suggest a number of principlestifier congregations that transition
from the King James Version to a contemporary-lagguwersion. However, there is
much more to be learned that could provide additiard for those congregations.

The circumstances at Heritage fail to mirror winet tesearcher considers to be
the typical BMA congregation, most notably in tlieaof participants’ emotional ties to
the KJV. The researcher anticipates that a vergfii@al subsequent study would be of a
BMA or BMA-type congregation that has attemptechsion where a significant portion
of the membership did have emotional ties to theé.Khe findings from such a study
could build upon or correct the findings in thiady.

The researcher also thinks that an updated stuBybté version use and
acceptability within the BMA would be valuable. Thmst recent study known to the

researcher is a decade old, and it only surveywsasdeally, the new study would
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include both pastors and congregants and wouldrd&te which versions are currently
used, as well as which versions the participantsldvdeem acceptable. The study should
also query pastors about any anticipated datdsdansitioning and about their reasons for
not transitioning, and ask the congregants thejreke of willingness to follow a pastor
who decided to transition. Comparing the findin§ghis study to the older survey could
also illuminate any denominational trends in vaerstbange.

The researcher has noted what appears to be eediffein systemic maturity
between the KJV-only authors and the other autti@iswrote on the subject, at least for
those materials reviewed for this study. He wowdbrious to see a broad study
undertaken that would (1) compare the degree efsom’'s KJV commitment to his or
her level of systemic maturity, and (2) attemptiédermine any causal relationship
between the two. If KIV commitment was found tcalfactor of systemic maturity, this
would provide change leaders with a means of iotygreparing congregations for
transition.

Final Thought

In the first chapter of this study, the researdhgrothesized that “[tJransitioning
from the antiquated language of the KJV to a meerwnderstandable version has
potential for impacting a church and those attegdgtiim numerous ways.” He then
specifically anticipated improvements in evangelispiritual growth of believers, and a
sense that the local church is in touch with copi@ary people and their present day
needs. The case study congregation exhibited datlese improvements, substantiating
the hypothesis that proper transition from thecuatied language of the King James

Version will benefit a congregation’s ministry.
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In the examination of Bible version transition ietcase study congregation, the
researcher identified some factors that made trangnuch easier for this church.
However, nothing suggests that this congregaticinigimstances were so unique that
similar transition could not be accomplished inestbongregations. In fact, the evidence
points to an opposite conclusion: transition isgilas when systemically mature change
leaders stay the course in preparing, negotiatitig and otherwise leading a willing
congregation to maturity, while transferring torththeir own biblically-sound and active
missional purpose. A missional purpose that allolange participants to recognize and
feel the need of others and motivates them tohit need will prepare and motivate
congregants for an easier Bible version transition.

The researcher also ventured that such growth ammalngdual congregations
will have denominational impact — a belief thabidy strengthened by the finding of this
study. It is his sincere hope and prayer that dfes©f the Baptist Missionary
Association of America will see the benefits of smsal based Bible version transition
as exemplified in this study, will plan and implamhé into their unique situations, and

will in due time reap its benefits for the glory@6d and His Kingdom.
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